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Abstract 

The study aimed at examining psychological capital and its effect on employee creativity and employee well 

being: mediating role of organizational commitment. Employees in any organization are considered a 

valuable asset for gaining and sustaining competitive advantage. The study was cross sectional in nature. 

700 questionnaires were distributed the author received 356 filled questionnaires out of which 30 

questionnaires were incomplete and have not been included in the analysis. The analysis is based on 316 

properly filled questionnaires forming a response rate of 45.14%. Data was collected using 5 point likert 

scale. The results of the study showed that psychological capital was found to have significant effect on 

employee creativity, psychological capital was found to have significant effect on employee well being, 

organizational commitment mediated the relationship between psychological capital and employee 

creativity furthermore, organizational commitment mediated the relationship between psychological 

capital and employee well being. 

 

Keywords: Psychological capital, organizational commitment, employee creativity. Employee wellbeing 

  

 

Introduction 
 

People are recognized as a valuable resource for gaining a competitive advantage. To survive and prosper 

in today's highly turbulent economic situation, it is especially important for companies to find out effective 

and efficient methods to developing their employees' strengths (Reidhead, 2020; Madjar, 2002). Therefore, 

the organization strives to attract and retain employees who are proactive, enthusiastic, and responsible for 

developing their professional skills. Organizations need to develop good employees because the success of 
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an organization depends on employee creativity, commitment and innovation (Ramlall, 2008). However, 

organizations provide creative sources for addressing global human resource challenges by using and 

developing human, social, and especially psychological human resource skills in a variety of ways (Luthans 

& Avolio, 2014).  However, researchers have consumed an excessive time to studying employee creativity, 

and also paid considerably less attention to its influences, conferring to earlier studies. Worker creativity 

trimmings when psychological capital, shows a major role in employee innovation (Sweetman et al., 2011; 

Cai, 2018; Rego et al., 2012). Although the four psychological capital indicators affect worker 

inventiveness in altered ways, subsequent in a diversity of helpful values that are optimism, self-efficacy, 

Hope, and resilience have shown effect to innovative employee behavior (Rego et al., 2014). 

 

Though, Carvalho and Chambel (2013) discussed that schooling, organization, and health psychology use 

work-related well-being as a main degree of the value of work life. Occupational well-being relates to 

workers' mental opinions and motive valuations of their work practices. In addition to that Grant (2007) 

"Work engagement" that is a significant element of employment well-being since it's the result of a 

constant effective and cognitive appraisal of one's employment status (Grant, 2007; Schaufeli, Bakker & 

Salanova, 2006). This current study emphasis to measure influence of psychological resources on work 

associated with attitude and behavior and to measure the moderating effect of organizational commitment 

in a link with psychological capital and employee development in Khyber Pakhtunkhwa, Pakistan, 

However the literature is very scant in exploring the association between psychological resources and 

worker development (Shahid, 2020). 

 

Literature Review 
 

Psychological Capital 

 

Psychological capital refers to the positive psychological development of employees: (1) self-confidence 

(self-efficacy) to work towards performing rewarding work (2) present and future success by showing a 

positive attitude (optimism); (3) When a path that is important to achieve the goal and increase the chances 

of success leads to the goal (hope). (4) Shows the ability (resilience) to recover and succeed in the face of 

challenges and difficulties (Luthans et al., 2007, p.147). These four sub-dimensions are described in detail 

below. 

 

Self-Efficacy 

 

The self-efficacy has recognized wide-ranging logical and tentative attention in positive organizational 

behavior research. self-efficacyidea has developed from societal intelligent philosophy (Bandura, 1997).  

According to Bandura (2013), Self-efficacious individuals go beyond their prior workplace growth by 

spreading their skills and efforts to innovative, challenging aims. In addition, self-efficacy has positively 

effects on instructor’s development. So self-efficacy begins as a concrete indicator due to result needs 

(Brown, Hanssen &Taipjutorus, 2012).  

 

Hope 

 

The instant measurement of PsyCap is hope; it is related to upcoming concerns (Valle, Huebner & Suldo, 

2006). This term is used in positive organizational behavior that's based on work (objective coordinated 

strength) and pathways to meet all objectives (Snyder et al., 1991, p. 287). It is more often than not 

considered as the constructive drive to engage persons in improvement activities. It also speaks to the 

positive belief and judgment for achievable objectives (Franks, 2013). Hopeful individuals are influenced 

to realize their aims by their sense of organization; thus internal willpower of an individual’s gives strong 

points and vitality in connection to their desires. They are satisfied to illustrate the capacity to create 

optional pathways toward accomplishing their goals when other ways don't work (Luthans & Jensen, 2002; 

Snyder, Rand & Sigmon, 2002). 
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Optimism 

 

The third dimension of PsyCap is optimism which  refers to  future-concern belief that has a specific 

hypothetical conceptualization. Optimism describes an individual’s anticipation of positive consequences 

(Scheier et al., 2011). Usually, optimism is well-defined as the constant struggling to accomplish definite 

aims by conveying completion to optimistic outcome beliefs (Lubki2016). Employees who have optimistic 

views and philosophies, they established belief of self-determination and drive for commitment with 

responsibilities. For example, researchers suggested employee with a higher level of optimism shown more 

motivation towards job as compared to negative workforces (Shogren & Rojahn 2003; Chang & 

Sanna,2009). Besides, Pajares (2005) argue that educational confidence, goal positioning and self-

determination learning are related with employee development. Hence, PsyCap captures the importance of 

optimism to motivate employees towards goals attainment. 

 

Resilience 

 

This Fourth dimension of psycap states an individual’s aptitude to recover from adversative experiences 

and to manage risk, failure or fears (Masten et al., 2011). Prior research developed following work within 

the ground of positive attitude (Garmezy, 1993), the researcher noticed sick children and revealed innate 

character to manage external stress. in recent times, the alteration towards resilience as per innovative skill 

to manage nervousness and complications, there's an growing attention in emphasizing roles to develop 

worker intellectual wellbeing in institutions which lead to positive outcomes such as promotion of students’ 

unhappiness indicator scores, institution attendance (Challen et al., 2011; Saravi et al.,2019). Therefore, 

Avey et al., 2011 described psychological qualities to increase evidence that resilience influences employee 

development. 

 

Employee  Development 

 

It is recognized that individuals are valuables capital for competitive advantage accomplishment (Herrera, 

2015). Now a days extremely unbalanced economic situation, it is a vital source to learn efficient tactics to 

improve strengths in their workforces to stay alive and prosper in these critical situations (Bergheim, 2005). 

Therefore, employee’s development is the crucial necessary determinations of Human Resource 

Management (Amadi, 2014). The organizations are contributing to improve worker’s activities to make 

practice of their abilities and skills to achieve aims of the organizations (Hameed & Waheed, 2011).Worker 

development strengthened through various ways to gain employees new and progressive skills. The 

employees supporting is completely depend on innovative skills, teaching and several learning drivers 

(Fallon & Rice, 2015). The employee’s development is created by their abilities and expertise. 

Administrations frequently trying to accommodate the abilities of staff members and those all abilities puts 

for organization development. Thus, employees group work had shown the employee wellbeing and growth 

of the business (Antonacopoulou & Bento, 2016). Employee growth is a process to improve capabilities of 

employees and as a whole organization. So, it contains worker and complete organization growth (Richbell, 

Watts & Wardle, 2006). In addition Rowi et al., (2013) proved that workers would develop through 

committed and happy with their work. 

 

The continuous harmonize relationship of employees implementation and their improvement. When 

workers satisfied with their job, then put all energies to their job to increase the sustainability of 

organization. Basically, the deprived gratification of the employees always due to the poor growth of the 

staffs(Kirkpatrick et al., 2006). Employee development is a fundamental right of all workers and also its 

justice with organization. This study explores different practices that develop bond with organization and 

employees(McDowall & Fletcher, 2004). Another study revealed that the employee development shows 

vital responsibility of institutions and without wirkers development it is injustice with all staffs (Osland & 

Mendenhall, 2017). 
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Barrick and Mount (2013) proposed that employee development continually associated with well-being of 

workers. Though, helping workers enhance their strengths and skills to perform their role. This increases 

more value to the worker job and directly benefits to organizations. Therefore, Human resource is intent on 

employee wellbeing through their recruitment strategies, management structure and workplace culture. 

Willingness can play a role in overall employee experience to addressed and maintained employee 

development (Kazmi, 2005). In the same way, the lack of achievements and success of organizations is 

related to the employee’s development. On the other hand, the work engagement of the employees is also 

directly associated linked with the development. Those employees who are more engaged to their 

responsibilities with various  ways, they  perform good within the organizations as compared to those 

employees who are not completely engaged with their job  (Demerouti et al., 2010).  

 

Nda and Fard (2013) explored the association between employee productivity and employee development. 

The results of the research exposed that, in order to attain optimum task and goals the organization must 

need to develop their employees through altered trainings and making safe environments where employees 

feel engaged to workplace and open to collaborating about their wellness. It almost take place through 

employee development and employee creativity in terms of behavior and contributing to effectiveness of an 

individuals and originations as whole (Abbas & Yaqoob, 2009). Hence, development of employees 

improve the creativity of all staff as compared to workers without growth (Sherman & Shavit, 2015). One 

other study in Ethiopia also explored the consequence of employee development on worker job 

engagement. It were estimated that training and development is strongly associated with the effectiveness 

and job engagement of employees. It was also highlighted that the effective performance  through work 

engagements of employees is not possible without development of employees (Sabatil, 2015). 

 

Employee’s creativity and Psychological Capital 

 

In the field of administrative psychology creativity has become an interesting topic for researchers and 

specialists (West, 2002). Creativity was recognized as an engine for employee’s development (Robinson et 

al., 2005; Akarakiri, 1998; Stevens et al., 2003). The term innovation is sometime used interchangeably 

with creativity, but in the occupational world, both are used with different meaning (Zhou & Shalley, 

2011). Creativity is a cognitive process in which new ideas generated and deciding which idea is more 

appropriate while the innovation is related to implementing those ideas (Amabile et al., 1996; Nonaka 

1994). Creativity is seen as a major segment of innovation, so creativity is concentrated on knowledge or 

idea generation and solutions while innovation is concentrating on idea execution (Amabile, 1997; 

Mumford & Gustafson, 1988). Creativity is a language of stimulating conduct which is affected by 

psychological health. Strong mind has additional ability to harvest new thoughts about future achievement 

and diminish risk connected to that achievement (Gloet & Terziovski, (2004). 

 

Amabile (1996) suggested that creativity is the creation of unique and beneficial ideas. It also suggested 

that employees generate innovative ideas within organizations at all level (Madjar & Oldham, 2003; 

Nonaka et al., 1997). The literature recommended that creativity is ensuing at an individual, group and 

different levels of administration (Anderson, 2015). Organizational psychology scholars were looking for 

new approaches and management tools to enable employee creativity (Richter & Shipton, 2004). 

Furthermore, originate that there is a positive correlation between workers’ creativity and recognition of 

there are as at teaching (Rahnama, Mousavian & Maghvan, 2011). 

 

Employee Well-being and Psychological Capital 

 

Over the earlier periods in management studies workers well-being gain more attentions. Managements 

experts believe that gladder and good health of employees increase their struggle (Fisher et al., 2003; 

Galabova & McKie, 2013).It is a multidimensional model, mostly defined as ‘the basic and universal 

human mental , social  and physical  wellbeing of  an entity’s (Diener et al., 1999). This meaning assumes 

that desire is the amount of several small positive varieties (Kern, 2014). The important construct of the 

https://www.hrexchangenetwork.com/employee-engagement/articles/workplace-culture-hrs-guide-to-implementation
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distinctive concerns is employee well-being, which is a subset of the greater literature on workplace 

psychological health (Brough et al., 2009;Tetrick, Quick & Gilmore, 2012). Well-being is idea of worker’s 

life evaluation including emotional health, physical health and strong behaviors (Rath & Harter, 2010). 

Though, wellbeing of an individual’s is linked to insight of their own promise with daily tasks, their 

progress and growth (Keyes, 2005). Well-being is often related with employee’s practices, desire, and the 

controller of pain to rise productivities of an organization. However, Nor and Smit  (2018) revealed that 

employee wellbeing includes individual’s brainpower of self-acceptance, giving of independent role, 

positive relationships with other co-worker and their relations with surroundings to support psychological 

health. 

 

The Mediator: (Organizational Commitment)  

 

Organizational commitment (OC) has obtained substantial attention within past literature by its 

considerable influence on job approaches such as work engagement, absenteeism, positive behavior, job 

satisfaction and employee motivation (Paul & Anantharaman,  2004;Omotayo, 2015). It is a part of faith, 

links emotive state of organizational values and goals with employees values and objectives (Reilly & 

Chatman,1986). This behavior may be a psychological bond inside the construction between an employee 

and business which influence on overall objectives and standards of  organization and wants to stay within 

the organization (Tippins & Sohi, 2003).It describes higher level of love, commitment and deliberation on 

work role in organization (Lawrence & Bell, 2012). Organizations are constantly involved in scheduling 

work practices for holding staffs and inspire them to be committed with organization (Ambad & Bahron, 

2012). 

 

Meyer and Allen (1991) recognized, three- dimensions model to describe commitment as affective, 

continuance and normative. Affective commitment states workers’ psychological bond that workers 

perceive regarding their firms. Continuance commitment is the awareness of workers cost related to 

remaining in or leaving organization. Normative commitment is the worker’s consistency to commit with 

organization. Thus, workers were stay in organization till they have faith in that residing organization is 

suitable for them. Similarly, Lambert and Jiang (2008) suggested three types of organizational 

commitment. The first one is the affection for the job. The employees should love to work in organization 

and always think for the betterment of the organization. The second one is the fear of loss. The employee 

should have two types of fear. The one with the fear of job lost and the second is also called positive fear or 

fear of organization bad performance. The third type of organizational commitment is the sense of 

obligation. The worker shows the common sense of accountability in organization create positive result. 

 

However, organizational commitment at workplace can be allocated into various aspects in terms of career 

of the employees, occupation of the employee, the goals of organization and employee and also with role of 

organization leaders. Theses all aspects work together for the development of the employee and 

organization (Solinger, Olffen & Roe, 2008).All of these employees are found in place of work and 

influence the overall employee involvement in the workplace, but each has its own characteristics. The 

focus of this paper will be in commitment of organization( Meyer & Maltin, 2010). Employees who were 

longer committed to organization are show withdrawal activities, such as; absence from their daily work 

and leaving their jobs (Mercurio, 2015). 

 

Hypotheses 
 

H1: Psychological capital has significant effect on employee creativity. 

H2: Psychological capital has significant effect on employee well being. 

H3: Psychological capital has significant effect on organizational commitment. 

H4: Organizational commitment has significant effect on employee creativity. 

H5: Organizational commitment has significant effect on employee well being 
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H6a: Organizational commitment mediates the relation between psychological capital and employee 

creativity. 

H6b: Organizational commitment mediates the relation between psychological capital and employee well 

being. 

 

Methodology  
 

Design 

 

This study is based on a cross-sectional design in which data are quantitatively collected at a single point in 

time. This study was positive and the study hypothesis was evaluated based on statistical analysis. 

 

Participant and procedure 

 

Consisting a list on teachers and data has been collected from different Pakistani Private Schools in Distt 

KPK. The collected questionnaires have been dispersed among teachers with predefined criteria. Total 700 

questionnaires have been distributed in which we have received back 356 in which 30 were incomplete so 

the incomplete questionnaires were set aside. After that 316 questionnaires were left out of 356 usable 

questionnaires for further data analysis with a response rate of 45.14% in total. In the questionnaire some 

were reverse coded, so the  reverse coded questions were identified and then re-reversed those questions by 

subtracting them from 6 with the help of computing variable in SPSS 26. 

 

Measures 
 

In this survey, we used a 5-point Likert scale self-assessment questionnaire to obtain data from the 

participants. 

 

Psychological Capital 

 

Psychological capital was measured borrowing scale of Luthans, Avolio and Youssef,  (2007).they were 

developed a twenty four item scale to measure psychological capital which is available at 

www.mindgarden.com for free to use. Since, mental capital is a higher order constructs consisting of four 

dimensions (i.e. hope, self-efficacy, resilience, and optimism), therefore, four subscales with six items each 

were adapted with slight changes made to fit these scales with the context of Pakistan. 

 

Employee Development 

 

Employee creativity was measured by George and Zhou (2001).it is 6-item scale that was initially designed 

to measure employee creativity and  Employee Wellbeing measured by Warr (1990).  

 

Employees’ Organizational Commitment  

 

Employees’ organizational commitment measured with four-item form of the Allen and Meyer (1990). 

 

Results  
 

Measurement Model  

 

Confirmatory Factor Analysis (CFA) was used to test the fit of data to the measurement model. Using 

maximum likelihood estimation technique, the model X
2
 which is very sensitive to sample size (i.e. 314 in 

current case) (Hair et al., 2014) was found significant at P value less than 0.001 (X
2

474=617.439, p < 0.001; 

X
2
/df = 1.303).Therefore, other goodness of fit indices was consulted. Normed fit index (NFI) was 0.927 

http://www.mindgarden.com/
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and comparative fit index (CFI) was 0.986, which exceed the recommended value of 0.9 by Hair et al. 

(2014). Furthermore, root mean square error of approximation (RMSEA) was also calculated (RMSEA = 

0.037) and found to be in range of 0.03 and 0.08 as suggested by Hair et al. (2014). The overall values of 

model fit indices (i.e. NFI, RMSEA, and CFI) suggest that the hypothesized model fit the data well. In this 

study,  following Anderson and Gerbing (1988), a two-step approach was adopted to test the validity of the 

measurement model. The first step is related to the measurement of convergent validity and reliability. To 

achieve convergent validity, the model should satisfy three conditions. Firstly, factor loadings should be 

greater than 0.5 (Bagozzi & Yi, 1988). The second condition is that composite reliability should be greater 

than 0.7 (Bagozzi & Yi, 2012). And lastly, the value of average variance extracted (AVE) should be greater 

than 0.5 (Fornell & Larcker, 1981). Table 1 show that the model satisfies all these three criteria.  

 

The next step evaluates the discriminant validity. Table 2 portrays the AVE shared between latent 

constructs (Fornell & Larcker, 1981). This implies that the respondents understood the constructs used in 

this study and also their uniqueness. Moreover, multicollinearity is not an issue in this study as the value of 

variance inflation factor (VIF) did not exceed 5. The items had greater loading than cross-loading as shown 

in table 4 (Hair et al., 2014).It has seen that HTMT resulted values were significant lower than value of 

threshold 0.85, hence, discriminant validity has reaffirmed (Table 6). Based on the result of all these 

indicators, the model attains discriminant validity.  

 

Table 1: Results of Measurement Model  

 

Construct 

 

Item  

Loading  Composite 

reliability (CR) 

Average variance 

extracted (AVE) 

Resilience 
 

Resi1 .846 0.944 0.739 

Resi2 .809 

Resi3 .817 

Resi4 .841 

Resi5 .845 

Resi6 .879 

Optimism 
 

Opt1 .841 0.933 0.699 

Opt2 .824 

Opt3 .852 

Opt4 .861 

Opt5 .874 

Opt6 .862 

Employee 

Creativity 

EC1 .905 0.926 0.716 

EC2 .862 

EC3 .828 

EC4 .877 

EC5 .885 

Employee 

Wellbeing 
 

EWB1 .888 

0.940 0.758 

EWB2 .934 

EWB3 .922 

EWB4 .922 

EWB5 .906 

Self-Efficacy 

SE1 .964 

0.921 0.746 
SE2 .899 

SE3 .846 

SE4 .809 

Hope 
 

Hope1 .817 

0.955 0.840 
Hope2 .841 

Hope3 .845 

Hope4 .879 
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Organizational 

Commitment  

OC2 .841 

0.946 0.853 OC3 .824 

OC4 .852 

Model fit indices: X
2
474=617.439, p < 0.001; X

2
/df = 1.303; CFI = 0.986; NFI = 0.927; RMSEA = 0.037; 

SRMR = 0.027 

Note: Composite Reliability (CR) = (square of the summation of the factor loadings)/(square of the 

summation of the factor loadings + square of the summation of the error variances); Average  Variance 

Extracted (AVE) = (summation of the square of the factor loadings)/(summation of the square of the 

factor loadings) + (summation of the error variances)} 

 

Table 2: Correlation and square root of AVE 

 Resilience Optimism 
Emp. 

Creativity 

Emp. 

Wellbeing 
Self-Efficacy Hope 

Org. 

Com 

Resilience 0.860       

Optimism 0.826*** 0.836      

Emp. 

Creativity 
0.777*** 0.806*** 0.846     

Emp. 

Wellbeing 
0.760*** 0.815*** 0.816*** 0.871    

Self-Efficacy 0.662*** 0.722*** 0.728*** 0.732*** 0.863   

Hope 0.696*** 0.705*** 0.670*** 0.737*** 0.707*** 0.917  

Org. Com 0.163** 0.171** 0.148* 0.203*** 0.131* 0.282*** 0.924 

 

Table 3: HTMT Analysis 

 
Resilience Optimism 

Emp. 

Creativity 

Emp. 

Wellbeing 

Self-

Efficacy 
Hope 

Org. 

Com 

Resilience 
       

Optimism 0.825 
      

Emp. 

Creativity 
0.781 0.805 

     

Emp. 

Wellbeing 
0.764 0.814 0.818 

    

Self-

Efficacy 
0.664 0.718 0.728 0.737 

   

Hope 0.697 0.704 0.674 0.741 0.705 
  

Org. Com 0.156 0.165 0.152 0.200 0.140 0.282 
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Table 4: Cross Loading of Constructs 

Items Factor Loading 

Resilience Optimism Emp. 

Creativity 

Emp. 

Wellbeing 

Self-

efficacy 

Hope Org. Com 

SE1     .687   

SE2     .780   

SE3     .774   

SE4     .780   

Hope1      .747  

Hope2      .749  

Hope3      .782  

Hope4      .802  

Opt1  .592      

Opt2  .604      

Opt3  .674      

Opt4  .709      

Opt5  .728      

Opt6  .718      

Resi1 .752       

Resi2 .729       

Resi3 .741       

Resi4 .711       

Resi5 .701       

Resi6 .755       

OC2       .938 

OC3       .950 

OC4       .934 

EC1   .673     

EC2   .680     

EC3   .725     

EC4   .715     

EC5   .676     

EWB1    .643    

EWB2    .651    

EWB3    .707    

EWB4    .707    

EWB5    .697    

 

Structural Model 
 

The next step in the process examines the structural model. Table 5 shows the results of hypothesis testing. 

The first hypothesis was related to the employee creativity and psychological capital which has a 

significant relationship (β = 0.264, p < 0.05) .The second hypothesis employee wellbeing and psychological 

capital also has significant relationship (β = 0.140, p < 0.05) and third hypothesis also supported significant 

relationship among organizational commitment and psychological capital (β = 0.188, p < 0.05). However, 

there was an insignificant relationship between employee creativity and organizational commitment (β = -

.152, p > 0.05). Therefore, H1b and H1c are supported whereas, H4 is rejected. The fifth hypothesis is 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 8 iterations. 
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related to employee wellbeing and organizational commitment which has significant relationship (β = 

0.245, p < 0.05). 

 

Table 5: Results of hypothesis testing 

Hypotheses and paths Estimates S.E CR Sig. Results 

H1 Emp_Creativity<--- Psy_Cap .264 .064 14.511 *** Supported 

H2 Emp_Wellbeing<--- Psy_Cap 

 
.140 .060 14.924 *** 

Supported 

H3 Org_Com<--- Psy_Cap .188 .073 3.501 *** Supported 

H4 Emp_Creativity<--- Org_Com -.152 .031 1.974 .047 Supported 

H5 Emp_Wellbeing<--- Org_Com .245 .029 1.995 .045 Supported 

Model fit indices: X
2

576=1090.23, p < 0.001; X
2
/df = 1.893; CFI = 0.923; NFI = 0.901; RMSEA = 0.053  

 

Mediation Analysis 
 

In the current study, organizational commitment act as mediator. The results of the mediation analysis are 

given in the following table 6. The results show a significant direct relationship between psychological 

capital and employee creativity and well-being.  In step 2 the researcher will check the significance of the 

indirect effect between these variable with Organizational commitment. The results suggest that 

Organizational commitment mediate the relationship between psychological capital and employee well-

being (beta weight = .242, less than .05). This further proposed that H6b is accepted. Additionally, the 

mediating role of Organizational commitment between the relationship of psychological capital and 

employee creativity was not support by the results (beta weight = .838, with p value of -0.011). This further 

reflect that our data does not support H6a. 

 

Table 6: Results of Mediation Analysis  

Hypotheses  Relationship Direct Effect Indirect effect Results 

 Est. Sig. LLCI ULCI Est. Sig. LLCI ULCI 

H6a Psy_CapOrg_Com

Emp_Creativity 

.838 .001 .838 .949 -.011 .696 -.011 .015 NS* 

H6b Psy_CapOrg_Com

well_being 

.242 .006 .099 .381 .027 .045 .003 .064 Sptd** 

*NS=Not Supported 

** Sptd= Supported 

 
Figure 2: The structural model of the study 
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Discussion 
 

Objective of the research was to test the role  of sub dimensions of Psychological capital  (i.e., self efficacy, 

optimism, resilience and hope) and employee development (employee creativity, employee well-being) in 

pakistani education division and organizational commitment as a mediating influence in the link among 

psychological capital and employee growth. This study offered that self-efficacy positively affecting well-

being of Pakistani teachers. The results of the current study support H1c, by arguing that there is a strong 

significant and positive effect of self-efficacy on the well-being of teachers in Pakistan. To correlate the 

predictions raised by the results of our findings about the positivity between psychological Capital with 4 

of its dimensions and staff’s wellbeing. In order to increase and develop a positive atmosphere at 

workplace, psychological capital must have to be enhanced.  

 

Trucchia, Lucchese and Fernández (2013) extracted the reality about the people with high range of 

psychological wellbeing would be more successful in academics. the findings of the current study replicate 

previous results where Elliot et al. (2013) and Simone et al. (2014) argued that resilience make certain 

individuals' psychological safe to overcome challenging tasks and thus nurturing creative behavior. This 

implies that these four measurements of psychological capital will positively influence the teacher 

creativity in private school in Pakistan. Within this context, the results of this study revealed self-efficacy 

positively affecting creativity of teacher in Pakistan. These four dimensions Optimism, Hope, Resilience 

and Self-efficacy, play a diverse role in explanation and prediction of the worker's innovative behavior. 

However, among these fundamental elements of psychological capital, optimism had been observed 

relatively high, influencing over the creativity of an employee. Whereas, the Hope had a very little impact 

on teacher's psychological capital. 

 

The results of mediation effect of organizational commitment are show that even though, the direct 

influence of psychological capital on worker development without mediator is highly significant but when 

the mediator is put into the equation, the indirect effect of become insignificant. These results suggested a 

mediating role of organizational commitment in the association among psychological capital and employee 

development, though, our results contradict with that may be because of the fact that teachers in private 

schools are not that much committed to the schools and as they find a good opportunity they leave.       

 

Study Implication 
 

The results of this existing research propose numerous applied implications for the growth and monitoring 

motivational development tendencies in today competitive environment. Throughout the contemporary 

worldwide scenarios, employees who are more effective in performance, having a positive attitude towards 

challenging environments, are optimistic in good results, and are resilient in workload can be more 

proactive and innovative than those who have lower psychological capital. The effect of a teacher’s 

psychological capital on his/her students might be some sort of significant implication of ongoing 

research.  King, Ronnel and Caleon (2021) asserted in another study that teachers or school administration 

may transmit Psychological capital to their students/learners by setting an example to their staff. Competent 

executives (school administrators) may effectively contribute to and influence the effectiveness of their 

subordinates (teachers) (King, Ronnel, & Caleon, 2021). 

 

Particularly, looking at the present unstable financial environment that businesses (workforce) are facing, 

the low level of investment in Psycap and employee development may be beneficial. Furthermore, 

executives ought to be cautious about providing, stressful & hard duties to the personals with 

limited psychological capital (Luthans & Jensen, 2002), until they have been appropriately trained because 

these people are most likely to express workplace stress or work overload. 
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Limitations of the Study and Future Research Directions 
 

Some limitations apply to this study rather than several practical implications were observed for 

psychological capital& employee development. However, a true experimental research design has not been 

utilized. Thus, it is not possible to establish a connection between psychological capitals or employee 

development influenced the performance of the workplace.  As a result, the ongoing research design would 

not let for explanations of cause. Experimental modification and causal interpretation are necessary, as well 

as the initiation of sequential methodology to eliminate the potential of alternative hypothesis; such 

assumption may be observed as high-performance leads to psychological capital and work involvement. 

 

Some Significant positive factors (psychological) provide possible benefits to individuals, communities, 

and enterprises in today's rapidly changing settings (Çimen & Ozgan, 2018). The findings of the research 

showed that teachers' psychological competencies, which comprised of creativity of individuals, their 

wellbeing, and work performance. It may contribute to the development and productivity of the teaching 

faculty through training and orientation in these significant psychological assets. That might also assist in 

order to spread the word about those valuable learners' resources. Consequently, Human 

Resource management may improve psychological capital's management and strive to empower its staff, 

therefore boosting performance and efficiency. 

 

Given the current unpredictable economic scenario in which businesses find themselves, the low cost of 

investing and participating in psychological capital can be extremely beneficial. Furthermore, managers 

should exercise caution when delegating comparably intensive and hard tasks to employees with 

psychological capital, as well as an overall willingness to achieving until adequately educated and trained. 

It would because they are more ready to complain about stress or work overload. Additionally, companies 

can select workers with a better level of psychological capital and their career development about uncertain 

and difficult professions using reliable and valid psychological capital and work participation measures. 

 

In order to determine which individual or group of individuals may thrive in a complex mode of job or 

workload crises, these kinds of characteristics may help.  It was due to the desire to bounce back in tough 

situations, expect positive outcomes, seems to have higher self-efficacy which may hinder individuals who 

show deficiency of energy, devotion, and work retention from continuing to work unless, in particular, 

operations are done. 
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