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Abstract

Purpose — This paper aims to investigate whether individual adaptability mediates the relationship
between personal initiative (PI) and psychological well-being of Ugandan small enterprise employees.
Furthermore, the paper examines whether PI and individual adaptability also affect psychological
well-being.

Design/methodology/approach — A cross-sectional survey design using quantitative approach was used in this
study. Data were collected from 726 employees of small enterprises in Uganda using a self-administered
questionnaire. Data were analyzed using the Statistical Package for Social Scientists and uploaded into AMOS
version 23. Hypotheses were tested using structural equation modeling technique.

Findings — Results confirm that individual adaptability fully mediates the relationship between PI and
psychological well-being. Findings further indicate that PI is negatively related to psychological well-being and
that individual adaptability is positively related to psychological well-being.

Research limitations/implications — First, the sample of this study consisted of employees working with small
enterprises in Uganda with different demographic characteristics; thus, the generalizability of these findings to
other sectors or contexts needs to be established. Secondly, the study was quantitative in nature. This study has
managerial implications in a way that managers need to create a climate that fosters individual adaptability
among employees to help them enhance their Psychological well-being (PWB).

Practical implications — Small enterprise employees with high levels of PI may benchmark on this study
findings by ensuring that they adjust their thinking, emotions and behavior to navigate the challenges of the
current working environment such that they can increase their psychological well-being.
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Originality/value — This study may be among the first to demonstrate that individual adaptability mediates the
relationship between PI and psychological well-being in the context of small enterprise employees of Uganda,
an African developing country.
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1. Introduction

Employee health and well-being are among the global critical factors for organizational
success and performance (Bakker et al., 2019). Thinking, feeling and acting positively while
working which we refer to as psychological well-being in this context increases productivity
and competitive advantage for enterprises (Dennerlein et al., 2020). Small enterprises
contribute towards the growth of national economies in terms of employment generation,
growth of gross domestic product (GDP) and regional development which makes it vital to
understand the nature of the working environment in such small enterprises (Mazzarol et al.,
2021). Small enterprises are emotionally infectious and are characterized by long working
hours, heavy job demands, work-life conflicts, stigma, frequent social interactions between
employees with managers, fellow employees and customers which all influence how
employees think, feel and act (Biggs et al., 2016).

Work-related psychological health issues in small enterprises especially stress, anxiety and
depression have continuously become critical issues of concern to workplace well-being that
has affected productivity of economies in developing countries and Uganda is not exceptional.
It is globally estimated that 3—-4% of a nation’s gross national product is spent on problems
related to psychological health challenges within the work place especially stress. While
global stress costs stand at $1tn annually, it is projected to be $60tn by 2030 in reduced
productivity (WHO, 2019). Therefore, there has always been a call by the world health
organization to pay attention to psychological health concerns in the workplace.

In Uganda specifically, despite the numerous efforts by enterprises such as health risk
assessment, counselling, trainings, physical activity, occupational health and safety programs
to help employees at the workplaces cope with stress, anxiety and depression, the
psychological well-being of small enterprise employees has become increasingly
worrisome (Amin and Kihoro, 2014). It is estimated that 10-30% of Ugandan workers
develop psychological health problems due to stressful working environments to the extent
that work-related stress and depression is said to cause at least 50% of all illnesses suffered by
workers (Luberenga et al., 2023). Failure to address this problem is likely to result into an
increase in the number of suicidal cases and health complications among employees
eventually leading to reduced productivity. Therefore, addressing this problem is not only
essential for the affected individuals’ overall health and quality of life but also for the overall
productivity and growth of economies.

A number of research gaps in this study were identified. First, majority of the previous
studies on well-being have been conducted in large firms without sufficient evidence that
psychological well-being factors in large firms reflect those of small enterprises (Cockeret al.,
2013). Second, earlier studies on well-being have mostly used a single theoretical approach in
explaining psychological well-being (Kinderen et al., 2020). Because of theoretical
deficiencies that exist in using a single theory, a multi-theoretical approach was adopted for
this study to explain psychological well-being of employees in small enterprises.

In Uganda specifically, existing research on psychological well-being has been conducted
in non-working contexts for example among refugees (Balyejjusa, 2019), adolescents
(Evarist, 2018), women in Acholi region (Horn, 2014), mothers (Singla et al., 2015) and AIDS
orphans (Atwine et al., 2016). We recognize research conducted by Kawalya et al. (2019) on
happiness at the workplace, which could be related to our study on PWB. However, it was
conducted among professional nurses in public hospitals whose working conditions may differ
from employees working with small enterprises who are the main focus of this study.



Accordingly, there is scanty research on psychological well-being in the context of small
enterprise employees in Uganda.

Finally, previous studies have positioned individual adaptability a significant mediating
variable, for example, Gao et al. (2016) and Holliman et al. (2021). In the search for literature,
the authors did not find any study that explored the mediating role of individual adaptability in
the relationship between personal initiative (PI) and psychological well-being implying that
this path has not been closely examined. This led us to generate the following research
objectives.

(1) What is the relationship between PI and psychological well-being?
(2) What is the relationship between PI and individual adaptability?

(3) What is the relationship between individual adaptability and psychological well-
being?

(4) Does individual adaptability mediate the relationship between PI and psychological
well-being?

2. Literature review and hypothesis development
This paper adopted the PI and complex adaptive systems theories as the theoretical lenses for
fostering psychological well-being among employees of small enterprises.

2.1 Personal initiative theory (PI) (Frese, 2001; Frese et al., 2016)

The theory assumes that individuals should be self-starting, proactive and persistent in order to
overcome barriers to work goals Frese (2001), Glaub et al. (2015). Evidence shows that self-
starting employees have a better chance of boosting their well-being (Sheldon and
Lyubomirsky, 2019). PI is said to increase the effectiveness of individuals and
organizations, including enhancing individual creative thinking, improving working
conditions in enterprises and job performance (Zhao et al., 2020), Therefore, from this
discussion, the PI theory is seen to be appropriate in explaining this study.

2.2 Complex adaptive systems theory (CAST; Mcmillan, 2008; Goldstein et al., 2010)

The complex adaptive systems theory assumes diverse components called agents that are
interdependent, interact with each other at multiple levels, self-organizing, act as a unified
whole, have the ability to learn from experience and adapt to change in the environment
(McMillan, 2008; Goldstein et al., 2010). This adaptability is said to make a significant
contribution to a range of psychological well-being outcomes, including life satisfaction,
flourishing and affect (Holliman et al., 2021). Drawing from the complex adaptive systems
theory, individuals are regarded as adaptive agents with the ability to make continuous
adjustments and changes in their relational boundaries to create positive relationships with others
consequently maintaining their own psychological well-being. As such, employees with higher
levels of individual adaptability are more likely to be psychological well-being. From this
debate, the complex adaptive systems theory is seen to be appropriate in explaining this study.

2.3 Personal initiative and psychological well-being

PI is work behavior characterized by its self-starting nature, proactive approach and
persistence in overcoming difficulties that arise in the pursuit of a goal. It is regarded as a form
of proactive behavior that involves going beyond assigned tasks, developing one’s own goals
and attempting to solve problems that have not yet occurred (Frese et al., 2016). Evidence
shows that when people do something new that takes effort (self-starting), they have higher
chances of boosting their well-being (Sheldon and Lyubomirsky, 2019). Literature also
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indicates that proactive individuals are more likely nurture psychological well-being (Bakker
and Oerlemans, 2019). It has also been discovered that being proactive shapes individual
affective experiences including psychological well-being (Ji et al., 2023). We therefore
propose that the following hypothesis.

H1. Personal initiative is positively related to psychological well-being.

2.4 Personal initiative and individual adaptability

As earlier noted, PI is a work behavior characterized by its self-starting nature, proactive
approach and persistence in overcoming difficulties that arise in the pursuit of a goal (Frese,
2001). Different studies have found a positive relationship between PI and individual
adaptability; for example, research shows that because people with initiative always take the
lead in action and overcoming difficulties, they are more likely to adapt to the complex and
changeable working environment (Zhao et al., 2020). More so, it has been noted that people
with initiative behavior have the capacity to change a situation and to manage work-related
changes (Hameed et al., 2020). Relatedly, Uddin et al. (2021) noted that self-starting actions
promote creativity which enhances employees’ capacity to adjust to the ever-changing work
demands. Similarly, Yu et al. (2023) noted that self-initiated acts promote creativity which has
a significant impact on the identification of opportunities and the development of new ideas.
Jiang (2017) also concluded that proactive individuals are normally change and action
oriented, enabling them to identify improvement opportunities, take actions and persevere
until they change and improve the status quo. We therefore propose the following hypothesis;

H2. Personal initiative is positively related to individual adaptability.

2.5 Individual adaptability and psychological well-being
Literature has revealed an association between individual adaptability and psychological well-
being. For example, longitudinal studies by Martin et al. (2013) have indicated that individual
adaptability is predictive of psychological well-being among adolescents. Moreover,
Holliman et al. (2021) found out that individual adaptability contributes to a range of
psychological well-being outcomes which help employees to adjust to new and uncertain
environments (Mackey et al., 2013). In addition, Klein et al. (2023) noted that being able to
appropriately adjust one’s emotions, even when they involve negative reactions, can enhance
psychological well-being. Relatedly, Ruiz et al. (2021) also noted that people who have the
ability to adjust their emotions are able to choose coping strategies like emotion focused
coping which help in down regulating their negative emotions while maintaining their positive
emotions.

The above literature therefore indicates that there is a link between individual adaptability
and psychological well-being which leads us to hypothesize that;

H3. There is a positive relationship between individual adaptability and psychological
well-being.

2.6 The mediating role of individual adaptability in the relationship between personal
initiative and psychological well-being

Several scholars have found a positive relationship between PI and psychological well-being.
For example, Kwon (2019) found out that individual adaptability mediated the relationship
between work volition and employability, whereas Dumulescu et al. (2015) discovered that
individual adaptability partially mediated the relationship between calling and career
competencies. Such research is important because it gives an insight into how PI influences
psychological well-being. However, to date, the mechanism through which individual
adaptability mediates this relationship between PI and psychological well-being has not yet
been closely explored. Irrespective of this gap, since individual adaptability has played a



mediating role in various relationships, it is also likely to mediate the relationship between PI
and psychological well-being. This leads us to hypothesize that;

H4. Individual adaptability mediates the relationship between personal initiative and
psychological well-being.

2.7 Relationships between variables
Figure 1 below describes the relationships between three variables; the independent variable.

(PI), the dependent variable (Psychological well-being) and the mediating variable
individual adaptability.

Figure 1 above shows the direct and indirect crossover from PI to psychological well-being.
We therefore propose that PI directly influences psychological well-being (H1), PI directly
influences individual adaptability (H2) and individual adaptability directly influences
psychological well-being (H3). Furthermore, the study proposes that PI indirectly
influences psychological well-being through individual adaptability (H4).

3. Research design

3.1 Sample selection and data collection

The sample of this study consisted of employees working with small enterprises in Kampala,
Uganda. A list of 16,560 small enterprises was obtained from Uganda Bureau of Statistics
(UBOS, 2018). This study employed a multi-stage sampling approach to select the
respondents. First, small enterprises were selected from the five administrative divisions of
Kampala. This was followed by the selection of employees from the selected enterprises.
Using the Yamane (1973) formula, we got a sample of 391 enterprises targeting 2 respondents
from each enterprise who were conveniently selected giving us a total of 782 respondents. The
convenience sampling method was employed because it is a cost-effective and quick way to
contact potential respondents (Dillman et al., 2014). Additionally, it has been frequently used
in well-being studies (Brown et al., 2023; Sood and Kour, 2023). A total of 782 questionnaires
were administered out of which 756 responses were received back. On sorting the 756 received
questionnaires to identify useable ones, 30 were rejected because 50% of their items were not
filled (Hair et al., 2014). Thus, 726 were useable for the study. A good response rate of 91.9%
was obtained because of the personal approach used by the researchers while collecting data.
According to Baruch and Holtom (2008), the average response rate for studies at the individual
level is 52.6% and above. Hence, the study response rate met the standard for a minimum
acceptable response rate.

3.2 The study variables
In this study, three variables are examined, that is, the dependent (Psychological well-being),
independent (PT), mediating (Individual adaptability and control variables (age and Position

H4

Individual adaptability

H2 H3

Hl

Personal initiative Psychological well-being

Source(s): Developed by the authors based on literature review

Figure 1. Research model
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held). Psychological well-being was assessed in terms of positive emotions, engagement,
relations, meaning and accomplishment with items adopted from the workplace PERMA
profiler by Kern et al. (2014) and Ryff’s psychological well-being scale (Ryff, 1989). A sample
item for positive emotions was “I feel contented with the work that I do. See Appendix”.

PI was assessed using items adopted from the PI scale by Frese et al., 1996) operationalized
in terms of Self-starting, Persistence and Pro-activity. A sample item for PI was “Such
employees perform their work tasks on their own. See Appendix”.

Individual adaptability was measured using items adapted from the I-ADAPT scale by
Ployhart and Bliese (2006) and the Adaptive performance scale by Marlow et al. (2015) using
dimensions of cognitive flexibility, emotional flexibility and behavioral flexibility. The
sample items were “I consider multiple options regarding my work before making a decision”,
“T am flexible enough to adjust to dynamic workplace requirements. See Appendix”.

3.3 Control variables

The study empirically tested the effect of control variables on the dependent variable reason
being that prior research has indicated that psychological well-being which is the dependent
variable varies across individuals indicating the possibility of confounding factors that bring
about the variations. According to Bartov et al. (2000), failure to control for confounding
factors may incorrectly lead to the rejection of hypotheses that could have been earlier
accepted. This is why the current research found it necessary to control for the psychological
well-being with respondents’ age and position held. In the search for literature, this study
found similar prior research by Charles et al. (2001) who established significant effects of age
and position held on psychological well-being. We, therefore, extend the previous literature by
proposing and demonstrating the general possibility that position held by the employee and
their age affects their psychological well-being.

3.4 Reliability
Testing for reliability was meant to determine whether the instrument gives consistent and
dependable results if used repeatedly (Hair et al., 2014). The study instrument (questionnaire)
was tested for reliability both at exploratory factor analysis (EFA) and confirmatory factor
analysis (CFA). At EFA Cronbach’s alpha coefficient was used while at CFA the composite
reliability coefficient was used. A cut off of 0.70 and above was considered appropriate (Hair
et al., 2014). Below are the reliability results for all the variables both at EFA and CFA:
The results in Table 1 above show that both at EFA and CFA all the study variables (PI,
Individual adaptability and psychological well-being) met the cut-off point of 0.7 and above.
This means that the study instrument was reliable to be used for the study.

3.5 Testing for validity

Validity tested whether the instrument measures what it was intended to measure. This was
examined by carrying out convergent and discriminant validity both at EFA and CFA (Cooper
and Schindler, 2014). Convergent validity was evaluated based on the average variance
extracted (AVE) while discriminant validity at CFA was computed by comparing the inter

Table 1. Summary of reliability results

Variables Cronbach’s alpha Composite reliability
PERSINI 0.81 0.88
INDADAPT 0.85 0.86
PWB 0.80 0.87

Source(s): Primary data




construct correlations among constructs with the respective square root of the AVE (Fornell
and Larcker, 1981). The rule of the thumb is that the square root of the AVE should be greater
than the inter-construct correlations for discriminant validity to exist as indicated in the
table below;

The results in Table 2 above indicate that the AVE values for PI, individual adaptability and
psychological well-being were 0.940, 0.955 and 0.934, respectively, all exceeding the
recommended value of 0.6 (Hair et al., 2014). This indicates that convergent validity was
achieved. While the square root of each construct’s AVE was greater than the correlation with
other variables; for example, the square root of the AVE for PI was 0.970, individual adaptability
was 0.977 and psychological well-being was 0.966, which confirmed discriminant validity.

It can also be noted in Table 2 above that the mean value of PI is 4.52 meaning that on
average, employees of small enterprises take initiative. The mean value of individual
adaptability is 4.96 implying that on average, employees of small enterprises are adaptive to
changes in their work roles while the mean value of psychological well-being is 4.95 implying
that on average, employees of small enterprises nurture their psychological well-being.

4. Data analysis

Data were analyzed using the Statistical Package for Social Sciences (SPSS) Version 23
software and later was uploaded into AMOS Version 23 software for further analysis. AMOS
was preferred because of its ability to test multiple relationships in a single model (Hair et al.,
2014). We also examined the indirect effect of individual adaptability in the relationship
between PI and psychological well-being using the bootstrapping approach because of its
ability to test both the direct and indirect effects in a single model (Hair et al., 2014).

4.1 Results
4.1.1 Correlations results between variables. Pearson correlation coefficient (r) was used to
determine the association between the study variables as shown in the table below:

Table 3 above reveals that PI is positively and significantly correlated with psychological
well-being (r = 0.181, p < 0.01), hence supporting Hypothesis 1. This means that positive
changes in PI are associated with positive changes in psychological well-being. The
association between PI and individual adaptability was also positive and significant (r = 0.64,
p <0.01), hence supporting Hypothesis 2. This means that an increase in PI is associated with
positive changes in individual adaptability. In addition, the association between individual
adaptability and psychological well-being was positive and significant (r = 0.57, p < 0.01),
hence supporting Hypothesis 3. This means that an increase in individual adaptability leads to
an increase in psychological well-being. However, individual adaptability had a higher
correlation with psychological well-being compared to PI.

4.2 Direct test results

The study used structural equation modelling, and data were imported into AMOS version 23
to examine the impact of the hypothesized relationships between the study variables. To test
for mediation, different control variables such as marital status, education level, age, position

Table 2. Convergent and discriminant validity at CFA

Variables mean SD AVE 1 2 3 4
PERSINIT (2) 4.52 0.32 0.940 0.325" 0.970

INDADAPT (3) 4.96 0.81 0.955 0.637" 0.547"" 0.977

PSYWELBE (4) 4.95 0.83 0.934 0.715™ 0.1817" 0.566"" 0.966

Source(s): Primary data. Fornell and Larcker (1981)
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Table 3. Correlation analysis between variables

Variables 1 2 3 4 5
RAGE (1) 1

POSITION (2) 0.330" 1

PERSINI (3) 0.387"" 0.412"" 1

INDADAPT (4) 0.247"" 0.217" 0.637" 1

PSYWELB (5) 0.116™ 0.252"" 0.181" 0.566"" 1

Note(s): N = 726, **. Correlation is significant at the 0.01 level (1-tailed)
Source(s): Primary data

held, number of years spent while working for the enterprise were introduced in the structural
model. The bootstrapping technique was employed to estimate the statistical significance of
the hypothesized model when control variables were introduced. However, only age and
position held yielded significant results as presented in Figure 2 below;

After introducing control variables in the model, results in Figure 2 above revealed a
negative impact of PI towards psychological well-being (# = —0.10), hence rejecting H1.
Results revealed a positive impact of PI towards individual adaptability (# = 0.70) supporting
H2, a positive effect of individual adaptability towards psychological well-being (3 = 0.27)
supporting H3. Results also revealed that position held and age had a positive effect on
psychological well-being (# = 0.30 and = 0.38, respectively) implying that psychological
well-being varies across age and position held while position held had a negative relationship
with individual adaptability (# = —0.23) implying that position held does not affect individual
adaptability. However, the fit indices were (CMIN = 0.434, df = 1, CFI = 1.000,
GFI = 0.999, RMSEA = 0.000) implying an acceptable goodness of fit of the model.

The results are summarized and presented in Table 4 below;

4.3 Indirect test results
We used the bootstrapping approach to test the indirect effect of PI and psychological well-
being through individual adaptability. Results show that the indirect effect of PI on

0.38

0.43
/\

position |

0.40

INDADAP

0.35

PERSINI

PSYCHWEL

Note(s): CMIN = 0.434; DF = 1; P = 0.510; CMIN/DF = 0.434; GFI = 0.999; AGFI = 0.990;
NFI =0.999; RFI = 0.987; IFI = 1.002; TLI = 1.017; CFI = 1.000; RMSEA = 0.000;
PLCOSE = 0.628

Source(s): Authors’ own work

Figure 2. The effect of position held at work and age on psychological well-being and position held on
individual adaptability



Table 4. Summary of hypotheses, results and decision

No Hypothesis Results Decision

H1 There is a positive relationship between personal initiative and (B = —0.10, Not
psychological Well-being p > 0.000) supported

H2  There is a relationship between personal initiative and individual ~ (f = 0.70, Supported
adaptability p < 0.000)

H3  There is a relationship between individual adaptability and B =0.27, Supported
psychological well-being p < 0.000)

H4 Individual adaptability mediates the relationship between personal ~ (§ = 0.40, Supported
initiative and psychological well-being p < 0.000)

Source(s): Summary of quantitative results

psychological well-being through individual adaptability was positive and significant
(# = 0.19, p < 0.01) bootstrapped at 95% CI lower limit = 0.10 and upper limit = 0.28).
As zero is not contained in the 95% confidence interval for the indirect effect, Hypothesis 4
was supported, and therefore, individual adaptability fully mediates the relationship between
PI and psychological well-being. It was full mediation because the relationship was significant
at (p < 0.05). Results of the bootstrap are summarized in Table 5 below;

5. Discussion of results and conclusion

Results from this study reveal that PI has no significant influence on psychological well-being
hence rejecting H1. These findings mean that an individual might possess high levels of PI but
still experience low levels of psychological well-being. It may also imply that being self-
starting and proactive at work may not guarantee psychological well-being. The study
contradicts findings of Sheldon and Lyubomirsky (2019) who indicate that when people do
something new that takes effort (self-starting) they have better chances of boosting their well-
being. However, in contrast, these results refute the findings of Cangiano and Parker (2016)
who found out that controlled proactivity performed effortfully for extrinsic reasons such as
impression management, social influence or job promotions depletes psychological resources,
hence reducing psychological well-being. Moreover, preliminary evidence by Strauss et al.
(2017) indicated that proactivity tends to be associated with greater job strain, both in the short
run and long run, hence demonstrating a negative relationship between PI and psychological
well-being. Therefore, the current study makes a contribution to the existing literature by
stating that PI is not significantly associated with psychological well-being of small enterprise
employees.

Table 5. Summary of bootstrap results

Estimate S.E. C.R. p BCa
Direct
INDADAP - PERSINI 0.70 0.04 17.5 0 0.61, 0.77
INDADAP « position -0.23 0.05 —4.5 0 —0.33,0.13
PSYCHWEL - PERSINI —0.10 0.08 —-1.2 0.25 0.26-0.07
PSYCHWEL — age 0.38 0.04 9.2 0 0,0
PSYCHWEL “« position 0.3 0.06 5.2 0 0.18, 0.46
PSYCHWEL — INDADAP 0.27 0.06 4.2 0 0.14, 0.39
Indirect effect
PSYCHWEL « INDADAP « PERSINI 0.19 0.05 4.1 0 0.10, 0.28

Source(s): Primary data
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As hypothesized, results of H2 confirmed a strong and significant relationship between PI
and individual adaptability. More specifically, the results indicate that PI accounted for 70% of
the variance in individual adaptability. These hypothesis means that the higher the PI, the
higher the levels of individual adaptability for small enterprise employees. This finding
implies that small enterprise employees who perform tasks on their own and prepare in
advance for unforeseen problems are likely to adjust their thinking, emotions and behaviors to
meet the changing needs at their workplaces. This resonates with findings of Uddin et al.
(2021) who noted that self-starting actions promote creativity which enhances employees’
capacity to adjust to the ever-changing work demands. These results are also in agreement with
findings of Yu et al. (2023) who noted that self-initiated acts promote creativity which has a
significant impact on the identification of opportunities and the development of new ideas.

Results for H3 also reveal that individual adaptability has a positive and significant impact
on psychological well-being. These results imply that the higher the individual adaptability,
the greater the chances of being psychologically well. This finding may also mean that small
enterprise employees who think flexibly perceive multiple alternative explanations to work
challenges and are able to generate multiple alternative solutions to their work challenges
which later influences them to think and act positively. Relatedly, Afrashteh and Hasani (2022)
found a positive and significant relationship between cognitive flexibility and psychological
well-being. This finding is in agreement with Vignochi et al. (2020) who clarified that
cognitive flexibility enables people to generate alternative responses to opportunities and
avoid courses of action that restrict adaptation to new and difficult problem situations.

Lastly, this study established a full and significant mediation effect of individual
adaptability in the relationship between PI and psychological well-being among small
enterprises employees. Thus, H4 was supported. This implies that PI does not directly relate to
psychological well-being, but individual adaptability fully acts as a conduit through which PI
fosters psychological well-being. This finding may also mean that small enterprise employees
who take initiative prepare in advance for unforeseen problems and so they are likely to adjust
their thinking, emotions and behaviors to meet the changing needs of their work tasks. This
finding is in line with Jiang (2017), who noted that proactive individuals are normally change
and action oriented, enabling them to identify improvement opportunities, take actions and
persevere until they change and improve their status quo. Consequently, they are in position to
nurture positive thoughts, feelings and acts which eventually benefit the enterprise.

The research findings therefore conclude that individual adaptability fully mediates the
relationship between PI and psychological well-being. PI positively influences individual
adaptability and that individual adaptability positively influences psychological well-being.
However, PI negatively affects psychological well-being. The findings further confirm the
many findings of previous studies, particularly in the field of industrial and organizational
psychology. In a nut shell, small enterprise employees with high levels of PI may benchmark
on this study findings by ensuring that they adjust their thinking, emotions and behavior to
navigate the challenges of the current working environment such that they can increase their
psychological well-being.

6. Implications
Having found out that individual adaptability influences psychological well-being, this study
informs managers of small enterprises about the need to think flexibly and adjust their conduct
to suit the changing nature of their working environment. This is likely to create a climate that
fosters individual adaptability among employees to enhance their PWB which is further
amplified by Choi and Lee (2014) who noted that organizational leaders should play a
significant role in developing a positive organizational climate that fosters individual
adaptability and well-being.

The government in partnership with other relevant stakeholders such as representatives
from small enterprises may collaborate in drafting a psychological well-being policy that



incorporates the current workplace issues such as stress in order to promote and protect
employees’ psychological well-being.

Human resource managers of small enterprises may design a psychological well-being
policy that is geared towards promoting psychological well-being of employees. Such a policy
may guide the identification of adaptive practices which may help in enhancing psychological
well-being of employees while working.

7. Limitations and suggestions for future research

First, the sample of this study consisted of employees working with small enterprises in
Uganda with different demographic characteristics where the model was tested. Thus, the
generalizability of these findings to other sectors or contexts such as large enterprises in rural
areas needs to be established. Secondly, the study used PI and individual adaptability to predict
psychological well-being using a quantitative approach and results indicated that PT does not
affect psychological well-being. Therefore, future studies may use a qualitative approach to
investigate the underlying factors that may hinder employees of small enterprises with high
levels of PI from being psychologically well. The study utilized the PI and complex adaptive
systems theoretical lenses to study psychological well-being; therefore, further study can use
other theories such as the conservation of resources theory. However, the findings are
applicable to related studies.
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Appendix

Measurement items

APPENDIX A: MEASUREMENT ITEMS

Instructions: The following items measure psychological wellbeing of employees at the

workplace in terms. Read them carefully and indicate how often the following happen to you by

circling/ticking the appropriate box using the frequency scales provided below;
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Always Almost all | Most of the | About half of | Less than half | Never to less than a
without fail the time time the time of the time quarter of the time
(100%) (80-99%) | (65-79%) | (50-64%) (25-49 %) (0% — Less 24%)
6 5 4 3 2 1

Statement 11]2

PE1 While working, I often feel joyful

PE?2 1 feel contented with the work that I do

PE3 1 feel calm while doing my work

PE4 1 feel passionate about my work

PES5 As an employee of this enterprise, I often feel interested in my work

PEG6 As an employee, I often feel proud of my workplace

PET71 feel inspired working with this firm

ENG I While working, I often get absorbed in what I do

ENG 2 When I am working, I forget about everything else around me

ENG 3 While working, I often lose track of how much time passed

ENG 4 While doing my work, I am rarely distracted by what is going on around me

ENG 5 1t is difficult to detach myself from my work

ENG 6 While doing my work, I feel energetic

ENG 7 When I get up in the morning, I feel like going to work
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PRI T receive help from my co-workers when I need it

PR 21 feel appreciated by my fellow employees

PR3 1 feel that my work relationships with employees in this enterprise are supportive

PR4 1 actively contribute to the happiness of others in this workplace

PR5 When something good happens to me, I have people in this enterprise to share the

good news with

PRG6 1 have friends at my workplace that I care about

PR 7 In this enterprise, there are people who care about me

PR8 When I have a problem, I have fellow employees who are always there for me

PRY 1 feel loved by my fellow employees

PR10 My personal relationship with co-workers in this enterprise is satisfying

AC 11 often feel that am making progress towards completing my work-related goals

AC2 1 often attain the important work goals that I have set for myself

AC3 T am often able to handle my work-related responsibilities

AC4 While working, I often finish whatever I begin

AC 5 Once I make a plan to get something done, I stick to it until I finish it

AC 61 keep doing my work until I am done with it

AC7 Most of the time, I feel a sense of accomplishment from what I do

AC8 1 feel pleased about completing something that was hard for me to do




Here are some indicators of personal initiative. Read the statements carefully and compare yourself based on the “self- Journal of

evaluation” response scale below by TICKING /CIRCLING the suitable response that applies to you. Humanities and
This is not | This is not | This is a litte | This is [ This is likc | This is very Applied Social
like me at all | like me like me somewhat me much like me Sciences
like me
24% 25-49% 50-64% 65-79% 80-99% 100%
1 2 3 4 5 6
Statement 12]3]/4]|5|6

PERS] They do not give up quickly when something is not going on well with their work

PERS?2 They really do their best to get their work done regardless of potential difficulties.

PERS3 When they start an assignment, they pursue it to the end.

PERS4 Even if a task assigned to them is hard, they will keep trying to do it.

PERSS They continue doing a difficult task even when the others have already given up on it.

PERS6 The more difficult a task is, the more determined they are to finish it.

PERS7 Once they decide to do their work, they don’t give up until they reach their work goal.

PROACI Such employees actively handle problems that may affect their workplace

PROAC2 Whenever something goes wrong with their work, they search for a solution
immediately

PROAC3 Whenever there is a chance to get actively involved in the enterprise events, they take it

PROACH They usually take on additional tasks when requested by their fellow employees

PROACS If they see something they don’t like about their workplace, they fix it

PROACG Such employees are always looking for better ways of doing their work

PROAC7 They are good at suggesting work ideas that may be beneficial to their enterprise

SS1 Such employees work without supervision

S§S2 They develop their work ideas independently

SS3 Such employees perform their work tasks on their own.

SS4 They set their own work goals

SS5 Such employees strive to meet workplace challenges head-on with a positive attitude

S§S6 When faced with workplace challenges, they confront them with a motivation to learn

SS7 Such employees seek out opportunities to improve ways of doing their work
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The following items measure individual adaptability of an employee. Read them carefully and
compare yourself to such an employee by TICKING /CIRCLING the suitable response that
applies to you using the self-evaluation scale below;

This is not | This is not | This is a little | This is | This is like | This is very
like me at all | like me like me somewhat me much like me
like me
24% 25-49% 50-64% 65-79% 80-99% 100%
1 2 3 4 5 6
Statement

CF1 She/he finds it easy making decisions when faced with difficult situations at the workplace

CF?2 She/he considers multiple options regarding his/her work before making a decision

CF3 When she/he encounters difficult situations at the workplace, she/he feels in control

CF4 When encountering difficult situations at the workplace, she/he thinks of different ways to
resolve the situation

CF'5 He/she is good at putting him/herself in another employees’ position at the workplace

CF6 She/he considers all the available information when attributing causes to behavior of fellow
employees at the workplace

CF7 She/he feels that she/he has the power to change her thinking about how his/ her work
should be done

EF1 He/she is able to control his/her negative emotions while dealing with fellow employees

EF2 He/she always calms down quickly when he/she is very angry with fellow employees

EF3 She/he is able to generate positive feelings even if she/he is in a bad mood at the workplace

EF4 She/he always avoids negative emotions if she/he has more work to do

EF5 She/he still focuses on her work without distraction even when experiencing negative
feelings

EF6 When she/he hears good news, she/he still focuses on her work without distraction.

EF7 When she/he has positive emotions, she/he will not express them if her workmates are not
in a good mood.

BF1 She/he easily responds to changing situations at the workplace

BF2 He/she readily changes his/her work habits as demanded by changes in the working
environment

BF3 She/he is flexible enough to adjust to dynamic workplace requirements

BF4 She/he adjusts to changing work requirements within a short period of time

BF5 He/she easily responds to the changing nature of his/her job

BF6 He/she change his/her behaviour in response to the changing work requirements

Thank you
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