
Introduction 

Psychological resilience refers to the capability of the individual to adapt to adverse or overwhelming 

changes in any given situation, with a positive outcome of self-improvement and greater mental strength 

(Luthans & Youssef, 2004, p. 154; Masten, 2001). 

 

To underscore its importance in national competitiveness and sustainability, the Singapore government 

expressed its concerns regarding the importance of psychological resilience of its citizens in a National 

Day Rally speech (Lim, 2012). Psychological resilience is one of the five tenets of Singapore’s Total 

Defence that describes the individual and collective role of its citizens to ensure the survivability of the 

nation (MINDEF, 2010). √ Good 

 

In recent years, several concerns have been raised regarding the resilience of Singaporean youth when 

compared to the resilience of the Singaporean baby-boomer generation (Basu, 2012; Sim, 2012; Han, 

2013; Yeow, 2014). In essence, the baby-boomer generation is seemingly more resilient to adversity due 

to their exposure to and participation in the nation-building years when there was a shortage of resources 

and opportunities. On the other hand, the resilience of the Singaporean youth of today is being called into 

question due to the highly developed state of Singapore’s economy and abundance of opportunities for 

this group of Singaporeans. 

 

As the Singapore youth and baby-boomer generations contribute significantly in today’s workforce, they 

are at the forefront of another tenet of the Total Defence ideology where the concept of economic 

resilience expounds the need to develop Singapore’s economy for sustainability and resilience against 

economic challenges (MINDEF, 2010). To build this resilience, business organisations in Singapore are 

under constant pressure to improve and be competitive in this increasingly globalised. √ Good 

 

 



Given that better education leads to being better equipped for any given job, one major competitive 

advantage that can maximise worker potential is the workers’ commitment to their business organisation. 

If the old adage of happy workers are productive workers has any truth to it (Tam, 2013), employees with 

high levels of job satisfaction can equate to increased levels of workforce productivity and efficiency. 

With such an ideology in mind, the concept of organisational citizenship is an important aspect to 

determine psychological resilience in competitive work environments. 

 

Thus, with two disparate workforce generations in Singapore’s economy, would organisational 

citizenship have an influence in psychological resilience? Therefore, the impetus to examine 

psychological resilience and the proposed correlations has a significant impact in Human Resource 

Development as they are crucial in maintaining a competitive edge in Singapore’s workforce. √ Good 

 

This paper proposes a research study to examine the impact of age and organisational citizenship on 

psychological resilience in the workplace through an exploration of existing literature; proposes research 

methods; and provides preliminary expectations of the study in the context of Singapore businesses. √ 

Good 

 

Literature Review 

Based on observations of the generation divide in the workplace context and anecdotal media reports, 

baby-boomer workers have a purported resilience due to their life experiences through Singapore’s 

nation-building years. A comparative study between young and older adults that gave evidence of higher 

resiliency in older adults (Gooding, Johnson, & Tarrier, 2011) supports this observation. Therefore, 

greater age seems to indicate greater psychological resilience in workers. √ Good 

 

Research into organisational behaviour also shows three key stress factors on how an individual may react 

in the context of an organisation, namely risk, assets and process, have been postulated (Masten, 2001; 

Luthans & Youssef, 2004, p. 156; Luthans, Vogelgesang, & Lester, 2006, pp. 31-33). In the context of the 



workplace environment, risk refers to situations which are beyond the organisation’s control (e.g. 

financial depression or drug abuse); assets refer to determinants that do not have any detrimental effects if 

absent (e.g. promotions); and process refers to organisational processes that allow adaptability in the face 

of adversity (e.g. collaborative mentorship programmes or re-skilling programmes). To illustrate, a 

psychologically resilient worker would take the retrenchment exercise as a positive situation and move on 

without feeling that he or someone else is to be blamed. This same individual may even see the 

retrenchment as a positive occurrence that gives him an opportunity to find another more compatible job, 

especially when the retrenchment exercise is conducted in tandem with a placement exercise. √ Good 

 

When the organisation itself plays an active and significant role in managing workers to achieve 

organisational objectives while minimising potential stressors, it leads to the development of 

organisational citizenship amongst the workers – a key factor in improving workforce efficiency and 

productivity (Luthans, Avolio, Walumbwa, & Li, 2005), where the more the individual worker is 

committed to the organisation, the more productive and resilient to adverse changes he can be. √ Good 

 

Organisational citizenship refers to worker behaviour that transcends individual job scopes without 

seeking explicit rewards from the organisation (Organ, 1988), which can be encouraged through leader-

subordinate relationship management, organisational justice and job satisfaction (Liden & Grean, 1980; 

Organ, 1988; Moorman, 1991; Bhal, 2006). Thus, in this aspect, organisational citizenship can improve 

psychological resilience of workers within the organisation. √ Good 

 

In summary, it has been determined that age can differentiate the level of resilience amongst workers, and 

organisational citizenship (derived from worker productivity and satisfaction) can improve individual 

psychological resilience. Therefore, it can be hypothesised that age and organisational citizenship are 

correlated to psychological resilience. In order to test these correlations, two methods of measurements 

into age and organisational citizenship are proposed to determine the validity of this hypothesis. √ Good 

 



Method 

The proposed study will adopt a quantitative methodology to acquire preliminary data to prove the 

hypothesis. The intended design, participant characteristics, and intended measures are described. This 

focused research orientation is taken due to the lack of comparative studies that examine age, 

organisational citizenship and psychological resilience simultaneously within a single study in a 

Singapore environment. √ Good 

 

Design 

The study proposes collecting data via an anonymous survey adopting a cross-sectional questionnaire 

design which comprises a basic demographic profile, one categorical variable of age (young versus older), 

and two determinant variables of psychological resilience and organisational citizenship. √ Good 

 

Participants 

The two target samples are Singapore Institute of Management (SIM) part-time students between 18 to 30 

years old, and older working adults aged 50 years or older. As the focus is on actual Singaporean 

workforce participation, unemployment status and non-citizenship (excluding Permanent Residents) are 

the exclusion criterions for both samples. Based on an estimate of Singapore Institute of Management’s 

student population of 36,0001, a finite population can be determined and utilised to produce a reliable 

sample size. Using a confidence level of 95% and confidence interval of 5%, a sample size of 381 is 

derived. This sample size is then replicated for both samples (younger and older workers) to ensure a 

measure of relativity for comparison. √ Good 

 

Due to the nature of the age categorical variable adopted in the study, a stratified random sampling 

method is utilised to ensure that the two age groups are accurately represented. Recruitment of younger 

participants can be done within the SIM campus just before and after evening classes – with a proposed 

remuneration of SGD 5 (or equivalent in NTUC vouchers) upon completion. Younger participants are 

                                                 
1 Derived from http://www.sim.edu.sg/discover-sim/our-campuses/pages/sim-new-campus-development.aspx 
 



given one week to complete the questionnaire, and their completed questionnaires can be dropped off at a 

central location within the campus (e.g. the central lobby at SIM HQ). Recruitment of older participants 

can be done in senior community events and presence at workplaces – with a proposed remuneration of 

SGD 5 (or equivalent in NTUC vouchers) upon completion. Surveyors will be on hand to provide 

assistance if necessary and to remunerate participants. √ Good 

This is a convenience sample.  What’s the implication of using this sampling method? 

 

Measures 

Two measures, Resilience Appraisal Scale and Organisational Citizienship Behaviour Scale, are 

proposed to assess the data required for the research study. 

 

Resilience Appraisal Scale (RAS). Comprising twelve items that appraises an individual’s emotional 

and problem-solving abilities, as well as perceived social support, in order to cope with overwhelming 

and stressful adversity (Johnson, Gooding, & Tarrier, 2010). Using a five-point Likert scale (i.e. 

1=strongly disagree, 2= disagree, 3= neutral, 4=agree, 5=strongly agree), participants will be able to 

indicate the extent of their opinions on each statement that evaluates these three areas. Adopted from the 

RAS, suggested statements can include “During stressful situations, I can keep my emotions under 

control”, “I am able to find a solution even when I am faced with a setback”, and “I can rely on my 

colleagues to be supportive”. Overall alpha reliability of this scale is 0.88, with categorical subscales at 

0.92, 0.92 and 0.93 (emotional coping, situation coping and social support respectively). √ Good 

 

Organisational Citizenship Behaviour Scale (OCBS). Comprising thirty-four items that evaluate an 

individual’s organisational obedience, loyalty, social participation, advocacy participation and functional 

participation (Van Dyne, Graham, & Dienesch, 1994). Similarly, a Likert scale allows participants to 

indicate their extent of agreement with each statement in these five areas. Suggested statements can 

include “Sometimes I miss work for no valid reason”, “When my colleagues criticise the organisation, I 

am unlikely to defend the organisation”, “I find difficulty in working with my colleagues in team 



projects”, “I do not reveal to others that my organisation is a good place of employment”, “I do not work 

beyond my job scope”. Overall alpha reliability of this scale is 0.95, with categorical subscales at 0.88, 

0.84, 0.68, 0.86, and 0.75 (obedience, loyalty, social participation, advocacy participation and functional 

participation respectively). √ Good 

 

Expected Results 

There are two main predictions. The first prediction would be that older Singaporean workers are more 

resilient, when compared against younger Singaporean workers, in areas of emotional adaptability and 

problem-solving abilities. The second prediction can be considered exploratory as it relates to the 

variances between younger and older Singaporean workers’ perceptions in organisational citizenship as 

an indicator of level of resilience, which to date has not been studied. 

 

If the hypothesis and predictions are established as valid and reliable, other researchers will be able to 

expand the scope of the research through mixed methodology explorations into organisational factors (i.e. 

leader-subordinate relationship management, organisational justice and job satisfaction variables) that 

encourage organisational citizenship, and ultimately strengthen psychological resilience, amongst young 

and older Singaporean workers. √ Good 

 

 

Total word count: 1,647 / 1,500 (Max 1,650)



References 

Basu, R. (2012, April 28). A Generation comes to Age: Now that we're 65. The Straits Times, pp. D2-D4. 
Bhal, K. T. (2006). LMX-Citizenship Behaviour Relationship: Justice as a Mediator. Leadership & 

Organization Development Journal, 27(2), 106-117. 
Gooding, P. A., Johnson, H. J., & Tarrier, N. (2011). Psychological Resilience in Young and Older 

Adults. International Journal of Geriatric Psychiatry. doi:10.1002/gps.2712 
Han, F. K. (2013, January 13). Resilience: Do we have what it takes? The Sunday Times, p. 39. 
Johnson, H. J., Gooding, P. A., & Tarrier, N. (2010). Resilience as Positive Coping Appraisals: Testing 

the Schematic Appraisals Model of Suicide (SAMS). Behaviour Research and Therapy, 48(3), 
179-186. 

Liden, R. C., & Grean, G. B. (1980). Generalizability of the Vertical Dyad Linkage Model of Leadership. 
Academy of Management Journal, 23(3), 451-465. 

Lim, L. (2012, August 27). Help write the next chapter in S'pore story, says PM. The Straits Times, p. A1. 
Luthans, F., & Youssef, C. M. (2004). Human, Social, and now Positive Psychological Capital 

Management: Investing in People for Competitive Advantage. Organizational Dynamics, 33(2), 
143-160. doi:10.1016/j.orgdyn.2004.01.003 

Luthans, F., Avolio, B. J., Walumbwa, F. O., & Li, W. (2005). The Psychological Capital of Chinese 
Workers: Exploring the Relationship with Performance. Management and Organization Review, 1, 
247-269. 

Luthans, F., Luthans, K. W., & Luthans, B. C. (2004). Positive Psychological Capital: Beyond Human 
and Social Capital. Business Horizons, 47(1), 45-50. 

Luthans, F., Vogelgesang, G. R., & Lester, P. B. (2006). Developing the Psychological Capital of 
Resiliency. Human Resource Development Review, 5(1), 25-44. doi:10.1177/1534484305285335 

Masten, A. S. (2001). Ordinary Magic: Resilience Processes in Development. Amercian Psychologist, 
56(3), 227-238. doi:10.1037/0003-066X.56.3.227 

MINDEF. (2010, July 23). What is Total Defense? Retrieved from Total Defense: 
http://www.mindef.gov.sg/imindef/mindef_websites/topics/totaldefence/about_td.html 

Moorman, R. H. (1991). Relationship between Organizational Justice and Organizational Citizenship 
Behaviours: Do Fairness Perceptions Influence Employee Citizenship? Journal of Applied 
Psychology, 76(6), 845-855. 

Organ, D. W. (1988). A Re-Statement of the Satisfaction-Performance Hypothesis. Journal of 
Management, 14(4), 547-557. 

Sim, W. (2012, August 28). President urges youth to be resilient. The Straits Times, p. B5. 
Tam, M. (2013, July 31). A Happy Worker is a Productive Worker. Retrieved from The Huffington Post: 

http://www.huffingtonpost.com/marilyn-tam/how-to-be-happy-at-work_b_3648000.html 
Van Dyne, L., Graham, J. W., & Dienesch, R. M. (1994). Organizational Citizenship Behavior: Construct 

Redefinition, Measurement, and Validation. Academy of Management Journal, 37(A), 765-802. 
Yeow, H. M. (2014, January 4). Prepare youth for workplace. The Straits Times, p. A38.



 
Marks allocation  Given marks 

Content  90 67 

English competency 5 5 

References 5 5 

TOTAL 100 77 

 

For this assignment, you have demonstrated a good understanding of research, demonstrating an attempt 

to analyse and critically review the past research in your topic.  Generally, your proposal is well-

structured and ideas are quite well articulated using a clear and concise style of writing.  Please refer to 

the comments in your assignment for some suggestions for improvement.  Excellent  job on your second 

assignment!  =) 


