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This Psychological Capital (or simply PsyCap) feedback report is based on rating yourself and having others rate

you on the Psychological Capital Questionnaire (PCQ). This report will help you to develop a plan for enhancing

your personal and leadership effectiveness in terms of the PsyCap state-like HERO components. This report

provides feedback on how you and those who have rated you perceive your attributes on the HERO components

of Psychological Capital: Hope, Efficacy, Resiliency and Optimism. We also provide your self-ratings in this

report to compare to your raters' evaluations.

Three terms will be used in this report: 1) Psychological Capital is a measure comparable and complementary to

measures of human (or intellectual), social and traditional economic capital. 2) The term PsyCap is specifically

how this measure comprising four specific constructs relates to Hope, Efficacy, Resiliency, and Optimism. 3) The

term Psychological Capital Questionnaire (PCQ) refers to 24 specific questions used to measure Hope,

Efficacy, Resiliency and Optimism, six questions each.

The following represents what constitutes a formal definition of Psychological Capital: Psychological Capital

(PsyCap) is a positive state-like capacity that has undergone extensive theory-building and research.

Psychological Capital is defined as an individual's positive psychological state of development and is

characterized by:

1. persevering toward goals and, when necessary, redirecting paths to goals in order to succeed (hope);

2. having confidence to take on and put in the necessary effort to succeed at challenging tasks (efficacy);

3. when beset by problems and adversity, sustaining and bouncing back (and even beyond) to attain

success (resilience); and

4. making a positive attribution and expectation about succeeding now and in the future (optimism).

--Luthans, Youssef & Avolio, Psychological Capital (Oxford University Press, 2007, p. 3).

The term "state-like" used above means these characteristics can be developed in a person. It has been shown

that Psychological Capital can be trained and improved with practice and intentional effort.

Thus, PsyCap consists of efficacy, optimism, hope and resilience and when these are combined into a single

measure they have been shown to better predict performance and job satisfaction than any single factor of the

four factors (Luthans, Avolio, et al., 2007).
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Published research on PsyCap has found that it is related to multiple performance outcomes in the workplace:

●

Lower employee absenteeism

●

Less employee cynicism and intentions to quit

●

Higher job satisfaction, commitment, and organizational citizenship behaviors

Research has also found PsyCap can be enhanced by a supportive work climate. In terms of being learnable,

PsyCap has been developed by short training sessions in both classroom and field settings and electronically

through the internet (Luthans, Avey & Patera, 2008).

Besides these studies relating Psychological Capital directly to attitudinal and performance outcomes, recent

research indicates that Psychological Capital may also have implications for the following:

●

Higher job satisfaction, commitment, and organizational citizenship behaviors

●

Combating stress (there is a negative relationship)

●

Helps to facilitate positive organizational change (Psychological Capital is related to positive

emotions that are in turn related to their attitudes and behaviors relevant to organization change)

●

Mediating the relationship between supportive organizational climate and employee performance

●

Has been demonstrated to be related at the team level (i.e., collective PsyCap) to performance and

mediates the relationship between authentic leadership and team performance (Walumbwa,

Luthans, Avey & Oke, 2009).

The PCQ-24, a measure of Psychological Capital that was used for this report, has undergone extensive

psychometric analyses and support from samples representing service, manufacturing, education, high-tech,

military and cross cultural sectors. The resulting score represents your level of positive Psychological Capital.

Each of the four components in Psychological Capital are measured by six items adapted from existing published

measures (efficacy -- Parker, 1998; hope -- Snyder et. al, 1996; optimism -- Scheier & Carver, 1985; and

resilience -- Wagnild & Young, 1993).
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Following are specific definitions of the PsyCap sub-scales of HERO.

Hope: The Will and the Way

Hope is based on the theory-building and research of Rick Snyder. Hope is defined as "a positive motivational

state that is based on an interactively derived sense of successful (1) agency (goal-directed energy) and (2)

pathways (planning to meet goals)" (Snyder, Irving, & Anderson, 1991, p. 287). The agency (or will power) and

pathways (or way power) components of hope make it particularly relevant to the emphasis in today's workplace

on self-motivation, autonomy, and contingency actions. Hope has been shown to relate conceptually and

empirically to performance in various domains, including the workplace.

 

If I should find myself in a jam at work, I could think of many ways to get out of it.

At the present time, I am energetically pursuing my work goals.

There are lots of ways around any problem.

Right now I see myself as being pretty successful at work.

I can think of many ways to reach my current work goals.

At this time, I am meeting the work goals that I have set for myself.
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Efficacy: Confidence to Succeed

Efficacy is founded on the work of Albert Bandura and his social cognitive theory. Applied to the workplace,

efficacy can be defined as "an individual's conviction (or confidence) about his or her abilities to mobilize the

motivation, cognitive resources, and courses of action needed to successfully execute a specific task within a

given context" (Stajkovic & Luthans, 1998). A number of research findings have found highly significant

relationships between efficacy and work-related performance.

 

I feel confident analyzing a long-term problem to find a solution.

I feel confident in representing my work area in meetings with management.

I feel confident in contributing to discussions about the organization's strategy.

I feel confident helping to set targets/goals in my work area.

I feel confident contacting people outside the organization (e.g., suppliers, customers)

to discuss problems.

I feel confident presenting information to a group of colleagues.
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Resiliency: Bouncing Back and Beyond

Resiliency is defined as "the developable capacity to rebound or bounce back from adversity, conflict, and failure

or even positive events, progress, and increased responsibility." (Luthans, 2002, p. 702). Characteristics of

Resiliency include: a) the capacity to make realistic plans and take steps to carry them out; b) a positive view of

yourself and confidence in your strengths and abilities; c) skills in communication and problem solving; and d) the

capacity to manage strong feelings and impulses. All of these are factors that you can develop in yourself.

Resiliency is relevant and necessary in today's workplace and relates to performance outcomes.

 

When I have a setback at work, I have trouble recovering from it, moving on.

(Reverse of Resiliency)*

I usually manage difficulties one way or another at work.

I can be "on my own," so to speak, at work if I have to.

I usually take stressful things at work in stride.

I can get through difficult times at work because I've experienced difficulty before.

I feel I can handle many things at a time at this job.

   

* The word "Reverse" means that the item has the opposite meaning of the scale. When you are rated low on the

item it would be indicative of being high on the scale meaning.
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Optimism: Realistic and Flexible

According to Seligman (1998), optimism is an attributional style that explains positive events in terms of personal,

permanent and pervasive causes, and negative events as external, temporary and situation-specific. Particularly

relevant to the workplace is realistic flexible optimism, which equips organizational leaders and employees with

the ability to discern when to use optimistic versus pessimistic explanatory styles, as well as the capacity to adapt

those styles realistically to the situations at hand.

 

When things are uncertain for me at work, I usually expect the best.

If something can go wrong for me work-wise, it will. (Reverse of Optimism)*

I always look on the bright side of things regarding my job.

I'm optimistic about what will happen to me in the future as it pertains to work.

In this job, things never work out the way I want them to. (Reverse of Optimism)*

I approach this job as if "every cloud has a silver lining."

   

* The word "Reverse" means that the item has the opposite meaning of the scale. When you are rated low on the

item it would be indicative of being high on the scale meaning.

Admin
Text Box

	Additional information appears in actual report.




Sample Person

9

Look through the following suggestions before you begin closely reading your PsyCap Report. It will

speed up your comprehension of the extensive information in the report, and your processing of this

information about yourself to produce a unique and dedicated set of psychological capital development

objectives.

About the Report

Section I

Note the structure of the PsyCap Report as shown on the contents page. The first section outlines the definition

of PsyCap and Hope, Efficacy, Resiliency and Optimism. Your PsyCap profile is presented using the average

rater aggregate scores - including a comparison with your own self-ratings ('Your PsyCap Profile'). The key is to

compare your perception of yourself with the perception of those who know you (your raters). Your effectiveness

in the world is both about what you believe about yourself and what others believe about you.

Section II

In this section your profile is compared with (if your organization chose to establish norms) norms for your

organization. These norms enable you to see how your PsyCap attributes contrast with others in your

organization. It is probably best not to want to be average when you compare yourself to others because the

more PsyCap you have the better, based on the extensive research. The norm page provides you with a

reference perspective, not a goal.

Section III

This section gives you a start on establishing your own PsyCap development plan - the top ten PsyCap strengths

('Style Strengths') are presented and then the lowest ten rated attributes for developing your PsyCap ('Areas for

Development').

Section IV

This section includes a complete reporting of all feedback data collected by each of the twenty four PCQ items

(six questions for each of the four styles).

PsyCap assessment (with the Psychological Capital Questionnaire, PCQ) does not automatically lead to

psychological capital training and development. However, it is an excellent tool for developing a unique PsyCap

development plan. Some general strategies and exercises are given in the last pages of the report to help you

make the most of this investment: these are generic. By far the best results are obtained when you work with

someone who can facilitate your development. This could be a peer, a supervisor, a coach or even someone who

works for you. These individuals can help you to establish a specific and trainable set of objectives for your

development. One of the reasons to have someone work with you as a coach is that you have someone to

compare your perceptions about yourself with those who know you. Another reason is to suggest methods

toward success that you might not have thought of, as well as to help make you accountable for sticking to a plan

to change. You might also choose to work with a team or colleagues who can provide you with these

independent perspectives.
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When viewing your report for the first time keep in mind the following suggestions:

1.   Look through the report when you are not distracted by other things.

     

2.

 

 

Do not just compare yourself with "the norms" (other individuals) -- they can be sub-optimal! In general the

more PsyCap you have the better.

     

3.

 

 

Consider the following questions. Notice that the questions start by focusing your attention to your

PsyCap strengths.

     

      a)   What are my PsyCap strengths? How can I leverage these attributes?

        (Which PsyCap aspects were rated high by your raters that you already knew were strengths?)

         

   

b)

 

 

Areas where I tend not to perceive myself as having PsyCap strengths, but where my raters see me

as having strengths:

        (Which PsyCap aspects were rated high that you did not know were strengths?)

         

    c)   Areas where I need to develop my PsyCap.

        (Which PsyCap aspects were rated low that you know are low and could develop?)

         

    d)   Specific PsyCap attributes I need to develop:

        (Which PsyCap aspects were rated low by your raters that you did not realize were low?)

         

    e)   Areas where I see myself as being stronger than I am perceived to be by others:

        (Which PsyCap attributes do I rate myself higher than I am being rated?)

         

    f)   Which issues really challenge my thinking about my PsyCap?

     

4.

 

 

 

After you have reviewed your PsyCap results, work through Section V on Developing Psychological

Capital. Two separate sections provide strategies and exercises to allow you to go as deep into your

development as you want. You can come back to this report and work with it over time.
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The table below shows your aggregate ratings, including your self-rating. The average agreement score for this

PsyCap scale can be interpreted with the scale below:

1 = Strongly Disagree

2 = Disagree

3 = Somewhat Disagree

4 = Somewhat Agree

5 = Agree

6 = Strongly Agree

Overall
1 2 3 4 5 6

Score

Self

     4.5

Your Raters (2)

     4.2

Hope
1 2 3 4 5 6

Score

Self

     4.8

Your Raters (2)

     4

Efficacy
1 2 3 4 5 6

Score

Self

     4.3

Your Raters (2)

     4.2

Resiliency
1 2 3 4 5 6

Score

Self

     4.5

Your Raters (2)

     4.4

Optimism
1 2 3 4 5 6

Score

Self

     4.2

Your Raters (2)

     4.1
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The graphs below show how you and your raters perceived the frequency of attributes for each PsyCap scale

compared to various norms for the PCQ. Organizational norms are provided on this page only if chosen by your

organization.

The average agreement score for this PsyCap scale can be interpreted with the scale below:

1 = Strongly Disagree

2 = Disagree

3 = Somewhat Disagree

4 = Somewhat Agree

5 = Agree

6 = Strongly Agree

Your Local Group

Population Group: Sample Norm

Number of participants in this norm: 4

Campaigns included in this norm:

PsyCapMulti - Sample Group

PsyCapMulti - Sample Person

Overall
1 2 3 4 5 6

Score

Self

     4.5

Your Raters (2)

     4.2

Your Local Group (4)

     3.9

Hope
1 2 3 4 5 6

Score

Self

     4.8

Your Raters (2)

     4

Your Local Group (4)

     4

Efficacy
1 2 3 4 5 6

Score

Self

     4.3

Your Raters (2)

     4.2

Your Local Group (4)

     4.2

Resiliency
1 2 3 4 5 6

Score

Self

     4.5

Your Raters (2)

     4.4

Your Local Group (4)

     3.7

Optimism
1 2 3 4 5 6

Score

Self

     4.2

Your Raters (2)

     4.1

Your Local Group (4)

     3.6
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This section sorts your PsyCap attributes as perceived by your raters. These are your ten highest PCQ items.

Items are sorted in order from Strongest Agreement to Strongest Disagreement. Note that items with "Reverse"

have a rater average that is "reversed" or 7 minus the rating. This means that you were rated low on the

"Reverse" item which is a positive statement about you. The opposite of this item meaning would be your

strength.

Score Scale Item

5.5 Resiliency I usually take stressful things at work in stride.

5 Resiliency

I can get through difficult times at work because I've experienced

difficulty before.

5 Hope I can think of many ways to reach my current work goals.

5 Hope

If I should find myself in a jam at work, I could think of many ways to

get out of it.

4.5 Optimism When things are uncertain for me at work, I usually expect the best.

4.5 Resiliency I can be “on my own,” so to speak, at work if I have to.

4.5 Efficacy I feel confident presenting information to a group of colleagues.

4.5 Efficacy

I feel confident contacting people outside the organization (e.g.,

suppliers, customers) to discuss problems.

4.5 Efficacy

I feel confident in representing my work area in meetings with

management.

4 Optimism

I'm optimistic about what will happen to me in the future as it

pertains to work.
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This section sorts your PsyCap attributes as perceived by your raters. These are your 10 lowest PCQ items and

represents areas you could develop. Items are sorted from Strongest Disagreement to Strongest Agreement.

Note that items with "Reverse" have a rater average that is "reversed" or 7 minus the rating. This means that you

were rated low on the "Reverse" item which is a positive statement about you. The opposite of this item meaning

would be the area for development.

Score Scale Item

4.5 Reverse of Optimism In this job, things never work out the way I want them to.

4 Reverse of Optimism If something can go wrong for me work-wise, it will.

4 Reverse of Resiliency

When I have a setback at work, I have trouble recovering from it,

moving on.

3 Hope At this time, I am meeting the work goals that I have set for myself.

3.5 Efficacy I feel confident analyzing a long-term problem to find a solution.

3.5 Hope There are lots of ways around any problem.

3.5 Hope Right now I see myself as being pretty successful at work.

3.5 Resiliency I feel I can handle many things at a time at this job.

3.5 Optimism I approach this job as if “every cloud has a silver lining.”

4 Efficacy

I feel confident contributing to discussions about the organization's

strategy.
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For each PCQ item, the tables below provide your self ratings, and the average and number of ratings at each

rating value of your rater evaluations.

Hope

1 2 3 4 5 6 Average

 

 If I should find myself in a jam at work, I could think of

many ways to get out of it. 

Self

●

Your Raters (2) 1 1 5

 

 At the present time, I am energetically pursuing my work

goals. 

Self

●

Your Raters (2) 1 1 4

 

 There are lots of ways around any problem. 

Self

●

Your Raters (2) 1 1 3.5

 

 Right now I see myself as being pretty successful at work. 

Self

●

Your Raters (2) 1 1 3.5

 

 I can think of many ways to reach my current work goals. 

Self

●

Your Raters (2) 2 5
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 At this time, I am meeting the work goals that I have set for

myself. 

Self

●

Your Raters (2) 2 3
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Efficacy

1 2 3 4 5 6 Average

 

 I feel confident analyzing a long-term problem to find a

solution. 

Self

●

Your Raters (2) 1 1 3.5

 

 I feel confident in representing my work area in meetings

with management. 

Self

●

Your Raters (2) 1 1 4.5

 

 I feel confident contributing to discussions about the

organization's strategy. 

Self

●

Your Raters (2) 1 1 4

 

 I feel confident helping to set targets/goals in my work

area. 

Self

●

Your Raters (2) 1 1 4

 

 I feel confident contacting people outside the organization

(e.g., suppliers, customers) to discuss problems. 

Self

●

Your Raters (2) 1 1 4.5

 

 I feel confident presenting information to a group of

colleagues. 

Self

●

Your Raters (2) 1 1 4.5
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Resiliency

1 2 3 4 5 6 Average

 

 I feel I can handle many things at a time at this job. 

Self

Your Raters (2) 4

 

 I usually manage difficulties one way or another at work. 

Self

●

Your Raters (2) 2 4

 

 I can be “on my own,” so to speak, at work if I have to. 

Self

●

Your Raters (2) 1 1 4.5

 

 I usually take stressful things at work in stride. 

Self

●

Your Raters (2) 1 1 5.5

 

 I can get through difficult times at work because I've

experienced difficulty before. 

Self

●

Your Raters (2) 1 1 5

 

 I feel I can handle many things at a time at this job. 

Self

●

Your Raters (2) 1 1 3.5
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Optimism

1 2 3 4 5 6 Average

 

 When things are uncertain for me at work, I usually expect

the best. 

Self

●

Your Raters (2) 1 1 4.5

 

 I approach this job as if “every cloud has a silver lining.” 

Self

Your Raters (2) 4

 

 I always look on the bright side of things regarding my job. 

Self

●

Your Raters (2) 2 4

 

 I'm optimistic about what will happen to me in the future as

it pertains to work. 

Self

●

Your Raters (2) 1 1 4

 

 I approach this job as if “every cloud has a silver lining.” 

Self

Your Raters (2) 4.5

 

 I approach this job as if “every cloud has a silver lining.” 

Self

●

Your Raters (2) 1 1 3.5
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An effective model for developing a strong base of PsyCap is to learn how to effectively achieve goals. The

following strategies may provide helpful general principles for developing the attribute.

Hope (Drawn from Snyder's Development Guidelines)

Performance Goals

Hope develops when your performance goals are achieved. It develops by effective goal-setting and

achievement.

Goals that you create and participate in -- or even those that are explained to you using a logical rational will

contribute to your sense of hope.

If you practice appropriate goal-setting you will be more motivated, make better choices, expend more effort, be

more persistent, and be more willing and able to design creative ways to achieve your goals.

Stretch Goals

Hope can also develop through "stretch goals." These goals need to be specific, measurable, challenging, and

yet achievable.

Stretch goals are those that are difficult enough to stimulate your excitement and exploration and yet you feel that

they are within your reach.

Stretch goals are those that you feel you can accomplish if you put out extra effort.

You will be more hopeful about achieving goals if you break large goals into small, accessible, and manageable

milestones.

Efficacy (Drawn from Bandura's Development Guidelines)

Self-efficacy is developed through mastery experiences, through experiencing success by breaking down

complex tasks into successful sub-components.

Start with a situation that you can succeed at and build from there.

Efficacy can also be developed by watching others succeed at the task, basically, to "show you the ropes." If the

task is more thinking-oriented, have someone "think aloud" so you can hear how to think about the task. It is

important to see yourself in the tasks. It is helpful to have others encourage you toward success.

In general you will feel more likely that you can succeed if you are in good physical health and fitness. Feeling

happy and positive about what you are doing will help as well.
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Resiliency (Drawn from Masten's Development Guidelines)

Following are several strategies to build your resiliency.

1. Asset-focused strategies. These strategies focus on enhancing your perceived and actual level of assets

and resources to increase the probability of positive outcomes for you.

This is about taking action to increase your human capital (education, experience, knowledge, skills, abilities),

social capital (relationships, networking), and other PsyCap attributes (self-efficacy, hope, optimism).

2. Risk-focused strategies. This approach embraces change. For example, given a stretch promotion, rather

than turn it down, take it but get coaching and/or mentoring with frequent constructive feedback on your

performance in the new position.

Similarly, take an entrepreneurial (looking organizationally outward) and intrepreneurial (looking organizationally

inward) approach to what you do to embrace initiatives and try things that are "out of the box."

3. Process-focused strategies refer to having the personal assets to manage adversity. Learning effective goal

setting is a new process skill. Similarly, developing coping skills for stressful situations is a process skill you can

develop.

Taking a Raft Down the River

One way of thinking about developing resilience is similar to taking a raft trip down a river. On a river, you may

encounter rocks, rapids, slow moving water and shallows. Life has challenges and changing terrain.

In traveling the river it will help if you know what the river is like and even have traveled down it before. Having

knowledge will help you assemble the equipment you will need both personally and physically. Taking a white

water river requires different equipment than a lazy river.

Similarly, in life you need to think through what is ahead and what skills and resources you will need to safely

move down your river. Your journey should be guided by a plan, and a workable strategy includes assembling the

tools for success.

As you move down the river you need to trust that you are able to navigate around boulders and through rapids.

As you move down the river you gain courage and skill as you successfully navigate your way through.

Trusted companions traveling with you help you navigate through the rough spots.

Stopping to enjoy the river and resting is also key to success.
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Optimism (Drawn from Schneider's "Realistic" Development Guidelines)

Realistic optimism can be developed by considering the realities of your situation.

Key to developing realistic optimism is:

1) Leniency for the past

2) Appreciation for the present

3) Opportunity seeking for the future

Leniency for the past does not imply denial or an evasion of responsibility. On the contrary, it is a positive

technique that acknowledges the realities of the situation at that time.

Leniency for the past adopts a problem-centered look at what is controllable given the situation and giving

yourself the benefit of the doubt to look back at the uncontrollable aspects "in the best possible light."

Leniency for the past can guide goal-setting so you can accurately assess your resources and abilities and set

realistic, attainable goals for yourself.

Appreciation for the present is the perspective that any situation, no matter how unfavorable, has its positive

aspects on which you can reflect and enjoy.

Appreciation of the present can protect you from defeatist attitudes which can paralyze your planning efforts and

motivation for future improvements.

If you can realistically accept yourself, your working group, and your organization as a "work in progress," you will

not only be more likely to appreciate the moment but also look forward to the future, with all the opportunities it

presents.

The key is to be able to proactively seek and act on future opportunities for yourself and your associates, based

on the realistic understanding of your own and your colleagues' capabilities and vulnerabilities.

Realistic optimism can be a powerful tool for you to inspire and motivate yourself. It also allows you to accept,

and even choose, challenges to improve your performance now and in your future.
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To build Psychological Capital skills, following are exercises that will give you ideas for development. How this

process relates to the PsyCap scales is shown in the following chart.
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Hope Development

Hope can be developed by generating work-related goals that are valuable and reasonably challenging to you.

These goals should include a clear beginning and end point.

These characteristics will sustain your motivation for success.

Practice generating multiple ways that you could achieve the goals and identify obstacles that may get in your

way.

It is important to discuss your goals and plans with others so you can learn other perspectives on achieving the

goals and explore other thoughts about obstacles.

Optimism Development

Through the Hope Development phase you become confident that you can identify and plan to overcome

obstacles. This confidence increases your expectation that you will achieve the goal.

Getting feedback from others about achieving your goals and overcoming your obstacles, and then combining

this with your own planning will build your optimism for success.

Efficacy Development

Now plan out the steps to achieve your goals. Create sub goals.

Discuss these plans with others to build your own sense of mastery for your plan and to build enthusiasm from

others about your succeeding.

Resiliency Development

Build an awareness of your own talents, skills, and social networks. What can you leverage to achieve your

goals?

Once you have built your list, work with others to check to see what assets you have that you might not have

thought of.

Identify obstacles that might impede your progress. Make discrete plans to overcome these obstacles.

When you are faced with adversity, how do you respond? How can you avoid or deal with obstacles so they do

not become a problem?

What are your initial thoughts when faced with adversity? Now choose to focus on resilient thoughts based on

knowing your resources and options to overcome the adversity.
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Following are some exercises you can practice that will build your Psychological Capital

You can develop your Psychological Capital by:

1)   Accurately framing adverse events.

     

2)   Devising strategies to leverage your personal resources.

     

3)   Honing your ability to:

      a.   Set goals

    b.   Identify multiple pathways to success

    c.   Identify obstacles to goal accomplishment and your contingency plans

Adversity: Build Your Capability for a Staunch View of Reality

You can develop hope by realistically framing adverse events and getting a better understanding. You can

identify the real potential of risk and recognize what events/outcomes you can control and in this way you can

manage your feelings of risk and build your sense of hope.

Important Points:

1. You are certain to be faced with adversity.

2. How you frame your thinking about managing risk is very important

3. Risk is an increased probability of an undesirable outcome and thus you can review any risk realistically by

asking:

●

What is at risk?

●

How can I minimize the risk?

●

What control do I have over the risk?

●

What are my options?

You are certain to be faced with adversity during your life. How you frame the issue and how you respond are

critical determinants of whether -- and how successful -- you will be in the long-term. There are different domains

of adversity, i.e., personal, professional, etc.

Now focus on adversity in your life and the challenges and risks associated with it. For example, when faced with

more projects at work, fewer resources and colleagues leaving, how do you respond?

Do you see the situation as "destined for failure"?

Do you thrive on the situation and find it an opportunity to "answer the call"?

Or, do you feel overwhelmed and perhaps withdraw?
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Risk is a relative term. What might be perceived as risky to one person might not be risky to another as each

person has their preference for risk tolerance. In the resiliency literature, risk is generally defined as "An elevated

probability of an undesirable outcome."

What is your initial reaction when faced with adversity or an undesirable outcome?

Or does it take you some amount of thinking to assess the degree of risk?

In other words, if the adverse event does occur, what is the true impact to you or what is the range of impacts you

might experience?

Not get the raise you desired?

In addition, how likely is the adverse event to occur?

Is it a slight chance or pretty likely?

There are several dimensions from which we can evaluate risk. By better understanding these dimensions, you

can better understand what kind of response is necessary and you can thus improve your chances for

responding favorably to the problem.

In addition, what are my options given this risk? Can I flee the risk (flight)? Can I stay and fight? Is there a way to

easily minimize or eliminate the risk? For example, if I performed poorly in a previous task at work, can I work

harder next time to minimize the risk of doing poorly again?

Again, risk is not absolute. It varies from situation to situation, as well as person to person, and a thorough and

creative evaluation of risk is necessary whenever you are faced with adversity.

In summary, we all choose, usually without thinking about it, to frame a risk in a certain way. Consider how you

have framed risks in your life and how you can change the way you frame them.
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Identify a recent adverse situation and describe it as concisely as possible. Write this adverse situation out in a

separate document.

Think critically about your response.

Frame the risk in terms of its impact on you, the control you have over it, and the options you have.

Look at alternative ways you can view this situation.

Talk with someone else about this risk and your planned way of responding to it.

Record your insights and discoveries about how to deal with the risk.

Practice Managing A Risk

Think about something that is happening to you right now (or in the past if nothing significant is going on now)

that is not going as well as you had hoped. What is the situation?

How are you responding? Do you feel:

●

Defeated?

●

Challenged?

●

Confused?

●

Energized?

●

Be specific

How can you frame the situation that is not going as well as you had hoped?

Do you frame it as something you can control or as something that is out of your control?

What is the real impact of the situation?

How severe is the situation to you?

What is the real risk to you?

Who can control it if not you?

Why? (Please be specific.)
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What additional ways can you look at the situation that will allow you to obtain more control in order to respond

successfully now or the next time you are faced with the same or a similar situation?

Discuss Your Situation with Others

Talk to your friends and colleagues about the situation you identified and how you responded to each question.

How did their view of your problem situation differ from yours (i.e., risk, control, impact, options)? Is there a

difference between your friends and colleagues who are successful in responding to adversity versus those that

are not? What are these differences?

What can you take away from this exercise that will help you better frame your situation (i.e., to

assess/minimize/control the risk, identify options, etc.)? What can you do (or what could you have done)

differently? What have you learned about how others approached "risky situations" in terms of how they perceive

risk, control it, deal with situations, create strategies for overcoming problems, etc.?

Develop Your Personal Resources

You can develop your skills, be innovative, and develop your ability to make do with what you have at hand.

Personal Resources:

What personal resources do I have that can help me respond favorably to this adverse situation?

What skills do I have that I can apply to this adverse situation?

How can I efficiently obtain the skills that I need?

What people are available to help me respond effectively to this adverse situation?

For example, given this adverse situation:

●

What personal resources or assets do I possess that can be adequately and efficiently leveraged

here?

●

Can I work longer hours?

●

Can I work differently?

●

Can I ask better questions to obtain more resources?

●

Can I reflect before moving forward?
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Develop Your Social Resources

Your personal resources can include your knowledge, creativity, hard work ethics, psychological capital and the

like.

If you don't have the needed skills or resources, how can you learn the skills or acquire them somehow? In other

words, is there a colleague that you trust and can work with? Is there an outside resource that will help you

understand things you need to know better? How can you develop your constituency in advance to provide you

with the contacts you will need to deal with the range of adversity in your current and future job roles? Building

constituency in advance is the way to develop an inventory of talent you can call on later.

Your responses to adversity are based on the personal assets you feel you have that can help you with the

adversity.

The greater the range of skills (assets) you can engage to respond to adversity, the more successful you will be

in varied situations.

Another way to think about this is that your first step is all about interpretation; how you interpret events.

Following your interpretation, your next step is all about considering and leveraging personal resources to

withstand or combat the adversity you are facing.
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Think back to the situation described in Exercise 1, your recent adverse situation. Think critically about the

resources you are engaging to help you respond.

What other resources can you engage?

How can you respond better than you did?

Talk about your adverse situation and your response to it with a colleague (borrow their perception). Record your

insights and realizations below.

 

 

 

This exercise is designed to enhance your awareness of your assets and to broaden your engagement of the

various assets available to you and resources that can help you. The more ways you can get through adversity,

the more successful you will be in responding favorably. Thus, by engaging more assets they will broaden your

ability to respond favorably to adversity. This is a process of targeting the "assets component" of resiliency.

Resource Engagement

Think again about the same adverse event examined in the last exercise. What resources have you engaged to

respond to the situation?

It is important to be creative in identifying your personal resources to help you bounce back from this adverse

situation. What additional resources can you think of that can benefit or could have benefited you?

How can you ensure an effective response the next time you are faced with the same or similar challenge?

Discuss Your Situation with Others

Talk to your colleagues about how you plan to engage resources to respond to your situation. How would they

have used their personal resources? Is there a pattern for colleagues who are more successful versus the ones

who are less successful in dealing with adversity? What are the differences?

What can you take away from this exercise that will help you engage more and better personal resources to help

you in the future?

Specifically, how can you adjust your use of personal resources to create an effective response to adversity and

increase successful outcomes for your problems?
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Taking Ownership

A key component of resiliency is building sense of ownership in your personal decisions and outcomes in your

life.

●

You must be responsible for your success.

●

You must own your pursuit towards success.

●

You must envision your success.

In order to become more resilient, we must take ownership. Unless we truly want to succeed, we will not build the

desire and the resources to succeed.

In addition, we must see that we create our own success. Therefore, we have to know that it is us and us only

who determines whether we have the best chance of being successful. The opposite of this is the victim mentality

(if only my boss gave me the resources I need, if only this group did things better, etc. When people think this

way, they are controlled by outside sources). What you need to do is optimize your chances of success.

Generally people underestimate what controls they have over their success and what aspects of their success

they do not have control over. This is a fundamental error made in estimating risk when dealing with adversity.

Next, you must own your success. That is, your reward for your success should be the internal feeling you get

and not from an outside reward such as a raise or promotion (although that is nice). You must own the success

and the criteria by which you determine how successful you are.

Lastly, you must envision your success. This may sound like "warm and fuzzies" but it is very true. Unless you

can see yourself succeeding in your adverse situation, you will not succeed. You must have a vision of what you

want to do and how you are going to do it. It is through your vision that great accomplishments will be made.

Once you recognize what it takes to get to success, you can stay focused and energized to do it.

In sum, if you are going to respond favorably to an adverse situation, you must take responsibility for success,

you must own your own success, and you must envision your success.

Goal Setting

Achieving the foundation to develop your hope capacities is easier to accomplish through goal setting.

Select a goal that is challenging and personally valuable to you. Choose a goal related to the adverse situation

you described before.

It is important to note that goals are not just relevant in your work place or on your job. Goals can be emotional or

spiritual, social or work related, or anything else.
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Goal Setting and Prioritization

1. Goals must be important to you in order to bring the positive emotions associated with goal accomplishment.

Make sure the goal is important to you by checking on two things:

a. Who is setting this goal? A goal can make other people happy but it will only make you happy if it is set by you

and is important to you.

b. Have you re-evaluated your goals? A goal that makes you happy at one time in your life may have little effect

on you or even make you unhappy at another point in your life. Take time to examine the reasons that you are

setting your goals (i.e. does this make sense in your current life circumstances).
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List your current goals

(Consider your goals based on whatever is at the top of your mind and the most important to you today.)

Next, mentally prioritize your goals and choose a goal you would like to work on.

a. Quickly list a few goals without much detail.

b. Prioritize these goals.

c. Select a particular goal.

Work Related Goal Examples:

●

Reduce product rejection (increase quality)

●

Increase my team job satisfaction

●

Get my team more engaged in their work

●

Get more market share

●

Reduce product time-to-market

Will-Power

The goal of this exercise is to increase the motivation and capacity to accomplish your goal.

Will-Power (Motivation)

Frame your goals in concrete terms:

●

Include end points

●

Include ways to measure your success

●

Approach vs. avoidance framing

●

Do-do vs. don't-do

●

Identify sub-goals
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Goal Framing:

Approach vs. Avoidance:

1. An approach framework means that your goal is something you are trying to get or achieve. If your goal is in

an approach framework, then you are always moving toward your goal.

2. An avoidance framework is to have the goal of trying to avoid or stay away from an object or situation. The

reason that avoidance frameworks are less successful than approach frameworks is because you can never fully

succeed at not doing or not receiving.

Take for example - smoking. Assume that your goal is to quit smoking; how will you know when this goal is met?

What if you don't smoke any cigarettes for 5 days, did you quit smoking? How about five weeks? Months? Years?

So you see the problem is that when you frame goals in avoidance frameworks you never get to feel the positive

emotions that come from successes.

What would be a way to frame the goal of "quit smoking" in an approach framework? Examples are to slowly

cut-down, smoke one pack per day, then half and so on, start chewing nicotine gum, replacement activities, etc.

What if you want to reduce product rework? How about describing the goal in the form of increasing quality? For

example, the product acceptance rate versus the product rejection rate.

What if you want to decrease the number of people leaving your teams? Increase engagement.

What about decreasing employee complaints? Increase job satisfaction.

Creating Sub Goals

One way to get around an avoidance approach as a goal is to break the goal into little manageable pieces or

sub-goals. In this way you get little successes on the way to reaching your goal.

You can think of these sub-goals as steps to reaching the final goal. Try to keep the steps in sequential order so

that you know you are always progressing toward your goal.

Set a time or day when you will achieve each of your steps so that you can keep track of your progress and

success.

Review

We discussed three strategies to use when setting your goals to allow yourself more success experiences and

therefore, more positive emotions.

●

Use concrete terms and endpoints for your goals.

●

Use an approach framework with your goals.

●

Break your goals into sub goals.
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Rephrase Your Goal

Think about a concrete beginning and ending of your goal. What does success look like?

Now re-write your goal with concrete endpoints.

 

 

Can you identify a short list of sub-goals or "mini" goals along the way to achieving your goal? List those major

sub-goals.

 

 

Way-Power (Pathways)

Identify your pathways.

Be sure to come up with multiple pathways.

Take an inventory of your pathways.

Be sure to come up with multiple ways to inventory them.

Visualize your pathways.

Be sure to come up with multiple ways to visualize them.

1. Identify your pathways.

When you believe in your ability to generate paths to your goal and use the paths that you generate, the first step

is to begin to generate multiple paths to your goal.

The more paths that you are able to generate to reach your goal, the more likely it is that at least one of those

paths will successfully lead you to your goal.
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2. Take an inventory of your pathways.

When you have generated these paths there are two more steps that you need to use in order to really get the

most from your way-power.

The first step is to take an inventory of your pathways.

When you take an inventory of your pathway, you look at the pathway realistically to decide whether or not you

will be able to use the pathway you have come up with in your goal pursuit.

There are a couple of questions you can ask yourself:

Do you need to learn a new skill?

Do you need to enlist others to help you?

Once you have taken an inventory of your pathways, you can generate new goals based on the inventory results.

3. Visualizing your pathways.

The second step in getting the most from your way-power is to visualize your success with your steps. There

has been research to show that people are more successful when they visualize the steps to reaching their goals

as opposed to only visualizing the end goal attainment. For example, studies show that Olympic athletes who

visualize running and then winning a race or jumping a distance are more likely to actually accomplish that which

they visualized.

Sit down and think about going through the steps of your goal pursuit and then reaching your goal. Do this for at

least 10 to 15 minutes a day.

This visualization is a combination of the way-power (seeing the paths to get to your goals) and the will-power

(seeing yourself get motivated to use the paths to your goals). Try to really get into the visualization and see

yourself using the different steps and then, at the end, see yourself reaching your goal.

Admin
Text Box

	Additional information appears in actual report.




Sample Person

37

Diagram Your Goal

Take the goal that you are working on and create a diagram of that goal. The diagram should include the steps

along the path to your goal so that you have an aid with which to visualize your goal pursuit. The diagram may

contain more than one path to your goal or it may focus on the main path to your goal. Be creative!

Identifying Obstacles

What are the major skills/resources you will need to accomplish this goal?

Identify your obstacles and develop pathways to overcome those obstacles.

The reason we might need to find more than one way to reach a goal is because it is common to encounter

things that block the goals that we are trying to reach.

We call these impediments goal blockages or goal obstacles.

Obstacles can be powerful determinants when we are going after our goals. They often seem to have the ability

to block our paths and deplete our way power and have the potential to lead to adversity if they are allowed to

block our goal accomplishment.

In addition, when we get stuck when we go after a goal, we often lose some of our will-power because the energy

we have expended seems wasted or we start negative self-talk when we encounter a blockage.

Example

For example, someone is trying to get into shape but during the first week of working out, he twists his ankle.

Think through how this affects his will-power motivation and way-power (depletes sub-goals).

Let's start with a way to try and avoid obstacles. Remember, the best way to get around obstacles is to have

many different ways to reach a goal - in other words have multiple paths to your goals.

An example of a way to keep exercising is to take up swimming instead.

If you can generate several different pathways toward your goal, you will decrease the chance that your goals will

be truly blocked.
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Overcoming Obstacles

Using your current goal:

List any obstacles you can anticipate.

If none, think about this some more.

If yes, are there ways around this/these obstacles?

Are there other ways to reach this goal?

List the top three potential obstacles to achieving your goal. Consider those which are and are not in your control:

 

How will you deal with those obstacles when they come up? Can you think of any ways around them?

 

Overall Summary

Goal Setting

●

Personally Valuable

●

Reasonably Difficult

●

Concrete Endpoints

Willpower (Motivation)

●

Re-Evaluate Your Goals

●

Expect Obstacles

Way-Power (Pathways)

●

Identify Key Pathways

●

Identify Alternative Pathways
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