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Abstract

In today’s ever-changing world, effective managetmrhuman resources is a necessity, but are
accompanied with differing management philosoplsied methods. This study addresses the growing
body of psychological capital research, definec g®sitive situation for personal development it
features of self-reliance while dealing with thealdénges (self-efficacy), positive expectations fioe
future success (optimism), being full of determiot(hope), and accomplishment in spite of obstacle
(resilience).Psychological Capital has a positimpact on sustainable competitiveness.It is expettizd
the positive influences of psychological capitall wéduce costs and mitigate negative influencearin

organization.

Based on a review of pertinent literature and thetiris study aims to examine allPsychological
Capital concepts, and other related topics. Thatgst source of references is management literature

followed literature specifically related to Psyogital Capital and its management.
Keywords: Psychological Capital, Positive Psychological @dpComponents of Psychological Capital
INTRODUCTION

At the end of the 1990’s, positive psychology watsaduced with the help of researchconducted
by Prof. M. Seligman and his colleagues in thedfief organizational behavior. The term “positive
psychology” led to the “Positive Organizational Bgtor” approach, which sought to measure, develop,
and manage people’s strengths and psychologicalroeanings rather than focusing on their weaknesses
[1]. Psychological Capital or positive psychologgncbe defined as examining the processes by which
positive attitudes, feedback, criticism contribtdgghe functioning and development an individuabup

or corporation.



As Kelgemphasized Psychological Capital contains measiraladvelopable, and effectively
controllable applications related to the potendéiatl psychological capacity of human resources, lwhic

result in performance increases in organizations[2]

An organization’s success, and the capacity to ¢dtuadize their goals, depends on the
psychological and physical participation of humegsources (workers, employees, managers, and so on)
and effective management will bring a competitideantage. In this sense, Kgleoted that the quality
of one’s work life is becoming more significant @gnpeople are transferring their expectations étfr s

development and self-realization from personalttifevork life[2].

Positive organizational scholarship provides a #amrk for understanding the influence of
human behavior on organizational strategy, andaéxpVhy certain strategies and competencies are mor
beneficial than others [3]. In this regard, postipsychology can be considered the quest to determi

what a right attitude is, and how it can be devetbim human resources[4].

The four fundamental characteristics of Psycolddg@apital (self-efficacy, hope, optimism, and
resiliency) are the key factors needed to formyelpslogical capital structure. Efficacy is a pertep or
beliefregarding one’s personal abilities, while imjgm is a positive expectation, and therefore less

related or connected to an individual's actualigip8].

On the other hand, hope is related to the attitfd@ind or way of thinking [6] which plays a
directive role in work performance. Lastly,resilignconcerns positive adaptation and the ability to

bounce back from adversity [7].

It is true to say that positive characteristicthei individual or group, will help to improve and
maintain a sustainable positive psychological ehpit work and general life. Positive charactecstnd
thoughts will bring with positive experiences arslationships. According to Page et. al, positive
experiences advance one’s personal capacity teféettively,achieve high performance levels, and

realize their full potential[8].

This paper is structured with these goals and dzgdnas follows in the back of introduction
section under the light of theory based researchest, literature review on psychological capiisl
briefly discussed with the main framework and basienponents, it then turns to the importance of

distinguishing Financial, Human, Social, Intelledfuand Psychological Capital existing within the



structure of literary compilation. Afterwards, dissions and conclusions based on given theoretical
information conclude the study. As a result, thegrafollows and evaluates the evolution of

Psychological Capital theory and related topics.
PSYCHOLOGICAL CAPITAL AND POSITIVE PSYCHOLOGICAL CA PITAL

Human resources play a central role in the sucaiesearly all businesses, necessitating careful
and effective analysis.The concept of positive pslagical capital originates in “post-modern posti
psychology” [9]and includes the strengths and pasiaspect of human behavior. Martin Seligman first
discussed these concepts in1999 and were subsbadeveloped by Luthans and his colleagues in 2004

in the USA [10].

“Positive psychology got its start just a few yeago when research psychologist Martin
Seligman challenged the field to change from a grepation with what is wrong and dysfunctional with

people to what is right and good about them” [11].

The termpsychological capitalandpositive psychological capitalare used by various authors and
souces synonomously. At the same time, Psycholbgiapital emphasizes personal psychological
sources with their basic four components (selfeeffy, hope, optimism, and resiliency) [12], therefid
is named andsimilarly associated with the theorypositive psychological capital. As Cetin et.
al.emphasized, it should be noted that this termesaa changing feature based on situations raltzer

having a stable characteristic feature[13].

Psychological capital or positive psychologicalitaipgmphasize positive approaches, meanings,
and results, and are described as “a common umagtapacity considered critical to human motivatio

cognitive processing, striving for success, andlteg performance in the workplace” [14].

Seligman, et. al.handle the subject as a scienceosftive individual and organizational
features[15]. The focal point of psychological ¢abis the positive side of human life, definedhape,
creativity, courage, wisdom, responsibility, andoso It is hoped that if these mentioned positiuenan
properties are understood well, positive psycholeglf provide and form a basis for awonderful
world.Wyk highlighted that psychological capitabpide additive values and emotions to people, eadi

to a feeling of citizenship in an organization ocigty[9].



Psychological capital can be defined as a compléemEpersonal and organizational features
which can be developed and directed [16]. Theony msearches support that psychological capital or
positive psychological capital can be defined astracture which includes positive outcomes both in
personal and organizational levels and improvesamperformance.Demir also highlighted that since
the beginning of management researches which beganthe studies of Hawthorne, the relationships
between psychological emotions of employees and peeformance and efficiency are hypostatized[17].
In general, there are thousands of papers and negelarchon the subject of management and psychology
in which different various topics and subjects weated. Luthans notes that negative subjects ssch a
stress, exhaustion, alienation, injustice, violemesistance to change, etc. are predominant ierpagn
these subjects, rather than placing emphasis dtiyeosubjects[18]. Stated another way, Luthansakt
say that psychological capital(“PsyCap”)focuses‘'who you arebecoming” rather than “who you are”

[19].

In theory-based research, psychological is destrése“a higher-order core construct consisting
of four positive psychological resources” [20, 2djich define the features of psychological capstath
as hope, resiliency, self-efficacy, and optimistredn be said that psychological capital is a coeion
of all these four elements and as Hughes said ithedin be “measured, developed, and effectively

managed” for improving the work performance[22].

BASIC COMPONENTS OF PSYCHOLOGICAL CAPITAL

Developable psychological capital involves manageneé the positive psychology constructs
of self-efficacy/confidence[23, 24, 1], hope[25,, Hptimism[26], and resiliency [7, 1]. These four
components exhibit a “motivational propensity” [8] successfully complete the goals. The following

paragraphs briefly summarize the four componenishiwtontribute to positive psychological capital:

Self-Efficacy/Confidence

Self-efficacy represents the general belief of peaeghile they exhibit their performances [27]
andmakes a sense beyond the actual abilities ¢hadttb complete tasks. It can be said that high sel
efficacy can influence motivation in both positied negative sides. People who are self-confideoivk
how to improve their motivation. They choose chadieg tasks to extend their performance and mativat

themselves against the obstacles faced while wgrfiinaccomplishing goals.



Ozkalp said that self-efficacy is not related te tompetences on individuals’ capabilities, on
the contrary it is related to the belief on perdatalities[28]. These people who are self-confidean
choose and develop the ways to be able to attein gloals[29]. Self-efficacy can be thought asrarer

agent to direct people and effectively executeeddiit tasks and roles in their life.

Research by Stajkovic, et. al. underlined thatehgra strong and positive relationship between
self-efficacy and performance[30]. Moreover, beeaofsthe positive and significant relationship bedw
job satisfaction and performance [31]; it can beilgahought that there is also a positive relastup

between self-efficacy and job satisfaction.
Hope

Achieving the desired goals require the sense eh@gand expectations which provide people
with an “internalized determination and willpoweritivest the energy” [1]. Workers take an example b
the leaders in general. Thus, leaders’ hope imphetsemployees’ job satisfaction, performance, and
motivation. Hope supports the desires of positivicoames and gives the feeling of being good to make
the dreams come true in human life. It can be detexd as a feature which awakes people to get a
motivation [32]. Motivated people unselfishly waoskd perform their abilities. It can be said thapé@s
related to the motivation and therefore Adamsdtl,al. underlined that it has a positive and Sicgunt

relationship with job satisfaction and performa2&3|

On the other hand, hope can be defined as an efmrgged on the personal goals and a way or
alternative ways which direct people to the taf@&]. Hope is a tool that motivates people whiléndo
their job requirements. Several other researches pbint out that hope is positively related te lif

satisfaction [33], work satisfaction and performafit], and motivation to cope with stressful events

It is possible to confuse hope with optimism. Hapedescribed as a pathway to achieve the
goals[8] and Snyder, et. al. determined hope a®tvational state which has two dimensions, agency
and pathways[25]. Agency is a determination thatals the goals while the pathway is described as a

plan to achieve desired goals.

In addition, Rick Snyder’s large scaled conceptlding study and research in 2000[34]
identified three fundamental concepts and dimermsioihhope to be agency, pathways, and goals by

adding one more. Goals are the main desires tottaéned. Under the light of these information,



optimism as distinct from hope is defined as anpfamatory style” [1] to expect good and positive

results.
Optimism

Optimism can be defined as a psychological intensiod expectation to hope the best possible
and positive outcome which can positively influerpmoples’ mental and physical health. This gives
individuals a chance to make their life more easy keave out of stress. Optimists distance thermaselv
from depression and hopelessness.As Kplé forward that optimism can be defined as a geized

expectation to have a better future[2].

Optimist managers and sales representatives are mare succesful than pessimist ones while
playing their trade [35]. Optimist people expedttpositive situations will happen while pessimisis

expecting that negative things will take place [36]

On the other hand, optimists as opposed to pedsimatso enjoy finding good things from
adversity and pessimists are always ready to egsibyup in face of bad and sad things in life [38].
Researches by Hmieleski, et. al. demonstrateddptitnisim and personal well-being have a positive
relationship in psychological capital[27]. Simikarlagain Carver, et. al. emphasized that optimases
able to differ in approaching “problems and challest’; and differ in “manner and success” to dedhwi
adversity[38].It has been supported by Luthans, at. that optimists have high level of job

satisfaction[20].
Resiliency

Resiliency which is defined as a tendency to recdwem adversity or depressing process,
allows people to optimistically look at the overwheng situations. Luthans, et. al. illustrated that
resilient people can change for the better thrahghcomplexity[1].Resiliency has a reactional chtea
[7] that affects people to orient to the all kirafssituations faced in their life. Ozkalp put ink@rds this
term as a complex life process for the people whintludes the endurance, tolerance, reactions,
flexibility, and psychological pressures[28]. Psyidyical resiliency is characterized as an abifity

bouncing back, focusing on the goals and succéjs [3



In the meantime, research by Luthans, et. al. supploat psychological resiliency is the coping
skills of people in case of uncertainty, negatiitaagions, and obstacles[40]; and according tor ei.
al. itcontains in itself the other components hagf-efficacy, and optimism[13].Masten put intond®
that resiliency has three manageable, developanhganents such as; asset factors that increadevigie
of personal resiliency, risk factors which guidesawer levels of resiliency, and influence proe=$41].

Masten also highlights that resilient people afe &thsucceed and learn something in mischance[41].

These resilient people can easily keep up with dhanges in life. It can also be said that
resiliency can be developed and managed by othee ttasic components of psychological capital; self

efficacy, hope, and optimism [19].

As a general conclusion for the components of paigglical capital, each of these four basic
components of positive psychological capital is asgrable, developable, entegrable” to the indiviglua
[2]. In order to improve and develop psychologicapital and its components, people should not gjpve
in the face of adversity and they should alwaysstesd persevere. For this sense, psychologigalata

can be thought as a construct of tenacity.

Last but not least, Bandura touches on the sulljgcemphasizing that these four positive
dimensions interact in a synergy as briefly mergtbabove[42]. In such a way that, hopeful peopée ar
more resilient and motivated to deal with difficedt in their life. On the other hand, self-confidpaople
can easily adapt and transfer their optimist thesigind resistancies [19]. Peterson, et. al. algghesizes
that because of this synergistic work of all thesestructs; when one component is influenced, b @st

probably that the others will also be eventualRu@nced[14].

POSITIVE PSYCHOLOGICAL CAPITAL MANAGEMENT

Positive Psychological Capital can be managedringeof enriching bottom-line impacts of the
organizational activities. The four components asfyghological capital can also be developed and
managed to experience success. Developing workesl’ efficacy provides a deep knowledge
experiences[23] as Bandura stated. Targeting isiitapt in an organization to develop individualtsple
toward which people can conduct their manner and gacontrol. On the other hand, Luthans, et. al.

suggested that managers and employees should bd fogvard developing their hope and reach the



goals they desired by this means[1]. If optimisndéveloped and popularized among people, they will

learn to derive lessons from their mistakes or es&c

Optimism can go into division,such as realistic #egible [1]. At this point, “realistic optimism
involves enhancing and focusing on the favorabfeets of our experiences’[43] and does not disclose
and put out of action personal responsibility wHikxible one gives people a chance to use several
optimistic and pessimistic styles [1]. In other @®r hoping, desiring, and searching for positive
experiences while confirming what we do not knowd actcepting what we cannot know are also

involved in realistic optimism [43]. Optimism isfact that can be managed by stress management.

Although resiliency developed by focusing on thekriasset, and organization processes, seen as

a post-factum calibration, it is a “lifelong devptoental journey” [11] in reality.

As Luthans, et. al. emphasized that it is the tlaat well-managed positive psychological capital
will help to establish the criteria for long-ternudiness success and competitive advantages ateoss t
board[1]. For this sense, organizations should goom the positive behaviors of employees for
transferring them to productivity in today’s glolzatg world. By the way, managers and entrepreneurs
should increase employee well-being by giving aitpes outlook besides their level of general and
individual well-being with job satisfaction and mattion to build and develop psychological capi@h
the other hand, developing success can be gain@dymhological capital because it provides people a

opportunity for training and improving themselves.

DISTINGUISHING FINANCIAL, HUMAN, INTELLECTUAL, SOCI AL, AND

PSYCHOLOGICAL CAPITAL

The changes faced with each area in today’s cotiyeetvorld are also reflected to the classes of
capitals which provide competitive advantages o dlganizations. These capitals mentioned below are
necessary for sustainable competition but todagy thre not enough alone. They should be thought

together by associating each other.

Financial capital is used to define the liquid és&¢ businesses and as Alsos, et. al. notedtthat i
is the most unstable form of capital which can kehanged for the improvement process[44].This term
is also used to define cashable assets of the,firmsther words the contains in liquid assets sash

cash, stocks, financial instruments and so on aseritbed as financial capital [45]. These financial



capitals are the capitals that are used to sustigim@mpetition in an economic world and can easdy
exchanged with money.Some authors emphasized itetcial capital contains the management of
cashes, marketable commercial papers, stocks, thed walid/current assets[46]. Financial capitalegi
some chances to use such resources for benefitengrtrepreneurial and business opportunities [47].

Managers should know how to use financial capitaheir firms effectively.

Human capital involves the storage of knowledge skills that stay on individuals [48]. People
are the main assets for the firms and human calpitalan important place in order to make strategic
decisions, develop relationships and communicatiand manage knowledge in today’s ever-changing
world. It can be transferred through the generatiand improved day by day. According to Wright, et.
al., it should not be confused with personalitytéravhich do not have certain impacts of psychalabi
outcomes[49].Barney notes that the optimal use whdn capital can not be replicated by others,

therefore it can be defined as a key source anddatygr of competitive advantages[50].

Human capital is also one of the most important Aamilamental elements (human capital,
customer capital, and organizational/structuraite§pof intellectual capital[51, 52] which can Hefined
as a sum of hidden assets and can not be seee taldnce sheet of the firms, but take place irdroin
the members of organizations [53]. This term sthliecoming a current issue in 1990’s with the well
accepted definition of Stewart [52] and accordindstewart, intellectual capital is everything knolan
workers and provided competitive advantages in rierket place[54]. Developing and managing

intellectual capital depend on the quality, capa@bility, and knowledge of workers/people.

Organizational capital, another element of inteéllat capital is a supportive subconstruct to
develop, organize, and impower the human capitalai example; data base, culture, structural sygstem
copyrights, strategies, guidelines etc. can be twauf52]. It is a known fact that, well managed
intellectual capital will provide an advantage ioday's competitive environment. To do this; top
managers should well understand and know their eyepks and needs, abilities, and specialities.
According to Gorm§j there is a relationship between human and straictiapital in such a way that
human capital provides a form for the structuraditz while it contributes to the development ofitan
capital[52]. Because, people even the most intslligopnes need an organization to be able to use the

knowledge, skills, and abilities.



The third element which takes place in an intellattapital is customer capital related to the
external environment of an organization while tive tothers are related to the internal organizationa
environment. Customers and customer needs showietbanalyzed to gain a financial success anceto b
sustainable. In this regard, current customerfsation should be improved and new structures shbal

prepared for the new customers.

As Once indicated that reputation, experiencesfatiion, added-value per salary, and so on can
be counted as indicators of human capital[55]. &hare some techniques as a guideline for more
effective human capital management, briefly HCMchswas; selection and selectivity, training and
development, building tacit knowledge which is ird#d in socialization and “can not be outsourcddl” [
Machines and equipments can be renewed in the ggaafetime but it is impossible to gain back the
workers who quit their jobs. Organizations and eidly top managers should analyze and understand
the abilities and needs of workers and should bésa good observer to retain the employees. Suocess
failure of an organization depends on the qualifices of employer, manager, and employee. Demirel
emphasized that the basic factor lies behind theeldpment of technology and innovation is “human

capital” [56].

On the other hand, social capital which includegterpersonal, inter-group, and
interorganizational relationships is known as a ltifaceted construct”. The valuable aspects of aoci
capital “networks, norms, and trust” play an impattrole to gain a competitive edge [1]. Socialiep
refers to the ability to share knowledge and infation. “unlike other forms of capital, social capit

inheres in the structure of relations between acod among actors” [57].

Luthans, et. al. argued that networks are relabethé organizational members and units and
their relationships among eachother and with thtside world while the norms provide the basic
substructure of the organization and its stratefiechieve determined goals[1]. The other aspec,
is important to put out of action the obstaclesohaffect long-term relationships and communicatitm
create an innovation and gain competitiveness. éthdns, et. al. noted that “social capital can sedu
both inside a firm (“Whom can | turn to for help $olving this problem?”) and outside it (“Who can
advise me on finding the best price and qualityniaking this purchasing decision?”). Some suggested

ways to measure and evaluate social capital invbleesize, structure, and composition of networks]]



In addition, it will be wrong to separately evakiasocial and human capital. Because, as
Luthans, et. al. emphasized that social capitatridnres to the formation of human capital[1]. And
Coleman noted that balancing the inabilities anfic@scies in human capital can be provided by aoci
capital and this is the one of the greatest charistits of social capital[57]. It can be easilydstat both
social and human capital should be dealed togddnerreating sustainableand renewable performance,
effectiveness, and competitive edge. For that, thleguld effectively be managed. When social and
human capital are thought and well managed togeitin@roved social relationaships, emotional support

social reputation, and inspiring opportunities barcatched.

Organizations and the leaders being responsiblthéosuccess of the firms need to generate the
structures and processes to actively manage scaffal [1]. As mentined previously, the aspects of

social capital should be improved over time.

Whitehead emphasized the meaning of psychologicgiital as a form of developed
psychological understanding of self and others. WValk these terms and concepts are well understood,
psychological capital takes a place between hunapitat which identifies a set of capacities relased
individual and social capital which can be defirexdanother set of capacities that are created lyova
“the formation of inter-personal networks and altias”. At an individual level, psychological capiis
related to a better understanding of thoughts andtiens that shape personal behaviours. On the othe
hand, at a social level, psychological capitakiated to “1) a better understanding of the roletbers in
shaping our feelings and actions, and 2) a renasade of appreciation of, and compassion towahnds, t

psychological drivers behind the actions of oth¢s8].

Psychological capital mentioned above includes ntamb personal characteristics to dominate
in guiding new processes and is a mental elemebtdaden and build emotional capacity [47]. Positiv
psychological capital of people especially managed entrepreneurs is related to the job performanc
and encouraging others in general. There are tWeralimensions for each of the four main elements
mentioned above of psychological capital. Firsalbfeach key elements can be developed by means of
“training and intentional practice’[47]. On the ethhand, the second dimension of each components of

psychological capital is that each of four basimponents has been created by the positive assutiati



with human performance [47]. As noted and emphdslzefore that these four key elements take an

important place to form the construct and structirgositive) psychological capital.

Last but not least, as Luthans, et. al. undersctirad organizations should positively manage
and orient human, social, and psychological cagitalattaining their self-fulfillment[1]. According
toJensen, et. al.,human capital describes whatsap&nows while social capital identifies who asos
knows and psychological capital defines who a perisobecoming[59]. Psychological capital moves
beyond social and human capital [40] and can tserieed as a combination of all these four basic

elements as noted above.

RELATED CONCEPTS WITH PSYCHOLOGICAL CAPITAL

Occasionally, as mentioned in text above, becafisarious positive terms take places in the
body of psychological capital; job satisfactionrfpemance, motivation and so on are estimated in a
relationship with psychological capital. The follmg theoretical information briefly touches uponren

of these components:
Psychological Capital and Job Satisfaction

Job satisfaction is a basic factor of modern adstaniive mentality [60], and expresses the
positive hopes and workers’ attitudes about theisj Demir emphasizes the meaning of job satigfacti
as a total effect of job on the employees[61].ddigon, the meaning of job satisfaction also iraplithe
positive and optimist emotions and thoughts of weeoskio their jobs [62]. In general, job satisfaatie
associated with positive mood and positive psydjwlof workers. On the other hand, job satisfaction
also related to the motivation, performance, afidiency. Robbins put forward that job satisfactiwss
a positive relationship with efficiency, performanand organizational commitment while it is negslii

related to the alienation and absenteeism[63].

It is a known and general belief that as for josdtisfaction negatively influences the efficiency
in a work place. Unsatisfied employees swing tlallelardiness, low efficiency, high error and feglu
rate will show up with unsatisfied and unwilling wers. But it should not be forgotten that mosthaf
researches could not support these beliefs. Clgtoriremphasizes that it is true to say that ineregsb
satisfaction does not always increase the effigigd}. On the contrary, inefficient workers carsal

satisfy with their jobs. Therefore, job satisfantiakes its source from different factors suchvearding



system, workers’ expectations and needs, wagehiison etc. In this sense, organizations can ereat
positive relationships between job satisfaction affitiency by fairly and effectively managing thei

current systems and understanding their employgas@ain source of the organizational success.

In order to stay away from the fear of losing jalfair wage distribution within a specific order,
and improving the motivating factors are the sigfit criterias to ensure job satisfaction whichsog
with the staff's physical and mental health, orgational commitment, productive and peaceful work

environment, economic and social development arahso

It was confirmed by Skaalvik, et. al. that thera ipositive relationship between job satisfaction
and self-efficacy which is the one of the basic arsgéful components of psychological capital[65].
Research by Britton and Larrabee, et. al.emphasilzedrelations between resiliency in a scope of

psychological capital and job satisfaction[66, 67].

Psychological Capital and Performance

Psychological capital gives a chance to share sitipe relationship among and between
individuals and firms besides encouraging orgaiirat and individual performances. Forbes found a
positive relationship between self-efficacy whichthe one of the basic components of psychological
capital and entrepreneurial performance[68]. Ondtter side, well-being defined as a support elémen

of psychological capital is also related to optimiwith a positive relationship [47].

Some of the researches from Coutu show that tiseaedirect relationship between resiliency,
which is alsoone of the basic components of psydical capital, and job performance[69]. In this
sense, people or workers who have high-degreesiierecy are more creative, adaptable to the change

and challenging [58] in ever-changing work envir@mn

Personal estimations will positively or negativeifluence the psychological capital of people.
As Peterson, et. al. noted that “the theoreticatifstion would be a within-person increase or desedn
psychological capital will result in an increasedecrease in subsequent performance”[14]. Workans ¢
proactively build their psychological capital oviame in the interest of improving their performance
Thus, it can be said that there is a positive imlahip between psychological capital (with its

components) and performance.



Again Peterseon, et. al. putforward that an inaemsa decrease in psychological capital will
affect following performance in either way of inasging by providing strong resources or decreasiag t
by withdrawing the support of resources[14].Balltested the effect of self efficacy on worker caree
commitment and resulted by identifying that selficafcy and career commitment were positively

associated and impacted employee performance[70].

Psychological Capital and Motivation

An individual’'s motivational struggles and decissocan be clarified by psychological issues and
sources with fundamental constructs such as sktfef, hope, optimism, and resiliency to improfie t

performance and impact motivation [71].

The foundation for personal success, well being) motivation are provided by psychological
capital, specifically by self-efficacy [72]. Hops & “positive motivational state” [14] for people t
achieve their desired goals.DeDonno, et. al. empéadisat activating personal perceptions corresipand

with motivation will have an impression on theirfgemance[73].

Studies and research have shown that both setkeffiand motivation take a place in an integral
part of performance and both of these contribute ¢mod service quality, effectiveness and efficieim
the workplaces.Tai indicated the “impact of tragiframing on the motivation and self efficacy of
employees”[74]. The findings showed that supervisaining was found as an impact of employees’ self

efficacy and motivation and ultimately affectedithreaction, learning and transfer motivation.

As a general conlusion about the related concdpgisyezhological capital, there are different and
intercorrelated relationships between these meatiaroncepts and basic components of psychological
capital. The positive relationship between selfeaify and job satisfaction bring along the positive
relationship between self-efficacy and performar®g.the way, job satisfaction also causes positive
expectations, optimism, and motivation. Thereftne, positive relationships between job satisfactiod
performance, thereto job satisfaction and motivatian not be denied. In conclusion, it can be gzad

performance is also related to the motivation.

DISCUSSION AND CONCLUSION



In today’s competitive world, organizations shoultderstand the valuable factor to be able to
prepare them for the future in a strong competjtiois “human”. Human capital creates the subgtmec
of the socio-economic development. Development @omdpetitive advantages can not be provided by
organizations; on the contrary by people workinghase organizations.Pennings, et. al. noted tiat t
features of human capital mostly influences orgational behavior and performance; by the way, it

important to pull customers in an organization erehte customer loyalty[75].

The aspects of social capital are valuable forafganizations to create sustainable competitive
advantage. The organizational processes remarkatidget long-term success [1]. As cited before,
positive psychological capital focuses on the pasisides and properties; by the way improves petiso
and interpersonal communications and relationshilbs.is known that communication-oriented
organizations play a significant role to enhancepleyee performance while keeping together with

feedback mechanism.

Psychological capital contributes positive impantsustainable competitiveness as mentioned
above.Luthans, et. al. suggest that it is necestargdapt psychological capital management and
development for gaining competitive advantagesR$ychological capital also meets the cumulative an
interconnected criteria of competitive advantageiieleski, et. al. put into words that psychological
capital can be determined as a key factor to aehile® goals, sustainable psychological well-beamg)

satisfaction both in life and job[27].

Organizations try to gain competitive advantagefectively and efficiently by using their
production basis for actualizing their organizasibgoals. In this sense, there is an importandeuafan
resources as a capital of businesses. Positive thpnagerties in compliance with positive psychobadji
capital will form a basis for an excellent worldhéfefore, it is expected that positive influencés o
psychological capital will decreasedamages and duaatages of negative considerations in an

organization.

As expected, the findings from theoretic researafemonstrated that positive psychological
capital focusing on the positive sides and strengfttindividuals represents much more meaning than

sum of all of the mentioned components such ase hagsiliency, self-efficacy, optimism, differeifel



situations, stress, motivation, feelings, pressucegntation, difficulties, risks, positive and gative

sides and so on.Therefore, managers should invéisé tpsychological capitals of their organizations

In today’s organizations, human resources are nigta cost of doing businesses but also are an
important and necessary asset, investment whick teebe effectively managed to get sustainable
competitive advantages among competitors [1]. Andhans suggests that strengths of people and
organizations should be brought to the fore andhasiged with the support of scientific researchgs[1
On the other side, he also advocates the importingeactive and positive approaches. In conchysio
is hoped and expected that this current studyemiiourage and promote other researchers and ssholar

for future studies related to positive psycholobaspital.
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