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ABSTRACT

This studyrespondsgo calls for empirical investigation of courage well aghe
discovery ofpositivepsychological capital (PsyCap) antecede@tairage and PsyCap
are consideregositive constructassociated witlheneficial workplace outcome&s an
example WorkplaceSocial Courage(WSC) predicts organizational citizenship behavior
(OCB). PsyCap is robustly correlated with performance outcomesbs#lly, and
sustainability For its societal appeal, couraiganotyetrobustlyvalidated Further,
interventions havdemonstrated resultant increases in PsyCap, yet little is known of its
antecedent variableslso, to be discovered, arhatvariables mediate WSChese
gagsin research present opportunity saditionalempiricalinvestigation oMVSCand
PsyCap asct of framing and primingcognitive appraisalfor formation, regulation,
and maintenance of poteWtSC andPsyCap. Mainstay motivation theories of
Expectancy, Goat, Future Time Perspectiveand Self Determinatieheory are
examined and intertwinedith PsyCap variableiteratingthe valid call forstudy of
WSCand PsyCajpntecederst while emphasizinghe need to unify motivation theories
for composite research efforts which increase the prevalend&GfandPsyCapn the
individual and thereforéhe workplacePragmatic methodologgble to serveliverse
industries and cultures is requiredstrpassanecdotafjuastimpactfulshortcomings.
Results shoedthatBehavioraWSCand PsyCap ar&cts of positive cognitive
appraisat andpredictive of PsyCapwhichpartially mediatel betweenWSCand
Behavioral WSC
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CHAPTER 1: INTRODUCTION TO THE STUDY
Introduction

The positive psychology movement, whicltuses on the positive aspects of human
functioning hasnitiated positive constructs as fosof workplacestudy. Known as positive
organizationbscholarshipA core purpose of positive organizational scholarship is to measure
the positive psychological aspects within the individual which can be developed for workplace
performance outcomeB®iener, 2000; Luthans, 2002; Seligman 1999). Positivaizational
scholarship works to address the gap between research and its practical application in the
workplace (Luthans, 2002). Two constructs represent promise for advancing practical research
applications of positive individual latent constructsurage and positive psychological capital
(PsyCap). Bockorny (2015) noted that courage may not require fear, but it certainly possesses
perceptions of potential personal loss of some kind on an individual level. Courageous acts
reinforce or alter seltoncept(Koerner, 2014). Choosing to behave courageouskgteat
extent, reflects the inner person. Courage is acting upon personally perceived potential benefit
despite the perceived risk that might materialize. Underlying motivation involves varying
proportons of intrinsic and extrinsic motivating factokikewise, PsyCap also involves inner
workings of the self.

PsyCap is a valid psychometric measure rooted in scientific theory, a composite of
established studysingmeasures of setfficacy (Bandura, 197), hope (Snyder, 1991),
resilience (Masten, 2001), and optimism (Seligman, 1998). These subfactors are easily recalled
using the acronym HERO. Considering these internal individas¢d constructs, the person

centered approach states that people haleepseated desire to actualize themselves (Joseph,

2020; Rogersl959; Rogers2 0 0 8 ) . PsyCap 1 s, ARa reliable pr ec



for becoming a 6new selfd60 (Whatley, 2016, p.
offering thediscovery of practical means by which to actualize positive person development and
performance outcomes in the workplace.
Background

Here followsaresearch backgrouralerview ofcourage andWSC, along withPsyCap.
The goal of this brief overview is te®blishcourage an®syCap asdefinitive mental (latent)
construcs, define the four lower orddactors of PsyCapand shar¢éhevalueof courage and
PsyCapastheyexhibitthemselvesn positive outcomes.
Courage

Courage, for its societal appeal and admiration has received minimal quantitative
attention.Perhaps one of the reasons is that akin to PsyCap, courage is domain specific and
requires a focal context for study. As example, what context is courage mea8ueei on the
battlefield, in the workplace, in sports, in
what represents measurable courage in each of these contexts? Is courage transferrable from one
domain type to another? Rate (2010) exttaged varying dimensions of courage such as
physical, moral, and psychological (vital courage), pointing out that implicit schemas of courage
are rooted in history, culture, and gender stereotypes. That qualitative study set the foundation
for the empirial pursuit of courage.

Norton and Weiss (2008;2009;) developed atééh scale grounded in the definition of
courage as the propensity to act despite fear
Norton, 2019). Participants were studied in relatmtheir fear of spiders. This scale views
courage as an approaakioidance mechanism. In other words, courageous acts are behavioral

outcomes heavily influenced by individual desires to approach and avoid fear stimuli. Other



examples of this methodologydlude the study of bomb squad personnel and physiological
responses, showing that danger exposure and mastery, impact elements of approach and
avoidance (Rate et al., 2007, p. 81). Othlease pursued courage research in the workplace.
Tkachenko et al.2018;2020;) developed ai&m behavioral courage scale. Findings
indicate the value of behavioral courage at all levels of the organization. As well, behavioral
courage and job performance were positively associated. Along the lines of courage and gender
stereotypes mentioned by Rate (2010), results revealed that employees were less forgiving of
male leaders who failed to behave courageously in the workplace showing that cultural concepts
of gender roles and courage exhibit influence. Courage is a brma@dslon and as such some
have begun to focus on acutely labelled courage types.
Workplace Social Courage
Howard et al. (2017) articulately justified social courage as a dimension of courage most
prevalent and required in the workplace. AritEIn scale taneasure social courage in the
wor kpl ace was devel oped and validated, the AW
2017, p. 688). This scale showed predictive validity, those who were strong in workplace social
courage were increasingly likely togage in organizational citizenship behaviors (OCBs
Howard et al., 2017). The total sample set wus
(Howard et al., 2017, p. 685). Undoubtedly, news media continually highlights the n&eg8@or
through highprofile ethical shortcomings prevalent in modern organizations such as corporate
scandals where revenues and spending are misreported or misappropriated, or medical products
falsely certified. In these cas8¥SC can deterand even eliminate deviant workMtmvior. Like
WSC, PsyCap also predicts positive behaviors in the workplace such as OCBs (Erdem et al.,

2017; Shaheen et al., 2016).



Positive Psychological Capital (PsyCap: HERO)

PsyCap has been empirically substantiated over twenty years since itsatitnwck
plethora of research demonstrates that it is measurable across industry, culture, individuals,
groups, and group levels (Agarwal, 2019; Agarwal, 2019b; Agarwal & Avey, 2020; Avey et al.,
2011; Burhanuddin et al., 2019; Cavus, 2014; Gorgghesmars & Herbert, 2013; Grobler &

Joubert, 2018; Khandelwal & Khanum, 2017; Lorenz et al., 2016; Nolzen, 2018). PsyCap is an
overarchingmental state marked by positivity. It is characteristic of thinking and responding to
circumstances with overall positivededt and innovative behavior. It is a higher order construct,
with subfactors ohope,self-efficacy, resilienceand optimisn{Avey et al., 2011; Burhanuddin

et al., 2019; Cavus, 2014; Khandelwal & Khanum, 2017; Lorenz et al., 2016; Nolzen, 2018).
Yet, for all the validation of its subfactors, PsyCap has been critiqued for weak psychometric
quality.

PsyCap as a higher order constructThe subject of critique is ostly focused on the
construct validity and convergent validity of PsyCap as a higher ordstragon To arrive at an
individual PsyCap score, the total scores from the subfactors of hopeffisaify, resilience,
and optimism are summed. Dawkins et al. (2013) notes studies containing regression analyses
showing that adding PsyCap as a covatiaiés subfactors produced no significant results in
explaining job performance, whereas adding subfactors after PsyCap explained an additional 9%
of attributable variance in job performance. Further, Dawkins et al. states that because the higher
order comstruct is summed, its subfactors should be included in analyses because two individuals
may score the same PsyCap value but the compositions of their scores on subfactors may
represent very different predictive models considering the dependent varialite rafationship

to the predictive subfactors of hope, seficacy, resilience, and optimism. Grobler and Joubert



(2018) investigated the psychometric quality of PsyCap as a higher order construct, and in their
results, combined hope and optimism inte tactor.

Hope and optimism.Both hope and optimism are positive ways of thinking about the
present state and the future (Dawkins et al., 2013; Grobler & Joubert, 2018). Hope is ability to
exercise forethought, recognizing possible obstructions to sumegsonstructing means to
overcome them (Avey et al., 2011; Burhanuddin et al., 2019; Cavus, 2014; Khandelwal &
Khanum, 2017; Lorenz et al., 2016; Nolzen, 2018). Optimism is an overall positive expectation,
persistently envisioning ultimately beneficialtoomes (Avey et al., 2011; Burhanuddin et al.,
2019; Cavus, 2014; Khandelwal & Khanum, 2017; Lorenz et al., 2016; Nolzen, 2018).

Self-efficacy.Selfe f f i cacy i s confidence in oneds abi
outcome (Avey et al., 2011; Burhanudéinal., 2019; Cavus, 2014; Khandelwal & Khanum,

2017; Lorenz et al., 2016; Nolzen, 2018).

Resilience Resilience is capacity to recoil from adversity and detriments, ascending to
new mastery which overshadows previous competency (&valy, 2011; Burhanuddin et al.,
2019; Cavus, 2014; Khandelwal & Khanum, 2017; Lorenz et al., 2016; Nolzen, 2018).

PsyCap outcomesPsyCap is associated with positive outcomes such as employee well
being, summative personal wélking, and life satisféion (Avey et al., 2010; Cilliers &

Flotman, 2016; Cimen & Ozgan, 2018; Imran & Shahnawaz, 2020; Kanengoni et al., 2018; Kim
et al., 2019; Rodriques & Pieters, 2019; Santisi et al., 2020; Selvaraj & Bhat, 2018; Ukeh &
Hassan, 201 8; Y 0 u s 2085). Futhen, rgsdienas Sorrdlated Vvianth seweral
dimensions of welbeing, even in childhood (Chen et al., 2019). PsyCap inhibits stress,
promotes positive social behaviors, and combats employee turnover (Aderibigbe & Mjoli, 2018;

Baron et al., 2016Celik, 2018; Gupta et al., 2017; Kim et al., 2019; L-&amez et al., 2016; Pu



et al., 2017, Tian et al ., 2020; V' rgt et al
Agarwal, 2019b; Agarwal & Avey, 2020; Chen et al., 2017; Rebelo et al.)204$Cap is
indicative of performance in both workplace and academic environments (Avey et al., 2011;
CarmonaHal ty et al ., 2019; Carter & Youssef Morg
appreciable evidence showing PsyCap operates as a mediateebenultiple independent
variables and their corresponding dependents.
PsyCap as Mediator

PsyCap is increasingly studied in academic environments and there is initial evidence that
PsyCap mediates Grit (Luthans et al., 2019). Grit is thought to be raitiige, such mediation
may indicate that PsyCap can aid to amplify positive personality traits and inhibit negative ones.
The Big Five personality traittremediated by PsyCap in relation to their influence on burnout,
all Big 5 traitsmediateexceptfor neuroticism (GOKCEN, 2018). PsyCap mediates between
students6é positive emoti ons aHualdyettalh 2009). ac ade mi
Further, academic institutions indicative of high desire for Academic Press (being known for
scholarly prowessgre environments also indicative of increased student pressure. In the case of
resiiencePsy Cap has fully medi ated between student
(Fati et al., 2019). PsyCap mediates between supervisory support and PhD &tudentsg a g e me n t
(Ahmed et al ., 2017). PsyCap also is benefici
academic burnout (Zhang et al., 2021). PsyCap shows itself a mediator in workplace constructs
also.

PsyCap mediates between the workimark interfae (Farhan et al., 2021; Mishra et al.,
2019). PsyCap was shown to mediate between leadership and dependent variables of perceived

organizational support, job performance, voice behavior, job insecurityp@Bd(Baig et al.,



2021; Baykal & Zehir, 2018; @hiyan & Hystad, 2016; Qian et al., 2020; Wang et al., 2018).
Voice behavior and organizational citizenship behaviors are often acts of courage which may
indicate that courage is an antecedent to PsyCap. One study showed that the cognitive processes
which act as precursors to quality sleep in seafarers wersigaricant until PsyCap mediated
between them (Sabot et al., 2020).

PsyCap is developable and slow to degrade, unlike ingrained personality traits and the
volatility of emotions, it demonstrates pteeity; also evidenced in interventions (Choi & Lee,
2014). For its benefits, discovery of PsyCap antecedents has been less researched, yet PsyCap
interventions (PCIs) have provided strong evidence that antecedents exist and that they can be
manipulatedn an orderly manner to develop PsyCap in individuals. The next section addresses
workplace social courage, PsyCap, and biblical worldview.

Problem Statement

Courageous behaviors serve to resolve dissonance-coselépt and situations that are
non-congruent with identity (Luthans et al., 2015). Like PsyCap, courage is thought to be
malleable (statdéike; Luthans et al., 2015). Where persons resolve identity dissonance by
exercising courageous behavior it provides for future courage solidifyinggausmte between
self and groupidentity, whereas when persons fail to act courageously it results in depreciated
courage and the future likelihood of diminished courageous behavior (Luthans et al., 2015).
Therefore, courage, in large extent is identitykMgoerner, 2014). As well, there is noticeable
reference in PsyCap resear ch t bredicksen0l8)c k sonoés
which emphasizes positive cognition and resultant behavior as a connected series and cycle of
reinforcing feedbackolops (cognitioractionfeedback); these feedback loops build additional

positive affect and positive cognitidrehavior strength. Certainly, courage involves confidence



to act. PsyCap and courage have the component of confidence in common. The comsonalitie
between courage and PsyCap are strong, showing a good fit in that courage ibakedry
statelike, measurable, agentic, and involves positive appraisals (Luthans et al., 2015). Courage,
however, does seem to possess increased emotional activatiparedrto PsyCap. Foremost,
the strongest commonality between courage and PsyCap is here believed to be that both are acts
of cognitive appraisal. Luthans and YssatMorgan (2017) clearly describe a dimension of
PsyCap as an act of positive cognitive agaldeading to the willingness to pursue desired
outcomes. Mohanty and Kolhe (2016) summed up PsyCap as positive appraisal incorporating
resultant motivatonrRat e (2010) included Acognitive proce
perceived danger and rislssessment, and the ability to envision solutions to challenges (p. 55).
The latter is distinctly like the PsyCap subfactor of hope and optimism, envisioning ways to
circumvent possible threats to reach the envisioned positive outcome and making a positive
assessment of the present statebs potenti al
has indicated that courage may act both as a fifth PsyCap subfactor and as a PsyCap antecedent
depending on constructs and circumstance (Bockorny, 2@idkoBny & YousséMorgan,
2019).This relationship between courage and PsyCap isarmopletelyunderstood.

Considering workplacsocialcourage, Luthans et al. (2015) noted that whistleblowing is
the most salient form of workplace courage in research literature. In fact, whistleblowing is a
form of WSC. WSCrequires going against the group when the momentum of the situation with
its cultural, social, and power differential facets hold strong influence over most individuals in
the impacted group. Mert et al. (2021) found that organizational justice potently imp&s@d

WSC positively influenced life satisfaction and happiness, WBC medating between



organizational justice and life satisfaction and happiness. Considering past research, this study
addresses three research gaps.

The first gap is the scant empirical research on courage by\WSaps the domain
specific focal point. Seconthis study answers the call to pursue discovery of PsyCap
antecedents and a procdémsed understanding of PsyCap development, justified by continuing
success of PCls. The study examiwéSCas an act of cognitive appraisal involving perceived
benefits ad perceived risks related to engaging in behavioral workplace social cOBIGE).
Last, this study contributes to the youthful but valuable research established thus far in the
examination of the relationship between courage and PsyCap by testisy@apPmediation
between courageous cognitive appraisalsBAWEC.

Purpose of the Study

The purpose of this quantitative research design usirltiple linear regression analysis
and mediation analysis is to examWSC asan act of cognitive appraisal preting socially
courageous behavior in the workplace mediated by PsyCap.

Research Question(sand Hypotheses

The following areapplicableresearch questions.

Research Questions

RQ1: Do perceivetlVSCbenefits predict behavior8WSC?

RQ2: Do perceivedlVSCrisks predicBWSC?

RQ3: Do perceivedlVSCbenefits predict PsyCap?

RQ4: Do perceivedlVSCrisks predict PsyCap?

RQ5: Does PsyCap prediBWWSC?

RQ6: Does PsyCap mediate between percaV&e benefits anBWSC?
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RQ7: Does PsyCap mediate between perceiV&d risks andBWSC?
RQ8: Is PsyCap best predicted by measupexgeivedNSC benefits and perceived
WSCrisks as covariates?
RQ9: Is the PsyCap subfactor of hope and optimism primarily responsible for mediating
betweenWSCbenefits andWSC?
RQ10: Is the PsyCap subfactor of sefficacy primarily responsible for mediating
betweenWSCrisks andBWSC?
Hypotheses
Hypothesis 1HigherperceivedNSCbenefits predict highedBWSC.
Hypothesis 2HigherperceivedNSCrisks predict loweBWSC.
Hypothesis 3HigherperceivedNSCbenefits predict higher PsyCap.
Hypothesis 4: HigheperceivedNSCrisks predict lower PsyCap.
Hypothesis 5: Higher PsyCap predicts higB&vVSC.
Hypothesis 6: PsyCap partially mediates betwssmoeivedWSC benefits andBWSC.
Hypothesis 7PsyCap fully mediatesetween perceived/SCrisksandBWSC.
Hypothesis 8Perceived Workplace Social Courdmmefitsand perceived Workplace
Social Courageisks, as covariates, best predict PsyCap
Hypothesis 9The PsyCap subfactor bbpe & optimism is the premiere mediator
between perceived/SC benefits anBWSC.
Hypothesis 10The PsyCap subfactor eélf-efficacyis the premiere mediator between
perceivedNSCrisksandBWSC.
Assumptionsand Limitations of the Study

This studyoperate®n specificassumptionsasprevalentn all studiesit haslimitations.
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Assumptions

This studyassumeshatsurveymethodis a valid methodologyto asses$atentconstructs.
FurthermoreA ma z dTdrlsis viewedasa sufficiently largeandheterogeneuspopulationto
justify generalizabilityacrossiversebusinessndustries genderandcultures. MTurk is
assumedo bea strongercollectiontool to reassurehe confidentialityof participantgo procure
honestresponseasparticipationin researchs oneof its mainpurposesDespitebeingcross
sectionalthe useof orderedscaleds thoughtto be at leastsubstantialn inferring causality not
to bemisconstruedvith theweightgivenexperimentatleduction.This studyhaslimitations.
Limitations

Theforemostliimitations of this studymaybe socialdesirabilityandthreatto self
conceptWhile it is positiveto posses®syCapit is likely thatthelay populationhastruly little
knowledgeasto whatPsyCaps andwhy it is beneficial.In contrastcourages a ubiquitous
global andesteemedonstruct Oddsarethatonedoesnot desireto beidentified with
cowardice Viewing oneselfaslesscourageousnaythreaterself-concepin additionto self
esteemlowering coreself-evaluation.Third, the datasamplées crosssectional theresearch
designitself doesnot guaranteeausality only inference With crosssectionalsampls, there
may existotherinfluential factorswhich only revealthemselvesongitudinaly.

Theoretical Foundations of the Study

Havingaddressedssumptionandlimitations of this study,discussiorof its theoretical
foundationdollows. Many PsyCaypstudiesarerootedin Conservatiorof Resource3heory,
BroademandBuild Theory, andSocialExchangelrheory However to datetherearefewer
studieswhich approachcourageandPsyCapasactsof cognitiveappraisalThis studyis rooted

in the conceptf courageandPsyCapes actsof cognitiveappraisalvhich eitherdecreaser
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increasevolition. Undoubtedly Conservatiorof Resource3 heoryandBroadenandBuild
Theoryarehighly applicableto courageandPsyCap Still, evidencehatpersonsattemptto
procureandretainresources andthatpositiveemotiondeadto additionalpositivity andaction
do notfully explainthe mentalmechanicsn formulating,sustainingandregulatingcourageand
PsyCapAffective EventsTheory, Cognitive AppraisalTheory,andmainstaymotivationtheories
aresuitablefor thesementalmechanics.
Affective Events Theory and Cognitive Appraisal Theory

Affective EventsTheory(AET) stateghatpersonsareinfluencedemotionallythrough
eventghatin themselvesnducepositiveor negativevalence considereventsthatare
celebratoryor memorialin nature(Ohly & Schmitt 2015;2013). Emotiorally chargedevents
canpotentlyinfluencebehavior(Wijewardenaetal., 2017). Cognitiveassessmentggarding
eventscandeterminevhethersomeonexperiencesegativeor positiveemotionsn relationto
theassesserheaningandvalueof overallcontext thisis Cognitive AppraisalTheory(CAT;
Kiffin -Peterseretal., 2012).In tandemthesetheoriesllustratetheinteractionbetweerframing
asituationandtheresultantemotionalpriming for subsequerttehavior a cycle between
environmentresponseadditionalframing, priming, andresponsivédehaviorcompletingan
ongoingloop. AET andCAT arenotfar removedirom mainstaymotivationtheories Motivation
theoriesaddthe componenbf aresultinginnerdrive basedon framingandpriming. Thatdrive
(motivation)beinga compositeof latentfactorsandindicaion of potentialbehaviorawayor
towardanenvisionedutcome Thereis convincingempiricalvalidationof thesefunctional
cognitiveprocessesf framingandpriming (Alamri etal., 2019;Brandstatteetal., 2019;
Chopra,2019;Datuetal.,2018;Denovaretal., 2019;2020Donaldet al., 2020;2019Easse\et

al.,2019;Flakeetal., 2015; Galvinetal.,2018;Gul & Shehzad2012;Kinnafick etal., 2014;
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Koo & Fishbach2008;Kooleetal.,2019;Lloyd & Mertens,2018;Locke & Latham,2002;
Moorsé& Fischer,2018;2019Stolarskietal., 2020;Stroughetal., 2016;Sull & Sull, 2018;
Sytineetal., 2019;White & Jha,2018;Yang,2019;2020).

Mainstay Motivation Theories

In this section core motivation theories are discussed and then unified, argurtinent is,
modalities are inextricably related and therefoxéte an inclusive future. This list is exclusive
of some motivation theories, still it is sufficiently substantive to convince the reader that
unification is both conceivable and attainable. Fawe ¢heories are discussed: Expectancy
Goal Setting, Future Time Perspectivyeand Self Determinatieiheory. After sharing some of
the intricacies in each motivation theory, they are simplified via an inferred and straightforward
explanative process.

Expectancy Theory Expectancy Theory possesses three core constructs: expectancy,
instrumentality, and valence. The mathematical notation for the relationship among these three is
noted as fAMotivation = Expectancyns®018 p.str umen
25) . Expectancy is oneds strength of expectat
(Lloyd & Mertens, 2018 Instrumentality is less platonic compared to expectancy, where
expectancy is belief that types of effort will produce the result, instrumentality is the personal
belief that one 6dfortpyperwsl prodack theeréshiltdoydt& Merfers,t h a t
2018. Valence is the perceived value of the result; it is how the person feels in relation to it (i.e.,
something one approaches or avoldeyd & Mertens, 2018 Expectancy Theory was the first
motivation theory to assign emphasis to cognitive pseesf motivation (Lunenburg, 2011).

Findings. Where persons cognitively assess and assign a positive valpesitide

affect with an outcome, and the tasks required to achieve it, they are more motivated (Alamri et
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al., 2019; Steel, 2007). When exertigffprt toward a task, the satisfaction in completing the task
impacts the person; both the difficulty of the task and the satisfaction of doing and completing
the task create a feedback loop which dynamically interacts with expectancy, instrumentality,

ard valence (Chopra, 2019). Persons evaluate effort and likelihood of achieving an outcome as a
matter of gain and loss (cost); this is what one must give up and what one will gain, where the
summed result favors a perceived gain, motivation is higher (Etadde 2015). In total,

Expectancy Theory states that one must believe an outcome is possible as correlated to specific
efforts, that one is capable of personally performing or contributing to those efforts, and one
must feel good about the outcome atsdorerequisite tasks, the last being an assessed value. The
relationship to oneds assessment and feeling
the outcome is achieved (Assarroudi et al., 2017; Matusovich et al., 2010).

Goal Setting Theory Goal Setting Theory focuses on the effect that goals have on
behavior. The way that one thinks about the goal/s possesses several key components. In their
review of 35 yearsd research Locke and Lat ham
directad behaviors. Goals inspire excitement (affecicke & Latham 2002. Perceived
difficulty of goals influence effort intensity and duration, especially where goals arétiomsl
(Locke & Latham, 200R Assigned importance, confidence pertaining to gdailezement,
satisfaction in pursuit, and progress feedback modulate effort and persitigcice & Latham,

2002. Like Expectancy Theory, Goal Setting Theory emphasizes the cognitive process of
assessment and assigned value.

Findings. Sull and Sull (20183tated that where goals are FAST (frequently discussed,
ambitious, strategic, and transparent) they are more often achieved. Attention is given to

frequently discussing goals and to making them transparent, visible to others as a mechanism
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whichholdsgoad sal i ent for effort. The way a person
coupled with a corresponding affect, positive or negative, sways the effort and commitment to
the goal (Brandstéatter et al., 2019). Interestingly, the closer one is to achlevimgtcomethe
more regulated the effort based on the attractiveness (approach mindset) or undesirability
(avoidance mindset) assigned to the gBah(dstatter et al., 201.9n their qualitative study of
Grit and longterm goal acquisition, Datu et 42018) found three themes inherent to success,
they are focus, continuous effort, and adaptation to change. In relationship to adaptation, students
who were intrinsically driven, mastebased, versus performanribased (extrinsically driven,
e.g.,by pea-comparison) performed better academically (Gul, & Shehzad, 2012; Van Yperen &
Leander, 2014). Assessments of progress, what has been accomplished toward a goal and what
has yet to be done impact motivation and valence (Koo & Fishbach, 2008). Thisol&adisre
Time Perspective Theory.

Future Time Perspective Theory Persons perceive time differently. For some, their
focus is on the present with less interest in {@rgh behavioiloutcome projections, while others
view several years minimally and presbahavior as increasingly paramount for acquiring
targeted outcomes (Simons et al., 2004). Future Time Perspective (FTP) is not a theory of actual
ti me but the personébés interpretive perception
interpretatbns, and resultant impacts to motivati@ingons et al., 2004As with Expectancy
and Goal Settind heory, value and valence is placed against the imagined outcome and
moderated by onebés interpretive timedframewor
gratification and instant gratification, the ability to sedfulate distance perceptions marked by
time which represent behavicgward cycles (Simons et al., 2004). Focus is placed on the type

of motivation that is involved in FTP, intrinsic versuser i nsi ¢, for exampl e,
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have too versus Al do this because Smons&int t o,
al., 2004 pp. 128129).

Findings. In a study of higkperformance work systems, FTP and PsyCap exhibited a
positvec or r el ati on along with a dyadic moderati on
efficacy, resilience, and optimism coupled with their perspective of time and outcomes appear
intertwined. Abubakar et al. (2019) diagram this interaction, noting R Tifeir study as having
feelingb ased di mension, resultant of valenced per
Denovan et al. (2019;2020;) <cite Fredricksono
plays with positive emotions fosteg executive cognition for dynamic decision making and skill
acquisition instilling a positive growtbxecution cycle, where the person increases their
perspective and skillset affordjever increasing advantage and opportunity (BroadefFBuild
Theory). Indeed, quality FTP increases positive affect which in turn generates executive
functioning for more strategi@nd pliableefforts invested in outcomes (Denovan et al.,
2019;2020).0Ones t i me perspective is a complex matri:>
biological mixes and a predictor of wdleing and successful outcomes (Stolarski et al., 2020).

As with Expectancyand Goal Settind heory, FTP echoes an interplay of constructedhtak
perspectives and affect. The fourth major motivatased theory in thisectionis Self
Determination Theory.

Self Determination Theory. The three core constructs in Self Determination Theory
(SDT) are based on what researchers believe to be tueddtional welbeing needs in every
person, those of autonomy, competency, and social connection @a@idle2019). The
fundamental underpinning philosophy of SDT is a belief pleasonglesire to grow and to

become more than they perceive themsetvdxe at present until they have touched the limit of
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their potential Kooleetal, 2019 . Aut onomy is the need to have
in acknowledgement of a sentient and independent psyche, it is both perceived and actual in
scope, meang it is a factor of environmental realities and the way one responds to those
realities. Competency is a mastery need. Competency needs are marked by a need to do what one
does well, with skill and confidence. A need for social connection is what Selfriiaation
theorists term relatedness. The idea that every person, even those with extreme preference for
introversion, desire and need to have social affiliation and care to benefit from social
contribution/feedback and social identity. Koole (2019) suthogethe intent and theme of SDT
as the making of choices which cater to intrinsic motivation rather than extrinsic motivation if
one desires increased wbking and promotion of future potential.

Findings. Traditionally, SDT autonomy has been thougha®the ability to make
deci sions and di r e cBasseyrtal6(3019% dhawedstreat patients faairgd i t | o
severe asthma needed not only the autonomy dimension of denialdng, but also autonomy
was a preservation of satbncept. When engang difficult activity, such as a steep growth
curve from physical inactivity to a physically active 18ty/le, strides in competency fostered
positive feedback loops which promoted smifhicept; participants in a walking regimen who
relapsed and reboued, along with those who adhered throughout the walking regimen study,
both expressed their boost in confidence in competency gains and environments marked by
acceptance representative of promotion of autonomy within their groups (Kinaa&itk2014).
Results show the impact of cognitieffort-evaluation cycles. SDT constructs appear culturally
robust while, as to be expected, relatedness is a more prevalent and favored need among
collectivistic cultures (White & Jha, 2018). Akin with Expectan¢yoalSetting, and Future

Time Perspectiv@heory, SDT also shares the content of schematic cognition and affect marked
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by feedback loops. What can be ascertained from this common coghitioght pattern
inherent in all four of these mainstay motivation tiesas well as AET and CAT
PsyCapasP e r s p e Wldtivatoe Eheory Unification

It is clear from this brief review of these fundamental motivation theories that each, while
possessing unique construct labels, all share a cohesive pattern. Theyeaodubeof the study
of schematic cognition, resulting affect, and the interaction of these two with resulting effort and
subsequent environmental feedback. If one doubts the validity of the kinship between
Expectancy, Goal Setting Future Time Perspeut-, and Self Determinatieifheory there are
other theories not reviewed here, but potently applicable, such as Mindfulness Theory.
Mi ndfulness is the act of metacognition, thin
of present thought streanand their affective results (Donald et al., 2@229. Donald et al.
(2019;2020) in their metanalytic study noted the complexities of metacognitive motivational
factors, visavis extrinsic and intrinsic interactions which produce or inhibit qualiyptal welt
being (PsyCap). In line with calls for reporting effect sizesre®ourage by Cohen (19%by
more confident applications of researBlonald et al. (2R0;2019) reported an effect size of
mindfulness intervention across 89 studies (N = 25,8f6yvingd = .47 (.10) 95% CI =[.28,
67], with motivational results. Further, mindfulness application showed effeal siz64 (.11)
95% CI = [.33, .76] pertaining to intrinsic motivation (Donald et al., 22@09. These four
motivationbased theoriesna their findings included in this article with mindfulness findings are
a salient i ndtiawasehess, schematid cogoitioespand affeetldédmonstrate
themselves in output effort (behavior) causing tangible results. No behaviorists and few
cognitive theorists ought to argue that behavior and its environmental results are immeasurable.

Donal d et al . (2018; 2019) emphasize, theirso
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phenomenonie., what it is), rather how it works (process) so peagn behave the evidence
based process having already substantiated construct Falugthorough but no-exhaustive
visual of motivation theorand PsyCapgommonalities please see Figure.

PsyCapasPerspectiveMaking . A key purpose in the theoretical foundation here is that
research strongly suggests that at the d&@sgCap ighe product of cognitive processhich
inducesperspectiven a respective domain such as the workplace or academic pEuitcore
motivaion theories have been described and their primary findings extrapolated. Their
commonalities were illuminated: schematic cognition, affect, and their dyadic interaction with
effort (behavior). Note that simply anchoring Psy@agan act of grspectivenaking usingthe
well evidenced PsyCap research accomplished to date creates a footholdxistumng validity
against which to perform research, it provides an error correcting mechanism. The same can be
said of the established motivation theories mentianehisstudy. In other words, both
gualitative and quantitative PsyCapd couragstudes which investigatthese twaconstructs
as proceskased ats of cognitiveappraisalframing and priming) for @rspectivewill show
themselves valuahle

Certainly, there is difficulty in bridging constructs from separate theories, no matter how
similar. However, it is not impossible as noted by Bauer and Hussong (2009). A read through the
research literature makes visible the common ecdgasions and these of similar terms
between motivatiofbased theories. These are indications that universal processes are at play
across theories and therefore in heterogenous populations as well. What then wouldaRdyCap
courageas acts of pspectivemaking contan that the other theory constructs do not already

possess?
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The interest here is in an increasingly prodessed construct. Meaning, the outcomes
and measurability of PsyCap as related to manipulating Ps3<ggospectivenakingis an
initial search forcognitiveappraisabs an antecedent, but more, how tothgenaturalprocess
consciouslyfor formation,sustainmentandregulationof PsyCap. As mentioned, the discovery
need not be a tabula rasa inception. As the research demonstrates, the ac@fainanpiriming
are native to performance outcomes; the motivation based on cognitive schemas (value in
perceived outcome) and the way one is valenced in those cognitive schemaggregate
positive feeling) determine effort (Carmaohialty et al., 201B). Therefore, PsyCap is the
resultantact of framing and priming, intentionally and strategically terraforming perspective and
thereby regulating resultant affect (emotion). This interplay between perspective and affect,
based on current research, demi@iss that emotion is a regulator of effort (behavior), and it
acts as a dyadic feedback loop impacting future effort and framing (Strough et al., 2016). This is
what it means to depigerspectivenakingas a procesbasedantecedernto PsyCap

Up to ths pointresearcherbave established plenty of what motivation is, and how they
have witnessed it working, but scant attention has been given to intense operationalization of
methods by which taffect how one masters these motivational variables for dpighity, potent
output (effort). Present studies, some longitudinal, stop short of the intricate and dynamic process
that framing and priming play in geatquisition, a tapestry explicitly noted by Moors and
Fischer (2018;2019). For certain, Expectan@poal Setting, Future Time Perspectivand Self
DeterminatiorTheory show framing and priming as ingrained human mechanisms; in addition,
there are other convergent and valid theories, specifically Locus of GartcbPower Distanee
Theory (also housinffaming and priming effects; Galvin et al., 2018; Ya2@19;2020) Seeing

PsyCap asesultantof perspective makings a justifiableapproacltcapable of unifying
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motivationtheory constructs into a more pragmatic and utilitarian utilization. Ps\Cap
empirically vetted construct associated with performance outcorhesommonality between
motivation theoriesonsidering?syCapasresult ofperspective makin(framing and priming)
could serve amethod taest andunify motivation theoryOnecan testigainst valid measures of
PsyCapwhile rooted in motivation constructs/processes
PsyCap Perspective as AppliecConstruct (Pragmatic Methodology)

The hope of thistudy is topresent evidence for perspective makimgardan agnostic
and pragmatic methodology universally suited for use across diverse people bragpseance
with Luthansoé ( 2-fegp@npe tcsandcdotalpdarférmance tteratureCBRess
perspective makings to be operationalized for realorld outcomes. The benefit of anecdotes is
their versatility while their disadvantage is their lack of specificity and validity. In kind, PsyCap
perspectivanakingneeds to be generic enoughettcapsulate variables such as individual
nuances, a spread of industries, and cultural variety. A pragmatic method is concerned with the
how (process). It is aware of constant variables such as value (extrinsic/intrinsic motivation),
instrumentality, goaspecificity, time perspective, and extrinsic promoting/prohibiting
environmental factors. This will allow the individual to make use of universal thdnadtatvior
mechanisms (i.e., framiagriming-effort-feedback). In parallel, the methodology must be
spedfic and measurable in these universal variables thesubfactors of PsyCap. On the other
hand, PsyCaperspectivanakingmust not lose itself in the granularity of objects that are part of
its variables such as the particulars of a culture, industry, aneémraronment debates. Picture a
mechanical engineer who aids the golfer with their golf swing. The engineer carsérany
sport because the physical laws of motion apply everywhere. In contrast, the golf pro instructor

is limited to the golf domain. In essence, Psy@agspectivenaking s a practical way of
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consciously choosing how one is framed, influencing howiopemed, and putting forth

strategic effort based on positive affect and ghiadcted behaviors that provide for a cyclic
momentum of increasing optimistic valence and confidence built by skill; and this without being
tethered too closely to the life#ents and circumstances of the individual because framing,
priming, and effort are universal cognitive activities used by humans. A description of this
evidencebased research compositénsludedhere.

Gatheringfrom socialpsychologyandcognitivepsydologywith motivationtheoryasa
backdropthe practicalanddynamicflow of PsyCapperspectivanakingprocesss easilymapped
for studyandvalidation.Framingis theactof comparativehinking regardinga topic or goal,as
asystemwith all its benefts andcosts.As highlighted,thevalueof a desiredoutcomeandthe
effort (sacrificein time andotherperceivedost opportunity;Perceivedv/aluei PerceivecEffort
= + PsyCapPerspectivelletermineshe valence(x aggregatemotion)correlatedwith the
outcome.The presensummativeemotion,ashasbeenshown,is like anenergyor fuel which
impactsperformancdeffort * time * direction).In turn, theresultsof effort providea feedback
loop againstwhich the performemodifiesframingresultingin priming andthe decisionto
decreaseanaintain,or intensify effort. Like mostlatentphenomenonpnecanapproactanyone
of thesewith intelligenceandeffort to facilitate a rising positivemomentumastheyarein
dyadicandcyclic relationship(seeFigure B1).

A pragmatianethodologywill teachpersonshow to mastePsyCapperspectiveo wield
psychologicalkapital. They canperformongoingsel-micro-interventionsThis will entalil
masteryovervaluealignmentsuchasextrinsic/intrinsicmotivation,personality andbelief
systemsilt alsoinvolvesattainingproceduraknowledgewhich requireshe actof manipulating

PsyCapasindividual perspectivemaking This processhasedapproactollows PClsuccessvith
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anindividually applicableanduniversallyusefulpsychologicatool establishedn evidence,
ratherthanfads,andintertwinedwith PsyCapjessgloriousandemotionallystimulatingthan
presenself-helpbestsellersbut far moreimpactfulandsustainableHaving established
theoreticafoundaton for this studya foundationfor its biblical studyis presentedWhatis a
biblical perspectiveof courageandPsyCap?
Biblical Perspectiveon Courageand PsyCap

TheBible possessesubstantialnstance®f courage Theword courages usedearlyin
the Old Testamenin Joshua&:11,WWhenwe heardthesereports,our heartsmeltedandno
courageemainedn anyoneanylongerbecausef you; for the LORD your God,Heis Godin
heaveraboveandonearthb e | ¢NewAmericanStandardible, 1971/2020)This was
R a h aeblpfasatiorto the Israelitespies,describingtheimpactof pastnewsregardingthe acts
of Godon behalfof the Israelitesanoveralllossof couragelLike thetheaeticalresearch
foundationreviewed the Bible demonstratethatcourages developableanda stateto be
intentionallymanifestedin describingthe endof the daysbeforeHis return,Jesussaid,i T h e s e
thingsl havespokento you sothatin Me you mayhavepeaceln theworld you havetribulation,
buttakecouragej haveovercometheworldd (New AmericanStandardible, 1971/2020,John
16:33. Therearesufficientverseghatincludethiswording,fi t ackoeu r 8apedan abiblical
worldview, it is becaus®f the Fall of humankindthatcourages a prerequisitdo overcomimg
challengeandespeciallychallengesequiringmoralfortitude. It waswith the Fall thatfearful
tendency andrisk perceptionvereintroducedo the humanpsyche Adamrespondedo Godin
thegardenof Edenafterhavingpartalenfrom theforbiddentree,i heardthe soundof Youin

thegardenandl wasafraidbecausé wasnaked;sol hidmy s eMefv AmericanStandard
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Bible, 1971/2020Genesis3:10). Paraphrasdil amnow self-consciousatrisk, in feare |
wrestlewith confidenceands h a nie ib speakdo couragetheBible speals alsoto PsyCap

Goodexampleof PsyCaparefoundin GenesisandPhilippians Thereareothersthese
two arehighlighted At therejectionof his offering, Genesigt:5 describesCain asangry,his
facial expressioras downcastGodtells him thatif hewill dowhatis right his mentalstatewill
shift to oneof positivity. Simply, if Cainwereto behaven theway Godrequired hewould
initiate a positivePsyCagbehaviorcycle. The aposte Paulstated fiFinally, brothersandsisters,
whatevers true,whatevelis honorablewhateveris right, whateveris pure,whateveliis lovely,
whateveris commendabléf thereis any excellenceandif anythingworthy of praise think
aboutthesething (New AmericanStandardible, 1971/2020Philippians4:8). Paraphrasdil
your cognitionswith encouragindacts(truth), with commendablé&ehaviorsthingsworthwhile
andwithout shamegevelopthinking thatis godly, dignified, optimistic,andfull of hope.

This theoreticafoundationsectionhasservedo encouragehe unification of motivation
theoryanda processhasedpursuitof perspectivanaking(PsyCapperspeadte). As Luthanset
al. (200h) describePsyCapasafi mo t i v @dpensityioaa¢complishtasksandg o a, thes 0
theoreticafoundationherecontributeto andwarrantstheuseof strongiit heor et i c al
commonalities inherentin motivationtheorieshatapgy to cognitiveappraisalsgcourageand
PsyCap(p. 548). Thesecommonalitiecanbeintegratedrom motivationtheoriesfor a
pragmaticapproacho formulating,sustainingandregulatingPsyCapln essencepo use
motivationtheoryto studythe bestmethoddor increasing?syCapuniversally.Two examples
from the Bible, oneOld TestamenandoneNew Testamenhavebeenillustratedfrom among

manyothersthatdemonstrateourageandPsyCapwerepresengdfrom a biblical perspective.
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This studybeginshumbly andacutelyby attemptingto createa syntheticcognitiveappraisalone
which demonstrateits impacton courageandPsyCapNow follows a definition of terms.
Definition of Terms
Thetermsusedin this studyarecognitiveappraisalPsyCapHERO subfactorshope,
self-efficacy, resilience andoptimism), andcourage The broadnatureof courages confinedto
WorkplaceSocialCouraggWSC). Thefollowing is alist of thesetermsandtheir definitionsas
usedin this study.
Cognitive Appraisal i Cognitive Appraisalis definedasthe mentalframing of domainspecific
perceivedbenefitsand perceivedisks wherebytheresultantframing primestheindividual
affectivelyandphysiologically(Howardetal., 2019.
Workplace SocialCouragei WSCis definedasperceivedeneficialworkplacebehavior
which mayresultin adecreaser ultimatelossin oneor moreof thefollowing: frequencyand
positivity in socialexchanges o n endrkplace,oned groupidentity,o n en@aterialresources
(Howardetal., 2017).
PsyCapi PsyCapgs definedasahigherorderconstructhatis,
A ainn d i v poditivepbybéhslogicabktateof developmenthatis characterized
by: (1) havingconfidenceseli-efficacy)to takeon andputin the necessargffort
to succeedt challengingtasks;(2) makinga positiveattribution(optimism)about
succeedingnow andin thefuture; (3) perseveringowardgoalsand,when
necessaryredirectingpathsto goals(hope)in orderto succeedand(4) when

besetby problemsandadversity,sustainingandbouncingbackandeven
beyond(resiliency)to attainsuccess (Luthansetal., 2007,p. 3)

Significanceof the Study
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This study contributet existingresearch literaturand scienceractitionersn
significant ways
Research

Howard and Holmes (2020) noted that there is scant research regarding mediators
between social courage and its outcolfitmvard & Holmes, 2020ylert et al, 2021) This
studycontributes to this neday examining the role of PsyCap in social courage and behavioral
outcomesFurthermorethis study adds to the search to tease apart the nuartbes
relationship betweeocourage and PsyCapetert and Bruno (2017), in describitig possible
antecedents of courage, cite multiple instances in literature where hope, resilience, positivity, and
foremost, efficacy are key themas they are in PsyCatne needto study courage and PsyCap
wasnoted by Luthans et al. (201&)d thus fapursued by Bockorny (2015) and Bockorny and
YoussefMorgan (2019)In answer tAvey (2014) calling for the discovery of PsyCap
antecedentghis study examinegke process of developing PsyCap through the lens of cognitive
appraisalooted inmotivationtheory. Just as there wasatable absence in research literature
regarding PsyCap antecedethtsre is now an obviowsall to PsyCap as a product of cognitive
appraisalperspective makinggnd resultant motivatiowrought in behavioral outcomé¢Aavey,
2014 Burns et al., 201%redrickson & Joiner, 2018/eyers & van Woerkom, 201 Prem et
al., 2017;Srivastava & Maurya, 201 The & NguyenThuy, 2020. In sum, this study
contributego the investigation ofherelaionship betweerognitive appraisal (framing,
primingé per s jV8EandPgy€apirhe kndimggih this studgrovide

practitioners applicable valu€onfident in the results of PCls, this stumhntributes to practice



27

by encouraging research that examines the process (cognitive appraisal) wbarabg and
PsyCaparedeveloped.
Practice

This studysuggestshat practitioners cadevelop andrain effectiveprocesses of
cognitive appraisal f r a mi n g , pergpectiermakling) @ractitioners can pay close
attention to thghysiological and affective components of cognitive appraisalcognition
behaviorenvironment cyclesThis studypromotes putting the evidenbasedesearchnto the
hands of the workplace individl, evidencebased sethelp. The implication is that practitioners
can teach the individuélow to formulate, sustain, and regulate their own perspectives to
increase their courage and PsyCHyis evidenceébased process extends beyond laypeople
Aposi t i viatotrud operdionaligation of tangibdegnitivebehavioal cycleswhich are
not recklesly rooted in ad hoeaterialbut calculatedcientific factordailored to thendividual
and theirworkplace Neuroscience is progressing rdpitb the point thabrain scans indicate
positive mental states and abilitieseof whichis the ability toself-regulage, which isdescribed
as part of PsyCap (McCraty et al., 2009; Yadav & Kumar, 20tLig)this type ofmeasurable
accountability this study suggest possible in practiceespecially athe process of developing
courage and PsyCapeincreasinglyunderstood.

Summary

The constructs of courage awtSC were discussedPresently utilized scales of courage
were overviewd. The infancy of courage research was noted in addition to the gap in the
relationship between courage and PsyQdyis chapter has introduced PsyCap with its
subfactors of hope, sedffficacy, resilience, and optimism. The empirical quality of PsyCap as

research construct was reviewed with its beneficial outcomes. The need to pursue PsyCap
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antecedents as a procémsed methodology was expressed. Ten research questions and
hypot heses were | isted. Assumpt i oshaedandncer ni n
limitations were presented.

A theoretical foundation was laid. This theoretical foundation consisted of CAT and AET
in addition to mainstay motivation theories of Expectan@pal Setting Future Time
Perspective and Self Determinatieitheol. Findings highlighted for each of these motivation
theories and the commonalities of cognitive appraisal (framing and priming) were illuminated. A
recommendation to unify motivation theories as perspective making (PpgGgective), aa
processhasednethodology was conceptually proposed. A biblical perspective on courage and
PsyCap was shared using two examples from the Bible. The terms cognitive appraisal, PsyCap,
andWSCwere defined. Lastly the research and practice significance of this studgtetec: as
participating with the ongoing pursuit of PsyCap antecedents and increased understanding
regarding the relationship between courage and PsyCap. Practice significance was expressed as
theeventuahbility to bring evidencédased sethelp directlyto the individual in the workplace.
Next, thesubsequentteraturediscusssin detail the antecedents of courage, PsyCap, the

relationship between these, and a biblical foundation for the study.
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CHAPTER 2: LITERATURE REVIEW
Overview

This chapter providean overview ofsocial couragghe antecedents &fsyCapandPCls
presentt thedate ofsubmissionAntecedents covered aeavironmentalsocial, andndividual
levelfactors.As a form ofquastexperimental and pragmatic antecedent methodol@ig are
included in the antecedent sectidihe importance of PsyCap antecedexstan ongoing
researchmeedis stressedndfive years ofantecedent researchssmmarzed Further, PsyCap is
addressed from a biblical perspective as witnessed ie Béorativemndviewed through the
lens oftheestablished framework of motivation theofyrticleswere reviewedvith specific
search strateggndtheinclusionexclusioncriteriaaredescribed next.

Description of Search Strategy

To gathempeer-reviewedresearch osocial courage PsyCap antecedentnd PClsan
All EBSCO, All ProQuest, and Science Direct search were perfqrim@dsearclesper
databasgeone forsocial carage, a second fantecedents third for interventionsanda fourth
for PsyCap and couragResearch incorporated was peeviewed.Search esults were limited
to English translations only.he abstracts of all resulting articles were reviefeedpplicability
to the literature review, circ®071 450articles. Where the alracts were unclear or lacked
explicit mention ofsearch termsarticle content wawetted for variabldsesults and discussions
pertaining to subject mattektlas.ti version22.0.5.0was utilized to imporand document
articles(ATLAS.ti GmbH, 2022).While documenting articles and grouping their findings, the
snowball technique was used additonalapplicaldewartioless c h ar
applying to search termArticles were catgorized into groupsCategories consisted sicial

courage (n = 17RsyCapmntecedents (n £99, andPCls (n =30). The additiorof substantial
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antecedent and PCI articles shohattPsyCap research interssincreasing exponentiallyWu
and Nguyen (2019) includekD5 primary researcérticles published between the years 2000
2018in their metaanalysis The search used for this manuscript indicates2B@PsyCap
articleswerepublishedsince2016 to the time of this studyhis isconsiderablgrowth since
that metaanalytic analys. Two articles not included in the article countgere discardedOne
becausetatistical analysis was correlational only and not able to imply caugaiigysecond
because the translatiém EnglishwasuninterpretableRegarding PsyCagtudies(including
interventions)articles were discarded if measures were unrelatdetBCQ24 or PCQ12
instrumentgPsychological Capital QuestionnayeAs example, studies which examined
subfactors rooted in these instruments were included but not regdlsatvere independently
derivedwhere subfactors did not consist of items within the FXd@r PCQ12.
Social Courage Search

The exact phrase fAsoci al courageo had to e
consideration. Due to the dearth of social cgareesearcla search for PsyCap and courage was
conducted. One article, due to its insightfulness into workplace courage through qualitative
method was added via snowballing technidteefner, 2014).
PsyCap and Courage

The terms PsyCap or psychologicapital and courage had to exist in the title or abstract
for inclusion.
Antecedent Search

Inclusion criteria for the first seardpecified that psychological capital or PsyCap had to
exist in the title of the articlalong withthe wordantecedent anywhere in the text.

PCI Search
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Like the antecedent search, psychological capital or PsyCap had to exist in the title of the
article. Different than the antecedent search, the word intervention had to exist in the abstract.
Biblical Study

In the examination of scripture for the construct®eyCap, its subfactors, and social
couragethe expository scholarlgecommendation dRobinson(2014)was referencedr.
Robinsonds recommended coecorttancds, grasmmmdrs)vestddys e o f |
books,and bibk dictionaries bible encyclopediascommentaries, bibliographiesnd other tools
such as onlin&knowledge storesn this case, lexicorandan exhaustive concordanaee
primarytools usedor study of the original Hebrew and Greek root word meaniBgsed on
searchresults and final inclusion the following literature review is derived.

Review of Literature

This reviewcovess courage, social courage, aRdyCap antecederdadPCls
Workplace Courage

Even though courage is difficult to define,-@swis, courage is in the eye of the beholder,
and empirical pursuit of courage is worthwhile in a world marked by increasing frequent change
(Rate et al., 2010). Courageous behavior benbit®rganization at all levels with a positive
association with job performancékachenko et al., 2018;2020t)ke PsyCap antecedents, the
construct of courage is in the youth of its empirical investigation. Despite the longevity of
interestincouragand soci etyds esteem for the construct
definition is yet illusive. The present scoping definition of courage possesses four criteria.
Courage is the result of cognitive appraisal, it is volitional and agentic, whesxénsised there
is real potential risk to self, and there is an envisioned positive outcome (Rate, 2010; Rate et al.,

2007). Some scholars question whether courage requires an element Bbd&karry, 2015).
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Another more qualitative and valuable defimitiof behavioral courage (courageous acts) was

put forth by Koerner (2014) and states courag

emotionso (p. 64). Mert et al. (2021) in desc
Acour age i onycoghitoe and astramin which individual risks harm in pursuit of a
nobl e purposeo (p. 4). These two | atter defin

appraisals resulting in godirected and effortful behaviorse@ainly, multiple scholarsgaee

that courage involves some level of risk as it pertains to a possible ouBook®iny &
YoussefMorgan, 2019; Detert & Bruno, 2017). Bockorny (2015) noted that risk represents loss,
so whether fear is present there is potential for loss of somgikingyht be social support,

material resources, or threat to sadihcept, etcetera. As example, entrepreneurial courage is not
full hardy abandonment (lack of risk/fear), it is hopeful and-g@cted behavior in

consideration of perceived riggockorny & YousseMorgan, 2019). Bockorny (2015)

emphasized that agency (volitional choice), one of the four courage criteria, is a key facet of
courage. Courage is willful action in response to challenge and risk as compared to behaviors
characterized bgutomaticity. An element of courage is the ability to behave toward an

envisioned outcome that is not yet actualized, pursuing that envisioned outcome despite risk/fear
and uncertainty (Bockorny,20l5 1t i s added her e, iarticleamlvi ew of
its initial review of prior studies, courage is implicitly describing not only risk involved in

courage, but the effort required to gain what are believed to be positive courageous outcomes;
this brings into consideration expectancy value theod other motivational theories. Perceived
effort may help to tease apart the ambiguous nature of fear/risk involved in courage as mentioned
by Rate et aJ.Rate et al. noted the nuanced nature of linking cognitively courageous functions

(the courageoua ct or 6s cognitive appraisal) and cour acg
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indicative of courage without the underlying cognitively courageous mechanisms present in the
actor? For instance, does the same exemplary behavior represent courage in twooaetafs if

them is behaving out of reckless cognition? This ratmalglo suggests that an act itself might

be courageous for one actor and not another.
present operational e@efuit eidt adbheof mcodrf agedel i
|l ndeed, part of the soci al esteem of observed
indication of successful cognitive prowegs.(overcoming internal mental processes which

afforded their exemplargehavior, such as willingness to sacrifice and instrumentality). The

observer may rate courageous behavior by engaging in perspective taking, asking themselves

how personally difficult (mentally forbidding) it would have been had they faced such a

challerge. Attribution Theory substantiates that persons seek to ascribe meaning for the reasons
behi nd g<bbhavioa ldoww and @hy did the actor arrive at performing the behavior? Reed
(2020) made the point that SocriAadteenscée owhuarta g eh e
common understanding of courage neglects is the underlying psychological condition, including
motivation, for the courageous actiono (p. 12
Value Theory in depicting a methodological coy@tprocess of the courageous actor, the

depiction has elements of goal value and instrumepnt&ditrther, Rocha makes the point that

situational and cultural factors along with moral valence impact perceptions of courage, in th

case of that articlphydcal (martial) courage is the focus. These multifaceted elements illustrate
courage is both a noun and a verb and as a criterion of courage both might need to be present,
courageous cognitive mechanisms and corresponding behiawidrdit or state coamge &

behavioral couragdjoward & Cogswell, 2019). One possesses courageous cognition and

actualizes it through courageous behaviors.
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Like PsyCap, courage is domain specific, Howard (2019) lists domains of physical
moral, and sociatourage and Rate at (2010) noted that courage is often labelled based on
the context in which it occurs. Considering PsyCap, one research gap noted by Luthans et al.
(2015) is the relationship between courage and PsyCap. A core question regarding courage and
PsyCap is wather courage is an additional subfactor to be included with hopefisedicy,
resilience, and optimism, or is courage primarily an independent or dependent variable in
relation to PsyCap? In their qualitative study, Dhir and Sharma (2020), observagecas a
theme in a sample set of employees in diverse industries in India. They suggest that courage is a
|l i kely subfactor within employeesd PsyCap in
factor analyses supporting courage as a fifth subfatt®esyCap in a sample of entrepreneurs;
also, there is evidence that PsyCap predicts courage. In a later study, Bockorny and Youssef
Morgan (2019) showed that entrepreneurial courage significantly impacted entrepreneur PsyCap,
where their PsyCap mediatedttyeen courage and life satisfaction. On the other hand, Santisi et
al. (2020) showed that courage mediated between employee PsyCap and thefglifality
dimension of flourishing. This is another instance where variables might be reflexive, or
boundary onditions may exist. Does courage predict PsyCap, but only as a tipping point, say
when perceived risk is high?

Some believe courage to be tigke, individuals might be characteristically courageous
but there is evidenceothhée cobghtgeomi gt sberah
pp. 735 & 744). As PsyCap is considered skiein nature, and like courage, rooted in positive
cognitive appraisals, it makes sense to investigate the association between courage and PsyCap.
It is fair to saythat courage involves dissonance, a tension between a perceived beneficial and

ethicaloutcome and the cost of effort and associated loss. Koerner (20liépishedaccounts of
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workplace courage in 89 business professionals, the results show that cosii@gsavere
related with conflicts between setind sociaidentity facilitated by work situations that required
courageous acts to resolve the cognitive dissonance. As courage is a broad construct and
challenging to define, for the purpose of this diggen a more acute focus is given to the
domain ofWSCas measured by Howard (2019).
Social Courage

Howard (2020), while including the accepted courage criteria of volitional agency,
objective risk, and positively perceived outcome, furthered the defirof social courage as a
domain specific courage by including the risk
courage is affiliated with Social Identity Theory, which posits that threats testelém increase
the need for identification with angroup, the promotion of ingroup affiliation enhances-self
esteem (Kassin et al., 2017). Social identity is stronger when one associatescetit with a
group, more so than individual characteristics; it is throughcsgdfgorization that the
individud 6 s characteristics versus s hChadeed20lg) oup ct
Therefore, social courage can be thought of as behavior which the individual views necessary,
but threatens to go against social norms, rules, and culture. Thisregumip behavior by the
individual can be said to threaten elementscaifcept and therefore selfteem. Furthermore,
true threats to survival needs (employment) and career trajectory exigpes@ission olVSC,
in the U.S. freedom of speech is ledewever, in many workplaces unspoken social norms
exist which penalize the courageous (Detert & Bruno, 2017). Akin to the discovery of PsyCap
antecedents, social courage antecedents are also in early discovery. Social courage is a predictor

of positiveworkplace outcomes.
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Social courage benefitécross a diverse set of participants, social courage positively
predicted beneficial voice behavior while negatively predicting detrimental voice behavior
(Howard & Holmes, 2020). Furthermore, thedationship was not moderated by top leadership
and supervisory attitudesor was it moderated bgrganizational structures that would preclude
open communication channels such as distributed workgroups (Howard & Holmes, 2020). Study
also shows thatactig cour ageously in congruence with on:¢
positive mental states and predicts future courageous acts (Koerner, 2014). What are the
predictors of social courage?

Social courage antecedentisike PsyCap, social courage is tlght to be somewhat
influenced by personality traits. Howard (2021) used the widely validated HEXACO measure
created by Lee and Asht¢R2018)to examine the relationship between HEXACO traits,
approach/avoidance framework, and social courage in the woeklaait factors of
emotionality, extraversion, agreeableness, conscientiousness, and openness to experience showed
significant correlation withWWSC. Further, approach mindset, but not avoidance mindset, fully
mediated between agreeableness\MsC and cascientiousness aMISC. Approach mindset
partially mediated between emotionality aM$C and extraversion ar/SC. These findings
are akin to many of the PsyCap mediation studies where higher levels of PsyCap mediate the
independent variable as comparedawer levels of PsyCap which afford for more main effect
between the independent and dependent variable. This phenomenon suggests presence and
absence of, as well as potency of cognitive functions (cognitive appraisals). Perhaps the more
positive and skiful the cognitive appraisal the stronger the mediation. Studies which show
relationship between personality traits and constructs like social courage and PsyCap do not

necessatrily infer that social courage and PsyCap are in fact nelilsgatemply that
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predispositions make shaping these constructs less or more effortful. This can be stated such that
it is likely more difficult for those, who trait wise, favor an avoidance mindset compared to those
who favor an approach mindset, to facilitate creatmaintenance, and developmenVégC
and PsyCap. Other research provides additional antecedents for study.

Howard and Cogswell (2019) showed that grit, proactive personality, job characteristics,
empowering leadership, power distance, and age signifigamtictedVSC. What is
interesting is that ethical leadership, abusive supervision, gender, and workplace tenure were not
significantly predictive. The fact that this list was nonsignificant is also highly valuable. It
suggests that ethical leadershim@ enough to promoM/SCand that abusive leaders represent
no significant loss to followers when behaving courageously in social domains. What is more,
this finding helps to dissolve gender stereotypes associated with courage. Howard and Cogswell
suggesthat stronger mateourage associations might be correlational with societal norms rather
than gender itself. Tkachenko et al. (2018;2020;) found that where leaders exhibited low levels
of behavioral courage, raters were more critical of male leadenssviermale leaders. In a later
study,Howard & Fox, 2020 showed that both male and females behave in a socially courageous
manner; they differed however, in that females tended to arrive at socially courageous behavior
through prosocial orientation and mathrough risk orientation. While the Howard and
Cogswell (2019) study illuminated significant antecedents to workplace social courage, Howard
and Cogswell noted that only proactive personality significantly and partially mediated between
perceived beneftand socially courageous behavior. A common theme that emerged in
Koernerés (2014) study was t-dffieaty (96% of samgled;o us ac
in general, courageous actors were described as having strong beliefs and stcorgesptiin

other words, a potent locus of control. These studies indicate that courage is not solely rooted in
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personality. Much of courage may be driven by identity work, the creation, preservation, and
development of selfoncept (Koerner, 2014). Further, ag-sdficacy is a subfactor of PsyCap,
it is with these findings that PsyCap makes a promising mediator for testing. Additionally,
Koerner 6s ( 20 1 4fyeattifaiaadounts af tourageoussattalimtiye workplace
make perfectly clear that couragesoacts involve personal and infersonal conflict. Koerner
(2014) also noted that 93% of the qualitative narratives included relationships (social aspects)
that promoted or inhibited courageous behavior. Considering the prevalence of workplace
situatiors requiring social courage and PsyCap, the study of the relationship between these two is
warranted. PsyCap, is like courage in that it has been shown to positively mediate conflict
inducing antecedents, such as the impacts of abusive supervision andoarsleigdership and
environmentsHowever, unlike courage, research literature makes no mention of conflict as a
core theme in PsyCap. Resilience comes close as a response to hardship. For this reason, this
study perceives the cognitive aspects of worlkgkacial courage to be to the left of PsyCap, and
behavioral aspects of workplace social courage to be to the right side of PsyCap. Social courage
is impacted at the individual level. Additionally, like PsyCap social courage is also impacted at
social ancenvironmental levels.

Mert et al. (2021) found that perceptions of organizational justice significantly predicted
WSC, social courage in this study mediated between perceptions of organizational justice and
life satisfaction dimensions. The finding shoWwattorganizations play a role in fostering just
climates which promote social courage and the-isellhg of members. There appears to be an
affective aspect of social courage as well.

EmotionsDetertand Bruno (2017) noted that anger is thought to incite courageous acts.

For instance, when one perceives strong moral and ethical violation anger may operate as a
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tipping mechanism, whereby perceived threats become less consequential considering the
increased perception of trespass. Anticipatory regret related to the outcomes of failing to engage
a courageous act might also contribute to workplace courage antecedents (Detert & Bruno,
2017).PsyCap antecedents are now discussed.
PsyCap Antecedents

In reviewof existing research literature there are ctedegories of PsyCap antecedents
many of which have been classified at various levels, like job characteristics and leamtership
organizational, team, and individu@lvey, 2014;Dauvis et al., 2018im etal., 2017;Newman
etal.,2014vi | ari Yo del C a 20R)). WHileothis&structurepfferds for amdlysia |
in organizatios, PsyCap continues to expand its influerk® such, the three categories of
environmental, sociaxchangeand individual level antecedents ased hereinAs the study of
PsyCap now includes collective phenomen@eems prudent tetand on the shoulders of social
psychology where the domainspErson and situation are utilizedgnrick et al., 2014jo frame
behavior,and in te caseof collective PsyCapthe group.This method makes way for other
insightful theories to include ithe study of Ps€ap, Social Impact Theory is one example.
Munificent leadershigreates a positive affect in followers andde#o improved performance
(Kar ak i Awinetjall 2020;Luthans & YousseMorgan, 2017)Transforming
organizational level tenvironmental level provides fapntext factor®utside of formal
organization structureshishelps by affordindor extrawork contexs asexampledoy Luthans
et al. (2005). Tis categorical structure providasinclusive growth friendlyframework by
which todiscuss PsyCagntecedentiom the threegperspectives ahternal cognitioncognitive
psychology) social interactiorfsocial psychology)andinanimatefactors(environmental

influence).This structure alseeems conducive to cognitive appraisals by affording them as
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spatial mechanisms where variables may reside anywh#resethree dimensionand exert

force on one another based on distance (perceaie@ and saliencend schemas (cognitive
associations)-ollowing this strategy, PsyCap antecedents are reviewed as environmental, social,
and individual

Environmental antecedats. Environmental antecedents are here defamthemore
platonic(context)characteristiswhich may elicitaffective responsgrom organization
membersTheyare considered extrinsic potential motivational influencéesthese
characteristicare not in themselves emotionallglenced Examplesincludan or gani zat i o
procedures, policies, resources, reward systems, HR praeaiiceg/ork structures such as
distributed and virtual teamgV/hile pesonswith strongpercepions ofinternallocusof control
pay conscious attentidn environmental impacts on theglves individuals, particularlyn
individualistic societies, underestimate the power of the envirodment i n fAlreuiewrofc e .
environmentabntecedents follows.

Work/Non-Work interface.lt is commonly accepted that work and nonwork domains
possess spillover effects in the life of an emplogmeme research has focused on the ways in
which work enhances nonwork domains and vice versa. Familprioenrichmentaind work to
family enrichmenboth had positive impact on PsyCap which fully medidtetveen both types
of enrichment and innovative work behavibtighra et al., 2019)n extreme work
environments, such as underground mining, workralfaconflict negatively relates witboal
miner PsyCap resulting in anxiety and depression (Yu & Li, 2029)Cap moderated the
relationship betweework-family conflict and job burnout in a sample of university teachers

where those with low PsyCap wer®re at risk foburnout (Pu et al., 2017)hese findings are
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beneficial in that to remain competitive organizatiomsstpromote constant innovati@and
employee welbeing.

HPWS. Forexample, HPWS (High Performance Work Systecas) predict positive or
negative outcomes across work populations based on the quatiBVéSdesign (Abubakar et
al., 2019) A derivative of HPWSand perhaps bettas HCWS High Commitment Work
Systems)where the work system is categorized by high levels of PsyCap and engadbasent
work systems also positively impact PsyCap and performance and appear to be resilient to
environmental/olatility while strengthening work engagemé@hen, 2018Chen et al., 2019).
HPWSimpact job satisfaction and affective organizational commitment directly but more
significantly by increasing PsyCamd the relationship between HPWS and PsyCap is
moderated by perceptions of interactional justM&o et al., 2021 Witasari & Gustomo, 2020).
Another environmentairedictoris CSR (Corporate SociBesponsibility).

CSRandmoral identity. CSR policies and practices are those which an organization
engage taare for both their members and society at large. Examples ircaneldor the
empl oyeesd psychol ogi cal heal th th-rough inter
improvement workshopasnd external services such as community service and environmental
care.CSR is correlated with increased levels of PsyCap and subsequent career satisfaction and
this is moderated by moral identity; in other woldSR seemmto promote PsyCapppeaing
enhancedh those with strong and centralized moral iden@#lGhazali& Jumaan, 2021).

Perceived organizational suppoand eccinitiatives (POSE). Taking CSR to a more
focused study, Bhatnagar and Aggarwal (2020) demonstrateld@&E had positivampact on
PsyCap as well as meaningful work; meaningful work medidtecklationship between POS

and PsyCapPerceived organizational support in general impraveisidual PsyCap (Bilgettrk
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& Baykal, 2021) Also impactful to the future is flexible labor, gig work, and increased use of
consultants. These types of labor are likely to rise as globalization increases and organizations
flatten their structureontributors to the organization who are not congideraditional
employees exhibit lower organizational commitmeineir social identities are not as
intertwined; perceived organizational support positively impacts PsyCap in the flexible labor
pool (Shaheen & Krishnankutty, 2018).

Organizationaljustice (distributive andprocedura). Organizational justice has three
commonly accepted component$ey are distributedprocedural and interpersonglstice
Some includenformational justiceOf these, distributednd procedurglusticecan be
considerecenvironmental PsyCap antecedents impacting Psywillagre organization members
perceive their environments asfair,they are more likely to engagedissenting behaviors
(Ashraf et al., 2020Kong et al., 2018

Human resourcemanagement (HRM)practices.HRM practices that enhance work
conditions, skill levels, and opportunity positively influence employee PsyCap and therefore
work engagement through partial mediation and main effects (Aybas & Acar, Botif HRM
practices antkadership structures which afford for autonomous work environrsbotged
relationship with selflirected behaviorgs employees@hoi, 2020).

Counterntuitively, human resource development (HRD) practices may be minimally
related to employee performanmed employee PsyCap and more related to perceived
organizational support with small effect on contextual performance and more so-basadk
performance (Dhaubhadel, 2021); an indication that leadership plays a more potent role in
employee PsyCap whiclectainly reflects Social Impact Theoifpurthermore, constructs like

POSshowed a significant but weaker relationshiPsyCap as compared to Authentic
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Leadership, anothandicatorthat Social Impact Theory may apply (Slategral., 2019)HRD
may act as a more distant background against which employees frame the immediacy of
leadership behavior.

Industry andmarket influence.Chipfupa and Wale (202@)jscovered that social grants
provided to farmers had a negative influenogfarmerPsyCap in Africa and that the more grant
money and provisional time seemedésultwith increased external locus of contvahere
farmers were less motivated to increase earned ing@weng their ability to generate revenues
as outside thembees.

Job characteristicsJob characteristicseems a promising antecedent. Job autonomy
playsa significant rolen predicting employee PsyCajong with many other job characteristics
whose impacts invite further stu@@ameer et al., 2019p.o persons have decent workhichis
perceived as fulfilling, providing opportunities and auton8riyie way persons perceive their
work impacts motivatioron a spectrum from strong intrinsic motivation to amotivattbe
personrjob fit is crucial in PsyCahichinfluences work engagement (Ferraro et al., 2048).
is the case multiple times in thdsssertatiods findings longitudinal studies are needxtrack
impacts to PsyCap with antecedent variables over fitejiio del CastilloandL o pez Zaf r a
(2021)specifically call out job characteristics as a complex set of influences whiémpeove
or damage PsyCap with prolonged exposure.

JobresourcesJob resources apwsitively associated with life balance satisfaction and
partially mediated by work to family enrichment, where work has a positive impact on an
empl oyeeds per slifedaande;Juehemjob resdurees suohragmaimy;
flextime, and leadership support enhance PsyCap (Farhan et al., R6¢Capand work to

family enrichment serially mediated between job resourcesvarkllife balanceperceptions
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(Farhan) Other studies validate the relationship between life dlosrend their ability to impact
PsyCappositively and negatively (Shaheen et al., 20¥#)en employees perceive lack of
resources or threats tesources, they may experience occupational stress.

Occupational Stres®ccupational stress and PsyGeve a negative associatias do
PsyCap and depressidestresssymptoms; organizations thaw their part to alleviate
occupational stress through good design of job characteristics and provision of job resaurces
inhibit depletion of employee PsyCapd impede disadvantageous outcolikesdepressin and
distresgMazzetti et al., 2016; Guan et al., 2017; Wang et al., ;204 et al., 2019%Kan & Yu,
2016 Mensah et al., 2018Vang et al., 20173bThe relationship between occupational stress and
PsyGap offerspotent help in the medical field where it can redieerelationship between
distress and patient focused empathywell as fatiguand turnover intentiofJin et al, 202Q
Tian et al., 2020Yim et al., 201Y. Also, understanding the impacts of stressors such as safety
perceptions omvorker PsyCap can help avoid work related accidents (Wang et al., 2018).

Overarcing organizational characteristicsRaj et al. (2019jound a significant
difference between schoeldcherdsyCap subfactor of sedffficacyin school organizations
denoted by theiorganizatiortype. This suggests that the over arcing organizational
characteristicenayhave an aggregate impact on PsyCap. In this case the authors believe the
differencedo be education levelnd opportunities for advancement as compared to counterpart
organizations. Nonetheless, it invites future stwthgre the organizatias measured against its
memberéPsyCap.

Organizational climate Aspects ofOrganizational Climate are PsyCap antecedents
(Kong et al., 2018Luthans et al., 2008 uifan, 2016)Several types of organizational climate

arepresent in the research literature: learning, innovagind,service climates.
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Learning climateHeled et al (2016) linked learning climate with team memiéers
PsyCap. Results indicated that learning climate and especially the subdimension of learning
value had positive and significant impact on team menBaCap at both individual and social
levels (job sasifaction and organizational citizenship behavior).

Innovative climateAs is a common theme in the environmental antecedentsyative
climatesimpact the outcome variable indirectly promoting collective and individual PsyCap.
Innovative climate doesot impact innovative behavidirectly, but its strong contribution is
through its positive impact on PsyCas(1& Chen 2017).Innovative climates seem to benefit
those higlerin PsyCap as they tap into the positive nature of PsyCap amgbii$ executive-
based cognitiofiLiu et al., 2020).

Service climateService climate which contains componentawtonomy and
supervisory support impacts service personnel PsyCap; snglyidPsyCap angderceived
quality of work life predicted turnover intentioKgng et al., 2018). This finding is novel as
compared t@ther studies which seem to indicate PsyCap as able to predict turnover intention by
itself. Future study can tease oduistfinding.

Physical contextA unique finding showed that teachers weegativelyimpacted by
environmental cues such as poor classroom environwigi® room temperatures were
uncomfortably warm and there was lack of matesakh as proper computer lal@dmen &
Ozgan, 2018). Thimeanghatorganizations need to pay attention to such details as lighting,
decorationand the images they displapgividuals can be aware of the way tloeyfigure and
decorate their workspaces, these physical cues are likely to tefleds in their PsyCap levels.
What of the more affedtased antecedents, those which are of the social dimension?

SocialExchange(l nterpersonal) Antecedents
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Also, an extrinsic influenaeand motivationally impactful are interpersonal interactions
or social exchangeBoth micro and macro appraisalsiotferpersonal interactiorm/er timeare
thought to influence PsyCapdarwal, 2019 Luthans & YousseMorgan 2017)

Leadership. One mainstagocial interaction which is highly influential is leadership
follower socialexchangesndperceptions of leadershiphis is due to thpower dynamicsf
leaderfollower structuresand related toeality of theoriesuch asCOR (Conservation of
Resources)Locus of Control, Power Distancand Social ExchangProlonged exposure to
negative social interactions with leaders lends itself to demotivatmiyaricism which are
marked bya perceived external locus of cont(Agarwal, 2019 Agarwal & Avey, 2020.

Transformational leadershipln contast,transformational leadership which is marked
by positive emotiorand a call to conjoined causes imgistrong group identitghownin relation
to the PsyCap subconstruct of hpwéich in turn is related positively wittmployee work
engagement through a mediating relationship (Agrawal, 2@20)e teachers have noted
transformational leadership behaviossnaost crucial in theiPsyCapand teaching satisfaction
as well asn personal motivation (Cimen & Ozgan, 2018)ansformational leadershipaysa
strong role in levels of follower confidenead PsyCap overalHui & PhongBa, 202Q Huo et
al., 2020 Phong Ba, 202®hu & Mu, 2016) Darvishmotevali et al. (202@mphasized
transformational leadership (and servant leadership) as an antecedent to moderate against the
negative impact of job insecurign subjective employee weldkeing.In astudyincluding
transformational transactional and liaise faneadershiptransformationaleadership hadirect
impact on follower PsyCap, practically twice that of transactional leadergh@gn mediated by
PsyCap, the relationship between transaet leadership and employee performance became

nonsignificant (Baiget al, 2021).Transformational leadershgreates benefits for followers by
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seeking to increase confidence, competency, and autowbiteyleading by example, this
environmental shapinigehavior inspires team learni(i@ebelo et al., 2018).ransformational
leadership increasesnployee voice behavior indirectly through PsyCap (Wang et al.p2018
Considered a subdimension of transformatideatiership and yetegatively framed in many
contextstransactionaleadership receivegs$sattentionin PsyCap literature.

TransactionaleadershipLi et al.(2018)found that both transformational leadepshind
transactional leadership had positive impact®syCap amongnowledge workersWhile
transactional leadership was not as pronounced as transformational leatlesigtheless had
noteworthy influenceAs quality transactional leadershipaisindication ofeffort reward
balance and objective ghandtake these results may indicate that transactional leadership
plays arole in perceptions of organizational justice thereby contributinlye@imension of
distributive justiceLi et al.(2018)suggest the pursuit of both excellent transactional and
transformational leadership to insight follower PsyCap through dimensions of intrinsic and
extrinsic motivationThis £ems beneficiabsother evidence indicates thHeansactional
leadershiphas;n si gni fi cant i mpact on fThdrdiewdence Psy Cap
that betweeitransformational leadership and authentic leadership, authentic leadership has more
of an impact on certain outcome&chuckert et al2018).

Taskoriented leadershipAlthough not classified as a sutimension of transformational
leadershiptaskoriented leadership is mentioned he®it is, like transactional leadershipore
platonic in natureThe et al(2020) examined the impacts oskeoriented leadership on follower
PsyCapWhile resultgparalleled other researcbgardingthe impact of PsyCap on job
satisfactiopnwhat was a unique finding is that taskented leadershighowed significant

positive impact in the PsyCap subfactoself-efficacy whilethe higher order factor of PsyCap
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and the subdimensions of hope, optimism, and resilience showed no significant relationships
with taskoriented leadershif.his finding is keen, it teases ouhat research literature states,
PsyCap inelves positive cognitive appraisals. Positive appramagepresentative of what
research literature states regardingassociation of PsyCap and positive emotions.-8#i€acy

is logically benefited by the successful completion of tasks, the mske tompleted, and the
more difficult thosetasks the greater the confidence boost. However, hope, optimism, and
resilience are different mechanisntisey look at present circumstances and envision an
aggregat@utcomecompared to task completipself-efficacyis the beliethat one can tackle

the present task or future taskit it ismore singular in natunather tharstrategic in nature.

This study representature opportunity to examine positive emotions evokgddadershi@and
their relationship to PsyCap. This is likely why transformational leadership, authentic leadership,
and +LMX are highly impactfulo follower PsyCap.

Last, & transformational leadership has besteemed suitable to environments marked
by nee@dand imposed aspects of changgidy examining transformational leadership, PsyCap
and outcomes of change maxytend the literature.

Authentic leadershipAuthentic leadership has both a direct positive association with
employee work engagementdaemployee PsyCapu Plessis & Boshoff, 2018)vhat is more
authentic leaders who build their employees positive psychological capacities enhance employee
engagement, more so than direct influence alone (Ciftci & Erkanli, 282)entic leadership,
which is marked by leader selgulation and humility, consistebehavior, and employee
empowerment partially mediated the relationship betvig@8and follower PsyCap (Bilgetirk
& Baykal, 2021) Authentic leadership also plays a role in promoting PsyCap as it relates to

creativity and innovation (Muhammad et &019). The dimensions of creativitglility to
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conceptualize new and novel competitive ideas) and innovation (ability to implement those ideas
in practicalways for results) are highly valuable assets in a globalized maukéentic
| eader s hipgadsso fadlower®syCapndimdirectimpactsvia organizational climate
relate to team commitment amdention to stay; moreover, hope and optimism relate most
strongly with team commitment (Munyaka et al., 20 Bdthentic leadershipontributes td?0S
directly and indirectly through its contributions to PsyCap, suggesting a possible additive effect
(Mustika et al., 2020Niswatyet al.,2021). Authentic leadershipromotes follower PsyCap and
its outcomesn the way that organizations retain ahsicard valued knowledge for competing in
their markets (Mohammadpour et al., 201¥js obvious thatuthentic leadership is a predictor
of follower PsyCapand new indirect effectss mediated by PsyCap are enmgggsuch as job
insecurity(Olaniyan & Hystad, 2016)nterestingly Rego et al. (2016&tuded the impacts of
authentic leadership on the sub factors of PsyCap, finding that authentic leadership positively
impacs hope, seHefficacy, and optimism but thewereno significant impaaon follower
resilience. Further, they found as opposed to other stikd#gesilience was negatively related
with organizational commitment (Rego et al.). This finding has swwel implications. First, it
highlights whatLuthans et al.Z015) expressed whelescribingresilience as the reactive
subfactoramong the other three proactive subfactors of hopeeHalacy, and optimism.
Second, leademeenamored with creating resilient organizationsis study indicatethat
resilient employees are more likely to attempt environmental crafting to imgireive
circumstanceand may be more willing to leave the organization where their efforts are not
fruitful. There may be a dark side to resilience, at least for the organization.

The rdationship between authentic leadersaiqu PsyCajs well-establishedAuthentic

leadership has shown itself a contributor of follower PsyCapetaanalytic analyse(ong et
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al., 2018) Authentic leadership is not a fadl however, several studies have shown that
authentideadership can be lesapactful in groups where membgrgssess high levels of
PsyCap (Adil & Kamagl2016).The conceptual paper by Shahid and Muchiri (2@téyides 13
proposals based orsgstematiageview of authentic leadershiiperature Their systematic
review includesn-depth discussion regarding authentic leadership and PsiyCapn there is
substantial evidence that authentic leadership preelcfdoyee PsyCap and is robastoss
industiesandcultures( Kvasil et al., 2021).

Servantleadershipln addition totransformational leadership and authentic leadership
servant leadershiig anantecedent t®syCap Servant leadership showed itself impactful to
follower PsyCap in a sample of salespea@pidflight attendant§Bouzari & Karatepe, 2017
Karatepe &Talebzadeh, 2016%ervant leadership aids underpaid and undertrained teachers by
offsettingdisadvantageous socioeconomic factdaKti et al., 2021)Servant leadership is
marked by high levels of concern for follower neadd follower empowermenfervant leaders
seek to actively provide for the ongoing wiedling ofindividuals and teams.

PositiveLMX. LeadermemberExchanges deliberately listed last among influential
leadershigheories in thiditerature reviewas it is its own theory but alsmiversally applicable
amongall leadershigheories LMX leaders seek to createckseknit follower groupmarked by
elevatedevels ofcohesion anénduringcommitment and performance (Northop2@19).
Whereasauthentic leaderbehave transparently aedercise balanckperspective,
transformational leaders inspt@ social identity and a greater cause, and servant leaders serve
and meet the needs of their followdrs)X leaders focus particularly on theadesrfollower
relationship andhe quality andtrength of the social bond betwabembrought abouvia

positivesocialexchange. While thisis apart of other leadershipeories, for LMXTheoryit is
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central Liao et al. (2017jound that LMX did not directly impact job satisfaction or life
satisfactionn a group ohigh-techTaiwanese employees, however it significantly impacted
PsyCapmediation.No doubt,authentic leadership has received more research attémtion
relationshp to PsyCagompared to LMXWang et al(2018)showed that LMX was slightly
more impactful than authentic leadership in their sample of entrepreAegusbly, every
leader should seek to improtreeir interpersonaxchanges with each of their peoplelan
corporately with their team&ong et al.(2018)listed LMX (along with Authentic Leadership)
as one of the significametaanalyticeffect sizaimpacting PsyCam theirstudy of 77
guantitative articlepolling back to 1983Authenticleadershipand servant leadershipight also
be impactful on PsyCap becaukey contairelemens of humility.

Leader humility.Both authentic leadership and leader humility are described as having
characteristics of sedwareness, approachability, andelbaed decisionmaking.Humility may
well serve as a mechanism for decreasing perceptions of power diftagoeet al. (2017)
states that while transformational leadership and authentic leadshsinggsome commonality
with humble leadership, they angfficiently distinct to warrant categorization; an authentic
leader can be authenticallyrogant or narcissistiQian et al. (2020) showed tHatder humility
significantly impacted Chinese workers PsyCap which actédlanediator between leader
humility and withdrawal behavior and partially mediated between leader humility and
organizational citizenship behavi@@xtra-role behavior marked byore frequenaffective
altruistic inten}. Further, Rego et al. (2019), in a robust set of three studies increased confidence
in the positive impact of humility across culturakso,leader humility had no direct influence on
task allocation effectiveness teamperformancebut it did have a sbng impact via PsyCap.

Another study validatethis finding,leader humility was impactful to team humility which in
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turn influenced team PsyCap for performance outcotheseffect is likened ta resulting

stable learning environme(Rego et al., 201)7These findingssuggest that leadevall benefit

from focusing more on the psychological wiedling of their followers while keeping apprised of
the resultingvork outcomewalued by key stakeholdesuthoritarian leadership is a contrast to
authentideadership and leader humilityn contrast to these findinggvhatley (2016) found no
significant relationship betweendividual and team level cognitive humility regarding

individual and team level PsyCaphese dichotomies suggest that power distance and leadership
are promising constructe examine alongside humility and impact to PsyCap.

Paternalisticleadership Paernalistic leadership is an Eastdrased leadership theoliy;
consists of three dimensions of leadership style which are benevolence, authoritarian, and
aut horitat i wAygub & al202®. nttracrosiippoat marked by positive sacio
emotianal exchanges and family suppatre impactful to PsyCap in a sample of business
students withthe outcome of studenwell-being (Nielsen et al., 2017).

Benevolent leadershiBenevolent leadership shows afective parental concefor
followerst hr ough soci al support and t he 4Aygilnleuence
al., 2020). In a studyif was the only one of the three dimensions of paternalistic leadership to
have significant direct effects on employee innovaitoaddition topositively impacting
employee PsyCap K a r a k rFAygairpebd], 2020).Leadership also has a dark side in its
relationship with PsyCap.

AuthoritarianleadershipAuthoritarian leadership is marked by control over people
where adherence to obedience isghe e mi er o0 b | e c t-Aygie et 4l,R020).@doi t ap o] |
et al. (2018)yesearchdthe impact of authoritarian leadershgading to follower fear and

inhibited creativity;follower PsyCap moderated the relationship between authoritarian
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leadership and ecoesponding fear. While this study was not a pursuit of authoritarian leadership
as an antecedent of PsyCap, there is plenty other empirical evidence to suggeshonidédrian
leadershipan oft negative form of leadershipay decrease follower PsyCéddar ak it apoj | u
Aygun et al, 2020) As most studies are cross sectional in nature a longituaiipabach will
likely show this negative relationshifuthoritarian leadership is not necessarily abusive, but
abusive leadersftenexhibit authoritarian leadership behaviors.

Authoritative leadershif.ike authoritarian leadership, authoritative leadership
establishes frameworks of contrbyt the focus of control is tadkased versus people based;
authoritative leadership welcomiesmderfollower exchanges and exercises and explanatory style
expressing the strategic beneficial reasons behind directiveslasgddeviation from structure is
allowed and even praised considerstigategy intended to benefit organization members and the
organi zati onds o dAygiroetnst 3020).Both bemdvolentan @ajthoritative
dimensions of parental leadersipipsitively impacted employee PsyCadpd r a k i -Ay@imno j | u
et al, 2020).

Abusivesupervision Abusive supervision isharactededby abusive behaviors like
attacks on identity versus constructive feedback regarding follower behacanrdéfpresent an
undue criticismand the failure to provide positive feedback and coaching. Abusive supervision
negatively impacts PsyCatf is particularly harmful to the subfactor of hope and strongly
related to turnover intention (Seo & Chung, 20I%ere are indications that abusive supervision
reducesthe ndi vi dual 6 s abidndvoige behaur (Ahmadaetgak, 20LKha® CB s
& Siddiqui, 2019. Where individuals are higim PsyCaptheycanavoid deviant work behavior,
whereas those low in PsyCap are more vulnerable to abusive supervision (Raza et al., 2019).

Abusive supervisiorms especially dangeus in that it can erode individuBsyCap within
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groups, impeding trust and open communication chaifWais& Lee, 2016)Practically, this
looks likedecreases in tacit knowledge shariagdin one study the subfactor hope was most
negativelyimpacted Zhang et al., 2017 his is of concern to many organizations as hope is
indicative ofcreativity and innovation, a highly needed mechanism considgiohglization.
Future study is needed to examine longitudinal relationship between abuswaisap and
PsyCapWhether negative or positive, leadership patent and longitudinal impacss the
individual and group levelshose who do ndeavetheir organizationmay act passively by
disengaging from their work or by activelorking againsteader initiatives (Agarwal, 2019).
Liaise fair leadershipMany do not considdriaise fair leadersipias leadership at all, bu
it does refer to leaders who are so by formal (plesitional poweryetfail to exercise positive
and effective leadershipaissefair leadergarely exert effort for their followers and when they
do it is commonly in the dimension of management by exceptibare the exceptios some
negatively perceived failut® performon the part of followers; this abandonment of followers
creates excessive ambiguous instabdityg lack of predictabilityor followersresulting in
negative i mpact on f ol | 8amneleadétsmaycarguse(thisdandsn
off approacho leadership as an indication that they provide followers job autor®unoy is not
the casethis despondent leadership approach showed thetentransformational leadership
improved employee PsyCdmisefair leadership was almost twice as damaging to employee
PsyCapcompared tdhe positive effect of transformational leadershgpnoted in contrasting
effect sizes (Baig et al., 2021)eaders that are effective @omotingjob autonomy also provide
ample costructive and encouraging feedbatlacceptable intervalBespondent leaders are
likely to produce perceptions of job insecurityhich is directly related to psychological contract

breachandreduces employee PsyCap and innovatioosta& Neves 2017 Kim et al.,

et
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2017;2018;)Longitudinal studies are neededdfoserve the relationship between antecedents
that boost odeter PsyCap over time in relation to outcome variables such as job performance;
present evidence suggests that those egmoegulate PgCap are able to endure job insecurity
(Probst et al., 2017Y.here are other antecedents to job insecurity, but the point is that ambiguity
negatively impacts aspects of Psy(Qdq seltefficacy (Etehadi et al., 2019)iaise fair is not
the most damaging type lefladershiphowever

Neuroticleadership behavioMhat is likely the most harmful type of abusive leadership
and parallelabuse study in other domaims neurotideadershipAgarwal (2019b) showed that
wherefollowers had high LMX(positive interaction) witlabusive leaders, followers exhibited
more stressAgarwal likens thisncreased stress to highargnitive dissonance; followers do not
know what to expect from their lead@&his mimicsthe instability ad lack of predictability
found inlaisse fair leadershipNeurotic leadershipeightengperceptions of helplessness.
counseling fieldsthisis referredtaa s A wa ledggshaelly on dAwai ting for the
d r o\Whether negative grositive leadershipn generais not a serial effect but
multidimensional and exponentidls such, interest in other forms of leadership and PsyCap is
expandingOne of these isthical leadership

Ethical leadership Shadi and Atan (2018) rightly notieatleadership theories share
commonalities, such as positive interaction with followers@osiding resources. Ethical
leadership has been traditionally studied as a subset of transformadinthaluthentic
leadership; however, new research is foayisin ethical leadership asdistinct construct (Shadi
& Atan). Ethical leadership positively predicts PsyCap (Shadi & Atathical leadershipnay
act as LMXdoesin that it possesses a univerBalction and therefore qualitywhere LMXis

applicable tdeaderfollower interactions in all organizationsthical leadership creates a
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behavioral standardhterpersonal trust, and incredgeerceptions of organizational justice.
Ethical leadership may enhaneeMX. Strong ethics and moralityen be rooted irspiritual
leadership.

Spiritual leadership.Spiritual leadership was shown to positively impact employee
PsyCapwhile PsyCap fully mediated between spiritual leadership and employee performance
(Baykal & Zehir, 2018 Spiritual leadershimspires employees through a vision of wirét is
more than an occupatiomorea vocation (Baykal & Zehir, 2018Jhe differentiation between
vocation and occupation was also noted by Smith 2&Lp)i r i t ual ity can be de
worldview, the overall meaning that an individual ascribes to life. When work aligns with
vocation (calling), intrinsic motivation imorelikely to drive subjective welbeingand job
performanceSpiritual leadership increases PsyCap and work engagenretatasl with calling
in work (Wu & Lee, 2020).

Leadership andsocial contagioneffects. There is evidence that the way leaders esgre
themselves and interact with their followers createscal PsyCap contagion in followers
(Agarwal 2019; Agarwalk Avey, 2020;Chen et al.2017 Upadhyay & Kumar, 20205u et al.,
2017). University professorsan impact student PsyCtpough Pygmalion effects raising
academic engagement through efficacy and resiliehloméd et al., 2017 ati et al., 2019).
Shared leadership, team members Veaal from their areas of pgrtise as needepositively
impacts tam PsyCap (Wu & Chen, 2018&tudyshows that the way leadampact their
environments contributes to perceived perceptiomspéhologicakafetypromoting PsyCap
(Goncgalvesk Brand&og 2017. He et al.(2021) showed that construction worker PsyQegms
impacted both by the quality of exchange with leaders (+LMX) and perceptions of safety climate

created by those same leadditse positive effects déader PsyCap and quality LMX on
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follower PsyCap were echoegt Bhen et al. (2018. Authentic leadership moderated negative
impacts of social underminirtg employee PsyCap (Jang & Kim, 20ZIhis contagion effect is
most visible during times afidespread organizational change where perceptions of Iéaders
respons to change initiatives mpact empl oyeeds readiness to
mediated by PsyCap (Kirrane et al., 20li7et al., 201§. This certainlystressesocial

contagion effects of leadership. Along with quality social exchange, empowestieggmatic in
leadership and PsyCap.

Empoweing leadershipParket al. (2017¥ound that empowering leadership had a main
effect on employee job engagembnt not employee psychological wékking. PsyCap partially
mediated between empowering leadershipjabha&ngagement while it fully mediated between
empowering leadership and employee psychologicatiwetig.Other study demonstrates that
leadership thiasupports the followers job autonomy impacts innovative behavior but only
indirectly byimpacting follower PsyCap (Terje Slattenrbara & Lien, 20EQ)ther,empowering
leadership impacted employee PsyCap in relation to the outcome of knowledge sharmig wh
critical forinnovative organizations challenged with fast paced competition in a global market
(Wu & Lee,2017).What is exciting abouhesediscoveres are hat mainstay leadership theories
such as transformationabuthentie, and ethicaleadeship all contain components of
empowermentlLeaders who operationalize empowering behaviors may not necessarily have to
be experts itraditional leadership theories known for market performance; empowerment may
lead the way to a mordilitarian and behaoral focused research approach to leaderghip.
novelway of looking at traditional leadership theories was the discovery that managerial
coaching impacted both team commitment and job performance strongly medi&édviogr

PsyCapHsu et al., 2019)Carter and Yousséd¥lorgan (2019, in one of the few experimental
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and longitudinal research desigehpwedt he | mpact of ment ovithh ng on m
performance outcomebnplicationis that organizations should not only traneadership but
also trainleaders ircoachingmentoring methodologiekeadership in general influences
follower PsyCapand the way that leaders behave sh&f@S(Marashdah & Albdareen, 2020).
Lastly, given that LMX has indicated a positive impact otofeér PsyCap it haalsomediated
fully between ethical leadership and employee innovation implying that ethical leadership
enhances LMX but is nan itself the main effect of innovation in organizations (Masood et al.,
2020).A component of empoweringddership iglistributed control, or at least shared input.

Inclusive leadershipOpencommunication channels between leaders and followers and
shared strategic vision bodstlowersPsyCap (Fang et al., 2019 clusive leadership involves
high levels of organizational justice (fairness) and encouragement to followers despite setbacks
Fang et al. (2019howed that inclusive leadership impadted | | dnmavatige @ognition and
behavior mediated through Psyi©

Rego et al. (2018) opened opportunity for measuring PsyCap fthencognitive
appraisals ofollowers. Whatwasdifferent in their study from prior studies is that the authors
compared selfeported leader PsyCapmpared td o | | @eraeptisné ofeaderdability to
convey their selfeported PsyCap to followergheir findings may indicate why leadership
dimension®of authentic leadership, transformational leadership, and LMX have beensound
beneficial to follower PsyCap. These leadership dsimars exhibit themselves the ability to
positivelyreceiveand interact with followebehaviorsThis study encourages the movement
toward more behavioral focused measures which are representgivatofe aspects of all

leadership theorie©verall, leadership is a strong predictbfalower PsyCap.
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Social capital.Organizational structuresuch as department functions and
organizational charts along widimy policies and procedures which imipsacial interaction and
socialconnection influencesychological resilience within organization memb#rsee
dimensions of social capitatonsisting oftructural, relational, and cognitive are positively
related to employee psychological resilienasghar et al., 2020)nteractions among colleagues
can have positive and negative impact$agCap one such example @ganizationatultures
marked by division and complaining versus positive cultures where is healthy rivalry and
teamwork (Cimer& Ozgan, 2018Mazzetti et al., 201,8Nawaz et al., 2018Newman et al.
(2018)showed thaPOSand family support positively impacted PsyCap and refugeebeéil;
surprisingly,supervisory support showed no significant impact on refugee Psy@iaposes
opportunity fornuances between PsyCap and Social Impact Th8ogyal Impact Theorgtates
thatit is not only authority structures that influerindividuals, but it is th@umber of
individuals and their proximity and frequency of interacti®acial capital shows some influence
on entrepreneurial intentiomsd an indirect effect through its influence on Psy@é&ghfud et
al., 2020) As there are many studies which showithpacts of leadership on follower PsyCap
and PsyCap acting as a partial mediatortdkeawayis that organizations need to use an
additive approacto improving desirable outcomes by investing in their leaders® s d¢ir€ctyp
as well asmpacting folowers througtenvironmentevel frameworks (Sepeng et al., 2020
Some teams can operate not just as colleagues but also consider one another friends.

Friend support. In a pursuit to help resolve conflict in findingsgarding PsyCap and
creative behaviors, Nurfaizal et al. (2019) investigétietid support as a predictor of PsyCap

and found it significanfThe study suggests thadt only does the support of friends positively
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impact PsyCap, but it may also deveibas well.Additionally, thereis another novel antecedent
like friend supportHow does workplace fun impact PsyCap?

Workplace fun. Service industries are marked ligh competition, often the experience
between workplace staff and the customeehe sole differentiating mechanism between
competition. Service workers also face the disadvantages of surface acting which has been
known to increase stress levalsd decease wetbeing. Shengdshiung et al. (2019) showed
thatworkplace fun had a significant positive impact on hotel industry worker PsyRSg@ap
partially mediated between workplace fun and work engagement.

Social identity. Perceptions of the persamganzation fit, resulting in organizational
identity and group identity among law enforcement officers in collectivistic cultures demonstrate
increased PsyCap offsetting high work demands; strong associationsaufremdpt and work
are terned psychologicabwnership (Chen et aR021).Study indicates that individud@i®syCap
is impacted by those closest to th€rizin et al., 2018Again, rot seen in the literature, Social
Impact Theoryand PsyCajs anothetheoretical foundation aiting to be researched

Deviant work behavior. Deviant work behaviors are those whrefflect disregard for
organization policyand rules as well as interpersonal and distributive injus#césm of
deviant work behaviognd interpersonal injusticayorkplace bullyings a dysfunctionasocial
exchange marked by mistreatment of coworkers either overtly or coaadlyg negatively
related tandividual PsyCap (Ali et aR019 Yun & Kang, 2018)Ostracism is another deviant
work behavior and thought to be especially haritduPsyCaps it impactself-concept, social
identity, andneed for meaningful workimultaneouslfZheng et al., 2016). Thsarallek Self

Determination Theory, leaders tl@eate environments marked &ycourage growth,
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competencyuilding, and autonomy ith minimal bureaucracyacilitate teams willing to
participate in voice behaviorklén & Hwang, 2019Yun & Kang, 2018.

Socialundermining. Another prevalent form of deviant work behaviosaxial
undermining. Social undermining consistsoht ent i onal |y i nhibiting
work performance. Along the lines of environmental influence, performance prbssusie
positive association with social underminimghich in turn possess a negative association with
individual PsyCap (Jang & Kim, 2021Another deviant work behavior is incivility.

Incivility. Incivility can be overt or covednd is often difficult to controlandin its
covert formsintent can be ambiguou®ne study Bowed that PsyCap can moderate between
coworker incivility and psychological distre@sl-Zyoud & Mert, 2019)Authentic leadership
discouragemcivility, and that relationship is strengthened by team PsyCap (Megeirhi et al.,
2018).The fact that other stlies show negative impact to PsyCap from negative social behavior
suggests that incivilitalso negatively impacts PsyCdghe longer the exposure the more likely
PsyCap is to decline. Incivility and oth#eviant work behaviors can be offset by organizational
justice.

Workplace violenceDeviant work behavior at its worst can manifest in workplace
violence. Workplace violence is considered in two dimensions, violence that is playsical
violence thats psychological; workplace violence has a negative impact on PsyCap and
professional identity (Qiu et al., 2019).

Organizational justice. Interactional justicéits underneath social antecedents of
PsyCap. The way in which organizations interact with thembers such as perceptions of
performance management systems and the process and intentdsstigimhs impact

organization membed®syCap resulting in participation or dissendidshrafet al.,2020).

or
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Procedural justice relates to policies and rulegbémway the organization adheregtem,
giving employees input into decisign@ocedural justice has an impact on employee PsyCap as
well (Hur et al., 2016)An additional outcome related twganizational justice along with
policies and the way an agization communicates to its employees resulssrangth of POS

Perceived organizational support{POS). Perceptions of the way the organization feels
for and cares for the individuale associated with PsyCap as shown aneachers (Clarence
et al., 2021)Supportive organizational climates contribute to employee PsyCap even in the most
competitive environmentenhancing welbeing (Kim et al., 2019Nikhil and Arthi (2018),
propasedthat POS be studied in relationshigtiopositiveimpactson the subfactors of PsyCap;
they also propose that PsyCap possibly mediates between POS and work eng&fegent
plainly stated as an antecedent of PsyCap (Wang et al., Z&yDapmppeas tomediate
between POS and healthy probioeused job stress copig well as OCBn both OCBs
directed at other individuals and the organizafierdem et al., 201 7Shaheen et al., 2016).
Yang et al. (2020) showed that the relationship betyégsician POS and work engagement
was significantly mediatéby physician PsyCapndeed, emergent studies are now showing
PsyCap as a mediator between varied predictor variables and the outconmk efigagement.
Although POS, i@ more distant perception of the personified organization regarding care for the
individual, interpersonal exchanges impact this percepfinrexample is compassion between
organization members.

CompassionCompassion anap performancarerelated bypositivelydriving PsyCap,
work identity and selesteemmediated by PsyCap (Ko & Choi, 201%his gives further
encouragement for examining PsyCap through the lens of social psychology when it comes to

interpersonatlynamic.
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Perceivedsocial norms. Along the lines okocialsupport,Ephem et al.(2019) showed
that perceived social norms pertaining to entrepreneurial intention impacted RdyiClajn
turn acted as a mediator between perceived social norms and entrepreneurial il@enpted
with the influence of leadershgmdPOSthis impliesthat overall social influencsfts itself into
individual PsyCap aside individuahtecedents,gssessingaryingresponsibilityin contributing
to or inhibitingindividual PsyCap.

Ambidextrous organizational culture. It is widely accepted that organizational culture
plays a potent role in the attitudes and behaviors of its memitarperformance implications.
Ambidextrous organizational culture is one marked by exploitive strategy (refining current
processes and products/services) and exploratategy (creatingew processes and
products/servicesVith increasing globalization and shallow organizational structures,
ambidextrous organizational cultusechange compatible. It also impacts individiesiel
PsyCappositively (Lee et al., 2019).

Organizational demccratic culture. In line with empowering leadershiprganizational
cultures marked by democracy enhance employee PsyCap (Gegkil et al. T2@Ee).
environments are not just empowering in the sense of giving employees control over their job
responsibilites theyare environments where all organization members are invited to exhibit
voice behaviors, share organization returns, and contrib@@uantitative vote in strategy and
decisionmaking (Geckil et al.)This could be thought of agganization as a natioRor certain,
the days of hierarchical and bureaucratic laden organizatigngblic industry are nearing
extinctiory in a globalmarket marked by visible salarjgsimediate access tmansformational
technological resourceandstrong followership, employees are rapidly becoming intelligent

participantgKi-Soon & Garg, 2018). Ariving future workers will possess and promote their
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own PsyCamnd demand environmerttgatinvest intheir effortsand meaningfulcongruene
between ltheir life domainsWith decreases in power distance amteases iemployee locus
of controlorganizations will navigate between democracy and actiois@on & Garg, 2018).
To afford for employee PsyCap and competitive performancesasd levelsof transparency
regarding decisioimnaking process and intent will be paramol@mocratic culturg@laces
emphasis on fairnesand dl aspects of organizational justice impact PsyCagvasdencedn
metaanalytic findings (Kong edl., 2018) Organizationatulture in general has an impact on
member PsyCap (Nawaz et &018).Environmental and sociahtecedents are strong
predictors of workplace PsyCaphe individual also plays a key role isyap.
Individual Antecedents

Persons who are inherentligh in PsyCap have low neuroticisoanself-correcttheir
negativity, and selmotivate they hang onto their goals and continubebave towardoals
regardless of setbacks (Agarwal, 2pAgarwal & Avey, 2020. In addition, individuals who
perceive or are in fact victims of low justice environmdrage shown reduced hope and
optimisnt perceptions of psychological contract breaaneslerde PsyCapAgarwal & Avey,
2020).Individuals with cetain inherent traits such as creatiself-efficacy and tendency toward
intrinsic motivationseemnatively predisposed to higher levelsReyCap(Ali & Qazi, 2018).
Demographic characteristics aje and company tenure are significantly correlated with
individual PsyCajacross industry and culturé/( & Nguyen, 2019)Education like tenurejs
correlatedo PsyCapAvey, 2014).Proactive personality and emotional intelligeptzy a part
in PsyCap Clarence et al., 2021fEmotionsalsoinfluencePsyCap.

Emotional intelligence Researcherare becoming increasingly aware of the affeated

components of PsyCap atitkir important contribution. The ability to encourage oneself and
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selfregulate emotiohas shown itself a positive prediciof PsyCamand job performance (Gong
etal., 2019) lack of selfawareness and neuroticisare emotional aspects that are negatively
related to PsyCap (Gomes da Costa et al., 2@2fBw studies show that positive display rules
benefit PsyCap in industé's where emotional labor is required; interestingly, surface acting and
PsyCap seemegatively relatedt could be that high PsyCap individuals are increasingly self
aware and therefore more susceptiblartcest caused by cognitive dissona(ider et al., 2016;

Yin et al., 2018)Emotional intelligence and locus of control foster PsyCap (Vermooten et al.,
2021)What about oneé6és culture and PsyCap?

Regional and national culture.Nasselet al. (2021) present a compelling paper
overviewingteamPsyCap research literature and me&eeobservationsegarding potential and
highly impactfulareador thestudyof PsyCap in the business world. One of these is the
overlooked role of regional and national cultwigich assuredly influence organizational
structure and performance outconiBsis is a present research gAgdditionally, in the
approach of life meaningnd life satisfaction constructs such as cultcoee worldview
guestions and their relation to PsyCap, implicthdexplicitly, are also another area for
discovery.

Positive emotionsPositive emotionfave a direct impact on student PsyCap, where
those with more positive emotions elicit more PsyCapsadequent academic performgnce
and this loldstrue for both low activation (positive emotions with less potent response) and high
activation (those wit potent response; Carmahéalty et al, 201X). In fact, main effects
betweernpositive emotions and academic performance weresigmificant when removing

academic PsyCap amgademic engagement as mediators; further, the relationship between
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PsyCap andcademic engagement was stronganttinat between academic engagement and
academic performance (CarmeHalty et al., 201B).

Positive mgnitive appraisals. Traditional cognitive appraisal models of benefits minus
costs are inadequatgurns et al. (2019emonstrate that positive or negative emotion in
themselvesare not predictive of subsequent behavimsteaddesire plays a strong influenda
other words, the individual must perceive farire stateas compared to the presetdtg as
worthwhile and possible. The parallels betwdwse findings and motivation theories are
astoundingMentioned prior, liere is much literature that descrilies/Cap as positive cognitive
appraisalAs examplerelationships between Coself-evaluationsand environmental feedback,
and subsequent cognitive appraisals mediate PsyCap (Howard, P0& Bame is true for
couragelike courage, PsyCap appears to be a mental state that can be possessed but it is also a
processsomething that can be ptaced. This studypromotes cognitive appraisalsas
antecedent process which impact Psy@apmughframing and primingThe sum of thoughts
focused on domain specific schemas result in summative negative or positive conclusions
impacting emotions. In a unique study, dysfunctional sleep beliefs were tiedegiltive
influence on PsyCap related with decreased-tithg (Sabot & Hicks, 2030Work pressure in
forms of deadlingsare impactful to work engagement and moderatelddyCap and sleep
(Xiaotian et al, 2019).Contrary toexpectations, Bouzari and Karatepe, (20i8)heir sample
of salespersonfmced with job insecuritythese individuals hope increased versus decre@besd
shows that these sapessonsppraise jobnsecuritydifferently than counterparts in other
occupationsThis may bebecausesalespersons are granted much autontangyow organization
revenuesSalespersons tend to be resilient, willing to pursue one yes for evergjeicteons.

Again, cognitive dissonances anemesis of PsyCap sample ofuniversityteachers in China
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revealed that where PsyCap was hitle roleconflict between teaching and research was less
impactful to potential job burnoyti et al., 2019)This implies that teachers high in PsyCan
makepositive cognitive appraisals in their job demaad®pposed to counterparts with lower
PsyGapand they are less likely to exhibit job burnout (Rehman et al., 2Cbtinter to their
expectationsyaldersnes et al. (2017und that seafarers high in PsyCap slept better despite
accident anxietyThis meanghat, exposed to the same obieetisks, seafarers high in PsyCap,
like teachers high in PsyCap, frame their circumstances differémtlydaily diary activity,
university students participated in a savoring practice, focusing on positive aspects of their day
savoring acted as a moderatetween the relationship of daily demands and student PsyCap
(Sytine et al., 2019F-rom businesdomaingto academic domains and even sleep domains,
PsyCap indicates that it can be tailored to any defw@dA novel and upcomingotential
antecedent to be studiedhumor.

Sense of humorSrivastavaandMaurya (2017)nention humor as a promisiagd
universal human phenomenanpossible PsyCap acedentWijewardena et al. (2017) found
thatnegatively perceived humor rapidly degraded follower PsyCap while quality &aidever
LMX predicted positive emotions resulting from leader humbe impact of humor in the work
environment and particulgriwith its relationship to PsyCapatableau rosarhe study of sense
of humor and Psy@amakes sensas PsyCap is a positive apprajgadsitivehumor would seem
to fall within the spectrum of positive appraisataimor frequently shows itself as thbility to
exercisenealthydetachment from difficult circumstances, appreciatiogic nuance
perspectiveshatserveto lighten seriousness and increaeeial bondsOf present litle research,

yeta promising domain, is the relationship betweentsyiity and PsyCap.
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Spirituality. Fox et al. (2018) found that spirituality positively impacted Psy@ag,that
spirituality indirectly influenced job performance through the same. The dimensions of job
performance measured were O@Brard individuas and organization and the employééassk
performance. As PsyCap has been considered a positive cognitive agprdisame study has
been done in relationship to life satisfaction, it is not a stretch to suggest that worldview is a
cognitive appraisal forygrposeand meaning in lifePaul and Saha (2016) stated, "Spirituality is
reaching beyond or having a sense that things could be better" (8t4®).inthis aresseems
nonexistenand yet this statementronglyreflectsaspects of hope.

Motivational traits. Motivation theory and PsyCap theasye a burgeoning area for
study.The conceptual correlations between expectancy, instrumentality, and value with the
concepts of hopeself-efficacy, and optimisnbegfor the examiation of universal cognitive
processewhich impact PsyCap. Rodrigu€ifuentes et al. (202@onducted a fareaching
investigation into motivational traits, orientaticaasdpredisposed reasons people are motivated
to behaveAbbreviating herea few keyfindings reveal valuable information into the inner
workings between motivation and PsyCBalotably, masterpased motivation was positively
impactfulto all subfactors of PsyCap while a performabased (competitive) motivation was
not significantly corelatedwith PsyCap at all (Rodrigue2ifuenteset al). In line with this
finding, persons who amocially oriented to compare their abilities with others vessifs
referent improvemerghowthe difference between performarsased mindsets and mastery
based mindsets; the formerpacts their PsyCap negatively and exhibits poorer mental health
(Yang et al., 2021 Furthermore, worry and neuroticism were bad for Psy@apespecially

hope (RodiguezCifuenteset al). These findings are potent for this present study asebtiey
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cognitive processes such as cognitive appraisals inherent in courage (calculasettrisk
PsyCap, both of which involve approactindsetscharacterized bpositive emabns.

Intrinsic motivation. Intrinsic motivation is innesourcel motivation which results in
satisfaction from the work tasks themsevasotherwords,it is rewarding to accomplish said
work regardless of extrinsic factors such as pay or healthcaeéiteelm one study intrinsic
motivation fully mediated the relationship between PsyCapl(®@s(El-Zohiry & Abd-

Elbaqy, 2019)Entrepreneuriamotivation has been classified in dimensions of apprbasied

and avoidancéased mindset#é\re entrepreneurs pursuing business success because they want
to avoid an outcome or because they wamtt@nan outcomeThose of the approach mindset

are moe likely to experience increased business suah@sso impacts of their motivation on

their PsyCap (Ephrem et al., 202Ayditionally, intrinsic motivatiorshows morémpact on

those high in PsyCap versus those lower in PsyCap (Garcia et al.,\2@1§)et al. (2018)

found that followers need for growth enhatitiee relationship between humble leadership and
PsyCap, likely due tpromoting preexistenttrinsic motivation Perceptions of eaningful

work also contribute to intrinsic motivation and pogtoutcomesGarcia et al. (2019)sed job
characteristics to examine intrinsic agdrinsicmotivation as moderated by PsyChjotably,

they found that their sample participants who were higPsyCapresponded positively to
autonomy and information processing job characteristics whereas those low in PsyCap benefited
less fromthem.Creative seHefficacy andntrinsic motivation are better predictors of service
innovation tharempowering extrinsic faors (Hsiao, et al., 2017 .ostantini et al(2017)
demonstrated that their PsyGafpervention was able to significantly boost Italian public sector

employee PsyCap for the benefit of increased work engagement.
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Growth mindsetln one study of primary scdol teachers, growth mindset positively
predicted PsyCap (Chen et al., 261 %s mentioned above, gwth mindset, as compared to a
performance mindset, is a focus on mastery of information and skills \&rs&xernal focus on
oneds per f odtmatmescWheras intrinsic rmotivatioand growth mindset are
positive antecedents to PsyCap, lack of motivation negatively impacts Psgbémg in
burnout.Growth mindset has been associated with intrinsic motivali@also a focus in
religious study.

Religious motivationNarsa et al. (202Xpund that extrinsically motivated religiosity
negatively predicted individual PsyCap whereas intrinsically motivated religiosity positively
predictedndividual PsyCap. In their study, PsyCap mediated between these two religious
orientations and resultant job streBkis finding encourages religious organizations to tap into
areas where members are motivdtedh within, to inspire them to participabe activities that
energize them compared to activities that demotithem. As persoipb fit is critical in work,
it is even more critical in volunteer situatio®gldiction is another individual factor that
influences PsyCap.

Addiction. Zhang et al.Z021)found that both undergraduate and postgraduate students
in medical Universityexperience a negative relationship between problematic smart phone usage
and PsyCap resulting in learning burnout. Furthermore, postgraduate students exhibited less
problematic smart phone usage than their undergraduate counterparts, indicatimgtivation
in postgraduate students is likely higher due to passion and career path alidimsdntings up
potential for future research on the debated crowding effdere intrinsic motivation is

hampered by extrinsic motivation.
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Personality traits. There is researdndicating thafacets of PsyCap are tethered to some
degree to personality traiés a baseline predictdactors such as extraversion and
conscientiousess (Luthans et.aR007) For instancel.uthans et al. (2019) found that grit and
PsyCap shared medium correlatiowith PsyCappartially mediating between grit and academic
performance (GP4#). In examination of théve-factormodel (The Big Five), kwnwith the
acronym OCEAN (openness to experience, conscientiousness, extraversion, neuroticism),
Bozgeyikli (2017)usd linear regression which suggested that the positive dimensi@»SBA
positively predicted a significant portion of all PsyCap subfaetthite showing that
neuroticism negatively predicté&bsyCap subfactoré mediation model was examined by
Dewal and Kumar (201@ndby GOKCEN KAPUSUZ(2018)with like results.

Dark Triad. Zhu & Geng (2021performed a longitudinal study examining hark
Triad personality traits oprimary psychopathy (genetic and inherent, low emotional activation),
secondary psychopathgrivironment induced, high emotional activation), Machiaaeitm,
narcissism, and the recently added subcomponent of sadism. The researchers faréd that
Triad measures and PsyCap measures, with respect to one another remained stab® over a
monthtimein a sample of college studen&econdary psychopatharough structural equation
modeling, was found to coexisith PsyCap as a more state like construct, giving credence to
PsyCap as a state like variable which other research supports. Primary psychngathy
Machiavellianism negatively predict&bsyCap. While narcissism was a positive predidtbe
findings suggest that secondary psychopathy might be helped by therapy induced increases in
PsyCap This finding also indicates that measurekigh PsyCap (as other research indicates)
are useful irpredictingprosocial behavior rather than antisocial behaarmat sustainable

individual performance.
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Finally, in relation to personality traitgken together these studmgygest thatertain
personality traits may predict higher levels of PsyQdpeimplication isnot thatPsyCaps
more traitlike, insteadthatthe less predictive an individuélsersonality trag areof inherent
high PsyCapmore interventionmaintenanceand developmens beneficial. Another areapen
for explorationis the impact oéxercise on individual PsyCap.

Exercise.Exercise is known to elevate mood and improve cognitive function, there is
considerableesearch in this areH.follows that exercise is likely to increase PsyCap. Chirag et
al. (2022)found thatyogabased practices significantly impacted Psy@aih self
transcendence arsdibjective vitality were impactful on PsyCap. The research indicated that
yogabased practices influence O@Rlirectly as mediated by PsyCap. This research is
promising in tlat it provides the ability to create additional experimental desupich can
facilitate both the measurement of latent constructs as well as physiological longitudinal
measuresThe meaning found in work &soof interest.

Meaningful work. Kim et al. 019)found that employees in Division | sport
organization$ad increased PsyCap from their perceptions of meaningful work and what is
more, th&@ PsyCap fully mediated the relationship between perceptions of meaningful work and
psychological welbeing Thisexpressethat both individuals and organizatiostsould attempt
to job craft work in such a way that it provides the highest level of perceived meaningful work
both on an individual level and at the organizational IeMehse with entrepreneuriatientation
benefit from increases to their PsyCap which corresponds to the strength of their intention to
start their own business@dahfud et al., 2020)To remain balanced, Tan et al. (2019) showed
that social workers, who typically show strong intiinsork motivation may still burnodtom

dimensions of depersonalization and emotional exhaustion indicating that meaningful work alone
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i s not sufficient to prevent bamea®@uti.dertiiltly
development goes a Igrway. Spiritual cognitiveaspects are impactful.

Spiritual intelligence. Teachers who reported higher levels of spiritual intelligence
exhibited increased PsyCap and positive appraisals of quality of work life (Singla et al., 2021).
This meanghat teaches who view their work as part of a bigger picture, overaliifeaning
interpret their work life more positivelyandthiisave a gr eater i mpact in
Paul and Saha (2016h a more qualitative articlsuggest thagpirituality increases academic
performance and resilience among business studeritsance and manufacturing industry
employee PsyCagubfactors werpositively impacted by spiritualitywith all subdimensions
significantly mediating between individuggirituality andnon-violence in the workplace (Sarkar
& Garg, 2020).The strongest mediation was found in the subfactor of resilig@ihigindicates
that underlying belief systems (worldviews) provide an established framework against which the
person isnoculated for hardshjmllowing one to quickly assign meaning and appropriate
responsive behavido specific challenging situationShrestha et al. (202linked workplace
spirituality with reduction in organizational cynicism and turnover intentfswith the
findings above, PsyCap was positively impacted by workplace spirituality. It mediated between
workplace spirituality and turnover intentidndividuals who view their work as part of their
bigger life picture benefirom such a view.

Protean career orientation. An exciting and justn-time concept i¥rotean Career
Orientation (PCO)This orientation classifies individuals who view their work as part of their
life meaningrather than a compartmentalized domaistudy of knowledge workers @hina
showed that PCO was predictive of PsyCap@sythological wetbeing (Li, 2018)lt is

probable thathe future workforce will look more like the trading frameworks of professional

fal)
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sports organizations versus their presenicture okerial onboating processeand
preventative employee retention mecharsisoch as extrine factors designed to provide
stability. Future organizations may neednasterrapid alignment oindividual intrinsic
motivation with organizational outcomes.

Self-leadership. Selfleaderships a social cognitive process of examingmyironmental
feedback against individual effort and thought procedsés. i s | eadi ng oneself
performance results based on desired outcomesleadiérshipvasstudied in the context of the
global COVID-19 pandemic and its ability to incite PsyCap for proteetigalth behaviors
(Maykrantz et al., 20215elfleadership impacted PsyCap and job embeddedvigks PsyCap
partially mediated between the two (Pilletyal, 2020).Although not listed as a separate
category, selbtarting behavior positively impacts PsyCap, such that the additive effeaif-of
starting behavior and PsyCtgmether were a better predictor of selihployment among
Nigeriangraduates (Yonla et al., 2018gelf-leadership and mindfulnegapacted PsyCam
Kotz& €£018)study where PsyCdplly mediated betweeself-leadership and the work
engagement dimension dédicationwhile partially mediating betweeself-leadership aththe
work engagement dimension of vig@he study is yet another indicating that PsyCamis
antecedent of workkngagemengnd the author rightly nagehat future interest in this
relationship as well as reigniting sédfadership is warrante¢tz€,2018).

Work engagement.Vigor, dedication, and absorpti@me undoubtedly related to PsyCap
with some studies showing engagement as an antectkmsyCap as a mediatMartinez et
al., 2019 Mazzetti et al., 2016Fan, 2021)Work engagement in emergency healthcare workers
positively impactedheir PsyCap and partially mediated between five dimensions of quality of

work life while exhibiting full mediation with the dimension obntrol at work (Gupta et al.,
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2019).Work engagmentappears instrumental in boosting PsyCap of healthcare workers to
create positive patiemixperiences (Shaheen et al., 20118general, work engagement seems to
possess the additive effect of negatively prediotimgployee turnover while positively

predicting employee PsyCap (Gupta & Shaheen, 2@till) otherstudy demonstrates that

PsyCap predicts work engagemand that it is through PsyCap that employee performance is
more impacted (Witasari & Gustomo, 202BJture study may show that the twe dyadically
related and situationally influenced wherein they tiaflaential weightper keyfactors,or they

vary in the magnitude of their reciprocal impatip.to this point, individual antecedents have
been positively impactful. Yet, like leadership there are individual dimensions which negatively
impact PsyCap.

Workaholism. Lanzo et al. (2016)n a sample of highly educated eastern U.S. workers
discoveredhat workaholism negatively impacted PsyCap. What is piregCap fully mediated
between workaholism and inciviliff.tanzo et al.)Also, there was a positive correlation between
workaholism and management positions; it is noteddignizational climatand culture
influence perceptions regardimgrk expectationgLanzo et al.)Likewise,Moyer et al. (2017)
note that workaholism ismix of internal and external influential factovghere PsyCap was
negatively impacted by workaholism, it was positivediated with personal accomplishmant
contrast to workaholism which was not significantly reldatedersonal accomplishmerithis
highlights a counterintuitive relationship for research. Are components of woid@helated to
poorpersonrjob fit and perso+organization fie Why are those suffering from workaholism
exhibiting sunken costs into work they loath? Lasthsidering leadership impacts on PsyCap,

research in this ardsetween workaholisandPsyCap is much needddow areleaders
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working to shape healthy environments whicbmote both work and life domains? The need
for PCIl 6s becomes apparent.

The next section provides an overviewtlod PClswithin the last five years (2016
2021). These studies mostly represent infeddderimental and quaskperimental designs. They
are important as they shed light on developing processes which are influential in increasing
PsyCap and its beneficial performance outcomes.

PCls (Psychological Capital Interventions)

Bonner (2016) showedsdarong correlation betwedtsyCap and work engagement; the
results of onavay ANOVA calculations indicate that PsyCapisantecedent to work
engagement. Bonner recommended future interventions to demonstrate experirttentally
PsyCap impacts on nurse tka@ngagement.

Goal-oriented. PCls have shown empirical evidence and future promise in their ability to
influence PsyCap increases in individuals. The studiesredteeatedhat PsyCap is domain
specific, and interventions focus on specific focal domains through which to increase PsyCap.
One of which ighesetting and acquisition of goals. For example, Fontes (2021 gosd¢d
settingas a theoretical framework for coachsupjects in measuring longitudinal effects
showing that coaching increased PsyCap as compared to a controlrarp(2019) showed
thata PCI can be used to increase PsyCap for developmental outcomes; notably, the treatment
group showed significambcreases in PsyCap at the posttest measitihethe comparison group
(d=.79 large effect size Corbu et al. (2021) showedmparable resulis a micreacoaching
intervention as well as finding that gaalated efficacy predicted goal acquisition. Se#frning
through online methods showed promising results with an increase in PsyCap across a

heterogeneous sample; also, the sample set was of collectivistic culture showing that PCls appear
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globally relevant (Da et al., 2020). Computerized methods for &@lgre a level of control that
is not possible between trainefdong the lines of using technology for PClIs, gamification is
also gaining influence for positive motivation and exponential outcomes (Luthans & Y-oussef
Morgan, 2017). These have the commimene of motivation.

Job seeking.PCls appear to aid in job acquisition. A PCI for job seekers indicated that
the intervention group did not receive more job interviews but when they did were more likely to
acquire the job; the authehareghat PsyCap plged a role in job seeking behavior as well as
personjob seeking fit (Georgiou, 2021). Job stress and job insecurity have been positively
impacted through PCI as well.

Job stress and job insecurityatnaik et al. (2021) were able to significantly increase
PsyCap while significantly decreasing job stress and job insecurity in a treatment group as
compared to their control group which received a decisiaking training.

Job satisfaction. SoaredMarqueset al (2021)studed the impact of a micrantervention
to influence the PsyCap of flexpatriates, workers who travel back and forth overseas but remain
in either locatiorless than six months typicallPsyCap was significantly increased in the
treatment group. The researcheenta step further and performed a moderation model
indicating that PsyCap is indead antecedent in job satisfaction. Furthermore, the authors noted
thatPsyCapsubfactors ogelf-efficacy and hope increased more at moment one, while resilience
incressed more at momenwo, and finally optimism shoadthe most increase at moment three.
The study does not describe the intervention sessions in high detail which might exylaire
each subfactor increased at which tifileis may be the first study tont atteasng apart the
synergistic effect of PsyCapre PsyCap subfactors antecedents to one another? Perhaps they

are reflexive in naturePhe implications are promising and offer a range of applicable findings
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suitable for people and domain specific applicatidimés study also illustrates the benefit of
combining group comparisons and causal inferentes authors note that adding quatlite
research to their study would have further benefitedixed-methodsesearch designaill
undoubtedlyand substantially increagesights inPsyCap research.

Service industries.A studywas done to test the efficacy of online career counseling and
its impact on career decision makifigne authors showed that the online method was effective,
more importantly, they show that PsyCap and hardiness were predictors of higher scores
regarding career decisianaking (Pordelan & Hosseinian, 2021). Ttakeavay is that PCls can
be incorporated inteervices wherepportunity, growth, and transformation are desired. Where
the customereceivesot only theservice/producbut also increased PsyCap.

Marginalized communities. As with the sociamechanisms of organizations,
communitybaseddrganizations with the strategic goal of developing community members hold
promise for increasing PsyCap. Spdrtsed communitilas shown qualitatively that it creates a
social mechanism whereby PsyCap is insesl and developed (Morgan, 20M®rgan 2019.

A study in Chinese university students who faced the hardships of single parent homes
and economic challenges showed that brief intervention raised PsyCajudkielmore the
sample who endured hardslsipowed significantly higher resilience than the general population
(Liang et al, 2018). Strong resilience was quantitatively evident in marginalized youth in
London UK, providing convergent validity that hardship seems to predict resilience (Morgan,
2018 and that resilience can also be developed via sports organiz&mirts Qteroet al.,

2016)
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Rew (2017helpedhomeless female youth showing the promise of PCls to increase
PsyCapoverall and subfactors of sadfficacy and hopeMost participants werable to set and
acquire proximal goal§ herapies hold promise too.

Therapies.There is evidence that types of therapies may also increase individual
PsyCap. Using ACT (Acceptance and Commitment Therapy), Fang & Ding (2020) showed that
atreatmengr oup of adol escentsd PsyCa@g=80pACTi ncr eas ¢
washelpful in battling depressicend increasing PsyCap for patients with IB&table Bowel
Syndrome; Mirsharifa et al., 201%u (2020) studied the impact of music edigraon student
PsyCap with significant increases ip@sttesmeasure both within and between groups,
however, alpha values and effects sizes are not included which limits the strength of the study.
Rinkoff (2017)demonstrated the promising impacts oémeising mindfulness to increase
PsyCapPClfocused orbuilding PsyCap to decrease clinical depresstmwed positive results
with large effect size§Song et al., 2019A promising area for researchlongitudinal measures
and trendingf PsyCapn counseling practice®?api et al. (2017) indicated tHaibliotherapy
increases PsyCapgarean and Latifi (2020) used sékaling therapy and practice of prayer to
increaseboth PsyCap and distress tolerance in a sample of females whose hesthénitid
SUD (substance use disorddr).a yogabased experimental desigrarticipants showed
significant shifts in selfranscendenc&syCap, and subjective vitality with PsyCap as a
mediator (Chirag et al., 20228 0th spirituality and exerciskasednterventionanay show
themselves useful in promoting PsyCBgI metaanalyss hasrevealed results.

Meta-analysis.Lupsa (2020) performed a medaalysis of PCls. Some key findings
emerged. First, overall effect size was small, indicating room for mepment in the structure

and execution of PCls. The ability BCIsto increase overall PsyCap was not as noticeable as
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their ability to increase single subfactors. Of the subfactors most susceptible to influence, hope
was the least. Lupsa (2020) statesl#o& of hope focused interventions as a possible cause.
Further, studies with a waiting list control group versus passive and active control groups
demonstrated larger effect sizes, this is to be expected, as has been expressed in this manuscript
PsyCaps also a social contagion. Active and passive control groups may still experience
influences on their PsyCap, something also speculated by Lupsa. Of the four PsyCap subfactors,
resilience seems to be most impacted by PCls. Lupsa noted several types tdrRIiGds

complete list please see the article. Worth noting, th& Jdodel interventions did not appear
impactful in any of the studies. A major take away emerged.

Lupsa(2020)st at ed the foll owing, dlt is really i
that are indicated for an intervention to work and to trigger the necessary mechanisms, to
understand those mechani sms and hS8tmtmantaed out co
YoussefMorgan (2019)performeda PCI to reduceafety cynicism resulting in increased work
safety across industriefgirther, it is believed that using a specifivethodological process in
PClisis applicable tany goal(p. 18). As anotheexample, amindergraduatstudy was
successful in significantlincreasing hope in a treatment group as compared to a control group
where the salient focus in the treatment group wassgttihg( O6 Re i | | y hint&hatl 6 ) .  Th
the interventionds titl e andthesngpactitesobdctor§ ocus pr
specifically, and this is especially noticeable as the total sample size was 26&o of
recommended a priori samples has been demonstrated in many of the esessional
mediation models, PsyCap appears to have a reflexive natuiestamce, where PsyCap is
high, authentic leadership has less imp@ftile PsyCap has been shown to be a predictor of

well-being, wellbeing appears tpredict PsyCap as well (Chen et al., 21Research
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demonstrates that a multidimensional approachhebest odds at increasing PsyCap. In other
words, PClIs need to incorporate validated measures of environment, social, and individual
factors as key predictors of R@eturn on investmengnd ROI longevity. A PCI wilfizzle out

if environmental and $ial aspects of the organization preclude an ongoing support mechanism
otherwise individuals are likely to return to their natural PsyCap levels. Levels which are
indicative of individual and organizational zeitgeist. Where organizations are charadbgrized
high PsyCap members this is not an issue, but it is the very organizations that need PCls which
are representative of a needed multidimensional approachis yet aotherreason for

additional longitudinal research to tease apart PsyCap antecditeatand PsyCap trends.

Most PCls follow the traditional PCI modahd consist of micrinterventions versus

longitudinal interventionsyhile they are significant the average effect sizes are small and range
from 207 4% on averagand these increaseave been visible anywhere from two weeks to six
months post interventiofalanova & OrtegdMaldonado, 2019)While the effect sizes have

been small, the fact that the micro interventions produce a significant impact shoaldage
discovery @ increasingly proficient and potent methods to generate larger effectlizgsto-
interventions whichiequirebetween I 2 hours over 1 3 instancesre capable of significant
increases angustainability then longitudinal approaches that impactitttividual level, social

level, and environmental level should produce significant increases in average effect size and
duration.In close of PCI review, Guangyi and Shanshan (2016) present a balanced view of
PsyCap, expressing that it is not recklesshsas the difference between sefficacy and

arrogance or optimism and ignorant positivity; they make a valid point that PCls can benefit
organizations by producing measurable respltsfessionaaccountability Lastly, Le Blanc and

Oerlemans (2016)nireflection on PCl$ocused orstrengthshased and happinebased
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interventions sharehere are prerequisites for best results. Thesa bedief by both leadership
and emploges that investment in the wdlleing of the individual is worthwhile whick i
exhibited in willingness to invegt and maintain environments conducivestaployee well
being (e Blanc & Oerlemans, 2016

Academics.PsyCap interventiois also beneficial for students. College students appear
to gain PsyCap amaddedconfidence to learaia well-designed interventions (Zhao, 2020).

Antecedentand PCI Summary

It needs to be noted that the bulk of these studies are not experimental inagiesign
therefore rely primarily on structural equation modelling, regression analysis, and boot strapping
methods rather than conditional group comparisons. This is not so much a critique as it is an
observation and points out that additional studies arareghaf an experimental design. The
mainstay of PsyCap antecedents here are inferred rather than deduced. Most of the data
collection is cross sectional rather than longitudinal. Still, the mirth of research here represents a
massive opportunity to takenabst any of these studies and convert them to experimental forms
which would provide bothhesearcherand practitioners a plethora of empirical findings by
which to revolutionize organizational health and performance.

Theatrticletitled,i Ps y ¢ h o | iba ArcExitlenceBaaps ed Posi t,i ve Apprc
authored by Luthans and Yous#é¢brgan (2017)s considered seminal on tstate of PsyCap
Of itsvaluable insights, persistent and salient foci is the need for environments where the
HERO withinandthtii EROG6 s e n v i r gcoaperataynergistitalyto pramote the
aggregateffect of PsyCaprhe environment with its culture, policiedimate, leadershipand
theindividual with positive appraisalplay a gadic-effortful andpositivelyreinforcingrole

(Luthans & YousseMorgan, 2017)Luthans and Yousséflorgan (2017)yeview the value of
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PsyCap as an evidenbased construct which produaamcreteROls, a newevel of
accountability brought by practitioners.

One of the most exciting aspects of Psy@éych ispossible due to its empirical quality
is the move toward pragmatic angbrocessbasedyrouping of antecedentBitichat et al. (2018)
examinesseveral environmental and social antecedents to leader Pdg@alppmentin one of
the handfulof qualitative studiespneparticipant partaking in a PCI training intervention
suggested more practibased activitiegKalman& Summak 2017) Researclhin grouped
antecedents will help practitioners to engage in effective additive approaches to iRcyg2ap
based on direct and indirect effects between variabedate, group interventions show their
value as reviewerh the priorsection Manyauthors have mentiondlde escalating rate of
change in the workplace will require future workers who are high in PsyGaguch,
individuals who canintentionallyintervene boost and monitor their own PsyCap proactively
will be of premierecompetitiveadvantagePillay et al. (2020) suggest integrating professional
psychologists who can offer cognitive behavioral therapiéstsformembedded negative
schemasThis promising vision for the future iseyond the scope of thiissertationbut this
study hopes to inspirpursuit of procesbased antecedentghich people cafeverageo
contribute to theiworkplacesand their overall welbeing.PCls will help lead the way with
validation, refinement, andnovationby teaching persons to execute their own personalized PCI
programs.

It is not surprising that PsyCap frequently shows itself as a full or partial mediator
between antecedents and peniance related outcomés.fact, it can be no other way, this is
embodied cognition, the inddual is inextricably tied tdheir own psyche and their experience

of the environment through neurological mechanigamlerson, 2015JThought itself is the
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subject of studyand what is more, metacognitidrsyCap hatapped into the native neurological
functions of the brain and the deep human ne¢hrice. The same can be said of couraggere
follows the biblical foundation for this study.
Biblical Foundations of the Study

All scripture used isaken from the New American Standard Bible (1971/202@)ch is
classified in a group of translations from the original texts as a word for word transkitikel
& Jantz, 1998)Such a translation is important in this study as the original meaning of the word
is crucial considering thgpecificmeaning of hope, seéfficacy, resilience, and optimism in
PsyCap subfactor definitions.

The biblical narrative is replete withemes otouraggincludingsocial couragehope,
efficacy, resilienceand optimismBut why is a biblical foundatioworthy of merit considering
the constructs in this studyhd Bible is an accurate depiction of the histibocuments
(Bickel & Jantz, 1998)Bickel and Jantz (1998) nat¢he following regarding this magnificent
piece of literatureOf t he A anci e ntobpiesohtimeNewTestamensinthe5, 0 0 0
Greek languagexist (p. 29)McDowell (1977), one of the greathristianapologists of theo"
centuryexplains that pesecularstandardsvhich deem a literature authentic and trustworthy, the
Bible outperforms the meager number of manuscripts and wide scopingetagen copiem
othercommonly accepteliteratures such ake history ofThucydides and Herodotus
Ari st ot | and Ga spahistirs ottlse Gallic warOf special note, the commonly
acceptedliad is representative of 643 copies as comparedl the discovered manuscripts of
theNew Testamenin variouslanguages 2 0 , 00pi€s as of 1974McDowell, 1977) In
addition tobeing an accurate account of the ptmsmost critical portion othe Bible is the

historical account of the identity, birth, death, and resurrection of Jesus Shosiel (2005), a
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professional investigative journalist before his ministry career, exprédssdadllowing after a
two-year indepthinvestigation othe life of Jesu€hrist

Al became convinced thédtyou drill down to its core, Christmas is based on
historical reality) the incarnationGod becoming margpirit taking on fleshthe

infinite entering thdinite, eternal becoming timb o u n d . ltds a myste
by facts that | now believed were simpl t 0 0 s t r oSirgbelt2005pp.gnor e 0
98-99).

Consideringall thesefacts,the Bible is unique in that dontains both fulfilled prophecy and
future prophecy. In the Old Testament there are multiple instances dvieeschirth &nd death
were preditedthousands ojearspriorHundr eds of pr ophecincladng r egar d
details such as His birth and lineage were fulfil@de ofmany instances| s ai atButs 3: 5, A
He was pierced for our offense$e was crushed for our wrongdoinds$ie punishment for our
well-being was laid upon HinAnd by His wounds we are heal@dew American Standard
Bible, 19712020. This prophecy was an indication to the type of sacrificial death Jesus would
endure Waterhouse (2003)ited that25% ofthe books in the Bibland 1/50t he Bi bl e d s
contentis propheticTaking then as a subsequent conclusion that the Bibiatisandbased on
the documented resurrection of Jestugredicts the future of humanitits authorityhas been
positivelyarguedherefor discussion of the constructs from a biblical foundatidewving set
forth the Bible as authoritativéhe biblicalworldviewis discussedo facilitatethe value of the
constructs of social courage, hop#icacy, and resiliencas exhibitedvithin the biblical
narrative

Contemporary theologian Sproul (20G@ated thasince the origination of philosophy
h u ma nqueésyt@xplain itsbeginningis presentThe late Sire (2015tated that every person

has a worldview, that which thdelievet o b e @ r el2T).IWorldviesvasithe waly that

one explains life and its meaniagd what is ultimate reality. It amers such questions hew
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humankind cameto existence, how humankisthouldbehaveand is there existengmst
physicalcessationThe Bible answers these worldview inquirtesough whatVolters (2005)
termed t he fgr and TheBRBiblicalé&Story, paeao6)Samply, GddereaBed thd e  (
world andeverything living on and within itGreation). Humankind disobeyed God lgiimg
suffering(ultimately physical and spiritual deatltpnfusion(darkened minds)and wickedness
(desire to act c o nntortha woyld subjugathduluée genenations (Thel a w)
Fall). Jesughencame incarnate into the worlidilly human and fully Godandsacrificed
Himself asa substitute téulfill thejust demand of beinthe Holy God; He rose from the dead
and ascended into heaveafter whichsendng the Holy Spirit toindwell all who believe in Him
granting as giftlife everlastingstarting immediately with eenewed mindJohn 3:16Romans
12:2; Salvation Redemptionand Sanctification Jesus will rairn to abolish evil and forever
establish a perfectewworld andcorrespondingxistence free ahe aspects of the Fall for all
who believe in HimAt presenthumanity lives with theffer of salvationn thefallen world.
This context is the essential backdwmithin which to discuss the constructs of social courage,
hope, efficacy, resilience, and optimisrmsed onltimate reality and eternitfzromthebiblical
worldview, theFall, Salvation,RedemptionSanctificationandEternity bring prolific meaning
to the constructs afocial courage, hope, efficacy, resilience, and optimism.
Biblical SocialCourage

TheBible doesnot specificallymentionsocialcourageasaterm,but it doesexhibit
ampleaccountf behavingcourageouslylespitesocialpressureTheword couragevasused
for the biblical word studyin this section.Theword existsin theformof i ¢ o u rom g e 0
i ¢ o ur aig4Obinstancesn totalin the Old andNew Testaments(The StrongesNASB

ExhaustiveConcordance2000).Like someof the otherconstructsn this biblical word study,
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theroot definition of couragen the Greeklanguagesharessomeroot wordsassociateavith the
otherconstructsNamelyHupostasiandParrhesian the categoryof efficacy.For a detailed
listing of Hebrewand GreekwordsentailingcouragepleaseseeTableC1. A synthesized
definition of couragdn theBible is aresolute formidable,determinatiorasthatof ahornonan
animalthatdefendsitself. It is theideaof a positivementalstateof goodcheer joyfulness,and
consciousnoralgrounding Biblical courages a mentalstatethatis often proactivelyinstituted,
to intentionallyembolden/strengthemneselft is somethingdeliberdely acquired(e.g.,1
Samuekl:9; 2 Chroniclesl5:8;2 Chronicles32:5;Psalms27:14;lsaiah35:4; Mark 10:49).
Couragds somethingoneactivelytakes.
A A rhdsaid,6 Y avho aretreasuredgdo notbeafraid. Peacebeto you; take
courageandbe courageos !'NOw assoonashespoketo me, | felt strengthened
andsaid,6 Mamy lord speakfor you havestrengthenedh e . (Retv American
StandardBible, 1971/2020Daniel 10:19)
Like efficacy,couragdn theBible is oftentied to a centeredeliefin therighteouscharacteand
omnipotencef God.ConsideMoseswordsto the Israelitesn the Exodus,ii B ®rongand
courageousjo notbeafraidor in dreadof them,for the LORD your Godis the Onewhois
goingwith you.He will notdesertyouorabandory o New AmericanStandardible,
1971/2020DeuteronomyB1:6).Biblical socialcouragés to exhibit courageousehaviorboldly,
pressinghroughfearwith confidencan anoutcomedependentiponGod. For the Christianin
manycircumstances positiveoutcomein the presentife is notassuredbutitistheChr i st i ané s
duty to actcourageousliyonethelesdyavingconfidencan eternity.Whataresomeexampleof
socialcouragen theBible?
There are many examples, such as Shadrach, Meshach, and Abednegbéddteng

furnace because of their refusal to comply with the social pressure to worship the image of
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Nebuchadnezzar (Daniel 3). Another is the account of the resolute preaching of the gospel by
Christians in the New Testament despite being subjectedpigsonment and maltreatment
(Hebrews 11:38). While these are potent examples, mMI&@ unless in the fields of
emergency service, law enforcement, and military industry involves more subtle and less salient
forms of courage such as voice behavior amsying an endeavor when the social majority does
not believe in it (Detert & Bruno, 2017). Therefore, a prime example of social courage in a
workplace like environment is found in Daniel 28 where once in captivifyDaniel refused to
eat food that copromised his belief system. He exercised courage through prayer and the
willingness to communicate his needs despite the real potential for loss. In a modern setting,
imprisonment is an unlikely consequence in most scenarios, however loss of sociabaffilia
prestige, and pay for adhering to oneb6s mor al
courage is most often witnessed in the form o
Testament, professing a biblical worldview with Jesus Chsishe Savior of the world. Like
hope, efficacy, resilience, optimism, and overall PsyCap, social courage is substantial in the
biblical narrative. Having discussed biblical social courage via spiritual framing this discussion
now turns tahebiblical PsyCap subfactorandthenbiblical PsyCap as a whole
Biblical Hope

Noticeably, manyf the antecedent articles cited in this dissertatmealechope and
efficacyasstrong predictors of PsyCap. Fox et al. (2018) statéukiin study ofspirituality,
hope, PsyCamnd employee performande, An abi | i t y idgwoseramdrs@dve c |l ear | vy
problems is critical in helping to achieve goals and understand what type of behavior is needed to
achieve goals, thus providing a foundation for the development of pathways necessary for the

PsyCap facetofhope ( Fox et &.IThe wordnQhe ®rm off h o fuged as either
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noun or verbis foundin 130+ instancespanninghe Old and New Testaments (The Strongest
NASB Exhaustive Concordance, 2000he Old Testamens written in Hebrew and thew
Testamenprimarily in Greek (Bickel & Jantz, 1998 Discussingall instances of hop®und in
scripture is beyond the scope of this stustill attention is paid to the root meaning of both
Hebrew and GreelanguageKey passages that highlight hdpem thebiblical worldview
themes are incorporatdéor eactconstructthe original root meaning of most of the Hebrew
and Greek words are analyzextept where they are names of cities or historical figures.
Utilizing anonlineBible studyportfolio, mainly Old TestamenandNew Testament
lexicons eachconstructwasexaminedbiblestudytools.comm.d.). Therewerel2 Hebrew
derivativesof hopeandfour in Greek For a detailedlisting of HebrewandGreekroot wordsof
hope pleaseseeTableD1. Theoverallmeaningof hopeis summarizedere.Nullens(2018)
showshopeis coretotheC h r i sdpensystémaorldview, citing the ApostlePaul,i N o w
maythe Godof hopefill youwith all joy andpeacen believing,sothatyouwill aboundn hope
by thepowerof theHoly S p i (New AtnericanStandardible, 1971/2020Romansl5:13).0n
thewhole, hopeasportrayedn the Bible meando wait, to expect Nolzen(2018)described
PsyCaphopeashavingagencyo n eabilgy to look forwardandrecognizepathsby whichto
achievegoals Similarly, while the Bible definition of hopeinvolveswaiting, it is nota
despairinghelplessind of waiting. Many of the root meaningsienoteto wait expectantly,
confidently,in security groundedn belief of a positiveoutcome In otherwords,throughbelief,
to maintaina joyousattitudeandexercisaeflectivebehaviorsof suchattitude.Onedefinition
renderechopeastheabsencef careorworry.fiP e r i k e js hopdastheideaof ahelmet,
metaphoricallyguardingthe soulin its hoperootedin salvation Within the New Testamenthe

word in Greekoftendenotesa strongthemeof hopeplacedin the personof JesusChristfor
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salvationandeternallife. It is trust,confidencan thebiblical narrative thethemesof salvation,
redemptionandsanctification. It is looking forwardto releasdrom the Fall into eternity. The
biblical definition of hopemirrorsthatof the hopesubfactorof PsyCapin thatit is agentieactive
hope An addedaspecis thatbiblical hopeis rootednot justin accomplishinga postive future
(outcome) putit is rootedin trustandconfidencen the characteeandpromisesof God.
A T i q deachb®hopeasacord,it is hopeattachedo thebiblical worldview of a holy, just,
andgraciousGod Thisis notaview far removedfrom focusingon positiveorganizational
scholarshipn theworkplace It is to saythat God sovaluedhumanityandthe original reflection
of His charactethatHe diedto redeemandrepossesthatpositivereflection(John3:16). As it
pertainsto PsyCapwhenChristiansput their hopein perspectivethey canshowgreatbiblical
hopemanifestin joyouspositivebehaviorslespiteobstaclego ideallife anddignified goals
Oneof thedefinitionsof hopementionedabovewastrustandconfidence.
Biblical Self-efficacy

The Bible has much to say regarding pride andwetthip(1 Peter 5:5|saiah 14:12
14). Perhaps no other areaso confusingvithin Christian circles folay parishionerghan the
integration of sekefficacy, thevalueobne 6s ef forts, and the mainte
Simply, selfefficacy can be confusing for the Christian. Extremes typically range between self
deprecatiorandgrandiosity As exampl e, statementsé aGo#efi Al t
helps thosevho help themselvesSelf-deprecations seeminglymore acceptblesociallyand
oft confused with humility. Howevehoth extremes are pride manifest in oppaséeds of a
spectrumBoth avoid vulnerability and relational connection with Gibds easyto exercise
extremes but much more difficult bmlance efforandsubmission tgarticipatinginGod 6 s p |l an

for the individual.This balanced obedience and effort requin@gerabilityand involves real
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potential gain and los8Vhat does the Bible saggarding selefficacy?First,a summative
meaning of confidence in the Hebrew and Greek language is reviBvagdthis summation and
the use of aexample narrativea substantiveand balanced view of sedffficacy can be

established.

Like PsyCapsubfadors, hope and confidence appear synergistically related in the Bible.

In fact, five Hebrew words and one Greek wdrold shared maningbetween hope and
confidencewith strong themes of trudtor a detailed listingf Hebrew and Greek root words of
confidenceplease se@ableELl. In total,the word is used 50+ times in the Bilohethe form of
confidence, confident, and confiden{ljhe Strongest NASB Exhaustive Concordance, 2000)
The biblical definition of efficacy (confidence) in the Bildennotesand immovable mental
resolve, a formidable truahd assuranda the character and work of Gdsuch biblical

efficacyis marked by direct and clear communication and bold (not prideful but unashamed)
behaviorcongruent with underlyingelief. Most confidencenstances founadh theBible refers

to trust and reliance in God as noted byHlebreww o r Be sfodei aho and t he
APi s t s selkefficacyversus generic efficaggvident in the Bible?

Y e saAd na Efficacy isnot present in theense that one is ever to be completely self
sufficient, onedagodownn eodrsi goiwidn theootinef Gasul cothcad .
figures are shown to be confident in their abilities and subsequent aagitied to their origin in
God. Knowingfull well thatit is God who has supplied them the intellect, physical prowess, or
whateveresourcesiecessary to reflect His glory in their lives. Two examples from the Old
Testament are available to illustrate the difference betagemely humanistiefficacy and

godly self-efficacy.
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InJudges 131 6 t he st ory aofd. S8napsop was giftedwith i f e i s
extraordinary physical prowess. So much so that he could not be bound by any earthly, material
he effortlesslybroke anyrestraint Yet,to keephim from a humanistic seblufficiency, which
would notbegoodforhinGod ti ed Sampeomibs BBareng$ampsonods
be cut or he was to lose lEgength. This weakness was a blessing in that it was designed to
ensure Sampson remad inrelianceon God using his strengthtoserve Gachd Godds peop
ultimately what would have made Sampson the most fulfilleéeé. account tells how Sampson
used his strength for sedkrvingand immoraburposes, caring little for the reflection of his
hedonistic behavicexhibited inthe strength that God héatessed him withAfter being
subjugated to the Philistines in the formmprisonment and disfiguration Sampson reaches out
to God and God gramSampson one last agt strengthto bring justice on his captors. The story
is an example ddelf-efficacy the Bible does naisteem. In contrast to this purely humanistic
confidence, King David provides an examplata balance between effort and sussion to
God as the origin and di.rector of oneb6s talen
As a shepherdefore his ascent tong, David encounterealion and a beaboth of
which hewas able to slay to ensure the safethaof s f sheep{leSandusl 17)However,
unlike SampsorDavid did not confuse his Geglven athleticisnmas asolo manifestoThis is
evidentinDavi déds own words. He describes that he w
at the same time he describes killing the lion and bearsasing act by God on his behalf (1
Samuel 1734-37).David was confident in his ability on the battlefield because he had
participatory experienc&hen he witnesse@od work with and through him for victory. This is
reflected in another statement magelavid

fiBlessed be the LORD, my rock, Who trains my hands for war, And my fingers
for battle; My faithfulness and my fortress, My stronghold and my savior, My
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shield and He in whom | take refuge, Wh
American Standard Blb, 1971/2020Psalms 144:D).

At this moment in his life David demonstrates godly-gfiicacy, a confidence in the way God
had shaped him from birtfgenetically)and the experiences hechahile shepherding. These
two accounts, Sampson abdvid, help illumnate a conclusion regarding biblical sefficacy.

The conclusion regarding biblical seifficacy is that it is always rooted in the
AiBesodeamidaMd®i sti so, trust and assurance in God
creationand the promise of salvation, redemption, and eterfitg.Christian exercisingodly
selt-efficacy can take joy in the abilignd belietto impact an outcome according to the way
God has fashioned them withaxcludingGodor stealinghe credit ultinately dueHim. Godly
self-efficacybringsjoy resulting in participatom n oned6s pur posaeain Godos
reflection of His greatnesh.is confidence in cooperating with Gadd Hisunique design of
each individual (Psalm 13P4). It is notsel-deprecatiomor grandiosity, instead it isumility,
and accurate view @ineselfand r ol e t o play in Godds bigger i
RedemptionSanctification, and EternitiNext, the discussion moves to biblical resilience.

Biblical Resilience(Perseverance)

In searching the Old Testament and New Testament lex{bdrsstudytools.com, n.d.)
no results were returned f olfMheordireeMertasBebstef fAr esi
dictionary liss the word perseveranes a synoym ornear synonym for resilience (Merriam
Webster, n.d.)Perseverancmay not denotéhedimension ofio o u n ¢ i nag notecic thed
definition of wRenlpeSehly probems ahdiadvarsitg sustdining and bouncing
back and evebeyond (resiliency) to attain success ( Lut hans et eslno, 2015,
doubt, contain the dimension of sustainfagattaining succes®erseverance is not a stretch for

a biblical foundation oPsyCap resilience and shares characteristicsguittra toughness.
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Perseverance denotes forward effort in the fachfi€ulty. There were no results for
perseverance in searching the Old Testament lexicon, however there were results in searching the
New Testament Greek lexicortsor a detailed listlpase refer to TablEl. In general, the New
Testament definition of perseverance is a patient endtirioggh hardship. It is eollected
mentalfortitude, a constancyhatis unwavering, determinetlVhat are a few biblical examples
of resilienc®
There are manywo areimmediatelysalient The first is found in the Old Testament in
first Samuel 3Qvhere King David and his army returned to the cityikfag. Upon their return
they discovered that an enemy force bached the structuseand abducted the women and
chil dren. Dav i d oappearedmmpiremtly willnd to engagerirstoaimgdim in
response. Yet, the narrative stateg,tifavi d was i n gr eadevatsantd r e s s 0
t he men s,6BurDawdpetisntsree ngt hened i n NdawhAmeritcaO RD hi s Gc
Standard, 1971/202Q,Samuel 30:6 Like biblical confidencethis example of biblical
resilience is rooted in the belief of God, God capablerestorative outcome. David found
resilience in his belief in God and the past experiences where he had wilBesskd s o ut c o me
ConsequentlyKing David and his men puigd overcame their looters, and recovered everyone
and everything.
The second instance that comes to mind is that of Jesus himself as descdhbddaw
Testament irHebrews
fAiTherefore, since we also have such a great cloud of withesses surrounding us,
|l etds rid ourselves of every obstacle a
|l etds run with endurance the race that
originator and perfecter of the faith, who for the joy set before Him endured the
cross despising the shame, and has sat down at the right hand of the throne of
God. For consider Him who has endured such hostility by sinners against

Himself, so that you will not grow weary and lose hefxew American
StandardBible, 1971/2020Hebrews 12t-3).
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Jesus(God incarnatef was He Himself who created the world and all it contains (Psalms 24:
2). In patient endurance (perseverandeyemained steaky situated in time and space
(incarnate)while Hisown creation, in wickedherciessnesgssaulted Him physically and
psychologically.This account illustrates that resilienzan also be bouncirfgrward, pressing
throughreal time inpresent intensdifficulty. Jesuspeing in very nature God, did n@&aoil
from the task of the cross, butealculatedcognitive appraisal as demonstrated in His prayer to
God the Father in the garden of Gethsenmnsuedithejoy set before Hird (New American
Standard Bible, 1971/2020, Hebre®&?2).So far, hope, effigcy, and resilience (perseverance)
have beemliscussednext ishiblical optimism.
Biblical Optimism

A search obiblestudytools.com Old and New Testament lexiaetsrredno results for
optimism. However, the definition of optimism is t#00 | addoctririie that this world is the best
possible worldo and fAan inclination to put th
events or to anticipate the best possible outcoMérriamWebster, n.d.)The latter definition
practically mimcsthedimension of thésyCap definition of hopehich incorporates
Seligmandés (2006) explanatory style, where go
and poor outcomes are tearpry and due to external factoAssynonym or near synonyfor
optimism is hopefulness (MerrialWebster, n.d.)Therefore piblical optimism here ixpressed
from the biblical worldview grounded in hopefulness. An explanatory style that viewstlte
and its past, preserand future eventsoth at the global and individual levgglounded in the
hopefulness of the themestbt Creation,Fall, Salvation, Redemption, Sanctification, and
Eternity(Romans 8:28)From a secular perspective the biblical worldview may apie¢alistic.

For certain, legalism may have engendered a senskilbfiaal worldview is consumed with
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humanityp sin giving a sense that humankindvisrthless and purposeledsis relates tahe
accurate conception of smdngone@imthe eblicaleffitacyy i dent i
section regarding extremesmmide, selfdeprecation on the one extreme and grandiosity on the
other. TheFalgi ves t he ac c odescentimdepatatiomfeom &od,rbdtld s
psychologically and physicallyt is a Shakespearean tragedy nodéuibti nus t he tragi c
ending Creation,and thefFall that is,the beginning scengsot the endingThe good news
(gospel) of the biblical worldview is not a focus bumankind separation from Goblecause of
sin, as serious as its consequencegRoeans 6:23; psychological and physical dediather
itist he account of Jes us,dhe fongivenessfoi sk anad the rastorchtiom e s u r r
of personal relationship betwebnmankindand theCreator It is the promiseof a new heavens
and new earth and heavenly bodies equipped to thetas&rnal existencgHebrews 1:12;
Revelation 21:45; 1 Cornthians15:4244). The biblical worldviewknows that this is not the
best possible world, but the new world to camé his is theassuredate of all who believgthis
is the biblical optimism of Christians wispanthe globe As with all worldviews, liE meaning,
and alllife events are synthesizadview of a righteous God redeeming His creation unto eternal
life (2 Corinthians 5:19)At this point biblicathope,- efficacy,-resilience(perseverancepnd-
optimism(hopefulnesshave beemliscussed. What does a general definition of biblical PsyCap
look like?
Biblical PsyCap

Chapter one detailed the overarching definition of PsyCap and its subfactbiens et
al. (2006)al so stated t he f olHbowewern Rsyapgeeg beyodd haongan Ps 'y Ca
(‘what you know") and social (‘who you know') capital, and is more directly concerned with ‘who

you are' and morienportantly ‘who you are becoming' (i.e., developing one's actugal éelf ( p .
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388).In psychological terms th islabeled seHactualization, achieving in life n efudl &lentity
andpotential Selfactualizatioris viewednegatively by many ChristianRightly so if it is
rooted ingrandiosity as mentioned earlier as a facethe spectrum gdride.Yet, pride and
confidencearenot synonymous but different states of miAdtualization,biblical PsyCapjs
somethingdifferent as wellit is achievingwith theHoly S p i mwork irdtse inner persorg(
Corinthians 4:16)o n e 6 s  jdentitetiedinio thé historical and futurkiblical worldview; it
i s knowi ng who o naed fullsparacgpatirtgindhé gurpase feravhich ore has
been designeflsaiah 45:9)Itistog !l or i fy God t hr oughresourcesarsl per s o
resulting behavigr it i s to parti ci ipdvidwwhichinhetur@odds desi
facilitatesimmensdulfilling joy . This hblical actualization is calledanctification Lewis
(1976)illustrateda profoundly sober contrast betweesanctification and its counterpart
damnationl t coul d be considered oreality andi shly offer
Al't i s a serious thing t @odbdessestoi n a soc
remember that the dullest and most uninteresting person you can talk to may one
day be a creature which, if you saw it now, you would be strongly tempted to
worship, or else a horror and a corruption such as you now meet, if at all, only in
anightmare. All day long we are, in some degree, helping each other to one or
other of these destinations. It is in the light of these overwhelming possibilities, it
is with the awe and the circumspection proper to them, that we should conduct all
our deaihgs with one another, all friendships, all loves, all play, all politics. There
are no ordinary people. You have never talked to a mere mortal. Nations, cultures,
arts, civilisationd these are mortal, and their life is to ours as the life of a gnat.
But it is immortals whom we joke with, work with, marry, snub, and exgloit
i mmort al horrors or ev@®rl asting splendo
Biblical PsyCagpis to becomencreasinglyChristlike reflectinghopefulnessconfidence,
andperseverancé summaryof chaptertwo follows.
Summary

Social couragewith its benefits and antecedents stemming from personality traits and

influenced by moral dimensions and strong emotion were disculsisditerature review has
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investigatedhe PsyCap antecedents prevalaneisearch literature thepastfive years (2016
20217). Antecedents were classified in three dimensratiger thariraditionalhierarchical levels
(i.e., organization, leadership, individualtheyaredimensions of environmental, social
exchange, and individualhe purposevas toalign with acognitive andsociatpsychology
approachindeed, more than half of the cited articles include Social Exchange Theory as a
theoretical groundingnd Social Cogtive Theory islikewisefrequently includedin addition,
PsyCap is growing in popularity outside the workpldoeainand thisdimensional
classification makes it readily adaptablduture research configuratiorBsyCap interventions
within the lastiive years (2012021) were also reviewess focal episodimstances where
researchers positively influenced participant Psys€agving promise for lasting impact
although more longitudinal studies are requifeat. a visual summary ¢fsyCap antecedent
dimensionsand PClgplease see Tablgl. Social couragandPsyCapalong with itssubfactors

of hope, efficacy, resilience, and optimism wexamined from a biblical perspective by
illuminating root word meanings in the Hebrew and Greek langudgedat there are a handful
of studiesbreeching the relationship between courageé PsyCapFurtherthere appear to be no
studies vinich examine the relationshipetween social courage aRdyCap. As such this
dissertatiorshortens thishasmin examnation ofthis relationshipNext, chapter three details

the research method.
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CHAPTER3: RESEARCH METHOD

Overview

This chapter will detail the researapproacheveraged irthis study. Research questions

and hypotheses are reiterated from chapterlatefine the researdtesign.Participant

recruitmentalong with inclusion/exclusion criteria are includ&tudy procedures are detailed

for replicable researclnstruments with validity evidence pertinent to the population are cited

along with operatioalized definitions ofmeasuredariables Data analysisndstatistical

application is reviewedl he delimitations, assumptionand limitations of the study are

discussedbefore summarizinthis chapter

Research Questions and Hypotheses

The followingtenresearch questions atehhypothesesvereformulated and tested

Research Questions

RQL:
RQ2:
RQ3:
RQ4:
RQ5:
RQ6:
RQ7:

RQS:

RQO:

Do perceivetlVSC benefits predicBWSC?

Do perceivetlVSCrisks predict behaviord WSC?

Do perceivetlVSCbenefits predict PsyCap?

Do perceivetlVSCrisks predict PsyCap?

Does PsyCap prediBWSC?

Does PsyCap mediate between percaV&¢ benefits andBWSC?

Does PsyCap mediate between percaV8& risks andBWSC?

Is PsyCap best pretkd by measuringerceivedNSCbenefits and perceived
WSCrisks as covariates?

Is the PsyCap subfactor of hope and optimism primarily responsible for mediating

betweenWSC benefits andBWSC?
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RQ10: Is the PsyCap subfactor of sefficacy primarily reponsible for mediating
betweeWSCandBWSC?
Hypotheses
Hypothesis 1: Higher perceiv&iSC benefitpredict higheBWSC.
Hypothesis 2: Higher perceiv&iiSC riskspredict lowerBWSC.
Hypothesis 3: Higher perceiv&tiSC tenefits predict higher PsyCap.
Hypothesis 4: Higher perceived/SC iisks predict lower PsyCap.
Hypothesis 5: Higher PsyCap predicts higheV$&C.
Hypothesis 6: PsyCap partially mediates between percei&d kénefitand BNSC.
Hypothesis 7: PsyCap fully mediates between perceiv8@ V¥ks andBBWSC.
Hypothesis 8: Perceived 8 kenefits and perceived 8C iisks, as covariates, best
predict PsyCap.
Hypothesis 9: The PsyCap subfactohope & optimism is the premiere mediator
between perceived/SC benefitandBWSC.
Hypothesis 10: The PsyCap subtaaf self-efficacy is the premiere mediator between
perceivedNSCrisks and BVSC.
Research Design
This studyis a quantitativeesearchdesign usingimple and multipldéinear regression
analysis and mediation analysisetcamineWSCas an act ofognitive appraisal predicting
socially courageous behavior in the workplace mediated by Psi@tgpowerecollected using
survey methodSurvey method is an appropriateethodology to study large polations.Survey
method can provid#or rigorous scientific analysis when rootedo@lanced sampling techniques

and psychometric validatiofP¢nto, 2015)Althoughsurvey method can be vulnerable to bias
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such as social desirabilignd common methodariance survey methodlsolimits researchr
biasby controlling for contextuahfluences andounded rationalityvhich are more prevalent
when interacting directly with participantSrosssectional samplegd to increase sample
heterogeneitglemographicsuch agarticipant gendegge rangegducation level, culture, and
work industry . Experimental dngitudinal studies provide the belgtsign for deducing causality.
Nonethelesssome researchers aneorporating aime lagged approach to data collection which
is not quite longitudinal in nature but an improvenfeoin single data point collectiomhile
remaining less vulnerable to attrition andibiting robustresearch costs associated with
longitudinal study Jang & Kim, 2021;Karatepe & Talebzadeh, 2018¢huckert et al., 20)8
Althoughdatain is this study weraot time lagged, measuregretaken in specific ordeo
adhere to the research modghis research design affords for a large heterogeneous sample
sufficientto justify inferred causality while avoiding unrealistic longitudinal timediille suited
to dissertations.
Participants

Participants were recruited frodimazonMTurk. Forinclusion participants had toebat
least 18 years of agpossess English as theative languageand be a U.S. citizei&ach
participant was compensatel $.S. dollars The Liberty University IRRinstitutional review
board) providedesearctpermissiorprior to recruitment and data collection, see appraval i
FigureH1. G*Power 3.1.9.4vasutilized to perform multiple linear regression a priori power
analyses usinfy = .80 power and mediumstandardize@ffect size .30Kaul et al., 2009).
Further, aseconda priorianalysis for multiple linear regression analysis \bith.80 power and
medium effect size .15 usi ng waskhused Sop&tnal).i sti ca

Considering all a priori analyses and fitreindependent variables present in this gtacdample
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set of equal to or greater than 250 participaragsconsiderednore tharsafely adequate to
detect effects.
Study Procedures

All interaction with participants was remote and initiated indirectlyMiaurk
infrastructure All materials weraleliveredandaccesseeélectronically Participants completed
the informed consent form assuring compensdtocompleting the stugynonymity and
freedom to exit the study for any reason at wglingGoogleForms see Figurél. After
completing informedonsentthe participantsead an intro to the studyntaining a brief
overview of the purpose and the procedure of the siunigh included terrs, instructions to
complete surveyandcontact infemation incase oparticipant questios, see Figurell. Data-
collection was facilitategvith one data collection point using four instrumefitse following
were collectedn order Demographic infoperceived/NSC benefits,perceivedWSC risks,
PsyCap, an8WSC. This order is deliberati® imitate the order of measungsrthe study
designto infer causalityDescriptions of instruments and their measures follows.

Instrumentation and Measurement

Two instrumentsvere usedonefor the measurement of 8 andone forPsyCapTo
measure VBCthe Workplace Social Courage ScAlSCS11), designed and validated by
Howard et al. (2017wasmodifiedfor thisstudy 6 s Boimmasure PsyCap, the Luthans et al.
(2007b), Psychological Capital Questionnaire was used {P4Q
Workplace Social Courage Scale (WSG&1)

The Workplace Social Courage Scale is a unidimensional meamsisting of 1items
which participants rate aaLikert scalevith a range of 1 to 6, one being strongly disagree and

six being strongly agree.gan example i t e m ARhowgh raytc@verker niay become
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of fended, I would suggest Howardreiam20iep.68B)et t er w
This instrumenhas demonstratgili nt e r n a |, factoo streciure, tcanvergsnt validity,
concurrent validity, dvetednthme studigsfoursamplesdi ty, a
consisting othreestudentgroups(n =116, n = 257 & n =148 and one adult groufm = 408;
Howard et al., 2017, ©86). It also showed strong correlations witlice behavior and OCBs
(Howard et al., 2017Modificationsof the instrumentor use with this study am@verviewed
next.
WSCS-11 modifications. To measuralimensions ofNSCasperceived benefits
perceivedisks, andoehavioal commitmentjtems were modifiedo adjustthgg ar t i ci pant s 6
salient referenfThis methodvorks byretainingthei n s t r u me n tmaking modifcatiens b u t
totheoriginalsa | e or p a radriginalfvording te shift thearspestiven which the
participant is focusefframed) This method has been successfully employquhst research
with demonstrations gisychometric qualityFoster et al., 200D awkins et al.2015;Dawkins
et al.,2021 Howard & Cogswell2019;Moore & Gullone, 1996; Zhang et al., 2Q16or this
study,theoriginal workplace rating scale tistainedfor all items while framingfor the referents
of perceivedbenefit, perceived risk, armbmmitment teexerciseNSCbehavior Using item 2,
here is an example of each modification. For perceived berfiéffSC, Although my coworker
may become offended, it is beneficial to suggest to him/her better wayshimgto. For
perceivedisk of WSC, It if risky to suggest to my coworker better ways of doing things
because my coworker may become offerid&€drBWSC, Although it may damage our
friendship, | will tell my superior when a coworker is doing somethioganr r eFort | y 0 .

completeexhibits see Figurdsl, L1, andM1. While benefit and rislkaremore noticeably
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straight forward as far as reframing the itBmthese two perspectives the adjustment farEC
is more intricate.

Tkachenkaeet al. (2018;20200leveloped and validated a behavioral social courage scale
where participants rated observabteirageousehaviors in the workplac&his study was
valuable because it incorporated a behavioral aspect of colifagaspect isliscusedin
courage literaturds one considered courageous withcatirageusbehavio® Truly, the latent
and behavioral aspects are likely both requifedsuch, lhe items orthe original Workplace
Social Courage &le were modified from envisioning a futweenario requiring social courage
inthe workplace owar d a more present tense.The@dalinwi | | 0o
this shift is to make the statemamtreasingly referent to seilflentity andthe identity work in
courage as noted lfioerner, 2014)Ch a n g i oufglot fol Aw ideally brihgs the
participant closer to the envisionsiduation asoth afutureand presentommitment to behave
social couragelt mimicsa morepotent measuref dehavioral courage in this study without
observing actual behavidfurther,considering identity work involved in courageinvokes
salientself-conceptandpromotes the participant to work through cognitive dissonance resulting
from what they would want to daompared to what they believe thegndo whenfaced with
the scenarioThis adjustmenieverages Cognitive Dissonantkeoryand Balancd heoryand
incorporates components of motivation thegraaslespeciallyinvolvesconfidenceFor a
cohesive viewCognitive Dissonance Theory and Balance Thetaye that papledesire
congruity between the concept of self anel concept ofheworld as they pertaito perceived
reality. It is believed that thistricate butslight referentrefinementto this valuablenstrument
further promotes itpredictive validityofi ndi vi dual Apropensities to |

b e hav(Havardedal., 2017, 878) The PsyCap measure is described next.
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Psychological Capital QuestionnairgPCQ-24)

ThePCQ24 is a synergistic and multidimensional measargsisting of 24tems
distributedequally into the fouscales oHERO (hope, seléfficacy, resilience, andptimism).
The subfactors are rooted in establisheditive psychology construcasd instrument aspects
from prior researchLuthans et al., 2006PsyCags a resulting measure of these for subfactors
containing components of ea(dynergistic)utdistinctas a higher order factor (Luthans et al.,
200h). Asan example o n e if Itsheould findsmyselfiin a jam at work could think of
many ways t 0Afuj exhibit ofdhts ingirimemt tad be obtained by permisgrom
mindgarden.conand s not included here in adherence to copyrighiis instrument has been
used with diverse populatioasid industrieandhasbeenupheld under independemgorous
empirical investigatioiDawkins et al., 2013)The PCQ24 has ben translated and validated in
multiple languagedRarticipants score each item on-p@nt Likerttype scalefrom strongly
disagree to strongly agree. The P@Qis predictive of robust beneficial performance outcomes.
The PCQ24 is also modified fouse in this proposed study.

PCQ-24 modifications Gr obl er and J o dobneoftheBsyCap 2 01 8)
instrument is usetb replicatefactorialloadings on &actors versus four (hope and optimism,
self-efficacy, and resilience) and its evidence maaguPsyCap as a higher order facteigures

1 and2 belowarevisuals of the research model.
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Figure 1

What is the relationship between perceived Social Courage Benefits, Positive Psychological Capital (PsyCap), and BekpldoeaB@¢tial Courage?
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Figure 2

What is the relationship between perceived Social Courage Risks, Positive Psychological Capital (PsyCap), and Behaaicesbd¢mkCourage?
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The WSCS11 and the PCQ4 are operationalized in this stuay follows.
Operationalization of Variables

The variables in this study aperceived/NSC benefits,perceivedNSC iisks, PsyCap
with its subfactors ohopeandoptimism, self-efficacy, andresilience andBWSC.
Workplace Social Couragebenefitsi this variable is a ratio variable and will be measured by
part i dotalseorsbngh@ modifiedWSCS11 (Howard et al., 2017The higher the score
the higher thgperceivedWSC lenefits.Maximum score i66.
Workplace Social Couragerisksi this variable is a ratio variable and will be measured by

participants6 total -ld¢Howarl®talg2017). fhe higher the dcaree d

WS
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the higher th@erceived WSC isks Maximumscore is 66
Hope& Optimism it hi s variable is a ratio variable ani
scores orthe hope scal@ itemg within themodified PCQ21 (Grobler & Joubert2018)
Higher scores represent higher hope and optimidaximum score i48.
Selfefficacyit hi s variable is a ratio variable and w
on the seHefficacy scale{ items) within themodified PCQ 21 (Grobler & Joubert2018.
Higher scores represent higher safficacy. Maximumscore is42.
Resilienceit hi s variable is a ratio variable and wi
the resilience scal® {tems) within themodified PCQ21 (Grobler & Joubert, 2008Higher
scores represent higher resiliengaximum score iS0.
PsyCapi thisva i abl e i s a ratio variable and wil/ be
scores on the ho@ad optimismselfefficacy,andresiliencescales (2 items) within the
modified PCQ21 (Grobler & Joubert, 2008Higher scores represent higher PsyQdaximum
score is120.
Behavioral Workplace Social Couragd this variable is a ratio variable and will be measured
by participants6 t ot a-1l1 (HMowardrekeak, 2047). Thethigherthed i f i e d
score the higher the Behavioral Workplace SaC@lirage Willingnessto act). Maximum score
is 66.

To investigate the relationships between these varidbiescribehe following data
analyss next

Data Analysis

Factor Analysis



Following the present trend in thigerature review performepostdata collection
confirmatory factor analysesereperformed. This serves two purposes. Ongeihonstrates
that thefactor structure of the scalessimilar between the original sample and this current
sample Whereitems and loadingwere notideal as witnessed in tests of goodness ofifd,
could investigate modalata misfit to determine if a different model (i.e., theovgls supported
Two, it serves to further validate the tabls e x t e r rfax the conéidencealaf dthewgho will
make use of it irfutureresearch.

Correlation

After thefactor analysis is compledecorrelational statistiS p e a r mawausilized h o
to discover the strength in relationship between all varidahlds nonparametric distribution.
While it does not pvide for inference of causation it does serveeteal the degree to which
the variables in the study are associaighsonable associations justify regression analysis.
Regression

Regression is used to infer (suggestsusdeduce) causal relationships among variables.
These are the following types of regression analyses in this SuBy(imple linear regression)
andMLR (multiple linear regressior@reused to testlirectandcovariedrelationships between
theindependenvariables andthe dependentariable MLR is appliedto perceivedNSC lenefits
andperceivedVVSCrisks examiningther relationshipwith PsyCapHayes (206) PROCESS
macro isincluded tofurtherexamine PsyCamediation betweeperceived WSC énefitsand
WSC risksas theyeachrelate toBWSC.

Sampling Techniques
Datawerescrubbed for qualitycontrolling foroutliersand erroneous data entry

Bootstrappings used in mediation analyses.
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Common Method Variance

Social desirability whichis a form of common methogarianceis a threat to the
findings of this studyAnonymity is assured taid in thecontrolof social desirabilg. Har man 6 s
singlefactor tesis used irthreeconfigurationsH a r ma n 6-factos teshigdnesofarious
methods for controllingnd teshg for common method variandescribed byrehseeret al.
(2017).Attention to standardiziresidualgplotswas exercised imegressions

In totalthese statigtal analyses provide a robust view of the relationships between
variables related to the research questions and hypotBeg@sitations, assumptions, and
limitations are covered next.

Delimitations, Assumptions, and Limitations

Boundaries of this studyyhat is considereknownin data collectionand possible
threatsto study findingsarediscussed next
Delimitations

This study is limited t&VSC. As courage is domain specific it seems besixrcise this
acute focus, making the workplace a&Cthe focaldomains The WSCSL11 is a quality
psychometric toolThe participant population has also been limited to adultlagention is
madeto avoid a purposive sampi@d provide for strong hetageneityby using a population
recruitedvia online methodsAlthoughthere are many variables which research shows are
undoubtedly related to courage and PsyCap this study limetexamination of relationships to
the cognitive appraisal of the valuel@having in socially courageous ways in the workplace
and the role oPsyCap amidst these twbhis study makes assumptions.

Assumptions
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Regardingsampledatg it is assumed thainline sampling such as tMeTurk population
is avalid population from which to study a wide range of constr@tiser research indicates the
guality of MTurk populationsas worthwhile and legitimat@&(hrmester et al., 201&handler et
al., 2019 Garrow et al., 202@018;Mortensen & Hughes, 201&obinson et al., 2019;Pnline
participation may increase confidence in anonymity dexteas@ossible perceived social
consequence®lated to participation thus inhibiting social desirabilityniting the participants
to English as a native language is thought to increaskk#idihood that the survey is correctly
understood as it is validated in Englidthere are sufficient cultural differences in natively
Englishregions to avoid cultural bias such as resuilederential to individualistic or
collectivistic populationsThis study has limitations.
Limitations

The data sample in this study is cragstional Crosssectionalsamplesare not useful
for confidently demonstrating causality between variables. The results of this study can only
infer (suggest) causality betwe€ognitive AppraisalPsyCapandBWSC. This is the biggest
limitation of the studyAs the study is not experimental in designyinferred predictive
capability must be taketautiously Simply,there are no preest measures which are tethered to
actual observed socially courageous behaviontcomesFurthermore, social desirability is a
strong elementt is likely that participants on averaggperience inner conflict when reporting
low levds of WSC, albeit a truthful respons8ociety does not reward cowardice behavior.
Lasty, participants mightespondwith more focus on the incentive rather thi@m content.
Therefore, this study may be limitedpotency by common metha@riance Having shared
delimitations, assumptions, and limitations chapter threansmarized next.

Summary
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In this chapter, the characteristics of this research design were overviewed. It is a
guantitative designurvey methodvas used to collect datéen researchyuestions and ten
corresponding hypotheses were included. The population pool is MTurk. Inclusion and exclusion
criteria for participants was described and IRB permission was shared. Sempleastity was
justified throughpoweranalyses. Study procedures, along with utilized instruments and
measures with themodifications angcoring methods were detailed. Mainly, the modified use
of the WSCS&11 and the modified use of the P2Q. Operationalized definition of the variables
perceivedWSC benefis, perceivedWSC iisks, PsyCap along with its subfactors of HERMd
BWSCwere sharedData analyss wereoverviewed.

The progression of data anadgsvasoutlaid as factor analysis, correlation, regression
analysis sampling techniqguend accounting for common method variari2elimitations were
described in the form of participant selection, the validity of online populations for research, and
acute construct focus relegated to social courafieemworkplace and PsyCap. Assumptioriis 0
the study were the need for native English speakers, the benefits of online anonymity, and its
representativeultural diversity. Lastly, the vulnerability of limitations in the study were
identified as common method variance in the form of social dé#iyaregarding couragand
the limitations of crossectionakamplesmainly, crosssectionalsamples arenableto

confidently proclaim causality. Chapteur detailsstudy results.
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CHAPTER 4: RESULTS
Overview
The purpose of this quantitative research desigs toexamineWSCasanact of
cognitive appraisgbredictive ofsocially courageous behavior in the workplagediated by
PsyCapThis examinatiortonsisted of 10 research questions whiehe the followir.
Research Questions
RQ1: Dd perceivedNSC benefits predicBWSC?
RQ2: Did perceivedNSCrisks predicBWSC?
RQ3: Did perceivedNSCbenefits predict PsyCap?
RQ4: Did perceivedNSCrisks predict PsyCap?
RQ5: Dd PsyCap predidBWSC?
RQ6: Did PsyCap mediate between perceiVé8Cbenefits anBWSC?
RQ7: Dd PsyCap mediate between perceiVé8Crisks andBWSC?
RQ8:WasPsyCap best prededby measuringerceived WS®enefits and perceived
WSC tisks as covariates?
RQ9:Wasthe PsyCap subfactor of hope and optimism primarily responsible for
mediating betweeperceived WS®enefits andBWSC?
RQ10:Wasthe PsyCap subfactor of sefficacy primarily responsible for mediating
betweerperceived WSQisks andBWSC?
Participantda a was c ol | e c tMTdrk Radicipargs cémplateiiie n 6 s
guestionnairegQuestionnaires consisted of demographic data, perceptisGfbenefits,
perception ofiVSCrisks, PsyCapandBWSC {illingness to behavsocial courageni the

workplacs.
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Three statistical software packages were used to perform study anAlyalgsgeit
(version 6.15) which afforded a friendly GUI, R version 4.2.1 (R Core Team, 2022) with the
Lavaan packagend IBM SPSS (version 29), the two latter softwarekages compensated
with ability to perform datdit analytics and mediation analysé®ogseel, 2012Analyseit
Software Ltd., 2023; IBM Corp., 2@2 Where R and SPSS were utilized for analyses, they are
specifically cited inline in the text. Otherwis#| other calculations were calculated using
Analyseit. This chaptefour detailsdescriptiveresults study findingsandcloses with a
summary.

Descriptive Results

The ptal number of participants wak= 291.These291 data pointsvereassessgfor
guality andsubsequentlgaubbedfor a total ofn = 237usable data points férypothess
testing. The followingrdered criteria were used tasenthe dataexistenceof univariate
outliers,responder biasnultivariate outliers, andorresponding implausiblesponses

Step one irsciubbingdata was the identification @éms consisting obpen fields that

required a typed answer, responses e&emined focorrect answetype. As example

demographic itefourwas, Al f you are a | eadeddyomanager,

h

lead/manage® Where participantprovided responses suchia$ e ader 0 or otiemanager

nortnumericalresponses, thesmn-numericnon-quantifiabledata points were excluded which
consisted ofi7 totalparticipantexclusions for step omesulting in n = 244Step two involved
identification ofunivariate outliers

To identify univariate outliers, the method descrilldViartin and Bridgmon (2012yas
utilized. This method removesata points witlz-scoresthatreside above or below + 3.28lues.

For the measures of perceiAEC lenefits,perceived VBC iisks,PsyCap, an8WSCthere
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were a total of four data points scrublvedulting in an n = 24Mext, the sample was examined
for responder bias.

Responder bias wasssesselly lookingat high and low total scores in each variable
instrument Patterned responses were sought ©tiall the participant scores, only one data
point representefdossible bias as it showed the same rating for all items insideéatbived
WSC lkenefits angerceived WBC iisks, which was considered highly unlikeRemoving this
one datgointresultedn n =239. Next the data was scrubbed for tiwakiate outliers, also
using the method described by Martin and Bridgmon (2012) wareré/ahalarobis distance
valuesgreater than the calculat€&ti squared critical value are screemsthg a significance of
p = .001;0nedatapoint metthis criterionand wasscreened resulting im= 238.

Lastly,implausibleanswers wersought outone data point was removed becaase
participant reported age as 41 and work tenure as 450 nmoetrsng the participant had to start
working at three and half years of aghich was implausible. Theresultingtestedsamplewas n
= 237.Descriptives for n = 237 atisted in Table 1 and 2 below.

Table 1

Screened MTurk Sample Descriptives: Age, Tenure, Direct Reports, Levels Above

Descriptive n Range Mean Median Mode SD
Age 237 1871 69 36.23 34.00 25 11.29
Tenure(Months) 237 17 450 51.00 36.00 60 61.04
Direct Reports 198 071 1500 22.39 6.00 5 112.99
Levels Above 13 1714 2.30 2.00 3 0.94

Note.SD = Standar@deviation; Tenure = Months. n = 237.
Table 2

Screened MTurk Sample Descriptives: Leader, Big Decisions, Gender

Descriptive Yes No n
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Leader 198(83.5%) 39 (16.5%) 237
Big Decisions 185(93.4%) 13(6.6%) 198
Gender Female Male

101 (42.6%) 135(57.0%)

Note.% = Relative Frequency sample n = 237; For gender,onedatai nt r epofrt ed AT
Freq% =0.4

Continuougescriptives showeplarticipants ranged in age from .89 with a median
ageof 34, a mode age of 25, and an average age of 3had3tandard deviation of 11.29 years.
The median work tenure was 36 months while the work tenure modgOwaenths, and the
average workenure was 51 monthstandard deviation in work tenure wék 04 monthsOf the
237 participants 198 participantisted themselves as having direct repdftee mode of direct
reports was bthe median of direct reports was 6, and the average numbieecfreportper
leadefmanagemwas 22.39ith a standard deviation @fL2.99 direct report§.here were 13
leadergmanagershat reportedhey dd not make théig decisionssomeone above themselves
in the organizational structure dethem. The averaglevel above these 13 leadessere the
big decisions were made was 218%els with mediar2 levels, and mode 3 levelandard
deviation of 0.94 levels.

Nominal descriptives showed that there were 101 females, 135, matesnalatapoint
reportedagsi They o. Of t,A98 pastinipants were eadengintaragers in their
organizationswhile 39 were not. Of thedB leaders, 185 reported they make the big decisions
while 13 reported those decisionsremade abve them in the organizational structurere
are study findings.

Study Findings
A Confirmatory Factor Analysi€CFA) using R version 4.2.1R(Core Team, 2B2) with

the lavaan packag®osseel, 2012)as performed to investigatkatafit with the sample set (n =
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237)with the 21 item PCQ utilized bysroblerandJoubert (2018)The authorsn that study,
showed dhreefactormodel where hope and optimism loaded best as one factor, leaving the
other two factors sself-efficacy and resiliencéNote thathe original item numbers from the
PCQ24 wereutilizedto provide clarity and ease for future researchers to idatgifysquickly
in future psychometriquality investigationsPCQ-24 items 13, 20, and 2@erethereverse
scored andhegatively worded items not used in this studgata collectionTable3 shows fit

indices.

Table 3
CFA WorkplacesocialBenefit,-Risk,-Behavior, Psychological Capital Questionnaire

CFA Statistic WSCb (tF)  WSCr (&F) PCQ21 (4F)  BWSC (LF)
CFI 0.921 0.980 0.862 0.915
SRMR 0.012 0.030 0.066 0.057
RMSEA 0.076 0.055 0.077 0.087
RMSEA 90% CI- L 0.058 0.034 0.068 0.069
RMSEA 90% CI-U 0.095 0.076 0.086 0.106
RMSEA Rvalue 0.031 0.315 0.000 0.001

Note.WSChb = Workplace Social Courabenefits perception. WSCr = Workplace Social
Courageisks perception BWSC = Behavioral Workplace Social Couragalingness to
behave. PCQ21 = 2tem Psychological Capital Questionnaire. F = factofi. Cl= Confidence
Interval Lower. Cli U = Confidence Interval Upper. n = 237.

According toBandalos (2018when examining fit indices, it iecommendethat multple fit

indicesare utilized tadetermine estimations of moeghtafit. General guidelines fdBRMSR

arethatvalues are less than or equal@8 foracceptabldit and less than or equal t.fr

good fit(Hu & Bentler, 1999)For RMSEA values less than or equal.@6 or .05 are

considered a good f{Browne & Cudeck, 1993; Hu & Bentler, 1999}FI valuedor good fitare
close toor above95 (Hu & Bentler, 1999)T a ki ng each i nsintc ument 6s f it

considerationperceivedWSC kerefits, perceived WSCisks,and BNSC showedgood fit.
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While thePCQ 21 showed some fit across indices, RMSEA valle was above .06 and the CFlI
below .% not indicatingan overall good fit.

To examine modetlata misfit for the PCQ1, I conducted an Exploratory Rac
Analysis (EFA).IBM SPSS Statistics (VersiorDPwas used to examiractor loadingof a
four-factor solutionwithin the PCQ@21 using Principal Axid=actoring with Promax rotation
(IBM Corp., 202). Promaxrotation was usedased orthe Grobler and Joubert (2018udyand
this method is considereatceptable when factors are expectecbioelate(Tabachnick &
Fidell, 2007).Tables 4shows factor loadings for the PEXQ.

Table 4

Principal Axis Factoring Psychological Capital QuestionnairelZms

Factor 1 2 3 4

PCQ1 0.438 0.551 0.522 0.561
PCQ2 0.529 0.378 0.447 0.827
PCQ3 0.540 0.364 0.369 0.542
PCQ4 0.517 0.411 0.323 0.590
PCQ5 0.401 0.502 0.560 0.587
PCQ6 0.454 0.597 0.307 0.645
PCQ7 0.494 0.294 0.619 0.529
PCQ8 0.711 0.538 0.311 0.497
PCQ9 0.324 0.352 0.600 0.391
PCQ10 0.731 0.472 0.362 0.523
PCQ11 0.683 0.330 0.429 0.453
PCQ12 0.713 0.391 0.403 0.554
PCQ14 0.392 0.384 0.641 0.359
PCQ15 0.364 0.179 0.435 0.398

PCQ16 0.236 0.714 0.528 0.369



PCQ17 0.270 0.450 0.682 0.340
PCQ18 0.451 0.499 0.422 0.546
PCQ19 0.452 0.701 0.325 0.369
PCQ21 0.508 0.612 0.366 0.554
PCQ22 0.551 0.558 0.453 0.579
PCQ24 0.562 0.660 0.359 0.507

Note.Extraction Method: Principal Axis Factoring. Rotation Method: Promax with Kaiser
Normalization. Items 1 6 = efficacy. Items 7 12 = hope. Items 1418 = resilience. Items 19,
21, 22, and 24 = optimism.= 237.Bolded factor loadings were the highest éach iterfactor
pair.

The efficacy itemsli 6 loaded togethe©f the hope items/ 1 12, items 8, 10, 11, and
12 loaded together whiitems 7 and 9 grouped with resilience iteResilience, consisting of
items1471 18, contained items 14, 15, and 17 grouped together white 16 grouped with
optimism and item 18 with efficacl.astly, optimismconsisting of items 19, 21, 22, and 24
showed item49, 21, and 24 loading together while item 22 loaded on effiddmse cres
loadings likely explain the modelata misfit from theCFA analysis of the PCQL.

To improvefactorpurity, items 7, 916,18, and22, were removed frorthetotal 21
itemsbecause¢hey loadednto otherfactorsthan thosevith which theywere expectedo load.
A subsequerrincipal Axis Factoring with Promax rotation was execiisegTable 5.

Table 5

Principal Axis Factoring Psychological Capital Questionnaireli#sns Iteratior?

Factor 1 2 3 4
PCQ1 0.452 0.518 0.535 0.446
PCQ2 0.523 0.441 0.847 0.407
PCQ3 0.547 0.433 0.534 0.280
PCQ4 0.512 0.469 0.574 0.298

PCQ5 0.400 0.501 0.572 0.499
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PCQ6 0.440 0.629 0.666 0.310
PCQ8 0.672 0.647 0.470 0.337
PCQ10 0.739 0.568 0.495 0.360
PCQ11 0.700 0.437 0.429 0.369
PCQ12 0.717 0.476 0.530 0.358
PCQ14 0.434 0.366 0.361 0.646
PCQ15 0.368 0.223 0.382 0.420
PCQ17 0.290 0.398 0.361 0.787
PCQ19 0.429 0.679 0.368 0.355
PCQ21 0.488 0.626 0.537 0.381
PCQ24 0.514 0.747 0.479 0.363

Note.Extraction Method: Principal Axis Factoring. Rotation Method: Promax with Kaiser
Normalization. ltems 1 6 = efficacy. Iltems 8 and 1012 = hope. Iltems 14, 15, and 17 =
resilience. Iltems 19, 21, and 24 = optimisr+ 237.Bolded factor loadings were tighest for
each iterafactor pair.

After the secondteration, one item remained cross loadésm 3 loaded onto hope
verses efficacyltem 3 was subsequently removed ahéd secondteration ofPrincipal Access
Factoringusing Promax rotation is showm Table 6.

Table 6

Principal Axis Factoring Psychological Capital Questionnairelfi&ins Iteration3

Factor 1 2 3

PCQ1 0.586 0.451 0.479
PCQ2 0.636 0.516 0.474
PCQ4 0.569 0.524 0.349
PCQ5 0.592 0.405 0.535
PCQ6 0.728 0.451 0.354
PCQS8 0.617 0.688 0.357

PCQ10 0.579 0.743 0.397
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PCQ11 0.460 0.688 0.406
PCQ12 0.536 0.716 0.402
PCQ14 0.393 0.430 0.667
PCQ15 0.317 0.362 0.450
PCQ17 0.423 0.305 0.723
PCQ19 0.575 0.461 0.348
PCQ21 0.651 0.511 0.401
PCQ24 0.675 0.547 0.374

Note.Extraction Method: Principal Axis Factoring. Rotation Method: Promax with Kaiser
Normalization. Items 1 2 and 4 6 = efficacy. Items 8 and 1012 = hope. Items 14, 15, and
17 = resilience. Items 19, 21, and 24 = optimism.237.Bolded factor loadingwere the
highest for each iterfactor pair.

Akin to the GroblerandJoubert (2018) study, thigo iterationEFA resulted in a 3
factor model Unlike that study rather than hope and optimism loadorgo one factor,
confidence and optimism load&shether Hope and resilience@adedasthe othertwo distinct
factors IBM SPSS Statistics (Version 29) was used to exaimniieenal consistency reliability
on PsyCapsubfactorscalesas well as PsyCaBM Corp., 2022) Table 7 depicts #3-factor
EFA outcomeandinternal consistency reliabilitgtatistic coefficient omega.he scree plot from
the first EFA iterations agraphicalrepresentatiofsee Figure 3).

Table 7

PCQ15: Factor and Item Designations

Factor Item Designatios Total Items

Confidence & Optimism Egg;nggSZZCQMPCQB PCQ1Y .836

Hope PCQ8, PCQ10 PCQ12 .805 4

Resilience PCQ14, PCQ15, PCQ17 .650 3
PCQ1, PCQ2, PCQAPCQ6, PCQS,

PsyCap PCQ10i PCQL2, PCQ14, PCQ15, .886 15
PCQ17PCQ19, PCQ21, PCQ24

Note.ThePCQ24 designates itemsil6 as seHefficacy, items197 24 as optimismitems 7i
12 as hopeand itemsl3i 18 as resilience.
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Figure 3

Exploratory Factor Anlaysis Iteration 1 (PCQ-21)
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Score totalsvere standardized to aszore metric anthe samplén = 237)was analyzed
for normalityfor each variable measurgaerceivedVSC kenefits, perceivedVSC lisks,
PsyCap, ath BWSC All distributions werenonparametricas recordeth Table 8according to
the Shapirewilk test.

Table 8

ShapireWilk test

Variable W-statistic p-value
WSCbT 0.97 0.0002
WSCIT 0.95 < 0.0001
PCQ15T 0.98 0.00021
BWSCT 0.97 < 0.0001

Note.WSCbT =perceivedNorkplace Social Couradenefits. WSCrT perceivedNorkplace
Social Courage Perceivedks. PCQ15T A5item Psychological Capital Questionnaire.
BWSCT = Behavioral Workplace Social Courage. n =.237
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Distributions are depicted in Figurég 7 below.Note that the perceive/SC iisks distribution
borders on a bmodaldistributionindicating thathe sample (n = 237) is somewhat juxtaposed

into two groupgertaining to perceptions of risk when considering@(see Figure).

Figure 4

Perceived Social Courage Benefits Distribution
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Note.n = 237 ZWSCbT =perceived WSC benefits.
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Figure 7
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After analyzing the distributiorof normality, a correlation analyswas utilized to

determine justification fotesting hypotheses using regressaoalysis Table 9 depicts variable

correlations.

Table 9

S p e ar mavarialde corrblations

Variable 1 2 3 4
1. ZWSCbT o} 0.248 0.679 0.849
2. ZWSCrT 0.248 o} 0.284 0.324
3. ZPCQI15T 0.679 0.284 o} 0.733
4. ZBWSCT 0.849 0.324 0.733 o}

Note.n =237, ZWSCHT = perceivedNorkplaceSocialCouragebenefis. ZWSCIT = perceived
WorkplaceSocialCourageisks ZBWSCT = BehavioralWorkplaceSocialCourage

(willingnessto behavé. ZPCQL5T = PsychologicalCapital

Effect sizes betweerthe pairedvariablesof perceivedNSC benefits perceivedNSCrisks,

perceivedNSCrisks PsyCapand perceivedNSCrisks BWSCweresmall. Effect sizes
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betweerperceivedWSC benefit§ PsyCapperceivedNVSC benefit§ BWSC, andPsyCajjBWSC
werelarge.Consideringsignificantcorrelationsbetweerstudyvariables regressioranaly s
wereutilized to testhypotheses.
Hypothesis1

Hypothesisonestated that higher perceivedS& tkenefitswould predict higher BVSC.
A simple linear regression was calculated to predimMSE based omperceived VEC lenefits. A
statisticallysignificant regression equation was fouf(d,235) = 484.20p < .0001 with anr? of
0.673 a moderateffect sizeThe regression equation for predictBgySCwas Y/ = -0.002142
+ 0.8261* WSC benefitsThe correlation betweeBWSC andperceived VBC kenefitswas b =
0.8205 Approximately67.3%of the variance oBWSCwas accounted for by its linear
relationship withperceived VB C kenefits.Figure8 depicts the resultlypothesis one was

supported.
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Behavioral Workplace Social Courage as predicted by perceived Workplace Social Courage Benefits
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Hypothesis 2

Hypothesis two stated thhigher perceived \8C iiskswould predict lower BVSC. A
simple linear regression was calculated to prd8MfISC based on perceived ST iisks. A
significant regression equation was fouf(d,235) =8.93 p = .0031, with anr? of 0.037, a low
effect sizeThe regression equation for predictingyBC wa Y~' =0.004564 + 0.19183WSC
risks The correlation betweenVBSCand perceived \BC liskswas b = 0.1914 a positive

associationApproximately3. 7% of the variancef BWSCwas accounted for by its linear
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relationship with perceived BC iisks While this relationship was significaritypothesis two
predicted a negative relationship versus findings, a positiveFo&e9 depicts the result.

Hypothesis two wasot supported.

Figure9
Behavioral Workplace Social Courage as predicted by perceived Workplace Social Courage Risks
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Hypothesis 3

Hypothesighreestated thahigher perceived \8C kenefitswould predict higher PsyCap.
A simple linear regression was calculated to prdésstCapbased on perceived WS3&nefits A

significant regression eqtian was found~(1,235) =17323, p < .0001, with anr? of 0424, a



moderate effect siz&he regression equation for predictingyCap wa¥”' = -0.006131 +
0.6569* WSC benefitsThe correlation betwegrerceived WSC benefitndPsyCap waé =
0.6514 Approximately42.%% of the variance dPsyCapwas accounted for by its linear
relationship withperceivedWNSC kenefits Figurel0 depicts the result. Hypothedlweewas

supported.

Figure 10

Psychological Capital as predicted by Perceived Workplace Social Courage Benefits
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Hypothesis4
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Hypothesis four stated thiaigher perceived \8C iskswould predicower PsyCap. A
simple linear regression was calculated to prdegiCapbased omperceivedNSC lisks. A
significant regression equation was fouf(d,235) =5.86, p = .0163, with anr? of 0.024, a low
effect sizeThe regression equation for predictirgyCapwas Y™ =-0.00082 + 0.1561 WSC
risks The correlation betwedPsyCapandperceivedVSC iiskswasb = 0.1559 a positive
associationApproximately 2.4% of the variance ByCapwvas accounted for by its linear
relationship with perceived/SC iisks While this relationship was significant, hypothesis four
predicted a negative relationship versus findings, a positiveFignere 11 depids the result.

Hypothesidour wasnot supported.
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Figure 11

Psychological Capital as predicted by Perceived Workplace Social Courage Risks
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Hypothesis5

Hypothesis five stated that highesyCapwould predicthigher BWSC. A simple linear

regression was calculated to pre@¥WSCbased orPsyCap A significant regression equation

was foundF(1,235) =217.82, p = < .0001, with anr? of 0.481, a moderate effect siz€he

regression equation for predictiByVSC wa Y~' =0.005569 + 0.6925 PsyCap The

correlation betweeBWSC andPsyCapwvash = 0.6936. Approximately 8.1% of the variance
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of BWSCwas accounted for by its linear relationship wettyCap Figure P depicts the result.

Hypothesis ive was supported.

Figure 12

Behavioral Workplace Social Courage as predicted by Psychological Capital
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Hypothesis 6

Hypothesissix stated thaPsyCap wuld partiallymediate betweeperceivedNSC
benefits and BVSC. A mediation analysis was calculateith 5,000 bootstrap samplasing
Hayes Process Macro (version 4 4dinediation capabladdon for SPSSHayes, 2016Version

29; IBM Corp., 202). The directeffectof perceived VBC kenefits onPsyCapwvaspositive and
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significant b = .6569 s.e.= .0499 p < .001. The direct effect operceivedNSC tenefits on
BWSCwas positive and significarfh,= .6449 s.e. =0461, p <.001. The direct effect oPsyCap
on BWSCwaspositiveand statistically significanfy=.2759 s.e. =0457 p < .001. The indirect
effect of perceived \SC benefiton BWSCwas positive andtatistically significantp = .1812

95% CI[.0929 .2629. Figure B depicts the resultlypothesis & was supported.

Figure 13

Perceived Workplace Social Courage Benefits to Behavioral Workplace Social Courage as mediated by PsyCap

@ —
*f =.6569 B =.2759

Behavioral
Waorkplace
Social Courage

Workplace
Social Courage
Benefits

*B = .6449

*p <001 B =.1812, s.e. 0416, 95% CI [.0979, .2629]

Note.n = 237 bootstrap samples 5,000
Hypothesis7

Hypothesis svenstated that PsyCap wouidlly mediate between perceiv@dSC iisks
and BNSC. A Hayes (2016) mediation analysis vwadculated using Hayes Process Macro
(version 4.1) inside SPSS (Version 29; IBM Corp.,20&ith 5,000 bootstrap sampleBhe
direct effect of perceived BC liskson PsyCap was positive and significamt; .1561, s.e. =
.0645 p = .0163 The direct effecof perceived VBCriskson BWSCwasnorntsignificant b =
.0852 s.e. =0473, p = .0730. The direct effect oPsyCapon BWSCwas positively and
statistically significanthb = .6792 s.e. =0473 p <.001. The indirect effect of perceived $SC

riskson BWSCwas positive and statistically significabtz .106Q 95% CI =.Q40, .2076.
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Figure M depicts the resultlowever, becausgerceived VBC iisks did not demonstrate a
significant direct effect on ®SC(x on y), therequirements for mediation analysien® not

met.Hypothesissevenwasnot supported

Figure 14

Perceived Workplace Social Courage Risks to Behavioral Workplace Social Courage as mediated by PsyCap
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Note.n = 237 bootstrap samples 5,000
Hypothesis 8

Hypothesisightstated thaperceived VBC kenefits and perceived/SC iisks, as
covariatesyould best predict PsyCap multiple linear regression was calculated to predict
PsyCap based on perceived®® kenefits and perceived 8 iisks. A significant regression
equation was founB(2,234) = 250.99 p = < .0001, with arr? of 0.682 amoderate effect size.
The regression equation for predicting PsyCap is ¥0.8602532 + 0.8147 + 0.0945NSC
risks The correlationas covariatefetweerperceivedVNSC tenefitsandPerceivedVSC lisks
and PsyCap wds= 0.8092(benefits) and = 0.0945(risks). Approximatdy 68.2% of the

variance ofPsyCapwvasaccounted for by itsdinear relationship with perceivallSC kenefits
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and perceived \®C iisks.Prior, hypothesighree a simple linear regression, showed that
approximately42.4% of the variance of PsyCap was accounted for by its linear relationship with
perceivedNSC tenefits.Prior, hypothesis four, a simple linear regression, stubthat
approximately 2.4% of the variance of PsyCap was accounted for by its linear sigtioith
perceived/NSC iisks. Takentogethey theresult of theawo simple linear regressions44.8%,
while the covariate resulvas68.2%.Hypothesisightwas supported.
Hypothesis 9

Hypothesis &tated thatite PsyCap subfactor bbpeandoptimismwould bethe
premiere mediator between perceiWW&C tenefits and BVSC.In this study hope and
optimism did not load together as a factor, ratfficacy andoptimism loaded together,
therefore hypothesis nine could nottbstedthe way it wastated. A Hayes (2016) mediation
analysis was calculated using Hayes Process Macro (version 4.1) inside SPSS (Version 29; IBM
Corp., 202) using 5,000 bootstrap samplé&se direct effect operceived VBC kenefits on
efficacy-optimism was positive and sidigant, b = .5845 s.e. = .086, p <.001. The direct
effect of perceived \8C kenefits orhope was positive arglgnificant b = 4935, s.e. = .0%4, p
< .001. The direct effect of perceived Vi@Senefits orresiliencewas positive and significarf,
= .6018 s.e. =.088, p = .00L. The direct effect oéfficacy-optimism onBWSCwas positive
and signficant,b = .2344 s.e. =.085, p = .001. The direct effect ofiope on BVSCwas noRr
significant,b = -.0539, s.e= .0468, p = .2508. The direct effect aesilience orBWSCwas
positive and significanfy = .1758 s.e. = .@39, p = .0001.As hope did not reveal a significant
relationshipdirectly with BAVSCit did not qualify as a mediator between perceiveslCV
benefitsandBWSC. The indirect effect operceived VEC kenefits on BVSCas mediated by

efficacy-optimism andresilience wer® = .1370, s.e. =.04895% CI [.0462, 2323] and=
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1058, s.e. =.032B5% CI [0439, .1677]Efficacy andoptimism partially mediated between
perceived VBC lenefits and BVSC.Resilience fully mediated between perceiVé8C benefits
andBWSC. Figure b depicts the resulfhe PsyCap subfactor odsilience was the premiere
mediator betweeperceived VBC kenefits and BVSC. Despite the unexpected factor loadings
(i.e., efficacy-optimism vs.hopeoptimism), results logically demonstrated thHatpothesis nine

was not supported.

Figure 15

Resilience as premiere PsyCap sub-factor mediator between perceived Workplace Sociol Courage Benefits & Behaviora! Warkplace Social Caurage.
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Note.n = 237 bootstap samples 5,000
Hypothesis 10
Hypothesis ten stated that the PsyCap subfacteffichcy would be the premiere
mediator between perceivedS& iisks and BVSC. In this study Efficacy did not loadby itself
as afactor, rathert loaded together witbptimism,therefore hypothesigncould not be tested
the way it was stated\ Hayes (2016) mediation analysis was calculated using Hayes Process

Macro (version 4.1) inside SPSS (Version 29; IBM Corp.2208ing 5,000 bootstra@sples.
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The direct effect of perceived 8C lisks onefficacy-optimism was positive and significarfit=
1723 s.e. =.083, p=.0079. The direct effect of perceivaSC iisks onhope was non
significant,b = .1056 s.e. = .089, p = .1053 The direct eféct of perceived \SC iiskson
resilience was nosignificant,b = .079], s.e. = .651, p = .2256 Becausedhe direct effect of
perceived VBC iisks on BVSC (x on y) was nossignificant hypothesis tefailedto meet

requirements foany partial testing ainediation analysidzigure 6 depicts thisoutcome.

Hypothesis ten was not supported.

Figure 16

Perceived Workploce Sacial Courage Risks and its’ non-significont relationship to Behoviaro! Workplace Social Courage
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Note.n = 237 bootstrap samples = 5,000
Perceived Workplace Social Courage Risks

Figure5 hintedat a bi-modaldistributionpertainingto perceivedVSCrisks. Figures9
and11 indicateda curvilinearfunctionwhereveiperceivedNSCriskswasincludedin
calculationsThe curvilinearnatureof the datawasanalyzedor additionalordereffectsusing

polynomialregressiomwhichincludedall studyvariablesaspredictiveof BWSC. A significant
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regressiorequatiorwasfound Theregressiorequationfor predictingBWSCwas56.19+ 1.406
+0.9115+ 2.128+ 0.5763+ 1.689+ 5.739 R? = 0.75], alargeeffectsize.Approximately
75.1%o0f BWSCwas accountedor by its linearrelationshipwith all studypredictorvariables.
Table10 showsvariablesignificanceandstandardizetetaeffects.Additionally, Table10 shows
asecondrderrelationshipbetweerperceivedNSCrisks andthe PsyCapsubfactorof hope.VIF
(Variancelnflation Factor)valueswere in acceptableangesvaluesabovelOindicateneedfor
cautionandvaluesbelow5 aremoreacceptabléMartin & Bridgmon,2012).

Table 10

PolynomialSecond Order FitperceivedWorkplaceRisks and PsyCapsubfactorHope

95% ClI
Variable Estimate Lower Upper SE t p-value VIF b
Constant -0.1432 -0.2508 0.0355 0.054623 -2.62 0.0®3 - 0

ZWSCrT 0.1357 0.05300 0.2185 0.041988 3.23 0.0014 1.63 0.1358
ZWSCrT? 0.08802 0.006693 0.1693 0.041274 2.13 0.0340 2.17 0.1035
ZPCQeo0l5T 0.2055 0.1199 0.2911 0.043454 4.73 <0.0001 1.75 0.2058
ZPCQh15F 0.05565 0.01430 0.0970 0.020987 2.65 0.0086 1.11 0.09209
ZPCQr15T 0.1631 0.07854 0.2477 0.042921 3.80 0.0002 1.71 0.1634
ZWSCDbT 0.5542 0.4568 0.6516 0.049433 11.21 <0.0001 2.22 0.5504

Note.n =237.ZWSCrT = perceivedNorkplaceSocialCouragerisks. ZPCQeal5T = PsyCap
subfactorEfficacy-Optimism ZPCQh15T= PsyCapsubfactoHope.ZPCQr15T= PsyCap
subfactorResilienceZWSCbT= perceived/NorkplaceSocialCouragebenefis.

Basedon polynomialregressiorsignificance demographicvariablesandtheir
relationshipgo studyvariableswvereanalyzedor significantcorrelationsandvariance.
DemographicVariables

Table1l1l summarizesheresultsof simplelinearregressioranalysisbetweerratio
demographiwariablesandstudyvariables Participantageaccountedor approximatelyt.2%of

thevariancen perceivedVNSCrisksandapproximatelyl.7%of the PsyCapsubfactorof



efficacy-optimism. Participantenureaccountedor approximatelys.8%of the variancen
perceivedNSCrisks.Variablepairsthatrepresenteg-valuesgreaterthan.05wereexcluded
from reporting.ParticipantageandperceivedNSCrisks showed a negativerelationship asdid
participantageandthe PsyCapsubfactorof efficacy-optimism Participantenureandperceived
WSCrisksshoweda negativerelationship All effectsizeswerelow.

Table 11

SimpleLinear Regressiofetweerdenographiccontinuousvariablesand studyvariables

VariablePair DF Error F-value p-value b r2

Age- ZWSCrT 10.21 .0016 -.2040  .042
1 235

Age- ZPCQeol5T 4.03 .0460 -1298  .017

Tenure- ZWSCrT 1 229 14.22 .0002 -.2418 .058

Note.Variablepairsresultingin p-values> .05wereexcludedrom this table.ZWSCIT =
perceivedNorkplaceSocialCourageisks.ZPCQeol5T PsyCapsubfactorEfficacy-Optimism.

Group Comparisons

Groupcomparisonsverecalculatedor nominalvariablesof Leader/nor_eader,Gender,
andwhethertheleader atthetime of participatingin the study,madethe big decisionsgn their
role. Thesethreegroupsof nominalvariablesweretestedfor statistially significantdifferences
in groupvarianceagainstall studyvariablesusingthe Brown-Forsythetestwhich is more
conservativen relationto makingtypel errorsandrobustagainstnonnormality. Significant
findingsarereported.

A Brown-Forsythetest wascalculatedexamininghomogeneitypetweernparticipantsvho
reportedthemselvessleadersandthosethatreportedasnonleadersexaminingfor PsyCap
levels.A statisticallysignificantdifferencebetweerneaderandnonleaderPsyCapwvasfound,

F(1,235)=10.51,p =.0014;aposthocpoweranalysisrevealed = .48, CI [0.1, 0.8], asmallto
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mediumeffectsize.LeaderPsyCapwvassignificantly higherthannonleadePsyCapasdepicted

in Figurel7.

Figure 17

Leader, non-Leader PsyCap Group Comparison
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A Brown-Forsythetestwascalculatedexamininghomogeneitypetweerparticipantsvho
reportedhemselvessleadersandthosethatreportedasnonleadersexaminingfor the PsyCap
subfactorof effi cacy-optimism A statisticallysignificantdifferencebetweereaderandnon
leaderPsyCapsubfactorEfficacy-Optimismwasfound, F(1, 235)= 25.01, p < .0001; aposthoc
poweranalysisrevealedd = .74, CI [0.39, 1.09, a mediumto largeeffectsize.LeadePsyCap
subfactorof Efficacy-Optimismwassignificantly higherthanthe nonleaderefficacy-optimism

asdepictedn Figure18.
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Note.Leaderdn = 198);nonLeadergn = 39)

A Brown-Forsythetestwascalculatedexamininghomogeneitypetweernparticipantsvho
reportedhemselvesisleadersandthosethatreportedasnonleadersexamning for the PsyCap
subfactorof hope A statisticallysignificantdifferencebetweertheleaderandnonleader
PsyCapsubfactorof hopewasfound,F(1, 235)=9.60 p <.0022, aposthocpoweranalysis
revealedd = .37, CI [.33, .72], asmallto mediumeffectsize. TheleadePsyCapsubfactorof
hopewassignificantly higherthanthe nonleaderPsyCapsubfactorof hopeasdepictedn Figure

19.



