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Abstract 

 

In an era where employee well-being is paramount to organisational success, psychological capital emerges as a 

transformative asset, offering a pathway to unlock resilience, optimism, and positivity among the workforce. 

During an economic crisis, a country’s financial sector relies heavily on its people. That’s why government banks 

prioritise their human capital; hence, this need inspired the focus of this study. Therefore, a current study 

investigated the impact of psychological capital on employees’ Subjective well-being of government bankers 

using Broaden and Build theory of positive emotions as a foundation for the study. Based on theory and existing 

literature, the researcher developed a conceptual model grounded in the Broaden-and-Build Theory and supported 

by empirical evidence. The study used an online-based questionnaire to collect the primary data from the sample. 

Multiple linear regression analysis and Correlation analysis were applied as data analysis techniques to examine 

the hypothesis acceptance or rejection of this quantitative study, using SPSS 27 software. The results indicated 

that psychological capital has a significant positive impact on employee subjective well-being, and resilience had 

the most significant impact, with is +0.368 beta value of and that impact was significant at a 95% confidence level 

(P=0.000). Self-efficacy, Hope, and Optimism also have a significant positive impact, respectively. Finally, 

implications and recommendations that help policymakers and top management to enhance employee subjective 

well-being through developing related policies, programs and future directions were discussed. 
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Introduction 

In today’s world, strengthening psychological resources like hope, resilience, optimism, and self-efficacy is 

crucial for well-being (Luthans et al., 2007). After the pre-literature review of the annual reports of Sri Lanka’s 

government banks, the researcher noticed that even though employee benefits and welfare provisions had 

increased, staff turnover rates were still high. This surprising pattern suggested that there might be deeper issues 

affecting employees’ subjective well-being. As a result, the researcher recognized a practical gap as well as 

empirical gap by the reason of, there were limited empirical evidence in the context of Sri Lanka related to PsyCap 

and SWB. Thus, researcher hypothesize that psychological capital could play a key role in explaining this 

situation. 

This study, based on Fredrickson’s Broaden and Build theory (2004), but the theory provides only a partial 

explanation for the research problem and cannot directly apply for the context of Sri Lanka, thus based on Broaden 

and Build theory resercher examines how Psychological Capital (PsyCap) influences subjective well-being (SWB) 

among Sri Lanka’s government bankers. Using a quantitative, deductive approach and narrative design, data were 

collected through questionnaires and analyzed with multiple regression. Given the government banking sector’s 

vital role and growing concerns about employee turnover and migration (Central 

This study outlines the context, research aims, significance, and limitations while adding insight to the existing 

literature. 

This study contributes theoretically by extending the Broaden-and-Build Theory to Sri Lanka’s public banking 

sector, showing that psychological capital resilience, self-efficacy, hope, and optimism enhance employees’ 

subjective well-being. Managerially, it highlights the importance of HR programs that develop resilience and self- 

efficacy to complement financial incentives and reduce turnover. Policy-wise, the findings support national well- 

being goals by emphasising initiatives that foster psychological capital, promoting sustainable workforce 

performance and overall employee well-being. 

Background of the study 

Sri Lanka’s banking sector is a cornerstone of the nation’s economy, ensuring financial stability and driving 

development. According to Wheelen et al. (2018), every organization’s strategic aim is to maximize shareholder 

value and maintain a competitive edge—goals that, for banks, depend on employee productivity and well-being. 

From tellers to security staff, every employee shape customer trust and service quality. However, Sri Lanka’s 

state-owned banks face stiff competition from private banks, increasing pressure on employees to meet demanding 

targets. Psychological capital (PsyCap), defined by Luthans et al. (2004, 2007) as 

self-efficacy, hope, optimism, and resilience, has proven crucial in supporting employees’ positive attitudes and 

performance. Unlike tangible assets or knowledge capital, PsyCap emphasizes “who you are” and “who you are 

becoming,” shaping behavior and service delivery in customer-focused sectors like banking (Avey et al., 2009). 

Recent reviews of annual reports from major state banks such as Bank of Ceylon and People’s Bank show rising 

voluntary turnover, despite heavy investments up to 60–70 million rupees annually in training and welfare. This 

suggests deeper factors like mental well-being and job satisfaction influence retention. Subjective well-being 

(SWB), covering life satisfaction and emotional states (Diener et al., 1995), directly affects performance, 

engagement, and loyalty. Poor SWB, however, fuels burnout and turnover (Morin et al., 2015; Rothausen et al., 

2017). The Broaden and Build theory (Fredrickson, 2004) underlines that positive psychological resources help 

employees cope and flourish. 

Table 1 

Volunteer turnover and provisions for employee benefits 
 

Year Turnover Bank 

of Ceylon 

Turnover 

Peoples Bank 

Provisions for Employees 

Bank of Ceylon 

Provisions for Employees 

Peoples Bank 

2019 86 272 18.4 billion 13 billion 

2020 32 147 15 billion 19.7 billion 

2021 50 145 25 billion 22.8 billion 

2022 130 178 - 26.6 billion 

2023 274 - 25.8 billion - 

(Source: Annual reports People bank & BOC (2024)) 

According to Table 1, upon reviewing the annual reports of government banks in Sri Lanka, the researcher 

observed that, despite increased employee benefits and provisions, turnover rates remained high. This 

contradiction indicated potential issues in employees’ subjective well-being. Consequently, the researcher 
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identified a practical gap and hypothesised that psychological capital may significantly influence this 

phenomenon.“Thus, understanding how PsyCap impacts SWB is vital for retaining talent and sustaining service 

quality in Sri Lanka’s state banking sector. 

Problem statement 

The success of service-driven sectors like banking heavily relies on employees’ psychological well-being (Avey 

et al., 2010; Campbell et al., 2012). Sri Lanka’s economic crisis and COVID-19 have intensified pressures on its 

banking sector, despite significant investments in human capital. Annual reports from Bank of Ceylon and 

People’s Bank show a sharp rise in voluntary resignations, highlighting that pay alone doesn’t retain staff. 

Despite increased investments in employee benefits and welfare provisions within Sri Lanka's government banks, 

employees' subjective well-being remains suboptimal. While turnover rates are often used as indicators of 

employee dissatisfaction, they are influenced by a multitude of factors beyond well-being alone, such as 

organisational culture, career advancement opportunities, and socio-economic pressures. This complexity 

underscores the necessity to directly assess subjective well-being to gain a comprehensive understanding of 

employees' experiences. 

Existing literature highlights that subjective well-being encompasses emotional, cognitive, and work-related 

dimensions, which are crucial for enhancing employee engagement and performance. For instance, studies have 

shown that psychological capital, comprising self-efficacy, hope, optimism, and resilience, positively influences 

employees' subjective well-being and organisational commitment. Furthermore, research indicates that 

psychological capital can mediate the relationship between work-life balance and job satisfaction, suggesting its 

pivotal role in fostering a positive work environment (Anushi et al., 2022). 

Recognising this, the present study aims to directly assess the subjective well-being of employees in Sri Lanka's 

government banks and examine the influence of psychological capital on their well-being. By focusing on these 

internal psychological resources, the study seeks to provide actionable insights for improving employee well- 

being, thereby enhancing overall organisational effectiveness and reducing turnover intentions. 

Research gap 

In Sri Lanka, government banking jobs are respected and secure, yet annual reports reveal rising turnover and 

employee migration despite good pay and benefits. Research indicates that financial rewards alone can’t retain 

employees if their mental well-being suffers (Fredrickson, 2004). State banks invest heavily in staff development 

and welfare, but persistent resignations suggest a deeper issue. According to the Broaden and Build theory, strong 

Psychological Capital hope, optimism, resilience, and self-efficacy enhance satisfaction and retention. However, 

few studies directly examine how PsyCap affects overall well-being in Sri Lanka’s state banks, where unique 

cultural and economic factors apply. This creates a local research gap (Luthans et al., 2007). Therefore, this study 

aims to answer: How does PsyCap impact government bankers’ subjective well-being, and how do its dimensions 

individually contribute? By addressing this practical and empirical gap, researcher derived the following questions 

and objectives. 

RQ1:What is the impact of self-efficacy on employee subjective well-being in the government banking sector in 
Sri Lanka? 

RQ2: What is the impact of Hope on employee subjective well-being of government banking sector in Sri Lanka? 

RQ3: What is the impact of Optimism on employee subjective well-being of government banking sector in Sri 

Lanka? 

RQ4: What is the impact of Resilience on employee subjective well-being of government banking sector in Sri 

Lanka? 

Based on the four elements of the Psychological Capital (psy cap) construct, specific research objectives were 

developed as follows. 

RO1: To study the impact of Self efficacy on employee subjective well-being of government banking sector in 

Sri Lanka. 

RO2: To study the impact of Hope on employee subjective well-being of government banking sector in Sri Lanka. 

RO3: To study the impact of Optimism on employee subjective well-being of government banking sector in Sri 

Lanka. 

RO4: To study the impact of Resilience on employee subjective well-being of government banking sector in Sri 

Lanka. 
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Significance of the study 

In Sri Lanka, the government banking sector plays a critical role in economic stability, with its biggest asset being 

its people. Since banks are service driven, understanding factors that shape employees’ well-being is vital not only 

for individual welfare but for the sector’s overall success. This study makes key contributions by exploring how 

Psychological Capital (PsyCap) hope, optimism, resilience, and self-efficacy—influences bankers’ subjective 

well-being (SWB). While global research links PsyCap with positive work outcomes (Luthans et al., 2007; Avey 

et al., 2009), evidence in Sri Lanka’s unique banking context is scarce. Unlike heavily digitalized banking systems 

elsewhere, Sri Lanka’s banking still depends on face-to-face service, making human factors even more critical. 

Practically, the findings guide policymakers and senior managers on fostering PsyCap through targeted 

programs—like resilience training or confidence-building workshops—to keep staff motivated, engaged, and less 

likely to resign (Avey et al., 2011).Such investments align with corporate social responsibility (CSR) goals, 

enhancing reputation and stakeholder trust while boosting employee well-being. Ultimately, strengthening 

PsyCap supports both individual mental health and sustainable organizational performance. This study also 

encourages future research on PsyCap’s effects on stress, work-life balance, leadership, and commitment. By 

unpacking these links, Sri Lanka’s banks can design precise, meaningful support systems that help employees 

thrive—securing the sector’s competitiveness and resilience. 

Theoretically, this research expands Fredrickson’s Broaden and Build theory (2004), showing how positive 

psychological traits help build enduring personal resources, such as happiness and job satisfaction, among 

government bankers. Theoretically, this study contributes to the Broaden-and-Build Theory by extending its 

application to the Sri Lankan banking sector. While the theory suggests that positive psychological resources 

broaden individuals’ thought–action repertoires, limited empirical work has explored this process in relation to 

employee well-being within developing economies. By integrating psychological capital as a key construct, the 

study provides a deeper understanding of how internal psychological resources influence subjective well-being, 

despite favorable financial conditions. Hence, the research enriches existing theory and offers a framework for 

future investigations into the psychological mechanisms of workplace well-being. 

Literature Review and Hypotheses Development 

Subjective well-being 

Subjective well-being (SWB) refers to individuals’ evaluations of their lives, encompassing life satisfaction, 

emotional experiences, and domain satisfaction. It represents not merely the absence of illness but a holistic state 

including physical, mental, emotional, and social health (Sahai, 2020). Research links SWB with happiness, 

financial security, and psychological capital (Diener et al., 1995; Singhal & Rastogi, 2018; Bjørnskov et al., 2008). 

Recent studies highlight broader determinants such as social capital, which better predicts well-being than 

economic factors (Moro-Egido et al., 2022). The concept has evolved from focusing solely on life satisfaction to 

including momentary and projected SWB, reflecting experiences and future expectations (Kopsov, 2019). Despite 

global growth in SWB research (Jebb et al., 2020), studies in Sri Lanka remain limited (Naradda et al., 2017; Roy 

et al., 2023; Wickramasinghe et al., 2011). This study examines how psychological capital influences government 

banking employees’ SWB amid rising stress and turnover (Khalid et al., 2020; Kang & Busser, 2018). 

Psychological capital 

PsyCap has been widely studied in organizational psychology and is theoretically and empirically established to 

comprise four core dimensions. Psychological Capital (PsyCap) is built on four key dimensions: hope, resilience, 

optimism, and self-efficacy (Luthans & Youssef, 2004). These dimensions evolved from the positive 

organizational behavior tradition, which focuses on measurable, developable strengths that boost workplace 

performance (Luthans, 2002; Luthans & Youssef, 2007). Each dimension meets strict criteria: theoretical 

grounding, valid measurement, uniqueness to organizational behavior, potential for growth, and a clear positive 

effect on work outcomes (Luthans & Youssef, 2004).These four dimensions were identified through an extensive 

review of literature in positive organizational behavior and validated scales, particularly the Psychological Capital 

Questionnaire (PCQ) developed by Luthans et al. (2007). Each dimension captures a distinct but interrelated 

aspect of PsyCap, providing a comprehensive framework to assess the overall psychological resources of 

employees. 

Hope is defined as the motivational drive to pursue goals and the flexibility to find alternative paths if needed 

(Luthans, et al., 2007; Snyder, 2012). Hope is a positive motivational state reflecting perseverance toward 

goals and the planning to achieve them (Snyder et al., 1991). Studies show hope positively influences job 

performance (Kappagoda et al., 2017), though research directly linking hope to SWB islimited (Avey et al., 2009). 

Resilience is the capacity to recover and grow through challenges and change (Luthans, 2002b). Though 



Proceedings of the 16th International Conference on Business and Information – 2025 
 

343 

 

workplace research on resilience is sparse (Hamel & Välikangas, 2003), studies link resilience with higher life 

satisfaction and lower psychological distress (Tecson et al., 2019; Bajaj & Pande, 2016). Optimism is seen as a 

mindset where individuals expect positive outcomes and interpret situations in a favorable way (Schneider, 2001). 

Optimism is a cognitive tendency to expect positive outcomes in the future (Carver & Scheier, 2014). Optimism 

relates to life satisfaction and lower stress, though its specific impact on SWB needs more study (Seligman, n.d.). 

Self-efficacy is perhaps the most researched dimension. It refers to one’s belief in their ability to mobilize 

motivation, skills, and actions to complete tasks successfully (Luthans, 1998; Kappagoda et al., 2017). Altogether, 

PsyCap offers a valuable framework for strengthening employee well-being and performance 

Theoretical perspectives 

The Broaden and Build Theory by Fredrickson (2001) explains how positive emotions expand people’s thinking 

and actions, boosting resilience and coping skills. By broadening the mind, good feelings help counteract stress 

and negative emotions, supporting better adaptation and overall mental well-being. The Broaden and Build Theory 

(Fredrickson, 2004) explains how positive emotions expand people’s thinking and help them build valuable 

personal resources like resilience and strong relationships, boosting well-being over time. In Sri Lanka’s 

government banking sector, where secure jobs still face rising resignations and migration, this theory helps reveal 

why financial comfort alone does not guarantee employee happiness. Despite investing nearly 20 billion rupees 

annually in employee welfare, banks struggle to reduce turnover, hinting at overlooked psychological needs. 

Psychological Capital (PsyCap)comprising self-efficacy, hope, optimism, and resilience (Luthans et al., 2007; 

Avey et al., 2011) offers a deeper perspective. Unlike fixed traits, PsyCap can be developed, empowering 

employees to thrive and stay engaged. This study fills a gap in local research by exploring how PsyCap influences 

bankers’ subjective well-being (SWB) (Diener et al., 1995), aiming to guide banks to strengthen their greatest 

asset: their people. 

This study is theoretically anchored in Fredrickson’s Broaden-and-Build Theory of Positive Emotions, which 

posits that positive psychological states broaden individuals’ thought–action repertoires and build enduring 

personal resources. By applying this theoretical lens, the research advances understanding of how psychological 

capital (PsyCap) a higher-order construct encompassing hope, efficacy, resilience, and optimism act as a reservoir 

of positive resources that enhance employees’ subjective well-being (SWB). While the Broaden-and-Build Theory 

has been widely validated in Western contexts, empirical testing in non-Western and collectivist cultures remains 

limited. 

The present study therefore extends the theory’s cross-cultural relevance by situating it within the Sri Lankan 

government banking sector, a context characterized by high job security, hierarchical structures, and cultural 

emphasis on community and stability. Despite improved employee benefits, persistent turnover and declining 

well-being, it suggests that material provisions alone do not ensure positive work experience. By integrating 

insights from cross-cultural well-being literature, this study argues that psychological capital may function 

differently across cultural contexts, offering a nuanced understanding of how internal psychological resources 

interact with socio-cultural and organizational factors. 

Hypotheses development 

This study’s hypotheses are grounded in research showing that employees with higher psychological capital 

(PsyCap) tend to be more motivated, work harder, and perform better leading to greater subjective well-being 

(SWB). People with strong PsyCap display confidence (self-efficacy), determination (hope), positive expectations 

(optimism), and theability to bounce back from setbacks (resilience) (Luthans, 2002; Luthans et al., 2004).These 

qualities help them tackle tasks more effectively and maintain higher well-being than those with lower PsyCap 

(Avey et al., 2010).Studies like Avey et al. (2011) and Youssef-Morgan & Luthans (2013) support PsyCap’s role 

as a higher-order construct that improves employee attitudes, behaviors, and performance. Research also shows 

PsyCap buffers the negative effects of job stress and insecurity on well-being (Luthans, 2002; Avey et al., 2010). 

Self-efficacy, or belief in one’s ability to complete tasks, predicts higher levels of SWB. Nurses with high self- 

efficacy feel more capable of handling their roles while studies in India confirm self-efficacy’s positive link to 

workplace well-being (Prasad Panigrahy et al., 2021). This supports the first hypothesis: 

H1: There is an impact of self-efficacy on SWB.Hope. 

The motivation to pursue goals and find pathways to achieve them is also tied to SWB. Higher levels of hope 

typically link to higher well-being, though the strength of this link can vary (Pleeging et al., 2021). Hopeful people 
cope better with challenges and maintain positive emotions (Yalçın & Malkoç, 2015). Hence the second 

hypothesis: 
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H2: There is an impact of hope on employee SWB.Optimism. 

A positive outlook on future outcomes, has shown strong connections with job satisfaction, commitment, and 

overall happiness (Luthans et al., 2005; Youssef & Luthans, 2007). Optimism reduces fear of failure and stress, 

boosting SWB. So, the third hypothesis is: 

H3: There is an impact of optimism on employee SWB. 

Finally, resilience, the capacity to recover from setbacks, is a well-documented driver of well-being (Fredrickson, 

2004; Athota et al., 2020; Satici, 2016). Studies show resilient individuals experience higher life satisfaction, 

happiness, and quality of life (Bajaj & Pande, 2016; Tecson et al., 2019). This supports the last hypothesis 

H4: There is an impact of resiliency on employee SWB. 

Together, these hypotheses build on strong theory and evidence to explore how PsyCap shapes well-being among 

Sri Lankan government bank employees. 

Methodology 

Target population 

The target population for this study was all employees working in government banks in Sri Lanka. This choice is 

justified by the critical role state-owned banks play in the country’s financial sector. With crowded branches and 

competitive pressures, government bankers routinely handle stressful interactions, highlighting the need to study 

how Psy Cap influences their well-being. 

Sample and sampling frame 

A sample is a manageable subset of the target population (Sekaran & Bougie, 2016). For this study, the researcher 

determined an ideal sample size of 374 out of an estimated 13,000 government banking employees. This size was 

calculated using the Raosoft calculator (2004) and Morgan’s table, ensuring a 95% confidence level and a 5% 

margin of error. Due to strict HR policies and ethical limits within government banks, the researcher couldn’t use 

random sampling. Instead, convenience sampling was selected. As Henry (1990) notes, convenience sampling is 

practical when there are access and logistical constraints, even if a complete sampling frame exists. 

Data collection techniques and procedures 

Accurate data collection is vital to ensure valid results (Sekaran & Bougie, 2016). For this research, the survey 

method was chosen because it aligns with the study’s quantitative and positivist approach. The primary data 

collection instrument was an online questionnaire. The google form link distributed through area managers of the 

respective areas of the Bank of Ceylon and The Peoples Bank through the official WhatsApp groups to reach 

employees directly and efficiently. 

Data collection techniques and procedures 

Accurate data collection is vital to ensure valid results (Sekaran & Bougie, 2016). For this research, the survey 

method was chosen because it aligns with the study’s quantitative and positivist approach. The primary data 

collection instrument was an online questionnaire, distributed through area managers in government banks to 

reach employees directly and efficiently. 

Methodological approach 

Given the focus on testing clear, measurable relationships, this investigation chose a quantitative approach. Data 

were collected using structured questionnaires designed to generate numeric data that could be analyzed 

statistically specifically through multiple linear regression (MLR). This method helped quantify how each 

dimension of PsyCap impacts SWB, ensuring the results were scientific, objective, and aligned with the positivist 

philosophy. The quantitative method also matched the deductive approach, as it used empirical data to confirm or 

refute theoretical assumptions about PsyCap’s influence on job satisfaction, life satisfaction, and work-life balance 

among bankers. 

Time horizon and unit of analysis 

This study adopted a cross-sectional design, gathering data from government bankers within a specific two-week 

window. This time horizon suited the study’s aim of testing immediate relationships between PsyCap and SWB, 
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rather than monitoring changes over time. The unit of analysis defines what or whom the data describes (Sekaran 

& Bougie, 2016). Units can range from individuals to teams, departments, or even entire organizations. Here, the 

unit of analysis was individual employees within government banks. This means that each banker’s responses 

formed a single unit of data for analysis. 

Ethical considerations 

Prior to data collection, all participants from the selected government banks in Sri Lanka were clearly informed 

about the purpose, objectives, and procedures of the study examining the relationship between psychological 

capital and employees’ subjective well-being. Participation was entirely voluntary, and informed consent was 

obtained from each respondent. Participants were also assured that they could withdraw from the study at any 

stage without facing any disadvantage or consequence. 

Strict measures were taken to ensure confidentiality and anonymity. No identifying information was collected, 

and all responses were treated as strictly confidential. The data obtained were used solely for academic and 

research purposes, stored securely, and accessed only by the researcher. 

Multiple linear regression analysis (MLR) 

Multiple regression is a statistical technique used to analyse the impact of one dependent variable and two or more 

independent variables. Hence, the multiple linear regression model was used to determine the impact of psy cap 

(Self-efficacy, Hope, Optimism, Resilience) on SWB (Job satisfaction, Life satisfaction) and descriptive analysis 

tools also performed. 

Results and Analysis 

Validity & reliability analysis 

Table 2 

Validity & reliability analysis 

Variable  AVE 
(>= 0.5) 

 Cronbach’s 
Alpha (>=0.7) 

 CR 
(>= 0.7) 

 

SE  0.5950  0.820  0.8783  

H  0.6452  0.814  0.8773  

R  0.6081  0.816  0.8851  

O  0.5950  0.824  0.8783  

SWB  0.5184  0.805  0.9633  

Source Author’s work (2024)        

Figure 1 
Discriminant validity 

       

 SE  H R O  SWB 

 

 

 
 

 

 
 

 

 

 

SWB 0.782 0.716 0.358 0.222 
0.519 

0.720 

Source Author’s work (2024)  

Testing for normality 

Table 4 
Skewness and kurtosis indexes for normality 

Variable Skewness Kurtosis 

SE -0.342 2.441 

H -0.850 1.834 

R -1.768 7.515 

O -2.528 7.704 

SWB -0.236 1.624 

Source: Author’s work (2024) 

SE 
0.596 

0.773 

 

H 0.722 
0.646 

0.803 

 

R 0.336 0.556 
0.609 

0.780 

 

O 0.088 0.284 0.446 
0.596 

0.772 
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Testing multicollinearity 

Table 5 

Testing the multicollinearity of independent variables 
 

Model  Collinearity Statistics   

Tolerance VIF 
 

1 (Constant) 

SE_COMP 0.868 1.152 

H_COMP 0.623 1.605 

R_COMP 0.592 1.690 

O_COMP 0.759 1.318 

Source: Author’s Research (2024) 

 

Testing homoscedasticity 

Figure 6 

Analysis of homoscedasticity 
 

Source: SPSS output (2024) 

Correlation analysis 

A correlation analysis is a statistical technique that determines the degree and direction of a relationship between 

two or more random variables. It assists professionals in determining the existence of a relationship between 

variables and the extent to which they are related, without establishing a “cause-and-effect relationship” (Field, 

2013). The degree of correlation between the variables is indicated by the coefficient's absolute value (Asuero et 

al., 2006a). where correlation coefficient is 0.1< r <0.3 shows small correlation between variables, 0.3 < r < 0.5 

shows medium /moderate correlation, 0.5 < r indicates strong correlation. 

Regression analysis – hypotheses testing 

The coefficient of determination, or R Square, in regression denotes the extent to which a given percentage of 

variance in DV can be explained by all IVs combined. The Anova table highlights the importance of the model 

that describes how well the IVs work together to explain and predict DV. In contrast, a coefficient table evaluates 

how much the independent factors affect the dependent variable and aids in determining whether to accept or 

reject the hypothesis. The following table denotes the model summary generated from the SPSS output. 

Table 6 

Model summery model summery 

Model R R square Adjusted square Std. Error of the Durbin- 

    Estimate 
Watson 

1 .276a 0.760 0.660 0.1999 1.659 

Predictors: (Constant), O_COMP, SC_COMP, H_COMP, R_COMP 
Dependent Variable: SWB_COMP 

Source: Author’s work (2024) 
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The coefficient of determination, often known as the R-squared value, shows how much of the variation in the 

dependent variable or the result can be accounted for by the independent variables in a given regression model. 

The above table represents the strength of the relationship between the model and DV. The current study R-square 

value as shown above model summary table is 0.760 (76%). The R-Square value determines the proportion of the 

variance in the dependent variable that can be predicted or accounted for by the independent variables. Hence the 

study concludes that 76% of the variance in Subjective wellbeing (SWB) was predicted by IVs together. (SC, H, 

R, O). Consequently, R-square showed that the independent variables in the current study are explained by 76% 

of the dependent variable. 

Table 7 

ANOVA table 

Model  Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 Regression 32.389 4 8.097 181.361 .000 

 Residual 15.894 356 .045   

 Total 48.283 360    

Source: Author’s Research (2024) 

A significant value (P value) less than 0.05 indicates a statistically significant model, thus values beyond this 

cutoff are regarded as nonsignificant. According to the ANOVA table mentioned above, this study's model was 

statistically significant, as indicated by the "P" value of 0.000, which is less than 0.05 (P<0.05). 

Table 8 

Coefficients table 

Model  Unstandardized 

Coefficients 

 Standardized 

Coefficients 

t Sig. 

  B Std. Error    

1 (Constant) 2.994 1.690  1.771 .077 

 H_COMP .288 .044 .328 6.499 .000 

 SE_COMP .368 .029 .568 12.747 .000 

 O_COMP .088 .027 .112 3.278 .001 

 R_COMP .808 .335 .095 2.414 .016 

Source: Author Research (2024) 

The table above illustrates that the independent variables' beta values are H – 0.288, SE – 0.368, O – 0.088 and R 

– 0.808 while sig. values less than 0.05 at 95% confident level. Hence it provides justification for H, SC., O, and 

R positively impact to the SWB of government banking employees in Sri Lanka. Current study tested the 

hypothesis using two-tailed test by the cause of hypothesis of this study were non-directional. 

Discussion 

The current study, based on the Broaden and Build Theory of Positive Emotions, investigated how Psychological 

Capital (PsyCap) dimensions Self-Efficacy, Hope, Optimism, and Resilience affect the Subjective Wellbeing 

(SWB) of government banking employees in Sri Lanka. Using a robust survey approach, 374 responses were 

collected, and, after careful data cleansing and removal of 13 outliers, 361 valid responses were analyzed. The 

study confirmed strong validity and reliability, supported by a Cronbach’s alpha above 0.7, CR values over 0.7, 

and AVE values above 0.5, meeting the required goodness-of-measures criteria. Multiple parametric assumptions 

were also tested and met, including normality, linearity, independence of residuals, homoscedasticity, 

multicollinearity, and the normal distribution of residuals, ensuring the data was suitable for multiple linear 

regression. Regarding the key findings, the first objective was to assess the impact of Self-Efficacy on employee 

SWB. The results showed a significant positive impact, with an unstandardized coefficient of +0.368 and a p- 

value of 0.000 (β = +0.368, p < 0.05). This finding aligns well with earlier studies, including, Prasad Panigrahy 

et al. (2021), all of which confirmed that self-efficacy is crucial for boosting wellbeing.Next, the study confirmed 

that Hope also has a significant positive impact on employee SWB, with an unstandardized coefficient of +0.288 

and a p-value of 0.000 (β = +0.288, p < 0.05). This supports Tripathi (2011), Pleeging et al. (2021a, 2021b), Frone 
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et al. (1997), and Yalçın & Malkoç (2015), who Similarly found that higher hope levels are strongly linked to 

greater wellbeing outcomes. 

Optimism showed a smaller yet significant positive impact, with an unstandardized coefficient of +0.088 and a 

p-value of 0.001 (β = +0.088, p < 0.05). Although this dimension contributed the least among the four, its positive 

role is consistent with Luthans & Youssef-Morgan (2007), YALÇIN et al. (2019), Duy & Yıldız (2019), and 

Sridevi & Srinivasan (2012), who all found that optimism positively influences job satisfaction, commitment, and 

general wellbeing. 

Among the four PsyCap dimensions, Resilience demonstrated the strongest positive impact on SWB, with an 

unstandardized coefficient of +0.808 and a p-value of 0.016 (β = +0.808, p < 0.05). This confirms that resilience 

is a major factor supporting employee wellbeing, echoing Athota et al. (2020), Bajaj & Pande (2016), and Satici 

(2016), who all concluded that resilience boosts people’s ability to maintain wellbeing even under stress. Overall, 

the regression model showed an R-squared value of 0.76, meaning 76% of the variance in SWB is explained by 

PsyCap dimensions. This result aligns with findings by Avey et al. (2011), Luthans et al. (2007), Youssef & 

Luthans (2007), and Newman et al. (2014), confirming that PsyCap as a whole has a meaningful positive impact 

in work settings. In Sri Lanka, Kappagoda et al. (2017) previously found that PsyCap is positively related to job 

satisfaction, but this study extends that understanding by showing PsyCap’s combined influence on the broader 

concept of SWB covering both job and life satisfaction together, closing a gap noted by Angner (2010). Thus, this 

research confirms that boosting PsyCap, especially resilience and self-efficacy, can meaningfully improve the 

wellbeing of government bankers in Sri Lanka. 

Limitations and Future Research Directions 

This study has several limitations that future research can address. It focused only on Sri Lanka’s government 

banking sector, limiting the generalizability of findings; thus, future studies could explore the private banking 

sector for broader validation. The use of convenience sampling may have introduced bias, so probabilistic 

sampling is recommended to enhance representativeness. Additionally, subjective well-being (SWB) was 

measured only through job and life satisfaction; future research could include other factors like work-life balance 

to deepen understanding. Including variables such as stress could help test mediating or moderating effects 

between PsyCap and SWB. Longitudinal studies are also encouraged to examine how PsyCap influences well- 

being over time, especially in contexts like post-pandemic recovery. Finally, while this study followed a 

quantitative approach, future research can adopt qualitative or mixed methods to gain richer insights and 

contribute more nuanced understanding of PsyCap and employee well-being. 

Conclusion 

This study confirms that Psychological Capital—Self-Efficacy, Hope, Optimism, and especially Resilience— 

positively impact the subjective wellbeing of Sri Lankan government bankers. Rooted in the broaden and build 

theory, the findings highlight that stronger PsyCap helps retain employees and reduces turnover. Therefore, bank 

leaders and policymakers should strengthen PsyCap development, as it directly supports employees’ wellbeing 

and, in turn, the future success of Sri Lanka’s government banking sector. Cultural, organizational, and stress- 

related factors significantly influence the PsyCap–well-being relationship in Sri Lanka’s banking sector. 

Collectivist culture promotes harmony but may limit open stress expression, while hierarchical structures reduce 

autonomy and affect self-efficacy. High job demands and regulatory pressures increase stress, making resilience 

and optimism vital for sustaining employee well-being. 

References 

Angner, E. (2010). Subjective well-being. The Journal of Socio-Economics, 39(3), 361–368. 

https://doi.org/10.1016/j.socec.2009.12.002 

Anushi, H., Priyanath, M., & Tennakoon, K. (2022). Psychological capital, work-life balance and job 

satisfaction of employees in apparel industry in Galle district. International Journal of Research Publication 

and Reviews, 3(1), 108–117. 

Asuero, A. G., Sayago, A., & González, A. G. (2006). The correlation coefficient: An overview. Critical 

Reviews in Analytical Chemistry, 36(1), 41–59. https://doi.org/10.1080/10408340500508076 

Athota, V., Radecki, D., & Hetherington, S. (2020). Resilience as the ability to maintain well-being: An 

allostatic active inference model. Frontiers in Psychology, 11, https://doi.org/10.3389/fpsyg.2020.592265 



Proceedings of the 16th International Conference on Business and Information – 2025 
 

349 

 

Avey, J. B., Luthans, F., & Jensen, S. M. (2009). Psychological capital: A positive resource for combating 

employee stress and turnover. Human Resource Management, 48(5), 677–693. 

https://doi.org/10.1002/hrm.20294 

Avey, J. B., Luthans, F., Smith, R. M., & Palmer, N. F. (2010). Impact of positive psychological capital on 

employee well-being over time. Journal of Occupational Health Psychology, 15(1), 17–28. 

https://doi.org/10.1037/a0016998 

Avey, J. B., Reichard, R. J., Luthans, F., & Mhatre, K. H. (2011). Meta-analysis of the impact of positive 

psychological capital on employee attitudes, behaviors, and performance. Human Resource Development 

Quarterly, 22(2), 127–152. https://doi.org/10.1002/hrdq.20070 

Bajaj, B., & Pande, N. (2016). Mediating role of resilience in the relationship between mindfulness and mental 

health. Stress and Health, 32(1), 30–40. https://doi.org/10.1002/smi.2580 

Bajaj, B., & Pande, N. (2016). The relationship between resilience, mindfulness and subjective well-being. 

International Journal of Indian Psychology, 3(3), 44–58. https://doi.org/10.25215/0303.109 

Bjørnskov, C., Dreher, A., & Fischer, J. A. V. (2008). Cross-country determinants of life satisfaction: Exploring 

different determinants across groups in society. Social Choice and Welfare, 30(1), 42–59. 

https://doi.org/10.1007/s00355-007-0062-8 

Campbell, R., Geyer, S., & Bester, B. (2012). The psychological well-being of employees who handle cash in a 

bank in inner city Johannesburg. Journal of Contemporary Management, 9(1), 16–35. 

Carver, C. S., & Scheier, M. F. (2014). Dispositional optimism. In Handbook of personality and 

psychopathology (pp. 77–97). Springer. 

Central Bank of Sri Lanka. (n.d.). Quarterly bulletin of workers' remittances and labour migration. 

Diener, E., Suh, E. M., Lucas, R. E., & Smith, H. L. (1999). Subjective well-being: Three decades of progress. 

Psychological Bulletin, 125(2), 276–302. https://doi.org/10.1037/0033-2909.125.2.276 

Diener, E., Wolsic, B., & Fujita, F. (1995). Physical attractiveness and subjective well-being. Journal of 

Personality and Social Psychology, 69(1), 120–129. https://doi.org/10.1037/0022-3514.69.1.120 

Diener, E., Smith, J., Chen, L., & Patel, R. (1995). The science of happiness: A global perspective. Journal of 

Psychological Inquiry, 25(3), 200-215 

Dunn, K., Elsom, S., & Cross, W. (2007). Self-efficacy and locus of control affect management of aggression by 

mental health nurses. Issues in Mental Health Nursing, 28(2), 201–217. 
https://doi.org/10.1080/01612840601140082 

Duy, A., & Yıldız, S. (2019). What do expectations change? Optimistic expectations, job crafting, job 

satisfaction and a new theoretical model. International Journal of Organizational Analysis, 27(6), 2095–2110. 

https://doi.org/10.1108/IJOA-07-2018-1481 

Field, A. (2013). Discovering statistics using IBM SPSS statistics (4th ed.). Sage publications. 

Fredrickson, B. L. (2001). The role of positive emotions in positive psychology: The broaden-and-build theory 

of positive emotions. American Psychologist, 56(3), 218–226. https://doi.org/10.1037/0003-066X.56.3.218 

Fredrickson, B. L. (2004). The broaden-and-build theory of positive emotions. Philosophical Transactions of 

the Royal Society B: Biological Sciences, 359(1449), 1367–1378. https://doi.org/10.1098/rstb.2004.1512 

Frone, M. R., Russell, M., & Cooper, M. L. (1997). Relation of work-family conflict to health outcomes: A 

four-year longitudinal study of employed parents. Journal of Occupational and Organizational Psychology, 

70(4), 325–334. https://doi.org/10.1111/j.2044-8325.1997.tb00652.x 

Hamel, G., & Välikangas, L. (2003). The quest for resilience. Harvard Business Review, 81(9), 52–63. 

Henry, G. T. (1990). Practical sampling. Sage Publications. 

Jebb, A. T., Morrison, M., Tay, L., & Diener, E. (2020). Subjective well-being around the world: Trends and 

predictors across the life span. Psychological Science in the Public Interest, 21(3), 99–125. 

https://doi.org/10.1177/1529100620942466 

Kang, J., & Busser, J. (2018). The effects of psychological capital on service employees’ subjective well-being 

and job performance. International Journal of Hospitality Management, 71, 151–160. 

https://doi.org/10.1016/j.ijhm.2017.11.002 



Proceedings of the 16th International Conference on Business and Information – 2025 
 

350 

 

Naradda, R., Nanayakkara, M., & Edirisinghe, S. (2017). The impact of psychological capital on job satisfaction 

of managerial employees in apparel industry of Sri Lanka. Journal of Business Studies, 4(2), 48–63. 

https://doi.org/10.4038/jbs.v4i2.28 

Khalid, R., Bashir, S., Niaz, A., & Sarfraz, M. (2020). The effect of psychological capital on subjective well- 

being in the context of job stress and turnover intention in the banking sector of Pakistan. Journal of Human and 

Environmental Studies, 4(2), 17–28. 

Kopsov, E. (2019). The evolution of subjective well-being: From momentary to projected. Philosophy and 

Public Affairs, 47(3), 295–326. https://doi.org/10.1111/papa.12135 

Luthans, F. (1998). Organizational behavior (8th ed.). McGraw-Hill. 

Luthans, F. (2002). The need for and meaning of positive organizational behavior. Journal of Organizational 

Behavior, 23(6), 695–706. https://doi.org/10.1002/job.165 

Luthans, F. (2002). Positive organizational behavior: Developing and managing psychological strengths. 

Academy of Management Executive, 16(1), 57–67. https://doi.org/10.5465/ame.2002.6640181 

Luthans, F., Avolio, B. J., Walumbwa, F. O., & Li, W. (2005). The psychological capital of Chinese workers: 

Exploring the relationship with performance. Management and Organization Review, 1(2), 249–271. 

https://doi.org/10.1111/j.1740-8784.2005.00011.x 

Luthans, F., Luthans, K. W., & Luthans, B. C. (2004). Positive psychological capital: Beyond human and social 

capital. Business Horizons, 47(1), 45–50. https://doi.org/10.1016/j.bushor.2003.11.007 

Luthans, F., & Youssef, C. M. (2004). Human, social, and now positive psychological capital: A review and 

future direction. Annual Review of Organizational Psychology and Organizational Behavior, 1, 471–496. 

Luthans, F., & Youssef, C. M. (2007). Emerging positive organizational behavior. Journal of Management, 

33(3), 321–349. https://doi.org/10.1177/0149206307300814 

Luthans, F., Youssef, C. M., & Avolio, B. J. (2007). Psychological capital: Developing the human competitive 

edge. Oxford University Press. 

Luthans, F., Youssef-Morgan, C. M., & Avolio, B. J. (2007). Psychological capital: Investing and developing 

positive organizational behavior. Oxford University Press. 

Morin, A. J. S., Boudrias, J. S., Marsh, H. W., McInerney, P., & Ganotice, F. A. (2015). The many faces of 

employee well-being: A dual-factor model perspective. Journal of Vocational Behavior, 89, 83–102. 

https://doi.org/10.1016/j.jvb.2015.04.008 

Moro-Egido, A. I., Montero, F., & Viedma-Simón, I. (2022). Social capital and subjective well-being: A 

comparative analysis in European countries. Social Indicators Research, 163(1), 163–187. 

https://doi.org/10.1007/s11205-021-02839-x 

Naradda Gamage, H. L., Radecki, A., & Seneviratne, P. (2017). Subjective well-being among Sri Lankan 

university students. Journal of Psychological Research, 31(3), 209–221. 

Newman, A., Ucbasaran, D., Zhu, F., & Hirst, G. (2014). Psychological capital: A review and synthesis of the 

literature. Journal of Organizational Behavior, 35, S120–S142. https://doi.org/10.1002/job.1915 

Pleeging, E., Burger, M. J., & Van Exel, J. (2021). Hope and subjective well-being: A systematic review of the 

literature. The Journal of Positive Psychology, 16(1), 115–125. https://doi.org/10.1080/17439760.2019.1672321 

Prasad Panigrahy, S., Mishra, S., & Pande, A. (2021). Role of self-efficacy in predicting workplace well-being: 

An empirical study from Indian public sector. Management and Labour Studies, 46(3), 304–320. 

https://doi.org/10.1177/0258042X20959827 

Raosoft. (2004). Sample size calculator. 

Rothausen, T. J., Nordling, R. C., & Davidson, J. C. (2017). A dual-factor approach to employee turnover 

intentions: Testing a model of thriving and burnout. Journal of Business and Psychology, 32(4), 447–463. 

https://doi.org/10.1007/s10869-016-9467-5 

Roy, S., Deb, S., & Talapatra, K. (2023). Subjective well-being and its determinants: Evidence from Indian 

workers. Review of Behavioral Economics, 10(1), 1–28. https://doi.org/10.1561/105.00000171 

Sahai, S. (2020). Conceptualizing subjective well-being: A holistic approach. Journal of Positive School 

Psychology, 4(2), 241–255. 



Proceedings of the 16th International Conference on Business and Information – 2025 
 

351 

 

Satici, S. A. (2016). Psychological vulnerability, resilience, and subjective well-being: The mediating role of 

hope. Personality and Individual Differences, 102, 124–129. https://doi.org/10.1016/j.paid.2016.06.014 

Schneider, S. L. (2001). In search of realistic optimism: Meaning, knowledge, and warm fuzziness. American 

Psychologist, 56(3), 250–263. https://doi.org/10.1037/0003-066X.56.3.250 

Sekaran, U., & Bougie, R. (2016). Research methods for business: A skill-building approach (7th ed.). John 

Wiley & Sons. 

Seligman, M. E. P. (2006). Learned optimism: How to change your mind and your life. Vintage. 

Singhal, A., & Rastogi, R. (2018). The role of psychological capital in the enhancement of subjective well- 

being: A study on Indian executives. Global Business Review, 19(6), 1629–1643. 

https://doi.org/10.1177/0972150918778643 

Snyder, C. R. (2012). Hope theory: Rainbows in the mind. Oxford University Press. 

Snyder, C. R., Harris, C., Anderson, J. R., Holleran, S. A., Irving, L. M., Sigmon, S. T., Yoshinobu, L., Gibb, J., 

Langell, C., & Harney, P. (1991). The will and the ways: Development and validation of an individual- 

differences measure of hope. Journal of Personality and Social Psychology, 60(4), 570–585. 

https://doi.org/10.1037/0022-3514.60.4.570 

Sridevi, G., & Srinivasan, P. (2012). The relationship between psychological capital and job satisfaction among 

IT professionals. International Journal of Research in Commerce, Economics & Management, 2(11), 10–14. 

Tecson, J. R. G., Cabras, A. A., & Rigos, M. A. G. (2019). The relationship of resilience to subjective well- 

being and psychological distress among Filipino college students. Asian Journal of Social Science Research, 

2(1), 1–18. 

Tripathi, K. (2011). Hope and subjective well-being: Examining the dimensions of hope. Journal of the Indian 

Academy of Applied Psychology, 37(2), 269–277. 

Wheelen, T. L., Hunger, J. D., Hoffman, A. N., & Bamford, C. E. (2018). Strategic management and business 

policy: Globalization, innovation and sustainability (15th ed.). Pearson. 

Wickramasinghe, N., Dassanayake, T. R., & Jayasinghe, U. M. K. (2011). Subjective well-being of older adults 

in Sri Lanka. Ceylon Medical Journal, 56(3), 118–122. https://doi.org/10.4038/cmj.v56i3.3639 

Yalçın, İ., Bayra, S., & Büyükyavuz, G. (2019). The relationship between psychological capital, job satisfaction, 

and organizational commitment among health professionals. Journal of Health Sciences and Professions, 6(1), 

1–11 . https://doi.org/10.24924/JHSP.2019.0601 

Yalçın, İ., & Malkoç, M. (2015). The impact of hope and perceived social support on subjective well-being. 

Journal of Human Sciences, 12(2), 1545–1555. https://doi.org/10.14687/jhs.v12i2.3392 

Youssef, C. M., & Luthans, F. (2007). Positive organizational behavior in the twenty-first century. Journal of 

Organizational Behavior, 28(7), 775–789. https://doi.org/10.1002/job.462 

Youssef-Morgan, C. M., & Luthans, F. (2013). Psychological capital and well-being. In Handbook of well-being 

(pp. 53–70). Springer. https://doi.org/10.1007/978-94-007-0753-4_3 


