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ABSTRACT
	Aim of study: This study analyzes the impact of Psychological Capital Dimensions on Employee Innovative Behavior with Mediating Role of Work Engagement and Moderating role of Climate for Innovation in Advertising Agencies of Pakistan
Research Methodology: Questionnaires were distributed to 250 employees working in advertising agencies total of N = (221) questionnaires were returned. Hayes macro models were used for regression analysis.
Results: The results show that psychological capital affects the innovative behavior with mediation of work engagement. The results also depicted that innovative climate does not moderate between work engagement and innovative behavior.
Conclusion: Overall this study reveals that psychological capital dimensions affect the employee innovative behavior among the employees of advertising agencies and strategies should be design at organizational level in order to boost the innovative behavior at workplace.
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In the late 90s, numerous research was done on the negative side of person state such as anger, fear, depression or anxiety while very small amount of work was unfolded on positive side of person state such as wisdom, courage, gratitude, forgiveness or spirituality which given rise to the concept of positive psychology (Seligman & Csikszentmihalyi, 2000;2014; Money et al., 2009; Luthans 2002a). Profoundly,
© 2022 The authors, under a Creative Commons Attribution-NonCommercial 4.0 	2
Positive psychology focuses on the positive state of person either positive emotions or a positive trait (Seligman, Steen, Park, & Peterson, 2005).  Later, the notion of positive organization behavior comes from positive psychology that emphasizes the effect of positivity at workplace. (Luthans 2002a; Wright 2003). Additionally, Psychological capital was introduced which is a positive organizational behavior that got potential to develop through training and practice (Luthans et al., 2007), which mean that Psy Cap are state like that is, it can adapt changes and is developable (Luthans & Youssef-Morgan, 2017; Ertosun et al., 2015; Demerouti et al., 2011) .Although, PsyCap arose as a greater order construct, having four core dimensions such as resilience, hope, optimism and Confidence (Luthans et al., 2007). Later Luthans and his coauthor identified that psycap have the capability to add more dimensions if they fulfil the criteria of Psycap along with four core dimensions for instance courage, wisdom, gratitude and spirituality (Luthans, Avolio, et al., 2007). Moreover, the literature identified gap of structural factor for psycap according to unique culture contexts (Dhir & Sharma, 2020; Wernsing, 2014), which lead to adding more dimension and testing empirically, for instance Bockorny (2015), empirically tested four core dimensions of psycap i.e., confidence, resilience, hope and optimism along with courage as a fifth dimensions of Psycap. Moreover, Ashraf & Khan (2017) empirically tested wisdom and gratitude as an extension of Psychological Capital dimensions in Asian culture context whereas, Dhir & Shamra, (2020), expanded psycap dimensions in India context, therefore added spirituality and courage as other dimensions of it.  However, most of the researchers examined psycap as a composite variable instead of exploring its other unique dimensions in different culture setting (Wernsing, 2014; Dhir & Sharma, 2020)
The current study emphasis on multiple dimensions of psychological capital such as confidence, resilience, hope, optimism (four core dimensions) with other unique dimensions i.e., courage and wisdom, hence examine the relationship of these dimensions with employee innovative behavior in advertising agencies.
Broaden and build theory (Fredrickson’s, 1998, 2001) is an influential theory of positive emotions that encourages building personal resource as a formidable function. Positive emotions contribute to broadening repositories of thought-action of people and help widening the thoughts process and translate such thought into actions that leaps to the minds (Fredrickson, 2001; Bakker & Demerouti, 2008), in doing so it increases the capability of a person’s thoughts-actions which result in exhibiting innovative behaviors such as coming up with novel ideas and providing unique ideas to refine work (Avey et al., 2011). In addition to that the theory explains that positive emotions not only alter thought patterns but also broaden attention and focus of people (Fredrickson, 2001; Isen, 2000; Kahn & Isen, 1993). Such emotions and orientations aids in developing connection between different stimuli (Isen, 1999) and thus can be a manifestation of employee innovative behaviors (Avey et al., 2011). Previous researchers propound PsyCap which have a deepen root to positivity, is also a major benefactor of positive emotions (Abbas & Raja, 2015; Avey et al., 2011) for instance, if an employee demonstrated confidence in doing work, definitely after accomplishing it, he will feel delighted with what he have done. Therefore, it can be said that positive psychological resources broaden the thought process of an employee because of which novel ideas generated in his mind consequently he builds innovative behavior (Abbas & Raja, 2015).      
Literature Review
Psychological Capital and Employee Innovative Behavior
Previous researchers found a direct positive relation between psychological capital (confident, hope, resilience and optimism) and employee innovative behavior (Sameer, 2018; Abbas & Raja, 2015; Han & Yang, 2011). Using Broaden and Build theory to explain how positive psychological resources triggers innovative behavior (Abbas & Raja, 2015), we argue that confident individuals are more likely to be involved in innovative behavior ,moreover Hope is a powerful positive motivational state, which conceptualized from goal directed energy, interactively derived feeling of successful agency and a path way to meet the goals, such hopeful individuals are more likely to exhibits innovative behavior (Sameer, 2018; Abbas & Raja, 2015), precisely, hopeful employees tend to be more proactive at their workplace and found a direct relationship with creativity (Yu et al., 2019) and therefore due to creativity they tend to indulge in innovative behavior when performing daily work tasks. In addition to that we argue that Optimism demonstrate different positive and favorable outcomes like high morale and high spirit, problem solving abilities, happiness, goal attainment, good health, long life, academic success, political and occupational effectiveness (Seligman, 2007) due to which it is likely that they might involve in ideas generation and successful implementation of such ideas (Sameer, 2018; Abbas & Raja, 2015), further resilient individuals prepare themselves for meeting with difficult situation using positively psychological resource therefore we argue that resilient individuals are likely to be involved in innovation and demonstrate innovative behavior (Sameer, 2018). Previous research conducted on the courage to and entrepreneurship which is a risky model that posted one need to be courage in order to be successful entrepreneurship (Bockorney, 2015) therefore, we argue that courageous individual is more likely to exhibits innovative behavior. Lastly, researcher developed a link between wisdom and creative performance, therefore, we also argue that wise person will more likely to be involved in innovative behavior. 
Hypothesis 1: Psychological capital has significant positive association with employee innovative work behavior.
Psychological Capital Dimensions’ and Work Engagement 
PsyCap’s dynamic model has been shown to be highly integrated and conceptually well aligned with the work engagement (Sweetman & Luthans, 2010). The researchers found a direct relationship between Confidence and positive emotions (Avey et al., 2008). Avey and his colleague found significantly direct relation between Confidence and positive emotions which resultantly reflects to positive attitude i.e., engagement. Confidence in one's value as a human being is a precious psychological resource and generally a highly positive factor in life; it is correlated with achievement, good relationships, and satisfaction. Sweetman & Luthan, (2010), stated a significant positive effect on work engagement. Therefore, we argue that Employees who are confident enough will cognitively absorb in the work role (absorption), will exert maximum energy and effort to produce desired outcome(vigor), last but not the least, they will experience the essence of pride and significance which mean they know that what they are performing (dedication). Such attitude led to engagement at work. Hence, we hypothesized as 
Hypothesis 2: Confidence has significant positive association with work engagement.
High morale colleague has high hope which leads towards positive psychological state which motivate him to thoughtful process how to achieve goals and, when required, redirecting his goals so that he can achieve success (Luthans, Avey, Avolio & Peterson, 2010). When such employees face difficulty, they show more positive attitude and find new ways to approach their set targets. Hope pursuit aims and the proactive indication of ways that provide vigor and determination to approach goals, related to task engagement (Sweetman & Luthans, 2010). Therefore, we argue that the hope anticipated to relate to positive work outcome that may enhanced work engagement among employee, therefore, hypothesized that
Hypothesis 3: Hope has significant positive association with work engagement.
Optimistic employees contain positive emotions and views in respect to future expectations (Scheier & Carver,1985). Researcher showed that there is direct relationship between two variable i.e., optimistic employee and favorable outcome (Seligman, 1998). Employee with high optimistic personality will be more confident in performing work related task, because they can take their own responsibility (Seligman, 1998), hence they are highly integrated with work engagement (Yu et al., 2019).
Hypothesis 4: Optimism has significant positive association with work engagement.
Positive emotions lead to positive work attitude, resilience is a positive attitude who remain calm when meet in uncertain situation, such employee feel more engaged at work, and demonstrate vigor, absorption and dedication in the work. High psychological capital individuals are valuable resource (Youssef‐Morgan & Luthans, 2015). So, resilient individual when met with adversity, he will bounce back from the situation and will work with more eager, commitment and dedication. Therefore, we argue that such people tend to exhibit more work engagement. Thus, we hypothesized that
Hypothesis 5: Resilience has significant positive association with work engagement.
Individuals having distinct signature strengths for instance wisdom, courage and humor, such strengths are connected to a sense of personality, self and genuineness, which create inherent inspiration to practice them (Proctor, Tsukayama, Wood, Maltby, Eades & Linley 2011). Employees who operational zed their positive unique strengths such as courage and wisdom are likely to be seen as more engaged in their work role (Harter, Schmidt  & Hayes, 2002) and consequentially more likely to accomplish their set goals (Biswas-Diener, Kashdan & Minhas 2011; Dubreuil et al. 2016). For instance, they will use their unique character strength for more positive at outcome, they feel positive energy hence more lively and vigorous at work. Moreover using these strengths, an employee will feel deep involvement and higher concentration which lead to absorption and dedication dimension of work engagement (Dubreuil et al. 2014). In line with this statement, authors proposed that 
Hypothesis 6: Courage has significant positive association with work engagement.
Hypothesis 7: Wisdom has significant positive association with work engagement.
Work Engagement and Employee Innovative Behavior
Previous researcher found that when there is work engagement, employee will expose to more positive emotions which translated into positive thoughts which leap creative and novel ideas (Park & Allen, 2013). Several Researchers found a direct positive relation between work engagement and employee innovative behavior (Agarwal, Datta, Blake-Beard, Bhargava, 2012; Agarwal 2014; Jung & Yoon, 2018). According to broaden and build theory, employee who experience positive emotions will energize more positive thoughts in such a way that will create more chances of displaying innovative behavior of such individuals. Therefore, authors hypothesized as  
Hypothesis 8: Work engagement has direct and positive association with employee innovative behavior.
Mediating role of Employee Engagement
[bookmark: _Toc32042162][bookmark: _Toc34300581][bookmark: _Toc59432653]Individuals who are confident promote work engagement, which states that they promote initiative taken at workplace, which resultantly inﬂuences innovation (Hakanen et al., 2008).Similarly Hopeful employees tend to be more proactive at their workplace and have risk-taking behavior and more indulge in creative when performing daily work tasks (Yu et al., 2019) An employee having positive experience say optimism tend to be more engaged at workplace and more likely to drive innovative behavior at work place (Michael et al., 2011). Resilient employees are intrinsically motivated are ready to deal with obstacles which they can face and proactively dealt with their work, such employee tend to be more creative (Cadwallader et al., 2010; Dulaimi et al., 2003; Zhang & Bartol, 2010). Therefore, they may also exhibit innovative behavior at work place. Moreover, employees who are resilient have a tendency to depict high work engagement, and they work enthusiastically for the organization. The courageous person tends to involve in innovation and innovative behavior (Koerner, 2010). He further added that courage encourages change and innovation at work place. Courage is required to initiate an innovative activity. Courageous person tend to be much involved at workplace (Harter et al. 2002). Wise person having highly engaged with work are more likely to indulge creativity, creative performance (Kalyar & Kalyar, 2018) and therefore likely to engaged in innovative behavior as well. Therefore, we hypothesized
Hypothesis 9: Work engagement mediates the relationship between Confidence and employee innovative behavior.
[bookmark: _Toc32042161][bookmark: _Toc34300580][bookmark: _Toc59432654]Hypothesis 10: Work engagement mediates the relationship between hope and employee innovative behavior.
[bookmark: _Toc32042163][bookmark: _Toc34300582][bookmark: _Toc59432655]Hypothesis 11: Work engagement mediates the relation between optimism and employee innovative behavior.
Hypothesis 12: Work engagement mediates the relation between resilience and employee innovative behavior.
Hypothesis 13: Work engagement mediates the relation between courage and employee innovative behavior.
Hypothesis 14: Work engagement mediates the relation between wisdom and employee innovative behavior.
[bookmark: _Toc59432660][bookmark: _Toc61356114][bookmark: _Toc61359428]Moderating role of Innovative Climate 
Innovation climate as defined as the shared perception of employees whether at team or organizational level as to what level organization practice, policies, norms or processes support and enable innovation (West & Anderson,1996; Anderson & West, 1998). Researcher found that the individuals who are engaged with task have likely attributes of solving problems, develop successful relation with their colleagues and involve in innovation (Hakanen et al., 2008). Highly engaged employees have more tendency to perform and execute novel ideas at work, and demonstrate innovative behavior. Subsequently, engaged employees have more accessible individual resources to be included in innovation activity ad have innovative behaviors, and they execute remarkable performance. (Shalley & Gilson, 2004; Scott & Bruce, 1994). Organizations that encourage innovation, create a climate where individuals freely perform new concepts and where differences of imagination and conclusion is esteemed while doing so, they feel secure to do new experiments (Daft & Becker, 1978).
In this way, an innovative climate empowers an individual to be highly involved in innovative activities. The theory broaden and build (Fredrickson, 2001) states that when individual possess positive resource (as in our case, work engagement), he will likely to build  positive thoughts that shapes into to novel ideas at work (i.e., innovative behavior). It is essential for the innovative behavior that the climate for innovation prevails in the work setting. Therefore we proposed that innovative climate ac as a moderator which can strengthen or weaken the relationship between the two i.e., work engagement and employee innovative behavior, hence, author hypothesized that
H15: Innovative Climate moderates the relationship between work engagement and employee innovative behavior. Such that greater the innovative climate stronger will be link between work engagement and employee innovative behavior.
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The study follows a positivism research paradigm, deductive, quantitative study, and is correlational in nature. The target population was selected by using convenience sampling technique and these were employees working in advertising agencies of Pakistan. The researcher collects response through self administered questionnaire and also used google form.: Questionnaires were distributed to 250 employees working in advertising agencies total of N = (221) questionnaires were returned. Hayes macro models were used for regression analysis.
Instrumentation
For all items participants rated their response on a 5 point Likert Scale starting from 1=Strongly Disagree and 5=Strongly Agree.
Psychological Capital
Sixteen items comprising four dimensions of Psychological Capital was measured by the items established by Luthans et al. (2007) where it included dimensions i.e., hope, Confidence, optimism and resilience. The sample item of confidence was “I feel confident analyzing a long-term problem to find a solution”. The sample item of hope was “At the present time, I am energetically pursuing my work goals”. The sample item of optimism was “If something can go right for me work-wise, it will”. The sample item of resilience was “When I have a setback at work, I recover from it”. 
[bookmark: _Toc61356129][bookmark: _Toc61359443]Courage
Five items of Courage were measured by adopting the scale of Norton and Weiss (2009). The items were “Even if I feel terriﬁed, I will stay in that situation until I have done what I need to do”. 
[bookmark: _Toc61356128][bookmark: _Toc61359442]Wisdom
[bookmark: _Toc32042184][bookmark: _Toc34300603][bookmark: _Toc61356130][bookmark: _Toc61359444]Four items of Wisdom scale were adopted by the study of Thomas, Bangen, Ardelt and Jeste (2017). The items are “A problem has little attraction for me if I don’t think it has a solution.” 
Work Engagement
Six items of Utrecht Work Engagement Scale (Schaufeli, Bakker & Salanova’s, 2006) was used to measure work engagement. The sample item was “At my job, I feel strong and vigorous.”. 
[bookmark: _Toc34300605][bookmark: _Toc61356132][bookmark: _Toc61359446]Innovative Climate
Eight items of Innovative climate was adopted from Liu and Shi (2009) scale. The sample item was “Our Company often encourages employees to propose new ideas”. 
[bookmark: _Toc32042185][bookmark: _Toc34300604][bookmark: _Toc61356131][bookmark: _Toc61359445]Employee Innovation Behavior
Six items were adopted from Lukes and Stephan (2017) scale to measure employee innovative behavior. The sample items was “I often generate original solutions for problems.  
Table 1: Reliability Analysis
	Variables
	          Cronbach’s Alpha

	Confidence 
	0.73
0.75
0.79
0.77
0.74
0.79
0.80
0.85
0.87

	Hope
	

	Optimism
	

	Resilience Courage                                                                               
	

	Wisdom
	

	Work Engagement 
	

	Innovative Climate
	

	Innovative work Behavior 
	


[bookmark: _Toc61356139][bookmark: _Toc61359453]
Table 2: Descriptive Statistics of Demographics
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Gender

	Female
	47
	21.3
	21.3
	21.3

	Male
	174
	78.7
	78.7
	100.0

	Age

	21-25 Years
	55
	24.9
	24.9
	24.9

	26-30 Years
	101
	45.7
	45.7
	70.6

	31-35 Years
	36
	16.3
	16.3
	86.9

	36-40 Years
	14
	6.3
	6.3
	93.2

	41 Years or above 
	15
	6.8
	6.8
	100.0

	Education

	Bachelors
	16
	7.2
	7.2
	7.2

	Masters
	103
	46.6
	46.6
	53.8

	MS/ M.Phil.
	97
	43.9
	43.9
	97.7

	PHD
	5
	2.3
	2.3
	100.0

	Experience

	2-4 Years
	82
	37.1
	37.1
	37.1

	5-7 Years
	54
	24.4
	24.4
	61.5

	8-10 Years
	27
	12.2
	12.2
	73.8

	11-13 Years
	21
	9.5
	9.5
	83.3

	14 Years or above 
	37
	16.7
	16.7
	100.0


N=221
Results
Table 3: Correlation Analysis
	 
	       1
	    2
	       3
	        4   
	     5
	      6
	       7  
	  8      
	9   

	Confidence
	        1
	
	
	
	
	
	
	
	

	Hope
	    .587**
	1
	
	
	
	
	
	
	

	Optimism
	    .218**
	.231**
	1
	
	
	
	
	
	

	Resilience
	    .332**
	.359**
	.357**
	1
	
	
	
	
	

	Courage
	    .283**
	.233**
	.267**
	.476**
	1
	
	
	
	

	Wisdom
	    0.09
	0.07
	0.03
	0.15*
	0.08
	1
	
	
	

	WorkEng
	    .562**
	.599**
	.282**
	.477**
	.355**
	.156*
	1
	
	

	Inoclimate

	    .449**
	.536**
	.337**
	.356**
	.432**
	0.04
	.561**
	1
	

	InoBehavior
	    .543**
	.566**
	.388**
	.469**
	.495**
	.171*
	.673**
	.641**
	1

	**. Correlation is significant at the 0.01 level (2-tailed).
	
	
	
	


Confidence and work engagement has also a positive and moderate relation (r=56.2, p< 0.01). work engagement has also a positive and moderate relation (r=59.9, p< 0.01). Optimism and work engagement has also a positive and weak relationship with work engagement (r=28.2, p< 0.01). Resilience and work engagement have also a positive and moderate relation (r=47.7, p< 0.01). Courage and work engagement have also a positive and weak relation (r=35.5, p< 0.01). Wisdom and work engagement have positive and weak relation (r=15.00, p< 0.05). Work engagement has a positive but strong relation with innovative work behavior (r=67.3 %, p< 0.01). 
	[bookmark: _Toc61356171][bookmark: _Toc61356670][bookmark: _Toc61359481]Table 4: Regression Analysis (H1)
	
	

	Hypothesis
	IV
	R square
	F
	Beta
	T
	Sig.
	Status

	H1
	Psy Cap
	.374
	130.872
	7.246
	11.440
	.000
	Accepted

	
	 
	 
	 
	 
	 
	 
	 

	a. Predictors: Psychological capital

	b. Dependent Variable: Innovative Work Behavior
	
	
	


The above model summary indicates that psychological capital has the positive impact on employee innovative behavior. Therefore H1 is accepted.
[bookmark: _Toc61356173][bookmark: _Toc61356672][bookmark: _Toc61359483]Table 5: Regression Analysis (H2 to H7)
	IVs
	R square
	F
	Beta
	T
	Sig.
	Status

	Confidence
	.316
	101.104
	.953
	10.055
	.000
	Accepted

	Hope
	.359
	122.708
	.987
	11.077
	.000
	Accepted

	Optimism
	.75
	18.911
	.483
	4.349
	.000
	Accepted

	Resilience
	.227
	64.341
	.854
	8.021
	.000
	Accepted

	Courage
	.126
	31.541
	.458
	5.616
	.000
	Accepted

	Wisdom
	.024
	5.493
	.875
	2.344
	.020
	Accepted


a. Predictors: Psychological capital dimensions
b. Dependent Variable: work engagement
The above table shows that dimensions of psychological capital have the positive relationship with work engagement. So, hypothesis H2 to H7 are accepted.
[bookmark: _Toc61356175][bookmark: _Toc61356674][bookmark: _Toc61359485]Table 6: Regression Analysis (H8)
	Hypothesis
	IV
	R square
	F
	Beta
	T
	Sig.
	Status

	H8
	Work Engagement
	0.45268
	181.135
	0.74045
	13.4586
	0.000
	  Accepted


a. Predictors: Work Engagement
b. Dependent Variable: Innovative Work Behavior
The above model summary indicates that the result of regression analysis, which shows that variation in employee innovative behavior, is because of work engagement. This states that work engagement has positive and significant effect on employee innovative behavior. Therefore, the hypothesis 8 is accepted. 
Next analysis is about mediation analysis, the model exerted that work engagement mediates between psychological capital dimensions’ and employee innovative work behavior. The mediation model has been tested by running Preachers and Hayes, process macros, model 4. Following table represents the test.
Table 7: Mediation Analysis of Work Engagement between Confidence and employee innovative behavior(H9)
	 
	     Effect       
	 SE
	 t 
	p
	 LLCI 
	 ULCI 
	z

	Total effect of X on Y 
	1.0136
	0.1058
	9.5765
	0.000
	0.805
	1.2221
	

	Direct effect of X on Y 
	0.4504
	0.1088
	4.1388
	0.000
	0.2359
	0.6648
	

	Indirect effect of X on Y 
	0.5632
	0.0794
	 
	 
	0.4247
	0.7324
	 

	Normal theory test
	0.5632
	0.0832
	 
	 
	 
	 
	6.7729


Hence, the result indicates that the confidence positively effects work engagement and work engagement enhance the employee innovative behavior. This indicates hypothesis 9 i.e work engagement mediates the relationship between confidence and employee innovative behavior has been accepted.
[bookmark: _Toc61356178][bookmark: _Toc61356677][bookmark: _Toc61359488]Table 8: Mediation Analysis of Work Engagement between Hope and employee innovative behavior (H10)
	 
	Effect       
	 SE
	 t 
	P
	 LLCI 
	 ULCI 
	z

	Total effect of X on Y 
	1.0268
	0.101
	10.1664
	0.0000
	0.8277
	1.2258
	

	Direct effect of X on Y 
	0.4613
	0.1091
	4.2282
	0.0000
	0.2463
	0.6764
	

	Indirect effect of X on Y 
	0.5654
	0.088
	 
	 
	0.4067
	0.7535
	 

	Normal theory test
	0.5654
	0.0832
	 
	0.0000
	 
	 
	6.7996


The result indicates that the hope positively effects work engagement and work engagement enhance the employee innovative behavior so work engagement mediates the relationship between hope and employee innovative behavior hence H10 has been accepted.
Table 9: Mediation Analysis of Work Engagement between Optimism and employee innovative behavior H11
	 
	Effect       
	 SE
	 t 
	p
	 LLCI 
	 ULCI 
	z

	Total effect of X on Y 
	0.7323
	0.1174
	6.239
	0.0000
	0.501
	0.9637
	

	Direct effect of X on Y 
	0.4071
	0.0945
	4.3075
	0.0000
	0.2208
	0.5934
	

	Indirect effect of X on Y 
	0.3252
	0.0888
	 
	 
	0.1561
	0.4998
	 

	Normal theory test
	0.3252
	0.0796
	 
	0.0000
	 
	 
	4.0843


The results provide the ample support that the work engagement mediates the relationship between optimism and employee innovative behavior. That indicates that the hypothesis 11 i.e., work engagement mediates the relationship between optimism and employee innovative work behavior has been accepted.
[bookmark: _Toc61356180][bookmark: _Toc61356679][bookmark: _Toc61359490]Table 10: Mediation Analysis of Work Engagement between Resilience and employee innovative behavior (H12)
	 
	Effect       
	 SE
	 t 
	p
	 LLCI 
	 ULCI 
	Z

	Total effect of X on Y 
	0.9254
	0.1177
	7.8625
	0.0000
	0.6934
	1.1574
	

	Direct effect of X on Y 
	0.3791
	0.1094
	3.4643
	0.0006
	0.1634
	0.5948
	

	Indirect effect of X on Y 
	0.5463
	0.0972
	 
	 
	0.3639
	0.7421
	 

	Normal theory test
	0.5463
	0.086
	 
	0.0000
	 
	 
	6.3503


The results indicates that the hypothesis 12 i.e., work engagement mediates the relationship between resilience and employee innovative work behavior has been accepted.
Table 11: Mediation Analysis of Work Engagement between Courage and employee innovative behavior (H13)
	 
	 Effect       
	 SE
	 t 
	P
	 LLCI 
	 ULCI 
	z

	Total effect of X on Y 
	0.7023
	0.0834
	8.4207
	0.0000
	0.538
	0.8667
	

	Direct effect of X on Y 
	0.4156
	0.0707
	5.878
	0.0000
	0.2763
	0.555
	

	Indirect effect of X on Y 
	0.2867
	0.0617
	 
	 
	0.1664
	0.4125
	 

	Normal theory test
	0.2867
	0.0571
	 
	0.0000
	 
	 
	5.0248


The above table indicates that the hypothesis 13 i.e., work engagement mediates the relationship between resilience and employee innovative work behavior has been accepted.
Table 12: Mediation Analysis of Work Engagement between wisdom and employee innovative behavior (H14)
	 
	 Effect       
	 SE
	 t 
	P
	 LLCI 
	 ULCI 
	z

	Total effect of X on Y 
	1.0539
	0.4099
	2.5711
	0.0108
	0.246
	1.8618
	

	Direct effect of X on Y 
	0.4161
	0.3111
	1.3377
	0.1824
	-0.197
	1.0292
	

	Indirect effect of X on Y 
	0.6378
	0.2908
	
	
	0.046
	1.1938
	 

	Normal theory test
	0.6378
	0.2908
	 
	0.020
	 
	 
	2.3006


Results indicates that hypothesis H14 is accepted i.e., work engagement mediates the relationship between wisdom and work engagement.
[bookmark: _Toc59432692][bookmark: _Toc61356185][bookmark: _Toc61359496]Table 13: Moderation Analysis (H15)
	 
	   coeff 
	se
	t 
	 p
	LLCI
	  ULCI 

	Constant   
	2.1312
	6.526
	0.3266
	0.7443
	-10.731
	14.9936

	Climate for Innovation  
	0.455
	0.2258
	2.0151
	0.0451
	0.01
	0.9

	Work Engagement 
	0.6949
	0.2802
	2.4801
	0.0139
	0.1427
	1.2471

	Interaction term
	-0.0065
	0.0093
	-0.6998
	0.4848
	-0.0249
	0.0119


Outcome variable: Employee Innovative Behavior
The moderation analysis has been done by using process macros that was suggested by Hayes 2013. Their model 1 is designed to test moderation hypothesis. The above table representing that the overall model is fit for regression analysis but the interaction term which is described that the independent variable multiplied by moderation regression is insignificant (t = -0.6998, p>0.05). The result of the does not support the hypothesis H15 that innovative climate moderate between work engagement and employee innovative behavior, hence H15 is rejected.
Discussion
The basic aim of the study was to examine the effect of psychological capital and its dimensions on employee innovative behavior. The finding of the present study asserts that psychological capital is positively and significantly associated with employee innovative behavior. The employees who are high in psychological capital provide more novel ideas and are more engaged with innovative behavior. They are confident and courageous to experiment novelty at work place. They are hopeful and optimistic about the work that they perform. They bounce back when meet with any adverse situation and are wise enough to make complex decision. Such employee possesses mental capacity, they take initiative at work place and generate novel ideas (Akhtar, Khan, & Suleman, 2018). They are more creative and innovative at workplace, perform better than others at workplace, such individuals know how to cope up with stressful condition and they are capable enough to stay focused in the job (Abbas & Raja, 2015). Hence, the results are in line with the previous studies by different researchers that psychological capital positively associated with employee innovative behavior (Luthans, Youssef & Rawski, 2011; Sameer, 2018; Sun & Huang, 2019). The result is line with the recent study conducted that behavioral courage effects on innovative behavior (Bibi & Afsar, 2020). The result of wisdom on employee innovative behavior is also significant, which postulates that the wise person tends to involve in innovation and problem solving. The result is in line with the previous study conducted that wisdom effects on creativity (Kalyar & Kalyar, 2018). The result is line with the previous studies that confidence lead to engagement at work (Ibrahim et al, 2019; Dagher et al., 2015). Similarly, hope, optimism, resilience, courage and wisdom have the positive relation with the work engagement (Alessandri et al., 2018; Ibrahim et al., 2019; Peláez et al., 2019; Sweetman & Luthans, 2010; Ugwu & Amazue, 2014). Moreover, researcher demonstrated that engaged employee cooperate with other employee and enhance organizational performance by exerting innovative work behavior.
Conclusion
Psychological capital and its dimensions play a key role in innovation, among all dimensions hope is the most prominent element for innovative behavior. Further, the researchers tested mediation i.e., work engagement, which is again a positive aspect, the researchers found that work engagement mediates the relationship between psychological capital dimension and employee innovative behavior. It also tested moderation of innovative climate, which, unfortunately rejected, leaving a room for further research. The data for this particular research has been collected by the advertising agencies of Pakistan and in accordance with the research of Luthans (2002) and Seligman (2007), it is found that employee with high psychological capital exhibit positive outcome and more engage in innovative behavior. Perhaps innovation led to competitive edge and for that innovation, employee needs to be high in psychological capital. An organization must create a positive pleasant environment where employee can share new ideas; ideas should be proper discussed and implemented positively, in order to get positive result. Similarly, previous researchers also acknowledged the use of positivity in order to gain innovation (Sameer, 2019; Sun and Huang, 2019).
Limitations and Future Direction
The present studies have several limitations. First, the scale used for this research was self-administered which lead to personal biasness whereas manager can better describe if his/her employee is innovative. This limitation has been previously discussed by researchers (Hunter, Bedell and Mumford, 2007), where he added that self-administered do not possess good effect size on the relationship. Future researchers must use a scale where it limited self-reported/ administrated responses as it introduces personal biasness. Further, climate for innovation also get rejected, the reason of rejection might be, when psycap of individual is high and they tend to be more engaged in work, as a consequence, they will exhibit innovative behavior at workplace. There might be multiple reason of rejection, say, overall environment of workplace is good that’s why employee is engaged in work, or their job might demand innovative behavior. Having all said, it requires further investigation as to why innovative climate does not moderate the relation. Further, the sample size was small; the model should be study with larger sample in order to get better result. Moreover, research has been conducted on cross sectional due to short of time, whereas it is recommended to the researcher to do research on longitudinal basis. It has been recommended to use the model to other sectors as well, say; educational sector/ hospitality sector and so on, in order to get generalize ability.
In addition, the researchers recommended to examine psychological capitals’ other dimensions say mindfulness, in order to influence innovation as well. The analysis was on employee (individual), further researcher can examine team level and organizational level innovation, how to boost innovation? And does leader psychological capital improves organizational innovation (at larger level). Researchers can use other mediation/ moderation, in order to better understand, which element can be more influential for instance, wellbeing, organizational commitment or organizational justification. 
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