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Abstract

Aim/purpose — The article aims to explore the impact of positive leadership on trust and
flourishing, examine the relationship between psychological capital and flourishing, and
identify the role played by psychological empowerment in this relationship.
Design/methodology/approach — Employing a two-study approach, the research uti-
lized judgmental sampling across service sectors in India. The first study focused on
software professionals, with 983 respondents from information technology organiza-
tions. The second study investigated employees in the banking, retail, and e-commerce
sectors, involving 722 participants. Validated scales were used to measure constructs
across these service sector contexts.

Findings — The results revealed significant insights into organizational dynamics. Posi-
tive leadership was found to substantially influence workplace trust and employee flour-
ishing. Psychological capital demonstrated a critical mediating effect between leadership
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practices and employee well-being. Furthermore, psychological empowerment emerged
as a key mechanism explaining how psychological capital translates into enhanced em-
ployee flourishing.

Research implications/limitations — The study proves positive leadership strategies can
enhance software professionals’ well-being and organizational trust. However, the find-
ings are limited to India’s specific service sectors and geographical context, suggesting
the need for cross-cultural and cross-sector validation.

Originality/value/contribution — This research contributes novel insights into the psy-
chological mechanisms driving sustainable organizational development. By integrating
positive leadership, psychological capital, and empowerment, the study offers a compre-
hensive framework for understanding how psychological resources influence employee
flourishing, a perspective underexplored in previous literature.

Keywords: flourishing; hope, optimism, self-efficacy, resilience, two studies approach
positive leadership, sustainability, trust in workplace, psychological empowerment.

JEL Classification: M1, 13, D2, C9.

1. Introduction

The concept of sustainable development has consistently held a significant role
in guiding worldwide efforts, encompassing philosophical contemplations such
as “harmonious coexistence between humanity and nature” and the imperative
of environmental preservation within the backdrop of industrial civilization
(Piwowar-Sulej et al., 2021). Sustainable development constitutes a complex and
ever-evolving framework (Dos Santos & Ahmad, 2020). Its objectives encom-
pass more than just addressing climate change and environmental deterioration,
including issues like air, water, and soil pollution, overfishing, and species
extinction. Moreover, it extends to health and well-being, reducing inequality
and poverty. The strong interconnection between organizations and the socio-
economic aspects of sustainable development leads some scholars to propose
that achieving this objective hinges on enterprises wholeheartedly embracing the
challenges it presents (Tideman et al., 2013). In response to the challenge of
enhancing sustainability in organizations, researchers are diligently pursuing
resolutions (Gerard et al., 2017). Researchers have identified that integrating
sustainable development principles into leadership practices is pivotal in reshap-
ing the status quo and establishing enduringly sustainable organizations (Dalati
etal., 2017; Piwowar-Sulej et al., 2021).

While positive leadership has been recognized as a potential driver for pro-
moting sustainable development in organizations, there is a need for empirical
research to examine its specific influence on fostering trust and flourishing with-
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in organizational contexts (Dalati et al., 2017; Piwowar-Sulej et al., 2021). The
relationship between psychological capital and flourishing, a key aspect of posi-
tive psychology and sustainable development, warrants further investigation to
understand its underlying mechanisms and implications (Goetz et al., 2024).
Furthermore, the role of psychological empowerment as a potential mediator in
the relationships between positive leadership, psychological capital, and flour-
ishing needs to be explored (Gerard et al., 2017).

In an era of unprecedented global challenges, organizations are increasingly
recognized as pivotal agents of sustainable transformation (Singha, 2024). However,
the current understanding of organizational sustainability remains fragmented, pri-
marily addressing external environmental and economic dimensions (Taraza et al.,
2024) while overlooking the crucial human psychological processes that drive
meaningful change (Wallis et al., 2021). Despite the growing recognition of the
importance of sustainable development, a critical research gap persists in under-
standing the intricate mechanisms that drive organizational sustainability through
psychological processes (Kyrdoda et al., 2024). Existing literature has broadly ex-
amined sustainable development from macro-environmental or economic perspec-
tives but has not sufficiently explored the micro-level psychological dynamics that
enable organizational transformation (Norton et al., 2023). Within the complex fab-
ric of diverse, sustainable development objectives, the dynamic evolution of organi-
zational landscapes, and the pressing call for businesses to embrace sustainability as
a pivotal driver of growth, a set of fundamental research questions emerges
1. To what extent does positive leadership impact trust and flourishing?

2. What relationship do psychological capital and flourishing have?

3. What is the role of psychological empowerment?

The objectives of this research are to:

1. Examine the influence of positive leadership on trust and flourishing.

2. Understand and test the relationship between psychological capital and flour-
ishing.

3. Identify the role of psychological empowerment in the relationship between
psychological capital and flourishing.

This study makes a significant theoretical contribution by integrating posi-
tive leadership, psychological capital, and psychological empowerment into
a comprehensive model that explains how psychological mechanisms mediate
sustainable development at the organizational level. By bridging positive psy-
chology with sustainable development theory, we provide novel insights into
how individual psychological resources and leadership practices can catalyze
organizational flourishing and trust, thereby expanding the theoretical under-
standing of sustainable organizational development.
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This paper follows a structured layout to address the study’s objectives. Af-
ter the introduction, a literature review elucidates the study’s variables and un-
derlying hypotheses. The research methodology section explains the data collec-
tion and sampling procedures and the measures’ sources. The results section
delves into the quantitative outcomes derived from the analysis. The discussion
section provides an overview of how the study achieved its objectives.

2. Literature review
2.1. Positive leadership

Positive leadership is a concept in studies of positive leadership theory and prac-
tices. It is associated with the theme of the American Psychological Association
(APA) convention in 1998, “Prevention: Promoting Strength, Resilience, and
Health in Young People” (Fowler et al., 1999, p. 537), which focuses on positive
psychology (Seligman & Csikszentmihalyi, 2000). Positive leadership behavior
fosters a positive mindset and influences people’s values, attitudes, and behav-
iors, resulting in positivity that affects job involvement, thriving, trust, and em-
powerment. Positive leadership is different, exciting, and constructive in build-
ing individual capabilities via a positive outlook and acknowledgment. As sub-
dimensions of positive leadership, these elements are critical. They are (a)
a strength-based strategy, (b) a positive outlook, and (c) encouragement and
acknowledgment (Arakawa & Greenberg, 2007).

Positive leaders must concentrate on developing and using individual strengths
to enhance effectiveness (Cameron, 2012; Youssef-Morgan & Luthans, 2013). Posi-
tive organizations emphasize a strengths-based approach to achieve greater efficien-
cy (Cheong et al., 2019; Stander & Coxen, 2017). Positive leaders using STR posi-
tively impact people’s happy lives (Cameroon, 2012).

Having a positive perspective is crucial when dealing with the ambiguity of
change. It relies on how people use their control knowledge to implement rules.
A good leader’s viewpoint is about how people see and understand adversity and
interact in their workplace (Mak et al., 2011). Positice perspective lowers uncer-
tainty and views the disadvantages as opportunities for growth (Arakawa
& Greenberg, 2007; Henry, 2005).

Recognition and encouragement are positive behaviors that increase individual
and team performance by increasing self-confidence and self-esteem (O’Keefe et al.,
2017). Employee productivity is affected by positive leaders’ acts of acknowledg-
ment. It is a tool for persuading personnel (Arakawa & Greenberg, 2007). According
to research by Arakawa and Greenberg (2007), the efficiency of employees in-
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creased by 31% and production by 3:1. Furthermore, all the employees (98%) re-
ported working effectively, crediting regular encouragement and praise from their
leaders for keeping them motivated and engaged (Fischer et al., 2024). Positice lead-
ership’s emphasis on a strengths-based strategy, positive outlook, and encourage-
ment enhances individual capabilities and organizational performance and plays
a pivotal role in fostering trust, a critical element in the leader-follower relationship
that has consistently been a cornerstone of workplace dynamics.

2.2. Trust in the workplace

Trust in the workplace refers to the confidence and willingness of employees to
be vulnerable and rely on their colleagues, supervisors, and the organization as
a whole (Addison & Teixeira, 2020). Workplace trust has always been critical in the
leader-follower relationship and organizational performance. According to Karl
(2000), workplace trust is constantly low, and Fana and Villani (2023) found that
individuals in non-management jobs (56%) saw a lack of workplace trust as
a serious concern (Spector & Jones, 2004). In this study, the authors focus on
“workplace trust,” defined as the confidence and willingness of employees to be
vulnerable and rely on their colleagues, immediate supervisors, and the organization
within their work environment (Ferres & Travaglione, 2003). This trust is based on
the belief that others will act with integrity, competence, and benevolence, fostering
a sense of psychological safety and mutual respect (Victor & Hoole, 2017). While
our focus is on workplace trust, it is important to distinguish it from related con-
cepts. “Organizational trust” or “trust in an organization” typically refers to employ-
ees’ trust in the organization as an entity, focusing on institutional factors like poli-
cies and management practices (Mayer et al., 1995).

In contrast, workplace trust encompasses institutional and interpersonal trust
among colleagues and supervisors (Ferres & Travaglione, 2003). By fostering trust
and collaboration among coworkers, a trusting relationship at work reduces over-
head and enhances job engagement (Mohrenweiser, 2021). In both personal and
professional situations, trust is essential. People’s societal competencies are acquired
across various social transactions in maturity, adding to a baseline of professional
trust (Cam & Palaz, 2022; Mohrenweiser, 2022). While trust in the workplace, par-
ticularly between leaders and followers, is critical in enhancing organizational per-
formance and job engagement, its impact extends beyond mere productivity metrics.
Trust fosters a sense of psychological safety and mutual respect, creating an envi-
ronment conducive to employee flourishing — good mental health characterized by
high psychological and social well-being (Diener & Wirtz, 2010).
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2.3. Flourishing

Flourishing is a symptom of good mental health. People who have a greater level
of psychological and societal well-being thrive. The term “human flourishing”
was coined by Aristotle (concept of eudemonia). A person is said to flourish
when doing desirable and appealing things (McCormack & Titchen, 2014,
Yalden & McCormack, 2010). According to research, flourishing is strongly
linked to demonstrative, psychosomatic, and social enjoyment (Diener & Wirtz,
2010; Keyes, 2014). It has developed a beneficial relationship with individual
advancements, interpersonal connection, societal maintenance, life resolutions
(Byron, 2011), hardship and optimistic impact (Byron, 2011), mindfulness, re-
silience, self-esteem, positive emotional response (Knight, et al., 2017; Nguyen
et al.,, 2016; Zhu et al.,, 2019), self-acceptance (Eraslan-Capan, 2016). At
the same time, maladaptive characteristics such as loneliness, sadness, self-
-judgment, and over-identification were found to be adversely related to flour-
ishing (Eraslan-Capan, 2016; Keyes, 2007).

Flourishing includes subjective well-being, righteousness, resilience, nur-
turing solid points, and progression (Lyubomirsky & Layous, 2013; Zhu et al.,
2019). Both psychological and physical well-being are aided by flourishing.
Organizational practices encourage and shape thriving, in addition to beneficial
relationships with employee health and well-being (Henderson et al., 2013).
Individuals have higher positive feelings and psychological and social function-
ing when they have work-related identities. Regarding employee thriving, work-
-related and positive identities are important (Dutton et al., 2010). However,
organizational procedures develop people and pave the road for them to thrive
(Cameron, 2012; Keyes, 2014).

Flourishing is the positive outcome of behaviors shown via ethical activities
and interpersonal interactions within a society. Individuals with higher levels of
eudaimonia and hedonic behavior have beneficial outcomes that assist them in
succeeding at work (Henderson et al., 2013). Employees spend more time at
work than with relatives and other institutions. Therefore, organizations influ-
ence thriving through organizational practices (Dutton et al., 2010; Kelloway
et al., 2013). Flourishing, a positive outcome of ethical activities and nurturing
interpersonal relationships, enhances well-being and success at work. Personal
resources that enable positive behaviors and thrive in professional environments
may be psychological capital rooted in positive psychology (Luthans et al.,
2005). Organizations can cultivate psychological capital, including self-efficacy,
resilience, hope, and optimism (Bakker, 2008), to foster qualities that contribute
to an employee’s flourishing.
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2.4. Psychological capital

In order to access the primarily untapped areas of personal resources like human
greatness, strengths, and thriving, practitioners and Philomath may yet discover
psychological capital, a positive, evidence-predicated vital feature (Luthans
& Youssef-Morgan, 2017). Psychological capital is a state that may be facilely
engendered by utilizing learning and development software (Luthans et al.,
2006). Employees may support organizational engagement by cultivating per-
sonal characteristics such as optimism, self-efficacy, and resilience, which help
with job engagement (Bakker, 2008). Self-efficacy, resilience, hope, and opti-
mism are the four components of psychological capital, defined as a positive
psychological condition of a person’s growth.

Self-efficacy is essential to having a positive perspective since it is a psy-
chological resource. They are thus believed to play a role in activities that en-
hance their learning potential and boost their energy, helping them succeed at
work. A quantifiable feature present in persons or groups or as a current circums-
stance portending a favorable future development is known as resilience (Masten
& Reed, 2002). The key to hope is developing the required determination and
understanding to achieve the desired objective (Luthans & Youssef, 2004). Op-
timism is the only definition of psychological capital indissolubly tied to positive
psychology (Luthans et al., 2005). Psychological capital is a personal resource for
work environments. However, it is crucial to translate these resources into tangible
influence and autonomy within an organization. Psychological empowerment, a set
of procedures, shapes an employee’s experience of their work environment. The
self-efficacy component of psychological capital aligns with the competence-
capability dimension, suggesting a potential synergy (Spreitzer, 1995).

2.5. Psychological empowerment

Conger and Kanungo (1988) shared the psychological viewpoint on empower-
ment, which governs employees’ affirmative results at the workplace and is ap-
portioned into three elements: motivational, structural, and leadership (Menon,
2001). Organizational change has attracted interest in psychological empowerment
because of employee creativity and novelty. Further, management always carries
out affairs that may or may not endow employees. Psychological empowerment is
an array of procedures considering the experience of a sub-dimensional psycho-
somatic state comprising meaning-connotation, competence-capability, impact-
influence, and self-determination-autonomy (Spreitzer, 1995).



236 H. A. Patrick, N. Prabakaran, & D. P. Elanchezian

2.6. Positive leadership and flourishing

Good leadership is the positive consequence of positive behaviors, such as flour-
ishing. Apart from outcomes like happy sentiments, success, relational flourish-
ing, virtuous behaviors, and vitalizing connections, there are other factors to
consider (Cameron, 2012). The positive conduct of an employee’s immediate
supervisor displays competency, honesty, transparency, stability, risk-taking
gualities, and humility. These activities may influence employees to adopt spe-
cific behaviors that contribute to thriving. Positive leadership, on the other hand,
promotes the well-being of the immediate supervisor and team members. (Ad-
ams et al., 2019; Rantika & Yustina, 2017). Managerial actions impact employee
happiness and thriving (Kelloway et al., 2013; Kumar & Patrick, 2019), but posi-
tive leadership has minimal empirical support to prove it. To summarize, we pro-
pose the following hypothesis:

H1: There is a significant influence of positive leadership on flourishing.

2.7. Positive leadership and trust in the workplace

Entrepreneurial and optimistic styles are the foundation of positive leadership.
They foster trust among leaders and followers in the workplace. This leads to the
observation of fairness and equality. This has a significant impact on the profita-
bility and growth of the company. The degree of job engagement increases when
there is a sense of trust in the workplace (Engelbrecht et al., 2017; Islam et al.,
2022). Employees are expected to trust their bosses regardless of conditions if
they consider them capable and helpful (Burke et al., 2007). According to
a study, leaders are the ones who develop workplace trust the most (Creed
& Miles, 1996; Fairholm, 1994).

Employee positive outcomes (such as trust, satisfaction, happiness, work
engagement, organizational citizenship behavior, performance outcomes, com-
mitment, creativity, and employee success) are strongly linked to the actions of
leaders (Cheong et al., 2019; Kelemen et al., 2020). Positive leadership is also
influenced by these results, both directly and indirectly. Consequently, employ-
ees feel more empowered, and their job performance improves. By recognizing
their dedication to the organization’s goals, employees will rise to the occasion.
A good leader exhibits workplace trust and honesty while upholding perceived
organizational fairness. From the above studies, we developed the following
hypothesis:

H2: There is a significant influence of positive leadership on trust in the workplace.
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2.8. Psychological capital affects flourishing

According to Luthans et al. (2007), employees with superior calibers of optimism,
resilience, hope, and self-efficacy are better than those with lower calibers of psy-
chological capital because they are presumably much more intrepid in challenges
cognate to the expeditiously transmuting international environmental circumstances
faced by organizations today. Paterson et al. (2013) discovered an incidental effect
of psychological capital on thriving at work through utilizing two mediators: sensi-
ble relating and task vigilance. According to positive psychology literature, psycho-
logical capital and thriving at work have been linked in several additional research.
The study by Rozkwitalska and Basinska (2016) found that workers’ personal and
organizational resources can help them thrive at work. Psychological capital, accord-
ing to this empirical research based on personal resources, promotes increased
cheerfulness, which allows employees to “thrive at work™ (Paterson et al., 2013;
Rozkwitalska & Basinska, 2016). Predicated on prior studies, we know that psycho-
logical skills affect occupational prosperity; thus, we construct Hypothesis 3:

H3: There is a significant influence of psychological capital on flourishing.

2.9. Role of psychological empowerment

Psychological empowerment has been studied for many years in the literature of
organizational psychology (Spreitzer, 1995). Conger and Kanungo (1988) added
a psychological viewpoint to empowerment, determining an employee’s favorable
workplace result. Empowerment is one of the most significant organizational factors
that satisfy the psychological needs of the employees in the workplace, thereby
achieving organizational goals through personal and organizational effectiveness
(Quinn & Spreitzer, 1997). Self-determination is the extent of freedom or autonomy
an employee expects and receives while working in the organization. The concept of
self-determining is experiencing a sense of choice in work-related behavior. This is
possible only through a supporting work environment that gives the employees the
necessary autonomy, which enhances the individual employee’s interest in work
(Dewettinck & van Ameijde, 2011). The self-determination theory is the cornerstone
of thriving at work and psychological Empowerment. It concerns human motivation
levels, character improvement, and ideal performance. It states a person’s innate
psychological requirements (e.g., competence, relatedness, and autonomy) and natu-
ral development inclinations. From self-determination theory, we can understand
that psychological empowerment and flourishing connect, so from our entire litera-
ture review, we can hypothesize that psychological empowerment has a mediation
effect on psychological capital and flourishing:
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H4: Psychological empowerment mediates the relationship between psychologi-
cal capital and flourishing.

Figure 1 below depicts the above four hypotheses, indicating the conceptual
model and the relationship between the variables in this study. The conceptual
model highlights a dynamic interplay where both leadership behaviors and indi-
vidual psychological resources are critical to promoting trust and flourishing in
the workplace.

Figure 1. Conceptual model of the study

o T o mm mm mm o e e o =

S
f \
| Study 1 |
| Trust in the I
I workplace
H1 |
| + — |
1 Positive L — |
| leadership I
I ., I
| \HZ |
\ /
S -
- o . o e e e = - Flourishing
/ - >
| Study 2 \
|
[ H3 P |
[ . — H1 2 I
| +
I Psychological / /" I
| capital ’ |
s+ H4 |
| A , I
I H4 I/I
I \\\ /I I
Psychological |/ |
| empowerment [}
\
N /
S s o S S S S S S S S S B B B B B e e e e . -~

Notes: Dotted line indicates mediation relationship.



The role of positive leadership and psychological capital... 239

3. Research methodology
3.1. Sample and procedures

The study collected data from the employees of selected service industries (In-
formation Technology, education, health, finance, and telecommunication)
across three regions of India (Bengaluru, Chennai, and Kolkata). The research
gathered data from various industries using multiple sources in response to the
invitation by Kao et al. (2015) for empirical investigations into ethical leadership
behaviors and their impact on employee conduct across diverse sectors.

The selection of service industries (Information Technology, education,
health, finance, and telecommunication) was strategically informed by their crit-
ical role in India’s evolving economic landscape. Recent studies by dos Santos
Beckert et al. (2023) highlighted the transformative potential of these service
sectors, which are closely connected to consumers increasingly aware of social
and environmental responsibilities, by driving sustainable organizational devel-
opment. Nadda et al. (2023) emphasized these knowledge-intensive industries’
unique organizational challenges and opportunities, making them ideal for inves-
tigating leadership and psychological dynamics. The service sector’s significant
contribution to India’s GDP, estimated at 54%, according to Nadda et al. (2023),
underscores its economic importance. Moreover, Erdiaw-Kwasie et al. (2022)
argued that these industries represent the forefront of organizational innovation
and psychological resilience, particularly in a rapidly changing global environ-
ment. The diversity of these sectors allows for a comprehensive examination of
how positive leadership and psychological capital manifest across different or-
ganizational contexts, addressing the call by Hariprasad and Doraiswamy (2024)
for more nuanced, cross-sectoral research on organizational development.

The data collection was conducted between January and June 2023. Study 1
(S1) was carried out from January to March 2023, focusing on IT professionals.
Study 2 (S2) was conducted from April to June 2023, targeting banking, retail,
and e-commerce employees. This sequential timing allowed for thorough data
collection and analysis while minimizing potential external factors that could
influence the results.

For S1, IT companies chosen from NASSCOM (2018) report operate in either
of the selected cities in India. The service industry may be divided into six catego-
ries: travel, transportation, software, business, financial, and miscellaneous services
(India Brand Equity Foundation [IBEF], 2022). For S2, the authors selected indus-
tries like banking, retailing, and e-commerce out of all of them. The selection of IT
companies in S1 and banking, retail, and e-commerce in S2 reflects a strategic diver-
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sification across different service sectors, each with unique demands and dynamics.
With their knowledge-intensive work, high-stress environment, diverse workforce,
and global interactions, IT companies provide an ideal setting for studying how
positive leadership influences trust and flourishing. In contrast, the customer-centric,
high-pressure, rapidly changing nature of the banking, retail, and e-commerce sec-
tors, high turnover rates, and diverse roles make them perfect for examining how
psychological capital and empowerment affect employees’ ability to flourish.

The researchers generated a roster of individuals capable of facilitating access
to their respective companies. Subsequently, the authors scheduled meetings with
each designated contact person and their HR managers. Following the acquisition of
endorsement from senior executive members, a formal letter elucidating the project
was presented. This paved the way for the HR managers to furnish the researchers
with an inventory of work units or workgroups slated for inclusion in the survey.

The participants were initially oriented to the objective and procedural as-
pects of completing the research team’s questionnaire. Upon completion, the
respondents enclosed the questionnaires in unmarked envelopes and submitted
them directly to the research team, safeguarding the confidentiality of the survey
findings. For the S1 survey, employees of the IT industry evaluated the positive
leadership behaviors of their direct leaders and their trust and flourishing. The
S1 questionnaire had 31 statements, and an IT employee took 30 minutes on
average to complete it. In the second survey for S2, the employees of other se-
lected service industries evaluated their psychological capital, empowerment,
and flourishing. The S2 questionnaire had 44 statements, and it took 40 minutes
for an employee to finish their response. In the first survey, 1800 employee
guestionnaires were issued, and 983 questionnaires were collected, with a re-
sponse rate of 54.61%. In the second survey, 1100 questionnaires were distribut-
ed, and 722 questionnaires were collected. The response rates were 65.63%.

3.2. Measures

Table 1 mentions the constructs that were used in the questionnaire, along with
their sources. Seven-point Likert scales from 1 = “very strongly disagree”
to 7 = “very strongly agree” were used to measure all items in the survey. The
study used two questionnaires, S1 and S2. Questionnaire S1 has constructs like
positive leadership measures, trust in the workplace, and flourishing. Question-
naire S2 has constructs like flourishing, psychological capital, and psychological
empowerment. The items and the variables used in the study are in the Appen-
dix.
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Table 1. Measures used in the study with their reliability and sources

Study Constructs Items | Cronbach’s alpha Source
S1 Positive leadership 17 Arakawa & Greenberg
Strengths-based approach 5 0.885 (2007)
Positive perspective 5
Recognition 7
S1 Trust in workplace 6 0.709 | Yamagishi & Yamagishi
(1994)
S1,S2 | Flourishing 8 0.908 | Diener & Wirtz (2010)
S2 Psychological capital 24 0.877 | Luthans et al., (2007)
Self-efficacy 6 0.862
Hope 7 0.879
Resilience 5 0.874
Optimism 6 0.868
S2 Psychological empowerment 12 0.861 | Spreitzer, (1995)

Note: S1, S2 represent the constructs used in Studies 1 and 2, respectively.

3.3. Sampling technique

Organizations were chosen using a stratified selection approach, with strata
based on industries. The study used judgmental sampling to determine who
should get the questionnaire. Judgmental sampling is practical when the re-
searchers need to collect data efficiently from a large and diverse population.
One of the study’s inclusion criteria was that workers should have served the
current business for at least two years before completing the questionnaire. This
requirement ensures that the respondents have enough experience within the
company to provide informed and reliable responses regarding the influence of
positice leadership, trust, and flourishing. Employees with less than two years of
experience might not have fully acclimated to the company culture or experi-
enced enough leadership styles to give meaningful insights. The additional crite-
ria for inclusion were that only private-sector personnel were considered and that
various job roles or individuals from various departments were included.

3.4. Data analysis

The study aims to examine the influence of positice leadership on trust and
flourishing, understand the relationship between psychological capital and flour-
ishing, and identify the role of psychological empowerment. These relationships
among latent constructs (positice leadership, trust, flourishing, psychological
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capital, and psychological empowerment) are well-suited for SEM analysis, as
SEM allows for simultaneously estimating complex relationships among multi-
ple latent variables (Bentler, 1990; Hair et al., 2013).

Firstly, the data were loaded in SPSS 18 to ensure no missing values and
outliers. After satisfying the non-availability of missing values, the authors pro-
ceeded with SEM analysis. SEM analysis has been conducted using AMOS 18
software. The data also satisfied the assumptions of normality, so there are no
violations of assumptions regarding SEM analysis. In SEM analysis, the Authors
started with the model measurement using the goodness of fit test for the rela-
tionships established by S1 and S2. Then, we proceeded with path analysis to
test the direct and indirect relationship.

4. Research findings
4.1. Structural equation modeling

Using maximum-likelihood estimation, the SEM vyields good model fit indices and
minor errors. As long as RMSEA is less than 0.08, GFI, CFlI, IFI, and RFI are more
significant than 0.90, and SRMR s less than 0.08, the model is considered to fit well
(Hair et al., 2013; O’Rourke et al, 1994). Our model yields the following values
indicating good model fit: AGFI = 0.86, CFI = 0.96, TLI = 0.95, RMSEA = 0.06,
and RMSR = 0.07. The estimates of squared multiple correlations show that 48.6%
of the variance in flourishing and 48.3% of the variance in trust was explained by
positice leadership. As shown in Figure 2 and Table 2, the influence of positice
leadership on trust and flourishing is highly significant, supporting our hypotheses
H1 and H2.

Figure 2. Influence of positive leadership on trust in the workplace and flourishing
° Trust in workplace
Positive leadership

Flourishing
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Table 2. Regression weights and squared multiple correlations of the Study 1 model

Paths Estimate| S.E. CR. P R?
Trust in the <« |Positive leadership 0.361 0.033| 11.024 ke 0.483
workplace
Flourishing <« |Positive leadership 0.405 0.034| 11.846 Fokk 0.486

Note: S.E: Standard error; C.R: Critical ration; P: P value; R% R squared.

Figure 3. Path diagram of the mediator role of psychological empowerment
between psychological capital and flourishing

- .36
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Table 3. Standardized coefficients of mediator role of psychological empowerment
between psychological capital and flourishing

Direct Indirect | Total

Paths B effect effect effect Decision
Psychological < |Psychological .603**|  231** .282**|  513**|Partial
empowerment capital mediation
Flourishing < |Psychological 468**
empowerment
Flourishing <« |Psychological capital 231**

** The significance level of all the values is p < .01; * The significance level of all the values is p < .05.

The path diagram in Figure 3 illustrates the mediating role of psychological
empowerment between psychological capital and flourishing. Using maximum
likelihood estimation, the SEM for S2 yields good model fit indices and minor
errors. If RMSEA is less than 0.08, GFI, CFI, IFI, and RFI are more significant
than 0.90, and SRMR s less than 0.08, the model is considered to fit well (Hair
et al., 2013). Our model yields the following values indicating good model fit:
AGFI =0.88, CFI =0.92, TLI = 0.91, RMSEA = 0.05, and RMSR = 0.07.
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From Table 3, it is clear that the prediction of resilience affects psychologi-
cal empowerment ( =.603, p < .01), the prediction of psychological empower-
ment affects flourishing ($=.468, p < .01), and the prediction of psychological
capital affects flourishing (B =0.231, p <.01). The direct and indirect impacts of
psychological empowerment were estimated to examine the mediating influence.
The direct route coefficient of.231 is significant, as seen in Table 3. The stand-
ardized path coefficient improved to 282 when the mediator was included in the
model, demonstrating a partly mediated influence on the association between
psychological capital and flourishing. Our hypothesis H3 is accepted because of
the significant direct effect of psychological capital on flourishing. Due to partial
mediation, our hypothesis H4 is also accepted because the indirect effect is
greater than the direct effect.

5. Discussion

The study strongly suggests that positive leadership has a significant favorable
influence on both workplace flourishing and trust. Positive leadership behaviors,
characterized by a leader’s confidence, enthusiasm, and ability to inspire others
toward organizational and employee well-being (Kelloway et al., 2013), increase
employee flourishing. Flourishing, defined as a positive attitude at work, a goal-
-oriented mindset, enjoyment of personal growth, an optimistic outlook, and
a sense of recognition (Andony et al., 2016), was enhanced by positive leader-
ship practices. Furthermore, positive leadership recognition-based approach
significantly influenced and improved trust in the workplace (Arakawa
& Greenberg, 2007; Seligman & Schulman, 1986). Software professionals in
India showed higher trust towards their immediate supervisors who recognized
their abilities, respected their work, and maintained a positive outlook.

The study found a moderate, positive, and significant relationship between
psychological capital and flourishing, consistent with previous research (Pater-
son et al., 2013). Psychological capital, encompassing self-efficacy, hope, resili-
ence, and optimism (Luthans et al., 2005), enhanced self-directed work habits
and job satisfaction (Paterson et al., 2013), ultimately promoting flourishing
at work. Employees with higher levels of psychological capital were likelier to
experience vitality (energy) and learning, two key components of flourishing
(Rozkwitalska & Basinska, 2016).

The study confirmed that psychological empowerment mediates the rela-
tionship between psychological capital and flourishing. Employees who feel
empowered at work, experiencing meaning, self-determination, competence, and
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impact (Deci & Ryan, 2000), are likelier to thrive and experience growth (learn-
ing) and vitality. The findings align with previous research indicating that psy-
chological empowerment mediates the association between psychological capital
and work engagement (Joo et al., 2016), employee well-being (Wardani & Ama-
liah, 2020), and job performance (Hassanzadegan et al., 2019).

This study contributes to the current discourse on leadership styles by fo-
cusing on positive leadership, which aligns with the growing emphasis on posi-
tive organizational psychology. Although previous assertions regarding the effi-
cacy of suitable leadership styles have faced scrutiny due to a dearth of empirical
proof (Braha & Karabulut, 2023), this study meticulously examines the impact
of positive leadership on two specific outcomes: trust and flourishing. By ana-
lyzing these connections, we can unravel the impact of leader actions separate
from their assessments, filling a significant void in the existing body of research.
Furthermore, we can improve our understanding of how leadership impacts re-
sults by examining the relationship between psychological capital and flourish-
ing and the mediation function of psychological empowerment. Fischer et al.
(2024) conducted a study that aligns with this approach, suggesting that leaders
should not be the sole primary influencers in leadership research. Instead, it
should also consider the impact of employee characteristics, such as psychologi-
cal capital, and their perceptions, such as psychological empowerment, on or-
ganizational outcomes.

Using two different samples — IT for S1 and Banking, Retailing, and
E-Commerce for S2 — is necessary to address the specific focuses of each study
and enhance the overall robustness of the research. S1 examines the influence of
positive leadership on trust and flourishing in the workplace, and the dynamic,
innovative nature of IT companies provides an ideal environment to explore how
leadership impacts these factors in a rapidly changing and technology-driven
context. S2 examines how psychological empowerment affects the relationship
between psychological capital and flourishing. Industries like banking, retailing,
and e-commerce, with lots of customer interaction and different ways of doing
things, provide a great setting to learn how psychological empowerment works
in more varied and customer-focused settings. This dual-sample approach en-
sures that the findings are not only industry-specific but also broadly applicable,
enhancing the generalizability of the conclusions.
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6. Implications

The study clearly states that leaders who add positivism to their way of working,
such as developing strengths, recognizing them, and having a positive approach,
generate positive results regarding workplace trust and flourishing. According to
the study, the effect of positive leadership substantially influenced the flourish-
ing of software professions in information technology organizations (ITOs) in
India. This has not been shown in earlier research. Because previous research
had not looked into workplace trust, this study identifies Trust as a crucial com-
ponent that impacts psychological empowerment and flourishing. The study’s
findings and implementation may be applied at the organizational, management,
group, and individual levels. Positive leadership may help software professionals
thrive by increasing their degree of well-being. Similarly, direct supervisors can
assess their team members’ perceptions of good leadership (strength, perspec-
tive, and recognition) and their impact on the construct. These interventions may
be implemented in the workplace to improve productivity and performance.
Software professionals enjoy Trust and flourishing when their direct superiors
exercise good leadership. The human resource department must encourage and
support supervisors in cultivating and practicing positive leadership in the work-
place. According to the current study, the service sector should realize the value
of cultivating psychological qualities among its employees. Furthermore, by
creating suitable strategies, these businesses might work more effectively toward
improving these skills, encouraging workers to thrive. The upper management of
competitive sectors could also use this study to build the psychological resources
of their frontline and core employees to engage them better on their jobs, thereby
reducing the attrition rate and retaining vital organizational employees.

7. Conclusions

This study contributes to understanding positive leadership, psychological capi-
tal, and employee flourishing in the Indian service sector. First, it provides em-
pirical evidence that positive leadership practices, characterized by confidence,
enthusiasm, and the ability to inspire, positively influence employee trust and
flourishing. Second, it confirms the positive relationship between psychological
capital (self-efficacy, hope, resilience, optimism) and employee flourishing, align-
ing with previous research. Third, the study establishes that psychological empow-
erment mediates the relationship between psychological capital and flourishing,
highlighting its crucial role in promoting employee growth and vitality.
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While the study offers valuable insights, it is essential to acknowledge its limi-
tations. One limitation is that the study focused solely on private-sector service or-
ganizations, which may limit the generalizability of the findings to public-sector
entities. Additionally, the data were collected through self-report measures at a sin-
gle point in time, which may be influenced by participants’ moods, opinions, and
attitudes at that moment. Furthermore, the high turnover rates in the retail industry
made it challenging to find respondents with at least 24 months of experience in
their current company, potentially affecting the sample representation. This study
implemented SEM analysis, which relies on several assumptions, such as multivari-
ate normality, linearity, and the absence of multicollinearity. Violations of these
assumptions can lead to biased parameter estimates and incorrect statistical infer-
ences. While SEM can test hypothesized causal relationships, it cannot establish
causality definitively, as there may always be alternative explanations or unmea-
sured confounding variables that could account for the observed relationships.

Based on the findings and limitations, several areas warrant further research.
Future studies could compare the findings between private and public sector service
organizations to assess potential differences. Additionally, investigating the influ-
ence of other variables, such as organizational commitment and organizational citi-
zenship behavior, on employee engagement and the potential mediating or moderat-
ing role of psychological empowerment would be beneficial. Exploring other
potential moderators that may strengthen the relationship between psychological
capital and employee engagement is also enjoyable. Furthermore, conducting studies
to examine the effects of training interventions aimed at enhancing psychological
capital and empowerment on employee outcomes would be valuable. Future re-
search should also focus on comparing different industries. The comparison-based
study can identify unique and common elements across sectors, providing a more
comprehensive understanding of how positive leadership and psychological em-
powerment contribute to employee flourishing in diverse organizational settings.
Finally, exploring the application of these findings in sectors beyond service organi-
zations, where psychological involvement is critical for job success, could broaden
the study’s impact.
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Appendix

Construct, variables and their respective items used in the measures

Constructs/ Variables | Item no. |In my Orgamization........ccceevevunneinnnninnnn

Positive leadership

My immediate supervisor spends more time focusing on my weaknesses

! than focusing on my strengths.*
2 My immediate supervisor appreciates my strengths.
Strength-based 3 My imm_ediate supervisor matches my talents to the tasks that need to be
question accqmpllsh_ed. - - - -
4 My immediate supervisor encourages high performance by helping me fix
my weaknesses.
5 My immediate supervisor encourages high performance by building on my
strengths.
6 When a problem crops up on my project, | usually go to my immediate
supervisor for help.
7 When | have a problem, | avoid going to my immediate supervisor.*
Positive perspective |8 When a problem cr(_)ps up 0!1 my project, my immediate supervisor is able to
help me come up with solutions.
9 My immediate supervisor can manage his/her emotions.
10 My immediate supervisor tells me to move on when a particular path is
a dead-end.
11 My immediate supervisor recognizes my accomplishments regularly.
12 My immediate supervisor regularly recognizes project milestones.
13 | would describe my immediate supervisor as a “cheerleader”.
Recognition 14 My immediate supervisor notices even “little” accomplishments.
15 | know exactly what my immediate supervisor expects from me.
16 | know that my immediate supervisor will recognize my hard work/devotion.
17 My immediate supervisor regularly provides encouragement to me.

Trust in the workplace

1

Trust a typical employee in this organization.

2

It is best not to share concerns or complaints with co-workers because
they will probably use this information to harm you.*

3

Most employees don’t like to work and will avoid it if they can.*

Despite what they may say, immediate supervisors really don’t care
if employees lose their jobs.*

If someone in this organization makes a promise, others within the
organization will almost always trust that the person will do his or her
best to keep the promise.

There is a high level of trust throughout this organization.

Flourishing

I lead a purposeful and meaningful life.

My social relationships are supportive and rewarding.

| am engaged and interested in my daily activities.

| actively contribute to the happiness and well-being of others.

| am competent and capable in the activities that are important to me.

| am a good person and live a good life.

| am optimistic about my future.

(N[O ]|W[N (-

People respect me.
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Psychological capital

1 I feel confident when I'm looking for a solution to a long-term problem.
’ | feel confident in representing my work area in meetings with the
organization’s management.
3 | feel confident about contributing to discussions about the organization’s
Self-efficacy strategy.
4 | am able to define set goals for my work area.
5 | feel confident when | need to make contact with people outside the
company (e.g., customers and suppliers) to discuss problems.
6 | feel confident to present information to a group of colleagues.
7 If | were in a difficult situation at work, | could think of many ways to get
out of it.
8 Nowadays, | try to achieve my goals with great energy.
9 For any problem, there are many ways to solve it.
Hope 10 Right now, | see myself as a successful person at work.
11 I can think of many ways to achieve my goals at work.
12 Right now, | am achieving the professional goals that | defined for myself.
13 Whe_n | have a setback at work, | have trouble recovering from it and
moving on.
14 In one way or another, in general, | can manage work and its difficulties.
15 At work, if necessary, [ am able to stand “at my own risk.”
Resilience 16 In general, | can easily step over the more stressful things at work.
17 | f:ap ovgrcc?me the difficult times at work because | already came through
difficulties in the past.
18 | feel that | can handle many things at the same time at work.
19 When things are uncertain for me at work, | usually expect the best.
20 If something can go wrong for me work-wise, it will.
- 21 In my work, | always look on the positive side of things.
Optimism —— - -
22 At work, | am optimistic about what will happen in the future.
23 At work, things never go as | would like (*).
24 I work with the conviction that every setback has a positive side.

Psychological empowerment

I am confident about my ability to do my job.

The work that | do is important to me.

| have significant autonomy in determining how | do my job.

My impact on what happens in my department is large.

My job activities are personally meaningful to me.

| have a great deal of control over what happens in my department.

~N|ofg|hjw(N]|-

| can decide on my own how to go about doing my own work.

I have considerable opportunity for independence and freedom in how
1 do my job.

| have mastered the skills necessary for my job.

The work 1 do is meaningful to me.

| have a significant influence over what happens in my department.

| am self-assured about my capabilities to perform my work activities.

* The item has to be reversed.




