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Abstract
Purpose-Most of the research conducted in the western nations found a relationship between
psychological capital and gender. This assumption has been tested empirically in this paper in
the Indian scenario. Design- Using a cross sectional field study design, the authors collected
responses of 398 employees in India. Judgmental sampling was used for the research.
Employees from the 3 manufacturing and 3 service sector companies participated in the study.
Psycap was measured using the 16-item scale created by Gupta and Singh (2004) which
captured the dimensions hope, optimism, resiliency and self-efficacy. The computed internal
consistency reliability for this measure was 0.70 using coefficient Alpha.
Findings- Male employees experienced higher hope as compared to female employees. Female
employees experienced higher optimism, resiliency and self-efficacy. The statistical
significance of the difference in the means were estimated using the T-test.
Research limitations/implications- By conducting the research on a large sample, this study
could evaluate the role of gender on PsyCap. However, as the data were collected from the
same source at one point of time, common method variance is a potential issue.
Practical implications- The findings suggests that managers need to focus in developing
employees PsyCap,if they want to avail the advantages of mindfulness.
Social implications- By identifying and then developing employee's PsyCap, organizations can
help employees to reduce stress, burnout and improve their work life quality.
Originality/Value- Using a large sample, this study identifies a relationship between gender
and PsyCap in the Indian context.
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among employees. So, it would be wise that

Introduction

Organizations globally, want the best of
employees to work with them and help
them achieve their goals over a long period
of time. That means the organizations want
to select the best- best in terms of
knowledge, skill and attitude. This can help
to develop work engagement and
subsequently, loyalty over a period of time.
But the challenge for the employers is to
identify, measure and control all these

one psychological aspect of an individual is
chosen which is measurable and have an
impact on the above-mentioned variables.
The organizations should also be able to
train and develop their employees on this
psychological aspect.

Psychological Capital is seen to have an
influence on citizenship behaviour (Avey et
al., 2008), work engagement (Sweetman
and Luthans, 2010), increased performance
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including employee satisfaction,
commitment, and other desirable attitudinal
outcomes  such as  psychological
engagement and identification (Cogner &
Kanungo, 1988; Hackman & Oldham,
1980; Harter, Schmidt & Hayes, 2002) and
turnover intentions (Avey et al., 2009).

Positive organisational behaviour plays a
vital role for developing a conceptual and
ideological foundation of the positive
constructs for psychological capital. The
positive constructs are hope, self-efficacy,
resiliency and optimism (Luthans, 2002;
Luthans  &Avolio, 2003; Luthans&
Youssef, 2004; Youssef & Luthans, 2007).
These constructs are state-like approach
and not trait-like approach. All these
dimensions are measurable, can be
developed and effectively managed for
performance improvement in today’s
workplace (Luthans, 2002).

PsyCap capacities like hope and optimism
are sources for generating positive
emotions (Snyder et al., 1991). Positive
employees are considered to be helpful in
creating a positive environment in the
organisation. Positive organization
environment can increase the comfort level
of employees which will have an impact on
their personalsuccess thereby, contributing
to the achievement of the organization
goals.

Turnover intention is consideredto be a big
threat for organisation.Study by Avey et al
(2009) indicates that there is a significant
negative relationship between
psychological capital and turn over
intention which means that employees
having higher perception of the components
of PsyCap have lower intention to
leave. Avey et al (2010) further
strengthened this relationship when he
established a negative correlation between
PsyCap and intention to quit.

With the importance of PsyCap well
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established in the literature due to its impact
on several work-related attitudes, it is
important to understand if the perception of
hope, self-efficacy, resiliency and optimism
is affected by demography and particularly,
gender. This is important as more and more
organizations are employing women
employees in the workforce. This helps
them to develop diversity and obviously,
uphold the legal requirements. Studies by
Feltonet al (2010) and Xiaofei (2006)
indicate that there is a difference in
perception of some of PsyCap and its
dimensions among male and female
employees. But these studies have
primarily been conducted in the western
culture. To the best of researcher’s
knowledge there is no research using a large
sample size, investigating into the role of
gender on PsyCap in the Indian scenario.

The current research focuses attempts to
find if there is difference in perception of
PsyCap among male and female employees
in India.

Literature Review and Hypotheses
Development

Psychological Capital and Gender

Organizations as never before, are
concerned with the work attitudes of
employees as more and more organizations
are understanding and appreciating the idea
of “hire for attitude and then train for
skills”. Employee attitude is a functional
aspect of employees associated with their
concerned organisation or technically it
might be interpreted in terms of positivity
(desirable aspect) or negativity (undesirable
aspect). In order to gain profitability, the
organisation  lays  emphasis  upon
employees’ desirable attitude like job
satisfaction, organisational commitment,
and job involvement. A number of
researches have tested and found
relationship between psychological capital
and employee attitudes.
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Psycap is defined as a positive state of
development characterized by self-efficacy,
hope, resiliency, and optimism (Luthans,
Avolio, Avey,et al.,2007).PsyCap has
arguably  been  described as a
multidimensional construct but the core
construct of PsyCap has been observed to
account for more variance in predicting
outcomes as opposed to each individual
component ( Law et al1998, Luthans
2007).Luthans et al ( 2007) suggested that
the employee having high Psychological
capital state-like constructs of optimisms,
hope, self-efficacy and resiliency perceive
more satisfaction and display more
organisational commitment (Luthans et al.,
2008). A study conducted by Cetlin (2011),
found psychological capital to be positively
related to job satisfaction attitudes and
organisational commitment. Avey’s et al.,
(2008) study revealed that psychological
capital is significantly related to positive
emotion and employee engagement which
in turn plays an important recourse which is
associated with the desired attitude of an
organisation.

Costa et al (2001) analyses of over 23,000
respondents from 26 different cultures
revealed that personality differences across
genders do exist. Personality of employees
has been found to predict burnout and work
engagement  (Langelaan,2006; Bakker
2012), Organization Citizenship behavior
(Mahdiuon,2010) and job performance
(2012).So one can assume, that there will be
a difference in perception of PsyCap among
male and female employees.

H,.: There is a difference in perception of
Psy Cap among male and female employees
in India.

Hope and Gender

Hope is considered to be an important
component of psychological capital. It is
considered to be a state-like construct,
which involves development of clearly
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defined goals, along with the perceived
capacities to produce the routes to achieve
those goals. Therefore, both agency (goal
directed energy) and pathways (planning to
meet goals) are considered important
components of hope (Snyder et al,1991).
Youssef’s (2004) study on managers found
that there was a positive influence of hope
on job attitudes like job satisfaction, work
happiness, and organisational commitment.
Hopeful employees can be expected to
display show consistent attachment to their
work which can result in increased
performance  including  commitment,
employee satisfaction and other desirable
attitudinal outcomes such as identification
and psychological engagement (Hackman
& Oldham, 1980; Cogner & Kanungo,
1988; Harter, Schmidt & Hayes, 2002).
Othman & Nasurdin (2011) in their study
found hope to be a predictor of work
engagement. Hopeful employees can be
expected to have a better at understanding
or imagining the multiple pathways in order
to reach the goal. Avey’s et al., (2010) study
also inferred that employee with high in
hope capacity actually have reduced
perceived need to quit the work place.

Ferguson’s (2006) cross-sectional study
revealed that adolescent girls were more
hopeful and reported higher spiritual well-
being than age the boys. He revealed gender
may influence adolescents’ levels of hope,
spiritual well-being, religious well-being,
and existential well-being as they cope
during the cancer experience.

Hy, : There is a difference in perception of
hope among male and female employees in
India.

Optimism and Gender

Optimism is a state-like construct of
psychological capital. Seligman (2010)
defined optimism as causal attribution to
explain positive and negative experiences
or events. Optimism can be further
classified into two forms - learned
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optimism (Seligman, 1998) and
dispositional optimism (Scheier& Carver,
1985). Learned optimism can be defined in
terms of distance between negative
outcomes (past) and positive outcomes
(future). That means the individual always
tries to maintain distance from past and
links himself positively to the future, called
optimism. Dispositional optimism can be
loosely defined as “how far one believes
one can go”. Scheier and Carver (1985)
defined dispositional optimism as an
expectation that more good and desirable
things will happen than bad things in the
future.

Youssef &Luthans (2007) research suggest
that optimism was related significantly to
work happiness, employee performance,
job  satisfaction, and organisational
commitment. Indian psychologists
Ramchandran & Krishnan, (2009) found
affective and normative commitment was
significantly ~ positively  related to
transformational leadership. Literature on
positive organization behavior support the
relationship  between  optimism  and
employee performance and their consistent
engagement (Jensen, Luthans, Lebsack,
&Lebsack, 2007). reported that Optimistic
employees have more perseverance when
they face obstacles (Stajkovic and
Luthans,1998). These people do not quit
easily as they look into the brighter side of
the future.

Xiaofei’s (2006) research results showed
that the gender difference generally exists
in optimism and risk-taking tendency of an
individual. Felton,et al (2010) research
examined the role of gender and optimism
on the riskiness of investment choices of
students. Data suggested that males make
more risky investment choices than
females, and that this difference was
primarily due to the riskier choices of
optimistic males. So, the researcher can
assume that the perception of optimism can
vary among male and female employees.
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Hys : There is a difference in perception of
optimism among male and female
employees in India.

Resiliency and Gender

Block & Kremen (1996) inferred that
positive emotion is an important
determinant of resilient people. They have
greater ability to rebound from negative
circumstances, especially when they
recognize threats (Masten, 2001). Luthans
(2002) defined resiliencyas the capacity of
the individual to adapt positively to the
different negative environmental
occurrences like conflict, adversity,
difficulty and failure or positive events with
individual like increased status and
responsibility. It is a process of positive
adaption to the different adversities and risk
(Masten and Reed, 2002) . In the dynamic
business environment, resiliency in an
employee is one of the most desired attitude
sought after by the employers. It has an
influence on the employee performance in
the workplace (Coutu, 2002; Waite &
Richardson, 2004; Luthans et al., 2005;
Luthans et al, 2006;). Literature supports
the fact that resiliency is positively related
to job  satisfaction, organisational
commitment and work happiness (Youssef
& Luthans, 2007; Pepe, 2011). Othman &
Nasurudin’s (2011) research on staff nurses
indicated positive relationship between
resiliency and work engagement.

Thurnton et al (2006) and Wagner (2001)
reported a significant relationship between
gender and resiliency. Susan (2006) in his
research in the western context reported
boys were less resilient than girls in
adolescence. Individual differences in
boys’ resiliency levels were more stable
over the 13-year span than girls’. To the
best of researcher’s, no research has been
conducted to explore the relationship
between gender and resiliency in the Indian
context.
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H,y, : There is a difference in perception of
Psy Cap among male and female employees
in India.

Self-Efficacy and Gender

Bandura (1997) defined self-efficacy as
“people’s belief in their capabilities to
produce desired effects by their own
actions”. Stajkovic and Luthans (1988)
meta-analysis work displayed a strong
relationship between self-efficacy and job-
related performance. In a study conducted
in India by Sinha et al (2002), it was
observed a positive relationship between
organisational commitment and self-
efficacy. Employee’sself efficacy is
positively related to many work attitudinal
outcomes like organisational commitment,
job satisfaction and preparedness for
organisational change (Schyns&Collani,
2002, Schyns, 2004;).

Durndell (2000) studied 200 Romanian and
148 Scottish students who completed a
computer self-efficacy scale. Overall males
were more confident than females in
advanced and file and software computer
skills, but of similar confidence for
beginning skills. Scots of both genders were
more confident than their Romanian
equivalents for beginning computer skills,
whilst Romanians were more confident for
advanced computer skills. Wilson’s (2007)
study onthe effects of entrepreneurship
education in MBA programs revealed
stronger entrepreneurial self-efficacy for
women as compared to men.

Hys : There is a difference in perception of
self-efficacy among male and female
employees in India.

Need and Rationale

The importance of investigating the link
between demographic variables and
PsyCap in empirical research has been
suggested by Avey, Nimnicht and Pigeon
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(2010). Previous empirical studies have
also indicated male-female differences in
levels of hope, optimism, self-efficacy and
resiliency with contradicting results. This
finding may offer suggestive evidence that
there may be gender differences in the
levels of PsyCap and its components.

Most of the empirical studies on PsyCap
have been conducted in the western context
and limited attention has been paid to the
exploration of this construct in other
cultural contexts. Therefore, the present
study attempts to understand the contextual
applicability  of  PsyCapin Indian
organizations.

Research Methodology

Sampling Design

Judgmental sampling was used for the
research. Employees from the 3
manufacturing and 3 service sector
companies participated in the study. Only
those respondents were considered who had
a minimum of 6 months of work
experience. The data was collected from
employees working in manufacturing and
service sector in the India. The data was
collected in the months of July and August
2017.

Participation in the study was voluntary;
employees were informed that the study
was for research and their response would
be anonymous. Participants responded to a
questionnaire of 16 items on a 5-point
Likert scale ranging from strongly disagree
to strongly agree.

The sample size is 398. In terms of age,
most samples were less than 35 years
(85%). 69% of the respondents were male,
93% of the them were having at least
graduates and 53% were married. most of
the respondents fall into the category of
Non- Managers (61%) having less than 5
years’ experience (76%).
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Methods of Data Collection

Psycap was measured using the 16-item
scale created by Gupta and Singh (2004)
which captured the dimensions hope,
optimism, resiliency and self-efficacy. The
questionnaire comprised of4 items each
measuring optimism and self-efficacy, 3
items for measuring hope and 5 items for
resiliency. Example items are “I'm
optimistic about my future” (optimism), “I
am highly skilled at my work™ (self-
efficacy), “There are lots of ways to
overcome any problem” (Hope) , and “ My
belief in myself gets me through hard
times”( resiliency). Employees were asked
to mark the extent to which they agreed or
disagreed with the statements concerning
their behavior on a 5-point Likert scale
ranging from 1(strongly disagree) to 5
(strongly agree). The computed internal
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consistency reliability for this measure was
0.70 using coefficient Alpha.

A questionnaire using Google form was
prepared for the respondents, where the
views of employees were collected. The
questionnaire was distributed to all the
employees and the responses were collected
from them. There was a personal interaction
held with the HR in order to get more clear
view.

Statistics

Descriptive statistics and T Test were used
to test the hypotheses in Microsoft Excel
Version 2010 and SPSS Version 17.

The Kolmogorov-Smirnov significance
values of Psychological Capital (0.216) are
greater than 0.05, indicating that the data is

normal and thus ensuring the
implementation of parametric tests.
Results
Table 1: Descriptive Statistics
SELF
Mean  StdDev  PsyCap OPTIMISM EFFICACY HOPE  RESILIENCY
PsyCap 58.87 6.84 1
OPTIMISM 15.83 2.44 0.67 1
SELF
EFFICACY 15.51 2.72 0.70 0.21 1
HOPE 12.01 1.98 0.64 0.31 0.30 1
RESILIENCY 15.52 2.75 0.75 0.34 0.35 0.30 1
Table 2: Gender-wise Mean Values of the Variables
SELF
PsyCap  OPTIMISM EFFICACY HOPE  RESILIENCY
Male 58.94 15.81 15.55 12.02 15.52
Female 58.74 15.89 16.05 11.99 15.59
12

MIJBR — MITS International Journal of Business Research



MIJBR / Vol. 4 / Issue 2 / July-December 2017

The perception of PsyCap is higher among
males (mean=58.94 ) as compared to
females (mean=58.74) . But there was a not
a significant difference in the means of the
perception of PsyCapamong males
(M=58.94, SD= 7.14) and females (M=
58.74, SD=6.18) ; t(272)=0.28, p = 0.77.

The perception of PsyCap is higher among
males (mean=12.02) as compared to
females (mean=11.99). But there was a not
a significant difference in the means of the
perception of Hope among males
(M=12.02, SD= 2.01) and females (M=
11.99, SD=1.91) ; t(248)=0.14, p = 0.88.

The perception of PsyCap is higher among
females (mean=15.89) as compared to
males (mean= 15.81). But there was a not a
significant difference in the means of the
perception of optimism among males
(M=15.81, SD= 2.52) and females (M=
15.89, SD=2.23) ; t(267)=0.33, p = 0.73.

The perception of PsyCap is higher among
females (mean=15.59 ) as compared to
males (mean= 15.52) . But there was a not
a significant difference in the means of the
perception of resiliency among males
(M=15.52, SD= 2.74) and females (M=
15.59, SD=2.78) ; t1(217)=0.20, p = 0.84.

The perception of PsyCap is higher among
females (mean=16.05 ) as compared to
males (mean= 15.55) . But there was a not
a significant difference in the means of the
perception of self-efficacy among males
(M=15.55, SD= 2.74) and females (M=
16.05, SD=2.72) ; t(222)= 1.57, p = 0.11.

Findings

Male employees experienced higher overall
PsyCap and hope as compared to female
employees. Though, the difference in the
mean was not found to be statistically
significant.

Female employees experienced higher
optimism, resiliency and self-efficacy.
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Though, the difference in the means was
not found to be statistically significant.

Discussion

Psychological Capital has been presented as
an emerging core construct embedded in an
individual’s positive state of development.
Researchers argue that organizations
should invest in the positive psychological
development of their workforce to achieve
variable, sustained growth and job
satisfaction. However, some studies
actually have found relationship between
the two. There are two schools of thought
when it comes to understanding the
perception of pyscap from the demographic
point of view. One school of thought
produced empirical evidence to show the
relationship between demography and
gender and the other school did the exact
vice versa explain that there is no
relationship.

Parthi and Gupta (2016) study on gender
differences on psychological capital, job
satisfaction and organizational climate
indicated significant gender differences on
the sub dimensions of optimism and
resilience of psychological capital. Female
employees were higher on optimism while
the male employees were higher on
resilience. Xiaofei (2006) studied on two
kinds of variables to measure the
characteristics of optimistic attitude by
questionnaire methods. The results showed
that the gender difference generally exists
in optimism and risk-taking tendency of an
individual. But it displays dissimilar forms
in the two kinds of variables. The gender
difference in optimistic variables is implicit
and complicated, which presented the
interaction of the main dimensions of
optimistic variables, namely “positive
expectancy” and “negative expectancy’.

Felton,et al (2010) research examined the
role of gender and optimism on the
riskiness of investment choices of students
(N = 66) in a semester long investment
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contest with both monetary and academic
incentives. Data suggested that males make
more risky investment choices than
females, and that this difference was
primarily due to the riskier choices of
optimistic males. The results of the study by
Puskar et al (2014) revealed that females
scored lower than males in both self-esteem
(p < 0.0001) and optimism (p < 0.0001).
Ferguson’s (2006) cross-sectional design
was guided that middle-adolescent boys
were more hopeful than were early
adolescent boys (13- 14 years of age). Also,
girls were more hopeful and reported higher
spiritual well-being than age the boys.
Developmental phase and/or gender may
influence adolescents’ levels of hope,
spiritual well-being, religious well-being,
and existential well-being as they cope
during the cancer experience.

The results of this study is from the second
school of thought and indicates that there is
no significant difference in the perception
of male and female in terms of hope, self-
efficacy, resiliency and optimism. This
result is in agreement with most studies
done around the globe where it has been
observed that gender is not seen to have any
impact on the perception of Psy
Cap(McMurray et al2010).. The reason
may be that the organization is providing
equal growth opportunity, incentives,
flexibility for both male and female
employees in order to manage a diversified
workforce more effectively

Recommendations

A lot of research revolving around PsyCap
is done globally asking several questions,
the questions basically covers two aspects,
individual capacity in one hand and
organisational outcome in the other hand,
which are completely psychological. It has
been proven empirically that PsyCap can be
developed, generated and managed
successfully. The findings of this study
provide  certain implications  for
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organizations to formulate their policies in
terms of employees’ PsyCap. However,
PsyCap is an extension of the economic
notion of capital; it transcends beyond
economic capital and differs frit is
recommended that organizational
interventions may aim to increase
employees’ personal resources, which will
in turn increase their Psychological Capital
and which can further facilitate enhanced
employee happiness.

Conclusion

One of the major limitations of this study is
related to the issue of common source bias
of data collection based on self-report
questionnaire. Social desirability is one of
the response biases that influence the
results of studies that use self-report
questionnaires  (Goodwin, 2004). A
limitation of the study could be attributed to
the sample size. Further investigation is
also required with other demographic
variables as well.

References

Avey et al., 2008. “Impact of Positive
Psychological Capital on Employee Well-
Being Over Time”. Journal of Occupational
Health Psychology ,15(1),17-28.

Sweetman and Luthans, 2010.
“Relationship between positive
psychological capital and creative
performance”. Canadian Journal of
Administrative Sciences,28(1),4-13.

Cogner & Kanungo, 1988. “The
Empowerment Process: Integrating Theory
and  Practice”. The Academy of
Management Review,13(3),471-482.

Hackman & Oldham, 1980, “Motivating by
Enriching Jobs to Make Them More
Interesting and Challenging”. International
Journal of Management, Business, And
Administration,15(1).

13

MIJBR — MITS International Journal of Business Research


http://journals.sagepub.com/author/Hendricks-Ferguson%2C+Verna
https://www.jstor.org/action/showPublication?journalCode=acadmanarevi&refreqid=excelsior%3A83ec7235cca3f66a7d013a7a601ec5ca
https://www.jstor.org/action/showPublication?journalCode=acadmanarevi&refreqid=excelsior%3A83ec7235cca3f66a7d013a7a601ec5ca

MIJBR / Vol. 4 / Issue 2 / July-December 2017

Harter, Schmidt & Hayes, 2002.Business-
Unit-Level Relationship between
Employee Satisfaction, Employee
Engagement, and Business Outcomes: A
Meta-Analysis. Journal of  Applied
Psychology, 87, 268-279.

Avey et al, 2009, “Psychological
ownership: theoretical extensions,
measurement and relation to work
outcomes”. Journal of Organizational
Behavior, 30, 173-191.

Luthans, 2002, “The need for and meaning
of positive organisation behaviour”. Journal
of Organisation Behavior,23(6),695-706.

Luthans&Y oussef,2004. “Emerging
Positive Organizational Behavior”.
Published in Journal of Management,33(3),
321-349.

Youssef & Luthans, 2007. ‘“Positive
Organizational Behavior in the Workplace:
The Impact of Hope, Optimism, and
Resilience”. Published in Journal of
Management 33(5), 774-800.

Snyder et al., 1991. “Studies concerning the
temporal and genetic control of cell polarity

in Saccharomyces cerevisiae.” J Cell Biol.
114(3),515-32

Avey et al (2009). “Authentic Leadership
and Positive Psychological Capital: The
Mediating Role of Trust at the Group Level
of Analysis”. Management Department
Faculty Publications,15(3),227-240.

Felton,et al (2010). “ A theory of Reasoned
Action (TRA) model of the Chartered
Accountant  career  choice  career
. Canadian equivalent of the American
Certified Public Accountant,51(94), 48-57.

Luthans, Avolio, Avey,et al., 2008, “The
Mediating Role of Psychological Capital in

---e-ISSN: 2394-4161
p-1SSN: 2349-1701

the Supportive Organizational Climate—
Employee  Performance  Relationship

“.Published in Journal of Organizational
Behavior “,29 , 219-238.

Law et al 1998, “Law and Finance”. Journal
of Political Economy,106(6),1113-1155.

Luthans 2007. “Positive Psychological
Capital: Measurement and Relationship
with Performance and Satisfaction”.
Published in Personnel
Psychology ,60,541-572.

Cetlin (2011. “Using finite element
modeling to examine the flow processes in
quasi-constrained high-pressure torsion”.
Materials Science and Engineering: 528
(28), 8198-8204.

Costa et al (2001). “Gender Differences in
Personality Traits Across Cultures:

Robust and Surprising Findings”. Journal of
Personality and Social Psychology,81(2),
322- 331.

Langelaan,2006.” Burnout and work
engagement: Do individual differences
make a difference? Personality and
Individual Differences, 40,521-532.

Bakker 2012.” American Psychologist on
Work-Home Interface.” American
Psychologist, 67(7), 545-556.

Youssef’s (2004) “Youssef’s syndrome”. J
Indian Med Assoc,102(2),86-88.

Hackman & Oldham, 1980,”Motivating by
Enriching Jobs to Make Them More
Interesting and Challenging.” International
Journal Of Management, Business, And
Administration Volume 15 ( 1).

Cogner & Kanungo, 1988.” The
Empowerment Process: Integrating Theory
and Practice.” Academy of Management

Review, 13, 471-482.

14

MIJBR — MITS International Journal of Business Research


http://www.tandfonline.com/author/Felton%2C+James
javascript:void(0)
javascript:void(0)
javascript:void(0)

MIJBR / Vol. 4 / Issue 2 / July-December 2017 -------------- ---e-1SSN: 2394-4161

Stajkovic and  Luthans,1998.”Self —
Efficacy and Work related Performance :A
Meta-Analysis.” Psychological Bulletin,
124(2), 240-26.

Othman & Nasurdin 2011) .”Psychological
Ownership, Hope, Resilience and
Employee Work Engagement among
Teachers in Selected Mission Schools .”
European Journal of Business and
Management ,6(10).

Seligman (2010).” Pursuit of pleasure,
engagement, and meaning: Relationships to
subjective and objective measures of well-
being.” Routledge,5(4),253-263.

Seligman, 1998.Building human strength:
Psychology’s  forgotten  mission. APA
Monitor, 29(1).

Scheier& Carver, 1985.”Optimism, coping
and health: assessment and implications of
generalised outcome expectancies.” Health

Psychol.4(3),219-247.

Ramchandran& Krishnan, (2009). “Effect
of Transformational Leadership on
Followers’ Affective and Normative
Commitment: Culture as Moderator.”
Jensen, Luthans, Lebsack, &Lebsack, 2007.
“Relationship between Perceived
psychological stress and Depression:
Testing Moderating Effect of Dispositional
Optimism.” Journal of Workplace Behavior
Health,27(1),32-46.

Xiaofei’s (2006).“Performance and energy

modeling for live migration of virtual

machines”. Cluster computing 16 (2), 249-

264

Block, J., &Kremen, A. M. (1996). 1Q
and ego-resiliency: Conceptual and
empirical

p-1SSN: 2349-1701

Masten, 2001.” Ordinary magic: Resilience
processes in development”. American
Psychologist,

56(3), 227-238.

Masten, A. S., & Reed, M. J. (2002).
Resilience in Development. In C. R. Snyder,
& S. J. Lopez (Eds.), Handbook of Positive
Psychology, 117-131.

Coutu, 2002.” The anxiety of learning:
Interview by Diane L. Harv Bus Rev. 2002
Mar;80(3):100-6, 134.

Waite & Richardson, 2004.” determine the
efficacy of resiliency training program”.
J Allied Health. 2004 Fall,33(3),178-183.

Susan (2006 .“Sustainable Development”.
Routledge, 245 pages.

Bandura, A. (1994). Self-efficacy. In V. S.
Ramachaudran (Ed.), Encyclopedia of
human behaviour, 4, 71-81.

Sinha et al (2002). ”Prevalence of impaired
glucose tolerance among children and
adolescents with Marked obesity”. N Engl J
Med,346(11),802-810.

Schyns & Collani, 2002.” A new
occupational self-efficacy scale and its
relation to

personality constructs and organizational
variables.” Journal Of Work And
Organizational

Psychology,11 (2), 219-241.

Schyns, 2004.” The Influence of Occupational
Self-Efficacy on the Relationship of
Leadership Behavior and Preparedness for
Occupation Change.” Journal of Career
Development,

30(4), 247-261.

connections and separateness. Journal of

Personality and Social Psychology, 70, 349— Durndell (2000).”Computer Self-Efficacy and

361. Gender.” IFIP — The International
Federation for Information
Processing ,44,78-85.

15
MIJBR — MITS International Journal of Business Research


https://www.ncbi.nlm.nih.gov/pubmed/4029106
https://www.ncbi.nlm.nih.gov/pubmed/4029106
javascript:void(0)
javascript:void(0)
javascript:void(0)
https://www.ncbi.nlm.nih.gov/pubmed/11894378
https://www.ncbi.nlm.nih.gov/pubmed/15503750
https://link.springer.com/journal/10871
https://link.springer.com/journal/10871

MIJBR /Vol. 4/ Issue 2 / July-December 2017 = --------------

Avey, Nimnicht and Pigeon (2010).” The
interactive of Psycological Capital and
Organisational Citizenship and Deviance
Behaviors”, Journal of Leadership and
Organisational Studies,

Parthi and Gupta (2016). ”A Study of
Psychological Capital, Job Satisfaction and
Organizational Climate in Telecom Sector: A
Gender Perspective.”13(1).

---e-ISSN: 2394-4161
p-1SSN: 2349-1701

Puskar et al (2014).” Inter-professional
Collaborative Practice Incorporating training
for Alcohol and Drug use screening for health
care providers in Rural Areas”. Journal of
Inter-professional Care,30(4),542-544.

McMurray et al2010.” Effect of Valsartan on

the Incidence of Diabetes and cardiovascular
events." N Engl J Med,362(16),1477-1490.

16

MIJBR — MITS International Journal of Business Research



