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Abstract 

Character strengths are universally valued positive attributes, theorized to improve 

individuals’ functioning as well as of the organizations. Over the last two decades, the study 

of character strengths has attracted a large number of researchers across the globe. However, 

most of the existing research has been conducted in Western countries whereas research on 

character strengths is sparse in Pakistan and under-represented in international studies. 

Therefore, the prime aim of the present dissertation is twofold (a) to explore the relevance 

and prevalence of character strengths in Pakistan and (b) to get a further understanding of the 

role of character strengths and signature strengths use for workplace outcomes at the 

employee and organizational level. The present dissertation is organized into four studies.  

The first study examined the extent to which the 24 character strengths of the Values 

in Action (VIA) Classification were perceived as relevant in Pakistan. The Cultural 

Relevance of Character Strengths Survey (CRCSS) was developed to explore different 

aspects of the cultural relevance (e.g., existence, helpfulness, and importance) as well as 

gender and age-based practices of character strengths. Among 288 members of the Pakistani 

society, high rates of the agreement were found about nine aspects of the cultural relevance 

for all the 24 character strengths (perceived by ≥ 70 % of the participants). Spirituality, 

gratitude, and love were perceived as highly relevant character strengths. Moreover, at least 

70% of the participants agreed that both gender and age groups (younger and elderly) practice 

all the 24 character strengths (except the practice of bravery by women).  

The second study aimed to assess the prevalence of character strengths in Pakistan 

and to make the results comparable with the global findings. A sample of 352 participants 

from the general population filled in the questionnaire measuring possession of character 

strengths. The results showed that the mean scores on possession of the 24 character strengths 

were above average for all the 24 character strengths (M ≥ 3.49). Honesty, fairness, kindness, 

teamwork, and leadership were the top five character strengths whereas modesty, humor, 

forgiveness, love of learning, and self-regulation were the bottom five character strengths. 

Further, ranks of the character strengths of the present Pakistani data showed considerable 

similarities with pre-existing Pakistani and US data (McGrath, 2015a). Women scored higher 

on character strengths of appreciation of beauty and excellence. Age positively correlated 

with gratitude and spirituality. The results supplemented the findings of the first study, 

corroborated the existing international literature regarding the prevalence of character 
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strengths, and extended it by providing evidence from a relatively less studied population of 

Pakistan. Overall, the findings advocated that character strengths are not a culture-specific 

phenomenon and thus settled the ground for further study of the VIA Classification in 

specific settings (such as work) in Pakistan.  

The third study was the first-ever attempt in the work setting of Pakistan examining 

the role of character strengths and signature strengths use for productive (i.e., job 

performance and organizational citizenship behavior) and counterproductive work behaviors 

(i.e., deviant behavior and workplace procrastination). A sample of 227 employees from 

diverse occupational groups (e.g., sales, customer services, and academia) provided self-

ratings for all the study variables along with supervisory ratings of job performance. In line 

with the expectation, the findings indicated that character strengths and signature strengths 

use positively correlated with job performance and organizational citizenship behavior 

whereas negatively correlated with deviant behavior and workplace procrastination. Signature 

strengths use emerged as a prominent predictor of job performance and organizational 

citizenship behavior.  Hope and modesty emerged as the most important predictors of 

supervisory ratings of job performance (e.g., emerged for seven and four dimensions 

respectively). Curiosity and love were the prominent predictors for organizational citizenship 

behavior. Forgiveness and fairness emerged as important negative predictors of deviant 

behavior and workplace procrastination respectively. The findings provided initial insight 

that character strengths and signature strengths use matter at work. However, there is a dire 

need for an overarching theoretical framework that explains how strengths-relevant behaviors 

are linked to various outcomes at work. 

The fourth study tested the motivational process of the Job Demands-Resources 

theory to explicate the role of signature strengths use as a personal resource and perceived 

organizational support for strengths use as job resource for different work outcomes. Further, 

it extended the role of resources to organizational outcomes (i.e., perceived and objective 

organizational performance, and actual turnover) through serial and parallel mediation of 

employee level variables (i.e., work engagement, job performance, and turnover intentions). 

The sample consisted of 202 top managers from 56 branches of a large bank in Pakistan. All 

the information was collected from participants except objective organizational performance 

and turnover. The findings divulged the mediational role of serial and parallel mediators 

between both kinds of resources and organizational outcomes. The effect of signature 
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strengths use was fully mediated on turnover and partially mediated on perceived and 

objective organizational performance by work engagement, job performance, and turnover 

intentions. Moreover, the effect of organizational support for strengths use on perceived and 

objective organizational performance was fully mediated by work engagement, job 

performance, and turnover intention.  

Overall, initial evidence about the relevance and prevalence of character strengths 

from Pakistani culture offers important implications for their widespread utility at the 

individual as well as societal level. The findings based on studies representing ‘character 

strengths at work’ also hold several practical implications for employees and employers. At 

the employee end, identification and use of signature strengths is the first step to reap the 

benefits. Employees can experience high work engagement leading to their improved 

performance by building on their strengths. Career counselors and coaches can customize and 

apply interventions to track changes in character strengths development through different 

career stages and transitions. At the organization level, specific intervention programs can 

also be designed to enable employees to identify and use their signature strengths (Dubreuil 

et al., 2016; Harzer & Ruch, 2016). In addition, the promotion of a strengths-based culture 

can help to engage employees to contribute more to their organizations (Dubreuil & Forest, 

2017; Linley et al., 2011). Particularly, organizations can adopt strengths-based HRM 

practices to achieve high performance. Further, the strengths and limitations of the studies are 

discussed along with ideas for future research and practice. 

Keywords: character strengths, signature strengths use, culture, job performance, 

citizenship behavior, deviance, procrastination, productive behavior, counterproductive, JD-R 

theory, objective performance, turnover 

 



CONTENTS 

 

v 

 

Table of Contents 

Acknowledgments..................................................................................................................... iii 

Abstract ...................................................................................................................................... ii 

Table of Contents ....................................................................................................................... v 

List of Tables .......................................................................................................................... viii 

List of Figures ........................................................................................................................... ix 

Chapter 1 .................................................................................................................................... 1 

General Introduction .................................................................................................................. 1 

Existing Approaches on Personal Strengths........................................................................... 2 

The VIA Classification of Character Strengths...................................................................... 4 

Measurement of Character Strengths ................................................................................... 10 

Literature Review on Prevalence and Demographic Correlates of Character Strengths ..... 13 

Literature Review on Character Strengths at Work ............................................................. 23 

Gaps in the Existing Literature and Rationale for the Present Dissertation ......................... 40 

Aims of the Dissertation ....................................................................................................... 42 

Chapter 2 .................................................................................................................................. 44 

Introduction .............................................................................................................................. 44 

Study 1: Cultural Relevance of Character Strengths in Pakistan ............................................. 48 

Method ................................................................................................................................. 49 

Instruments. ...................................................................................................................... 50 

Results .................................................................................................................................. 51 

Discussion ............................................................................................................................ 57 

Study 2: Prevalence of Character Strengths in Pakistan .......................................................... 60 

Method ................................................................................................................................. 60 

Instruments. ...................................................................................................................... 61 

Results .................................................................................................................................. 61 

Discussion ............................................................................................................................ 64 

General Discussion of Study 1 and 2 ....................................................................................... 65 

Strengths and Limitations..................................................................................................... 67 

Implications for Research and Practice ................................................................................ 68 

Chapter 3 .................................................................................................................................. 70 

Introduction .............................................................................................................................. 70 

Productive work behaviors ................................................................................................... 72 

Counterproductive Work Behaviors .................................................................................... 74 

The Present Study................................................................................................................. 76 



CONTENTS 

 

vi 

 

Method ..................................................................................................................................... 77 

Participants ........................................................................................................................... 77 

Instruments ........................................................................................................................... 78 

Procedure .............................................................................................................................. 80 

Results ...................................................................................................................................... 81 

Preliminary Analyses ........................................................................................................... 81 

Partial Correlations of Character Strengths and Signature Strengths Use with Work 

Behaviors .............................................................................................................................. 85 

Predictors of Productive and Counterproductive Behaviors at Work .................................. 88 

Discussion ................................................................................................................................ 91 

Strengths and Limitations..................................................................................................... 98 

Implications for Research and Practice .............................................................................. 100 

Conclusion .......................................................................................................................... 101 

Chapter 4 ................................................................................................................................ 102 

Introduction ............................................................................................................................ 102 

Theoretical Model .............................................................................................................. 103 

Signature Strengths Use as a Personal Resource ............................................................... 103 

Perceived Organizational Support for Strengths Use as a Job Resource ........................... 104 

Work Engagement .............................................................................................................. 105 

Job Performance ................................................................................................................. 106 

Turnover Intentions ............................................................................................................ 107 

Turnover ............................................................................................................................. 107 

Organizational Performance ............................................................................................... 108 

The Present Study............................................................................................................... 108 

Method ................................................................................................................................... 111 

Participants ......................................................................................................................... 111 

Instruments ......................................................................................................................... 111 

Procedure ............................................................................................................................ 114 

Results .................................................................................................................................... 115 

Preliminary Analyses ......................................................................................................... 115 

Relations of Signature Strengths Use and Perceived Organizational Support for Strengths 

Use with Employee and Organizational Outcomes............................................................ 116 

Model Testing .................................................................................................................... 117 

Discussion .............................................................................................................................. 123 

Strengths and Limitations................................................................................................... 129 

Implications for Research and Practice .............................................................................. 131 

Conclusion .......................................................................................................................... 133 



CONTENTS 

 

vii 

 

Chapter 5 ................................................................................................................................ 134 

General Discussion ................................................................................................................ 134 

Brief Overview of the Findings .......................................................................................... 134 

Strengths and Limitations................................................................................................... 142 

Implications for Research and Practice .............................................................................. 145 

References .............................................................................................................................. 152 

Appendices ............................................................................................................................. 178 

Appendix A ........................................................................................................................ 179 

Appendix B ........................................................................................................................ 180 

Appendix C ........................................................................................................................ 181 

Appendix D ........................................................................................................................ 187 

Appendix E ......................................................................................................................... 189 

Curriculum Vitae ................................................................................................................... 191 

 

 



CONTENTS 

 

viii 

 

List of Tables 

Chapter 1 

Table 1.1 Brief Descriptions of the Six Core Virtues and 24 Character Strengths included in 

the VIA Classification (Peterson & Seligman, 2004) ................................................................ 6 

Table 1.2 Criteria for a Character Strength ................................................................................ 8 

Table 1.3 Criteria for a Signature Strength ................................................................................ 9 

Table 1.4 An Overview of the Measures of Character Strengths ............................................ 11 

Table 1.5 An Overview of Research on Universality, Prevalence and Demographic Correlates 

of Character Strengths.............................................................................................................. 14 

Table 1.6 An Overview of Research on Possession and Use of Character Strengths at Work 24 

Chapter 2  

Table 2.1 Percentage of Participants’ Response on Nine Aspects of Relevance of Character 

Strengths on CRCSS ................................................................................................................ 52 

Table 2.2 Reliability, Means, Spearman Rank Order Correlations of Character Strengths with 

Pre-existing International Data and Correlations of Demographics with Character Strengths 62 

Chapter 3 

Table 3.1Descriptive Statistics, Reliability, and Correlations of Study Variables with 

Demographics (Gender, Age, Education, Tenure)................................................................... 82 

Table 3.2 Partial Correlations of Character Strengths, Signature Strengths Use with 

Productive (Job Performance and Organizational Citizenship Behavior) and 

Counterproductive (Deviant Behavior and Workplace Procrastination) Work Behaviors after 

Controlling for Demographics ................................................................................................. 86 

Table 3.3 Multiple Regression using Stepwise Method for Productive (Job Performance and 

Organizational Citizenship Behavior) and Counterproductive (Deviant Behavior and 

Workplace Procrastination) Work Behaviors .......................................................................... 89 

Chapter 4 

Table 4.1 Descriptive Statistics, Reliability, and Normality of Study Variables .................. 116 

Table 4.2 Zero Order Correlations of the Study Variables .................................................... 117 

Table 4.3 Unstandardized Estimates of Direct and Indirect Effects using Bootstrapping ..... 122 

Chapter 5 

Table 5.1 A Brief Overview of Studies Presented in the Dissertation ................................... 136 

Appendices  

Appendix A Questions and answer options of the Cultural Relevance of Character Strengths 

Survey (CRCSS) .................................................................................................................... 179 

Appendix B Chi-Square Analysis of four items of CRCSS .................................................. 180 

Appendix C Relationships among Character Strengths and Study 3 Outcomes ................... 181 

Appendix D Relationships among Strength Use, Perceived Organizational Support for 

Strength Use and Study 4 Outcomes ..................................................................................... 187 

Appendix E Unstandardized Estimates of Direct and Indirect Effects using Bootstrapping 189 



CONTENTS 

 

ix 

 

 

List of Figures 

Chapter 1 

Figure 1.1. The present status of research on character strengths at work: an integration of 

tested relationships, findings, and citations. ............................................................................ 38 

Figure 1.2. The present status of research on strength use at work : an integration of tested 

relationships, findings, and citations. ....................................................................................... 39 

Chapter 2  

Figure 2.1. N = 288. Participants’ Perception about Practices of Character Strengths by Men 

and Women in Pakistan. .......................................................................................................... 55 

Figure 2.2. N = 288. Participant’s Perception about CS Practices of Younger and Elder 

Members in Pakistan. ............................................................................................................... 56 

Chapter 4  

Figure 4.1. Proposed Research Model Based on the Extended Motivational Process of the 

JD-R Theory........................................................................................................................... 103 

Figure 4.2a. N = 202. Multivariate Model Representing UnStandardized Regression Co-

Efficient Using Two Exogenous Variables and Four Endogenous Variables. ...................... 120 

Figure 4.2b. N = 202. Multivariate Model Representing UnStandardized Regression Co-

Efficient Using Two Exogenous Variables and Four Endogenous Variables. ...................... 120 

Figure 4.2c. N = 202. Multivariate Model Representing UnStandardized Regression Co-

Efficient Using Two Exogenous Variables and Four Endogenous Variables. ...................... 121 

Appendices  

Figure 4.3. N = 202. Multivariate Model Representing UnStandardized Regression Co-

Efficient Using Two Exogenous Variables and Three Endogenous Variables. .................... 189 

 

  

file:///C:/Users/user/Downloads/210214_Monograph_Chap%201to5_For%20grammar%20check%20(1).docx%23_Toc64283787
file:///C:/Users/user/Downloads/210214_Monograph_Chap%201to5_For%20grammar%20check%20(1).docx%23_Toc64283787
file:///C:/Users/user/Downloads/210214_Monograph_Chap%201to5_For%20grammar%20check%20(1).docx%23_Toc64283788
file:///C:/Users/user/Downloads/210214_Monograph_Chap%201to5_For%20grammar%20check%20(1).docx%23_Toc64283788


 

 

  

 

 

 

 

Chapter 1 

General Introduction



 CHAPTER 1 1 

 

 

  

General Introduction 

Positive psychology is a science of positive subjective experiences (e.g., satisfaction), 

positive individual traits, (e.g., strengths of character), and positive institutions (e.g., 

workplace). The field has evolved to catalyze a change in the emphasis of psychology from 

repairing the worst things to fostering the positive qualities in life (Seligman & 

Csikszentmihalyi, 2000). A key outcome of positive psychology endeavor is its scientific 

attention on character, representing the components of the good character as measurable 

individual differences. Character strengths are positive traits that manifest in human thoughts, 

feelings, and behaviors and provide a sense of fulfillment. These are both relatively stable 

and malleable in the individuals (Peterson & Seligman, 2004). The study of character 

strengths has attracted a great variety of researchers and practitioners across the globe. 

Findings from initial research have also supported the promising role of possession and use of 

character strengths in several domains ranging from life satisfaction (e.g., Park, Peterson & 

Seligman, 2004; Ruch, Huber, Beermann, & Proyer, 2007) to work attitudes and behaviors 

(e.g., Harzer & Ruch, 2014; Peterson, Stephens, Park, Lee, & Seligman, 2010). On the other 

side, research on character strengths is scarce in Pakistan and under-represented in 

international literature. Therefore, the present dissertation is aimed at exploring the relevance, 

prevalence, and application of character strengths in Pakistan. Two perspectives can be 

adopted to study character strengths: (a) character strengths as individual traits, the degree of 

their possession and their relations to outcomes, and (b) the use of strengths (independent of 

their content) and its relation to outcomes. Within the scope of the present dissertation, both 

perspectives have been utilized to get a comprehensive understanding of the role of 

possession and use of character strengths for a host of employee work behaviors and 

organizational outcomes. Employee work behaviors included productive work behaviors (i.e., 

job performance and organizational citizenship behavior) and counterproductive work 

behaviors (i.e., deviant behavior and workplace procrastination). Furthermore, the 

dissertation focused on the organizational outcomes including turnover, perceived and 

objective organizational performance. 

The dissertation consists of a general introduction, four empirical studies, and a 

general discussion. Chapter one presents a general introduction of the topic describing 

different theoretical frameworks of strengths, the Values in Action (VIA) classification of 

character strengths, related constructs, and their measurement. Furthermore, the current status 
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of research on character strengths is summarized to identify gaps in the existing literature. At 

the end of this chapter, the aims of the empirical studies are enlisted. After that, four 

empirical studies are reported (chapter 2 to 4) that provide evidence on relevance and 

prevalence of character strengths in Pakistan (study 1 and 2), examine the role of possession 

of character strength and signature strengths use for productive and counterproductive work 

behaviors (study 3), and the contribution of signature strengths use and organizational 

support to the organizational outcomes through serial and parallel mediation of work 

engagement, job performance and turnover intentions (study 4). Lastly, chapter five presents 

a general discussion of the main findings along with strengths, limitations, and suggestions 

for future research. The dissertation ends with theoretical and practical implications of the 

studies conducted within the present dissertation.  

Existing Approaches on Personal Strengths 

Existing scholarly work on personal strengths is mainly based on three related yet 

distinct approaches presented in this section. The authors have developed specific 

conceptualizations of strengths and instruments measuring different variants of strengths 

were developed based on specific operationalizations. Moreover, they have crafted and tested 

particular interventions to develop strengths. Nonetheless, all of them consider strengths as 

positive stable characteristics that can be developed with conscious effort, recognize strengths 

as naturally present within individuals that tend to generate energy and drive performance 

(Buckingham & Clifton, 2001; Linley, 2008; Peterson & Seligman, 2004). Hence, several 

studies have been conducted in recent years based on one of these strengths’ approaches and 

practitioners are also using these approaches equally for the assessment and development of 

strengths for desired outcomes. 

The first approach belongs to the Gallup Organization and focuses on strengths as 

innate talents in combination with knowledge and skills (Buckingham & Clifton, 2001). 

Donald Clifton and his team interviewed a large number of top performers from numerous 

organizations in different contexts (mostly from business and academic circles) across the 

varying degree of skill, job level, and culture. As a result, the Gallup Organization identified 

hundreds of themes relevant to excellence in the workplace, of which 34 were especially 

important and termed as Clifton Strengths Themes such as adaptability, connectedness, and 

discipline (Buckingham & Clifton, 2001). The Clifton StrengthsFinder (Buckingham & 

Clifton, 2001) and a revised version the StrengthsFinder 2.0 (Rath, 2007) were developed to 
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identify individuals’ greatest potential within a professional context (Asplund, Lopez, 

Hodges, & Harter, 2007). The measure organizes strengths into one of four domains namely 

strategic thinking, executive, influencing, and relationship building (Rath, 2007). The Gallup 

Organization has published a technical report of the StrengthsFinder (Asplund et al., 2007) 

and further provided findings based on this measure in its self-published book (e.g., 

Strengths-based leadership; Rath & Conchie, 2008). However, the research based on this 

approach/assessment tool is less visible in peer-reviewed academic journals (Biswas-Diener, 

Kashdan, & Lyubchik, 2017). 

The second approach is known as the VIA Classification of Character Strengths 

proposed by Peterson and Seligman (2004). It was developed to reclaim the study of 

character and virtue as legitimate topics of psychological investigation. The classification 

consists of three levels: virtues, character strengths, and situational themes to map good 

character. Virtues are the core characteristics valued by moral philosophers and religious 

thinkers. Character strengths are the more specific psychological processes or mechanisms 

that define the virtues (Park & Peterson, 2009). The situational themes are the specific habits 

to manifest character strengths in different situations. Peterson and Seligman (2004) 

organized 24 character strengths under six rationally derived virtue classes: Wisdom and 

Knowledge (creativity, curiosity, judgment, love of learning, and perspective); Courage 

(bravery, perseverance, honesty, and zest); Humanity (love, kindness, and social 

intelligence); Justice (teamwork, fairness, and leadership); Temperance (forgiveness, 

modesty, prudence, and self-regulation); and Transcendence (appreciation, gratitude, hope, 

humor, and spirituality). Peterson and Seligman (2004) defined a list of criteria to distinguish 

character strengths from related individual differences (e.g., talents and abilities). Initially, 

the Values in Action Inventory of Strengths (VIA-IS; Peterson & Seligman, 2004) was 

created to measure these 24 character strengths among adults making it possible to 

investigate the empirical structure of character strengths. Later on, shorter versions (e.g., VIA-

IS120; Littman-Ovadia, 2015; Peterson & Seligman, 2004) and revised version (e.g., VIA 

Assessment Suite) was developed and validated (McGrath, 2017). The VIA framework 

(Peterson & Seligman, 2004) is the most researched and referred framework in positive 

psychology journals and at associated conferences (Biswas-Diener et al., 2017). 

The third approach was developed by Linley (2008) at the Center for Applied Positive 

Psychology (CAPP). According to this approach, strengths are defined as evolutionarily 
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adaptive and present our most natural and psychologically energizing opportunities for 

growth (Linley, 2008). Initially, 200 strengths were posited to form a layered structure, 

blending in unique combinations according to contextual demands. Out of 200 attributes, 60 

most prevalent and validated attributes were retained such as compassion, adherence, and 

innovation. The Strengths Profile (previously known as the Realise2; Linley & Bateman, 

2018) was developed to measure both strengths and weaknesses according to three 

dimensions (i.e., energy, performance, and use). The results classify attributes in four 

categories including realized strengths, unrealized strengths, learned behaviors, and 

weaknesses. It is used primarily as a tool for recruitment and placement, as well as for 

leadership development than as an instrument for research. Linley and Stoker (2012) reported 

adequate psychometric qualities of the Strengths Profile established in a small sample study 

(N = 100). Relatively, little research evidence exists on its usefulness and impact.  

The above-mentioned strengths approaches differ in their origins and objectives. 

Consequently, their taxonomies and interventions also differ and may be more or less suited 

to different environments and goals. Hence, it may not be possible to identify the best 

strengths classification, but rather to consider which strengths classification is most 

appropriate in a given situation (Quinlan, Swain, & Vella-Brodrick, 2012). Unlike other 

approaches to strengths, the VIA Classification of Character Strengths is extensively 

researched with a strong theoretical background and published scientific support to its 

characteristics and benefits (e.g., McGrath, 2017). The moral aspect of the VIA Classification 

across different cultures is particularly imperative along with a solid religious and 

philosophical basis. Moreover, the VIA framework is embodied in its psychometrically sound 

(both reliable and valid) assessment measures that are free of cost available to the 

researchers. Because of the aforementioned merits, the VIA Classification of Character 

Strengths was utilized (Peterson & Seligman, 2004) in the present dissertation. 

The VIA Classification of Character Strengths  

Peterson and Seligman (2004) developed the VIA Classification of character strengths 

to renounce the disease model to emphasize the notion that character is not secondary to 

pathology rather constitutes the very basis of human excellence and flourishing. The 

foundation of the classification is laid on three main pillars: (a) hierarchical nature to distinct 

among virtues, character strengths, and situational themes, (b) the process through which 

entries of candidate strengths were generated and decided upon inclusion, and (c) exclusion 



 CHAPTER 1 5 

 

 

  

criteria for a character strength. The following section presents details about these pillars to 

clarify their role in the development and establishment of the VIA Classification of Character 

Strengths.   

The VIA Classification is organized at three conceptual levels descending from 

virtues to situational themes. Virtues are the fundamental characteristics, emerged 

consistently from historical surveys, valued by moral philosophers and religious thinkers 

across the globe. Peterson and Seligman (2004) argued that these virtues are universal, 

perhaps grounded in biology through an evolutionary process. These virtues are surmised to 

be present at above threshold levels as evidence of good character in an individual. Character 

strengths are the psychological processes that define the virtues or distinct routes to 

demonstrating one or another of the virtues. For example, the virtue of justice (also called 

civic strengths) can be achieved through strengths of teamwork, fairness, and leadership. 

These strengths are similar in their contribution to healthy community life, but they are 

distinct as well. The character strengths are also recognized and valued universally. These are 

the intermediate level of the classification representing a good balance between the abstract 

(moral virtues) and the concrete (situational themes). Situational themes are the specific 

habits that lead people to manifest given character strengths in certain situations. Unlike 

character strengths, situational themes are highly setting specific such as workplace themes 

and family themes despite the overlap in their labels (e.g., the manifestation of 

competitiveness at work and home is different). Additionally, themes may differ across 

cultures, cohorts, gender, and other important social contrasts (Peterson & Seligman, 2004).  

Description of Character Strengths and Virtues. Peterson and Seligman (2004) 

organized 24 character strengths under six rationally derived virtue categories. Brief 

descriptions of character strengths and core virtues are presented in Table 1.1. 
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Table 1.1 

Brief Descriptions of the Six Core Virtues and 24 Character Strengths included in the VIA 

Classification (Peterson & Seligman, 2004) 

Virtue I: Wisdom and knowledge - cognitive strengths that entail the acquisition and use of 

knowledge 

1. Creativity [originality, ingenuity]: Thinking of novel and productive ways to 

conceptualize and do things; includes artistic achievement but is not limited to it 

2. Curiosity [interest, novelty-seeking, openness to experience]: Taking an interest in all 

of the ongoing experience for its own sake; finding subjects and topics fascinating; 

exploring and discovering 

3. Judgment [open-Mindedness, critical thinking]: Thinking things through and 

examining them from all sides; not jumping to conclusions; being able to change one's 

mind in light of evidence; weighing all evidence fairly 

4. Love of learning: Mastering new skills, topics, and bodies of knowledge, whether on 

one's own or formally; obviously related to the strength of curiosity but goes beyond it 

to describe the tendency to add systematically to what one knows 

5. Perspective [wisdom]: Being able to provide wise counsel to others; having ways of 

looking at the world that make sense to oneself and to other people 

Virtue II: Courage - emotional strengths that involve the exercise of will to accomplish 

goals in the face of opposition, external or internal 

6. Bravery [valor]: Not shrinking from threat, challenge, difficulty, or pain; speaking up 

for what is right even if there is opposition; acting on convictions even if unpopular; 

includes physical bravery but is not limited to it 

7. Perseverance [persistence, industriousness]: Finishing what one starts; persisting in a 

course of action despite obstacles; “getting it out the door”; taking pleasure in 

completing tasks 

8. Honesty [authenticity, integrity]: Speaking the truth but more broadly and presenting 

oneself in a genuine way and acting in a sincere way; being without pretense; taking 

responsibility for one's feelings and actions 

9. Zest [vitality, enthusiasm, vigor, energy]: Approaching life with excitement and 

energy; not doing things halfway or halfheartedly; living life as an adventure; feeling 

alive and activated 

Virtue III: Humanity - Interpersonal strengths that involve “tending and befriending” others   

10. Capacity to Love and Be Loved [Love]: Valuing close relations with others, in 

particular those in which sharing and caring are reciprocated; being close to people 

11. Kindness [generosity, nurturance, care, compassion, altruistic love, "niceness"]: Doing 

favors and good deeds for others; helping them; taking care of them 

12. Social intelligence [emotional intelligence, personal intelligence]: Being aware of the 

motives and feelings of other people and oneself; knowing what to do to fit into 

different social situations; knowing what makes other people tick 

Table 1.1 (Continues) 
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Table 1.1 (Continued) 

Virtue IV: Justice - civic strengths that underlie healthy community life 

13. Teamwork [citizenship, social responsibility, loyalty]: Working well as a member of a 

group or team; being loyal to the group; doing one's share 

14. Fairness: Treating all people the same according to notions of fairness and justice; not 

letting personal feelings bias decisions about others; giving everyone a fair chance 

15. Leadership: Encouraging a group of which one is a member to get things done and at 

the time maintain time good relations within the group; organizing group activities and 

seeing that they happen 

Virtue V: Temperance - strengths that protect against excess. 

16. Forgiveness [mercy]: Forgiving those who have done wrong; accepting the 

shortcomings of others; giving people a second chance; not being vengeful 

17. Modesty [humility]: Letting one's accomplishments speak for themselves; not 

regarding oneself as more special than one is 

18. Prudence: Being careful about one's choices; not taking undue risks; not saying or 

doing things that might later be regretted 

19. Self-regulation [self-control]: Regulating what one feels and does; being disciplined; 

controlling one's appetites and emotions 

Virtue VI: Transcendence – theological strengths that forge connections to the larger 

universe and provide meaning. 

20. Appreciation of beauty and excellence [awe, wonder, elevation; short name: 

appreciation]: Noticing and appreciating beauty, excellence, and/or skilled 

performance in various domains of life, from nature to art to mathematics to science to 

everyday experience 

21. Gratitude: Being aware of and thankful for the good things that happen; taking time to 

express thanks 

22. Hope [optimism, future-mindedness, future orientation]: Expecting the best in the 

future and working to achieve it; believing that a good future is something that can be 

brought about 

23. Humor [playfulness]: Liking to laugh and tease; bringing smiles to other people; 

seeing the light side; making (not necessarily telling) jokes 

24. Spirituality [religiousness, faith, purpose]: Having coherent beliefs about the higher 

purpose and meaning of the universe; knowing where one fits within the larger 

scheme; having beliefs about the meaning of life that shape conduct and provide 

comfort 

Note. The character strengths are grouped content-wise on a theoretical basis. Labels of 

character strengths and expressions in brackets emphasize family resemblance to 

acknowledge the heterogeneity of strengths and to minimize subtle (political or otherwise) 

connotations (Peterson & Seligman, 2004). 
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Table 1.1 shows that the 24 character strengths were categorized under six broader 

virtues. To assess convergence of a virtue, cases in which the similarities across cultures 

outweighed the differences were deemed. Therefore, the initial list of 24 character strengths 

was considered to represent the underlying universe of strengths, the core virtues as being 

derived from philosophies of major cultures such as Confucianism and Taoism in China, 

Buddhism and Hinduism in South Asia, Athenian philosophy, Judaism, Christianity, and 

Islam (Dahlsgaard, Peterson, & Seligman, 2005). Peterson and Seligman (2004) joined more 

than 40 social scientists for expert input, engaged in extensive brainstorming, and reviewed 

ancient lists of virtues and evaluation of popular media and literature to identify the most 

pertinent virtues and character strengths. Each of these candidate strengths was required to 

satisfy most, if not all, of the criteria to be included in the classification of character 

strengths. 

Criteria for character strengths. In the defining process of character strengths, these 

were referred to as trait-like phenomena. Peterson and Seligman (2004) defined criteria to 

shortlist character strengths from the long list of candidate strengths and distinguished those 

from relevant individual differences such as talents (see Table 1.2). 

Table 1.2 

Criteria for a Character Strength 

1. Ubiquity – the familiarity of strength across culture 

2. Fulfilling – contribution to personal fulfillment, satisfaction, and happiness 

3. Morally valued – strength is valued in its own right and not as a means to an end 

4. Does not diminish others – elevates observer, producing appreciation not 

jealousy 

5. Nonfelicitous opposite – have obvious negative antonyms 

6. Trait-like – individual differences with generality and stability 

7. Measurable – measured by researchers in term of individual difference 

8. Distinctiveness – unidimensional, not redundant with other character strengths 

9. Paragons – unusually personified in some individuals   

10. Prodigies – precociously shown by some children or youth 

11. Selective absence – missing altogether in some individuals 

12. Institutions – the goal of societal practices and rituals is to cultivate strength 

Note. The list of criteria was compiled based on the list provided by Peterson and Seligman 

(2004) and Peterson and Park (2009). 
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Table 1.2 shows the extended 12 criteria of character strengths (Peterson & Park, 

2009) mainly taken its roots from the ten defining criteria presented by Peterson and 

Seligman (2004). These 12 points are formulated by adding an additional criterion (ubiquity) 

and by splitting up one criterion into two (trait-like and measurable). Peterson and Seligman 

(2004) acknowledged that these criteria are neither necessary nor sufficient conditions for 

character strengths but rather pertinent features. They stated that not all of the VIA character 

strengths meet each criterion, but they fulfill the majority of them. 

Possession of character strengths does not exist in categories instead an individual 

possesses them as continua (McGrath, Rashid, Park, & Peterson, 2010; Peterson & Seligman, 

2004). Hence, the degree to which a character strength is possessed by any individual is 

ranked according to its centrality in that individual. Most adults develop up to seven core 

signature strengths that are highly endorsed and essential to their identity. Peterson and 

Seligman (2004) proposed ten possible criteria (see Table 1.3) to classify a character strength 

as signature strength.  

Table 1.3 

Criteria for a Signature Strength 

1. Ownership and authenticity  

2. Feeling of excitement while displaying it 

3. Rapid learning curve as themes are attached to the strength and practiced 

4. Continuous learning of new ways to enact the strength 

5. Sense of yearning to act in accordance with the strength 

6. Feeling of inevitability in using the strength 

7. Discovery of the strength as owned in an epiphany 

8. Invigoration rather than exhaustion when using the strength 

9. Creation and pursuit of fundamental projects that revolve around the strength 

10. Intrinsic motivation to use the strength 

Note. The list of criteria was compiled based on the list provided by Peterson and Seligman 

(2004; p. 17).   

Table 1.3 shows that the criteria to call a character strength as signature strength 

convey motivational and emotional features of fulfillment. To represent the fulfilling aspect 

of signature strengths concerning terms like excitement, yearning, inevitability, discovery, 

and invigoration have been utilized (Peterson & Seligman, 2004). This fulfilling nature of 

signature strengths is also supported by evidence (Peterson et al., 2007). 
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Like possession, the use of character strengths is important as well (Littman-Ovadia 

& Steger, 2010). Environmental factors play an important role particularly in the use of 

character strengths. Hence the applicability of a given character strength may be defined as 

the degree to which situational circumstances allow an individual to display strengths-

relevant behavior (Harzer & Ruch, 2013). Literature indicated that the application of 

character strength depends on two conditions. Primarily, it depends upon the possession of 

strength to a certain degree to be able to show strength-related behavior (i.e., apply it; Harzer 

& Ruch, 2013; Saucier, Bel-Bahar, & Fernandez, 2007). Furthermore, it depends upon the 

situational circumstances that allow or call for the demonstration of a strength (Saucier et al., 

2007; Ten Berge & De Raad, 1999). Therefore, an individual’s strengths pattern might be 

encouraged in one situation and discouraged in another one (Ten Berge & De Raad, 1999). In 

line with this notion, Harzer and Ruch (2013) developed a computation to identify the 

number of applied signature strengths-based on possession as well as the applicability of 

character strengths in a specific environment (e.g., workplace). 

Originally, 24 character strengths of the VIA Classification were grouped under six 

virtues. However, attempts to recover a consistent classification empirically have not been 

without challenges (e.g., Ruch et al., 2010 reported five factors and McGrath, Greenberg & 

Hall-Simmonds, 2018 reported three factors). This is probably because of the use of intuitive 

grounds during the development of the VIA Classification rather than the factor analytical 

approach to cluster character strengths under virtue categories (Ruch et al., 2010). Therefore, 

the role of character strengths is more obvious than the virtues and situational themes in the 

VIA model. Peterson and Seligman (2004) did not choose to measure the virtues as these are 

too abstract but preferred character strengths. On the other hand, no assessment measure 

exists to date to measure situational themes in the VIA Classification being too situation-

specific. Considering these points, all the measurements in the present dissertation were dealt 

with at the character strengths level. Moreover, within the scope of the present dissertation, 

signature strengths use was computed to assess its role for different workplace outcomes.  

Measurement of Character Strengths  

Character strengths have been measured in different ways (i.e., possession, 

applicability, signature strengths, and virtues) using a family of instruments for specific 

purposes. The instruments that can be utilized to measure character strengths in the adult 

sample are listed chronologically in Table 1.4.
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Table 1.4  

An Overview of the Measures of Character Strengths 

Instrument Measuring Authors Items Reliability Validity Notes 

Values in Action 

Inventory of 

Strengths (VIA-IS) 

Signature strengths, 

24 character 

strengths 

Peterson and 

Seligman (2004) 

240 items; All positively keyed; 5-point 

Likert scale  

1 = very much unlike me; 5 = very much 

like me 

α = .75 -.90 (mean α = 

.83); Test retest (all > .70) 

 

Correlations of matching scales with self-

nomination of strengths, correlation of 

scales with rewarding aspects of work, 

love, and play. 

VIA Institute 

Values in Action 

Rising to the 

Occasion Inventory 

(VIA-RTO) 

Phasic strengths Peterson and 

Seligman (2004) 

9 items; 5-point Likert scale  

 

  No information 

available on 

further use 

Values in Action 

Structured Interview 

(VIA-SI) 

Phasic and tonic 

strengths use 

Peterson and 

Seligman (2004) 

with the help of 

Tiffany A. Sawyer 

Semi-structured interview of 30 minutes   No information 

available on 

further use 

VIA-IS120 Signature strengths, 

24 character 

strengths 

Littman-Ovadia 

(2015)  

Peterson and 

Seligman (2004) 

120 items; All positively keyed; 5-point 

Likert scale  

1 = very much unlike me; 5 = very much 

like me 

α = .64 - .90 (mean α = 
.78) 

Positive associations of character 

strengths with original scale, positive 

emotions and negative with negative 

emotions. 

VIA Institute 

VIA-IS 72 Signature strengths, 

24 character 

strengths 

Peterson and 

Seligman (2004) 

72 items; All positively keyed; 5-point 

Likert scale  

1 = very much unlike me; 5 = very much 

like me 

α = .60 -.87 

(mean α =.75) 

 VIA Institute 

International 

Personality Item 

Pool Values in 

Action (IPIP-VIA)  

24 character 

strengths 

Goldberg et al. 

(2006) 

213 items; Both positively and negatively 

keyed 

1 = very inaccurate; 5 -very accurate 

α = .66 - .88 (mean α = 

.74) 

 

 Public domain 

personality 

measure 

Applicability of 

Character Strengths 

Rating Scale (ACS-

RS) 

Applicability of 24 

character strengths 

Harzer and Ruch 

(2013) 

96 items; All positively keyed; 5-point 

Likert-scale  

1 = never; 5 = [almost] always 

α = .71 - .94 (mean α = 

.82) 

interrater reliability = 

0.57-0.77 

Difference in applicability of character 

strengths in general and work life. 

Association with VIA-IS 

ACS-RS is also 

used for the 

computation of 

applied signature 

strengths along 

with VIA-IS  

Character Strengths 

Rating Form (CSRF)  

24 character 

strengths 

Ruch, Martinez-

Marti, Proyer, and 

Harzer (2014) 

24 items; All positively keyed; 9-point 

Likert scale  

1 = not like me at all; 9 = absolutely like 

me 

 Association with VIA-IS and life 

satisfaction 

Reliability cannot 

be computed as it 

has a single item 

per subscale 

Revised Rasch VIA 

 

24 character 

strengths 

Du Plessis and De 

Bruin (2015) 

380 items   Modification of 

IPIP-VIA 

Overuse, Underuse, 

& Optimal-Use 

(OUOU)  

Overuse, Underuse, 

and Optimal-Use of 

24 character 

strengths 

Freidlin, Littman-

Ovadia, and 

Niemiec (2017) 

72 items 

 

α = 0.84 for underuse, α = 

0.89 for optimal use and α 

= .75 for overuse 

Correlations of overuse, underuse, and 

optimal-use of strengths with flourishing, 

life satisfaction, and depression. 

VIA Institute 

     Table 1.4 (Continues) 

 



  CHAPTER 1                12 

 

 

  

Table 1.4 (Continued)      

Instrument Measuring Authors Items Reliability Validity Notes 

VIA-IS-Revised 

(VIA-IS-R) 

Signature strengths, 24 

character strengths, six 

virtues, three virtues 

McGrath (2017) 192 items; Both positively and negatively 

keyed; 5-point Likert scale  

1 = very much unlike me; 5 = very much 

like me 

α = .77 - .91 (mean α = 

.85 for character 

strengths); α = .76 - .83 

(mean α =.80 for six 

virtues); α = .75-.87 

(mean α = .82 for three 

virtues) 

VIA-IS-R scales correlated with parallel 

scales from VIA-IS120 (mean .83), VIA-

IS-M (mean .94), VIA-IS-P (mean .92), 

GACS-72 (mean .62), GACS-24 (mean 

.61), SSS (mean .45),and with behavioral 

criteria (mean .55) 

VIA Institute 

VIA-IS-Mixed 

(VIA-IS-M) 

Signature strengths, 24 

character strengths, six 

virtues, three virtues 

McGrath (2017) 96 items; Both positively and negatively 

keyed; 5-point Likert scale  

1 = very much unlike me; 5 = very much 

like me 

α = .69 - .85 (mean α = 

.77 for character 

strengths); α = .62 - .83 

(mean α = .71 for six 

virtues); α = .75-.79 

(mean α = .78 for three 

virtues) 

Correlation with VIA-IS-R (mean .94) 
and with behavioral criteria (mean .51) 

VIA Institute 

Global Assessment 

of Character 

Strengths (GACS-

72) 

Signature strengths, 24 

character strengths 

McGrath (2017) 72 items; All positively keyed; 7-point 

Likert scale  

1 = very strongly disagree; 7 = very 

strongly agree 

α = .81 - .93 

(mean α = .85) 

Correlation with VIA-IS-R (mean .62) 
and with behavioral criteria (mean .45) 

 

VIA Institute; not 

mainly intended 

to detect signature 

strengths 

GACS-24  Signature strengths, 24 

character strengths 

McGrath (2017) 24 items; All positively keyed 

7-point Likert scale  

1 = very strongly disagree; 7 = very 

strongly agree 

α = .71 - .85 

(mean α =.78) 

Correlation with VIA-IS-R (mean .61) 
and with behavioral criteria (mean .43) 

VIA Institute; not 

mainly intended 

to detect signature 

strengths 

Signature Strengths 

Survey (SSS) 

Signature strengths McGrath (2017) 24 items; All positively keyed; No rating 

scale, a tick mark for essential strengths 

 Correlation with VIA-IS-R (mean .45) 
and with behavioral criteria (mean .34); 

Consistency of mean number of signature 

strengths identified using the VIA-120 (M 

= 5.33) VIA-IS-R (M = 5.31) and SSS (M 

= 5.50)  

VIA Institute: 

Reliability cannot 

be computed due 

to the structure of 

the survey 

VIA-IS-Virtute 6 

(VIA-IS-V6) 

Six virtues (wisdom, 

courage, humanity, 

justice, temperance, 

and transcendence) 

McGrath (2017) 48 items; Both positively and negatively 

keyed 

α = .76-.83 (mean α = .80)  VIA Institute 

VIA-IS-Virtue 3 

(VIA-IS-V3)  

Three virtues (caring, 

inquisitiveness, self-

control) 

McGrath (2017) 24 items; Both positively and negatively 

keyed 

α = .75 - .87 (mean α = 

.82) 

 VIA Institute 

VIA-IS-Positive 

(VIA-IS-P) 

Signature strengths, 24 

character strengths, six 

virtues, three virtues 

McGrath (2019) 96 items; All positively keyed; 5-point 

Likert scale  

1 = very much unlike me; 5 = very much 

like me 

α = .65 - .87 (mean α = 

.77 for character 

strengths); α = .62 - .79 

(mean α = .74 for six 

virtues); α = .69-.80 

(mean α = .75 for three 

virtues) 

Correlation with VIA-IS-R (mean .92) 
and with behavioral criteria (mean .53) 

VIA Institute 

https://www.viacharacter.org/www/VIA-IS-R-V6-More-Info
https://www.viacharacter.org/www/VIA-IS-V3-More-Info
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Table 1.4 enlists instruments measuring different variants of the VIA Classification 

with their psychometric properties. Most of the instruments were developed by different 

authors but belonged to the VIA Institute except for four of them (i.e. CSRF, ACS-RS, IPIP-

VIA, and Revised Rasch VIA). Initially, VIA-IS, VIA-RTO, and VIA-SI were developed by 

Peterson and Seligman (2004) but the last two were not further utilized. However, VIA-IS 

was used rigorously and shorter versions (i.e. VIA-IS120, VIA-IS 72) were developed 

(Littman-Ovadia, 2015; Peterson & Seligman, 2004) to cater to the issues regarding the 

length of the instrument. Recently, VIA Assessment Suite for Adults was developed 

including VIA-IS-R, VIA-IS-P, VIA-IS-M. Two of the three scales have negatively keyed 

items (McGrath, 2017). Furthermore, instruments to measure virtues and signature strength 

were also developed (e.g. VIA-IS-V6 and SSS respectively). Moreover, Harzer and Ruch 

(2013) developed ACS-RS to measure the applicability of character strengths in different 

settings (e.g., work).  Moreover, it was also utilized to compute the number of applied 

signature strengths using both VIA-IS and ACS-RS scores (Harzer & Ruch, 2013).  

Literature Review on Prevalence and Demographic Correlates of Character Strengths 

This section summarizes research on character strengths focusing on two main 

streams of studies: 1) universality and prevalence of character strengths and 2) demographic 

correlates of possession of character strengths. For this purpose, existing literature was 

searched using different databases (e.g., Google Scholar, Science Direct) with the keywords 

of character strengths, strengths use, culture, universality, and demographics with alternative 

terms. The research papers were retrieved between March 2016 and October 2020. Only 

those research papers were retained that fulfilled the following inclusion criteria: (a) full-text 

peer-reviewed articles, (b) written in the English language, and (c) based on the VIA 

Classification of Character Strength. Moreover, some validation studies were also included to 

get an overview of the research within different cultures but not to focus on the virtue 

structure of the VIA Classification. However, academic dissertations and literature review 

papers were excluded. The major reason for the exclusion of academic dissertations was the 

lack of evidence of the peer-review process and evaluation. Further, literature review papers 

mostly summarized the research findings based on papers that were already enlisted in the 

literature summary of the present dissertation. Based on given inclusion and exclusion 

criteria, thirty-two research papers were shortlisted and presented in chronological order in 

Table 1.5. 

https://www.viacharacter.org/www/VIA-IS-R-V6-More-Info
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Table 1.5 

An Overview of Research on Universality, Prevalence and Demographic Correlates of Character Strengths   

Sr. No. Author(s) Year Title Design Sample  Measures Variables Main Analyses Main Result and Conclusion 

1.  Dahlsgaard et 

al.  

 

2005 Shared virtue: the 

convergence of valued 

human strengths across 

culture and history 

Qualitative    Review of 

Philosophical and 

religious traditions in 

eight major religions 

Courage, justice, humanity, temperance, 

wisdom, and transcendence emerged as six 

core virtues. 

2.  Biswas-Diener  

 

2006 From the equator to the 

north pole: a study of 

character strengths 

Exploratory 123 Maasai, 71 

Inughuit, 519 

American 

university 

students 

Self-developed 

survey 

questions  

Character 

Strengths (CS) 

Descriptive 

 

Agreement of all three groups about the 

perception of character strengths but 

differences were also found by gender, 

perceived importance of specific strengths, 

and the existence of cultural institutions.  

3.  Park, Peterson, 

and Seligman 

2006 Character strengths in 

fifty-four nations and the 

fifty US states 

Cross-cultural 117,676 adults 

from 54 nations 

VIA-IS Fifty-four 

nations  

CS 

Descriptive 

Spearman rank-order 

correlation 

One-way ANOVA 

Kindness, fairness, honesty, gratitude, and 

judgment were top whereas prudence, 

modesty, and self-regulation were the least 

endorsed character strengths in the US 

sample. Profiles of US sample converge 

with other nations. 

4.  Shimai, Otake, 

Park, Peterson, 

and Seligman 

2006 Convergence of 

character strengths in 

American and Japanese 

young adults 

Cross-cultural 1099 American 

adults and 308 

Japanese adults 

VIA-IS  Descriptive 

Two-way ANOVA 

Kindness, love, humor, gratitude, judgment, 

fairness, and hope were top-ranked 

character strengths. 

The top-ranked strengths of the US sample 

were humor, integrity, and perspective 

whereas of the Japanese sample were 

gratitude, fairness, and hope. 

Females had higher ranks of kindness, love, 

gratitude, teamwork, and appreciation. 

Males had higher ranks of judgment, 

perspective, creativity, bravery, and self-

regulation.  

5.  Linely et. al. 2007 Character strengths in 

the United Kingdom: the 

VIA inventory of 

strengths 

Validation 17,056 UK 

respondents from 

the authentic 

happiness website 

VIA-IS Age 

Gender  

CS 

Descriptive 

MANOVA 

Pearson product-

moment correlation 

and Spearman rank-

order correlation 

Judgment, fairness, curiosity, and love of 

learning were top-ranked character 

strengths.  

Females scored higher on kindness, love, 

social intelligence, appreciation, and 

gratitude while males scored higher on 

creativity. 

A positive association between character 

strengths and age. Strongest correlations of 

age with curiosity, love of learning, 

forgiveness, self-regulation, and fairness.  

         Table 1.5 (Continues) 
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Table 1.5 (Continued)        

Sr. No. Author(s) Year Title Design Sample  Measures Variables Main Analyses Main Result and Conclusion 

6.  Khumalo, 

Wissing, and 

Temane 

 

2008 Exploring the validity of 

the values in action 

inventory of strengths 

(VIA-IS) in an African 

context 

Validation 256 African 

students 

VIA-IS CS Confirmatory Factor 

Analysis (CFA) 

Exploratory Factor 

analysis (EFA) 

Confirmatory and exploratory factor 

analyses yielded a three-factor structure 

of virtues. 

7.  Ahmed   2009 Religiosity and presence 

of character strengths in 

American Muslim youth 

Cross-

sectional 

97 American 

Muslims and 

77 American 

non-Muslims 

Religious 

Commitment 

Inventory-10  

Extended Objective 

Measure of Ego 

Identity Status-2  

VIA-IS 

Groups 

Religiosity  

CS 

Descriptive 

Chi-square 

Correlation Yule’s 

phi coefficient  

Association between religiosity and 

character strengths.  

Highly religious American Muslims were 

associated with the character strengths of 

fairness, kindness, leadership, prudence, 

self-regulation, gratitude, hope, 

forgiveness, and spirituality. 

8.  Singh and 

Choubisa 

2009 Psychometric properties 

of Hindi translated 

version of values in 

action inventory of 

strengths (VIA-IS) 

Validation 186 Indian 

undergraduate 

students 

VIA-IS CS 

Gender 

t-test 

Pearson product 

moment correlation 

Principal 

Components 

Analysis (PCA) 

Females scored significantly higher on 

forgiveness than males. 

One factor solution for 24 character 

strengths. 

9.  Brdar and 

Kashdan  

2010 Character strengths and 

well-being in Croatia: an 

empirical investigation 

of structure and 

correlates 

Cross-

sectional 

881 Croatian 

participants 

VIA-IS 

Satisfaction with Life 

Scale (SWLS) 

Basic Psychological 

Needs Scale 

Subjective Vitality 

Scale 

Orientation to 

Happiness 

Questionnaire 

CS 

Life 

satisfaction 

Psychological 

Needs 

Vitality 

Orientation to 

happiness 

Pearson product 

moment correlation 

EFA 

Four factor solution of virtues was found. 

Four factors have association with all 

study variables. 

10.  Ruch, Proyer, 

and Weber  

2010 Humor as a character 

strength among the 

elderly: empirical 

findings on age-related 

changes and its 

contribution to 

satisfaction with life 

Cross-

sectional 

42,964 

German-

speaking 

adults 

Humor scale from 

the VIA-IS 

SWLS 

 The Orientations to 

Happiness Scale  

Humor  

Life 

satisfaction 

Orientation to 

happiness 

Two-way ANOVA 

Partial correlation 

Negative marginal correlations of humor 

with age were found. Males scored higher 

than females on humor.  

Significant associations of humor were 

found with life satisfaction and 

orientation to happiness for all age groups 

after controlling the effect of gender.  

         Table 1.5 (Continues) 
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Table 1.5 (Continued)        

Sr. No. Author(s) Year Title Design Sample  Measures Variables Main Analyses Main Result and Conclusion 

11.  Ruch et al. 2010 Values in action 

inventory of strengths 

(VIA-IS): adaptation and 

validation of the German 

version and the 

development of a peer-

rating form 

Validation 1,674 

German-

speaking 

adults 

VIA-IS and VIA-IS 

(peer rating) 

SWLS 

Authentic Happiness 

Inventory and 

Subjective Happiness 

Scale  

CS 

 

Pearson product 

moment correlation  

PCA  

Females reported higher level of love, 

kindness, appreciation, and gratitude. 

Older age correlated with higher scores for 

the temperance strengths. 

VIA-IS and VIA-IS Peer demonstrated 

good psychometric properties. Five factor 

solution for VIA-IS and VIA-peer. 

12.  Singh and 

Choubisa   

2010 Empirical validation of 

values in action 

inventory of strengths 

(VIA-IS) in Indian 

context 

Validation 123  Indian 

undergraduate 

students 

VIA-IS 

 

CS 

Virtues 

Descriptive 

EFA 

Pearson product 

moment correlation 

Good to satisfactory reliabilities of 

character strengths. 

Five factor solution with distinct character 

strengths in virtue than the original one. 

13.  Shryack, 

Steger, 

Krueger, and 

Kallie 

2010 The structure of virtue: 

an empirical 

investigation of the 

dimensionality of the 

virtues in action 

inventory of strengths 

Cross-

sectional 

332 American 

monozygotic 

and dizygotic 

twin pairs  

VIA-IS CS Descriptive 

t-test 

PCA 

Honesty, fairness, and kindness were top 

while love of learning, self-regulation, and 

creativity were bottom character strengths. 

Females were higher on love of learning, 

kindness, love, teamwork, appreciation, 

and gratitude while males were higher on 

self-regulation.  

Three- or four-dimensional model fit.  

14.  Brdar, Anic, 

and Rijavec   

2011 Character strengths and 

well-being: are there 

gender differences? In 

the human pursuit of 

well-being 

Cross-

sectional 

818 Croatian 

university 

students; 488 

females and 

330 males 

VIA-IS 

SWLS 

CS  

Life 

satisfaction 

t-test 

Descriptive 

Pearson product 

moment correlation 

The top nine character strengths were 

similar for both genders. Out of nine 

significantly different character strengths, 

eight were higher among females.  

Zest, hope, gratitude, and curiosity showed 

association with life satisfaction. Curiosity 

was positively related to life satisfaction in 

females and social intelligence in males.  

15.  Choubisa and 

Singh 

2011 Psychometrics 

encompassing VIA-IS: a 

comparative cross 

cultural analytical and 

referential reading 

Descriptive Indian, US, 

UK, Japanese, 

and Swiss 

samples 

VIA-IS CS  Kindness, fairness, honesty, gratitude, and 

judgment were top while prudence, 

modesty, and self-regulation were bottom 

character strengths in the US sample. 

US profile converged with other nations. 

Indian profile differed from US profile 

with respect to spirituality. 

Different factor structure for all nations.  

         Table 1.5 (Continues) 
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Table 1.5 (Continued)        

Sr. No. Author(s) Year Title Design Sample  Measures Variables Main Analyses Main Result and Conclusion 

16.  Proyer and 

Ruch   

2011 The virtuousness of adult 

playfulness: the relation 

of playfulness with 

strengths of character 

Cross-

sectional 

268 German-

speaking 

adults  

Adult Playfulness 

Scale  

Short Measure of 

Adult Playfulness  

VIA-IS 

CS  

Adult 

playfulness 

Pearson product 

moment correlation 

Hierarchal multiple 

regression 

PCA 

Five factor structure of virtue was found. 

Creativity, hope, and humor correlated 

with all facets of adult playfulness. 

Regression showed humor and 

appreciation as the best predictor of adult 

playfulness but other strengths contributed 

too. 

17.  Duan et al. 2012 Factor structure of the 

Chinese virtues 

questionnaire 

Cross-

sectional 

839 Chinese 

students and 

40 Interview 

participants 

VIA-IS CS EFA 

CFA 

Adoption of Chinese Virtues 

Questionnaire-96 (CVQ-96) from VIA-IS. 

Three factor model of virtues. 

18.  Littman-

Ovadia and 

Lavy 

2012a Character strengths in 

Israel: Hebrew 

adaptation of the VIA 

inventory of strengths 

Adaptation and 

validation 

635 Israeli 

adults 

VIA-IS 

SWLS 

Positive and 

Negative Affect 

Schedule (PANAS) 

Big Five Inventory 

CS 

 Life 

satisfaction 

 Affect 

 Personality 

Pearson product 

moment correlation 

ANOVA  

PCA 

Females scored higher on kindness, love, 

fairness, prudence, spirituality, 

appreciation, and gratitude. Males scored 

higher on creativity and humor. 

Age positively associated with creativity 

and negatively associated with kindness, 

love, spirituality. 

Five factor solution was found for virtues. 

19.  Azanedo, 

Fernandez-

Abascal, and 

Mairal 

Barracac 

2014 Character strengths in 

Spain: validation of the 

values in action 

inventory of strengths 

(VIA-IS) in a Spanish 

sample 

Validation 1,060 Spanish 

adults 

VIA-IS 

SWLS 

PANAS 

CS 

 Life 

satisfaction  

Positive and 

negative 

affect 

Descriptive 

Pearson product 

moment and 

Spearman rank order 

correlation 

MANOVA 

PCA 

Fairness, kindness, judgment, curiosity, 

gratitude, honesty, love, and love of 

learning were top character strengths.  

Signature strengths reported by both 

gender were similar. Females scored 

higher on kindness, love, and gratitude. 

Males scored higher on creativity. 

Age positively related with ten character 

strengths. Educational level positively 

related with love of learning, curiosity, 

persistence, and self-regulation. 

Five factor solution for virtues. 

20.  McGrath   2014 Scale and item-level 

factor analyses of the 

VIA inventory of 

strengths 

 458,998 

adults from 

authentic 

happiness 

website and 

VIA website 

VIA-IS 

 

CS 

Virtues 

PCA 

Principal Axis 

Factoring (PAF) 

CFA 

Item-level analyses suggested an alternate 

set of 24 scales, 20 of which overlapped 

substantially with existing VIA-IS scales. 

A second-order analysis suggested five 

factor solution for virtues. 

         Table 1.5 (Continues) 
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Table 1.5 (Continued)        

Sr. No. Author(s) Year Title Design Sample  Measures Variables Main Analyses Main Result and Conclusion 

21.  Redfern, 

Simpson, and 

Ran 

2014 Character strengths in 

employees in the 

people’s republic of 

China: analyzing the 

factor structure of the 

VIA inventory of 

strengths 

Validation 292 Chinese 

employees 

VIA-120 CS t-test 

PCA 

Integrity, kindness, and love were top 

character strengths. Self-regulation, love 

of learning, and perspective were bottom 

character strengths. 

Females scored higher on interpersonal 

and males on intellectual character 

strengths.  

Three factor solution of virtues. 

22.  Bogomaz, 

Litvina, 

Kozlova, and 

Atamanova  

2015 Culture-specific 

subjective evaluation of 

character strengths 

Exploratory 167 Tomsk, 

120 Barnaul, 

97 Kemerovo, 

32 Kazakhs 

Character Strengths 

Questionnaire (for 

subjective evaluation 

and significance)  

Groups  

CS (ideal and 

actual self) 

Descriptive Few gaps were found between profiles of 

actual and ideal self among all these four 

samples with wisdom as the highest 

positive gap among Tomsk and Kazakhs.  

23.  Littman-

Ovadia 

2015 Brief report: short form 

of the VIA inventory of 

strengths: construction 

and initial tests of 

reliability and validity 

Adaptation and 

validation 

1,186,962 

adults from 

authentic 

happiness 

website and 

VIA website 

VIA-IS 

VIA-120 

CES-D 

SWLS 

PANAS 

Flourishing 

CS 

Behavioral 

acts 

Depression 

Life 

satisfaction 

Flourishing 

Affect 

Descriptive 

Two-way mixed 

effect single-measure  

Intra Class 

Correlation (ICC) 

Forgiveness, gratitude, and spirituality 

were highly correlated character strengths 

with age. 

Females scored higher on appreciation, 

gratitude, kindness, love, and love of 

learning. Males scored higher on 

creativity, self-regulation and bravery.  

Satisfactory reliability and validity.  

24.  McGrath  2015a Character strengths in 75 

nations: an update 

Cross cultural 1,063,921 

adults from 

75 nations 

VIA-IS Nations  

CS 

Spearman rank order 

correlation 

Descriptive  

Honesty, fairness, kindness, judgment, and 

curiosity were top while self-regulation, 

modesty, prudence, and spirituality were 

bottom character strengths.  

Overall, convergence of other nations’ 

profile with US profile. 

25.  McGrath  2015b Integrating 

psychological and 

cultural perspectives on 

virtue: the hierarchical 

structure of character 

strengths 

Exploratory 1,070,549 

participants 

from 

authentic 

happiness 

website and 

VIA website 

VIA-IS 

Signature Strengths 

Inventory 

Perception of 

Personal qualities 

HEXACO 

personality Inventory 

Sixteen personality 

Factor Questionnaire 

Behavioral Acts 

CS 

Virtues 

 

PCA 

PAF 

Minimum Average 

Partial (MAP) 

Hierarichal 

structuring 

Three virtue model across multiple 

measures of strengths. 

         Table 1.5 (Continues) 
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Table 1.5 (Continued)        

Sr. No. Author(s) Year Title Design Sample  Measures Variables Main Analyses Main Result and Conclusion 

26.  McGrath  2015c Measurement invariance 

in translations of the 

VIA inventory of 

strengths 

Cross cultural 15,540 

individuals 

from VIA 

website; 16 

nations 

VIA-IS CS 

Virtues 

Multigroup 

Confirmatory Factor 

Analysis (MGCFA) 

Factor alignment 

analysis 

Across translations of the instrument, 

consistent support was found for 

configural and metric invariance, and 

scalar invariance was also demonstrated 

under a number of circumstances. 

27.  Tripathi, Banu, 

and Mehrotra   

2015 Self-perceived character 

strengths in urban Indian 

youth: observations and 

reflections 

Exploratory 937 Indian 

young adults 

Self-perceived 

strengths measure 

CS Kruskal Wallis test 

Mann-Whitney U test 

Content analysis  

Love, gratitude, fairness, kindness and 

genuineness, and honesty were top 

perceived character strengths. Leadership, 

courage, creativity, humor, and wisdom 

were top perceived character strengths. 

The Youngest group scored lower on 

social responsibility, persistence, practical 

farsightedness, and self-discipline.  

Males scored higher on social strengths 

whereas females scored higher on 

relational strengths.  

28.  Zubair, Kamal, 

and Artemeva  

2018 Gender differences in 

character strengths, 

social competence, and 

peer relations among 

Pakistani and Russian 

university students 

Cross-

sectional 

 310 Pakistani 

university 

students and 

248 Russian 

university 

students 

Brief Strength Test 

Social Competence 

Scale 

Index of Peer 

Relations 

Virtues 

Nationality 

Social 

competence 

Peer relations 

Multiple regression 

t-test 

Females scored higher on virtues than 

males in both samples. The only non-

significant difference was found for 

courage. 

29.  Anjum and 

Amjad 

2019 Values in action 

inventory of strengths: 

development and 

validation of short form-

72 in Urdu 

Validation Sample 1: 

542 Pakistani 

participants, 

sample 2: 291 

Pakistani 

participants  

VIA-IS 

VIA-72-Urdu  

CS EFA 

Pearson product 

moment correlation 

MGCFA 

Four factor solution of virtues. 

The new version demonstrated satisfactory 

reliability and validity. 

30.  Heintz, 

Kramm, and 

Ruch  

2019 A meta-analysis of 

gender differences in 

character strengths and 

age, nation, and measure 

as moderators 

Meta-analysis 1,189,924 

participants; 

65 samples 

VIA-IS 

 VIA -Youth  

VIA- short measures 

Gender  

Age group 

nation and 

type of 

measures 

(moderators)  

CS 

Hedges’ g 

Q-statistic QT 

Trim-and-fill method 

Moderation analyses 

(mixed-effects 

models) Q-statistic 

QB  

17 character strengths showed significant 

gender differences mostly with very small 

effects. Small to medium effects for love, 

kindness, appreciation, and gratitude in 

which females scored higher. 

 Age and type of measure emerged as 

significant moderators for 12-13 strengths.  

         Table 1.5 (Continues) 
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Table 1.5 (Continued)        

Sr. No. Author(s) Year Title Design Sample  Measures Variables Main Analyses Main Result and Conclusion 

31.  Anjum and 

Amjad  

2020 Values in action 

inventory of strengths 

(VIA-IS): translation and 

validation in Urdu 

language 

Translation 

and validation 

542 Pakistani 

adults for 

construct 

validity and 

210 Pakistani 

adults for 

convergent 

validity 

VIA-IS 

Brief Social 

Desirability Scale  

PANAS 

SWLS 

 

CS 

 Life 

satisfaction  

Positive and 

negative 

affect 

Pearson product 

moment correlation 

t-test 

Descriptive 

CFA 

Gratitude, spirituality, fairness, kindness, and 

honesty were top endorsed and self-regulation 

was the least endorsed character strengths. 

Satisfactory alpha coefficients for Urdu 

version. 

Positive correlations with positive affect 

and life satisfaction and negative 

correlations with negative affect. 

Age was negatively associated with five 

strengths (i.e., appreciation, love, 

gratitude, hope, and humor. 

Men scored higher on bravery, hope, 

curiosity, self-regulation, perspective, and 

zest whereas women scored higher on 

gratitude and spirituality. 

 Four factor solution was found. 

32.  Hofer et al. 2020 Psychometric 

characteristics of the 

German values in action 

inventory of strengths 

120-item short form 

Validation 1073 

German-

speaking 

adults from 

the general 

population 

and 685 

German-

speaking 

medical 

students and 

physicians 

VIA-IS 

VIA-IS120 

CSRF 

SWLS 

Brief Inventory of 

Thriving 

CS 

Life 

satisfaction 

Thriving 

Descriptive 

Pearson product 

moment correlation 

CFA 

Satisfactory alpha coefficients in both 

samples. 

Criterion validity was established by 

correlation of VIA-IS and VIA-IS120 with 

life satisfaction and thriving.  

Five factor solution was found. 
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Table 1.5 presents an overview of the research on universality, prevalence, and 

demographic correlates of character strengths focusing on (a) ubiquity of character strengths, 

(b) identification of top and bottom character strengths, (c) validation and adaptation of VIA 

framework or VIA inventory in their respective culture, and (d) demographic correlates of 

character strengths. Overall, the findings supported universality in possession of character 

strengths, supporting the ubiquitous nature of character strengths in their presence, but their 

distribution highlights the role of culture in their ranking. Findings also elaborated that 

gender roles and age contributed to the character strengths. 

An earlier study reported the process of framework development based on major 

religious and philosophical traditions of the world that specified universal virtues of courage, 

justice, humanity, temperance, wisdom, and transcendence (Dahlsgaard et al., 2005). 

Afterward, several studies across the globe focused specifically on possession of character 

strengths to confirm the ubiquitous nature of character strengths emphasizing that character 

strengths are positively recognized across cultures. These studies indicated that specific 

cultural profiles of different countries converged with the US profiles (Choubisa & Singh, 

2011; Park et al., 2006; McGrath, 2015a; Shimai et al., 2006). However, there is limited 

literature specifically addressing the perception of strengths across cultures. For instance, 

Biswas-Diener (2006) explored the culture-specific perception of character strengths and 

found agreement about character strengths’ perception in three different cultural groups (i.e., 

Maasai, Inughuit, and university students from America). 

Another focus was the identification of top and bottom strengths (Azanedo et al., 

2014; Choubisa & Singh, 2011; Linley et. al., 2007; McGrath, 2015a; Redfern et al., 2014; 

Shiami et al., 2006; Shryack et al., 2010). The most occurring top strengths in the above 

literature were kindness, fairness, honesty, hope, gratitude, love, curiosity, and the least 

occurring bottom strengths were self-regulation love of learning, prudence, and modesty. 

Demographics and culture play an important role in character strengths (Peterson & 

Seligman, 2004). Considering these aspects, a number of studies explored demographics in 

different cultures starting from the USA (Shryack et al., 2010) and moving further towards 

other areas such as Croatia (Brdar et al., 2011), German-speaking regions (Ruch et al., 2010), 

Spain (Azanedo et al., 2014), UK (Linley et. al., 2007), Israel (Littma-Ovadia & Lavy, 

2012a), China (Redfern et al., 2014), India (Tripathi et al., 2015), Japan (Shiami et al., 2006), 

and Pakistan (Anjum & Amjad, 2020). This is also indicated by a recent meta-analysis 
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analyzing 65 samples of both published and unpublished data. In this meta-analysis, Heintz et 

al. (2019) found gender differences for 17 character strengths (mostly very small effect 

sizes). For those with small to medium effect, females reported a higher level than males such 

as love, kindness, appreciation of beauty, and gratitude. Further, this meta-analysis showed 

the moderating effect of age and type of measure for 12 to 13 character strengths. The small 

trends regarding gender differences were found for the children and adolescents’ group and 

for VIA-youth where girls’ scores were overall higher than boys. 

Above listed gender-based literature revealed convergence of top-possessed character 

strengths showing more similarities than differences.  In general, females tend to report 

higher levels of character strengths (e.g., Brdar et al., 2011). However, there are certain 

differences at the level of character strengths. Males reported a higher level of creativity, self-

regulation, humor, hope, and bravery whereas females reported a higher level of kindness, 

love, gratitude, appreciation of beauty, love of learning, forgiveness, and spirituality (Anjum 

& Amjad, 2020; Azanedo et al., 2014; Linley et. al., 2007; Littman-Ovadia, 2015; Littman-

Ovadia & Lavy, 2012a; Redfern et al., 2014; Ruch et al., 2010; Shiami et al., 2006; Shryack 

et al., 2010; Singh & Choubisa, 2009; Tripathi et al., 2015). Furthermore, Biswas-Diener 

(2006) found certain gender differences in the perception of participants from three distinct 

cultures (Maasai, Inughuit, and Americans). For instance, Inughuit members perceived 

women higher on kindness and men higher on self-control.  

Moreover, enlisted literature revealed a wide range of inconsistencies regarding the 

association of age and character strengths. For instance, the character strength of hope and 

age showed positive association (Azanedo et al., 2014; Littman-Ovadia, 2015), negative 

association (Anjum & Amjad, 2020), or even no association (Linley et. al., 2007; Ruch et al., 

2010). Character strengths of creativity, perspective, love, kindness, social intelligence, 

appreciation of beauty, gratitude, humor, and spirituality also showed similar inconsistent 

findings. Character strengths of judgment, bravery, honesty, zest, teamwork, leadership, and 

modesty showed more inclination to no association with age and less inclination to a positive 

association with age. Contrary to this, curiosity, love of learning, perseverance, fairness, 

forgiveness, prudence, and self-regulation showed more inclination to a positive association 

with age and less inclination to no association with age (Azanedo et al., 2014; Linley et. al., 

2007; Littman-Ovadia, 2015; Littman-Ovadia & Lavy, 2012a;  Ruch et al., 2010; Anjum & 

Amjad, 2020). 
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Literature Review on Character Strengths at Work  

The study of character strengths at work has rapidly increased in the last decade. A 

galaxy of researchers has conducted studies on possession, applicability, and use of character 

strengths with a specific focus on work-related outcomes using various methods ranging from 

cross-sectional to longitudinal and correlational to controlled intervention designs. This 

section aims to provide a comprehensive overview of existing literature on character 

strengths and summarize their outcomes in the workplace.  

For this purpose, different online resources (e.g., Google Scholar, Science Direct) 

were searched for peer-reviewed published articles using the terms character strengths, 

strengths use, and/or VIA Classification. Supplementary searches were carried out with 

combinations of these words including work, organization, job, workplace, and with many 

possible work outcomes. The research papers were retrieved between March 2016 to October 

2020. The table includes only those research that meets the following inclusion criteria: (a) 

peer-reviewed full text published articles, (b) based on VIA Classification of Character 

Strength (but not limited to the instrument such as VIA-IS), (c) written in the English 

language, and (d) focusing on character strengths’ possession, applicability, and strength use 

at work. However, the articles based on other frameworks of strengths, literature reviews, 

theoretical discussions, and unpublished dissertations were excluded. The major reason for 

the exclusion of academic dissertations was the lack of information on the peer-review 

process and evaluation. Further, literature review papers mostly summarized the research 

findings based on papers that were already enlisted in the literature summary of the present 

dissertation. Based on given inclusion and exclusion criteria, forty-three articles were 

selected and enlisted in chronological order in Table 1.6. 
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Table 1.6 

An Overview of Research on Possession and Use of Character Strengths at Work 

Sr. No. Author(s) Year Title Design Sample Measures Variables Main Analyses Main Result and Conclusion 

1.  Chan 2009 The hierarchy of 

strengths: their 

relationships with 

subjective well-being 

among Chinese 

teachers in Hong 

Kong 

Cross-

sectional 

228 Chinese 

prospective and 

in-service 

teachers 

The Strengths Inventory  

SWLS 

PANAS 

CS  

Virtues  

Subjective well-

being (i.e. life 

satisfaction, 

positive and 

negative affect) 

CFA using LISREL 

MANOVA  

One-way ANOVA 

Pearson product 

moment correlation 

Multiple regression 

Six factor structure of virtues emerged. 

Females reported a higher level of 

transcendence, love, and gratitude. 

Association of emotional strengths, love of 

learning, forgiveness, self-regulation, and hope 

with all three indicators of subjective well-

being. Findings supported by regression. 

2.  Peterson, 

Park, Hall, 

and 

Seligman  

2009 Zest and work Cross-

sectional 

9803 

international 

employees from 

authentic 

happiness 

website 

VIA-IS 

Work-life questionnaire 

SWLS 

Zest  

Work as calling 

Work Satisfaction 

Life Satisfaction 

ANOVA 

Pearson product 

moment correlations 

Zest predicted calling, life satisfaction, and 

work satisfaction across six occupations.  

Positive association of zest with work as a 

calling, work satisfaction, and life satisfaction 

and negative association with work as a job.  

3.  Litman-

Ovadia and 

Davidovitc

h  

2010 Effects of congruence 

and character strength 

deployment on work 

adjustment and well-

being 

Cross-

sectional 

85 Israeli 

college 

graduates; 

employed 

Self-developed measures 

congruence 

Strengths Deployment 

Measure (SDM) 

Short-Form Minnesota 

Satisfaction Questionnaire  

Career commitment scale 

Mental Health Inventory 

(MHI) 

Congruence  

Character-strength 

deployment  

Job satisfaction 

Career commitment 

Personal well-being 

Pearson product 

moment correlation 

Hierarchical 

regression  

Congruence correlated with career 

commitment and character strengths 

deployment correlated with personal well-

being. While both were correlated with job 

satisfaction. 

The sequence of entry of congruence and 

strength deployment, for job satisfaction, 

showed little effect on strength deployment but 

congruence became a non-significant predictor 

when entered after strength deployment. 

4.  Litman-

Ovadia and 

Steger 

2010 Character strengths 

and well-being 

among volunteers and 

employees: toward an 

integrative model 

Cross-

sectional 

Study 1a: 100 

Israeli youth 

volunteers, 

Study 1b: 100 

Israeli  adult 

volunteers, and 

study 2: 102 

Israeli female 

employees 

VIA-IS 

SDM 

Gallup Workplace Audit 

(Adapted) 

MHI 

Meaning in Life 

Questionnaire (study 1) 

Gallup Workplace Audit 

Work as Meaning 

Inventory (WAMI) (study 

2) 

CS 

Character strength 

deployment 

Satisfaction 

volunteering 

activities 

Job satisfaction 

Well-being  

Meaning in life 

Work as meaning 

Pearson product 

moment correlation 

ANOVA 

Model testing using 

AMOS 

Character strengths were mainly correlated 

with well-being, meaning in life while their 

deployment was correlated with satisfaction, 

well-being, and meaning in life. Character 

strengths did not correlate to meaning in life 

(study 1a) and job satisfaction (study 2). 

Significant differences were found among 

three study groups on all study variables. 

Overall, character strengths deployment 

provided key links to satisfaction with 

voluntary and paid occupational activities and 

meaning. 

Strength endorsement related to meaning, 

while strengths endorsement and deployment 

related to well-being (study 1b and 2). 

         Table 1.6 (Continues) 
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Table 1.6 (Continued)        

Sr. No. Author(s) Year Title Design Sample Measures Variables Main Analyses Main Result and Conclusion 

5.  Banth and 

Singh 

2011 Positive character 

strengths in middle-

rung army officers 

and managers in the 

civilian sector 

 Cross-

sectional 

24 middle rank 

Indian army 

officers and 24 

Indian bank 

managers 

VIA-IS  Groups  

CS 

Descriptive  

t-test 

Out of 24 character strengths, 11 character 

strengths were significantly higher among 

army officers while three character strengths 

were significantly higher among bankers. 

6.  Avey, 

Luthans, 

Hannah, 

Sweetman, 

and 

Peterson  

2012 Impact of employees’ 

character strengths of 

wisdom on stress and 

creative performance 

Cross-

sectional 

974 American 

employees 

VIA-IS 

Depression, Anxiety and 

Stress Scale (DASS; stress 

subscale)  

Unusual uses  

Wisdom strengths 

Stress as mediator 

Creative 

performance 

CFA  

Pearson product 

moment correlation 

Hierarchal 

regression 

Factor analysis revealed items fit to character 

strengths and character strengths fit to wisdom. 

Wisdom and its character strengths correlated 

positively with creative performance and 

negatively with stress. 

Partial mediation of stress was found between 

wisdom (composite) and creative performance. 

7.  Cosentino 

and Solano  

2012 Character strengths: a 

study of Argentinean 

soldiers 

Cross-

sectional 

Study1: 165 

Argentinean 

cadets and 165 

Argentinean 

civilians, study 

2: 223 first-year 

cadets and 126 

fourth-year 

cadets  

Strengths of Character 

Inventory  

Marlowe Crowne Social 

Desirability Scale 

Academic grades and 

Great Point Average 

(GPA) 

Groups (cadets and 

civilian students) 

(Study 1) 

CS (Study 1 & 2) 

Academic and 

military 

performance (Study 

2) 

MANCOVA 

Multiple linear 

regression 

ANCOVA 

Discriminant 

analysis 

 

Cadets scored significantly higher than civilian 

students for eight character strengths and lower 

for appreciation only. 

First and fourth-year cadets differed on the 

relations between character strengths and 

performance. High performer cadets of the 

final year reported higher levels of persistence 

than low performer cadets of the same year 

cadets. 

8.  Forest et al. 2012 Harmonious passion 

as an explanation of 

the relation between 

signature strengths’ 

use and well-being at 

work: test of an 

intervention program 

Cross-lagged 

panel design 

467 Canadian 

university 

students; 

employed 

VIA-IS 

Passion Scale  

Signature strengths use 

Vitality scale 

SWLS 

Psychological Well-Being 

Scale 

Intervention 

Harmonious 

passion as mediator  

Well-being (i.e., 

vitality, life 

satisfaction, and 

psychological well-

being) 

MANOVA 

ANOVA 

t-test 

Cross-lagged panel 

model testing using 

LISREL 

Significant age differences between pre and 

post-assessment. Strength use significantly 

differed between the two groups at time 2. 

Signature strengths use differed in the 

experimental group from time 1 and time 2. 

Signature strengths of the experimental group 

positively associated with variations in 

harmonious passion, which in turn predicted 

change in well-being. 

9.  Gander, 

Proyer, 

Ruch, and 

Wyss 

2012 The good character at 

work: an initial study 

on the contribution of 

character strengths in 

identifying healthy 

and unhealthy work-

related behavior and 

experience patterns 

Cross-

sectional 

887 working 

women  

VIA-IS 

Work-related behavior 

and experience patterns 

questionnaire 

 

CS  

Healthy and 

unhealthy work 

related behaviors 

Pearson product 

moment correlation  

MANOVA 

Two-way ANOVA 

Character strengths correlated positively with 

healthy work behavior and negatively with 

unhealthy work behaviors. 

Emotional, restrain, and intellectual character 

strengths showed prominent correlations with 

work behaviors. 

Differences in character strengths (except 3) 

based on four types of work behaviors. 
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10.  Gradisek 2012 Character strengths 

and life satisfaction 

of Slovenian in-

service and pre-

service teachers 

Cross-

sectional 

73 Slovenian 

in-service 

teachers and 77 

Slovenian pre-

service teachers 

VIA-IS 

SWLS 

CS  

Life satisfaction 

Correlation using 

Kendall’s τ 

coefficient 

t-test 

Mann-Whitney U 

test 

Two samples significantly differed in the 

endorsement of 17 character strengths.  

All participants reported low endorsements of 

creativity. In-service and pre-service teachers 

reported low endorsement of humor and love 

of learning respectively. 

Character strengths positively associated with 

life satisfaction for both in-service teachers (20 

character strengths) and pre-service teachers 

(21 character strengths). 

11.  Harzer and 

Ruch  

2012 When the job is a 

calling: the role of 

applying one’s 

signature strengths at 

work 

Cross-

sectional 

111 German-

speaking 

employees with 

111 co-workers 

peer raters 

VIA-IS 

Job Satisfaction 

Questionnaire (JSQ)  

Work Context 

Questionnaire (WCQ) 

Work-Life Questionnaire 

(WLQ) (self-ratings) 

ACS-RS (peer rating) 

Applied Signature 

Strengths (ASS) 

Positive experience 

at work as mediator 

Calling 

Spearman rank order 

correlation 

ANCOVA 

Path analysis using 

AMOS 

Modest correlations of all scales were found 

with age, gender and educational level. 

Level of positive experiences and calling were 

higher when applying four to seven signature 

strengths.  

Positive experience at work partially mediated 

between ASS and calling. 

12.  Littman-

Ovadia and 

Lavy  

2012b Differential ratings 

and associations with 

well-being of 

character strengths in 

two communities 

Cross-

sectional 

100 male Israeli 

employees and 

97 female 

Israeli 

volunteers 

VIA-IS 

MHI 

CS 

Two groups  

Well-being 

Ipsative rankings 

Chi-square 

t-test 

Pearson product 

moment correlation 

Fisher’s z 

transformation 

Honesty was the most frequently endorsed 

strength by males and spirituality by the 

female. 

Six strengths were significantly higher among 

male and two among female. 

Character strengths showed significant 

associations with well-being for both groups 

(22 for males, 18 for females). 

13.  Sosik, 

Gentry, and 

Chun  

2012 The value of virtue in 

the upper echelons: a 

multisource 

examination of 

executive character 

strengths and 

performance 

Cross-

sectional 

191 American 

executives with 

their direct 

reports, bosses 

and board 

members 

Executive Dimensions 

  

Integrity  

Bravery 

Perspective 

Social intelligence 

Executive 

performance 

ICC 

 rwg(j) 

Pearson product 

moment correlation 

and partial 

correlation 

Hierarchical 

regression 

Relative weight 

analysis 

Sufficient inter-rater agreement found to 

combine individual ratings into a mean.  

Character strengths positively associated with 

executive performance. 

Integrity, bravery and social intelligence 

emerged as positive predictors of boss or board 

member-rated executive performance. 

Integrity, bravery, perspective and social 

intelligence explained 24.2%, 23.1%, 3.7%, 

and 16.0%, respectively. 
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14.  Gentry et 

al. 

2013 Integrity's place 

among the character 

strengths of middle-

level managers and 

top-level executives 

Cross-

sectional 

246 American 

managers with 

2 direct report 

and one rating 

from boss 

Executive Dimensions 

 

Integrity 

Bravery 

Perspective 

Social intelligence 

Performance 

Pearson product 

moment correlation 

Hierarchal 

regression 

Relative weight 

analysis 

All four character strengths positively related 

with boss rated performance. 

Middle ranked manager's integrity rating 

related to boss ratings of performance. 

Integrity was relatively more important for 

performance of top-level executives.  

15.  Harzer and 

Ruch  

2013 The application of 

signature character 

strengths and positive 

experiences at work 

Cross-

sectional 

1,111 German-

speaking 

employees 

VIA-IS 

ACS-RS 

JSQ 

WCQ 

Applicability of 

character strengths 

(ACS)  

Positive 

experiences at work 

(job satisfaction, 

pleasure, 

engagement, 

meaning) 

ICC 

Pearson product 

moment and partial 

correlation 

ANCOVA 

PCA  

Regression 

Evidence of inter-rater reliability of ACS-RS 

and its positive associations with VIA-IS.  

Strengths and environment contributed 

individually and jointly in work behaviors. 

Using specific number of strengths contributed 

in positive experience at work.  

Applying more signature strengths at work 

improved positive behaviors at work. 

16.  Harzer and 

Ruch  

2014 The role of character 

strengths for task 

performance, job 

dedication, 

interpersonal 

facilitation, and 

organizational 

support 

Cross-

sectional 

Sample 1: 318 

German-

speaking 

employees, 

sample 2: 108 

German 

speaking 

employees with 

supervisory 

ratings 

VIA-IS 

Usefulness of Character 

Strengths at Work Scale  

Task Performance 

Questionnaire (TPQ) 

Job Dedication 

Questionnaire  

Interpersonal Facilitation 

Questionnaire 

Organizational Support 

Questionnaire  

CS 

ASS  

Task performance 

Job dedication 

Interpersonal 

facilitation 

Organizational 

support 

PCA 

Multi-item rwg 

(rwg(J)) 

Pearson product 

moment correlation 

 

Five factor solution of virtues.  

rwg showed a stronger agreement for 

performance ratings (sample 2). 

Self-rated performance showed relatively 

strong association with character strengths than 

supervisory rated performance. 

ASS significantly related with both self and 

supervisor rating of performance (except task 

performance reported by supervisors) 

17.  Moradi, 

Nima, 

Rapp 

Ricciardi, 

Archer, and 

Garcia  

2014 Exercise, character 

strengths, well-being, 

and learning climate 

in the prediction of 

performance over a 6 

month period at a call 

center 

Longitudinal 110 Swedish 

employees 

Learning Climate 

Questionnaire 

VIA-IS (short version) 

PANAS 

SWLS 

Psychological Well- 

Being (short version) 

Exercise (self-developed) 

Performance (electronic) 

Learning climate 

Virtues 

Subjective and 

psychological well-

being 

Exercise frequency 

& intensity 

Performance 

Pearson product 

moment correlation  

Multiple regression 

 

Only virtue of temperance correlated with 

performance. 

Wisdom, Temperance and exercise frequency 

emerged as positive predictors while humanity, 

justice, positive affect, life satisfaction and 

exercise intensity emerged as negative 

predictors of performance. 
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18.  Bang, Boe, 

Nilsen, and 

Eilertsen  

2015 Evaluating character 

strengths in cadets 

during a military field 

exercise: consistency 

between different 

evaluation sources 

Exploratory  52 Norwegian 

cadets with 

supervisory, 

and peer ratings 

VIA-IS observational 

instrument for evaluating 

character strengths (Peer 

and supervisory ratings) 

CS (12 most 

important and 

relevant CS for 

army) 

Pearson product 

moment correlation 

 Bravery was removed due to missing data. 

Only social intelligence showed agreement 

between observers’ and self-evaluations. 

Substantial consensus between peers and 

supervisors on six character strengths (i.e., 

perspective, leadership, self-regulation, 

teamwork, persistence, social intelligence).  

19.  Boe, Bang, 

and Nilsen 

2015 Experienced military 

officer's perception of 

important character 

strengths 

Exploratory 25 Norwegian 

experienced 

military officers 

24 character strengths’ 

questionnaire with 

definitions 

CS Descriptive Out of 24 character strengths, participants 

perceived half as more important (above 

average response).  

Leadership, integrity, persistence, bravery, 

open-mindedness were top ranked character 

strengths. 

20.  Gayton and 

Kehoe  

2015a A prospective study 

of character strengths 

as predictors of 

selection into the 

Australian army 

special force 

Exploratory  115 Australian 

Army 

applicants 

Individual Character 

Strength Ranking Survey 

Selection results 

CS  

Selection results 

Descriptive 

z ratio test 

Orthogonal 

comparisons 

Logistic regression 

Overall participants assigned integrity, 

teamwork, love of learning, judgment, and 

persistence as top character strengths. 

Successful applicant assigned teamwork, 

integrity and persistence as their top character 

strengths. 

21.  Gayton and 

Kehoe 

2015b Character strengths 

and hardiness of 

Australian army 

special forces 

applicants 

Exploratory 95 Australian 

Army 

applicants 

Individual Character 

Strength Ranking Survey 

Dispositional Resilience 

Scale-15  

CS  

Hardiness  

Selection results 

Descriptive 

z ratio test 

Logistic regression 

Integrity, teamwork, persistence, and love of 

learning were frequently assigned top-four 

ranks. For successful applicants, teamwork 

was in top four more than unsuccessful.  

Hardiness along teamwork did not predict 

selection of aspirants. 

22.  Harzer and 

Ruch  

2015 The relationships of 

character strengths 

with coping, work-

related stress, and job 

satisfaction 

Cross-

sectional 

214 German-

speaking 

employees and 

175 German-

speaking nurses 

VIA-IS 

Stress Coping Inventory  

Job Stress Survey  

Index of General Job 

Satisfaction  

Work-related stress 

Coping 

CS as mediator and 

moderator  

Job satisfaction 

MANCOVA 

ANCOVA 

Partial correlation 

Path analysis 

 

Nurses reported higher level of job satisfaction 

and job stress. Interpersonal strengths played a 

greater role for coping among nurses. 

Intellectual, emotional, interpersonal, and 

theological character strengths positively 

related with positive coping while 

interpersonal and intellectual character 

strengths negatively related to negative coping 

strategies. 

Negative effect of work-related stress and job 

satisfaction was partially mediated by 

intellectual character strengths. 

         Table 1.6 (Continues) 



                                 CHAPTER 1              29 

 

  

Table 1.6 (Continued)        

Sr. No. Author(s) Year Title Design Sample Measures Variables Main Analyses Main Result and Conclusion 

23.  Abasimi 

and 

Xiaosong 

2016 Character strengths 

and life satisfaction 

of teachers in Ghana 

Cross-

sectional 

104 Ghanaian 

teachers 

CSRF 

SWLS 

CS 

 Life satisfaction 

Pearson product 

moment correlation 

Linear regression 

Seven character strengths significantly 

correlated with life satisfaction. 

Prudence, humor, modesty, self-regulation, 

and love predicted life satisfaction. 

24.  Harzer and 

Ruch 

2016 Your strengths are 

calling: preliminary 

results of a web-

based strengths 

intervention to 

increase calling 

Repeated 

measure 

design  

152 German-

speaking 

employees 

VIA-IS 

Calling Scale 

SWLS 

Signature strength 

intervention  

Calling  

Life satisfaction 

One-way ANOVA, 

two-way ANOVA, 

and ANCOVA 

Chi-square 

Linear Mixed 

Models 

Both groups were similar in terms of 

demographic and dropout rate (except for age). 

Calling increased in the intervention group 

from pretest to posttest 1. Life satisfaction 

increased in the intervention group from 

pretest to posttest 2 and posttest 1 to posttest 3. 

25.  Littman-

Ovadia and 

Lavy  

2016 Going the extra mile: 

perseverance as a key 

character strength at 

work 

Cross-

sectional 

686 

international 

employees from 

the VIA website 

VIA-IS120 

In-role Behaviors 

Counterproductive Work 

Behavior Checklist 

(CWB-C) 

Meaningful Work Scale 

(MWS) 

WLQ 

CS (perseverance) 

Work 

meaningfulness and 

Calling (mediators)  

Performance 

Counterproductive 

behavior 

Pearson product 

moment correlation 

Stepwise regression 

Path analysis using 

Process 

Positive associations of 20 character strengths 

with performance and negative associations 

with counterproductive behaviors. 

Perseverance emerged as the most important 

predictor. 

Associations between perseverance and 

outcomes were mediated by sense of meaning 

at work and perceptions of work as a career 

and as a calling. 

26.  Wang and 

Wang  

2016 The impact of 

character strengths on 

employee well-being: 

the mediating effect 

of work-family 

relationship 

Cross-

sectional 

295 Chinese 

employees 

VIA-IS 

Work-family Enrichment 

Questionnaire 

Work-family conflict 

scale 

Employee Well-being 

Questionnaire 

CS 

Virtues 

Work-Family 

Enrichment and 

Work-Family 

Conflict as 

mediators  

Well-being 

Repeated measure 

ANOVA 

Partial correlation 

Hierarchical 

regression 

Structural Equation 

Modeling (SEM) 

using AMOS 

Gratitude, citizenship, kindness, appreciation, 

and justice as the top five character strengths. 

Subjective, work, and psychological well-

being significantly correlated to four, five and 

six virtues respectively. Temperance and 

transcendence did not predict well-being. 

Both mediators mediated between three virtues 

and well-being. 

27.  Harzer, 

Mubashar, 

and 

Dubreuil  

2017 Character strengths 

and strength-related 

person-job fit as 

predictors of work-

related well-being, 

job performance, and 

workplace deviance 

Cross-

sectional 

122 German-

speaking 

employees 

VIA-IS120 

ACS-RS 

Workplace PERMA 

Profiler 

Work Role Performance 

Scale (WRPS) 

Workplace Deviance 

Scale 

CS 

Three fit variables  

Work-related well-

being 

Job performance 

Workplace 

deviance 

Pearson product 

moment correlation  

Hierarchical 

regression 

Eight character strengths and fit variables 

related with work-related well-being and 

performance. 

Possession of character strengths and fit 

variables explained unique variances in work-

related outcomes. 

Most substantial predictors were teamwork, 

creativity, and signature strengths fit. 
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28.  Hausler et 

al. 

2017 Associations between 

the application of 

signature character 

strengths, health and 

well-being of health 

professionals 

Cross-

sectional 

387 Austrian 

medical 

students; study 

1, 136 Austrian 

resident 

physicians, 

study 2 

Comprehensive Inventory 

of Thriving (CIT) 

Form Health Survey 

(RANDSF-12) 

VIA-IS120 

ACS-RS 

Maslach-Burnout-

Inventory (MBI-SS-GV) 

 

Applicability of 

signature character 

strengths (ASCS) 

Groups (medical 

students and 

resident physicians) 

Emotional 

exhaustion 

(mediator) 

Well-being 

Mental health 

Physical health 

Descriptive 

Pearson product 

moment correlation 

and partial 

correlation 

Hierarchical 

regression using 

bootstrap 

ANCOVA 

ASCS correlated with all study variables 

except for physical health.  

Emotional exhaustion mediates between ASCS 

and subjective and psychological well-being in 

both studies. However, it mediates between 

ASCS and mental health in study 1 and 

between ASCS and physical health in study 2.  

Resident physicians' scores were higher than 

medical students on ASCS and physical health.   

29.  Lavy and 

Littman-

Ovadia 

2017 My better self: using 

strengths at work and 

work productivity, 

organizational 

citizenship behavior, 

and satisfaction 

Cross-

sectional 

1,095 

international 

employees from 

the VIA website 

Strengths Use Scale 

OCB scale 

Job Satisfaction 

Questionnaire 

UWES 

PANAS 

In-role behavior 

Strength use 

Positive affect & 

Work engagement 

(mediators) 

Productivity 

OCB 

Job satisfaction 

Pearson product 

moment correlation 

t-test 

One-way ANOVA 

Mediation analysis 

using PROCESS 

Strength use correlated with all study 

variables. 

Using strengths at work associated with 

productivity, organizational citizenship 

behavior, and job satisfaction. 

These associations were mediated by positive 

emotions and work engagement. 

30.  Littman-

Ovadia, 

Lavy, and 

Boiman-

Meshita 

2017 When theory and 

research collide: 

examining correlates 

of signature strengths 

use at work 

Cross-

sectional 

1031 

international 

employees from 

VIA website 

VIA-IS120 

SDM 

MWS 

Utrecht Work 

Engagement Scale-9 

(UWES) 

JSQ 

In-role behavior 

Organizational citizenship 

behavior questionnaire 

CWB-C 

PANAS (positive affect) 

Strength use (i.e. 

signature strength, 

lowest strength, 

happiness 

strengths) 

Positive affect as a 

mediator  

Meaning 

Work engagement 

Job satisfaction 

Performance 

OCB 

CWB 

Pearson product 

moment correlation 

Steiger’s z-test 

SEM with bootstrap 

Strengths use positively associated with 

positive work outcomes and negatively 

associated with negative work outcomes. 

The associations of happiness-strengths use 

with work meaningfulness, work engagement, 

and job satisfaction were stronger than the 

associations of signature strengths use with 

these variables. 

Positive affect mediated the association 

between three kinds of strength use and all 

work outcomes when run in three models (e.g., 

one model considering signature strength use). 

Mediation of positive affect became non-

significant for signature strength use in an 

overall integrated model.  
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31.  Littman-

Ovadia and 

Raas-

Rothschild  

2018 Character strengths of 

airline pilots: 

explaining life and 

job satisfaction and 

predicting CRM 

performance 

Cross-

sectional 

177 Israeli 

airline pilots 

VIA-IS120  

SDM 

SWLS 

JSQ (self-rating) 

Situational Test of 

Aircrew Response Styles 

(Peer rating)  

CS 

CS deployment  

Life satisfaction 

Job satisfaction 

CRM performance 

Ipsative scores 

t-test 

Pearson product 

moment correlation 

Integrity, judgment, prudence, love, and 

fairness as the most endorsed character 

strengths. 

Endorsements of 16 character strengths were 

higher than their deployment and deployment 

of five character strengths were higher than 

their endorsement. 

Endorsement of character strengths was 

correlated with life satisfaction (for 17 

character strengths), job satisfaction (for 7 

character strengths), and CRM performance 

(for 6 character strengths). 

32.  Ruch, 

Gander, 

Platt, and 

Hofmann 

2018 Team roles: their 

relationships to 

character strengths 

and job satisfaction 

Cross-

sectional 

Developmental 

sample: 268 

international 

employees from 

VIA website, 

Replication 

sample: 250 

international 

employees from 

VIA website 

VIA Team-Roles 

Inventory 

VIA-IS 

JSQ 

CS 

Team roles  

Job satisfaction 

PCA 

Pearson product 

moment correlation  

Hierarchal 

regression 

Seven factor solution for new Inventory. 

Most of the character strengths correlated with 

team roles. Team roles correlated with job 

satisfaction. 

Team role explained unique variance in job 

satisfaction. 

33.  Allan, 

Owens, and 

Douglass 

2019 Character strengths in 

counselors: relations 

with meaningful 

work and burnout 

Cross-

sectional 

324 American 

counselors 

VIA-IS120 

WAMI  

Burnout measure-short 

version 

CS 

Meaningful work as 

mediator  

Burnout 

t-test 

Pearson product 

moment correlation 

Linear regression 

SEM using MPlus 

Counselor and American norm data 

significantly differed on 15 character strengths.   

Love, perspective, and zest predicted 

meaningful work. Forgiveness, honesty, and 

self-regulation predicted burnout. Whereas 

prudence and hope predicted both meaningful 

work and burnout. 

Meaningful work partially mediated between 

three character strengths and burnout. 

34.  Bakker, 

Hetland, 

Olsen, and 

Espevik 

2019 Daily strengths use 

and employee well-

being: the moderating 

role of personality 

Diary study 87 Norwegian 

naval cadets 

Revised NEO Five Factor 

Inventory 

Daily lrvrl measures 

Strengths use 

questionnaire 

IWP Affect Questionnaire 

State version of UWES 

Strength use 

Neuroticism and 

extraversion 

(moderators) 

Work engagement 

Positive affect 

Pearson product 

moment correlation 

Multilevel 

Confirmatory Factor 

Analysis 

Multilevel analyses 

Daily strength use correlated with daily 

positive affect and daily work engagement.  

Interaction between daily strengths use and 

trait neuroticism was significant for positive 

affect and work engagement.  

Interaction effect of strengths use, trait 

neuroticism, and trait extraversion was 

significant for positive affect and work 

engagement.  
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35.  Geyser and 

Geldenhuy

s  

2019 Profiling work-

related signature 

strengths of “born 

free” South Africans: 

A gender perspective 

Cross-

sectional  

290 South 

African 

hospitality 

industry 

trainees 

VIA-IS120  

Listing signature strengths 

Gender  

CS 

Signature strengths 

Descriptive 

Wilcoxon signed 

rankings test 

t-test 

Honesty, love, and fairness were the top 

important character strengths. Love of learning 

and self-regulation were the least important 

strengths. 

The most important character strength ranked 

by males was hope and by females was 

honesty. 

Males scored higher than females on 

leadership and females scored higher than 

males on forgiveness and kindness.  

36.  Heintz and 

Ruch   

2020 Character strengths 

and job satisfaction: 

differential 

relationships across 

occupational groups 

and adulthood 

Cross-

sectional 

12,499 German-

speaking 

employees 

VIA-IS 

Skala zur Messung von 

Arbeitszufriedenheit  

CS  

Job satisfaction 

Partial correlation  

Stepwise regression  

ANOVA 

Zest, hope, curiosity, love, and gratitude 

showed the strongest positive correlations with 

job satisfaction. A similar trend was supported 

by regression.  

The relationships of the character strengths 

with job satisfaction differed depending on the 

facet of job satisfaction, occupational 

subgroup, and the age group.  

37.  Hoge, 

Strecker, 

Hausler, 

Huber, and 

Hofer  

2020 Perceived socio-

moral climate and the 

applicability of 

signature character 

strengths at work: a 

study among hospital 

physicians 

Cross lagged 

Design 

165 Austrian 

hospital 

physicians; 

cross-sectional 

data and 69 

Austrian 

hospital 

physicians; 

longitudinal 

data 

VIA-IS 

ACS-RS 

Socio-moral Climate 

Questionnaire 

UWES 

CIT 

Socio-moral 

climate 

ASCS (mediator) 

Time  

Work engagement 

Well-being 

Descriptive 

Mediation analysis 

using Process macro 

Fisher’s Z 

transformation 

Cross-lagged path-

analysis using 

AMOS 

The cross-sectional results showed indirect 

effects of the perceived socio-moral climate on 

work engagement and eudaimonic well-being 

via the applicability of signature character 

strengths at work.  

Cross-lagged panel analysis suggested an 

impact of socio-moral climate at time 1 on the 

applicability of signature character strengths 6 

months later, but also an even stronger 

reversed effect of the applicability of signature 

character strengths at time 1on perceived 

socio-moral climate at time 2. 

38.  Huber et al. 2019 Possession and 

applicability of 

signature character 

strengths: what is 

essential for well-

being, work 

engagement, and 

burnout? 

Cross-

sectional 

274 Austrian 

physicians 

VIA-IS120 

ACS-RS 

CIT 

UWES  

Maslach-Burnout-

Inventory  

 

CS 

ASCS  

Subjective and 

psychological well-

being 

Work engagement  

Burnout 

Descriptive 

Pearson product 

moment correlation 

Hierarchical 

regression 

Honesty, kindness, love, judgment, and 

fairness were top signature strengths. 

Both possession and applicability were 

important for work and private life but to a 

different degree. 

Applicability of signature character strengths 

explained variance above and beyond 

possession in outcomes. 
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39.  Merritt, 

Huber, and 

Bartkoski 

2019 Application of 

signature strengths at 

work: a dual-level 

analysis 

Experience 

sampling 

approach 

164 American 

employees 

 

VIA-IS120 

ACS-RS 

Michigan Organizational 

Assessment Questionnaire 

(MOAQ; Job Satisfaction 

Subscale) 

Perceived Stress Scale 

Intention to turnover 

measure 

PANAS 

Self-developed Daily 

application of signature 

strengths 

Signature strength  

Job satisfaction and 

Job strain as 

mediators 

Positive and 

negative affect as 

control variables 

Daily application of 

signature strength  

Turnover intentions 

Daily job 

satisfaction  

Daily job strain 

Descriptive 

Pearson product 

moment correlation 

Model testing using 

Process macro 

Hierarchical Linear 

Modeling 

Most often appearing signature strengths were 

honesty, kindness, and humor. 

Signature strengths correlated with job 

satisfaction, positive affect, and job strains. 

Relations of application of signature strengths 

and turnover intentions showed no mediational 

effect of job satisfaction and job stress.  

Association of application of signature 

strengths with job satisfaction was heavily 

influenced by trait affect. 

Daily application of signature strengths 

emerged as a significant predictor of daily job 

satisfaction and strain (when affect excluded). 

40.  Pang and 

Ruch  

2019 Fusing character 

strengths and 

mindfulness 

interventions: 

benefits for job 

satisfaction and 

performance 

Wait-list 

controlled 

design 

 

63 German-

speaking 

employees 

ACS-RS 

WHO-Five Well-Being 

Index  

PSS 

JSQ (self-ratings) 

TPQ (supervisor rating) 

Intervention 

conditions 

Work satisfaction-

related strengths 

and signature 

strengths 

(mediators)  

Job satisfaction 

Task performance 

One-way ANOVA 

Chi-square 

t-test 

Linear mixed-effects 

models using 

package “lme4” 

Piecewise growth 

models 

Intent-to-treat (ITT) 

analyses 

No differences for demographics and study 

variables (for intervention conditions). 

Mindfulness-based stress reduction increased 

well-being, job satisfaction and reduced stress. 

Mindfulness-based strengths practice (MBSP) 

increased well-being, job satisfaction, and task 

performance. 

Applicability of work satisfaction-related 

character strengths mediated between MBSP 

and job satisfaction. Applicability of top 4 to 6 

strengths mediated between MBSP and task 

performance. 

41.  Sosik, 

Chun, Ete, 

Arenas, 

and 

Scherer 

2019 Self-control puts 

character into action: 

examining how 

leader character 

strengths and ethical 

leadership relate to 

leader outcomes 

Cross-

sectional 

218 American 

air force 

officers with 

subordinate and 

supervisory 

ratings 

HEXACO-60 

Empathy scale 

Professional moral 

courage 

Brief Self-Control Scale 

Ethical leadership 

(subordinate rating) 

Flourishing scale 

In-role behavior 

(supervisory ratings) 

Leaders’ character 

strengths 

Leader self-control 

(moderator) 

Ethical leadership 

(mediator) 

Psychological 

flourishing 

In-role performance 

CFA 

Pearson product 

moment correlation 

Hierarchal 

regression using 

bootstrap 

CFA results indicated a 5-factor model for 

leader rated variables. 

Honesty/humility, empathy, courage, and 

ethical leadership correlated with 

psychological flourishing. Empathy and ethical 

leadership correlated with in-role performance.  

Leaders’ character strengths along with a high 

level of self-control manifest in ethical 

leadership and consequently trigger outcomes.  

         Table 1.6 (Continues) 
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Table 1.6 (Continued)        

Sr. No. Author(s) Year Title Design Sample Measures Variables Main Analyses Main Result and Conclusion 

42.  Strecker, 

Huber, 

Hoge, 

Hausler, 

and Hofer 

2019 Identifying thriving 

workplaces in 

hospitals: work 

characteristics and 

the applicability of 

character strengths at 

work 

Cross-

sectional and 

longitudinal 

 

173 Austrian 

hospital 

physicians; 

cross-sectional 

data and 72 

Austrian 

hospital 

physicians; 

longitudinal 

data 

 Activity and Work 

Analysis in Hospitals (3 

subscales from adapted 

version) 

Salutogenic Subjective 

Work Analysis 

VIA-IS120 

ACS-RS 

UWES 

CIT 

Autonomy 

Social support 

Cognitive demand  

Skill adequacy 

Application of 

signature character 

strength (mediator) 

Work engagement 

Well-being 

Pearson product 

moment correlation 

Indirect effects using 

Process macro 

Path analysis using 

AMOS 

Analysis of cross-sectional data indicated a 

positive association between study variables. 

The relationship of skill adequacy, cognitive 

demands, autonomy, and social support at 

work with work engagement and general well-

being was mediated by the application of 

signature character strengths (except for skill 

adequacy and general well-being). 

Analysis of longitudinal data indicated that 

autonomy positively predicted the applicability 

of individual character strengths over time.  

43.  Gander, 

Hofmann, 

and Ruch 

2020 Character Strengths: 

person-environment 

fit and relationships 

with job and life 

satisfaction 

Cross-

sectional 

870 Swiss 

employees 

 

CSRF 

SWLS 

Minnesota Satisfaction 

Questionnaire (adapted) 

Occupational 

groups (e.g. 

managers, 

technicians) 

CS 

Life satisfaction 

Job satisfaction 

MANCOVA 

ANCOVA 

Partial correlation 

No significant difference was found between 

drop out and actual data.  

Differences were found in actual and ipsative 

scores of all character strengths across 

occupational groups after controlling for age 

and gender. 

Small, but meaningful, differences in character 

strengths among employees in different 

occupational groups. 

Character strengths positively related to the 

current and prospective job and life 

satisfaction. 
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Table 1.6 provides an overview of the results of relevant studies on possession and 

use of character strengths and a range of workplace outcomes. Overall, possession and use of 

character strengths appear to be associated with work-related outcomes and employee well-

being. The positive work-related outcomes included (but are not limited to) different forms of 

job performance, contextual performance, job satisfaction, work engagement, and calling. 

The negative work-related outcomes included burnout, turnover intentions, unhealthy and 

counterproductive work behaviors. Overall findings corroborated the positive associations of 

character strengths, their applicability, and applied signature strength with productive work 

behaviors and the negative associations with counterproductive work behaviors. Further, the 

literature also supported a positive association between possession and use of character 

strengths with variants of well-being (subjective, psychological, personal, and workplace 

well-being). 

More precisely, possession of specific strengths positively correlated with self and 

supervisory ratings of job performance (Harzer & Ruch, 2014; Harzer et al., 2017), job 

satisfaction (Harzer & Ruch, 2015; Heintz & Ruch, 2020; Littman-Ovadia & Davidovitch, 

2010), career commitment (Littman-Ovadia & Davidovitch, 2010), and team roles (Ruch et 

al., 2018). Additionally, possession of character strengths negatively correlated with burnout 

(Allan et al., 2019). Moreover, past research demonstrated association of specific virtues 

(Wisdom) or specific character strengths (e.g., perseverance, zest) with creative performance 

(Avey et al., 2012), job performance and counterproductive work behaviors (Littman-Ovadia 

& Lavy, 2016), calling and work satisfaction (Peterson et al., 2009). Possession of character 

strengths among leaders enhanced their in-role and executive performance (Gentry et al., 

2013; Sosik et al., 2019; Sosik et al., 2012). Furthermore, possession of character strengths 

displays a significant positive association with well-being (Littman-Ovadia & Davidovitch, 

2010; Littman-Ovadia & Lavy, 2012b; Littman-Ovadia & Steger, 2010; Wang & Wang, 

2016) and life satisfaction (Gradisek, 2012; Peterson et al., 2009). 

Applicability of character strengths at work also contributes positively to positive 

behaviors at work (Harzer & Ruch, 2013), work engagement, subjective, and psychological 

well-being, and negatively to burnout (Huber et al., 2019). Signature strengths use positively 

contribute to work engagement, satisfaction, performance, organizational citizenship 

behavior, well-being, and meaning as well as negatively in counterproductive work behaviors 

(Harzer et al., 2017; Hoge et al., 2020; Littman-Ovadia et al., 2017). Further, a small number 
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of researchers examined the role of character strengths possession and use simultaneously 

and found that both contribute to personal and work-related outcomes (Harzer et al., 2017; 

Huber et al., 2019; Littman-Ovadia & Raas-Rothschild, 2018). Moreover, possession and fit 

variables (applied strengths) explained unique variance in work-related outcomes (Harzer et 

al., 2017).  

Contribution of character strengths and signature strengths use has also been studied 

in a small number of qualitative studies (Banth & Singh, 2011; Boe et al., 2015), intervention 

studies (Harzer & Ruch, 2016; Pang & Ruch, 2019), and dual-level analysis (Merritt et al., 

2019). Further, limited literature also provides initial insights about certain mediating and 

moderating pathways between character strengths possession, their use, and work outcomes. 

For instance, Littman-Ovadia and Lavy (2016) found mediation of work meaningfulness and 

calling between perseverance and work behaviors (i.e. performance and counterproductive 

behaviors). Allan et al. (2019) reported partial mediation of meaningful work for the 

association of prudence, perspective, and zest with burnout. Sosik et al. (2019) found the 

mediating role of ethical leadership and moderating role of self-control between leaders’ 

character strengths and work outcomes. Further, positive experience at work partially 

mediated between strengths use and calling (Harzer & Ruch, 2012) and emotional exhaustion 

mediates between signature character strengths and well-being (Hausler et al., 2017). 

Moreover, the relationship of strengths use and work outcomes was mediated by positive 

affect (Littman-Ovadia et al., 2017) and work engagement (Lavy & Littman-Ovadia, 2017).  

In addition, Bakker et al. (2019) also established moderation of neuroticism in the 

relationship of strengths use with work engagement and positive affect.  Further, literature 

also established the mediating role of character strengths possession and their use. Hoge and 

colleagues (2020) found indirect effects of the perceived socio-moral climate on work 

engagement and eudaimonic well-being via the applicability of signature character strengths 

at work. Moreover, Strecker et al. (2019) established the mediating role of application of 

signature character strengths between the association of skill adequacy, cognitive demands, 

autonomy, and social support at work with work engagement and general well-being.  

It can be concluded that a number of researchers studied character strengths in the 

work setting with the difference of focus on possession of characters strengths and strengths 

use. The frequently studied outcomes can be categorized into work-related outcomes and 

well-being related outcomes. Although not all of the studies specified sample characteristics, 



 CHAPTER 1 37 

 

  

the most employed samples were the army, mixed personnel, teachers, and physicians. Some 

work-related samples in comparison to general population samples were also drawn. Limited 

numbers of studies were conducted utilizing managerial and industrial employees’ samples. 

Furthermore, exploratory studies also identified top strengths in the work samples and found 

integrity/honesty among the top five strengths (e.g., Chan, 2009; Boe et al., 2015; Huber et 

al., 2019). The following two flowcharts provide an integrated overview of tested 

relationships, findings, and citations from the literature on possession of character strengths 

(see Figure 1.1) and strengths use (see Figure 1.2) in the workplace.  These flowcharts are 

based on only significant findings of the studies presented in Table 1.6.
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Figure 1.1. The present status of research on character strengths at work: an integration of tested relationships, findings, and citations.  Flowchart is based upon the studies of character strengths 

possession presented above. The number given in the flowchart can be located from the above table of work life literature. Results presented in the flowchart represent analyses such as ANOVAs, 

correlation, path analysis, regression, and SEM.  Executive character strengths = executive character strengths and leader’s character strengths.  Job satisfaction = job satisfaction and work satisfaction. 

Meaningful work = work meaning & work meaningfulness.  Task performance = creative performance, CRM performance, executive performance, in-role performance, task performance, and work 

performance. Well-being = psychological well-being, subjective well-being, well-being and work-related well-being. + = other rated performance, * = partial mediation. ** = full mediation.  → = 

Relations.         = Identical Concepts. 
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Figure 1.2. The present status of research on strength use at work : an integration of tested relationships, findings, and citations. Flowchart is based upon the studies of strength use presented above. The 

number given in the flowchart can be located from the above table of work life literature. Results presented in the flowchart represent a number of analyses such as ANOVAs, correlation, path analysis, 

regression, and SEM. Burnout = burnout and emotional exhaustion. Contextual performance = contextual performance and organizational citizenship behavior. Job satisfaction = job satisfaction and 

satisfaction with volunteering activities. Strength use = ASCS, character strengths deployment, fit variables, signature strength, signature strength intervention, strength base intervention.  Task 

performance = productivity, task performance, work role performance, and work performance. Well-being = eudaimonic well-being, personal well-being, psychological well-being, subjective well-

being, work-related well-being, and well-being. + = other rated performance.* = partial mediation. ** = full mediation. → = Relations. 
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Gaps in the Existing Literature and Rationale for the Present Dissertation 

The above literature review summarizes findings on possession and use of character 

strengths based on the VIA framework for a range of cultural, demographics, and workplace 

variables. Most of the research studies were conducted in European and American countries 

with a small representation from African, Middle‐Eastern, and Asian nations. Further, there is 

a clear lack of research on character strengths in Pakistan. A previous review paper also 

concluded that research in the field of positive psychology at large and the domain of 

character strengths in specific is intensive among European and North American populations 

and underrepresent the Asian population (Miglianico, Dubreuil, Miquelon, Bakker, & Martin-

Krumm, 2019). Steger and Kashdan (2008) also highlighted the need of studying 

multicultural and transcultural aspects of character strengths because of the Western-minded 

orientations of positive psychology. Until there is greater research attention to culture as a 

possible factor when studying character strengths, it is hard to borrow strengths development 

programs and follow blindly on culturally different samples. The role of culture in character 

strengths was explored either by measuring perception of character strengths or the 

possession of character strengths. The role of culture by examining perception is limitedly 

explored (Biswas-Diener, 2006) and requires further studies to complement cross-cultural 

evidence. Furthermore, a large-scale study conducted to investigate the prevalence/possession 

of character strengths (Park et al., 2006) did not include data from Pakistan. Later, in its 

extension study by McGrath (2015a), a relatively small sample from Pakistan was included.  

Overall, character strengths research is scarce in Pakistan.  

The studies included in the literature review were mainly cross-sectional except a 

hand full of longitudinal and intervention studies exploring causal links between character 

strengths and different workplace outcomes. Given that the research on character strengths is 

fledgling in Pakistan, the studies in the present dissertation relied on different designs ranging 

from exploratory surveys to cross-sectional designs and model testing. In the context of 

character strengths at work, a substantial amount of research has focused on relations of 

possession and use of character strengths with productive work behaviors (e.g., task 

performance, contextual performance, and work engagement). However, their relations with 

counterproductive work behaviors have rarely been studied (see Harzer et al., 2017; Littman-

Ovadia et al., 2017 for exception) and are less established. Additionally, most of the existing 

studies relied on self-reported outcomes of performance. For instance, performance and other 
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work outcomes are mainly studied using self-ratings of employees (see Harzer & Ruch, 2014; 

Pang & Ruch, 2019 for exception).  The importance of research on character strengths may 

enhance if results replicate that character strengths are also indicative of non-self-reported 

behaviors (e.g., supervisory ratings of performance). Moreover, limited evidence exists on the 

role of underlying psychological mechanisms explaining the effects of signature strengths use 

on employee and organizational outcomes. Most of the employee samples were limited to 

few professions (e.g., physicians) or mixed samples. Only a few studies recruited industrial 

employee samples, leaders/senior managers, and employees with specific skill sets or job 

profiles. There is a further need to explore the role of character strengths and signature 

strengths use for work outcomes utilizing samples from diverse professions and work 

settings. Further, Peterson and Park (2006) recommended that the payoff of the character 

strengths might be less in their individual impact than in their social impact, especially in an 

organizational setting. However, no prior study (based on the VIA framework) is evident of 

relations between employee character strengths use and group or organization level outcomes 

(e.g., organizational performance). Therefore, organizational bottom-line indicators in 

relation to character strengths and signature strengths use yet need attention from researchers 

across the globe.  

In the context of the aforementioned scarcity of studies on character strengths in 

Pakistan, the studies in this dissertation were planned to fill in some of the identified gaps 

such as 1) lack of studies in the Asian region specifically from Pakistan, both related to 

prevalence of character strengths and their application at work 2) limited research on the role 

of character strengths and strengths use for counterproductive work behavior globally, 3) 

inadequate evidence on the role of underlying psychological mechanisms explaining effects 

of character strengths and strengths use on outcome variables, and 4) no evidence of the 

contribution of character strengths and strengths use to the group and organization level 

outcomes. 

The present dissertation encompasses four studies: 1) to explore relevance and 

perception of character strengths in the interdependent culture of Pakistan, 2) to investigate 

prevalence and distribution of character strengths in Pakistan, 3) to examine the role of 

character strengths and signature strengths use for productive (job performance and 

organizational citizenship behavior) as well as counterproductive work behaviors (deviant 

behavior and workplace procrastination) in Pakistan, and 4) to examine the role of signature 
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strengths use and organizational support for strength use in individual and organization level 

outcomes plus considering potentially relevant mediators. 

Aims of the Dissertation 

In view of the current state of research work and gaps identification, the contribution 

of the present dissertation is rationalized. The prime aim of the dissertation was twofold to 

get a comprehensive understanding of character strengths and signature strengths use in 

general as well as at work settings in Pakistan. Study 1 and 2 of the dissertation were aimed 

at studying the cultural invariance of character strengths by exploring the relevance and 

prevalence of character strengths in the interdependent culture of Pakistan. Further, study 3 

and 4 in the dissertation were aimed at studying the role of character strengths for a host of 

workplace outcomes at the employee and organizational level. Regarding employee-level 

outcomes, both productive (job performance and citizenship behavior) and counterproductive 

work behaviors (deviant behavior and workplace procrastination) were considered. 

Organization level outcomes involved objective and subjective measures of organizational 

performance. The extended aims are presented below. 

Chapter 2 (Study 1 and 2). The second chapter comprises two studies aimed at 

gathering initial evidence on the relevance and possession of character strengths in Pakistan. 

In the first study, perceptions of the participants about the relevance of various aspects 

ranging from existence to practices of character strengths in Pakistani society were examined. 

A self-developed measure was utilized (adapted from Biswas-Diener, 2006) to measure nine 

aspects of the perception of character strengths (e.g., existence, importance, presence of 

cultural institutions and traditions, and organizations’ encouragement to its members for 

strength use to perform their duties). In addition, participants’ perception about practices of 

character strengths by specific gender (i.e., women and men) and age groups (i.e., younger 

and elder) was explored bearing in mind the importance of these demographics based on 

existing research evidence. The second study examined the degree of possession of character 

strengths in the Pakistani sample with a special focus on most frequently and least frequently 

endorsed strengths. Firstly, top to bottom strengths in the Pakistani sample were identified 

and their ranks were compared with pre-existing Pakistani and US data of a larger 

international study by McGrath (2015a). Secondly, relations between possession of character 

strengths and demographic variables (age and gender) were examined. The major aim of 

these two studies is to supplement ongoing discussion on the ubiquity of character strengths 
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across cultures and religious traditions with input from interdependent Muslim sample from 

Pakistan.  

Chapter 3 (Study 3).  The chapter aimed at gathering initial evidence from Pakistan 

about character strengths and signature strengths use at work. This extended focus on the 

predictive role of character strengths and signature strengths use for productive (job 

performance and organizational citizenship behavior) and counterproductive work behaviors 

(deviant behavior and workplace procrastination). The main goal of the study is to identify 

the important predictors of these work behaviors from character strengths and signature 

strengths use. To the best of the present author’s knowledge, this is the very first study on 

character strengths from the work settings of Pakistan. The main contribution in the literature 

would be the simultaneous examination of two variants of the character strengths (i.e., 

possession and signature strengths use) in two sets of criterion variables (i.e., productive and 

counterproductive work behaviors). Another strength of the study would be the use of 

supervisory ratings of performance since self-ratings of performance can have inflated 

correlations due to common method bias (Doty & Glick, 1998).  

Chapter 4 (Study 4). The fourth chapter of the dissertation reported an empirical 

study examining the relations of signature strengths use and perceived organizational support 

for strengths use with employee work behaviors and organizational outcomes. The prime aim 

was to test the motivational process of the JD–R theory to explicate the role of signature 

strengths use as a personal resource and perceived organizational support for strengths use as 

job resource for different work outcomes. Further, it extends the role of personal and job 

resources from employee to organizational outcomes (i.e., perceived and objective 

organizational performance, and actual turnover) through serial and parallel mediation of 

employee level variables (i.e., work engagement, job performance, and turnover intentions). 

The study is conducted utilizing a rare sample of top managers from the banking sector of 

Pakistan whose performance directly contributes to the organizational outcomes. While 

acceptance to a strengths focus is necessary at all levels of an organization, it is particularly 

important that leaders exhibit an openness to use strengths (Biswas-Diener et al., 2017). 

Another notable strength of the study is the simultaneous use of objective and subjective 

measures of the organization-level outcomes. The findings from the present dissertation will 

help in bridging some of the gaps in the existing literature and may contribute by providing a 

new direction to the strengths use research.  



 

 

 

  

 

 

 

Chapter 2 

Relevance and Prevalence of Character 
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Introduction 

Character strengths are presumed to be ubiquitously recognized and valued across 

cultures. Peterson and Seligman (2004) guarded against cultural biases in their classification 

by using source materials from different philosophical writings and religions to generate lists 

of candidate strengths (Dahlsgaard et al., 2005). Nevertheless, some argue that positive 

psychology is not culturally sensitive (Kubokawa & Ottaway, 2009) and character strengths 

being oversimplified do not provide a better understanding of different cultures. Christopher 

and Hickinbottom (2008) claimed that the 24 desirable character strengths may be present in 

other cultures, but the meanings of the character strengths are still Western‐oriented. Peterson 

and Seligman (2004) asserted that situational themes in the classification act as buffers 

against the legitimate criticism that sociocultural variation may exist in how people conceive 

of goodness but not as much at the level of character strengths. Subsequently, a considerable 

amount of research on character strengths has been conducted in diverse cultures and is 

supportive of the ubiquity assertion made by Peterson and Seligman (2004). However, 

character strengths research in collectivistic Muslim culture is fledgling and scarce. To the 

best of the author’s knowledge, only five published studies are available to date exploring 

correlates of character strengths among young adults (Anjum & Amjad, 2016, 2019, 2020) 

and university students (Tariq & Zubair, 2015; Zubair et al., 2018) in Pakistan. Moreover, the 

focus of these studies was limited to scale validation and demographic correlates reporting 

non-conclusive findings. Therefore, the present chapter reported two studies to supplement 

the ongoing discussion on the ubiquity of character strengths with input from the cultural and 

religious traditions of Pakistan. 

Culture is mental programming that shapes the way people make sense of the world 

(Hofstede, 1980). Thus, culture may influence how character strengths are perceived, 

expressed, and nurtured. For instance, a collectivist culture might be different from the 

individualistic in representation and development of character strengths. On the other hand, 

ubiquity was one of the fundamental bases for the generation of entries of the candidate 

strengths and the criteria applied for retention of character strengths in the VIA Classification 

(Peterson & Seligman, 2004; Peterson & Park, 2009). Therefore, it is worth exploration and 

confirmation in the collectivistic culture of Pakistan. If the character strengths included in the 

VIA Classification are positively valued across cultures, then identifying and developing 

character strengths has widespread utility.  
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In the literature, the ubiquitous nature of character strengths and the role of culture is 

mainly inferred from studies examining possession and prevalence of character strengths 

across different countries. Park et al. (2006) explored the prevalence of character strength in a 

large web-based study of 117,676 adults from 54 nations and all 50 US states. Among 24 

character strengths, kindness, fairness, honesty, gratitude, and judgment were the top 

endorsed character strengths while prudence, modesty, and self-regulation were the least 

endorsed character strengths in the US sample. Moreover, the ranking of character strengths 

in the US profile showed convergence with other nation’s profiles (e.g., Azerbaijan, China, 

Germany, UK). However, the sample from Pakistan was not included in this study.  

Later on, McGrath (2015a) presented an extension of Park et al.’s (2006) study using 

a larger sample of above 1,000,000 adults from 75 nations (at least 150 participants from 

each nation including Pakistan, n = 476). Character strengths of honesty, fairness, kindness, 

judgment, and curiosity were the most frequently endorsed character strengths while self-

regulation, modesty, prudence, and spirituality were the least endorsed character strengths in 

the US sample. Results indicated substantial similarities in the endorsement of strengths 

across nations. Although Pakistan appears to be culturally distinct from the US, yet the 

Spearman rank order correlation of the Pakistani profile with the US profile was relatively 

high, (i.e., 0.67), and no absolute mean difference value between Pakistan and the US profile 

exceeded 0.50. However, some discrepancies have also been observed in the case of 

spirituality and hope. For instance, spirituality was among the least endorsed character 

strengths for 57 nations including the US, while it was in the top five character strengths for 

Pakistan.  

The above presented literature points out the ubiquity of character strengths across 

cultures. A small number of studies explored character strengths in a particular country to 

examine cultural influences on the distribution of character strengths. For instance, Shryack 

et al. (2010) investigated character strengths among twin pairs in the US and found honesty, 

fairness, and kindness as top strengths and love of learning, self-regulation, and creativity as 

bottom character strengths. Two studies from Europe (i.e., Spain and UK), reported fairness, 

kindness, judgment, curiosity, and love of learning as shared top character strengths 

(Azanedo et al., 2014; Linley et. al., 2007). With regards to Asian samples, Anjum and 

Amjad (2020) and Redfern et al. (2014) analyzed the VIA framework utilizing Pakistani and 

Chinese adults respectively.  Both studies reported honesty and kindness among top character 
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strengths while self-regulation among bottom character strengths. The aforementioned studies 

examined the prevalence and universality of character strengths based on possession scores. 

However, limited evidence exists with regards to the perception of participants about 

character strengths.  

One notable exception is a study by Biswas-Diener (2006) who analyzed attitudes 

towards 24 character strengths in Kenyan Maasai, Inughuit in Northern Greenland, and US 

students from the University of Illinois. Participants responded to a series of questions related 

to existence and importance of character strengths, parents’ desirability to have character 

strengths in their child, the existence of cultural institutions or practices, and exhibition of 

character strengths by children, elders, men, and women. A high rate of agreement was found 

about the existence, desirability, and development of character strengths among three cultural 

groups. For instance, 100% of Inughuit and Maasai and 96% of US participants perceived the 

existence of kindness. However, differences between and within cultures were discerned in 

terms of gender, perceived importance of specific character strengths, and the existence of 

cultural institutions that promote each character strength. For instance, percentages of 

respondents who perceived the existence of cultural institutions for curiosity were 88% in 

Inughuit, 20% in Maasai, and 100 % in the US sample. The study concluded that little 

information exists about possible cultural differences in the prescription and development of 

character strengths. This calls for further research to get a thorough understanding of cultural 

influences on character strengths. In another study, Bogomaz et al. (2015) explored the 

possession (subjective evaluation) and significance of character strengths (ideal self) in 

young people from Russia (three subsamples) and Kazakhstan. The convergence of some of 

the top and bottom character strengths in their possession and significance supported the 

universality of character strengths. At the same time, the differences in possession and 

significance of certain character strengths (e.g., the gap between possession and significance 

of wisdom in all samples was relatively higher than other character strengths) revealed the 

important role of specific socio-economic and cultural aspects. 

Considering the importance of demographic variables, several studies explored their 

relations with character strengths. For instance, in a recent meta-analysis, Heintz et al. (2019) 

analyzed 65 published and unpublished data to examine the role of gender, age, and type of 

measure in character strengths. The findings highlighted that gender differences existed for 

17 character strengths. However, for those with small to medium effects (i.e., love, kindness, 
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appreciation of beauty and excellence, and gratitude), females reported a higher level than 

males. Further, this difference was moderated by age (children and adolescents group) and 

type of measure (VIA-youth) for 12 to 13 character strengths where girls’ scores were overall 

higher than boys. Regarding gender differences, literature indicated that female reported a 

higher level of kindness, love, gratitude, appreciation of beauty, love of learning, forgiveness, 

and spirituality whereas males reported a higher level of creativity, self-regulation, humor, 

hope, and bravery (Anjum & Amjad, 2020; Azanedo et al., 2014; Linley et. al., 2007; 

Littman-Ovadia, 2015; Littman-Ovadia & Lavy, 2012a; Redfern et al., 2014; Ruch et al., 

2010; Shiami et al., 2006; Shryack et al., 2010; Singh & Choubisa, 2009; Tripathi et al., 

2015). In addition, Biswas-Diener (2006) found that perceived exhibition of character 

strengths showed some differences for men and women. For example, in the Maasai culture, 

the emphasis for men was on honesty, fairness, and leadership while the emphasis for women 

was on self-control.  

Most of the studies examining the relations of age and character strengths have non-

conclusive findings. For instance, ten character strengths (hope, creativity, perspective, love, 

kindness, social intelligence, appreciation of beauty and excellence, gratitude, humor, and 

spirituality) were found to have either positive association with age or negative association 

with age and even no association with age. Seven character strengths (judgment, bravery, 

honesty, zest, teamwork, leadership, and modesty) most often showed no association with age 

while the remaining seven character strengths (curiosity, love of learning, perseverance, 

fairness, forgiveness, prudence, and self-regulation) most often showed a positive association 

with age (Anjum & Amjad, 2020; Azanedo et al., 2014; Linley et. al., 2007; Littman-Ovadia, 

2015; Littman-Ovadia & Lavy, 2012a;  Ruch et al., 2010). 

In conclusion, culture and demographics might play an important role in the 

development and applicability of character strengths since character strengths are assumed to 

be malleable. Therefore, the present chapter reported two studies on the relevance and 

prevalence of character strength in a specific context of Pakistan to further extend 

understanding of the universality of character strengths. Study 1 explored participants’ 

perception of various aspects of the cultural relevance of character strengths and study 2 

investigated the prevalence of character strengths in Pakistan. 
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Study 1: Cultural Relevance of Character Strengths in Pakistan 

Despite the universality of character strengths, research has accentuated that culture 

has a strong influence on the development (Goodman, Disabato, & Kashdan, 2019; Smith, 

2006) and expression (Aspinwall & Staudinger, 2003) of human strengths (e.g., patience, 

empathy, forgiveness). The culture-specific institutions like theaters and art galleries as well 

as relative emphasis given on character strengths can cause variability in the expression of 

some character strengths as compared to others across cultures. The evolution of character 

strengths within a society is important and needs further exploration (Biswas-Diener, 2006) 

using exploratory surveys to understand the cultural relevance of character strengths (Anjum 

& Amjad, 2020). Considering the presence and salience of cultural influences, the study of 

the cultural relevance of character strengths is essential to ascertain their universality. 

Therefore, the present study aimed to explore the perceptions about the cultural relevance of 

character strengths in Pakistan. 

Cultural relevance of character strengths refers to the degree to which these character 

strengths are perceived as extant, valuable, appropriate, and practicable by members of a 

society in a particular culture (adapted from Biswas-Diener, 2006). Following aspects were 

deemed indicative that a character strength is truly relevant: existence of a character strength 

means that the character strength is conceptually understood by members of society either 

with similar or different terminology; importance of a character strength means that members 

of society weigh that character strength important for everyday life; helpfulness of a character 

strength means the degree to which the character strength is considered helpful and useful in 

daily life; application of a character strength means that members of society act accordingly; 

valuableness of a character strength means the degree to which the character strength is 

encouraged and valued by the members of a society; parent’s desirability for character 

strength development means the extent to which the parents want their child to have and learn 

that strength; presence of cultural institution and cultural practices means existence of formal 

or informal institutions (e.g., family, religion, academic, theatrical/art) and established 

cultural practices (e.g., customs, traditions, festivals) to develop particular character strength; 

and organizational encouragement for character strength use means that organizations inspire 

its members to apply a specific character strength to perform their duties. Moreover, it seems 

essential for a character strength to be relevant in a particular culture that it is reasonably 

practiced by men and women as well as practiced by youngsters and elderly members of the 
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society. Taking into consideration that neither every culture values the same character 

strengths nor encourages the development and expression of character strengths in a similar 

manner, and character strengths may have different meanings and manifestations in different 

cultures. More specifically, the present study intends to explore the cultural relevance of 

character strengths in collectivist Muslim Pakistani culture. For this purpose, the idea of 

Biswas-Diener (2006) was adapted and extended by including further aspects of cultural 

relevance such as helpfulness, application, valuableness, practices to develop particular 

strength and organizations’ encouragement to its members for strengths use. Accordingly, the 

following research questions have been formulated. 

1. To what extent are the 24 character strengths of the VIA Classification 

perceived as relevant in Pakistani society considering above mentioned nine 

aspects of the cultural relevance of character strengths?  

2. To what extent do men and women practice character strengths in Pakistani 

society?  

3. To what extent do youngsters and the elderly practice character strengths in 

Pakistani society?  

Method 

Participants. In this study, 288 participants (91 men, 197 women) with a mean age of 

29.88 years (SD = 8.96; range 18-66 years) were included. Most of the participants have a 

master’s (n = 180) and bachelor’s degree (n = 79) while few of them either have doctoral 

degree (n = 21) or matriculation certificate (n = 8). This also implicates that all of them were 

quite fluent in the English language as the medium of instruction is in the English language in 

higher education institutions in Pakistan. Further, the participants reported communication 

experience in the English language with a mean of 5.56 years (SD = 4.20). The participants 

had higher representation from urban areas of Pakistan (n = 213) and lower representation 

from rural areas (n = 75). According to the family system, 52% of participants were from the 

joint family system, 37% from the nuclear family system and only  7% were living alone.  
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Instruments. 

The Cultural Relevance of Character Strengths Survey (CRCSS) consists of a set of 

questions developed in the present study to explore perception about the relevance of 

character strengths in Pakistan. Short descriptions for the 24 character strengths of the VIA 

Classification (Peterson & Seligman, 2004) describing character strengths-relevant behaviors 

(adopted from ACS-RS; Harzer & Ruch, 2013) were used in both English and Urdu 

language. Furthermore, 13 questions were formulated (adapted from Biswas-Diener, 2006) 

and rated on a 3-point Likert-scale with different rating anchors depending on the content of 

the questions (e.g., 1 = not at all important to 3 = extremely important; see Appendix A) for 

all 24 character strengths. The first nine items aimed to explore perception about different 

aspects of the relevance of character strengths in specific cultural context (here Pakistan): 

Existence (Do the members of your society have an understanding of this strength?); 

Importance (How much is this strength important for the members of your society?); 

Helpfulness (How much is this strength helpful for the members of your society in daily 

life?); Valuableness (How much is this strength encouraged and valued in your culture?); 

Application (Do the members of your society act according to this strength?); Presence of 

cultural practices (Are there established cultural practices to develop this strength since 

childhood?; Presence of cultural institutions and traditions (Are there established formal or 

informal institutions to develop this strength since childhood?); Parents’ desirability for 

character strength development in children (how strongly would parents want their child to 

have this strength in your culture?); and Organizations’ encouragement to its members for 

strength use to perform their duties (Do work organizations encourage their employees to 

practice this strength?). Moreover, two questions aimed to assess the perceived practice of 

character strengths by specific gender (e.g., do men in your society practice this strength?) 

and two questions aimed to assess the perceived practice of strengths by specific age group 

(e.g., do younger members of society practice this strength?). 

Procedure. The present study was conducted using an exploratory survey. Firstly, the 

CRCSS was developed to find out the cultural relevance of character strengths in Pakistan. 

After the pilot study of the CRCSS, necessary revisions were made before the formal start of 

the study. Participants were approached through different ways of communication such as 

display of volunteer participation announcement in public places and using personal contacts 

of the author of the present dissertation. In the beginning, online data collection was started 
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using the Unipark platform, and participants were requested to complete the survey using a 

personal link to the survey. As a result of the low response rate through online data 

collection, paper-pencil administration was also carried out in parallel to get a reasonably 

large sample. Participants were informed about the purpose and requirements of the study and 

assured about anonymous participation and confidentiality of the data. The interested 

participants signed a consent form and filled in the study survey. Data was screened for 

outliers and suspicious cases. In total, four participants were excluded and the final dataset 

consisted of 288 participants.  

Results 

The relevance of character strengths in Pakistan was studied on different aspects of 

CRCSS (e.g., helpfulness, practices of character strengths by gender). Percentages of 

responses were calculated considering the rating of participants on two response anchors 

(option 2 and 3) collectively. For instance, in the case of perceived helpfulness of a particular 

character strength rating of 2 meant “slightly helpful” and 3 meant “extremely helpful”. In 

the case of perceived practices of a character strength by specific gender and age group, a 

rating of 2 meant “moderately practice” and 3 meant “very much practice”. For interpretation 

of results, an affirmative agreement between 70-90 %  was construed as indicative of the 

relevance of character strength, and that greater than equals to 90 % affirmative answers were 

interpreted as being indicative of highly relevant character strength. These percentages 

(presented in Table 2.1) represent those respondents who certified relevance of 24 character 

strengths on nine aspects such as existence, importance, helpfulness, application, valued, 

presence of cultural practices, cultural institutions, and encouragement by the organization. 
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Table 2.1 

Percentage of Participants’ Response on Nine Aspects of Relevance of Character Strengths on CRCSS 

Variables Existence Importance Helpfulness Application Valued Desirability Practices Institutions Encouragement 

Creativity 90.6 95.5 93.1 85.8 82.6 89.6 79.5 86.1 85.8 

Curiosity 91.0 97.2 98.3 91.0 88.2 94.4 84.0 84.4 86.8 

Judgment 79.2 93.1 92.7 84.4 84.7 86.1 75.0 71.9 80.2 

Love of learning 93.1 96.5 95.1 94.1 93.1 93.4 87.2 88.5 89.2 

Perspective 95.1 97.2 97.2 93.4 93.4 92.0 83.3 84.0 84.7 

Bravery 86.8 91.0 91.7 86.5 84.4 79.2 76.0 77.8 78.1 

Perseverance 90.3 96.5 97.9 92.7 90.3 95.1 84.4 83.0 87.2 

Honesty 89.9 96.2 96.5 92.0 88.5 92.4 85.4 81.9 87.8 

Zest 94.1 97.6 97.6 94.4 94.4 93.4 86.8 84.0 86.8 

Love 95.5 98.3 98.3 93.4 93.4 94.1 87.5 79.5 85.4 

Kindness 85.8 96.9 96.5 87.5 89.9 92.0 86.1 79.2 83.0 

Social intelligence 85.8 96.2 95.5 87.8 87.8 93.4 82.6 76.0 81.9 

Teamwork 92.0 96.9 96.2 92.0 88.9 89.2 83.7 81.3 86.5 

        
Table 2.1 (Continues) 
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Table 2.1 (Continued) 
        

Variables Existence Importance Helpfulness Application Valued Desirability Practices Institutions Encouragement 

Fairness 87.8 96.5 95.5 85.1 89.9 90.6 81.9 79.5 87.5 

Leadership 88.5 97.9 97.6 91.7 90.3 92.7 84.4 79.9 86.8 

Forgiveness 87.2 96.2 95.8 87.2 91.0 94.8 86.8 83.3 83.7 

Modesty 83.7 92.7 94.4 83.7 84.7 86.1 79.9 75.0 79.2 

Prudence 91.3 96.2 95.5 89.6 91.3 91.0 81.3 77.8 83.7 

Self-regulation 86.5 95.1 95.5 90.3 87.2 92.7 83.7 78.8 86.5 

Appreciation 92.4 94.8 91.0 88.9 89.2 84.7 79.2 75.0 77.8 

Gratitude 96.5 97.6 96.9 95.1 93.8 96.5 89.6 84.0 87.8 

Hope 92.7 97.6 95.5 93.4 92.0 92.7 86.1 82.6 84.7 

Humor 88.9 95.5 96.5 92.0 91.0 89.6 81.9 76.7 78.5 

Spirituality 95.8 97.2 97.2 95.1 96.5 93.8 92.7 90.3 84.4 

Note. N = 288 (197 women, 91 men). Desirability = Parent’s desirability for character strength development, Practices = Cultural practices, 

Institutions = Cultural institutions, Encouragement = Organizational encouragement; Love = Capacity to love and be loved, Appreciation = 

Appreciation of beauty and excellence. 
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Table 2.1 shows that all the 24 character strengths were appreciated by a vast majority 

of the participants with respect to all nine aspects of cultural relevance as percentages on all 

the aspects were greater than 70%. Therefore, on an overall level, it might be concluded that 

character strengths are perceived as relevant and valued in Pakistan.  

More specifically, the results showed that all of the character strengths were agreed as 

highly relevant (at least 90 % of participants agreed) on the aspects of importance and 

helpfulness. Among them, love was the uppermost highly perceived strength on importance 

(agreement of 98.3%) while love and curiosity were the topmost highly perceived strengths 

on helpfulness (98.3%). The participants reported 17 character strengths as highly relevant on 

parents’ desirability to develop that strength in their children. Among them, spirituality was 

perceived highly relevant character strength (93.8%). On the aspect of application, 14 

character strengths were agreed by respondents as highly relevant. The strengths of gratitude 

and spirituality were the topmost highly perceived strengths (95.1%) on this aspect. For 13 

character strengths, respondents show agreement as being highly relevant on existence. 

Among these strengths, gratitude was the topmost highly perceived character strength 

(agreement of 96.5% respondent). Agreement of more than 90 % of participants has been 

found for 12 character strengths on valuableness with spirituality as the topmost highly 

perceived strength (i.e., agreement of 96.5%). Spirituality was the only character strength that 

is agreed by at least 90 % of respondents on the aspects of cultural practices (92.7 % ) and 

cultural institutions (90.3 %). No strength meets this cutoff point on the aspect of 

organizational encouragement for strength use (love of learning at the top with 89.2 %). 

Interestingly, spirituality was perceived as a highly relevant character strength across eight 

different aspects. Both gratitude and love achieved the second position as both were highly 

relevant character strengths across six different aspects. Overall, the findings provide an 

indication of the relevance of character strengths in Pakistan. 

To investigate participants’ perception about practices of character strengths by 

specific gender in Pakistan, the two items of CRCSS related to practices of character 

strengths by men and women were explored. Figure 2.1 shows the responses of participants 

on these two gender-based items in terms of percentages. The percentages are computed by 

considering respondents who certified the items as practiced by a specific gender group. 
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Figure 2.1. N = 288. Participants’ Perception about Practices of Character Strengths by Men 

and Women in Pakistan. CS = Character Strengths, Love=Capacity to love and be loved, 

Appreciation = Appreciation of beauty and excellence. 

Figure 2.1 shows the relevance of character strengths in Pakistan based on 

participants’ perceptions about practices of character strengths by women and men. In 

general, 70% and above participants agreed that both men and women practice all of the 24 

character strengths (exception for the practice of bravery by women; agreed by 69.1% 

participants). Highly perceived practicing strengths that were agreed by at least 90% of 

participants were found for the practice of five strengths by men. Among them, gratitude was 

the topmost highly perceived practicing strength followed by perseverance, spirituality, 

leadership, and zest. Furthermore, Figure 2.1 indicated the agreement of participants about 

perceived practices of character strengths by men was relatively more than women. For 

further confirmation of whether the proportion of participants who perceive practices of 

specific character strengths by men and those who perceive the practice of specific strength 

by women significantly differ or not, chi-square goodness of fit was run. For this, 24 chi-

square analyses were performed (one for each strength; see Appendix B for detailed 
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findings). Out of these 24 sets, only the proportion of participants who reported practice of 

bravery by men and by women differed significantly, χ2 (1) = 4.57, p = .03.  

In order to examine participants’ perception about practices of character strengths by 

specific age groups in Pakistan, the two items of CRCSS related to practices of character 

strengths by younger and by elder were explored. Figure 2.2 showed the responses of 

participants on these two age-related items in terms of percentages. The percentages are 

computed by considering respondents who certified the items as practiced by a specific age 

group. 

 

Figure 2.2. N = 288. Participant’s Perception about CS Practices of Younger and Elder 

Members in Pakistan. CS = Character Strengths, Love = Capacity to love and be loved, 

Appreciation = Appreciation of beauty and excellence. 

Figure 2.2 indicated that at least 70% of the participants agreed that both youngsters 

and the elderly practice all of the 24 character strengths. Highly perceived practicing 

strengths that were agreed by at least 90% of participants for youngsters was zest only. While 

for elder gratitude was topmost highly perceived practicing strength followed by perspective, 

and forgiveness. Furthermore, Figure 2.2 indicated that participants’ agreement about 
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perceived practices of character strengths by the elderly was relatively more than by 

youngsters. To further confirm that whether the proportion of participants who perceive the 

practice of specific strengths by youngsters and those who perceive the practice of specific 

strength by elderly significantly differs or not, chi-square goodness of fit was run. In this 

regard, 24 chi-square analyses were performed (one for each character strength; see 

Appendix B for detailed findings). Out of these 24 sets, only two significant differences have 

been found for the proportion of participants who reported practice of forgiveness, χ2 (1) = 

4.84, p = .03, and self-regulation, χ2 (1) = 3.76, p = .05 by youngsters and elderly. 

Discussion 

The present study aimed to explore the perceptions of participants about the relevance 

of character strengths in Pakistan. To fulfill this aim, an exploratory survey (CRCSS) was 

developed by taking insight from Biswa-Diener (2006). Initial nine questions of survey 

tapped relevance of character strengths with respect to their existence, importance, 

helpfulness, valuableness, application as well as parents’ desirability to develop it in their 

child, the existence of cultural institutions and cultural practices, and organizational 

encouragement to use it. Further, the remaining four questions collected information about 

practices of character strengths by specific gender and age groups. The findings provided 

evidence that character strengths are relevant in the specific context of Pakistan. For example, 

members of society have a clear understanding of the character strengths, consider them 

important, and value them in their everyday life. The present study is unique in its essence, as 

it explored the very basic aspects of the universality of character strengths through the 

perception of character strengths. Overall, the findings provide a preliminary indication for 

the relevance of character strengths supporting the ubiquitous nature of character strengths. 

Taken as a whole, the findings showed that all the 24 strengths are perceived relevant 

in Pakistan (i.e., agreement of ≥ 70% of respondents on nine aspects as well as on four 

aspects of practices by gender and age groups). The findings are in line with the popular 

notion regarding the universality of character strengths. Peterson and Seligman (2004) 

advocated that character strengths are universal traits ubiquitously recognized and valued. 

Biswas-Diener (2006) further supported that instances of character strengths were recognized 

and esteemed fairly even in extremely different samples and cultures. More specifically, all 

24 character strengths were perceived as highly (i.e., agreement of ≥ 90% of respondents ) 

relevant on two facets of relevance known as importance and helpfulness. This means 
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participants acknowledged the importance of character strengths and believed that they are 

helpful to the individuals and society. Spirituality, gratitude, and love emerged as highly 

relevant strengths in the present data. To believe in spirituality and a God and one's place and 

meaning in the universe implicate the prominent role of religion in Pakistan. Islamic 

philosophy is distinguished by the central inclusion and importance of God (Leaman, 2002). 

Further, Mahdi (2001) wrote that the “single attitude” that has historically characterized the 

Islamic community is “gratitude for the revelation and divine law” (p. 17), and so not 

surprisingly the transcendent plays a central and powerful role in most of the early 

philosophical texts. Furthermore, to be grateful for many things in life and to be able to value 

them is another important aspect of Islam. Similarly, gratitude and spirituality were identified 

as being associated with highly religious American Muslim youth (Ahmed, 2009). To have a 

close relationship with others that is characterized by love and caring is a characteristic of a 

collectivistic society and Pakistan is collectivistic a society (Hofstede, 2001). These findings 

gave a true depiction of Pakistani society. Being an Islamic republic country, Pakistan is a 

land of religious ideology. Right conduct is as important as right belief. The right conduct is 

characterized by virtues like the fulfillment of a promise., kindness to all, and gratitude to the elder 

members of the family such as parents (Khan, 1981). Mosques and Maddrissas (similar to 

religious schools) are present in almost every second street. Even the major festivals 

celebrated in Pakistan originate from religious traditions and are linked with spirituality. 

Religion is the major source of guidance and code of life that preaches gratitude and love 

which are considered part and parcel of a Muslim interdependent culture (Kashmore, 2020, 

Sep 9). 

Not surprisingly, all the 24 character strengths were considered relevant in the 

organizational context of Pakistan. Most of the participants agreed that organizations in 

Pakistan support their employees to use their strengths to perform professional duties 

depicting that formal organizations are also promoting character strengths in Pakistani 

culture. However, their agreement did not meet the highly relevant criteria on any of the 24 

character strengths. One possible reason for this finding may be that not all the participants 

were working adults or workplaces and job tasks differ; hence there are differences in the 

experiences. Consequently, some of the participants might have underscored this aspect.   

Moreover, participants’ perceptions about practices of character strengths by specific 

gender and age group were examined. Percentage of participants who showed agreement on 
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perceived practice by specific gender was numerically higher for men (on 22 strengths) but 

not supported by chi-square (except for bravery). This is a typical aspect of Pakistani society 

that men seem more vocal, expressive and enjoy key positions in the society (Ronaq, 2014, 

March 25) that implicates they have a general tendency to brag about strengths. These 

findings are supported by culture and literature. Pakistan is a patriarchal society where men 

are the primary authority figures and women are subordinate. According to the World 

economic of gender parity (2019), Pakistan ranked at 151st number on Global Gender Gap 

Index. This has serious implications on women's and men's life prospects and growth. For 

instance, Ali et al. (2011) found that traditional gender roles in Pakistan preserve women's 

subordination. This may have influenced how men are perceived to have certain strengths 

more as compared to women in Pakistani society. Likewise, Biswas-Diener (2006) has also 

asserted that gender roles may influence the development of some strength over others.  

Findings regarding age differences evinced that the percentage of participants who 

perceived practices by specific age group was numerically higher for elderly members (on 17 

strengths). However, chi-square analysis provided support for only two strengths (forgiveness 

and self-regulation). Overall, these findings are consistent with previous literature. Biswas-

Diener (2006) reported that respondents appeared to heavily perceive elders as being able to 

have character strengths. Although this finding could reflect an attitude of respect for elders it 

could also suggest a widely accepted folk model of character development that is both 

additive and continuous. These findings can be optimally explained in the backdrop of VIA 

Classification of Character Strengths asserting that character strengths are malleable and can 

be taught and acquired through practice; thereby potentially develop with increasing age 

(Gillham et al., 2011).  

In sum, the findings provide a strong indication of the relevance of character strengths 

in Pakistan. Therefore, it is worth studying the endorsement of character strengths and their 

demographic correlates to further strengthen the initial understanding of character strengths 

in Pakistan. 
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Study 2: Prevalence of Character Strengths in Pakistan 

The general argument made by Peterson and Seligman (2004) was that the list of the 

24 character strengths is acknowledged globally but the ranking of these virtues across 

cultures may vary strongly. Research over the years has led to the conclusion that ascertains 

the universality of character strengths concerning their possession (Choubisa & Singh, 2011; 

Park et al., 2006; McGrath, 2015a; Shimai et al., 2006). However, limited evidence is 

available from Pakistan (see Anjum & Amjad, 2019, 2020 for exception). Therefore, the 

present study aimed to further establish the ubiquity of character strengths by examining the 

prevalence of character strengths in Pakistani data. Besides, the study intends to examine 

empirically if character strengths are ubiquitous by analyzing ranks of possession of character 

strengths with ranks of international data (of Pakistan and the US; McGrath, 2015a). This was 

examined to test whether the Pakistani profile of character strengths possession converges 

with pre-existing Pakistani profile and with US profile. Moreover, existing strengths 

literature demonstrated that character strengths are likely to vary slightly in terms of 

demographics (Heintz et al., 2019). Therefore, demographic correlates (gender, age) of 

character strengths were also examined. In the light of the above rationale, the following 

questions have been formulated. 

1. What are the most frequently endorsed (top five) and least frequently endorsed 

(bottom five) character strengths in the present sample from Pakistan? 

2. What are the differences and similarities of these top and bottom strengths 

with pre-existing data from Pakistan and the US in an international study 

(McGrath, 2015a)?  

3. How do participants’ gender and age relate to the possession of character 

strengths in a sample from Pakistan? 

Method 

Participants. The sample consisted of 352 participants (226 men, 126 women) with a 

mean age of 31.31 years (SD = 7.64; range 19-58 years). Concerning educational level, 231 

participants indicated having a master’s degree, 54 having a doctoral degree, 61 having a 

bachelor’s degree and six participants had a secondary school certificate. The participants 

reported communication experience in the English language with a mean of 7.02 years (SD = 

4.43). The participants had higher representation from urban areas of Pakistan (n = 258) and 
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the remaining (n = 94) belongs to rural areas of Pakistan. Among these participants, 62.8% 

belonged to the joint family system and 27.6 % belonged to the nuclear family system and 9.7 

% were living alone. 

Instruments. 

The Values in Action Inventory of Strengths (VIA-IS120; Littman-Ovadia, 2015; 

Peterson & Seligman, 2004) is a 120-item measure assessing the 24 character strengths of the 

VIA Classification (five items for each subscale). Participants rate the extent to which each 

item adequately describes them on a 5-point Likert scale ranging from 1 = not like me at all 

to 5 = very much like me. The sample item is “I am always coming up with new ways to do 

things” (creativity). Internal consistencies of the VIA-IS120 ranged from α = .64 to α = .90 

with a median of α = .78 (Littman-Ovadia, 2015). The relations between the scales of the 

short form and the scales of the longer 240-item form ranged from r = .84 (honesty) to r = .96 

(hope and teamwork) indicating that the short form captured the same constructs such as the 

240-item original version (Littman-Ovadia, 2015).  

Procedure. Participants were approached through different ways of communication 

like group emails, display of volunteer participation announcements in public places, and 

using professional contacts of the researcher. Both online data collection and paper-pencil 

administration were carried out to get a reasonably large sample. The prospective participants 

were informed about the purpose of the study and the requirements of the data collection. 

Moreover, they were assured about anonymous participation and confidentiality of the data. 

The interested participants signed a consent form and filled in the study survey. Respondents 

were not paid for their participation but were given feedback on individual results. The 

respondents with suspicious answer styles were excluded and the final dataset consisted of 

352 participants.  

Results 

To examine the internal consistencies of utilized measures, reliability analyses were 

conducted. Furthermore, descriptive analysis was carried out to obtain the ranks on 

possession of character strengths while correlational analysis was conducted in two ways. 

Firstly, to explore the convergence of ranks of possession of our data with ranks of 

possession of Pakistani data and US data from international study (McGrath, 2015a) 

Spearman rank order correlation was computed.  Secondly, to explore the role of 
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demographics (i.e., gender and age) in possession of character strengths, Pearson product 

moment correlation was computed between the demographic variables and the 24 VIA-IS120 

scales. Table 2.2 provides an overview of the internal consistencies, ranks, Spearman rank 

order correlation, and Pearson product moment correlation. 

Table 2.2 

Reliability, Means, Spearman Rank Order Correlations of Character Strengths with Pre-

existing International Data and Correlations of Demographics with Character Strengths  

  Ranks and Means of VIA-IS scales Correlation  

  Present Pakistani 

Sample 

Pakistani sample 

(McGrath, 2015a) 

US sample 

(McGrath, 2015a) 

Present Pakistani 

Sample  

Scales α R M R M R M Gen Age 

Creativity .76 19 3.63 13 3.82 14 3.77 .05 .08 

Curiosity .73 16 3.65 11 3.84 5 3.99 .04 .06 

Judgment .71 10 3.75 6 3.94 4 4.01 -.04 .04 

Love of learning .68 23 3.46 23 3.61 12 3.79 -.02 .09 

Perspective .72 17 3.65 12 3.83 9 3.84 -.04 .06 

Bravery .67 18 3.64 17 3.76 18 3.71 .01 .07 

Perseverance .74 8 3.76 14 3.78 17 3.72 -.03 .09 

Honesty .74 1 4.07 3 3.99 1 4.03 -.10 .04 

Zest .75 15 3.69 19 3.72 20 3.64 .04 .07 

Love .71 9 3.75 10 3.85 7 3.97 .05 .02 

Kindness .73 3 3.93 2 4.01 3 4.01 -.03 .03 

Social Intelligence .70 11 3.74 16 3.77 10 3.83 -.03 -.04 

Teamwork .74 5 3.86 5 3.94 13 3.78 -.04 .06 

Fairness .79 2 3.94 1 4.10 2 4.03 -.03 .05 

Leadership .74 4 3.88 8 3.91 11 3.81 -.04 .04 

Forgiveness .59 22 3.58 21 3.69 19 3.68 -.03 .05 

Modesty .68 21 3.59 22 3.64 23 3.47 -.07 .09 

Prudence .74 12 3.71 20 3.70 22 3.54 -.01 .10 

      Table 2.2 (Continues) 
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Table 2.1 (Continued)       

  Ranks and Means of VIA-IS scales Correlation  

  Present Pakistani 

Sample 

Pakistani sample 

(McGrath, 2015a) 

US sample 

(McGrath, 2015a) 

Present Pakistani 

Sample  

Scales α R M R M R M Gen Age 

Self-regulation .67 24 3.37 24 3.45 24 3.36 .02 .09 

Appreciation .70 13 3.71 15 3.78 15 3.76 -.12* .00 

Gratitude .70 7 3.76 7 3.92 6 3.99 -.08 .11* 

Hope .70 14 3.70 9 3.85 16 3.73 -.02 .05 

Humor .79 20 3.62 18 3.76 8 3.90 .08 .08 

Spirituality .76 6 3.76 4 3.94 21 3.58 -.03 .12* 

N 352 352 476 634933   

rs  - .87*** .53**   

Actual Range of 

scales 

 

1-5 1-5 

1-5   

Note. Love = Capacity to love and be loved, Appreciation = Appreciation of beauty and excellence. Gen = 

Gender (1 = female, 2 = male). rs = Spearman rank order correlations with ranks in present Pakistani sample.   

*p < .05. **p < .01. ***p < .001.  

Table 2.2 shows that all the 24 character strengths – for research purposes – have 

satisfactory to good alpha reliabilities (except forgiveness α = .59) with a median of α = .72. 

Moreover, it shows that present data converged well with the pre-existing US and Pakistani 

data presented in the international study by McGrath (2015a). Honesty, fairness, and kindness 

are among the top five strengths while modesty and self-regulation were among the bottom 

five strengths in all three samples.  

Frequently endorsed character strengths (top five) in the present Pakistani data were 

honesty, fairness, kindness, teamwork, leadership whereas the bottom/least frequently 

endorsed character strengths were modesty, humor, forgiveness, love of learning, and self-

regulation. Among the top five character strengths of present data, four and three converge 

with pre-existing Pakistani and US data (McGrath, 2015a). whereas in the case of the bottom 

five character strengths of present data, four and two converge with pre-existing Pakistani 

and US data (McGrath, 2015a) respectively. Frequently endorsed character strengths of 

Pakistani data from a previous international study (McGrath, 2015a) were fairness, kindness, 



 CHAPTER 2 64 

 

 

  

honesty, spirituality, teamwork, and in the US data (McGrath, 2015a) were honesty, fairness, 

kindness, judgment, and curiosity. Bottom/least frequently endorsed character strengths in the 

Pakistani data from the international study (McGrath, 2015a) were prudence, forgiveness, 

modesty, love of learning, and self-regulation, and in the US sample (McGrath, 2015a) were 

zest, spirituality, prudence, modesty, and self-regulation. 

Spearman rank order correlation indicated that ranks of present data significantly 

correlated with Pakistani and US data from the international study (McGrath, 2015a). 

Stronger association of present data with pre-existing Pakistani data (McGrath, 2015a) 

indicated its full convergence while relatively low correlation in the case of the US data 

(McGrath, 2015a) indicated some of the variations in strengths possession. Correlation of 

demographics (gender and age) with possession of character strengths showed that women 

tend to report a higher level of appreciation of beauty than men. Moreover, age positively 

correlated with gratitude and spirituality. 

Discussion 

Study 2 explored focused on the possession of character strengths and explored the 

convergence of character strength possession of present data with pre-existing Pakistani and 

US data from a large-scale international study conducted by McGrath (2015a). The findings 

of our study support universality in possession of character strengths with greater similarities 

than differences in ranking of strengths. These findings are in line with the claim of Peterson 

and Seligman (2004) about the global acknowledgment of character strengths with the 

possibility of different ranking across cultures. Furthermore, the role of demographics 

(gender and age) was explored in possession of strengths (Peterson & Seligman, 2004). Most 

of the findings from the present research were consistent with the previous literature. Overall, 

the findings were supportive of the global literature on the topic but also manifested unique 

differences that may explain cultural influences reflective in the data from Pakistan.  

Interestingly, the top five and bottom five strengths identified through this data were 

quite similar with pre-existing Pakistani data of international, whereas some of the top and 

bottom strengths of our sample differed from the top and bottom strengths of the US sample 

(McGrath, 2015a). Honesty, fairness, and kindness are among the top five strengths and 

modesty and self-regulation are among the bottom five strengths in all three samples (present 

Pakistani sample, Pakistani, and US sample from the international study). Accordingly, 
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Spearman rank order correlation of the character strengths was significant but became 

relatively weaker for the US sample indicating the role of culture in ranks of character 

strengths possession. The main difference was found on character strengths of spirituality that 

fell in the top-ranked character strengths for Pakistani sample (6th in present Pakistani sample 

and 4th in Pakistani sample from the international study), on the other hand, fell in the 

bottom-ranked character strengths (for US sample i.e., 21st ). Previously, regional differences 

in the character strength of spirituality were also reported in the literature (Choubisa & Singh, 

2011; Park et al., 2006; McGrath et al., 2015a). Moreover, spirituality was among the 

topmost endorsed character strength in studies with the Pakistani sample (Anjum & Amjad, 

2020; McGrath, 2015a).  

Though gender differences for most of the character strengths were non-significant, 

females were higher on the character strength of appreciation of beauty. This trend is 

consistent and supported by a recent meta-analysis (Heintz et al., 2019). Moreover, a positive 

association of age with gratitude and spirituality were in line with the non-conclusive (i.e., 

most studies found few positive associations, some found negative associations) nature of 

literature concerning relations of character strengths and age (Linley et al., 2007; Littman-

Ovadia & Lavy, 2012a; Azanedo et al., 2014). 

General Discussion of Study 1 and 2 

The chapter explored the relevance and prevalence of character strengths in Pakistan 

to establish the fundamental notion regarding the universality of character strengths (Peterson 

& Seligman, 2004). Two studies are reported to fulfill the stated aims. The relevance of 

character strengths in Pakistan was explored in study 1 by measuring the perception of 

participants about different aspects of the cultural relevance of character strengths. The 

prevalence of character strengths was explored in study 2 by measuring possession of the 24 

character strengths in the Pakistani sample and by comparing their ranks with pre-existing 

Pakistani and US data (McGrath, 2015a). Further, demographic correlates (i.e., age and 

gender) of character strengths were assessed. Overall, the findings from both studies provided 

support to the traditional viewpoint of the universality of character strengths strengthening 

the main agenda of the VIA framework (Dahlsgaard et al., 2005; Peterson & Seligman, 

2004). Moreover, the ubiquity of character strengths goes with the Islamic culture of Pakistan 

as Islamic writings were also considered in the developmental phase of VIA Classification 

(Dahlsgaard et al., 2005). The virtues of VIA Classification were analyzed and finalized by 
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taking insight from Al-Farabi’s work who although did not emphasize religion, however, 

talked about the harmonization of religion and philosophy.  More specifically, the virtues of 

the VIA Classification were explicitly named in Islamic philosophical writings and presently 

found to be relevant and prevalent in Pakistan 

Interestingly, the percentage of participants who perceived the character strength as 

relevant was greater than 70% for all the character strengths and aspects of cultural relevance 

(except for the practice of bravery by women). Comparably, possession of the 24 character 

strengths was also above average (M ≤ 3.49). These findings corroborated the claim of 

universality in possession of character strengths (Peterson & Seligman, 2004). Moreover, the 

convergence of character strengths ranks of current data with ranks of US data (McGrath, 

2015a) again supported the universality claim (Peterson & Seligman, 2004). In the first study, 

the participants were instructed to keep in mind society at large instead of focusing on 

themselves or their smaller groups like family while reporting the cultural relevance of 

character strengths. On contrary to it, the participants were instructed to report about 

themselves in mind as participants being their best judges can tell precisely about the 

possession of their character strengths. The coherent results out of these two different studies 

examining relevance and possession of character strengths speak themselves about the 

robustness of the findings. For instance, on one hand, spirituality in study 1 emerged as a 

highly relevant character strength and on another hand, possession of spirituality in study 2 

ranked at sixth position. In the same way, honesty emerged as a top possessed character 

strength in study 2 and appeared as a highly relevant character strength on four aspects of 

cultural relevance in study 1. Therefore, it is less likely that social desirability has affected 

their responses in reporting about the possession of character strengths. 

Additionally, these two studies also established some of the other criteria of character 

strengths (indirectly). For instance, ubiquity was mainly established by both studies. In 

Study1, this was established by asking participants about their perception of character 

strengths’ understanding by society. However, in Study 2, it is established by measuring 

possession of character strength and comparing it with international data. The criterion of 

being fulfilling, the contribution of strength in the good life of oneself and others (Peterson & 

Seligman, 2004), was tested and established by investigating perceived importance, 

helpfulness, and application of character strengths (Study 1). The criterion of being morally 

valued was also measured and established in Study 1 by taking insight about encouragement 
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and valuableness of strength as well as by asking about parents’ desirability to develop the 

particular strength in their children. One more criterion, the existence of related institutions, 

was also tested and established in Study 1 by asking about the existence of institutions and 

rituals that cultivate character strengths. The criterion of being measurable was tested in 

study 2 that utilized VIA-IS120 to measure possession of character strengths.  

Strengths and Limitations 

The reported studies have noteworthy strengths along with certain limitations to be 

mentioned here. These studies provide evidence about the cultural invariance of character 

strengths from Pakistan through utilizing two distinct methods. Study 1 utilized an 

exceptional and less popular method to claim universality of character strengths; by 

measuring the relevance of character strengths in Pakistan (see Biswas-Diener, 2006 for 

exception). On the other hand, study 2 utilized a conventional approach to claim universality 

of character strengths; by measuring possession of character strengths.  

Despite these strengths, the reported studies had certain limitations as well. First, the 

sample was relatively small and limited in diversity. Pakistan has four provinces with 

extremely different cultures, traditions, and ways of life whereas the participants were drawn 

from only one province of Pakistan (i.e., Punjab). This factor may limit the generalization of 

results considering that perception and prevalence-based studies better serve the purpose with 

a larger sample size. Therefore, it is suggested that future research may include participants 

from other provinces of Pakistan to get a more representative sample for an inclusive 

overview of character strengths in Pakistan. Second, there is a lack of instruments available 

with sound psychometric properties to study the cultural relevance of character strengths. 

Hence, CRCSS was developed as an exploratory survey to analyze perceptions regarding the 

relevance of character strengths yet it requires further psychometric validation. Future 

researchers may investigate and strengthen its psychometric quality. Third, perception about 

character strengths was assessed at one point in time, and possession of character strength at 

another point in time. Considering that socio-cultural event can change the perception and 

level of character strengths, future research may assess both perception and possession at the 

same timeline to make findings more meaningful and comparable.  
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Implications for Research and Practice 

Implications for research. The studies presented in the chapter have made a special 

contribution to the VIA framework. The findings suggested that character strengths have 

widespread utility in less-studied Eastern cultures (here Pakistan). These findings have 

opened a new horizon for the researcher to explore the role of character strengths in different 

applied settings of Pakistan. Criteria of character strengths that are the backbone of the VIA 

Classification of Character Strengths have not been directly studied since existence except by 

initiators of the classification (Park & Peterson, 2007; Peterson & Seligman, 2004). Ruch and 

Stahlmann (2019) stated criteria as a forgotten treasure of the VIA Classification. The present 

studies mainly established the ubiquity of character strength by measuring perception and 

possession of character strengths but also tapped other four criteria of character strengths 

(i.e., fulfilling, morally valued, institutions, and measurable). The findings of the present 

research may facilitate the researchers in the field to get further insight about the role of 

criteria and set a base to further explore the aspects of criteria that are yet under-studied. 

Moreover, CRCSS, although not psychometrically sound, could be utilized by the researcher 

to explore this hidden treasure of the criteria for character strengths.  

Implications for practice. The studies also have certain practical implications for 

micro and macro-level utility of the VIA Classification of Character Strengths. Initial 

evidence about relevance and prevalence of character strengths from Pakistani culture 

implicates their widespread utility at the individual as well as societal level. Pakistani 

participants acknowledged that character strengths exist in Pakistani culture and were viewed 

as important and helpful too. They also acknowledged that parents from Pakistani culture 

wanted to develop character strengths in their children. Moreover, another set of participants 

reported that they possessed character strengths. This implicated the enforcement and 

identification of character strengths at the grass-root level to nurture the best qualities in the 

new generation through early development and training. The findings that character strengths 

are practiced by both gender and age groups (i.e., younger and elders), as well as possession 

of character strengths by both gender and age, implicated that the importance of character 

strengths need to be highlighted by seminars, workshops, and by awareness campaigns.  

Character strengths-relevant behaviors are quite prevalent in Pakistani society. For 

instance, the wall of kindness (i.e., Dewar-e-meharbani) in Punjab points out towards the 

practice of the character strength of kindness. Malala Yousafzai who was on the verge of 
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death to get the education and to highlight the importance of education for girls in less-

developed areas points out the character strength of bravery. However, the promotion of 

strengths-based practices can ensure even more mature and morally sound Pakistani.  

At the macro level, geopolitical leaders, policymakers, religious scholars, and 

educationists can benefit from the findings in devising strategies to develop character 

strengths and enable culturally appropriate expression of character strengths. Further, the 

findings can be utilized by policymakers to develop cultural institutions and to improve 

cultural practices at the grass-root level. Moreover, the findings can be further utilized 

meticulously by social activists, non-governmental organizations, and social media 

influencers to highlight the existence and promotion of character strengths by appreciating 

character strengths-related behaviors.



 

 

 

 

 

Chapter 3 

Role of Character Strengths and 

Signature Strengths Use for Productive 
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Introduction 

The workplace is a natural home for the application of positive psychology (Peterson 

& Seligman, 2004). In general, the topic of strengths is perhaps the most relevant and 

applicable to employees and organizations (Biswas-Diener et al., 2017). Soon after the 

development of the VIA Classification (Peterson & Seligman, 2004), Peterson and Park 

(2006) realized that strengths of character are an ignored but important resource for 

organizations. Character strengths lead people to do the right things that can be productive 

and profitable. On the other side, high-quality performance in organizations often requires 

people to be at their best (Lord, Klimoski, & Kanfer, 2002). This intersection of interest lent 

support for the application of character strengths in the workplace. A growing body of 

research has evinced the relations of variants of character strengths with a range of positive 

experiences and behaviors at work (e.g., Harzer & Ruch, 2013; Littman-Ovadia & Lavy, 

2016). However, their relations with counterproductive work behaviors have rarely been 

studied. Moreover, no prior study exists on character strengths in the work setting of 

Pakistan. Therefore, the present study aimed to examine the role of character strengths and 

signature strengths use for employee productive (job performance and organizational 

citizenship behavior) and counterproductive work behaviors (deviant behavior and workplace 

procrastination) in the work context of Pakistan.  

Peterson and Seligman’s (2004) VIA Classification of Character Strengths proffered a 

starting point for mapping human potentialities and allowed their systematic and comparative 

investigation in the workplace (Peterson & Park, 2006). For instance, strengths of wisdom 

and knowledge being related to the acquisition and use of information, may facilitate 

employee learning and skill enhancement. This enables employees to fulfill the requirements 

of the job and perform complex tasks at work.  As strengths of courage entail the exercise of 

will to accomplish goals in the face of opposition, they can serve as the basis for most of the 

desired but challenging workplace behaviors like tasks that require to speaks up for what’s 

right, being persistent to accomplish core job tasks and being trustworthy. Strengths of 

humanity include positive traits that manifest in caring relationships with others and seem to 

be relevant for interpersonal aspects of the workplace that includes, but not limited to, being 

altruistic, respecting relationships at work, and being aware of the motives and feelings of 

others (e.g., colleagues, work teams and customers). Similarly, the strengths of justice are 

also interpersonal in nature and may be more relevant to the optimal interaction among 
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employees within teams and the larger organization. Strengths of temperance guide against 

different types of excess behaviors. For instance, self-regulatory behaviors guide employees 

to manage their time well, being disciplined, and meeting performance deadlines. Similarly, 

prudent employees shall avoid putting themselves and organizations in risky positions 

leading to undesired consequences. Last but not the least, strengths of transcendence allow 

individuals to forge connections to the larger universe and in that way provide meaning to 

their lives. Optimistic employees take problems as challenges, try to solve them keeping the 

good end in mind, and convert their hopeful beliefs into reality which is productive and 

profitable for them and the organizations.   

Regarding the investigation of character strengths in the working context, two 

perspectives have been utilized. According to the first perspective, relations between the 24 

character strengths and outcomes are of special interest. Correspondingly, extant research 

supported that the possession of specific character strengths (e.g., zest, strengths of wisdom) 

is related to specific outcomes (e.g., job satisfaction, orientation to work, creative 

performance) (e.g., Avey et al., 2012; Peterson et al., 2009). According to the second 

perspective, signature strengths use (independent of their content) and its relations to work-

related outcomes are of special interest. Evidently, strengths use positively associated with 

harmonious passion and wellbeing (Forest et al., 2012) and positive work outcomes (Harzer 

& Ruch, 2014) while negatively associated with negative work outcomes (Littman-Ovadia et 

al., 2017). 

In line with the second perspective, Harzer and Ruch (2013) defined and 

operationalized a form of character strengths-related person-job fit (i.e., number of applied 

signature strengths). The congruence between the job-related tasks and the individual 

signature strengths use can be subsumed within the concept of complementary person-job fit. 

Complementary person-job fit represents the degree to which job and individual each supply 

what the other needs (Kristof, 1996). This fit can be further divided into two types: (1) needs-

supplies-fit and (2) demands-abilities-fit (Edwards & Shipp, 2007; Kristof 1996). However, 

signature strengths use best matches to the need-supplies-fit. In accordance with the 

assumptions of needs-supplies fit, the individual’s signature strengths form the individual’s 

need to be approved to behave congruently with those strengths (Peterson & Seligman, 

2004). The more frequently job tasks allow for the use of individuals’ signature strengths, the 

more the job supplies this need (Harzer & Ruch 2013) and the closer the match. This in turn 
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should be related positively with positive work-related outcomes and inversely with negative 

work behaviors. Research showed that this form of character strengths-related person-job-fit, 

from now on labeled “signature strengths use”, is positively related to favorable work-related 

outcomes like job satisfaction, meaning, engagement, and job performance (e.g., Harzer & 

Ruch, 2013, 2014). However, empirical evidence is lacking regarding negative work 

behaviors. In this study, both perspectives were utilized to get a comprehensive 

understanding of the role of character strengths and signature strengths use for employee 

productive (job performance and organizational citizenship behavior) and counterproductive 

work behaviors (deviant behavior and workplace procrastination) in the specific work context 

of Pakistan. 

Productive work behaviors 

In an organizational setting, employees' behaviors that have a positive impact on the 

goal accomplishment and increased profits for the organization are termed as productive 

work behaviors (Phipps, Prieto, & Ndinguri, 2013). According to Jex and Britt (2008), 

productive behaviors contribute positively to the goals and objectives of the organization. In 

financial terms, productive behavior represents the point at which the organization begins to 

get a return on the investment it has made in the new employee. In this study, the two most 

common forms of productive work behaviors (job performance and organizational citizenship 

behavior) are considered in relation to character strengths and signature strengths use. 

Job performance. Job performance has been studied extensively for several years 

with somewhat difference in operationalization such as task performance (Williams & 

Anderson, 1991), in-role performance (Goodman & Svyantek, 1999), and work role 

performance (Griffin, Neal, & Parker, 2007). In the scope of the present chapter, job 

performance is studied as productive work behavior by utilizing the work role performance 

model by Griffin et al. (2007). This model conceptualizes performance by cross-classifying 

performance at three levels to capture the effectiveness of work behaviors at different levels 

(individual, team, and organization) and three forms to capture the effectiveness of a specific 

type of behavior (proficiency, adaptivity, and proactivity) as dimensions of work role 

performance. Proficiency behaviors reflect the extent to which an employee meets the known 

presumptions and demands of the role as an individual, team member, or organization’s 

member. Adaptivity indicates the extent to which an employee manages with, responds to, 

and/or supports change that affects their role as an individual, team member, or 

organization’s member. Proactivity is defined as the degree to which individuals involve in 
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self-starting, prospective behavior to change their work roles, work situations, or themselves 

as individuals, team members, or organization members. Character strengths have been 

explored rigorously in recent times with different variants of performance such as task 

performance/in-role behaviors (Harzer & Ruch, 2014; Littman-Ovadia & Lavy, 2016; Sosik 

et al., 2019), work role performance (Harzer et al., 2017), and crew resource management 

performance (Littman-Ovadia & Raas-Rothschild, 2018 ). These relations between character 

strengths and variant of job performance ranged between.13 to .50 (see Appendix C for a 

more comprehensive overview). Associations have been found between character strengths 

and self-reported performance (Harzer et al., 2017) as well as supervisory ratings of 

performance (Harzer & Ruch, 2014). Overall, character strengths most substantially 

associated with job performance were curiosity, zest, social intelligence, teamwork, fairness, 

leadership, modesty, self-regulation, and hope. Correlation of strengths use based on the VIA 

Classification of Character Strengths (Lavy & Littman-Ovadia, 2017; Littman-Ovadia et al., 

2017; Harzer et al., 2017) with job performance was between .23-.40 while that of strengths 

use based on other frameworks ranged between .14 -.54 (e.g., Dubreuil, Forest & Courcy 

2014; Kong & Ho, 2016; see Appendix C for a more comprehensive overview).  

Organizational citizenship behavior. Organizational citizenship behavior represents 

the second form of productive behavior examined in the study. Organizational citizenship 

behavior has undergone subtle definitional revisions since the term was coined in the late 

1980s, but the construct remains the same at its core. According to Organ (1988), 

organizational citizenship behavior is an individual’s discretionary behavior. The citizenship 

behaviors are not required by the organization (Organ, 1988, 1997) and are outside of the 

core job tasks (Organ, 1997). Therefore, such behavior is not directly or explicitly recognized 

by the formal reward system. However, these are helpful behaviors and support the social 

fabric of the organization. For example, helping a co-worker to learn new skills or share job 

knowledge (Fox, Spector, Goh, Bruursema, & Kessler, 2012). Organizational citizenship 

behavior enhances the effective functioning of the organization (Borman & Motowidlo, 1997; 

Organ, 1988, 1997). Character strengths have not been studied with organizational citizenship 

behavior but explored with contextual performance (i.e., a related construct). For instance, 

character strengths exhibited positive relation with dimensions of contextual performance 

(job dedication, interpersonal facilitation, and organizational support) in a multisample study 

with different performance ratings (i.e., self and supervisory; Harzer & Ruch, 2014). 

Researchers also provided evidence about the prominent role of signature strengths use in 
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organizational citizenship behavior (Littman-Ovadia et al., 2017). Following a slightly 

different approach to study strengths (other than the VIA Classification), Kong and Ho 

(2016) also found positive relations between strengths use and organizational citizenship 

behavior. Overall, the correlation between strengths use and organizational citizenship 

behavior was between .12-.38 (see Appendix C for a more comprehensive overview).  

Counterproductive Work Behaviors 

Furthermore, to capture a more thorough and extensive picture of work-related 

behaviors, counterproductive work behaviors were also examined. Generally, employees 

behave in ways that contribute positively to the goals of their employing organizations. 

However, employees may also, at times, engage in counterproductive work behaviors that run 

counter to organizational goals. Although less common, these forms of behavior can be quite 

destructive and ultimately costly to organizations (Jex & Britt, 2008). Two common and 

prevailing forms of counterproductive behaviors in organizations, i.e., deviant behavior and 

workplace procrastination, are examined in the present study. 

Deviant behavior. Deviant behavior has been used interchangeably with antisocial 

behavior (Thau, Crossley, Bennett, & Sczesny, 2007) and counterproductive behavior (Omar, 

Vaamonde, & Uribe Delgado,  2012; Rotundo & Sackett, 2002). Workplace deviance is a set 

of voluntary behaviors that violate significant organizational norms and, in doing so, 

threatens the well-being of the organization or its members, or both (Robinson & Bennett, 

1995). Deviant behavior can be categorized into interpersonal deviance and organizational 

deviance. Interpersonal deviance refers to deviant behaviors directed towards individuals 

within the organization, such as managers, coworkers, and subordinates (e.g., making fun of 

someone at work). Organizational deviance refers to deviant behaviors directed towards the 

organization (e.g., taking property from work without permission) (Bennett & Robinson, 

2000). Workplace deviance is a serious and costly problem for organizations. The situation-

based perspective views workplace deviance as an outcome of organizational circumstances, 

actions, or treatment. On the contrary, the person-based perspective involves the employee’s 

personality, characteristics, or emotions determining how they behave regardless of 

situational or environmental factors (Jex & Britt, 2008). Hence, workplace deviance is a 

complex phenomenon and managers need to be cautious in the selection of techniques to 

discourage, decrease, or eradicate employee deviant behaviors. 
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Workplace deviant behaviors with respect to character strengths have been studied 

recently as deviant behaviors (Harzer et al., 2017) or as counterproductive work behaviors 

(Littman-Ovadia & Lavy, 2016; Littman-Ovadia et al., 2017). Character strengths (except for 

creativity, bravery, appreciation of beauty, and humor; Littman-Ovadia & Lavy, 2016) and 

signature strengths use (Littman-Ovadia et al., 2017) negatively correlated with 

counterproductive work behaviors (r = -.09 to -.35; see Appendix C for a more 

comprehensive overview). However, no association was found for character strengths and 

signature strengths use with deviant behavior after Bonferroni correction (Harzer et al., 

2017). The limited and non-conclusive findings call for further research in this area. 

Workplace procrastination. Procrastination is the deliberate delay of action despite 

knowing that one will be worse off because of the delay (Klingsieck, 2013; Steel, 2007). 

Procrastination is a concept that can take different forms in different domains such as work, 

academic, or family. Procrastination at work is the delay of work-related behaviors by 

deliberately engaging (behaviorally or cognitively) in nonwork-related behaviors, with no 

intention of harming the employer, employee, workplace, or client (Metin, Taris, & Peeters, 

2016). It can be categorized into two profoundly different types of behaviors. The first type 

belongs to the restriction of output by employees. Taylor (1911) was the first to define such 

behaviors as soldiering. Recently, soldiering is described as avoidance from work tasks for 

more than one hour a day without aiming to harm others or shifting work onto coworkers 

(Paulsen, 2015). Examples of soldiering include daydreaming, engaging in more pleasurable 

activities than working and taking long coffee breaks. Studies show that this type of work-

avoiding behavior is mostly associated with negative outcomes. The second form of 

procrastination at work is cyberslacking. It has emerged with the wide use of the internet and 

mobile technology for personal purposes during work (Vitak, Crouse, & LaRose, 2011). 

Employees might give the impression of working on their computers when actually shopping 

online, gaming, checking social network sites, or instant messaging.  

Although the procrastinator does not intend to harm the organization; it can have 

negative consequences for the organization. Thus, both forms of workplace procrastination 

are likely to be associated with negative outcomes for organizations (Garrett & Danziger, 

2008) and clearly underline the relevance and significance of studying procrastination within 

the work context. However, procrastination behavior in the workplace has received 

noticeably less attention. Having said that does not imply that procrastination related 
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behaviors has not been present or studied before. Previous studies mainly focused on single 

or specific forms of such behaviors such as presenteeism (D'Abate & Eddy, 2007), 

cyberslacking (Vitak et al., 2011), and empty labor (Paulsen, 2015). Moreover, Ossebaard, 

Oost, Van den Heuvel, and Ossebaard (2014) concluded that reflection on character strengths 

increased the effectiveness of a cognitive behaviorally oriented intervention that intended to 

reduce academic procrastination. However, no prior study exists on the relations between 

character strengths, strengths use, and workplace procrastination to the best of the author’s 

knowledge. Since procrastination causes unnecessary delays in the completion of assigned 

tasks and impedes performance in the workplace. Therefore, its examination as a 

counterproductive work behavior is worth exploration. 

The Present Study 

The present chapter presents the first-ever study of character strengths at work in 

Pakistan. The study aimed at examining the role of character strengths and signature strengths 

use for productive and counterproductive work behaviors. Globally, a substantial amount of 

research has focused on relations of character strengths and their use with productive work 

behaviors. However, limited evidence is available regarding counterproductive work 

behaviors (see Harzer et al., 2017; Littman-Ovadia & Lavy, 2016; Littman-Ovadia et al., 

2017 for exceptions). For this purpose, two productive work behaviors (i.e., job performance 

and organizational citizenship behavior) and two counterproductive work behaviors (i.e., 

deviant behavior and workplace procrastination) are considered in this study.  

Taking indications from the extant literature, the present study is conducted to fill 

some of the identified gaps: (1) although the role of character strengths and signature 

strengths use for task/role performance is well established in international literature, it needs 

further corroboration from Pakistan. (2) Limited studies used supervisory ratings of 

performance that were utilized in the present study to overcome common method bias in self-

ratings of performance (Doty & Glick, 1998). (3) Character strengths were studied in relation 

to contextual performance (Harzer & Ruch, 2014) but not with organizational citizenship 

behaviors. Further, only limited evidence is available on the role of strengths use (measured 

through a general strengths use scale) and organizational citizenship behavior. The present 

study adopted a robust procedure for the computation of signature strengths use at work to 

assess its relation with organizational citizenship behavior. (4) The role of character strengths 

for deviant work behaviors is under-studied as well as non-conclusive findings exist. (5) No 
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study to date investigated the relations between character strengths and workplace 

procrastination.   

Within the scope of the present study, the major aim was to study the relations of 

character strengths and signature strengths use with a combination of work behaviors that 

were not studied before (in Pakistan). However, some of the dimensions should have already 

been measured in previous research to make sure that new knowledge is gained but results 

could also be compared to previous results. It is expected that character strengths and 

signature strengths use will be positively related to productive work behaviors (i.e., job 

performance and organizational citizenship behavior) and will be negatively related to 

counterproductive work behaviors (i.e., deviant behavior and workplace procrastination). The 

greatest interest of the present study is to identify the most important predictors of various 

dimensions of productive (job performance and organizational citizenship behavior) and 

counterproductive work behaviors (deviant behavior and workplace procrastination) among 

the 24 character strengths and signature strengths use in the specific context of Pakistan. It is 

expected that certain character strengths and signature strengths use will be the most 

important predictors of productive and counterproductive work behaviors. 

Method 

Participants 

The sample consisted of 227 employees (132 men, 95 women) from various 

occupations like academia, computer science, customer services, supply chain management 

(planning and process), microbiologists, finance, marketing, and sales personnel. The 

employees’ mean age was 28.81 years (SD = 6.08, range = 19-56 years). They were highly 

educated; as 167 indicated having a master’s degree, 15 having a doctoral degree, 42 finished 

a college degree, and three participants having matriculation certificate. They reported 

communication experience in the English language with a mean of 8.44 (SD = 4.08) which 

indicated their fluency in the English language. Most of the employees had full-time job (n = 

214) while few had part-time job (n = 13). The employees had a mean job tenure of 4.01 

years (SD = 4.47, range = 1-26 years).  

Overall, 124 supervisors (103 men, 21 women) with a mean age of 35 years (SD = 

9.53, range = 22- 67 years) filled in the performance rating of their employees. On average, a 

supervisor rated 2 of his/her employees (minimally 1 employee and maximally 15 
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employees). Ratings from supervisors were taken about their understanding and relationship 

with their employees. The rating of how well they know their employees were taken on a 1 to 

9 scale (1 = not at all to 9 = very well). Most of them rate their employees on 9 (n = 41), 8 (n 

= 67), 7 (n = 64), and 6 (n = 36) which indicated that the supervisors knew the employees 

well and were, therefore, able to evaluate their behavior at the workplace. The rating about 

the relationship with their employees was taken on a 1 to 9 scale (1 = refusing to 9 = very 

friendly). Most of the time supervisors rate their employees on 7 (n =42), 8 (n = 92), and 9 (n 

= 54) which indicated that the supervisors had a very friendly relationship with their 

respective employees. 

Instruments 

The Values in Action Inventory of Strengths (VIA-IS120: Littman-Ovadia, 2015; 

Peterson & Seligman, 2004) is a 120-item measure assessing 24 character strengths (five 

items for each subscale). Participants rate the extent to which each item adequately describes 

them on a 5-point Likert scale ranging from 1 = not like me at all to 5 = very much like me. 

The sample item is “I am always coming up with new ways to do things” (creativity). Internal 

consistencies of the VIA-IS120 ranged from α = .64 to α = .90 with a median of α = .78 

(Littman-Ovadia, 2015). The relations between the scales of the short form and the scales of 

the longer 240-item form ranged from r = .84 (honesty) to r = .96 (hope and teamwork) 

indicating that the short form captured the same constructs such as the 240-item original 

version (Littman-Ovadia, 2015). 

The Applicability of Character Strengths Rating Scales (ACS-RS: Harzer & Ruch, 

2013) is a 96-item measure (four items for each subscale) used to assess the frequency to 

which 24 character strengths of the VIA Classification are applicable in a specific context 

(e.g. work-life in this study). Short paragraphs are provided for each of the character 

strengths, describing character strengths-relevant behavior based on the definitions by 

Peterson and Seligman (2004). These behaviors were rated on a five-point Likert-scale (1 = 

never through 5 = [almost] always) indicating if (a) this behavior is demanded, (b) perceived 

as helpful, (c) perceived as important for the individual, and (d) actually displayed in the 

daily working context. For individual scales, mean values are formed over these 4 ratings. 

The ACS-RS showed good internal consistencies ranged from α = .71 (zest) to α = .90 (love 

and spirituality) with median of .80 (Harzer & Ruch, 2013). Validity was established by 
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assessing the difference in applicability of character strengths in general and work-life, and 

the association of ACS-RS with VIA-IS (Harzer & Ruch, 2013).  

The Work Role Performance Scale (WRPS: Griffin et al., 2007) is a 27-item measure 

assessing the nine dimensions of performance in a specific work role (3 items per subscale). 

The supervisors were asked to rate their employees that how often they had carried out the 

described behavior in the last year on an answer-scale ranging from 1 = (almost) never to 5 = 

very often. It measures performance at three levels (i.e., individual, team, and organization 

level) with respect to three different aspects (i.e., proficiency, adaptivity, and proactivity). 

Sample items are “Carried out the core parts of job well” (individual task proficiency) and 

“Coordinated work with coworkers” (team member proficiency). Griffin et al. (2007) 

reported internal consistencies for three different samples. The internal consistencies for the 

supervisory ratings ranged from α = .83 (team member proficiency) to α = .94 (individual 

task proactivity) with a median of .89. Validity was established by assessing the correlation 

between aggregated self-reported performance with external ratings that provide external 

validity of proactivity (r = .36 to r = .48; Griffin et al., 2007).  

The Organizational Citizenship Behavior-Checklist (OCB-C: Fox et al., 2012) is a 20-

item measure assessing employees’ citizenship behaviors in the workplace. The respondents 

were asked to indicate the frequency to which they have been engaged in the described 

behaviors during the past year on a 5-point answer-scale ranging from 1 = never to 5 = every 

day. Due to the absence of subscales, the composite score of these items is used. The sample 

item is “Picked up a meal for others at work”. Fox et al. (2012) reported internal 

consistencies for OCB-C = .94. Combined factor analysis of OCB-C and CWB-C provided 

evidence of discriminant validity. Furthermore, convergence between OCB-C and other 

measures of OCB provided evidence of construct validity (Fox et al., 2012).  

The Workplace Deviance Scale (Bennett & Robinson, 2000) is a 19-item measure 

assessing employees’ deviant and counterproductive behaviors at the workplace. It has two 

subscales i.e., organizational deviance (12 items) and interpersonal deviance (7 items). The 

respondents were asked to indicate the frequency to which they have been engaged in the 

described behaviors during the past year on a 7-point answer-scale ranging from 1 = never to 

7 = daily. Sample items are “intentionally work slower than you could have worked” 

(organizational deviance) and “act rudely toward someone at work” (interpersonal deviance). 

Bennett and Robinson (2000) reported internal consistencies of subscales as α = .78 and α = 
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.81 for interpersonal deviance and organizational deviance respectively. Convergent and 

discriminant validity was established by assessing the relationship of interpersonal deviance 

and organizational deviance with related and dissimilar behaviors (Bennett & Robinson, 

2000).  

The Procrastination at Work Scale (PAWS: Metin et al., 2016) is a 12 item scale used 

to measure procrastination at the workplace. The scale is comprised of the two subscales 

soldiering (8 items) and cyberslacking (4 items). Participants have to indicate the frequency 

to which they have been exhibit the described behaviors on a scale ranging from 1 = never to 

7 = daily. Sample items are “When I work, even after I make a decision, I delay acting upon 

it.” (soldiering) and “I read news online at work.” (cyberslacking). The internal consistency 

for soldiering was α = .84 and for cyberslacking was α = .69 (Metin et al., 2016). 

Furthermore, Metin et al. (2016) provided evidence for convergent and discriminant validity. 

For instance, moderate correlations with general procrastination (r = 0.46), CWB (r = 0.52), 

and boredom (r = 0.62) and low-to-moderate negative correlations with the sub-dimensions 

of work engagement (r = −0.27 to r = −0.29).  

Procedure 

Data collection. The participants were approached through different ways of 

communication like corporate group emails, display of volunteer participation 

announcements in public places, and using professional contacts of the researchers. A large 

number of employees from the public and private sectors were approached. The participants 

were informed about the purpose and requirements of the study. After expressing their 

consent, the participants completed all the above-listed assessment measures (except WRPS 

as supervisors provided its ratings) utilizing paper-pencil or web-based link.  

Data handling and screening. In total, 356 employees completed the survey. After 

that their respective supervisors were contacted who completed WRPS for them. For the 

finalization of the sample, matching of employee and supervisor data was done. Matching of 

both datasets reduced the sample size to 252 as there was missing data in the supervisor 

ratings. Further, three screening methods were utilized to identify suspicious cases and 

outliers. These included exploratory factor analysis, frequencies of rating anchors of all 

scales, and descriptive analysis. EFA was performed on the transpose data file (i.e. the 

information of each participant is presented in a column and all the variables in rows). The 

author of the dissertation specified 2 factors solution by utilizing the PCA method without 
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rotation. This method identified respondents with suspicious response style. For instance, for 

participants with a regular response style, high loadings were found on factor 1 while for 

participants with suspicious response style high loadings were found on factor 2 or negative 

loadings on factor 1were found. After the identification of participants with a suspicious 

response style, a visual check was performed because suspicious loadings can also result 

from individuals who are at the end of normal distribution. Those participants were removed 

who had a specific pattern in their responses or those who were not coherent with a consistent 

response style, play around with the answer option. The second method, frequency of rating 

anchors, was used to identify those participants who suspiciously often use specific answer 

options. Third, descriptive analysis was calculated to obtain boxplots that provide 

information about outliers. It also provided information about the normality of data. In total, 

25 participants were removed and the final dataset comprised of 227 employees.  

Computation of Signature Strengths Use. Signature strengths use was computed by 

combining individual results of VIA-IS120 and ACS-RS. The VIA-IS120 provides 

information regarding possession of character strengths, ranking them from the highest to the 

lowest; the seven highest have been commonly referred to as ‘signature strengths’ (Littman-

Ovadia, 2015; Peterson & Seligman, 2004). The ACS-RS measures the degree to which each 

of the character strengths is applicable at work (Harzer & Ruch, 2013). A character strength 

among the seven highest within an individual was only defined as being signature strengths 

use, if (a) the VIA-IS120 score (self-rating) was 3.5 or higher (i.e., this is equal to possessing 

a character strength “at least slightly”) and if (b) the ACS-RS score was 4 or higher (i.e., this 

is equal to applicability that is at least rated as “often”). As a result, individual scores of 

signature strengths use varied between 0-7. The computation is operationalized as the number 

of applied signature strengths (Harzer & Ruch, 2013) which has been utilized in some 

previous studies (e.g., Harzer et al., 2017; Hoge et al., 2020; Strecker et al., 2019). 

Results 

Preliminary Analyses 

Reliability and descriptive analyses were conducted to examine internal consistencies 

and descriptive information of utilized measures. Skewness and kurtosis were computed to 

check the assumption of normal distribution. Further, the relations of demographics (i.e. 

gender, age, education, and job tenure) with 24 character strengths and signature strengths 

use were also assessed. These demographics were considered for analysis because of their 
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importance in the literature (i.e., gender and age) and their practical relevance to the working 

context (i.e., education and job tenure). Table 3.1 provides an overview of descriptive 

statistics, reliability, normality, and correlations of utilized measures.   

Table 3.1 

Descriptive Statistics, Reliability, and Correlations of Study Variables with Demographics 

(Gender, Age, Education, Tenure) 

 
Descriptive and Reliability Normality  Correlations 

Scales Min Max M SD  Skew Kur Gen Age Edu Ten 

Character Strengths-Self-ratings (VIA-IS120)        

Creativity 1.00 5.00 3.63 0.73 .74 -0.33 0.10 .08 .03 -.02 -.02 

Curiosity 1.20 5.00 3.65 0.67 .68 -0.29 -0.03 .04 .01 .04 -.03 

Judgment 1.80 5.00 3.77 0.62 .63 -0.49 -0.20 .00 .00 .08 -.04 

Love of Learning 1.20 5.00 3.41 0.78 .67 -0.19 -0.19 .00 .06 .01 -.01 

Perspective 1.80 5.00 3.66 0.66 .65 -0.45 -0.01 -.03 .07 .00 -.05 

Bravery 1.40 5.00 3.63 0.70 .66 -0.36 -0.14 .07 .07 .04 -.02 

Perseverance 1.60 5.00 3.79 0.67 .68 -0.46 -0.15 .00 .10 .10 .05 

Honesty 1.80 5.00 4.13 0.60 .65 -0.73 0.48 -.06 .10 .18** .00 

Zest 1.00 5.00 3.72 0.69 .69 -0.76 1.24 .05 .05 .08 -.05 

Love 1.00 5.00 3.78 0.74 .67 -0.86 1.10 .12 .03 .15* .08 

Kindness 2.00 5.00 3.97 0.66 .67 -0.62 -0.18 .04 .04 .06 .03 

Social Intelligence 1.80 5.00 3.77 0.66 .66 -0.39 -0.02 .00 .00 .07 -.06 

Teamwork 2.00 5.00 3.90 0.61 .68 -0.32 -0.16 .02 .02 -.02 -.05 

Fairness 2.20 5.00 3.97 0.64 .72 -0.48 -0.37 .00 -.01 .08 -.02 

Leadership 1.60 5.00 3.91 0.63 .68 -0.62 0.19 -.01 .04 .06 -.04 

      Table 3.1 (Continues) 
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Table 3.1 (Continued)            

 Descriptive and Reliability Normality  Correlations 

Scales Min Max M SD  Skew Kur Gen Age Edu Ten 

Forgiveness 1.60 5.00 3.60 0.68 .55 -0.37 -0.47 -.01 .00 .01 -.10 

Modesty 1.60 5.00 3.59 0.72 .64 -0.49 -0.15 -.04 .04 -.01 -.08 

Prudence 1.60 5.00 3.72 0.68 .68 -0.63 -0.03 -.02 .12 .14* .05 

Self-regulation 1.20 5.00 3.33 0.82 .66 -0.24 -0.55 .01 .14* .12 .02 

Appreciation 1.80 5.00 3.73 0.69 .66 -0.46 -0.06 -.08 -.02 .03 -.09 

Gratitude 2.00 5.00 3.77 0.66 .64 -0.42 -0.31 -.09 .04 .14* .01 

Hope 1.40 5.00 3.74 0.69 .65 -0.56 0.27 .01 .02 .06 -.03 

Humor 1.20 5.00 3.61 0.76 .74 -0.43 -0.27 .07 .07 .04 -.03 

Spirituality 1.60 5.00 3.75 0.76 .75 -0.43 -0.38 -.03 .05 .14* .00 

Signature Strengths Use 0.0 7.00 3.82 2.19 - -0.39 -0.94 .01 .15* .15* .09 

Job Performance --Supervisory ratings      

Individual Task Proficiency 2.00 5.00 4.04 0.73 .76 -0.90 0.56 -.09 .00 .09 .01 

Individual Task Adaptivity 1.67 5.00 3.89 0.72 .74 -0.66 -0.05 -.11 -.04 .04 -.05 

Individual Task Proactivity 1.00 5.00 3.82 0.80 .79 -0.83 0.70 -.13* .00 .11 -.01 

Team Member Proficiency 1.33 5.00 4.02 0.70 .70 -0.76 0.79 -.07 .01 .03 .01 

Team Member Adaptivity 1.67 5.00 3.91 0.72 .72 -0.64 0.08 -.12 -.04 .05 -.08 

Team Member Proactivity 1.00 5.00 3.77 0.77 .73 -0.64 0.35 -.10 -.01 .06 -.04 

Orgl Member Proficiency 1.00 5.00 3.83 0.86 .82 -1.00 0.96 -.06 -.05 .05 -.02 

Org Member Adaptivity 1.00 5.00 3.78 0.82 .80 -0.75 0.35 -.10 -.08 .06 -.16* 

       Table 3.1 (Continues) 
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Table 3.1 (Continued)         

 Descriptive and Reliability Normality  Correlations 

Scales Min Max M SD  Skew Kur Gen Age Edu Ten 

Org Member Proactivity 1.00 5.00 3.71 0.89 .80 -0.74 0.25 -.12 -.04 .06 -.10 

Total Performance 1.74 5.00 3.86 0.66 .96 -0.71 0.18 -.12 -.04 .07 -.06 

Organizational Citizenship Behavior--Self-ratings         

Citizenship Behavior 1.30 4.95 3.48 0.80 .93 -0.29 -0.36 .10 .00 .12 .06 

Deviant Behavior --Self-ratings          

Interpersonal Deviance 1.00 6.86 2.22 1.18 .82 1.40 2.02 .14* -.14* -.05 -.09 

Organizational Deviance 1.00 6.08 2.07 1.00 .87 1.36 1.77 .04 -.16* -.09 -.14* 

Workplace Procrastination --Self-ratings          

Soldiering 1.00 6.63 2.71 1.37 .90 0.87 -0.85 .03 -.14* .03 -.10 

Cyberslacking 1.00 7.00 3.16 1.55 .76 0.40 -0.88 .10 -.03 -.02 -.12 

Note. N = 227 employees (95 women, 132 men), N = 124 supervisors (21 women, 103 men). Skew = Skewness. 

Kur = Kurtosis. Gen = Gender (1 = female, 2 = male). Edu = Education level (1 = secondary school education to 

4 = doctoral degree). Ten = Tenure (in years).  

Love = Capacity to love and be loved, Appreciation = Appreciation of beauty and excellence.                                             

*p < .05. **p < .01. 

Table 3.1 shows that all study variables have satisfactory to good internal 

consistencies for research purposes. Moreover, all scales demonstrated satisfactory variability 

in response. Specifically, VIA-IS120 revealed satisfactory reliability with a median of .67. 

Supervisory ratings on the job Performance Scale showed good reliability with a median of 

.77. Scales of organizational citizenship behavior, deviant behavior, and workplace 

procrastination also exhibited good reliabilities. Furthermore, skewness and kurtosis values 

indicated normal distribution they fell within the acceptable range (i.e., ± 2; Gravetter & 

Wallnau, 2014). Bivariate correlation of study variables with demographics indicated that 

gender, age, education, and job tenure slightly correlated with study variables. Women scored 

higher on supervisory ratings of individual proactivity and men scored higher on 

interpersonal deviance. Age was positively related to self-regulation and signature strengths 
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use while it was negatively related to both dimensions of deviant behaviors and soldiering. 

Further, positive relations of education with honesty, love, prudence, gratitude, spirituality, 

and signature strengths use were found. Considering these findings, these important 

demographics were controlled for further analysis to avoid any bias in results. 

Partial Correlations of Character Strengths and Signature Strengths Use with Work 

Behaviors 

It was assumed that 24 character strengths and signature strengths use correlate 

positively with productive work behaviors (job performance and organizational citizenship 

behavior) and negatively with counterproductive work behaviors (i.e. deviant behavior and 

workplace procrastination) after controlling the effects of demographics (age, gender, 

education, job tenure) and survey administration. Survey administration was considered as an 

important control variable due to the use of two methods of administration (i.e. online 

administration and paper-pencil based administration).   
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Table 3.2  

Partial Correlations of Character Strengths, Signature Strengths Use with Productive (Job Performance and Organizational Citizenship 

Behavior) and Counterproductive (Deviant Behavior and Workplace Procrastination) Work Behaviors after Controlling for Demographics  

 Productive Work Behaviors Counterproductive Work Behaviors 

 Job Performance OCB Deviance Procrastination 

Variables I_Prof I_Adap I_Proa T_Prof T_Adap T_Proa O_Prof O_Adap O_Proa Total OCB IPD OD Sold Cyber 

Creativity .27*** .28*** .25*** .14* .21*** .22*** .27*** .28*** .24*** .28*** .28*** -.31*** -.34*** -.13* -.16* 

Curiosity .24*** .26*** .18** .15* .19** .16* .27*** .28*** .28*** .27*** .37*** -.31*** -.29*** -.10 -.08 

Judgment .24*** .17* .14* .07 .11 .11 .09 .15* .11 .16* .22*** -.23*** -.19** -.10 -.07 

Love of learning .25*** .28*** .20** .17** .18** .17** .22*** .21*** .20** .25*** .32*** -.32*** -.30*** -.07 -.09 

Perspective .24*** .22*** .13*** .12 .12 .20** .29*** .28*** .23*** .24*** .24*** -.23*** -.23*** -.09 -.11 

Bravery .23*** .22*** .16* .09 .13 .14* .25*** .24*** .23*** .22*** .26*** -.25*** -.26*** -.11 -.10 

Perseverance .14* .10 .06 .09 .13 .10 .16* .12 .06 .12 .34*** -.20** -.26*** -.16* -.12 

Honesty .22*** .15* .03 .14* .10 .05 .07 .08 .02 .11 .30*** -.26*** -.26*** -.19** -.17* 

Zest .21** .22*** .18** .09 .14* .14* .30*** .25*** .25*** .24*** .36*** -.26*** -.35*** -.10 -.12 

Love .20** .21** .14* .15* .20** .14* .15* .14* .09 .18** .34*** -.29*** -.33*** -.10 -.14* 

Kindness .14* .13 .02 .07 .07 -.01 .02 .02 -.01 .06 .32*** -.32*** -.29*** -.12 -.16* 

Social intelligence .16* .12 .12 .09 .11 .06 .04 .11 .07 .11 .27*** -.21** -.18** -.16* -.09 

Teamwork .21** .18** .12 .13 .16* .10 .17* .17* .14* .18** .36*** -.20** -.21*** -.07 -.12 

             Table 3.2 (Continues) 
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Table 3.2 (Continued)  

 Productive Work Behaviors Counterproductive Work Behaviors 

 Job Performance OCB Deviance Procrastination 

Variables I_Prof I_Adap I_Proa T_Prof T_Adap T_Proa O_Prof O_Adap O_Proa Total OCB IPD OD Sold Cyber 

Fairness .14* .09 .03 .12 .09 -.02 .01 .04 .00 .06 .32*** -.23*** -.24*** -.22*** -.22*** 

Leadership .29*** .28*** .18** .13 .18** .14* .16* .24*** .19** .23*** .35*** -.27*** -.26*** -.14* -.17* 

Forgiveness .29*** .27*** .20** .16 .21** .16* .18** .21** .17* .24*** .29*** -.35*** -.42*** -.13 -.18** 

Modesty .25*** .25*** .21** .19** .24*** .17* .24*** .27*** .24*** .27*** .34*** -.29*** -.34*** -.03 -.11 

Prudence .21*** .16* .14* .11 .09 .04 .15* .16* .11 .15* .31*** -.21** -.21** -.06 -.13* 

Self-regulation .22*** .19** .12 .15* .18** .08 .28*** .27*** .21** .22*** .32*** -.27*** -.28*** -.03 -.08 

Appreciation .24*** .16* .11 .16* .16* .06 .13* .15* .14* .17* .31*** -.25*** -.27*** -.04 -.12 

Gratitude .22*** .20** .14* .08 .14* .11 .25*** .21*** .21** .21** .26*** -.23*** -.21** -.01 -.07 

Hope .32*** .33*** .25*** .21*** .22*** .19** .27*** .29*** .27*** .31*** .33*** -.21*** -.24*** -.04 -.09 

Humor .08 .09 .06 .07 .08 .00 .06 .09 .12 .09 .31*** -.08 -.12 .06 .04 

Spirituality .24*** .19** .13 .11 .14* .09 .22*** .21** .16* .20** .22*** -.19** -.18** -.03 -.03 

SSU  .27*** .19** .18** .11 .15* .10 .16* .13 .08 .18** .40*** -.22*** -.21*** -.05 -.07 

Note. Demographics = gender, age, education, job tenure and survey administration. I = Individual task performance, T = Team member performance, O = Organizational 

member performance, Prof = Proficiency, Ada = Adaptability, Proa = Proactivity, Total = Total Performance. OCB = Organizational Citizenship Behavior. IPD = 

Interpersonal deviance, OD = Organizational deviance. Sold = Soldiering, Cyber = Cyberslacking. Love = Capacity to love and be loved, Appreciation = Appreciation of 

beauty and excellence. SSU = Signature strengths Use.  

N = 227 employees (95 women, 132 men), N = 124 supervisors (21 women, 103 men). * p < .05. ** p < .01. *** p < .001.
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Table 3.2 shows that both character strengths and signature strengths use correlated 

positively with job performance and organizational citizenship behavior and negatively with 

deviant behavior and workplace procrastination. Statistically significant correlation coefficients 

of character strengths and signature strengths use for productive work behaviors ranged between 

.13 (p < .05; for organization member proficiency) and .40 (p < .001; for organizational 

citizenship behavior) with a median absolute coefficient of .21. The correlation coefficient of 

character strengths and signature strengths use for counterproductive work behaviors ranged 

between -.13 (p < .05; for workplace procrastination) and -.42 (p < .001; for deviant behavior) 

with median absolute coefficients of -.23.  

More specifically, creativity, curiosity, love of learning, modesty, and hope positively 

correlated with all the dimensions of productive work behaviors. Other than these character 

strengths, certain character strengths (except humor) correlated with different dimensions of job 

performance. For instance, character strengths of zest, love, leadership, and forgiveness related 

with eight dimensions, character strengths of perspective, bravery, self-regulation, appreciation 

of beauty and gratitude correlated with seven dimensions, character strengths of teamwork and 

spirituality correlated with six dimensions, and prudence correlated with five dimensions of job 

performance. Furthermore, positive correlations of all the 24 character strengths and signature 

strengths use were found for self-rated organizational citizenship behavior, the second productive 

behavior in this study. Regarding counterproductive behaviors (i.e. deviant behavior and 

workplace procrastination), creativity, honesty, fairness, and leadership negatively correlate with 

all the dimensions of counterproductive work behaviors. All character strengths (except humor) 

are negatively related to both dimensions of deviant behavior. However, for workplace 

procrastination, creativity, honesty, fairness, and leadership were negatively correlated with 

soldiering as well as cyberslacking. Moreover, signature strengths use positively correlated with 

five dimensions of job performance, total performance, and organizational citizenship behavior 

while negatively correlated with workplace deviance. 

Predictors of Productive and Counterproductive Behaviors at Work 

Multiple linear regression analyses using the stepwise method were performed to 

examine the important and best predictors of productive (job performance and organizational 

citizenship behavior) and counterproductive behaviors (deviant behavior and workplace 
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procrastination) at work among 24 character strengths and signature strengths use. Fifteen sets of 

stepwise regressions were performed in this regard. Specific predictors were entered in the 

regression model based on the significant correlations to overcome any suppression effect. Table 

3.3 presents the final model for each of the multiple linear regression analyses. 

Table 3.3 

Multiple Regression using Stepwise Method for Productive (Job Performance and 

Organizational Citizenship Behavior) and Counterproductive (Deviant Behavior and Workplace 

Procrastination) Work Behaviors 

Dependent Variables Predictors R2 Adjusted R2 B S.E. β 

Supervisory Ratings of Job Performance 

Individual Proficiency Hope   0.26 0.07 .25*** 

 SSU .13 .12 0.06 0.02 .17* 

Individual Adaptivity Hope   0.27 0.08 .25*** 

 Love of Learning .13 .12 0.14 0.07 .15* 

Individual Proactivity Hope .06 .06 0.30 0.08 .26*** 

Team Proficiency Hope .04 .04 0.21 0.07 .21** 

Team Adaptivity Modesty .06 .06 0.25 0.06 .25*** 

Team Proactivity Creativity .04 .04 0.22 0.07 .21** 

Organization Proficiency Zest   0.27 0.09 .21** 

 Self-regulation .11 .10 0.17 0.08 .16* 

Organization Adaptivity Hope   0.24 0.09 .20** 

 Modesty .11 .10 0.21 0.08 .18* 

Organization Proactivity Hope   0.26 0.09 .20** 

 Modesty .10 .09 0.19 0.09 .16* 

Total Performance Hope   0.22 0.07 .23*** 

 Modesty .12 .11 0.15 0.07 .16* 

Table 3.3 (Continues) 
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Table 3.3 (Continued) 

Dependent Variables Predictors R2 Adjusted R2 B S.E. β 

Organizational Citizenship Behavior 

OCB SSU   0.08 0.03 .21** 

 Curiosity   0.25 0.08 .21** 

 Love .21 .20 0.16 0.08 .15* 

Workplace Procrastination 

Soldiering Fairness .04 .04 -0.46 0.14 -.21*** 

Cyber Slacking Fairness .05 .04 -0.53 0.16 -.22*** 

Deviant Behavior 

Interpersonal Deviance Forgiveness   -0.34 0.12 -.20** 

 Love of Learning    -0.28 0.10 -.19** 

 Kindness .18 .17 -0.30 0.12 -.16* 

Organizational Deviance Forgiveness   -0.38 0.11 -.26*** 

 Love   -0.22 0.09 -.16* 

 Creativity .20 .19 -0.20 0.10 -.15* 

Note. OCB = Organizational citizenship behavior. Love=Capacity to love and be loved. SSU = 

Signature strengths use.                                                                                                                    

N = 227 employees (95 women, 132 men), N = 124 supervisors (21 women, 103 men).              

*p < .05. **p < .01. ***p < .001.  

Table 3.3 shows that for each dependent variable on an average two significant predictors 

emerged (minimum one and maximum three predictors). For productive work behaviors, one or 

two important predictor emerged for all dimensions of job performance and three for 

organizational citizenship behavior. Pertaining to job performance, hope and Modesty emerged 

as an important predictors of organization adaptivity, F (2,224) = 13.93, p = .00, organization 

proactivity, F (2,224) = 11.74, p = .00, and total performance, F (2,224) = 14.91, p = .00. 

Signature strengths use and hope were the prominent predictors of individual proficiency, F 

(2,224) = 16.58, p = .00. Hope and love of learning emerged as prominent predictors of 

individual adaptivity, F (2,224) = 15.93, p = .00. Zest and self-regulation were the significant 
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predictors of organization proficiency, F (2,224) = 13.56, p = .00. Hope was the prominent 

predictor of individual proactivity, F (1,225) = 15.70, p = .00, and team proficiency, F (1,225) = 

10.08, p = .002. Modesty emerged as prominent predictor of team adaptivity, F (1,225) = 15.39, 

p = .00, and creativity was the only predictor of team proactivity, F (1,225) = 9.96, p = .002. 

Further, signature strengths use, curiosity, and love were prominent predictors of organizational 

citizenship behavior, F (3,223) = 19.32, p = .00. 

Regarding counterproductive work behaviors, three important predictors were found for 

both dimensions of workplace deviance and one for both dimensions of workplace 

procrastination. Forgiveness, love of learning, and kindness emerged as negative predictors of 

interpersonal deviance, F (3, 223) = 15.96, p = .00. Forgiveness, love and creativity emerged as 

negative predictors of organizational deviance, F (3, 223) = 19.06,  p = .00. Fairness negatively 

predicted soldiering, F (1, 225) = 10.66, p = .001, as well as cyberslacking, F (1, 225) = 11.11, p 

= .001. 

Discussion 

The present study aimed at examining the relations of character strengths and signature 

strengths use with productive (job performance and organizational citizenship behavior) and 

counterproductive work behaviors (deviant behavior and workplace procrastination). The 

greatest interest was to identify important predictors of productive and counterproductive work 

behaviors among 24 character strengths and signature strengths use. Supervisory ratings of job 

performance were taken to reduce common method bias. On one hand, this study contributed to 

the international literature on the role of character strengths and signature strengths use at work 

through simultaneous evaluation of productive and counterproductive work behaviors. On the 

other hand, it also brought evidence from a culturally different and under-studied work context 

of Pakistan. Taking all the findings together, it can be concluded that character strengths and 

signature strengths use matter at work. 

As expected, character strengths and signature strengths use positively related to 

productive work behaviors and negatively related to counterproductive work behaviors. Among 

the dimensions of job performance, individual task proficiency has the most co-occurring 

relations with 23 character strengths. Individual task proficiency behavior reflects the degree to 
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which an employee meets the core tasks expectations of its role (Griffin et al., 2007) which is 

correlated with the role clarity of employees (Griffin et al., 2007). The behavioral nature of job 

performance (Motowildo, Borman, & Schmit,1997) can be analyzed by the other associated 

people at work (e.g., supervisors). Since individual task proficiency is the core aspect of the job 

that is assigned by the supervisors and can be easily observed and judged by them. On the 

contrary, team member performance and organizational member performance are behaviors that 

contribute to the team and organizational effectiveness respectively and do not tap core aspects 

of an individual’s job performance or less observable as part of performance evaluation. For 

instance, a sample item from organization member performance was ‘defended the organization 

if others criticized it’, such behaviors are more likely to occur among extended work teams or 

outside organizations. Therefore, the association between a number of character strengths and 

supervisory ratings of individual task proficiency robustly authenticates this aspect. Moreover, 

signature strengths use correlated positively with six dimensions of job performance. These 

findings of the role of character strengths and signature strengths use in job performance are in 

line with the previous literature. For instance, specific character strengths showed association 

with self-rated job performance (Harzer & Ruch, 2014; Harzer et al., 2017; Littman-Ovadia & 

Lavy, 2016) as well as with supervisory-rated task performance (Harzer & Ruch, 2014). Further, 

literature guided that the participants who rated their signature strengths as beneficial at work 

seemed to be the better performer (Harzer & Ruch, 2014) as signature strengths use is person-job 

fit that explains specific parts of the variance in job performance (Harzer et al., 2017). Hence, 

using strengths at work improves job performance (Lavy & Littman-Ovadia, 2017; Littman-

Ovadia et al., 2017). 

The second productive work behavior, organizational citizenship behavior showed 

positive correlations with all 24 character strengths as well as with signature strengths use. In 

literature, character strengths were not explored exclusively with organizational citizenship 

behavior, however, the role of character strengths was explored with the contextual performance 

which is a commonly known synonym of organizational citizenship behavior (Borman & 

Motowidlo,1993). For instance, similar to the present findings, Harzer and Ruch (2014) also 

found relations of character strengths with contextual performance across different samples and 

using different methods of performance assessment. Literature also supported the present 

findings that the use of strengths at work enhanced organizational citizenship behavior of 
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employees (Lavy & Littman-Ovadia, 2017; Littman-Ovadia et al., 2017). Moreover, Mahomed 

and Rothmann (2019) established the link between strengths use and contextual performance, 

and Kong and Ho (2016) established the link between strengths use and helping behavior. 

Among the two productive work behaviors, character strengths had a stronger correlation 

with organizational citizenship behavior than job performance. Nevertheless, character strengths 

showed a consistent association with job performance as well. This is in accordance with 

Motowidlo et al.’s (1997) theory of individual differences in task and contextual performance. 

They postulated that individual differences have a stronger influence on contextual performance 

than task performance. Moreover, similar to present findings, character strengths had a stronger 

relationship with self and supervisory ratings of contextual performance than self and 

supervisory ratings of task performance (Harzer & Ruch, 2014). These findings can also be 

interpreted in the specific cultural context of Pakistan. Previous literature is evident that 

employees with collectivistic norms are more likely to perform organizational citizenship 

behaviors (Finkelstein, 2014; Moorman & Blakely, 1995) as collectivists are more likely to 

submerge personal goals for the good of the whole. 

Regarding counterproductive work behaviors, both dimensions of workplace deviance 

correlated with 23 character strengths and signature strengths use. The findings were consistent 

with Littman-Ovadia and Lavy’s (2016) work that possession of character strengths negatively 

related to counterproductive work behavior. Present findings were also in line with the study of 

Littman-Ovadia et al. (2017) in which using signature strengths had a robust contribution to 

counterproductive work behaviors. However, inconsistent with another important study in which 

possession of character strengths and signature strengths use did not relate to any of the two 

forms of deviance (i.e., interpersonal deviance and organizational deviance) after applying 

Bonferroni correction (Harzer et al., 2017).  

Moreover, procrastination at work correlated with six to eight character strengths. In 

comparison to deviant behavior, a small number of relations between character strengths and 

procrastination are more likely due to the milder counterproductive nature of procrastination 

behavior at work. Further, the operationalization of workplace procrastination in the study has 

two dimensions, namely soldiering (offline off-task activity, such as taking long coffee breaks, 
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gossiping, or daydreaming) and cyberslacking (online off-task activity, such as reading blogs for 

personal interest). Although, both dimensions of workplace procrastination tend to be associated 

with negative outcomes but some of these behaviors are considered quite acceptable at the 

workplace (Lim & Teo, 2005). An explanation can be at the end of the mixed sample utilized in 

the present study (e.g., teachers, microbiologists, and sales personnel) because the profession has 

an important link to procrastination at work (Ferrari, Doroszko, & Joseph, 2005; Hammer & 

Ferrari, 2002). Moreover, these behaviors appear to be prevalent within professions that use 

computers. In the present technological era, most of the employees have access to the internet 

and exposure to social networking sites and other online platforms. This can result in higher 

levels of cyberslacking at work. It is associated with a higher level of computer skills and 

availability of personal internet (Garrett & Danziger, 2008).  

One notable finding of partial correlation was the absence of the relationship of humor 

with any of the outcomes except organizational citizenship behavior in the present research. By 

definition, humor and organizational citizenship behaviors both aim to support the social fabric 

of society. Both behaviors may contribute to the social fabric of an organization or society as a 

whole by bringing smiles to other people or seeing the light side of the situation. The present 

findings were consistent with the literature. Likewise, the role of humor for self-ratings of 

contextual performance (e.g., interpersonal facilitation) was established earlier but not on 

supervisory ratings of task performance (Harzer & Ruch, 2014). Further, the relation of humor 

with workplace deviance was not established in a study that applied Bonferroni correction 

(Harzer et al., 2017) as well as the one that measured counterproductive work behaviors instead 

of workplace deviance (Littman-Ovadia & Lavy, 2016).  

However, in the present study, character strengths exhibited inflated correlations with 

citizenship behavior and workplace deviance. This might be because of the self-ratings on these 

outcome variables since both of the variables have straight forward connotation and can be 

affected by social desirability. Additionally, the participants knew that their supervisors are also 

involved in the data collection/assessment procedure. This might also have increased the 

possibility to express greater positive and lesser negative work behaviors. Another interesting 

explanation of the above-stated relations might be possible in their categorization of self and 

others-focused behaviors. Organizational citizenship behavior and deviant work behaviors 
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(others-focused) have more significant relations (both in terms of number and size of correlation) 

than job performance and procrastination (self-focused work behaviors). The findings are in line 

with the theoretical assertion of the VIA Classification of Character Strengths. Peterson and Park 

(2006) proposed that the payoff of the character strengths might be less in their individual impact 

than in their social impact, especially in an organizational setting. 

Although relations between variants of character strengths and different work behaviors 

provided an overview of their role at work, however, the main aim was to find out the most 

important predictors of productive and counterproductive work behaviors among the 24 

character strengths and signature strengths use. The results divulged that signature strengths use 

emerged as an important predictor for both productive work behaviors. Hope and modesty were 

the most occurring predictors of job performance. Some other important predictors of 

supervisory ratings of job performance were love of learning, creativity, zest, self-regulation 

whereas for organizational citizenship behavior were curiosity and love.  

The emergence of signature strengths use as an important predictor for productive work 

behaviors provided evidence on a fundamental theoretical notion that signature strengths are 

fulfilling in nature (Peterson & Seligman, 2004). In line with the needs-supplies fit (Kristof, 

1996), the individual’s signature strengths form the individual’s need to be approved to behave 

congruently with those strengths (Peterson & Seligman, 2004). Individuals who use their 

signature strengths at work might experience that what they are best at is useful, needed, and 

asked for at work and resultantly they may perform core duties of the job well as well as support 

the social fabric of the organization. Signature strengths use seems to be a highly beneficial asset 

that predicted job performance (Harzer et al., 2017). Using signature strengths had a unique 

contribution to job (task) performance and organizational citizenship behavior or contextual 

performance (Harzer & Ruch, 2014; Littman-Ovadia et al., 2017). 

The character strength of hope is among the two most occurring important predictors of 

job performance. Hope is the extent to which an individual is expecting a better future and work 

hard to achieve it (Peterson & Seligman, 2004). Therefore, this might help an individual to 

contribute in behaviors related to individual effectiveness at work as well as behaviors related to 

team and organization effectiveness at large. Hope enables him to indulge behaviors related to 
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the effectiveness of the organization and team as the ultimate effectiveness of him in the long 

run. Hence, employees with higher levels of hope should reach higher levels of job performance 

and considered a productive employee as well. According to Snyder (2002), individuals with 

high levels of hope possess more goal‐related strategies and are more motivated to achieve their 

goals than their low hope counterparts. Further, hopeful executives produced more and better 

quality solutions at work (Peterson & Byron, 2008). Hope as a significant predictor of 

performance may characterize that the employees’ expectation about best in future is especially 

important for their performance in a special context of a developing country having an economic 

and industrial crisis. Literature guided that hope was one of the top related character strengths 

with job performance (Littman-Ovadia & Lavy, 2016), crew resource management behaviors in 

pilots (Littman-Ovadia & Raas-Rothschild, 2018), job satisfaction (Peterson et al., 2010), work 

as calling (Smith, 2011). The character strength of hope along love, gratitude, zest, and curiosity 

was consistently and prominently associated with several indicators of life satisfaction (Littman-

Ovadia & Lavy, 2012b; Park et al. 2004; Park & Peterson, 2008) and utilized in the computation 

of happiness strengths (Littman-Ovadia et al., 2017). Happiness strengths have a promising role 

in job satisfaction (Littman-Ovadia et al., 2017) and job performance too (Harzer et al., 2017). 

Modesty is the second most important predictor of job performance is also known as 

humility in management literature. It is a positive trait that protects from excess, letting one's 

accomplishments speak for themselves; not regarding oneself as more special than one is. For 

instance, modesty protects against arrogance (Peterson & Seligman, 2004). Modesty as an 

important predictor for different dimensions of supervisory ratings of performance may have a 

deep-rooted cultural explanation. For example, one study found that in liberal communities, 

modesty might be more associated with values such as self‐transcendence or openness, whereas, 

in conservative communities, modesty may be more associated with respecting authority 

(Schwartz et al., 2012). This is particularly true for Pakistani work setting where respect and 

obedience are the key ingredients to be in the good books of the supervisors. Moreover, the 

social bond hypothesis (Davis et al., 2013) suggests that perceptions of modesty regulate social 

bonds which cause people in interdependent relationships to react to others’ needs as their own. 

They also suggested that appraisals of another person’s modesty help regulate the strength of 

social bonds. Therefore, modest employees are more likely to develop a stronger bond with 

supervisors which can result in more positive performance evaluations by the supervisors. The 

https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Peterson%2C+Suzanne+J
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Byron%2C+Kristin
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emergence of modesty as an important predictor for the team and organizational performance 

points out the social bond between employee and supervisor but does not contribute to individual 

task performance that is the core aspect of job performance. Humility has also been implicated as 

a source of competitive advantage linked to both personal and organizational performance (Vera 

& Rodriguez-Lopez, 2004). Companies with modest CEOs with strong professionalism went 

from being ‘‘good’’ to ‘‘great’’ (about stock performance; Collins, 2001). Moreover, Honesty-

Humility, as a sixth personality trait, was found to play an important role in job performance 

(Johnson, Rowatt, & Petrini, 2011). 

Among other important predictors of job performance, love of learning emerged as an 

important predictor for individual task adaptivity. The findings implicate that in this machine age 

or technological era the one who wants to improve the knowledge and skills easily adjusted with 

the new equipment, processes, and procedures related to core job tasks. Creativity emerged as an 

important predictor of team member proactivity that posited employees who visualize novel 

ways to perform a particular task may not implement it for the individual level core job task. 

However, he may give these novel methods to help the team perform better. The emergence of 

zest and self-regulation as important predictors of organization member proficiency implicate 

that employees who approach life with excitement and energy and able to regulate their feelings 

may positively talk about the organization. Curiosity and love being the other important 

predictors of organizational citizenship behavior highlight that taking interest in all of the 

ongoing experience for its own sake and valuing close relations with others strengthen the social 

fabric of organizations. 

Among the two counterproductive work behaviors, forgiveness emerged as an important 

negative predictor of workplace deviance while fairness emerged as an important negative 

predictor of procrastination. Other important predictors of deviant behaviors were love of 

learning, kindness, love, and creativity. The emergence of forgiveness as an important negative 

predictor of deviant behavior is in line with its definition that forgiveness is an individual’s 

characteristic in which he/she don’t take revenge, give people a second chance and forgive those 

who hurt him/her (Peterson & Seligman, 2004). The research suggested different underlying 

reasons to engage in deviant behaviors (Bennett, 1998; Robinson & Bennett, 1997; Robinson & 

Greenberg, 1999), such as perceived injustice and dissatisfaction. If an individual does not 



 CHAPTER 3 98 

 

  

forgive other people and has hidden grudges then he/she is more prone to deviant behavior. Jones 

(2014) found that individuals demonstrating higher levels of forgiveness were less likely to 

engage in deviant behavior.  

Fairness, an important negative predictor of procrastination, is character strength to treat 

all people the same according to, not letting personal feelings bias decisions about others, and 

giving everyone a fair chance (Peterson & Seligman, 2004). Fairness means showing justice and 

objectivity in a different situation and the emergence of fairness as a negative predictor for 

procrastination goes with this notion. If an individual is fair and sincere with work then he/she 

just tries to complete work on time and does not involve in extra activities that hinder his/her 

duties at work. Other important negative predictors of interpersonal deviant behaviors were love 

of learning, kindness. Employees who want to learn new skills and knowledge and one who do 

favors for others and help them may establish good relations with other people at the workplace 

to fulfill this desire. Moreover, the emergence of love and creativity as important negative 

predictors of organizational deviance incriminate that employees in which sharing and caring are 

reciprocated and think novel ways to do a thing may provide logic to the organization in case of 

perceived injustice rather than damaging it. Overall, the findings from the initial empirical study 

provided promising support on the role of character strengths for different work behaviors in 

Pakistan. It is supportive of fostering knowledge about possession of character strengths and 

offering opportunities to use one’s character strengths in work contexts may positively influence 

work-life (Peterson & Park, 2006). 

Strengths and Limitations 

The present research has provided an expanded overview of the role of character 

strengths for various work behaviors. This study has important strengths that need to be mention 

before acknowledging the limitation of the present study.  The main contribution of the present 

research is the conceptual link between possession of character strengths and work behaviors 

through evidence from a diverse work sample from Pakistan. Exploration of the VIA 

Classification of Character Strength in culturally different work settings established cultural 

sensitivity of positive psychology in general and the VIA Classification of Character Strengths in 

specific. The present study utilized a broader view of character strengths at work in two ways; 

One, by considering both character strengths and signature strengths use as independent 
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variables, and second, by considering a variety of both productive (i.e., job performance, 

organizational citizenship behavior) and counterproductive (i.e., deviant behavior, workplace 

procrastination) work behaviors as dependent variables. Interesting one of both kinds of work 

behavior was self-focused (i.e., job performance and workplace procrastination) and one other-

focused (i.e., organizational citizenship behavior, deviant behavior). The use of a rigorous 

computational method for signature strengths use based upon possession of particular character 

strength and its applicability based on person-job fit was another aspect of the present study. 

Supervisory ratings of job performance and the use of the multidimensional framework to 

overcome the issues of common method bias and behavioral overlap were major strengths of the 

study. However, these findings should be interpreted with caution taking into account limitations 

that are stated in the following section.  

First, deviance and organizational citizenship behavior showed inflated correlations, 

therefore, utilization of a combination of self and supervisory/coworkers/subordinates ratings for 

these work-related outcomes in future research may provide a complete and unbiased picture of 

such work behaviors. Second, the results might be affected by self-selection bias. Because of the 

bold nature of the outcome variables (e.g., deviant behaviors) and requirement of the supervisory 

ratings of the job performance, it was extremely difficult to obtain participation from employees. 

The researcher contacted a large number of potential participants and could bring in only a 

sample of 227 employees. Possibly, a specific group of employees might have opted to partake 

while the large majority refused to participate. Therefore, future researchers should consider 

different strategies to avoid self-selection and to get a more representative sample.  

Third, the use of cross-sectional research design through which causation cannot be 

inferred limits causality. There is a further need for future research using longitudinal, 

experimental, or intervention-based designs to conclude causal relations between character 

strengths and work-related outcomes. Fourth, the data belonged to a mixed sample representing 

diverse professions. Therefore, it is difficult to speculate about the impact of having a certain job 

type or being in a particular sector on the endorsement of character strengths, strengths use, and 

specific behaviors at work. Researchers are encouraged to conduct job-specific studies in the 

future to examine the differences among certain job types or sectors. For instance, a specific 

sector/occupation/department and a whole team can be taken in this regard. 
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Lastly, certain factors might have hampered the participants’ responses on different 

instruments. For instance, team and organization member behaviors might be less relevant for 

the supervisors and might have affected the rating of their employees on these sub-dimensions. 

Likewise, employees working in small teams or remote locations (e.g., sales staff) have less 

opportunity to perform citizenship behaviors and/or deviant behaviors as compared to employees 

working in a large team and on-site. Further, although data analyses showed that the 

procrastination at work scale is a reliable and valid measure, it is still possible that some of its 

items can be less or more relevant (in terms of their content) to participants of specific 

professions. For instance, the item “I read news online at work” might not necessarily represent 

procrastination behavior for a columnist or reporter. Likewise, instant messaging could be an 

internal communication tool among colleagues and can be used for work purposes. 

Implications for Research and Practice 

Implications for research. As a groundbreaking study, the study shall ignite future 

research in the organizational sector of Pakistan and calls for further exploration of the VIA 

Classification of Character Strengths in work settings of Pakistan. Further, the findings of 

signature strengths implicate that person-job fit should be further inquired. Role of character 

strengths and signature strengths use for different dimensions of workplace procrastination such 

as soldiering and cyberslacking set the ground for fine-grained testing of hypothesis for future 

research. The present research implicates that character strengths and signature strengths use 

negatively related to counterproductive work behaviors especially deviant behavior for which the 

literature is non-conclusive, however, further exploration of this aspect is required. 

Moreover, the findings implicate that future research should examine the role of character 

strengths and signature strengths use for a range of workplace outcomes through (a) potential 

mediators or/and moderators, (b) with specific groups of employees such as blue-collar, specific 

professional groups, and uneducated labor (using appropriate methods of data collection such as 

interviews) and (c) employing more sophisticated designs. For instance, longitudinal designs 

might better work to track changes in character strengths development. Intervention studies will 

help establish causality. Diary studies can be a good alternative to record fluctuations in daily 

signature strength use and relevant outcomes. Further qualitative studies can be appropriate for 
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exploring lived experiences of character strengths role models (digging up the role of internal 

and external factors in shaping those experiences). 

Implications for practice. The findings of the present research can be fruitful for 

employees to improve their productive behaviors and manage their counterproductive behaviors 

at work as the researcher provided strengths profile feedback to participating employees. It can 

be prolific for the organizations to select those employees who possess specific character 

strengths that are required in their roles. Moreover, the implementation of strengths-based 

interventions can be helpful. Based on our results the character strengths of hope, modesty, 

forgiveness, fairness, and signature strengths use can be fostered to improve productive work 

behaviors and reduce counterproductive work behaviors. The study implicates that 

organizational psychologists and HRM experts can utilize a strength-based framework for the 

prosperity of organizations as well as of individuals. For this purpose, they can identify the top 

possessed character strengths and may polish them through different workshops. They can also 

identify that which character strengths are required for which kind of task and may recruit the 

employees accordingly. 

Conclusion 

The chapter presented a pioneering study on the relations between character strengths and 

work behaviors in the specific work context of Pakistan. As expected, most of the findings are in 

accordance with the previous literature affirming that possession of character strengths and 

strength use is positively related with productive behaviors (supervisory ratings of job 

performance and organizational citizenship behavior) and negatively related with 

counterproductive (deviant behavior and workplace procrastination) work behaviors. Specific 

character strengths (e.g., hope, modesty, fairness, and forgiveness) and signature strengths use 

emerged as important predictors of productive and counterproductive work behaviors 

accentuating their contribution to these work behaviors. The findings from empirical 

investigation have expanded international literature on the VIA Classification and supported that 

possession of character strengths and strengths use should be further researched in diverse work 

settings like Pakistan.
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Introduction  

One of the major contributions of positive psychology is to make organizations more 

positive workplaces that promote employee strengths (Oades, Steger, Fave, & Passmore, 

2017). Over the years, researchers and practitioners have also acknowledged the potential 

benefits of implementing positive psychological concepts (e.g., character strengths) to 

improve employee well-being, performance, and bottom-line indicators (Biswas-Diener et al., 

2017). Signature strengths are inherently fulfilling that contribute significantly to individuals’ 

functioning (Peterson & Seligman, 2004). Despite the fact that research on signature 

strengths use in the organizational context has grown considerably, yet several questions 

remain unanswered. On one hand, the study of strengths use and perceived organizational 

support for strengths use have expanded substantially in recent years offering extensive 

evidence on their role for employee-level outcomes (e.g., task performance and job 

satisfaction; Harzer & Ruch, 2014; Lavy & Littman-Ovadia, 2017; van Woerkom, Mostert, et 

al., 2016).  On the other hand, their relations with organization-level outcomes have rarely 

been studied. Moreover, there is a dire need for an overarching theoretical framework that 

explains how strengths use and perceived organizational support for strengths use are linked 

to various work-related outcomes. Therefore, the present study aims to test the motivational 

process of the Job Demands-Resources (JD-R) theory and to extend the role of signature 

strengths use (as personal resource) and perceived organizational support for strengths use (as 

job resource) for organizational outcomes through potentially relevant mediators. 

The JD-R theory (Bakker & Demerouti, 2014) is an expansion of the JD-R model 

(Demerouti, Bakker, Nachreiner, & Schaufeli, 2001; Schaufeli & Bakker, 2004) which 

proposes that all types of job characteristics can be classified into job demands and resources. 

Initial studies on the JD-R model have been restricted to job characteristics and, as a result, 

the role of employees’ personal resources has been neglected. Later on, Xanthopaulau, 

Bakker, Demerouti, and Schaufeli (2007) expanded the JD-R model by examining how 

personal resources operate in relation to the model’s processes. Bakker and Demerouti (2014) 

proposed that personal resources can play a similar role as job resources. Further, the JD-R 

theory proposes that job demands and resources initiate two different processes, such as a 

health-impairment process and a motivational process. Job demands are proposed to play a 

crucial role in the health-impairment process but not in the motivational process (Bakker & 

Demerouti, 2017). Job resources initiate a motivational process that may lead to high work 
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engagement and performance (Bakker & Demerouti, 2007). Substantial evidence exists for 

these dual pathways and confirms unique outcomes of the two processes (Bakker, Demerouti, 

& Verbeke, 2004; Hakanen, Schaufeli, & Ahola, 2008; Simbula, 2010). Because of the 

current focus on personal and job resources (signature strengths use and perceived 

organizational support for strengths use respectively), the present study exclusively aimed at 

testing the motivational process of the JD-R theory to get a further understanding of their role 

as antecedents for different work-related outcomes. In the following figure, the proposed 

research model based on the extended motivational process of the JD-R theory is presented.  

Theoretical Model 

 

Figure 4.1. Proposed Research Model Based on the Extended Motivational Process of the JD-R Theory 

Figure 4.1 shows that signature strengths use and organizational support for strengths 

use are independent variables taken as personal and job resources respectively. Work 

engagement is the intermediate mechanism to connect them with employee-level outcomes 

such as job performance and turnover intentions. The figure also indicates that these 

employee outcomes (outcomes of the original motivational process) act as parallel mediators 

and may lead to organizational outcomes such as organizational performance and turnover. 

Defining aspects and literature of these study variables is reported in the next section. 

Signature Strengths Use as a Personal Resource 

Signature strengths are a sub-set of the person’s most dominant character strengths, 

which a person owns, celebrates, and frequently exercises. Signature strengths use brings 

about positive states such as feeling competent and invigorated (Peterson & Seligman, 2004). 

Employees who use their strengths in the workplace are inclined to perform better and are 
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more proactive (Dubreuil et al., 2014; Harzer & Ruch, 2014), carry out more helping 

behaviors and less counterproductive behaviors (Lavy & Littman-Ovadia, 2017; Littman-

Ovadia et al., 2017) and have lesser turnover intentions (Mahomed & Rothmann, 2020). 

Moreover, the application of strengths at work relates to a variety of positive outcomes such 

as increasing productivity (up to12.5%) and decreasing turnover rates (up to 50%; cf. Hodges 

& Asplund, 2010). In accordance with the JD-R theory, signature strengths use was taken as a 

personal resource and studied at the antecedent level considering the nature and established 

role of signature strengths use as an antecedent for different work-related outcomes (e.g., 

Harzer et al., 2017; Hoge et al., 2020). Personal resources are aspects of the self that are 

generally linked to resiliency and refer to individuals’ sense of their ability to control and 

impact upon their environment successfully (Hobfoll, Johnson, Ennis, & Jackson, 2003). 

Examples include self-efficacy, organizational-based self-esteem, and optimism. Previous 

studies have explored the role of personal resources at different levels such as antecedent 

variable, mediating, and moderating mechanism (Xanthopoulou et al., 2007; Xanthopoulou, 

Baker, Heuven, Demerouti, & Schaufeli, 2008) for work-related outcomes. Personal 

resources contribute to work engagement and performance because resourceful employees 

are better able to deal with high job demands and get the work done (Bakker & Sanz-Vergel, 

2013). However, Xanthopoulou, Bakker, Demerouti, and Schaufeli (2009) found no 

association between personal resources and financial returns. 

Perceived Organizational Support for Strengths Use as a Job Resource 

Along with the emergence of the strengths use as a construct in positive psychology, 

perceived organizational support for strengths use has also received scholars' attention 

(Keenan & Mostert, 2013). Perceived organizational support for strengths use refers to the 

extent to which employees perceive that their organizations support them to use their 

strengths at the workplace (Keenan & Mostert, 2013; van Woerkom, Bakker, & Nishii, 

2016). Organization-wide approaches enable employees to use their strengths as much and as 

often as possible at work (van Woerkom, Mostert et al., 2016; van Woerkom & Meyers, 

2015). Such holistic approaches become manifest in employees' perceptions of organizational 

support for the use of their strengths. Therefore, perceived organizational support for 

strengths use is considered as an important job resource that helps employees to achieve their 

work goals and engage in activities that foster their personal development. It is also important 

for organizations that struggle to gain a competitive advantage (van Woerkom, Bakker et al., 

2016). Previous research has indicated that perceived organizational support for strengths use 
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is positively related to work engagement (Botha & Mostert, 2014), job performance (Stander, 

Mostert, & De Beer, 2014), and negatively related to turnover intentions (Els, Mostert & van 

Woerkom, 2018). In the present study, perceived organizational support for strengths use was 

taken as a job resource as previously established as a job resource in the JD-R theory (Keenan 

& Mostert, 2013; van Woerkom, Bakker et al., 2016). Job resources refer to those physical, 

psychological, social, or organizational aspects of the job that are functional in achieving 

work goals, reduce job demands and the associated physiological and psychological costs, or 

stimulate personal growth, learning, and development (Bakker & Demerouti, 2007; 

Demerouti et al., 2001). Examples include social support from supervisors, participation in 

decision making, and growth opportunities. The role of job resources as antecedent in work-

related outcomes is quite established (e.g., Bakker & Demerouti, 2017; Schaufeli & Bakker, 

2004) and have also been examined for the organizational outcome (Rahmadani, Schaufeli, 

Stouten, Zhang, & Zulkarnain, 2020; Xanthopoulou et al., 2009). 

Work Engagement 

Work engagement is defined as a positive, fulfilling, work-related state of mind that is 

characterized by vigor, dedication, and absorption (Schaufeli, Salanova, Gonzalez-Roma, & 

Bakker, 2002). Vigor refers to high levels of energy and mental resilience while working. 

Dedication refers to being strongly involved in one’s work and experiencing a sense of 

significance, enthusiasm, and challenge. Absorption is characterized by being fully 

concentrated and happily engrossed in work, such that time passes quickly. As per the JD-R 

theory, work engagement is an intermediate mechanism that connects the resources with 

outcomes. Recently, strengths use and perceived organizational support for strengths use 

have been studied as antecedents of work engagement (e.g., Meyers et al., 2019; Mphahlele, 

Els, De Beer, & Mostert, 2018). On the other hand, work engagement has been identified as 

an important indicator for both employees (Demerouti, Bakker, & Gevers, 2015) and 

organizational outcomes (Bakker, 2014). Previous research examined the role of strengths 

use and support for strengths use for work engagement either by utilizing JD-R theory (e.g., 

Stander & Mostert, 2013; van Woerkom, Mostert et al., 2016) or other positive psychology 

frameworks (e.g., Meyers et al., 2019; Lavy & Litman-Ovadia, 2017; see Appendix C for a 

more comprehensive overview). Past research established a moderate to strong positive 

association of work engagement with strengths use (i.e., r = .37-.83; e.g., Bakker et al., 2019; 

Hoge et al., 2020) and perceived organizational support for strengths use (i.e., r = .37-.74; 

e.g., Els et al., 2018; Stander et al., 2014). Literature also guided about the positive 
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association of work engagement with job performance (r = .09-.77; e.g., Demerouti, Bakker, 

& Halbesleben, 2015; Rahmadani et al., 2020) and negative association with turnover 

intentions (r = -.14 to r = -.58; Els et al., 2018). Work engagement is also considered 

important for organization-level outcomes as it contributes to the bottom line (Demerouti & 

Cropanzano, 2010). For instance, a meta-analysis has shown that work engagement is related 

to business unit performance such as customer satisfaction, productivity, profit, employee 

turnover, and accidents (Harter, Schmidt, & Hayes, 2002). In the present research, it was 

therefore expected that the effect of signature strengths use and perceived organizational 

support for strengths use on organizational performance and actual turnover is sequentially 

mediated by work engagement, job performance, and turnover intentions. 

Job Performance 

Job performance is defined as the aggregated value of the distinct behavioral episodes 

that an individual performs over a standard interval of time for the organization (Motowidlo, 

2003). Different models and dimensions of job performance have emerged over time. The 

two known dimensions are in-role versus extra-role performance (Campbell, 1990; Jex & 

Britt, 2008). In-role performance includes the activities that are related to employees’ formal 

role requirements (i.e., technical aspects of a given job) while extra-role performance 

includes activities other than formal role requirements (i.e., skills that transcend the specific 

content of a job such as communication skills and being a team player) that promote 

organizational effectiveness (Borman & Motowidlo, 1997). Literature indicates that 

organizational researchers have learned a great deal about the contributing factors of job 

performance (see Appendix C for a more comprehensive overview). Specifically, the role of 

strengths use in contributing to work role performance, task performance, and contextual 

performance as well as composite job performance (i.e., comprised of in-role and extra-role 

performance) has been established (e.g., Dubreuil et al., 2016; Harzer et al., 2017). 

Correlations of strengths use with job performance ranged between r = .12 to r = .54.  

Furthermore, Lavy and Littman-Ovadia (2017) established the mediating role of work 

engagement between strengths use and productivity. Similarly, the positive association of 

perceived organizational support for strengths use with different types of performance ranged 

between r = .12 to r = .53 (e.g., Mahomed & Rothmann, 2019; Stander et al., 2014). 
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Turnover Intentions 

Organizations strive to improve employees’ job performance as well as retain their 

top performers (Ulrich, 1997). Contrary to retention is the issue of turnover intentions, which 

is the second employee outcome of interest in the present study. Turnover intention is the 

probability that an employee will leave an organization (Mobley, Horner, & Hollingsworth, 

1978). In other words, it is a conscious and deliberate inclination to leave the organization 

(Tett & Meyer, 1993). Behavioral intention is a reliable determinant of actual behavior. This 

implies that turnover intention can be used as a proxy for actual turnover (Jaros Jermier, 

Koehler, & Sincich, 1993; Muliawan, Green, & Robb, 2009). A limited number of studies 

established the negative associations of strengths use and support for strengths use with 

turnover intentions (Els et al., 2018; Mahomed & Rothman, 2020). These associations were r 

= -.26 for strengths use and r = -.28 for perceived organizational support for strengths use. 

Turnover 

Employee turnover is a major concern of all sizes and types of companies including 

the banking sector (Shukia & Sinha, 2013; Sun & Wang, 2017). Turnover is defined as ‘the 

movement of an employee out of an organization’ (Coomber & Barriball, 2007). There are 

mainly two types of turnover, voluntary and involuntary turnover, which differ with respect 

to whether the employee or the employer makes the decision to end the employment 

relationship (Shaw, Delery, Jenkins, & Gupta, 1998). Voluntary turnover occurs when an 

employee voluntarily chooses to resign from the organization whereas involuntary turnover 

occurs when the employer makes the decision to terminate an employee and the employee 

unwillingly leaves his or her position. Similarly, different factors influence turnover. An 

employee’s performance level is an important reason to leave the organization. People who 

perform poorly are more likely to leave. These people may be fired or be encouraged to quit, 

or they may quit because of their fear of being fired. On the other hand, high performers may 

find it easier to find alternative jobs, so when they are unhappy, they can afford to quit their 

jobs voluntarily (Sun & Wang, 2017; Williams & Livingstone, 1994). Employees’ intention 

to leave and actual turnover behavior are two major research foci that have been widely 

integrated into models designed to explore the antecedents of turnover. Turnover intention 

refers to the cognitive precursor of leaving behavior (Steel & Ovalle, 1984). Although some 

efforts have been made to examine the link of strengths use and perceived organizational 

support for strengths use with turnover intentions (e.g., Els et al., 2018; Mahomed & 
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Rothmann, 2020). Little attention has been directed towards the role of strengths use and 

perceived organizational support for strengths use for actual turnover. However, a negative 

association of perceived organizational support for strengths use was found with absenteeism 

(van Woerkom, Bakker et al., 2016), a related withdrawal behavior. The present study seeks 

to fill this gap by including both turnover intention and actual turnover. 

Organizational Performance 

Organizational performance is an umbrella term that covers a number of business 

activities and how they are accomplished. The concept of organizational performance refers 

to whether the organization does well in performing the administrative and operational 

functions according to the mission and whether the organization produces the actions and 

outputs according to the mission or the institutional mandate (Kim, 2005). Organizational 

performance can be measured using objective and/or subjective indicators. Objective 

indicators measure organizational performance in terms of financial or tangible outcomes and 

acclaim to reduce the probability of common method variance (Wall & Wood, 2005). On the 

other hand, subjective indicators of organizational performance (also termed as perceived 

indicators) make use of self-ratings of employees, top management, or key stakeholders and 

are regarded as a reasonable alternative (Allen & Helms, 2002) to study organizational 

performance. Understanding the factors that contribute to organizational performance and 

growth has attracted organizational scholars for decades (Kim & Ployhart, 2014; Mabey & 

Ramirez, 2005). This called for a paradigmatic shift in psychological research and led to a 

revolution that seeks to understand how individuals contribute to organizational performance 

and competitive advantage (Ployhart & Hale, 2014). Limited literature is available on the role 

of employee’s performance in organizational effectiveness (Malik, Ghafoor, & Naseer, 

2011). Moreover, the researchers tested the JD-R model to team / organizational outcomes 

either by testing the whole model at the team level (Torrente, Salanova, Llorens, & Schaufeli, 

2012) or by taking team / organizational outcomes (i.e., team effectiveness, team innovation, 

financial returns) through mediating mechanism of work engagement or burnout (Bakker, van 

Emmerik, & van Riet, 2008; Rahmadani et al., 2020; Xanthopoulou et al., 2009). 

The Present Study 

The purpose of the present study was threefold. First, the study aimed at examining 

the relations of signature strengths use and perceived organizational support for strengths use 

with employee work behaviors and organizational outcomes. This aim strengthened the 
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existing literature (e.g., Lavy & Littman-Ovadia, 2017; Stander et al., 2014) and expanded it 

by taking into account different employee work behaviors as correlates of organizational 

outcomes. It was expected that signature strengths use and perceived organizational support 

for strengths use is positively related to work engagement, job performance, and 

organizational performance while negatively related to turnover intention and turnover. 

Second, the study aimed at testing the motivational process of the JD-R theory to explicate 

the role of signature strengths use as a personal resource and perceived organizational support 

for strengths use as a job resource for different work outcomes. A review of the existing 

research suggested the need for a mechanism that explains how signature strengths use can 

impact a range of work-related outcomes. Therefore, taking insights from the JD-R theory, 

the present study examined how variation in signature strengths use and perceived 

organizational support for strengths use may predict job performance and turnover intentions 

through mediating mechanisms of work engagement. 

The third and the most important aim was to extend the role of personal and job 

resources from employee to organizational outcomes (i.e., perceived and objective 

organizational performance, and actual turnover) through serial and parallel mediation of 

employee level variables (i.e., work engagement, job performance, and turnover intentions). 

Serial mediation assumes a causal chain linking the mediators, with a specified direction of 

causal flow (Hayes, 2012). For instance, signature strengths use possibly will increase work 

engagement which may increase job performance and thus can increase perceived 

organizational performance. Whereas parallel mediation assumes that more than one 

mediator exists in the model that are parallel to one another (Hayes, 2013). For example, 

work engagement may increase top manager’s performance as well as decrease their turnover 

intentions and thus both may increase perceived organizational performance. Despite the 

growing interest in the topic of strengths use and perceived organizational support for 

strengths use (job resource), little is known about their role for the organization level 

outcomes (Hodges & Asplund, 2010; van Woerkom, Bakker et al., 2016). Similarly, there is a 

huge urge for the investigation of the role of personal and job resources for group and 

organization level variables (Bakker & Demerouti, 2017). Previously, limited evidence exists 

on the role of resources in organizational outcomes that has been tested through the mediating 

mechanism of work engagement (Xanthopoulou et al., 2009) but not through employee-level 

outcomes. Whereas literature guides about the contribution of employee level variables in 

organizational level variables (Alfalla-Luque, Marín García & Medina-Lopez, 2015; Bakotić, 
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2016; Kim, 2005). Building on the existing literature, the present study aimed to extend the 

application of two frameworks (i.e., the JD-R theory and the VIA Classification of Character 

Strengths; Bakker & Demerouti, 2014; Peterson & Seligman, 2004) from employee work 

behaviors to organizational outcomes. 

Existing literature highlights the importance of the role of top management’s outcome 

in the organizational outcome (e.g., CEO burnout and firm performance; Sirén, Patel, 

Örtqvist, & Wincent, 2018). Though strengths focus is necessary at all levels, it is important 

that leaders exhibit an openness to use strengths (Biswas-Diener et al., 2017). Considering the 

crucial role of leaders in the business level outcomes, the present investigation utilized a 

sample of top management from different branches of a large bank in Pakistan. Moreover, 

both perceived and objective measures of organizational outcomes were taken to allow for a 

more fine-grained test of the following study hypotheses. 

Hypothesis 1a: Signature strengths use (as a personal resource) and perceived 

organizational support for strengths use (as job resource) are likely to relate positively with 

work engagement, job performance as well as perceived and objective organizational 

performance whereas negatively with turnover intentions and actual turnover. 

Hypothesis 1b: Work engagement is likely to relate positively with job performance 

as well as perceived and objective organizational performance whereas negatively with 

turnover intentions and actual turnover. 

Hypothesis 1c: Job performance is likely to relate positively with perceived and 

objective organizational performance and negatively with actual turnover. 

Hypothesis 1d: Turnover intentions are likely to relate negatively with perceived and 

objective organizational performance and positively with actual turnover. 

Hypothesis 2a: The effect of signature strengths use on perceived organizational 

performance is mediated by work engagement, job performance, and turnover intentions 

(through serial and parallel mediation). 

Hypothesis 2b: The effect of signature strengths use on objective organizational 

performance is mediated by work engagement, job performance, and turnover intentions 

(through serial and parallel mediation). 
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Hypothesis 2c: The effect of signature strengths use on actual turnover is mediated by 

work engagement, job performance, and turnover intentions (through serial and parallel 

mediation). 

Hypothesis 3a: The effect of perceived organizational support for strengths use on 

perceived organizational performance is mediated by work engagement, job performance, 

and turnover intentions (through serial and parallel mediation). 

Hypothesis 3b: The effect of perceived organizational support for strengths use on 

objective organizational performance is mediated by work engagement, job performance, and 

turnover intentions (through serial and parallel mediation). 

Hypothesis 3c: The effect of perceived organizational support for strengths use on 

actual turnover is mediated by work engagement, job performance, and turnover intentions 

(through serial and parallel mediation). 

Method 

Participants 

In this study, 202 top managers (185 men, 17 women) with a mean age of 44.46 years 

(SD = 5.59; range 34-58 years) were recruited from 56 branches of a private bank in Pakistan. 

The sample was highly educated as most of the participants had 18 years of education (n = 

127) and the rest of them have 16 years of education (n = 75). The medium of instruction is in 

the English language in higher education institutions in Pakistan. This also implicates that all 

of them were quite fluent in the English language. Secondly, the participants reported having 

communication experience in the English language with a mean of 19.90 years (SD = 7.58). 

The participants had higher representation from urban areas of Pakistan (n = 150) and 

relatively lower representation from rural areas (n = 52). Most of the participants (i.e., 57.4%) 

belonged to the nuclear family system, and the remaining 42.6% participants belonged to the 

joint family system. 

Instruments 

The Perceived Organizational Support for Strengths Use Scale (POSSU; Keenan & 

Mostert, 2013) is an eight items measure assessing employees’ perceptions of the extent to 

which their organization aims at using their strengths. Participants rate the extent to which 

each item adequately describes their perception of organizational support on a 7-point Likert 
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scale ranging from 1 = almost never to 7 = almost always. The sample item is “This 

organization uses my strengths”. The internal consistency of the scale reported by Keenan 

and Mostert (2013) was α = .97. Keenan and Mostert (2013) also established the factorial 

validity of the measure. 

The Values in Action Inventory of Strengths-Mixed (VIA-IS-M; McGrath, 2017) is a 

96-item measure assessing the 24 character strengths of the VIA Classification (four items for 

each subscale, 2 positively and 2 negatively keyed items). Participants rate the extent to 

which each item adequately describes them on a 5-point Likert scale ranging from 1 = not 

like me at all to 5 = very much like me. The sample item is “I am always coming up with new 

ways to do things” (creativity). Internal consistencies of the VIA-IS-M ranged from α = .62 

(judgment) to α = .85 (love) with a median of α = .77 (McGrath, 2017). Correlation of VIA-

IS-M with VIA-IS-R and with behavioral criteria established validity (McGrath, 2017). 

The Applicability of Character Strengths Rating Scales (ACS-RS; Harzer & Ruch, 

2013) is a 96-item measure (four similar items for each subscale) used to assess the frequency 

to which character strengths of the VIA Classification are applicable in a specific context 

(e.g., work-life in this study). Short paragraphs are provided for each of the 24 character 

strengths, describing character strengths-relevant behavior based on the definitions by 

Peterson and Seligman (2004). These behaviors were rated on a five-point Likert-scale (1 = 

never through 5 = [almost] always) indicating if (a) this behavior is demanded, (b) perceived 

as helpful, (c) perceived as important for the individual, and (d) actually displayed in the 

daily working context. For individual scales, mean values are formed over these 4 ratings. 

The ACS-RS has good internal consistencies (Harzer & Ruch, 2013) ranging from α = .71 

(zest) to α = .90 (love and spirituality) with a median of .80. Validity was established by 

assessing the difference of applicability of character strengths in general and work-life, and 

the association of ACS-RS with VIA-IS (Harzer & Ruch, 2013). 

The Utrecht Work Engagement Scale (UWES, Shorter version; Schaufeli & Bakker, 

2003) is a 9 items measure assessing work engagement (three items for each subscale). 

Participants rate the extent to which each item adequately describes them on a 7-point Likert 

scale ranging from 0 = never to 6 = always. It measures work engagement through three 

subscales (i.e., vigor, dedication, and absorption). However, total scores were computed in 

the present study. The sample item is “I am proud on the work that I do”. Internal 

consistencies of UWES-9 reported by Schaufeli and Bakker (2003) was α = .90. The validity 
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of the scale was established by the negative association of burnout and workaholism with 

work engagement as well as by mediating the role of work engagement between job 

resources and job outcomes (Schaufeli & Bakker, 2003). 

The Job Performance Scale (Goodman & Svyantek, 1999; Shorter version by 

Xanthopoulou et al., 2008) is a six items scale measuring two dimensions of job performance 

including in-role and extra-role performance (3 items per subscale). In the current research, 

an employee’s job performance is operationalized as a combination of employee’s in-role 

performance and extra-role performance (see Bakker & Bal 2010; Rahmadani et al., 2020 for 

similar operationalization). Participants rate the extent to which each item adequately 

describes them on a 7-point Likert scale ranging from 0 = not at all characteristic to 6 = 

totally characteristic. The sample item is “I volunteer to do things not formally required by 

the job”. Internal consistencies of in-role and extra-role performance reported by 

Xanthopoulou et al. (2008) were α = .80 and α = .69 respectively. 

The Michigan Organizational Assessment Questionnaire (MOAQ; Cammann, 

Fichman, Jenkins, & Klesh, 1979) is a questionnaire out of which three items assessing 

turnover intentions were taken. Participants rate the extent to which each item adequately 

describes them on a 5-point Likert scale ranging from 1 = strongly disagree to 5 = strongly 

agree. The sample item is “I often think about quitting.” Internal consistency of turnover 

intentions measured with three items was α = .91 (Cammann er al., 1979). 

The Perceived Organizational Performance Scale (Kim, 2005) is a 12 items measure 

assessing perceived organizational performance (two items per each subscale; internal and 

external efficiency, internal and external effectiveness, as well as internal and external 

fairness). Participants rate the extent to which each item adequately describes them on a 5-

point Likert scale ranging from 1 = strongly disagree to 5 = strongly agree. In the present 

research, a total score was computed. The sample item is “My branch is trying to reduce cost 

in managing the organization and performing works”. Internal consistency reported by Kim 

(2005) was α = .87. 

The Objective Organizational Performance is the measure of annual bank branch 

performance based on several objective criteria such as branch productivity, quality, service, 

and costs. The bank records these financial and non-financial indicators that contribute to the 

relative efficiency of bank branches. In the present study, 56 branches of a 
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commercial/private bank were included and the headquarters provided ratings of all branches 

ranging between 6.50 and 9.00 out of 10.  The said measurement highlights the strengths and 

weaknesses of the branches, their total performance, and relative operating efficiency for 

internal benchmarking. 

The Actual Turnover is the percentage of employees who have left the branch during 

the whole year. The turnover rate for a given year is the number of employees who left the 

bank divided by the number of employees working in that year and expressed as a 

percentage. In the present study, it ranged between 3.08 % to 17.39%. 

Procedure 

Data collection. The participants were approached through the human resources 

department of a private bank in Pakistan. Top management from different branches of the 

bank participated in the present study as a part of their development activity initiated by the 

core management and human resource department of the bank. The participants were 

informed about the purpose and requirements of the study and data collection proceeded after 

their formal consent. The participants completed all the above-listed assessment measures 

utilizing an in-house data collection software of the bank. Further, concerned departments of 

the bank provided information about objective indicators of organizational outcomes (i.e., 

objective organizational performance and actual turnover). 

Data handling and screening. Thorough screening and cleaning of the data were 

performed using three methods to identify cases with suspicious response styles and outliers. 

First, Exploratory Factor Analysis (EFA) was performed on the transpose data file (i.e., the 

information of each participant is presented in a column and all the variables in rows). It was 

computed for all the participants by specifying a two-factor solution through PCA without 

rotation. This method identified respondents with suspicious response style. For instance, for 

participants with a regular response style, high loadings were found on factor 1 while for 

participants with suspicious response style high loadings were found on factor 2 or negative 

loadings on factor 1. After the identification of participants with a suspicious response style, a 

visual check was performed because suspicious loadings can also result from individuals who 

are at the end of normal distribution. Those participants were removed after visual check who 

have a specific pattern in their response style or those who were not coherent with consistent 

response style and play around with the answer option. 
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Second, frequencies of participants on each rating anchors (for instance in the case of 

the VIA frequencies of rating on all five anchors i.e., 1-5) of all scales were computed to 

identify those participants who suspiciously often use specific answers option. Third, 

descriptive analysis was calculated to obtain boxplots that provide information about outliers. 

It also provided information about the normality of data. There were no missing cases as the 

data was taken through an online platform. Based on all these analyses, participants with 

suspicious response styles were removed. Out of 209, seven participants were excluded and 

the final data set consisted of 202 participants. 

Computation of signature strengths use. Signature strengths use was computed by 

combining individual results of VIA-IS-M and ACS-RS. The VIA-IS-M provides 

information regarding possession of character strengths, ranking them from the highest to the 

lowest; the seven highest have been commonly referred to as ‘signature strengths’ (McGrath, 

2017; Peterson &Seligman 2004). The ACS-RS measures the degree to which each of the 

character strengths is applicable at work (Harzer & Ruch, 2013). A character strength among 

the seven highest within an individual was only defined as being signature strengths use, if 

(a) the VIA-IS-M score (self-rating) was 3.5 or higher (i.e., this is equal to possessing a 

character strength “at least slightly”) and if (b) the ACS-RS score was 4 or higher (i.e., this is 

equal to an applicability that is at least rated as “often”). As a result, individual scores of 

signature strengths use varied between 0 - 7. The computation is based on the 

operationalization of the number of applied signature strengths (Harzer & Ruch, 2013) which 

has been utilized in some previous studies (e.g., Harzer et al., 2017; Hoge et al., 2020; 

Strecker et al., 2019). 

Results  

Preliminary Analyses 

Descriptive analyses were conducted to examine minimum, maximum, mean, and 

standard deviation as well as to check the assumption of normal distribution. Further, 

Reliability analyses (Cronbach’s alpha) were conducted to examine internal consistencies of 

utilized measures. Table 4.1 provides an overview of descriptive statistics, reliability, and 

normality of utilized measures.
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Table 4.1 

Descriptive Statistics, Reliability, and Normality of Study Variables 

 Descriptive and Reliability Normality  

Variables Min Max M SD  Skew Kur 

Signature strengths use 0.00 7.00 5.72 1.36 - -1.33 2.16 

Organizational support for strengths use 2.13 7.00 5.72 0.90 .89 -0.69 0.90 

Work engagement 2.78 6.00 4.59 0.72 .74 -0.23 -0.43 

Job performance 2.50 6.00 4.45 0.72 .60 -0.42 -0.18 

Turnover intentions 1.00 5.00 2.56 1.01 .78 0.20 -0.86 

Perceived organizational performance 2.25 4.33 3.43 0.36 .55 -0.73 0.82 

Objective organizational performance  6.50 9.00 7.37 0.83 - 0.70 -0.69 

Actual Turnover 3.08 17.39 10.08 3.37 - -0.20 -0.66 

Note. N = 202 leaders, N = 56 branches (for objective branch performance and actual turnover). Skew = 

Skewness. Kur = Kurtosis. 

Table 4.1 shows that all study variables have satisfactory to good internal 

consistencies for research purposes that ranged between α = .89 (perceived organizational 

support for strengths use) to α = .55 (perceived organizational performance). Moreover, all 

scales demonstrated satisfactory variability in response. Furthermore, skewness and kurtosis 

values indicated normal distribution as they fell within the acceptable range (i.e., ± 2; 

Gravetter & Wallnau, 2014) except for the kurtosis of signature strengths use that was 

slightly high (i.e., kurtosis = 2.16). 

Relations of Signature Strengths Use and Perceived Organizational Support for 

Strengths Use with Employee and Organizational Outcomes 

Zero-order correlations were computed to assess the relation of signature strengths 

use and perceived organizational support for strengths use with employees’ (work 

engagement, job performance, turnover intentions) and organizational outcomes (perceived 

and objective organizational performance and actual turnover). Table 4.2 provides an 

overview of intercorrelations of signature strengths use and perceived organizational support 

for strengths use with employees’ and organizational outcomes.
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Table 4.2 

Zero Order Correlations of the Study Variables 

Variables 2 3 4 5 6 7 8 

1. Signature strengths use .26*** .30*** .34*** -.26*** .54*** .37*** -.17* 

2. Organizational support for strengths use - .62*** .53*** -.39*** .32*** .32*** -.20** 

3. Work engagement  - .50*** -.45*** .28*** .35*** -.19** 

4. Job performance   - -.16* .47*** .40*** -.13 

5. Turnover intentions    - -.17* -.15* .26*** 

6. Perceived organizational performance     - .31*** -.07 

7. Objective organizational performance       - -.56*** 

8. Actual Turnover       - 

Note. N = 202 leaders, N = 56 branches (for objective branch performance and actual turnover).                        

*p < .05. **p < .01. ***p < .001. 

Table 4.2 shows that signature strengths use and perceived organizational support for 

strengths use were positively correlated with work engagement, job performance, and 

organizational performance whereas negatively correlated with turnover intentions and actual 

turnover. Work engagement positively related to job performance and organizational 

performance while negatively related to turnover intentions and actual turnover. Job 

performance did not correlate with actual turnover. The significant relationship of turnover 

intentions with actual turnover plus perceived organizational performance with objective 

organizational performance established the convergent validity of objective indicators. 

Model Testing 

Before model testing using AMOS, certain prerequisites (i.e., absence of missing data 

and outliers, normality, linearity, sample size adequacy) were checked and fulfilled. For 

instance, it was ensured at the initial stage that there was no missing data, and outliers were 

removed during the screening procedure. The normality of data was set up during preliminary 

analysis. Further linearity was checked through scatter plots that indicated the linearity of 

screened and final dataset. Sample size adequacy was fulfilled as sample size plays a 

substantial impact in achieving statistical significance, both in small and large sample sizes 

(Hair, Black, Babin, & Anderson, 2014). The sample of the present study was adequate 

according to Quintana and Maxwell (1999) who suggested at least 200 participants for 
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meaningful values of statistical indices. Moreover, it was also in accordance with other 

researchers who suggested having at least 10 participants per estimated parameter for SEM 

(Schreiber, Nora, Stage, Barlow, & King, 2006). However, the sample size was not sufficient 

to test the whole model at once. Therefore, three separate models were tested for each 

dependent variable (i.e., perceived organizational performance, objective organizational 

performance, and actual turnover).  

Before testing the extended theoretical model, the initial motivational process of the 

JD-R theory was tested for employee-level outcomes. The findings confirmed the mediational 

role of work engagement between both types of resources (personal and job) and job 

performance as well as turnover intentions (see Appendix E). 

To test the extended motivational process of JD-R theory from employee-level 

outcomes to organizational outcomes, serial and parallel mediation were expected. It was 

hypothesized that signature strengths use (personal resource) and perceived organizational 

support for strengths use (job resource) is likely to have an effect on organizational outcomes 

(perceived and objective organizational performance as well as actual turnover) through top 

managers’ work engagement, turnover intentions, and job performance. Here, job 

performance and turnover intentions were taken as parallel mediators that are a part of serial 

mediation through the mechanism of work engagement. To test the model, the AMOS 26.0 

plugin of user-defined estimand (Arbuckle, 2010) was installed that calculated the separate 

and total indirect effects in serial and parallel mediation.  

In the aforementioned three models, signature strengths use and perceived 

organizational support for strengths use were added as independent (Exogenous) variables 

whereas work engagement, job performance, turnover intentions, and one organizational 

outcome were included as dependent (Endogenous) variables. More specifically, among the 

Endogenous variables, top managers’ work engagement, job performance, and turnover 

intentions were taken as mediators and organizational variables as the outcome. Since Chi-

square for the initial models of all three outcomes ranged 47.61-50.52 with p < .001, RMSEA 

was between 0.19-0.21, and CFI and TLI values were ranged between 0.85-0.88 and 0.62-

0.64 respectively that indicated the poor fit of all three initial models (Hu & Bentler, 1999; 

Hooper, Coughlan, & Mullen, 2008). Therefore, a model modification was done to achieve a 

good fit. Two suggested modifications were performed in all three models that are covariance 

between the error of work engagement, individual performance, and turnover intentions (i.e., 
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e1 and e2, e1 and e3). These were based upon the criteria of Arbuckle (2012) that 

modification indices for covariance should be at least 4.0. These modifications provided three 

final models with a good fit. Model fit indices of all three final models are presented in Table 

4.3. 

Table 4.3 

Model Fit Indices (N = 202) 

Model 2 df 2/df CFI TLI GFI NFI RMSEA 

Model 1 (for perceived organizational performance)    

Model Fit 3.54 4 0.88 1.00 1.00 0.99 0.99 0.00 

Model 2 (for objective organizational performance)  

Model Fit 5.99 4 1.50 0.99 0.98 0.99 0.98 0.05 

Model 3 (for actual turnover)      

Model Fit 3.13 4 0.78 1.00 1.02 1.00 0.99 0.00 

Note. N = 202 top managers. All changes in the chi-square values are computed relative to the 

model, 2 >.05, GFI = Goodness of fit indices, CFI=Comparative Fit Indices, TLI= Tucker 

Lewis Index, NFI = Normed Fit Index, RMSEA= Root Mean Square Error Approximation, 

2 = chi-square, df = degree of freedom. 

Table 4.3 shows that fit indices of final models were in line with the 

recommendations of Hu and Bentler (1999) who recommended RMSEA value below or close 

to 0.06 and comparative fit index (CFI), Tucker Lewis Index (TLI), Goodness of Fit Index 

(GFI) and Normed Fit Index (NFI) value of 0.95 or higher to be considered as good. 

Furthermore, unstandardized direct and indirect effects were observed. The summary of 

unstandardized direct effects is presented in the following Figures (i.e., Figure 4.2a, Figure 

4.2b, and Figure 4.2c) and below paragraphs as the plugin of user-defined estimand 

(Arbuckle, 2010) provided unstandardized regression weight for indirect paths. 
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Figure 4.2a. N = 202. Multivariate Model Representing UnStandardized Regression Co-

Efficient Using Two Exogenous Variables and Four Endogenous Variables. SSU = Signature 

strengths use, POSSU = Perceived organizational support for strengths use, WE = Work 

engagement, JP = Job performance scale, TI = Turnover intentions, POP = Perceived 

organizational performance. ***p < .001. 

 

Figure 4.2b. N = 202. Multivariate Model Representing UnStandardized Regression Co-

Efficient Using Two Exogenous Variables and Four Endogenous Variables. SSU = Signature 

strengths use, POSSU = Perceived organizational support for strengths use, WE = Work 

engagement, JP = Job performance scale, TI = Turnover intentions, OOP = Objective 

organizational performance. ***p < .001. 
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Figure 4.2c. N = 202. Multivariate Model Representing UnStandardized Regression Co-

Efficient Using Two Exogenous Variables and Four Endogenous Variables. SSU = Signature 

strengths use, POSSU = Perceived organizational support for strengths use, WE = Work 

engagement, JP = Job performance scale, TI = Turnover intentions, AT = Actual turnover. 

**p < .01. ***p < .001. 

Figures 4.2 (a, b, and c) show that signature strengths use and perceived 

organizational support for strengths use predicted work engagement. Moreover, work 

engagement predicted job performance and turnover intentions. Figure 4.2a shows that 

signature strengths use and job performance predicted perceived organizational performance. 

Perceived organizational support for strengths use and turnover intentions showed no direct 

links with perceived organizational performance. Figure 4.2b shows that signature strengths 

use and job performance predicted objective organizational performance. Perceived 

organizational support for strengths use and turnover intentions showed no direct links with 

objective organizational performance. Figure 4.2c shows that turnover intentions predicted 

actual turnover. Signature strengths use, perceived organizational support for strengths use 

and job performance showed no direct links with perceived organizational performance. 

To fulfill the main aim of the study regarding serial and parallel mediation, direct and 

indirect effects were assessed by defining specific estimand and utilizing Bootstrapping (i.e., 

2000 samples) that yielded a 95% confidence interval. Bootstrapping with 2000 samples was 

done considering that it should be > 1000 (Arbuckle, 2010; Byrne, 2016; Kline, 2011). Table 

4.4 provides an overview of unstandardized direct and indirect effects with Bootstrapping.  
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Table 4.4 

Unstandardized Estimates of Direct and Indirect Effects using Bootstrapping 

 POP OOP AT 

Models B SE B SE B SE 

SSU→ POP/OOP/AT (direct effects) .11** .02 .15** .04 -.22 .19 

SSU →WE→ JP→ POP/OOP/AT (indirect effect) .02*** .01 .03*** .01 -.01 .04 

SSU→WE→TI→ POP/OOP/AT (indirect effect) .00 .00 .00 .01 -.07** .04 

SSU→WE→JP & TI→ POP/OOP/AT (total indirect effects) .01*** .01 .03** .01 -.08* .05 

POSSU→POP/OOP/AT (Direct effects) .02 .03 .11 .07 -.30 .31 

POSSU→WE→JP→POP/OOP/AT (indirect effect) .06*** .01 .12*** .03 -.05 .14 

POSSU→WE→TI→ POP/OOP/AT (indirect effect) .00 .01 .00 .02 -.28** .11 

POSSU→WE→JP & TI→POP/OOP/AT (total indirect effects) .06** .02 .11** .04 -.33 .18 

Note. SSU = Signature strengths use, POSSU = Perceived organizational support for strengths use, WE = Work engagement, JP = Job 

performance, TI = Turnover intentions, POP = Perceived organizational performance, OOP = Objective organizational performance, AT = 

Actual Turnover. *p < .05. **p < .01. ***p < .001.
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Table 4.4 shows that there was a significant indirect effect of signature strengths use on 

perceived and objective organizational performance through work engagement and job 

performance. It also shows a significant indirect effect of signature strengths use on actual 

turnover through work engagement and turnover intentions. Moreover, direct effect and total 

indirect effects of signature strengths use on perceived and objective organizational performance 

were significant. This indicated that the effects of signature strengths use on perceived and 

objective organizational performance were direct as well as indirect through serial and parallel 

mediators. The significance of total indirect effects of signature strengths use on actual turnover 

indicated that the effect of signature strengths use on actual turnover was fully mediated through 

serial and parallel mediators. Table 4.4 further shows a significant indirect effect of perceived 

organizational support for strengths use on perceived and objective organizational performance 

through work engagement and job performance. It also shows a significant indirect effect of 

perceived organizational support for strengths use on actual turnover through work engagement 

and turnover intentions. Moreover, the total indirect effects of perceived organizational support 

for strengths use on perceived and objective organizational performance were significant. This 

indicated that the effects of perceived organizational support for strengths use on perceived and 

objective organizational performance were fully mediated through serial and parallel mediators. 

Discussion 

The present study examined the role of signature strengths use and perceived 

organizational support for strengths use for employee and organizational outcomes. The greatest 

interest was to test and extend the motivational process of the JD-R theory (Bakker & 

Demerouti, 2014; Demerouti et al., 2001; Schaufeli & Bakker, 2004) as a mechanism through 

which signature strengths use (personal resource) and perceived organizational support for 

strengths use (job resource) operate for the organizational outcomes (organizational performance 

and turnover). The study utilized a sample of top managers from banking sector of Pakistan and 

benefited from perceived and objective measures of organizational outcomes to allow for a more 

fine-grained test of the study hypotheses. Most of the results were in expected direction and 

consistent with the previous literature. Overall, the findings corroborated the extended 

motivational process of the JD-R theory supporting sequential mediation of work engagement 
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with two parallel mediators (i.e., job performance and turnover intentions) between resources 

and organizational outcomes.  

As a preliminary aim, relations of signature strengths use and perceived organizational 

support for strengths use with employees’ and organizational outcomes were examined. 

Consistent with the hypothesis (1 a, b, c), the findings divulged that signature strengths use 

(personal resource) and perceived organizational support for strengths use (job resource) related 

positively to work engagement, job performance, perceived and objective organizational 

performance, and negatively with turnover intentions and actual turnover. The findings regarding 

employee variables were in line with the previous literature. Previous studies have indicated that 

strengths use and perceived organizational support for strengths use are positively related to 

employee work engagement (Botha & Mostert, 2014; Harzer & Ruch, 2012, 2013; Stander & 

Mostert, 2013), job performance (Dubreuil et al., 2014; Harzer et al., 2017; Stander et al., 2014; 

van Woerkom & Meyers, 2015; van Woerkom, Bakker et al., 2016) and turnover intentions (Els 

et al., 2018; Mahomed & Rothmann, 2020). Fairly limited and non-conclusive evidence existed 

with regards to organizational outcomes (Schaufeli, 2015; Xanthopoulou et al., 2008, 2009). In 

the present study, a positive association of signature strengths use with both perceived and 

objective organizational performance points to the important role of the top managers signature 

strengths use for organizational outcomes. However, the correlation coefficient was numerically 

smaller for objective organizational performance. This could be because of the nomological 

network of the associations between managers’ self-reports of signature strengths use and 

perceived organizational performance, as they provide information on the pattern of associations 

(cf. Luthans, Avolio, Avey, & Norman, 2007). Further, a weak correlation between signature 

strengths use (personal resource) and perceived organizational support for strengths use (job 

resource) was in accordance with relevant literature (Mahomed & Rothmann, 2019). It was also 

supported by the learning generalization model (Kohn & Schooler, 1982) implying that the 

structural imperatives of job affect personality and personality dimensions, in turn, has important 

consequences for an individual's place in the job structure and perceptions of the work 

environment. Particularly, this finding was meaningful in connection with the model testing 

analysis performed in the present study. On the contrary, a high correlation could suggest an 

overlap between the two factors and challenge their empirical distinction in predicting outcome 

variables. Moreover, the significant positive correlation between perceived and objective 
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organizational performance provided evidence of convergent validity of the construct (Wall et 

al., 2004). Hence, simultaneous investigation of perceived and objective organizational 

performance established the robustness of the findings and set the ground to test the main 

hypotheses of the study. 

As a prime aim of the study, serial and parallel mediation was tested between signature 

strengths use and organizational outcomes. The results indicated partial mediation for perceived 

and objective organizational performance (hypotheses 2a & 2b) whereas full mediation for 

turnover (hypothesis 2c). Further, these findings are discussed one by one in the light of 

theoretical frameworks and existing literature.  

The multiple mediation model suggested that signature strengths use initiates a sequence 

of desirable outcomes, through increased work engagement, reduced turnover intentions and 

improved job performance, that further predict better organizational performance. These findings 

is supported by the core theoretical notion of the VIA Classification of Character Strengths that 

the exercise of signature strengths embodies motivational and emotional features of fulfillment 

(Peterson & Seligman, 2004). Signature strengths use is likely to increase work engagement 

because focusing on character strengths is central to a life of engagement, absorption, and flow 

(Seligman, 2002; Seligman & Csikszentmihalyi, 2000). Similarly, Harzer and Ruch (2013) found 

that strengths-congruent activities at the workplace were important for positive experiences at 

work such as the employees who more often used their signature strengths were most satisfied and 

engaged in their work. In addition, signature strengths use may lead to higher levels of job 

performance as it brings about positive states such as feeling competent and invigorated 

(Peterson & Seligman, 2004). The role of signature strengths use (Peterson & Seligman, 2004) 

for these employee work outcomes is well-established in the existing literature (e.g., Peterson et 

al., 2010). Lavy and Littman-Ovadia (2017) found the mediational role of work engagement 

between strengths use and employee productivity. Despite of the fact that substantial evidence 

exists on the role of signature strengths use for work-related outcomes, yet several questions 

remain unanswered. In particular, Bakker and van Woerkom (2018) identified an emergent need 

to explain the mechanisms through which strengths use operates. 
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In a similar vein, the findings can be understood in terms of the motivational process of 

the JD-R theory that suggests the mediating role of work engagement in explaining the 

association between resources (here signature strengths use as a personal resource) and 

outcomes. Personal resources are individuals’ sense of their ability to control and impact their 

environment successfully (Hobfoll et al., 2003). In this sense, signature strengths use may be 

seen as a personal resource because employing one’s signature strengths may foster work 

motivation which in turn leads to better job performance, decreases strain, and buffers the 

negative effects of demands (Harzer, 2020). Previously, Xanthopoulou et al. (2008) found a 

significant effect of personal resources on employees' job performance and that this effect was 

mediated through work engagement.  

Considering the recent surge to understand the micro-foundations of organizational 

performance (Ployhart & Hale, 2014), the present study contributed to the extension of the 

motivational process from employee job performance to organizational performance. This path 

was supported by the literature on the role of job performance in organizational performance 

(Brewer & Seldon, 2000) and organizational effectiveness (Malik et al., 2011). As mentioned 

earlier, the role of signature strengths use (or personal resources) for organizational performance 

is understudied. As an exception, Xanthopoulou et al. (2009) studied the role of job and personal 

resources for financial returns as an indicator of unit performance. However, the relationship 

between the three personal resources (efficacy, organizational based self-esteem, and optimism) 

and financial returns was not supported. However, these findings cannot be compared with the 

current study because of several reasons. For instance, Xanthopoulou et al. (2009) regarded 

personal resources as process variables whereas the present study deemed personal resources as 

the antecedent variable. Further, the present study postulated multiple mediations between 

personal resources and organizational performance such as through work engagement and 

employee job performance whereas Xanthopoulou et al. (2009) did not consider employee 

outcomes in the study. In addition to the previously discussed indirect effects, the present study 

also supported the direct contribution of signature strengths to organizational performance. One 

possible explanation for this could be that signature strengths are theorized to improve 

individuals’ functioning as well as of the organizations (Peterson & Seligman, 2004). The 

finding implicates that person related constructs such as human capital and capacity (Becker & 

Gerhart, 1996) and leadership (Thompson, 1996) directly contribute to organizational 
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performance. Nevertheless, Cameron, Mora, Leutscher, and Calarco (2011) studied related 

constructs and found that positive practices predicted organizational performance. The 

contribution of character strengths in economic decision-making was also explored by Jordan 

and Rand (2018) who factor analyzed character strengths. They found that one of the four factors 

of character strengths associated with various factors of decision making such as reliance on 

reason, intuitive decision-making, and deliberative decision-making. 

Consistent with the hypothesis (2c), the findings supported that signature strengths use, 

through work engagement, leads to higher job performance and lower turnover intentions that 

further contribute to lowering turnover. Previously, Mahomed and Rothmann (2020) explored 

the effects of strengths use on intentions to leave through different mediating mechanisms (e.g., 

autonomy satisfaction). Taking insight from JD-R theory, Borst, Kruyen, and Lako (2019) 

analyzed the role of personal resources in turnover intention through work engagement. Similar 

to the present study’s finding, they established the effect of personal resources on turnover 

intentions through an energetic state of work engagement. Though, Hodges and Asplund (2010) 

concluded that the application of strengths at work relates to decreasing turnover rates (up to 

50%). However, the role of personal resource for actual turnover through mediating mechanisms 

is understudied and the main contribution of the present study.  

Furthermore, the role of serial and parallel mediators was expected between perceived 

organizational support for strengths use (as job resource) and organizational outcomes 

(Hypotheses 3 a, b, c). This assumption was fulfilled for perceived and objective organizational 

performance while rejected for actual turnover. The findings suggested that organizational 

support for strengths use leads to high job performance and low turnover intentions through work 

engagement. This high job performance and low turnover intentions, in turn, lead to better 

organizational performance.  

One explanation for the role of organizational support for strengths use in organizational 

performance might be their intrinsic motivational aspect. For example, job resources are thought 

to be functional in achieving work goals, stimulate personal growth, learning, and development 

(Bakker & Demerouti, 2007; Demerouti et al., 2001). The findings suggest that those employees 

who perceive and feel the work environment as to be adequate, safe and congenial, develop a 
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positive attitude towards various job components such as work engagement, which ultimately 

results in higher job performance among these employees. These findings can also be understood 

in the light of organizational support theory. Based on the norm of reciprocity, the theory states 

that employees who receive organizational resources are expected to compensate their 

organization with a high level of performance (Armeli, Eisenberger, Fasolo, & Lynch, 1998). In 

this sense, perceived organizational support for strengths use is known as a concrete kind of 

organization support (Ding, Yu, & Li, 2020) and recognized as an important job resource (van 

Woerkom, Bakker et al., 2016).  

The findings of the present study were also consistent with the small set of existing 

studies. In an earlier study, employee work engagement has been found to mediate the effect of 

perceived organizational support for strengths use on task performance (Stander et al., 2014). 

Further, Meyers, Kooij, Kroon, de Reuver, and van Woerkom (2020) found an indirect effect of 

perceived organizational support for strengths use on contextual performance through work 

engagement. Though, this mediation path was moderated by age of the participants in their 

study. Further, Srivastava (2008) found the role of psycho-social environment in the workplace 

on employees’ job behavior and organizational effectiveness. Similar to the signature strengths 

use literature, organizational support for strengths use literature lacked evidence on its role for 

organizational outcomes and requires further investigation. Nevertheless, limited studies 

explored the role of job resources in different indicators of organization performance through the 

mediation of work engagement or burnout. For example, Xanthopoulou et al. (2009) found that 

job resources like supervisory coaching predict financial returns through the work engagement of 

employees. Similarly, Bakker et al. (2008) found that cynicism as a subscale of burnout mediated 

the relationship between job resources and objective team performance. 

The effect of perceived organizational support for strengths use (job resource) on actual 

turnover via serial and parallel mediators was not supported in the present study. This non-

significant finding could have several possible explanations such as assessment type (perceived 

vs. objective) and level (employee vs. branch). Further, the actual turnover rate reported in the 

present study did not differentiate between voluntary and involuntary turnover. Theoretically, 

these two forms differ and have different contributing factors. For instance, higher involuntary 

turnover may suggest potential problems at the organizational level (e.g., hiring strategies; Shaw 
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et al., 1998). Therefore, it is necessary that future research further examines this phenomenon in 

depth after careful examination of contributing factors. However, the confirmation of the 

motivational process for job resource and turnover intentions through work engagement is in line 

with the literature. In a multi-sample study, Schaufeli and Bakker (2004) found the effect of job 

resources on turnover intentions through work engagement. More recently, Borst et al. (2019) 

found the role of work and organizational resources for turnover intentions through work 

engagement. Further, literature also guided about the role of intentions in actual behavior (van 

Breukelen, van der Vlist, & Steensma, 2004). Moreover, a negative association of perceived 

organizational support for strengths use and company-registered sickness absenteeism (a related 

withdrawal behavior) was established (van Woerkom, Bakker et al., 2016) but no mediating 

mechanism was considered.  

Interestingly, the serial indirect effects indicated the prominent role of job performance in 

organizational performance and turnover intentions in actual turnover. This finding holds 

important direction and draws attention to the established role of job performance in 

organizational performance (Brewer & Seldon, 2000) and organizational effectiveness (Malik et 

al., 2011). Moreover, it also strengthens turnover intentions to turnover behavior link (van 

Breukelen et al., 2004) that can be understood in terms of the theory of reasoned action and 

theory of planned behavior. Both theories propose that attitudes towards behavior are strong 

predictors of behavior (Fishbein & Ajzen, 1975). In a model of turnover decision-making 

(Mobley, 1977), the intention to withdraw is considered to be the last cognitive step before the 

actual turnover behavior (van Breukelen et al., 2004). Further, this theoretical argument is also 

supported by a number of empirical studies (Cho & Lewis, 2012; Griffeth, Hom, & Gaertner, 

2000). Putting together, the findings of the present study have set the ground for further 

exploration by providing an important indication for future researchers interested to examine the 

role of employee work behaviors for organizational-level outcomes.  

Strengths and Limitations  

The reported study has noteworthy strengths to be mentioned here. This was an important 

study to test the mechanism through which personal and job resources of signature strengths use 

and organizational support for strengths use contributes in the organizational setting of the 

banking sector. Another, important strength of the study is the extension of JD-R theory and role 
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of signature strengths use literature to organizational outcomes such as organizational 

performance and actual turnover. In this regard, the utilization of objective organizational 

performance along with perceived organizational performance was a major contribution to 

overcome the issues in these two forms of ratings and get a comprehensive picture. Narrowing 

down, the consideration of positive as well as negative outcomes for employee and 

organizational level enhance the scope of present study. 

Despite several strengths, the study has certain limitations that need to be acknowledged 

and deserve future research. First, due to data availability, the measurement of organizational 

turnover did not differentiate between voluntary and involuntary turnover. Theoretically these 

two forms differ and have different contributing factors. For instance, higher involuntary 

turnover may suggest potential problems at organizational level (e.g., hiring strategies; Shaw et 

al., 1998). It is important to understand the role of signature strengths use and organizational 

support for strengths use for each specific type of turnover to better overcome the issue. Related 

to this, future research may also examine the possible interaction between individual factors 

(signature strengths use) and organizational factors (organizational support for strengths use) and 

their influence on employee turnover. 

Second, the cross-sectional nature of the present study limits the causality inferences. 

Although the use of structural equation modeling analysis allows causation, however, in present 

research it does not support much like the measurement of variables was taken at one point. 

Hence, future research is needed using longitudinal and experimental research designs to validate 

the findings over time and to provide insights regarding causality.  

Third, the present study extended JD-R theory from employee outcomes to organizational 

outcomes but did not analyze the data at multilevel (branch level) due to some unavoidable 

reasons. For multilevel analysis, at least five members are required at the individual level in a 

group (Maas & Hox, 2005). In the present study, the branch heads or top managers were 

recruited considering their important role in organizational outcomes. However, it restricted the 

number of participants from each branch (e.g., 04 branches with 02 managers, 24 branches with 

03 managers, and 19 branches with 04 managers). In contrast, the inclusion of middle 

management could have increased representation from each branch but the selected 
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organizational performance indicators were less relevant to their role. Therefore, it was decided 

to desegregate the branch level data. Besides, it is suggested to report robust estimates and 

sandwich estimates of standard error if the multilevel analysis is not performed with such data. 

However, these estimates are not reported due to the unavailability of model testing in SPSS and 

the absence of estimates in AMOS. Therefore, future research may use more advanced software 

of data analysis in case of such a rare dataset. 

Fourthly, the study was conducted using a homogeneous sample of top managers that 

were highly educated professionals taken from different branches of the same bank. This, on one 

hand, improves specific conclusions about the banking sector but on the other hand, limits the 

generalizability of the findings across other job levels and sectors. Therefore, it is important to 

further test the external validity of the present findings for other working populations. Lastly, the 

present study was based on self-report measures of all variables except objective organizational 

performance and actual turnover that might lead to common method variance problems. 

Nevertheless, it can be argued that such constructs are hardly possible to measure in any better 

way than self-reports (Mäkikangas, Kinnunen, & Feldt, 2004). However, self-ratings of job 

performance may have been an issue. Since the present study utilized a sample of branch heads 

and top managers, it was nearly impossible to get supervisory ratings of performance. However, 

future research might benefit from other ratings of job performance for example from colleagues 

or subordinates. 

Implications for Research and Practice 

Implications for research. The present study has contributed to the relevant theories and 

existing literature in at least three ways. First, the study has a significant contribution by 

explicating a theoretical mechanism through which signature strengths use (as a personal 

resource) and perceived organizational support for strengths use (as a job resource) contribute to 

work-related outcomes. Further, the study has extended the motivational process of the JD-R 

theory by adding the paths of organizational outcomes from employee outcomes and specifying 

personal resources as antecedents along with job resources. Most of the research related to 

resources considered positive outcomes in the motivational process (Demerouti et al., 2001). In 

contrast, the present research contributes to a small set of studies that tested the role of resources 

for negative outcomes (e.g., Agarwal, Datta, Blake‐Beard, & Bhargava, 2012; Borst et al., 2019; 
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Schaufeli & Bakker, 2004). Understanding the mechanisms by which strengths use operates for 

organizational level outcomes has shed light on their job-specific contribution in banking sector 

performance. However, the expansion of the JD-R model from employee-level outcomes to 

organizational outcomes requires further validation. This has opened a new horizon for 

researchers to investigate the validity of the extended JD-R model in different sectors (industries) 

and working contexts. Moreover, it is suggested that future research may focus on job demands 

as well to extend the health-impairment process of the JD-R theory.   

Second, the findings have made an empirical contribution to the field of positive and 

organizational psychology by integrating the JD-R theory literature and providing insights into 

the psychological origins of organizational performance. Further, it is suggested that future 

studies should link strategic HRM practices—such as recruitment and selection, training and 

development, and performance management— to employee strengths use and proposed 

outcomes. Third, the study has supplemented international literature on the role of signature 

strengths use and perceived organizational support for strengths use for employee and 

organizational level outcomes by providing empirical evidence from a less studied population 

(i.e., top management from the banking sector of Pakistan).   

Implications for practice. The findings also hold several practical implications for 

employees and employers. At the employee end, identification of signature strengths and using 

them more often in novel ways is the first step to reap the benefits. Employees can use 

standardized tools to identify their signature strengths such as the VIA Inventory of Strengths 

(Peterson & Seligman, 2004) and Applicability of Character Strengths Rating Scales (Harzer & 

Ruch, 2013) to assess the degree to which character strengths of the VIA Classification are 

applicable in their specific work context. For instance, finding a job or occupation that matches 

one’s signature strengths is a prerequisite to career success. By building on their strengths, 

employees can experience high work engagement leading to their improved performance.  

At the organizational level, specific intervention programs can also be designed to enable 

employees to identify and use their signature strengths (Dubreuil et al., 2016; Harzer & Ruch, 

2016) Besides, organizational leaders should consider creating additional opportunities for 

employees to recognize, acknowledge, and use their strengths at work (e.g., Asplund & 
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Blacksmith, 2012; Clifton & Harter, 2003; Harter et al., 2002) and thus benefiting the 

organization. Leaders have a dual responsibility to use their strengths and influence and support 

others to enable strengths use. The promotion of a strengths-based culture can help engage 

employees to contribute more to their organizations (Dubreuil & Forest, 2017; Linley, Garcea, 

Harrington, Trenier, & Minhas, 2011). More specifically, organizations can adopt strengths-

based HRM practices to achieve high performance. For instance, job analysis in which 

organizations can develop employee strengths profiling to better align job description and person 

specifications. Finally, employees’ perceptions of organizational support for strengths use can be 

enhanced by communicating openly that the use of strengths is highly valued.  

Based on the findings of the present study, organizational policymakers and managers are 

encouraged to implement customized strengths-based approaches to foster signature strengths 

use and develop a positive perception about organizational support for strengths use. Said 

another way, findings highlight the fact that the mobilization of personal and job resources may 

be of value for employees to thrive that further contributes to the organizations.  

Conclusion 

The present chapter presented a pioneering study to explain a mechanism of serial and 

parallel mediation through which signature strengths use (as a personal resource) and support for 

strengths use (as a job resource) contribute to the organizational outcomes. As a whole, the 

findings supported the extended motivational process of the JD-R theory by suggesting that 

personal and job resources enhance job performance and reduce turnover intentions through 

work engagement which, in turn, validly predict organizational performance and turnover (with 

few exceptions). The study made several noteworthy contributions by extending the application 

of two frameworks (the VIA Classification of Character Strengths and the JD-R theory) from 

micro (employee) to macro (organization) outcomes. It takes two to tango! The findings have 

provided empirical evidence that signature strengths use and organizational support for strengths 

use are important as well as distinct resources for individuals that are beneficial for organizations 

at large. 
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General Discussion 

The prime aim of the present dissertation was twofold (a) to explore the relevance and 

prevalence of character strengths in Pakistan and (b) to examine the role of character 

strengths and signature strengths use for employee work behaviors and organization-level 

outcomes in Pakistan. Employee work behaviors including productive (i.e., job performance 

and organizational citizenship behavior) and counterproductive work behaviors (i.e., deviant 

behavior and workplace procrastination) were examined in relation to character strengths and 

signature strengths use. Further, the focus was expanded to organization-level outcomes 

(such as organizational performance and turnover) to explicate the mechanism through which 

signature strengths use and organizational support for strengths use contribute to the 

organizational outcomes through employee work outcomes. Hence, the examination focused 

on direct as well as indirect relations of strengths-related constructs with a range of 

workplace outcomes. The following sections present a brief overview of the main results and 

conclusions of the four studies along with strengths, limitations, and ideas for future research. 

The present chapter concludes with implications for theory, research, and practice. 

Brief Overview of the Findings 

The studies included in the dissertation have utilized the VIA Classification of 

Character Strengths (Peterson & Seligman, 2004) for the conceptualization of character 

strengths and signature strengths use. The studies relied on four sets of data derived from 

different samples, drew insight from different theories such as person-job fit theory (Edwards 

& Shipp, 2007; Kristof, 1996) and the JD-R theory (Bakker & Demerouti, 2014) as well as 

benefitted from self-reports, supervisory ratings, and objective data for assessment of the 

study variables. To proceed with the main analysis, some baseline prerequisites were tested 

and established. For instance, the absence of missing data, a thorough screening of data for 

the identifications and deletion of outliers/suspicious cases, and normality of data were 

confirmed as well as relevant demographics were controlled. Overall, the findings showed 

that all the 24 character strengths are relevant and prevalent in Pakistan. Among them, 

spirituality was the most highly relevant character strengths on eight out of nine aspects of 

relevance while ranked sixth on prevalence scores. On the other hand, honesty ranked first on 

prevalence scores and was rated highly relevant on four aspects of relevance. Further, the 

findings shed light on the role of character strengths and signature strengths use in the 

specific work context of Pakistan. The results indicated that specific character strengths (e.g., 
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creativity and leadership) and signature strengths use were meaningfully associated with 

specific dimensions of productive and counterproductive work behaviors. Signature strength 

use emerged as an important predictor for both productive work behaviors (i.e., job 

performance and organizational citizenship behavior). The findings were also promising in 

the sense that signature strengths use and organizational support for strengths use predicted 

employee work outcomes (e.g., job performance) and contributed to organizational outcomes 

as well (e.g., organizational performance). Furthermore, the results highlighted that signature 

strengths use has two modes of action on organizational performance – direct and indirect 

through the enhancement of employee level outcomes (e.g., work engagement and job 

performance). Table 5.1 presents an overview of the studies reported in the dissertation 

including information on the sample, major aims/focus, data analysis methods as well as 

main results and conclusion. 
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Table 5.1 

A Brief Overview of Studies Presented in the Dissertation 

Study  Title Sample  Major Aims/Focus Analyses Main Results and Conclusion 

Study 1 

 

Cultural relevance of 

character strengths 

in Pakistan 

288 adults (91 

men, 197 

women) 

Relevance of character strengths in Pakistani 

society. 

Perception about practices of character strengths 

by men and women of Pakistani society. 

Perception about practices of character strengths 

by younger and elderly members of Pakistani 

society. 

Descriptive 

Chi-square 

Agreement of at least 70% of participants about the relevance of all 24 

character strengths in Pakistan (except for the perceived practice of bravery 

by women). 

The proportion of perceived practice of bravery by men was higher as 

compared to the perceived practice of bravery by women.  

The proportion of perceived practice of forgiveness and self-regulation by 

elders was higher as compared to the perceived practice of forgiveness and 

self-regulation by younger.  

Study 2 

 

Prevalence of 

character strengths 

in Pakistan 

352 adults (226 

men, 126 

women) 

Top five frequently endorsed and bottom five 

least endorsed character strengths in Pakistan. 

Comparison of top and bottom character strengths 

with pre-existing Pakistani and US data 

(McGrath, 2015a). 

Comparison of the ranking of character strengths 

with pre-existing Pakistani and US data 

(McGrath, 2015a). 

Relations of participants’ gender and age with 

possession of character strengths. 

Descriptive 

Spearman rank 

order correlation 

Pearson product 

moment correlation 

Top five character strengths: honesty, fairness, kindness, teamwork, 

leadership 

Bottom five character strengths: modesty, humor, forgiveness, love of 

learning, and self-regulation 

Among the top and bottom character strengths, four converged with pre-

existing Pakistani data while three top and two bottom character strengths 

converged with pre-existing US data.  

Ranks of character strengths in the present data significantly correlated with 

the pre-existing Pakistani and the US data (McGrath, 2015a). 

Women scored higher on character strength of appreciation of beauty and 

excellence. Age positively correlated with gratitude and spirituality. 

Study 3 Role of character 

strengths and 

signature strengths 

use for productive 

and 

counterproductive 

work behaviors 

227 employees 

(132 men, 95 

women) 

Relations of character strengths and signature 

strengths use with productive (job performance 

and organizational citizenship behavior) and 

counterproductive work behaviors (deviant 

behavior and workplace procrastination). 

Important predictor of productive and 

counterproductive work behaviors from character 

strengths and signature strengths use. 

Descriptive 

Pearson product 

moment correlation 

Partial correlation 

Stepwise regression 

Positive relations of specific character strengths and signature strengths use 

with productive work behaviors and negative relations with 

counterproductive work behaviors. 

Important predictors: Hope, modesty, signature strengths use, love of 

learning, creativity, zest, and self-regulation for job performance; signature 

strengths use, curiosity, and love for organizational citizenship behavior; 

forgiveness, love of learning, kindness, love, and creativity for deviant 

behavior; and fairness for workplace procrastination.  

Study 4 Role of signature 

strengths use and 

organizational 

support for strengths 

use for employees 

and organizational 

outcomes in the 

banking sector 

202 top 

managers (185 

men, 17 

women) 

Relation of signature strengths use and perceived 

organizational support for strengths use with 

employee outcomes (work engagement, job 

performance, and turnover) and organizational 

outcomes (organizational performance and 

turnover). 

Serial and parallel mediation of work 

engagement, job performance, and turnover 

intentions between resources (personal and job) 

and organizational outcomes. 

Descriptive 

Pearson product 

moment correlation 

Model testing 

through Estimands 

on AMOS 

Positive association of signature strengths use and perceive organizational 

support for strengths use with work engagement, job performance, and 

organizational performance whereas the negative association with turnover 

intention and turnover. 

The effect of signature strengths use on turnover was fully mediated by serial 

and parallel mediators while partially mediated on organizational 

performance. 

The effect of perceived organizational support for strengths use on 

organizational performance was fully mediated by serial and parallel 

mediators while not mediated for turnover. 
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Table 5.1 shows that the first two studies represent “character strengths in Pakistan” 

exploring the relevance and prevalence of character strengths in Pakistan utilizing samples from 

the general population. The next two studies represent, “character strengths at work” examining 

the role of character strengths and signature strengths use in the work context utilizing employee 

samples (i.e., mixed sample for study 3 and top managers from the banking sector for study 4). A 

detailed discussion about the aims and findings of all four studies is presented in the following 

section. 

The first study aimed at exploring the extent to which the 24 character strengths of the 

VIA Classification are perceived as relevant in Pakistan considering different aspects of cultural 

relevance. For this purpose, the Cultural Relevance of Character Strengths Survey (CRCSS) was 

developed by utilizing behavioral descriptions of the 24 character strengths (Harzer & Ruch, 

2013; Peterson & Seligman, 2004). Key questions about the relevance of character strengths 

were constructed by taking insight from Biswas-Diener (2006). The CRCSS consisted of 13 

items. In essence, nine items explored the perceptions of the participants on different aspects of 

relevance such as existence, importance, helpfulness, valuableness, and application of character 

strengths as well as parents’ desirability to have given character strength in their child, the 

existence of cultural practices and cultural institution, and organizational encouragement to use 

character strengths at work. The remaining four items explored the perception of participants 

about practices of character strengths by specific gender and age groups. As expected, all the 24 

character strengths were perceived relevant by more than 70% of participants with respect to all 

nine aspects. Moreover, spirituality was the topmost highly relevant character strength 

(perceived by ≥ 90 % of participants; on eight aspects), gratitude and love were the second most 

perceived character strengths (on six aspects). All of the character strengths were perceived as 

highly relevant on two aspects of importance and helpfulness (perceived by ≥ 90 % of 

participants). Although, all the 24 character strengths were considered relevant in the 

organizational context of Pakistan although their agreement did not meet the highly relevant 

criteria (perceived by ≥ 90 % of participants) on any of the 24 character strengths for the 

organizational encouragement aspect. Findings on four items of gender and age-based practices 

of character strengths also confirm their relevance (except for the practice of bravery by women; 

agreed by 69.1% participants). Percentage comparison of two items of the CRCSS exploring 
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practices of character strengths by specific gender indicated that the participants perceived 

practices of 22 character strengths by men higher than women. Moreover, the percentage 

comparison of two items exploring the practice of character strengths by specific age groups 

indicated that participants’ agreement about perceived practices of 18 character strengths by 

elders was relatively higher than younger. However, these differences in gender and age group 

were not supported by chi-square analysis except for only one or two character strengths. For 

instance, the proportion of participants who rated perceived practice of bravery by men was 

higher than the proportion of participants who rated perceived practice of bravery by women. 

Further, the proportion of participants who rated perceived practice of forgiveness and self-

regulation by the elderly was higher than the proportion of participants who rated perceived 

practice of forgiveness and self-regulation by younger. The findings were in accordance with the 

ubiquity assertion of character strengths by Peterson and Seligman (2004) and lent support to the 

claim that major philosophical and religious teachings were consulted for the development of the 

VIA Classification of Character Strengths (Dahlsgaard et al., 2005). 

The first study was unique in its true sense as it provided evidence on the universality of 

character strengths by measuring perceptions of members of Pakistani society about the 

relevance of character strengths in Pakistan. However, most of the existing studies have 

established the universality of character strengths by assessing the possession of character 

strengths. Therefore, to further tap on the prevalence of character strengths in Pakistan and make 

the results comparable with global findings, the second study assessed possession of character 

strengths in the Pakistani sample. For this purpose, VIA-IS120 (Littman-Ovadia, 2015; Peterson 

& Seligman, 2004) was utilized and ranks of character strengths were compared with the pre-

existing Pakistani and the US data from an international study (McGrath, 2015a). Further, this 

study also explored the role of age and gender in character strengths to get an insight into the role 

of demographics in character strengths from Pakistani culture. The mean scores on possession of 

the 24 character strengths were above average (M ≥ 3.49) that supported the universality of 

character strengths. Further, honesty, fairness, kindness, teamwork, and leadership were the top 

five character strengths whereas modesty, humor, forgiveness, love of learning, and self-

regulation were the bottom five character strengths in present Pakistani data. The top five and 

bottom five character strengths of present Pakistani data showed similarities with pre-existing 

Pakistani and US data (McGrath, 2015a). For instance, four out of the top five character 
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strengths (honesty, fairness, kindness, teamwork) and four out of the bottom five character 

strengths (modesty, forgiveness, love of learning, and self-regulation) were similar to pre-

existing Pakistani data (McGrath, 2015a). Further, three out of the top five character strengths 

(i.e., honesty, kindness, and fairness) and two out of the bottom five character strengths (i.e., 

modesty and self-regulation) of present data were similar to the US data (McGrath, 2015a). This 

was also supported by the significance of Spearman rank order correlation of present data with 

pre-existing Pakistani and the US data (McGrath, 2015a). However, the ranking of certain 

character strengths in the present sample showed some inconsistencies as well with Pakistani and 

the US samples of international study (McGrath, 2015a). For instance, the main difference was 

found on character strength of spirituality that lined up in top-ranked character strengths for 

Pakistani sample (6th in present Pakistani sample and 4th in Pakistani sample from the 

international study) whereas fell in bottom-ranked character strengths (i.e., 21st) for the US 

sample. Furthermore, the correlation of demographics (gender and age) with possession of 

character strengths showed that women are significantly higher than men on character strength of 

appreciation of beauty and excellence. Moreover, age positively correlated with gratitude and 

spirituality. This study particularly utilized the conventional method to support the universality 

of character strengths, such as measurement of possession of character strengths and comparison 

of the sample from one nation with the international sample. The results supplemented with the 

findings of the first study corroborated the existing international literature regarding the 

prevalence of character strengths and extended it by providing evidence from a relatively less 

studied population of Pakistan. In sum, the first two studies provided consistent evidence on the 

universality of character strengths from the collectivistic culture of Pakistan advocating that 

character strengths are not a culture-specific phenomenon. Thus settled the ground for further 

study of the VIA Classification in specific settings (such as work setting) in Pakistan. 

The third study was an initial attempt in the work setting of Pakistan that examined the 

role of character strengths and signature strengths use for productive (i.e., job performance and 

organizational citizenship behavior) and counterproductive work behaviors (i.e., deviant 

behavior and workplace procrastination). The sample consisted of employees from diverse 

occupational groups (e.g., academia and industry). Self-ratings were collected for all study 

variables plus supervisory ratings were collected for job performance. For signature strengths use 

computation, scores of possession of 24 character strengths (VIA-IS120; Littman-Ovadia, 2015; 
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Peterson & Seligman, 2004) and their applicability (ACS-RS; Harzer & Ruch, 2013) were 

utilized. In line with the expectation, character strengths and signature strengths use positively 

correlated with job performance and organizational citizenship behavior while negatively 

correlated with deviant behavior and workplace procrastination. More specifically, from 

dimensions of job performance, individual task proficiency had the most co-occurring relations 

with 23 character strengths. Organizational citizenship behavior correlated with all 24 character 

strengths. Both dimensions of deviant behavior correlated with 23 character strengths. 

Workplace procrastination correlated with six to eight character strengths depending on its 

subdimension. The strength of humor did not correlate with any of the outcomes except 

organizational citizenship behavior. Signature strengths use correlated positively with six 

dimensions of job performance and organizational citizenship behavior as well as correlated 

negatively with both dimensions of deviant behavior. Correlation coefficients of organizational 

citizenship behavior and deviant behavior were relatively higher. These higher correlations may 

have been occurred because of common method variance in self-ratings of these variables. 

Therefore, the reported associations of character strengths and supervisory ratings of job 

performance were even more meaningful. Moreover, character strengths as personality variables 

might have shown a numerically stronger correlation with organizational citizenship behavior 

(similar to contextual performance) than with job performance (Motowildo et al., 1997). Further, 

considering the significant correlations, stepwise regression analyses were performed to identify 

important predictors of productive and counterproductive work behaviors. Signature strengths 

use emerged as an important predictor for both productive work behaviors (for individual task 

proficiency and organizational citizenship behavior). Hope and modesty emerged as the most 

important predictors of supervisory ratings of job performance (e.g., emerged for seven and four 

dimensions respectively). Other important predictors of supervisory ratings of job performance 

were love of learning, creativity, zest, and self-regulation and organizational citizenship behavior 

were curiosity and love. Forgiveness emerged as an important negative predictor of both 

interpersonal and organizational deviance. Love of learning and kindness were the other two 

important negative predictors of interpersonal deviance while love and creativity were the other 

two important negative predictors of organizational deviance. Fairness was the only important 

negative predictor of both dimensions of workplace procrastination, the second 

counterproductive work behavior. Although, these findings provided initial insights on the role 
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of character strengths and signature strengths use for productive and counterproductive work 

behaviors, yet the mechanism through which signature strengths use operate for work outcomes 

needs further exploration. 

Therefore, the fourth study tested the mechanism through which signature strengths use 

and organizational support for strength use contribute to the organizational outcomes (perceived 

and objective organizational performance and actual turnover) through serial and parallel 

mediators (work engagement, job performance, and turnover intentions). In this study, the 

sample of top managers of the banking sector was recruited considering that top management 

plays an important role in organizational outcomes such as organizational performance. To 

reduce the probability of common method variance, objective ratings of organizational 

performance were collected (Wall & Wood, 2005) along with perceived organizational 

performance as a reasonable alternative to the measurement of organizational performance 

(Allen & Helms, 2002) attributable to top managers’ sample. Objective data of the third 

organizational outcome, turnover, was also taken. The mechanism of signature strengths use and 

perceived organizational support for strengths use was tested, established, and extended to 

organizational outcomes considering the motivational process of the JD-R theory. In the light of 

the JD-R theory, signature strengths use was taken as a personal resource and perceived 

organizational support for strength use was taken as a job resource. Signature strengths use was 

computed by utilizing scores of VIA-IS-M (McGrath, 2017) and ACS-RS (Harzer & Ruch, 

2013). In this study, VIA-IS-M (McGrath, 2017) was considered to measure character strengths 

as it consists of half positively and half negatively worded items to overcome the issue of 

inflated scores on all positively items scale. Correlation analysis showed that signature strengths 

use and perceived organizational support for strengths use related positively with work 

engagement, job performance, perceived and objective organizational performance and 

negatively with turnover intentions and actual turnover. The correlation coefficient was 

numerically smaller for objective organizational performance than perceived organizational 

performance. Moreover, a weak correlation between signature strengths use (personal resource) 

and perceived organizational support for strengths use (job resource) was found that evinced that 

personal and job resources are related yet distinct from each other. This analysis provided a basis 

for serial and parallel mediational model testing. Three separate models were tested (i.e., one for 

each organizational outcome) because of the small sample size. Findings highlighted the indirect 
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effect of signature strengths use on actual turnover, perceived and objective organizational 

performance through work engagement, job performance, and turnover intentions. Moreover, an 

indirect effect of organizational support for strength use on perceived and objective 

organizational performance was found. The findings further revealed the direct role of signature 

strengths use in perceived and objective organizational performance. However, the effect of 

organizational support for strength use on actual turnover was not confirmed. Interestingly, 

indirect effects of signature strengths use and organizational support for strength use in perceived 

as well as objective organizational performance were significant through serial mediation of 

work engagement and job performance but not because of the parallel mediator (i.e., turnover 

intentions). The reverse was seen in the case of actual turnover (i.e., indirect effects of signature 

strengths use in actual turnover was significant through serial mediation of work engagement and 

turnover intentions). Overall, the study made an important contribution by testing and confirming 

the mechanism through which signature strengths use and perceived organizational support for 

strengths use contribute to the organizational level outcomes. 

Strengths and Limitations 

The present dissertation has several noteworthy strengths ranging from the exploration of 

the VIA Classification of Character Strengths in a less studied population to testing a mechanism 

through which strengths use operate for employee and organizational outcomes. Considering the 

scarcity of research on character strengths in Pakistan, study 1 and 2 of the dissertation provided 

evidence on the universality of character strengths. From a methodological perspective, the first 

study established ubiquity of character strengths by utilizing a limitedly adopted method based 

on participants’ perception (see Biswas-Diener, 2006 for exception) and led to the development 

of a measure (CRCSS) to explore the relevance of character strengths. Further, the second study 

relied on a more conventional method for distribution and prevalence of character strengths to 

supplement ongoing discussion on the ubiquity of character strengths across cultures and 

religious traditions with input from interdependent Muslim sample from Pakistan. The 

compelling support for the ubiquity of character strengths by the first two studies allowed the 

application of the VIA Classification in the work setting. Consequently, the present dissertation 

reported the role of character strengths and signature strengths use for employee work behaviors 

in a specific work context of Pakistan. Globally, two perspectives have been adopted to study 
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character strengths (a) character strengths as individual traits, the degree of their possession and 

their relations to outcomes, and (b) the use of strengths (independent of their content) and its 

relation to outcomes. Within the scope of the third study, both perspectives have been utilized to 

get a comprehensive understanding of the role of possession and use of character strengths for a 

host of employee work behaviors. Further, a substantial amount of research has focused on 

relations of possession and use of character strengths with productive work behaviors (e.g., task 

performance, contextual performance, and work engagement). However, their relations with 

counterproductive work behaviors have rarely been studied (see Harzer et al., 2017; Littman-

Ovadia et al., 2017; Mahomed & Rothmann, 2020 for exception) and are less established. 

Therefore, a balanced approach was adopted in study 3 and study 4 and both positive (job 

performance, organizational citizenship behavior, work engagement, and organizational 

performance) as well as negative (deviant behavior, workplace procrastination, turnover 

intentions, and turnover) outcomes were examined. Moreover, an extensive literature review 

identified the need for an overarching theoretical framework that explains how strengths use and 

perceived organizational support for strengths use are linked to various work-related outcomes. 

Therefore, the fourth study of the dissertation addressed this gap by testing the motivational 

process of the JD-R theory. Another strength of the dissertation is the use of multi-source data 

for the assessment of study variables such as self-reports, supervisory ratings as well as objective 

data. Further, the results presented in the dissertation were based on more than one sample and 

support the findings of one another thus enhancing the credibility of findings. 

Despite these merits, the dissertation has certain limitations that need to be mentioned. 

An obvious weakness is the cross-sectional nature of the studies that limit any causal inferences. 

Hence, future research is needed using longitudinal and interventional designs in order to 

validate the findings over time and to provide insights regarding causal relations between 

character strengths and work-related outcomes. Another limitation is the low reliabilities of some 

subscales than the desirable criterion of greater than .70 particularly of some subscales of VIA-

IS120 (Littman-Ovadia, 2015; Peterson & Seligman, 2004) and VIA-IS-M (McGrath, 2017). 

This might be because of the limited number of items per subscales as previous research 

indicated that scales with a small number of items have low reliabilities (McCrae, Kurtz, 

Yanagata, & Terracciano, 2011). Previously, the researchers using shorter versions of the VIA-

based scales have also reported low reliabilities of some subscales (Anjum & Amjad, 2019; 
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Harzer et al., 2017; Hofer et al., 2019). However, this is also notable that the findings of the 

reported studies, such as distribution and ranking of strengths as well as relations of character 

strengths and signature strengths use with different work-related outcomes were largely 

consistent with the existing literature. A related concern is the measurement of study variables 

through self or other-reports. In the third study, supervisory ratings were utilized for job 

performance but not for other outcome variables. Probably, the inflated correlations of character 

strengths with deviant behavior and organizational citizenship behavior may have resulted due to 

common method bias. Similarly, self-ratings of job performance may be an issue in the fourth 

study. Supervisory ratings of job performance, on one hand, reduced the common method bias of 

self-ratings (Doty & Glick, 1998) and, on the other hand, may lead to range restriction. 

Therefore, a combination of self and other-ratings in future research may provide a complete and 

unbiased picture of such work behaviors. 

Moreover, the studies have unequal representations of important demographic 

characteristics in the selected samples. For instance, women have higher representation (68.4%) 

in study one whereas having lower representation in study 2 (35.8%), study 3 (41.8%), and study 

4 (8.4%). Furthermore, samples of all studies have greater representations of educated 

individuals (i.e., > 97 % of participants having bachelor’s degree or above) who belonged to 

urban areas (i.e., > 70 %) of Pakistan. All of these points may limit the generalizability of the 

findings and call for further research utilizing a more representative sample. Specific to study 1 

and 2, the samples were relatively small as well as limited in diversity. Pakistan has five 

provinces with extremely different cultures, traditions, and ways of life whereas the participants 

were drawn from only one province of Pakistan (i.e., Punjab). Therefore, it is suggested that 

future research may include participants from other provinces of Pakistan to get more 

representative samples for an inclusive overview of character strengths in Pakistan. Further, self-

selection bias might have affected the results in study 3 of the dissertation. Possibly, a specific 

group of employees might have opted to partake while the large majority refused to participate 

(response rate = 23%) because of the grave concerns regarding disclosure of information of the 

outcome variables (e.g., deviant behaviors) and requirement of the supervisory ratings of the job 

performance. Therefore, future researchers should consider different strategies to avoid self-

selection and approach a more representative sample. One possibility could be to include the 

entire team or department. Moreover, the data belonged to a mixed sample representing diverse 
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professions. Therefore, it is difficult to speculate about the impact of having a certain job type or 

being in a particular sector on the endorsement of character strengths, strengths use, and specific 

behaviors at work. Researchers are encouraged to conduct job-specific studies in the future to 

examine the differences among certain job types or sectors or control their effect on outcome 

variables. This limitation was overcome in the fourth study by including all top managers of the 

selected branches of the bank through collaborative research interest, seeking permission from 

the higher authorities as well as the consent of the participating managers. However, this posed 

another challenge regarding the analysis of multilevel data due to the sample of top management. 

For multilevel analysis, at least five members are required at the individual level in a group 

(Maas & Hox, 2005). Since only the branch heads and top managers were recruited considering 

their important role for organizational outcomes, it restricted the number of participants from 

each branch (e.g., 4 branches with 2 managers only). In contrast, the inclusion of junior 

managers could have increased the number of participants from each branch, but the selected 

organizational performance indicators were less relevant to their role. Consequently, it was 

preferred to desegregate the branch level data and analyze it accordingly. However, future 

researchers should plan to examine this at multilevel and use more advanced software of data 

analysis to deal with such dataset. 

Implications for Research and Practice 

Implications for research. The findings of the present dissertation have important 

implications for basic and applied research. The first two studies apprised that character strengths 

are not a specific phenomenon of Western culture but also have widespread relevance and 

prevalence in different cultures such as Pakistan. High agreement about the relevance of 

character strengths (˃ 70 % of the participants), high scores on possession of character strengths 

(above the scale mid-point), and convergence of the present data with the US data of an 

international study (McGrath, 2015a) showed that the character strengths exist as constructs in 

the indigenous culture of Pakistan. However, certain differences were also observed in the 

ranking and demographic correlates of character strengths. For instance, spirituality was among 

the top-ranked character strengths of the present Pakistani sample and in the bottom-ranked 

character strengths of the US sample. These differences in Pakistani profiles need further 

investigation to identify the underlying reasons for divergence and likely expression, maybe at 



 CHAPTER 5 146 

 

 

  

the level of situational themes. Overall, the findings have opened new possibilities for research in 

general as well as in applied settings. Further studies with larger and more representative 

samples are required to reach a sound conclusion regarding the relevance, prevalence, and 

distribution of character strengths in Pakistan. Primarily, the CRCSS was developed to measure 

the extent to which the 24 character strengths of the VIA Classification are perceived as relevant 

in Pakistani society. However, it also enabled to tap other four criteria of character strengths (i.e., 

fulfilling, morally valued, institutions, and measurable) that are the backbone of the VIA 

Classification. Surprisingly, the criteria of character strengths have not been studied from the 

outset except by the initiators of the classification (Park & Peterson, 2007; Peterson & Seligman, 

2004). Recently, Ruch and Stahlmann (2019) deemed criteria as a forgotten treasure of the VIA 

Classification and urged the researcher for its further exploration. An instrument like the newly 

developed CRCSS can facilitate a comprehensive evaluation of these criteria revealing if they 

are applicable to all 24 character strengths or only applicable to certain character strengths. In the 

present scope and use of the CRCSS, only a few psychometrics of the questionnaire were 

explored. Therefore, future research should either establish its psychometric quality or develop 

more reliable and theory-driven measures for the empirical investigation of criteria for character 

strengths. Similar to the CRCSS, the revised or new instrument can provide behavioral 

descriptions of all 24 character strengths with explicit questions for empirical investigation of 

criteria for character strengths. Insight for rating anchors can be taken from Peterson and 

Seligman (2004) who analyzed the application of ten criteria (does apply, does somewhat apply, 

does not apply), or from Park and Peterson (2007) who provided ratings for all 24 character 

strengths on 12 extended criteria (satisfies the criterion, somewhat satisfies the criterion, does not 

satisfy the criterion, unknown). Expert opinions can be taken during the development phase and 

later to establish inter-rater reliabilities. Such an instrument may facilitate the researchers to get 

further insight into the role of criteria and inspire them to further explore the aspects of criteria 

that are yet under-studied.  

Further, the third study has added to the accumulating evidence on signature strengths use 

by utilizing needs-supplies fit through input from the Pakistani sample. In the future, other types 

of fits such as demanded strengths fit (based on demands-abilities-fit; Edwards & Shipp, 2007; 

Kristof, 1996) can also be examined to bring in further evidence from different work settings. 
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More broadly, the findings shall ignite further research on character strengths in different work 

settings of Pakistan in particular and worldwide in general.  

It is also important to note that until now the researchers have been only concerned with 

the individual-level conceptualizations and assessment of strengths use. In the future, an 

examination of collective strengths use may shed light on its additional role in organizations. 

Recently, van Woerkom, Meyers, and Bakker (2020) have also proposed in a theoretical paper 

that strengths use in organizations should be studied as a multi-level phenomenon that emerges 

from the strengths use of individual team members, and their interactions associated with 

identifying, relying on, and coordinating strengths in the team in relation to situational demands. 

However, this needs further empirical investigation. Therefore, it is suggested that multilevel 

research should be conducted to analyze the effects of the individual as well as collective 

strengths use on group and organization level outcomes through potentially relevant mediators. 

In study 4, the expansion of the JD-R model from employee-level outcomes to 

organizational outcomes has opened a new horizon for researchers. However, further validation 

of the extended JD-R model is required in different sectors (industries) and working contexts. 

Moreover, it is suggested that future research may also examine the mechanism through which 

character strengths operate in the health-impairment process of the JD-R theory along with the 

motivational process. This can be done in different ways. For example, strengths-related 

demands (as job demands) can be taken along with signature strengths use (as a personal 

resource) and organizational support for strengths use (as job resource). One option to assess 

strengths-related demands could be to use specific items of ACS-RS (Harzer & Ruch, 2013) 

regarding demands to display strengths-related behavior at work. The ratings referring to 

external demands can be utilized to assess strengths-related demands that might act similar to 

performance demands in the JD-R theory. In a well-cited paper, Schaufeli and Taris (2014) 

enlisted performance demands in the job demands category with reference to the JD-R theory. 

Such demands are challenging but may not have negative effects if faced with a moderate 

degree. Further, both work-related well-being and job performance can be studied as outcomes to 

reach a sound and practically relevant conclusion through the motivational and health 

impairment process of the JD-R theory. Thus, simultaneous testing of both processes shall 

provide a comprehensive understanding of the mechanism and a broader picture of the role of 
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strengths-related constructs for workplace outcomes. Moreover, the present dissertation has 

made an empirical contribution to the field of positive and organizational psychology by 

integrating the JD-R theory literature and providing insights into the psychological origins of 

organizational performance. It is suggested that future studies should link strategic HRM 

practices—such as selection, training, and performance management— to employee strengths 

use and proposed outcomes. 

In addition to strengths use, study 4 of the present dissertation also examined employees’ 

perception about organizational support for strengths use which is an important feature of 

‘positive institution’. The scope of positive psychology as envisioned by Seligman and 

Csikszentmihalyi (2000) is the study of positive individual traits, positive subjective experiences, 

and the institutions that enable positive traits and positive experiences. Similarly, Peterson and 

Seligman (2004) proposed that the ultimate benefit of the VIA Classification may be the 

identification or purposeful creation of institutions that enable good character. In the present 

dissertation, a positive institution is a workplace that provides support for strengths use and 

fosters the application of one’s signature strengths to increase positive behaviors and reduce 

negative behaviors as well as contributes to organizational outcomes. More precisely, 

organizational support for strengths use and signature strengths use influences employee work 

behaviors (here increased work engagement, improved job performance, and reduced turnover 

intentions), and that further validly predict organizational outcomes (here organizational 

performance and turnover). The present findings have highlighted the important role of 

employees’ perception of support for strengths use for employee and organization-level 

outcomes. Nevertheless, imminent research should also focus on objective measures of 

organizational support for strengths use to enhance the credibility of the findings. Further, this 

causal chain needs to be researched using longitudinal and interventional designs at the 

individual as well as higher levels. Future research should also pay attention to examine any 

feedback loop between strengths-related predictors and outcomes such as employee and 

organizational performance, considering them as continuously evolving processes both internally 

and externally.  

Implications for practice. The studies representing ‘character strengths in Pakistan’ 

have certain implications for micro and macro level utility of the VIA Classification of Character 
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Strengths. The members of the society have acknowledged the existence, usefulness, and 

practices of character strengths. This implicates that identification and use of character strengths 

can have numerous benefits for individuals as well as society at large. The findings have a 

specific indication for parents to recognize and nurture the signature character strengths of their 

children. The strengths-based child-rearing practices can ensure mature and morally sound adults 

in the future instead of focusing on the weakness (Waters, 2017). Moreover, awareness of 

parents about their character strengths profile as well as of their partner may influence parenting 

practices and may contribute to the upbringing of positive adults for society (Mayerson, 2020). 

At the macro level, policymakers, religious scholars, and educationists can benefit from the 

findings in devising strategies to develop character strengths and facilitate the culturally 

appropriate expression of character strengths. The findings can be utilized to develop cultural 

institutions and to improve cultural practices that promote strengths-based culture at the grass-

root level. Further, awareness campaigns and public seminars can be organized to educate the 

masses about strengths use and their benefits for self and others. Moreover, meticulous use of 

social media can highlight the existence and promotion of character strengths-related behaviors. 

The findings from studies representing ‘character strengths at work’ also hold several 

practical implications for employees and employers. At the employee end, identification of 

signature strengths and using them more often in novel ways is the first step to reap the benefits. 

Employees can use standardized tools to identify their signature strengths such as the VIA-IS 

(Peterson & Seligman, 2004) and ACS-RS (Harzer & Ruch, 2013) to assess the degree to which 

character strengths of the VIA Classification are applicable in their specific work context. For 

instance, finding a job or occupation that matches one’s signature strengths may be a prerequisite 

to career success. By building on their strengths, employees can experience high work 

engagement leading to their improved performance. Career counselors and coaches can 

customize and apply developed interventions to track changes in character strengths 

development through different career stages and transitions. 

At the organizational level, specific intervention programs can also be designed to enable 

employees to identify and use their signature strengths (Dubreuil et al., 2016; Harzer & Ruch, 

2016). Leaders have a dual responsibility to use their strengths and to influence and support 

others to enable strengths use. Therefore, organizational leaders should consider creating 
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additional opportunities for employees to recognize, acknowledge, and use their strengths at 

work (e.g., Asplund & Blacksmith, 2012; Clifton & Harter, 2003; Harter et al., 2002) and thus 

benefiting the organization. In addition, the promotion of a strengths-based culture can help to 

engage employees to contribute more to their organizations (Dubreuil & Forest, 2017; Linley et 

al., 2011). Particularly, organizations can adopt strengths-based HRM practices to achieve high 

performance. This can be done in several ways and for several processes. In the following, there 

are some of the examples of the application of character strengths and signature strengths use 

knowledge that can improve various HRM practices. In performing job analysis, HRM experts 

can better align job descriptions and person specifications with regards to the strengths-related 

requirement for further use such as role allocation or task assignment. In the recruitment and 

selection phases, the most desired strengths should be made part of the job advertisements to 

attract the right applicants as well as most required character strengths can be considered as 

dimensions for the selection of a suitable candidate. In training and development activities, 

identification of any gaps in the required and existing strengths/strengths relevant behaviors 

using training need analysis can further guide for in-house and off the job specialized training 

activities to develop and foster strengths use. Similarly, employee strengths profiling (similar to 

skill profiling) can be performed by determining what (and how much) are the best qualities 

present (character strengths possession) along with what are the demanded personal 

characteristics (required level). Gaps can be identified and addressed through appropriate 

strengths intervention, job re-designing, and role allocation/rotation. Finally, the performance 

management process can be improved by utilizing strengths’ information for prediction of 

performance in the expected role, realistic appraisal of performance in the current role, and a 

concrete basis for succession planning.   

One of the major contributions of positive psychology is to make organizations more 

positive workplaces that promote employee strengths (Oades et al., 2017). As already discussed, 

organizational support for strengths use could be one aspect making organizations more positive 

workplaces. Therefore, employees’ perceptions of organizational support for strengths use can be 

enhanced by communicating openly that the use of strengths is highly valued. Organizational 

policymakers and managers are encouraged to implement customized strengths-based 

approaches to foster signature strengths use and develop a positive perception about 

organizational support for strengths use. Posters and signboards can be displayed for strengths 
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appreciation. Leaders can appraise strengths relevant behaviors and appreciate the use of 

strengths vocabulary at work.  

Based on the findings of the presentation dissertation, it is implicated that support for 

strengths use is a win-win situation for both employees and employers. In fact, it gives 

employers more bang for their buck. In this sense, employers should seek to maximize business-

level congruence of strengths and strive for strengths specialization. One possible way to achieve 

strengths congruence might be through the identification of strengths that are highly relevant to a 

specific business. This will guide further HRM processes to select, develop, and promote 

employees according to these topmost required strengths to achieve strengths congruence at the 

business level (something similar to strengths congruences at the individual level or signature 

strengths fit). Strengths congruence at the individual level has been recognized to be effective for 

different work-related outcomes. It is conceivable that business-level strengths congruence shall 

also contribute to a range of desired workplace outcomes. In due course, such business-level 

congruence can lead to strengths specialization—akin to product specialization—and contribute 

strategically to gain competitive advantage through human capital strengths. To make such 

micro-foundations and the psychological basis of organizational outcomes more quantifiable, the 

businesses can apply several approaches such as utility analysis. This will help in cost-benefit 

analysis and perform any trade-off to balance them systematically. Having said that does not 

mean that promoting employees and organizational performance by fostering strengths use is an 

easy feat. However, it is plausible that discovering, developing, sustaining, and owning strengths 

can inspire fulfillment and excellence at work.  

In a nutshell, the present dissertation explicitly corroborated the relevance, prevalence, 

and application of character strengths in Pakistan. The findings strongly highlighted the 

importance of character strengths and signature strengths use in the work-context by answering a 

number of important research questions and inspiring a broad range of new research questions to 

be addressed in the future.  
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Appendix A 

Questions and answer options of the Cultural Relevance of Character Strengths Survey (CRCSS) 

 Answer options 

Questions 3 2 1 

i. Do the members of your society have an 

understanding of this strength? 

Yes, clear 

understanding 

Moderate 

understanding 

No 

understanding 

ii. How much is this strength important for the 

members of your society? 

Extremely 

important 

Slightly 

important 

Not at all 

important 

iii. How much is this strength helpful for the members 

of your society in daily life? 

Extremely 

helpful 

Slightly helpful Not at all 

helpful 

iv. Do the members of your society act according to 

this strength? 

Yes, (Almost) 

Always 

Sometimes Never 

v. How much is this strength encouraged and valued in 

your culture? 

Strongly Moderately Very little/Not 

at all 

vi. How strongly would parents want their child to 

have this strength in your culture? 

Strongly Moderately Very little/Not 

at all 

 vii. Are there established cultural practices (e.g., 

customs, traditions, festivals etc.) to develop this 

strength since childhood? 

Yes, A great deal 

of such practices 

exist 

Occasionally 

such practices 

exist 

No, such 

practices don’t 

exist 

viii. Are there established formal or informal 

institutions (e.g., family, religious, academic, 

theatrical/art etc.) to develop this strength since 

childhood? 

Yes, a large 

number of 

institutions 

Only a few 

institutions 

No institution 

ix. In your culture, do work organizations encourage 

their employees to practice this strength? 

Yes, strongly 

encourage 

Moderately 

encourage 

 Do not 

encourage 

x. Do men in your society practice this strength? Yes, very much Moderately Very little/No 

xi. Do women in you society practice this strength? Yes, very much Moderately Very little/No 

xii. Do the elder people practice this strength in your 

culture? 

Yes, very much Moderately Very little/No 

xiii. Do the younger people practice this strength? Yes, very much Moderately Very little/No 
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Appendix B 

Chi-Square Analysis of four items of CRCSS  

 Affirmative answer for practice by gender Affirmative answer for practice by age 

Scales Men (n) Women (n) χ2(1) Younger(n) Elder (n) χ2(1) 

Creativity 239 222 .63 252 211 3.63 

Curiosity 252 233 .74 257 218 3.20 

Judgment 234 213 .99 223 231 .14 

Love of learning 256 241 .45 257 239 .65 

Perspective 259 245 .39 236 264 1.57 

Bravery 244 199 4.57* 232 215 .65 

Perseverance 263 244 .71 243 247 .03 

Honesty 250 241 .16 238 248 .21 

Zest 262 249 .33 264 230 2.34 

Love 256 258 .01 259 259 .00 

Kindness 246 231 .47 239 248 .17 

Social Intelligence 234 240 .08 236 243 .10 

Teamwork 257 245 .29 246 254 .13 

Fairness 235 217 .72 230 247 .61 

Leadership 262 243 .72 234 253 .74 

Forgiveness 237 230 .10 214 262 4.84* 

Modesty 227 204 1.23 206 229 1.22 

Prudence 246 242 .03 219 244 1.35 

Self-regulation 242 240 .01 203 244 3.76* 

Appreciation 240 232 .14 233 243 .21 

Gratitude 268 248 .78 231 272 3.34 

Hope 259 244 .45 248 253 .05 

Humor 240 228 .31 241 227 .42 

Spirituality 262 260 .01 245 258 .34 
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Appendix C 

Relationships among Character Strengths and Study 3 Outcomes 

Variables WRP TP OP JD IF OS OCB CWB 

Creativity  .38-.46i .12-.17 ii  .22-.38 iv .24-.27 v .18-.28 vi   

Curiosity .32 -.34i .16-.34 ii .22 iii .24-.51 iv .35-.54 v .28-.39 vi  -.12 viii 

Judgment  .15-.34 ii  .28-.38 iv .32 v .21-.29 vi  -.10 viii 

Love of learning  .16-.25 ii  .23-.29 iv .24 v .17-.31 vi  -.09 viii 

Perspective  .17-.32 ii  .38 iv .38 v .28-.30 vi  -.09 viii 

Bravery .29- .36i .13-.32 ii  .27-.46 iv  .32-.42 v .29-.34 vi   

Perseverance  .33-.50 ii  .30-.55 iv .22-.30 v .36-.45 vi  -.35 viii 

Honesty  .27-.45 ii  .26-.53 iv .25-.38 v .29-.36 vi  -.24 viii 

Zest .34-.38 i .21-.31 ii .18 iii .35-.49 iv .36-.37 v .28-.40 vi  -.26 viii 

Love  .17-.30 ii  .26 iv .40-.43 v .26-.44 vi  -.14 viii 

Kindness  .12-.36 ii  .23-.36 iv .25-.51 v .34-.37 vi  -.14 viii 

Social Intelligence  .20-.31 ii .17 iii .25-.39 iv .46-.57 v .21-.36 vi  -.15 viii 

Teamwork .36-.43 i .13-.37 ii  .26-.38 iv .26-.52 v .33-.44 vi  -.23 viii 

Fairness .28-.29 i .15-.32 ii  .25-.29 iv .22-.47 v .19-.34 vi  -.16 viii 

Leadership .26- .36i .13-.32 ii .21 iii .24-.39 iv .23-.57 v .26-.45 vi  -.13 viii 

Forgiveness  .18 ii  .20 iv .31-.42 v .20-.29 vi  -.18 viii 

Modesty  .20 -.26 ii  .22 iv  .13 vi  -.11 viii 

Prudence  .18-.38 ii  .12-.31 iv  .19 v .23-.30 vi  -.20 viii 

Self-regulation  .13-.35 ii  .15-.40 iv .26-.29 v .32-.36 vi  -.23 viii 

Appreciation  .14 ii  .19 iv .31-.34 v .12-.35 vi   

Gratitude  .15-.29 ii .18 iii .24 iv .33-.43 v .27-.43 vi  -.19 viii 

Hope .29-.36 i .22-.34 ii .17 iii .26-.30 iv .32-.36 v .21-.38 vi  -.23 viii 

Humor  .13-.14 ii  .24 iv .31-.36 v .17-.22 vi   

      Appendix C (Continues) 
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Appendix C (Continued)       

Variables WRP TP OP JD IF OS OCB CWB 

Spirituality     .20-.25 v .19-.35 vi  -.10 viii 

Strength Use VIA .29-.40 i .23-.32 ii     .38 vii -.22 viii 

Strength Use non 

VIA 
.41 i 

.14-.54 ii    
 

.12-.30 vii  

Note. WRP = Work role performance, TP = Task performance, in-role behaviors, OP = Overall 

performance, JD = Job dedication, IF = Interpersonal facilitation, OS = Organizational support. 

Harzer & Ruch (2014; self and supervisory rated performance); Littman-Ovadia & Raas-

Rothschild (2018; colleagues rated performance). 
MEMO  

Creativity 
i Harzer, Mubashar & Dubreuil (2017; r depends on performance dimension; r = .38- .46) 
ii Harzer & Ruch (2014; r = .17); Littman-Ovadia & Lavy (2016; r = .12) 
iv Harzer & Ruch (2014; r = .22 - .38) 
v Harzer & Ruch (2014; r =.24-.27) 
vi Harzer & Ruch (2014; r =.18-.28) 

Curiosity 
i Harzer, Mubashar & Dubreuil (2017; r depends on performance dimension; r =.32 -.34)  
ii Harzer & Ruch (2014; r =.29-.34); Littman-Ovadia & Lavy (2016; r = .16) 
iii Littman-Ovadia & Raas-Rothschild (2018; r = .22; performance labeled as crew resource 

management) 
iv Harzer & Ruch (2014; r =.24-.51) 
v Harzer & Ruch (2014; r =.35-.54) 
vi Harzer & Ruch (2014; r =.28-.39) 
viii Littman-Ovadia & Lavy (2016; r = -.12) 

Judgment 
ii Harzer & Ruch (2014; r =.21-.34); Littman-Ovadia & Lavy (2016; r = .15) 
iv Harzer & Ruch (2014; r = .28-.38) 
v Harzer & Ruch (2014; r =.32) 
vi Harzer & Ruch (2014; r =.21-.29) 
viii Littman-Ovadia & Lavy (2016; r = -.10) 

Love of Learning 
ii Harzer & Ruch (2014; r = .23-.25); Littman-Ovadia & Lavy (2016; r = .16) 
iv Harzer & Ruch (2014; r =.23-.29)  
v Harzer & Ruch (2014; r =.24) 
vi Harzer & Ruch (2014; r =.17-.31) 
viii Littman-Ovadia & Lavy (2016; r = -.09) 

Perspective 
ii Harzer & Ruch (2014; r =.20-.32); Littman-Ovadia & Lavy (2016; r = .17) 
iv Harzer & Ruch (2014; r =.38) 
v Harzer & Ruch (2014; r =.38) 
vi Harzer & Ruch (2014; r =.28-.30) 
viii Littman-Ovadia & Lavy (2016; r = -.09) 
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Bravery 
i Harzer, Mubashar & Dubreuil (2017; r depends on performance dimension; r =.29- .36) 
ii Harzer & Ruch (2014; r =.32); Littman-Ovadia & Lavy (2016; r = .13)  
iv Harzer & Ruch (2014; r =.27-.46) 
v Harzer & Ruch (2014; r =.32-.42) 
vi Harzer & Ruch (2014; r =.29-.34) 

Perseverance 
ii Harzer & Ruch (2014; r =.33-.50); Littman-Ovadia & Lavy (2016; r = .33) 
iv Harzer & Ruch (2014; r =.30-.55) 
v Harzer & Ruch (2014; r =.22-.30) 
vi Harzer & Ruch (2014; r =.36-.45) 
viii Littman-Ovadia & Lavy (2016; r = -.35) 

Honesty 
ii Harzer & Ruch (2014; r =.28-.45); Littman-Ovadia & Lavy (2016; r = .27) 
iv Harzer & Ruch (2014; r =.26-.53) 
v Harzer & Ruch (2014; r =.25-.38) 
vi Harzer & Ruch (2014; r =.29-.36) 
viii Littman-Ovadia & Lavy (2016; r = -.24) 

Zest 
i Harzer, Mubashar & Dubreuil (2017; r depends on performance dimension; r =.34-.38) 
ii Harzer & Ruch (2014; r =.28-.31); Littman-Ovadia & Lavy (2016; r = .21) 
iii Littman-Ovadia & Raas-Rothschild (2018; r = .18; performance labeled as crew resource 

management) 
iv Harzer & Ruch (2014; r =.35-.49) 
v Harzer & Ruch (2014; r =.36-.37) 
vi Harzer & Ruch (2014; r =.28-.40) 
viii Littman-Ovadia & Lavy (2016; r = -.26) 

Love 
ii Harzer & Ruch (2014; r =.21-.30); Littman-Ovadia & Lavy (2016; r = .17) 
iv Harzer & Ruch (2014; r = .26) 
v Harzer & Ruch (2014; r =.40-.43) 
vi Harzer & Ruch (2014; r =.26-.44) 
viii Littman-Ovadia & Lavy (2016; r = -.14) 

Kindness 
ii Harzer & Ruch (2014; r =.27-.36); Littman-Ovadia & Lavy (2016; r = .12) 
iv Harzer & Ruch (2014; r =.23-.36) 
v Harzer & Ruch (2014; r =.25-.51) 
vi Harzer & Ruch (2014; r =.34-.37) 
viii Littman-Ovadia & Lavy (2016; r = -.14) 

Social Intelligence 
ii Harzer & Ruch (2014; r =.23-.31); Littman-Ovadia & Lavy (2016; r = .20); Sosik, Chun, Ete, 

Arenas and Scherer (2019; r = .22; social intellegence labelled as empathy) 
iii Littman-Ovadia & Raas-Rothschild (2018; r = .17; performance labeled as crew resource 

management) 
iv Harzer & Ruch (2014; r =.25-.39) 
v Harzer & Ruch (2014; r =.46-.57) 
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vi Harzer & Ruch (2014; r =.21-.36) 
viii Littman-Ovadia & Lavy (2016; r = -.15) 

Teamwork  
i Harzer, Mubashar & Dubreuil (2017; r depends on performance dimension; r =.36 - .43)  
ii Harzer & Ruch (2014; r =.24-.37); Littman-Ovadia & Lavy (2016; r = .13) 
iv Harzer & Ruch (2014; r =.26-.38) 
v Harzer & Ruch (2014; r =.26-.52) 
vi Harzer & Ruch (2014; r =.33-.44) 
viii Littman-Ovadia & Lavy (2016; r = -.23) 

Fairness 
i Harzer, Mubashar & Dubreuil (2017; r depends on performance dimension; r =.28-.29)  
ii Harzer & Ruch (2014; r =.25-.32); Littman-Ovadia & Lavy (2016; r = .15) 
iv Harzer & Ruch (2014; r =.25-.29) 
v Harzer & Ruch (2014; r =.22-.47) 
vi Harzer & Ruch (2014; r =.19-.34) 
viii Littman-Ovadia & Lavy (2016; r = -.18) 

Leadership 
i Harzer, Mubashar & Dubreuil (2017; r depends on performance dimension; r =.26- .36) 
ii Harzer & Ruch (2014; r =.30-.32); Littman-Ovadia & Lavy (2016; r = .13) 
iii Littman-Ovadia & Raas-Rothschild (2018; r = .21; performance labeled as crew resource 

management) 
iv Harzer & Ruch (2014; r =.38-.39) 
v Harzer & Ruch (2014; r =.23-.57) 
vi Harzer & Ruch (2014; r =.26-.45) 
viii Littman-Ovadia & Lavy (2016; r = -.13) 

Forgiveness 
ii Harzer & Ruch (2014; r = .18) 
iv Harzer & Ruch (2014; r = .20) 
v Harzer & Ruch (2014; r =.31-.42) 
vi Harzer & Ruch (2014; r =.20-.29) 
viii Littman-Ovadia & Lavy (2016; r = -.18) 

Modesty 
ii Harzer & Ruch (2014; r =.20 -.26) 
iv Harzer & Ruch (2014; r =.22) 
vi Harzer & Ruch (2014; r =.13) 
viii Littman-Ovadia & Lavy (2016; r = -.11) 

Prudence 
ii Harzer & Ruch (2014; r =.23-.38); Littman-Ovadia & Lavy (2016; r = .18) 
iv Harzer & Ruch (2014; r =.12-.31) 
v Harzer & Ruch (2014; r =.19) 
vi Harzer & Ruch (2014; r =.23-.30) 
viii Littman-Ovadia & Lavy (2016; r = -.20) 

Self-regulation 
ii Harzer & Ruch (2014; r = .19-.35); Littman-Ovadia & Lavy (2016; r = .13) 
iv Harzer & Ruch (2014; r = .20- .40) 
v Harzer & Ruch (2014; r =.26-.29) 
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vi Harzer & Ruch (2014; r =.32-.36) 
viii Littman-Ovadia & Lavy (2016; r = -.23) 

Appreciation of beauty and excellence 
ii Harzer & Ruch (2014; r =.14) 
iv Harzer & Ruch (2014; r =.19) 
v Harzer & Ruch (2014; r =.31-.34) 
vi Harzer & Ruch (2014; r =.12-.35) 

Gratitude 
ii Harzer & Ruch (2014; r =.19-.29); Littman-Ovadia & Lavy (2016; r = .15) 
iii Littman-Ovadia & Raas-Rothschild (2018; r = .18; performance labeled as crew resource 

management) 
iv Harzer & Ruch (2014; r =.24) 
v Harzer & Ruch (2014; r =.33-.43) 
vi Harzer & Ruch (2014; r =.27-.43) 
viii Littman-Ovadia & Lavy (2016; r = -.19) 

Hope 
i Harzer, Mubashar & Dubreuil (2017; r depends on performance dimension; r = .29-.36)  
ii Harzer & Ruch (2014; r = .34); Littman-Ovadia & Lavy (2016; r = .22) 
iii Littman-Ovadia & Raas-Rothschild (2018; r = .17; performance labeled as crew resource 

management) 
iv Harzer & Ruch (2014; r = .26 - .30) 
v Harzer & Ruch (2014; r =.32-.36) 
vi Harzer & Ruch (2014; r =.21-.38) 
viii Littman-Ovadia & Lavy (2016; r = -.23) 

Humor 
ii Harzer & Ruch (2014; r =.13); Littman-Ovadia & Lavy (2016; r = .14) 
iv Harzer & Ruch (2014; r =.24) 
v Harzer & Ruch (2014; r =.31-.36) 
vi Harzer & Ruch (2014; r =.17-.22) 

Spirituality 
v Harzer & Ruch (2014; r =.20-.25) 
vi Harzer & Ruch (2014; r =.19-.35) 
viii Littman-Ovadia & Lavy (2016; r = -.10) 

Strength Use VIA 
i Harzer, Mubashar & Dubreuil (2017; r depends on performance dimension; r = .29-.40; label as 

ASS) 
ii Lavy & Litman-Ovadia (2017; r =.32); Littman-Ovadia, Lavy & Maayan Boiman-Meshita 

(2017; r = .23; labeled as signature strengths use) 
vii Littman-Ovadia, Lavy & Maayan Boiman-Meshita (2017; r = .38; labeled as signature strength 

use) 
viii Littman-Ovadia, Lavy & Maayan Boiman-Meshita (2017; r = -.22; labeled as signature 

strength use) 

Strength use non VIA 
i Dubreuil, Forest, & Courcy (2014; r = .41) 



 APPENDIX C 186 

 

 

  

ii Dubreuil, Forest, Gillet, Fernet, Thibault-Landry, Crevier-Braud & Girouard (2016; for T1 r = 

.54, for T2 r = .34; intervention study); Kong & Ho (2016; r = .44); Mahomed & Rothmann 

(2019; r = .14; strengths use labeled as strengths use behavior) 
vii Kong & Ho (2016; r = .30); Mahomed & Rothmann (2019; r = .12; strengths use labeled as 

strengths use behavior; OCB labeled as contextual performance) 
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Appendix D 
Relationships among Strength Use, Perceived Organizational Support for Strength Use and 

Study 4 Outcomes 

Variables POSSU Strengths use  Work engagement 

Work Engagement_JDR .37-.74 i .47- .83 ii  

Work Role Performance_JDR .53 i   

Task Performance_JDR  .47 i  .28-.67 iii 

Contextual performance_JDR   .24-.26 iii 

Job performance _JDR   .36 iii 

Turnover intention_JDR   -.14 to -.58 iii 

Work Engagement_general .38-.63 i .37 - .52 ii  

Work Role Performance_ general  .29-.41 ii  

Task Performance_ general .13i .14 - .54ii  .09 iii 

Contextual performance_general .12 i .12 ii  

Job Performance_general   .33-.77 iii 

Turnover intentions_ general -.28 i -.26 ii -.41 to-.58 iii 

Note. POSSU = Perceived Organizational Support for Strength Use, organizational strengths use. 

Strengths use = Applicability of signature character strengths ASCS, applied signature strengths 

ASS, strengths use, strength use behavior, signature strengths use, Task performance = in-role 

behaviors, in-role performance, task performance, productivity. Contextual performance = extra-

role performance, contextual performance. Job performance = composite of in-role and extra 

role. Demerouti, Bakker, Gevers (2015; supervisory rated performance). Harzer & Ruch (2014; 

self and supervisory rated performance); Peláez, Coo, & Salanova (2020; self and supervisory 

rated performance). 

MEMO  

Work Engagement_JDR 
i Keenan & Mostert (2013; r = .49); Stander & Mostert (2013; r = .42); Stander, Mostert, & De 

Beer (2014; r = .74); Woerkom, Mostert, Els, Bakker, de Beer & Rothmann Jr. (2016; vigour r = 

.37, dedication r = .46); van Woerkom, Oerlemans & Bakker (2016; r = .57; weekly diary study) 
ii Stander & Mostert (2013; r = .56); van Woerkom, Mostert, Els, Bakker, de Beer & Rothmann 

Jr. (2016; vigour r = .49, dedication r = .47); van Woerkom, Oerlemans & Bakker (2016; 

between level r = .83, with level r = .72; weekly diary study)  

Work Role Performance _JDR 
i Botha & Mostert (2014; r = .53) 

Task Performance _JDR 
i Stander, Mostert, & De Beer (2014; r = .47; Task performance as productivity) 
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iii Adil, Kamal & Shujja (2019; r = .28); Demerouti, Bakker & Halbesleben (2015; For general 

work engagement and general task performance r = .41; For day level work engagement and day 

level task performance r = .67); Xanthopoulou, Baker, Heuven, Demerouti & Schaufeli (2008; 

For general work engagement: General in-role r = .58 and State in-role r = .48; For state work 

engagement; State in-role r = .66)  

Contextual Performance _JDR 
iii Adil, Kamal & Shujja (2019; r = .24); Demerouti, Bakker, Gevers (2015; r = .26)  

Job Performance_ JDR 
iii Rahmadani, Schaufeli, Stouten, Zhang & Zulkarnain (2020; r = .36) 

Turnover intentions_ JDR 
iii Agarwal, Datta, Blake‐Beard, & Bhargava (2012; r = -.40); Borst, Kruyen & Lako (2019; r = -

.16); Du Plooy & Roodt (2010; r = -.58); Schaufeli & Bakker (2004; r = -.16 for vigor; r = -.39 

for dedication; r = -.20 for absorption); Timms, Brough, O'Driscoll, Kalliath, Siu, Sit, & Lo 

(2015; r = -.14 to -.27; r depends upon T1/T2); Trépanier, Fernet, Austin, & Ménard (2015; r = -

.43 to -.66; depends upon subscale and technique) 

Work Engagement_General 
i Els, Mostert & van Woerkom (2018; r = .38); Meyers, Adams, Sekaja, Ana-Maria Cazan, 

Gotea, Stefenel & van Woerkom (2019; r = .63) 
ii Bakker, Hetland, Olsen & Espevik (2019; r = .40); Els, Mostert & van Woerkom (2018; r = 

.38); Hoge, Strecker, Hausler, Huber, and Hofer (2020; r= .43 for T1 ASCS-W & r = .37 for T2 

ASCS-W); Lavy & Litman-Ovadia (2017; r =.47); Littman-Ovadia, Lavy & Maayan Boiman-

Meshita (2017; r = .52); Strecker, Huber, Hoge, Hausler & Hofer (2019; r= .43 for T1 & r = .37 

for T2) 

Work Role Performance_general 
ii Dubreuil, Forest, & Courcy (2014; r = .41); Harzer, Mubashar & Dubreuil (2017; r depends on 

performance dimension; r = .29-.40) 

Task Performance_general 
i Mahomed & Rothman (2019; r = .13) 
ii Dubreuil, Forest, Gillet, Fernet, Thibault-Landry, Crevier-Braud & Girouard (2016; for T1 r = 

.54, for T2 r = .34; intervention study); Harzer & Ruch (2014; For sample 1 r = .34, For sample 2 

r = .28); Kong & Ho (2016; r= .44); Lavy & Litman-Ovadia (2017; r =.32; Task performance as 

productivity); Littman-Ovadia, Lavy & Maayan Boiman-Meshita (2017; r = .23); Mahomed & 

Rothman (2019; r = .14) 
iii Bothma, F. C., & Roodt, G. (2012; r = .09) 

Contexual Performance_general 
i Mahomed & Rothmann, (2019; r = .12) 
ii Mahomed & Rothmann, (2019; r = .12) 

Job Performance_general 
iii Bakker & Bal (2010; r = .77); Peláez, Coo, & Salanova (2020; r = .33 pre intervention; r = .50 

post intervention; r = .42 follow-up intervention) 

Turnover Intentions_general 
i Els, Mostert & van Woerkom (2018; r = -.28)  
ii Mahomed & Rothmann (2020; r = -.26) 
iii Bothma, & Roodt, G. (2012; r = -.58); Els, Mostert & van Woerkom (2018; r = -.41); Saks 

(2006; r = -.41) 
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Appendix E 

Unstandardized Estimates of Direct and Indirect Effects using Bootstrapping 

 JP TI 

Models B SE B SE 

SSU→JP/TI .10** .03 -.09 .07 

SSU→WE→JP/TI .02* .01 -.03* .02 

POSSU→JP/TI .27*** .07 -.19* .09 

POSSU→WE→JP/TI .11** .04 -.20*** .06 

Note. SSU = Signature strengths use, POSSU = Perceived organizational support for strengths 

use, WE = Work engagement, JP = Job performance scale, TI = Turnover intentions. * p < .05.  

** p < .01. *** p < .001. 

 

Figure 4.3. N = 202. Multivariate Model Representing UnStandardized Regression Co-Efficient 

Using Two Exogenous Variables and Three Endogenous Variables. SSU = Signature strengths 

use, POSSU = Perceived organizational support for strengths use, WE = Work engagement, JP = 

Job performance scale, TI = Turnover intentions, POP = Perceived organizational performance. 

** p < .01. *** p < .001. 

Table showed a significant indirect effect of signature strengths use on job performance 

and turnover intentions through work engagement. There also was a significant direct effect of 

signature strengths use on job performance. Similarly, table showed significant indirect effect of 
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organizational support for strengths use on job performance and turnover intentions through 

work engagement. The direct effect of organizational support for strengths use on job 

performance and turnover intentions was also significant.
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