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At the dawn of the 21st century, Professors Mihaly Csikszentmihalyi and Martin
Seligman issued a bold invitation: what if the science of psychology turned more
of its attention toward the conditions that allow individuals, teams, organiza-
tions, and communities to thrive (Seligman & Csikszentmihalyi, 2000)? Their
call was not a rejection of psychology’s historic focus on illness and dysfunction,
but rather a complementary vision—one that asked how science might illumi-
nate the pathways to human flourishing, optimal functioning, and enduring
well-being.

The contemporary version of the science of positive psychology rests on the
shoulders of some of the earlier pioneers and thought leaders in the discipline.
Most notably, William James and Abraham Maslow introduced the concepts of
optimal functioning, self-actualization, and positive psychology decades before
the current scientific perspective was launched (see James, 1908; Maslow, 1954).
Nevertheless, Csikszentmihalyi and Seligman’s vision and call to the next gen-
eration of psychological scientists is what led to an explosion of activity world-
wide and the development of a substantial peer-reviewed scientific literature on
well-being, excellence, and optimal human functioning over the past two
decades (Donaldson et al., 2015, 2020a, 2020b, 2023).

While there are now more than 50 regional and national positive psychology
professional organizations across the world (see Donaldson et al., 2023; Kim
et al,, 2018), one of the largest professional organizations of positive psycholo-
gists in the world today is the International Positive Psychology Association
(IPPA) with thousands of members from more than 70 countries. The IPPA
describes positive psychology as a field that focuses on the study and practice of
positive emotions, strengths, and virtues that make all individuals, institutions,
and communities thrive and has a three-part mission:

1. To promote the science of positive psychology and its research-based
applications.

2. To facilitate collaboration among researchers, teachers, students, and practi-
tioners of positive psychology around the world and across academic
disciplines.

3. To share the findings of positive psychology with the broadest possible
audience.
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The largest division within IPPA with approximately 1,000 members focuses on
positive organizational psychology (POP). The IPPA Work and Organizations
Division’s mission is to serve as a bridge between research and practice and facili-
tate collaboration to increase the incorporation of positive psychology in academic
research related to organizations and the practice of positive psychology in the
organizational context, thereby positively transforming the way the world works.

Positive Organizational Psychology

Donaldson and Ko (2010) defined POP “as the scientific study of positive subjec-
tive experiences and traits in the workplace and positive organizations, and its
application to improve the effectiveness and quality of life in organizations”
They identified two related multidisciplinary streams of scholarship and
research, positive organizational behavior (POB; Luthans, 2002) and positive
organizational scholarship (POS; Cameron et al., 2003), that greatly contributed
to the understanding of POP topics such as positive leadership, positive organi-
zational development and change, positive psychological capital (PsyCap),
organizational virtuousness and ethics, well-being at work, work engagement,
flow at work, and the like.

Inspired by the new vision for the addition of a positive approach to psychological
science, Fred Luthans, Professor of Organizational Behavior at the University of
Nebraska, published his seminal work on POB in 2002 (see Donaldson et al., 2020b).
He defined POB as “the study and application of positively oriented human resource
strengths and psychological capacities that can be measured, developed, and effec-
tively managed for performance improvement in today’s workplace” (Luthans, 2002,
p. 59). He envisioned POB capacities, such as hope, optimism, resiliency, and
self-efficacy, as something one can measure, develop, and use to improve performance
(see Donaldson & Donaldson, 2025; Warren et al., 2017).

A year later, Cameron et al. (2003) provided an even more expansive vision for
POS, which is “concerned primarily with the study of especially positive out-
comes, processes, and attributes of organizations and their members” (Cameron
etal., 2003, p. 4). POS is focused on understanding the drivers of positive behav-
ior in the workplace that would enable organizations to rise to new levels of
achievement (Roberts et al., 2005). POS seeks to study organizations character-
ized by “appreciation, collaboration, virtuousness, vitality, and meaningfulness
where creating abundance and human well-being are key indicators of success”
(Bernstein, 2003; Cameron, 2025).

Donaldson and Ko (2010) suggested that POP serves as an umbrella term that
covers POB, POS, and other related labels (e.g., positive psychology at work)
with regard to their research topics, foci, and the level of analysis. Warren et al.
(2017) proposed the umbrella term positive work and organizations (PWO),
which encourages integration among POP, POB, and POS. The unifying frame-
work enriches traditional organizational behavior approaches, such as applied
organizational psychology, organizational behavior, and management. It also
influences technology, hospitality, management, law, and financial planning as a
consequence of the growing popularity of the positive perspective in the workplace
(Warren et al., 2017).
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One goal of this book is to understand specific practices, activities, programs,
and interventions that can be designed based on the large and growing body of
POP, POB, and POS scientific literature to improve work life and organizational
effectiveness. We will broadly call these efforts positive organizational psychol-
ogy interventions (POPIs). We will first briefly review the scientific evidence for
positive psychology interventions (PPIs) more generally and then discuss the
effectiveness of POPIs, which are the application of PPIs in the workplace.

Positive Psychology Interventions

Donaldson et al. (2021a) systematically reviewed and analyzed the findings from
22 meta-analyses and 231 randomized controlled trials (RCTs) designed to
determine the efficacy of PPIs. They found that the science of PPIs has matured
to the point where we now have numerous systematic reviews and meta-analyses
to determine which PPIs are most effective under specific conditions (see
Table 1.1). Most of these reviews and meta-analyses of RCTs show that PPIs, on
average, do have at least small- to medium-sized positive effects on important
outcomes. For example, three recent meta-analyses based on numerous empiri-
cal tests and thousands of participants clearly illustrate the conditions under

Table 1.1 Positive Psychology Intervention Meta-Analyses.

References Title Sample Findings

Heekerens and Inducing positive 34 randomized The best-possible-self (BPS)

Eid (2021) affect and positive controlled trial interventions were effective
future (RCT) studies, positive psychology interventions
expectations 4,462 participants  (PPIs) with small effects for
using the positive affect and optimism, with
best-possible-self no substantial follow-up effects.
intervention: A Moderators included assessment
systematic review of momentary affect immediately
and meta-analysis after the intervention and

conceptualizing optimism as
positive future expectations
instead of a general orientation in
life.

Hendriks etal. ~ The efficacy of 50 RCT studiesin ~ Multicomponent PPIs were

(2020) multi-component 51 articles, 6,141 effective with small effects for
PPIs: A systematic participants subjective well-being and
review and depression, small to moderate
meta-analysis of effects for psychological well-being
RCTs and anxiety, and moderate effects

for stress, after taking study quality
and outliers into account.
Moderators included region and
study quality. Non-Western
countries and lower quality studies
found greater effects.

(Continued)
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Table 1.1 (Cont'd)

References Title Sample Findings
Koydemir etal. A meta-analysis =~ 68 RCT studies of =~ PPIs were effective with small
(2020) of the nonclinical effects for psychological
effectiveness of populations, 16,085 well-being and subjective
randomized participants well-being, with small-to-
controlled PPIs moderate effects when targeting
on subjective and both types of well-being, with
psychological evidence for sustained effects at
well-being follow-up. Moderators included
longer interventions (versus
shorter), traditional methods
(versus technology-assisted
methods), and mixed outcomes
for age.
Brown et al. The effects of 12 RCT studies with PPIs were effective with
(2019) PPIs on medical 1,131 participants; ~ small-to-medium effects for

patients’ anxiety:
A meta-analysis

Carrillo et al. Effects of the BPS

(2019) intervention: A
systematic review
and meta-analysis

Donaldson Evaluating PPIs at

etal. (2019a) work: A

systematic review
and meta-analysis

11 nonrandomized
trials with 300
participants,
patients

29 studies in
26 articles, 2,909
participants

22 studies,

52 independent
samples, 6,027
participants from
10 countries

patient anxiety, sustained eight
weeks post. Moderators included
clinician-led interventions
(versus self-administered) and
longer interventions (versus
shorter).

BPS interventions were effective
PPIs with small effects for
well-being, optimism, negative
affect, and depressive symptoms,
as well as moderate effects for
positive affect. Moderators
included older participants and
shorter (total minutes of)
practice. BPS was more effective
than gratitude interventions for
positive and negative affect
outcomes.

Five workplace PPIs
(psychological capital, job
crafting, strengths, gratitude, and
employee well-being) can be
effective with small effects for
desirable work outcomes
(performance, job well-being,
engagement, etc.) and with
small-to-moderate effects for
undesirable work outcomes
(negative performance and
negative job well-being).
Moderators for both desirable
and undesirable outcomes did
not include the type of theory or
intervention delivery method.
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Table 1.1 (Cont'd)

References Title Sample Findings
Howell and Acceptanceand 5 randomized Acceptance and Commitment
Passmore Commitment experiments of Training was an effective PPI
(2019) Training (ACT) as university students, with small effects on well-being.
aPPL: A 585 participants
systematic review
and initial
meta-analysis
regarding ACT’s
role in well-being
promotion among
university
students
Lomas et al. Mindfulness- 35 RCT studies, Mindfulness-based interventions
(2019) based 3,090 participants  were effective with moderate
interventions in effects for stress, anxiety,
the workplace: An distress, depression, and
inclusive burnout, as well as small-to-
systematic review moderate effects for health, job
and meta-analysis performance, compassion,
of their impact empathy, mindfulness, and
upon well-being positive well-being, with no
effects for emotional regulation.
Moderators for health included
region, mindfulness-based
stress-reduction intervention
type, and age (younger versus
older). Moderators for positive
well-being and compassion
included gender.
Slemp et al. Contemplative 119 studies, 6,044  Contemplative interventions
(2019) interventions and  participants (e.g., mindfulness, meditation,
employee distress: and other practices) were
A meta-analysis effective with small-to-moderate
effects for reducing employee
distress sustained at follow-up.
Moderators included type of
contemplative intervention and
type of control group.
Adjustments for publication bias
lowered overall effects.
White et al. Meta-analyses of  Two previous When small sample-size bias was
(2019) PPIs: The effects  meta-analyses taken into account, PPIs were

(Boiler et al., 2013;
Sin &
Lyubomirsky, 2009)

are much smaller
than previously
reported

effective with small effects for
well-being, with mixed
effectiveness for depression.
Notes the need for increasing
sample sizes in future studies.

(Continued)
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Table 1.1 (Cont'd)

References Title Sample Findings
Chakhssi etal. The effect of PPIs 30 studies, 1,864 PPIs were effective with small
(2018) on well-beingin  participants with effects for well-being and
clinical clinical disorders depression, moderate effects for
populations: A anxiety, and no significant effects
systematic review for stress, with similar effects
and meta-analysis 8-12weeks post. Moderator for
well-being included guided PPIs
(versus unguided, such as
self-help). Moderator for stress
included control group type.
Moderators did not include
population type, intervention
format (individual versus group),
intervention duration (shorter
versus longer), or type of PPL
Curry et al. Happy to help? A 27 studies in Kindness interventions (e.g.,
(2018) systematic review 24 articles, 4,045 random acts of kindness) were
and meta-analysis participants effective PPIs with small-to-
of the effects of medium effects for well-being
performing acts (for the actor of kindness).
of kindness on the Moderators did not include sex,
well-being of the age, type of participant,
actor intervention, control condition,
or outcome measure.
Hendriks et al.  The efficacy of 28 RCT studies, PPIs from non-Western countries
(2018) PPIs from 3,009 participants ~ were effective with moderate
non-Western effects for well-being and large
countries: A effects for depression and
systematic review anxiety.
and meta-analysis
Hendriks etal. How WEIRD are 188 RCT studiesin  Most PPI studies that employ
(2019)* positive 187 articles from RCTs come from Western
psychology 24 countries, 43,582 Educated Industrialized Rich
interventions? participants Democratic (WEIRD)
A bibliometric populations; 78.2% of the RCT
analysis of studies reviewed were conducted
randomized in Western countries. However,
controlled trials the number of non-Western
on the science of publications has increased since
well-being 2012.
Dhillon et al. Mindfulness- 14 articles (some Mindfulness-based interventions
(2017) based RCT and some showed no significant effects for
interventions non-RCT studies),  anxiety, depression, or perceived

during pregnancy:
A systematic
review and
meta-analysis

pregnant (prenatal)

participants

stress in the pooled RCTs, but
each showed a significant effect
in the pooled non-RCTs.
Furthermore, four RCTs and four
non-RCT studies showed
effectiveness for mindfulness as
an outcome.
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References Title Sample Findings
Dickens (2017) Using gratitude to 38 studies, 5,223 Gratitude interventions can be
promote positive  participants effective with small to medium
change: A series effects for well-being, happiness,
of meta-analyses life satisfaction, grateful mood,
investigating the grateful disposition, positive
effectiveness of affect, and depressive symptoms,
gratitude with mixed findings for negative
interventions affect and stress, and no
significant effects for physical
health, sleep, exercise, prosocial
behavior, or self-esteem.
Moderators included adults
(versus children or college aged).
Moderators did not include
gender, type of neutral
comparison group, and duration
of the follow-up period.
Davis et al. Thankful for the 32 studies in Gratitude interventions were
(2016) little things: A 26 articles effective PPIs with small effects
meta-analysis of for psychological well-being but
gratitude not gratitude itself in comparison
interventions to measurement-only controls.
However, gratitude interventions
were effective with moderate
effects for gratitude and small
effects for psychological
well-being, with no significant
effects for anxiety, in comparison
to alternate-activity conditions.
Moderators did not include type
of gratitude intervention or
dosage (neither days nor minutes
of participation).
Weiss et al. Can weincrease 27 RCT studies, Behavioral interventions were
(2016) psychological 3,579 participants  effective with moderate effects
well-being? The for psychological well-being, with
effects of small effects at follow-up.
interventions on Moderators included clinical
psychological groups (versus nonclinical) and

well-being: A
meta-analysis of
randomized
controlled trials

individual face-to-face
interventions (versus self-help or
group face to face). Moderators
did not include age, number of
sessions, measurement
instrument, and control group.
Lower-quality studies found
greater effects.

(Continued)
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Table 1.1 (Cont'd)

References Title Sample Findings
Theeboom Does coaching 18 studies, 2,090 Coaching was effective with
etal. (2014) work? A participants, moderate-to-large effects for
meta-analysis on  organizational goal-directed self-regulation and
the effects of context with small to moderate effects for
coaching on performance/skills, well-being,
individual-level coping, and work attitudes in an
outcomes in an organizational context.
organizational
context
Boiler et al. PPIs: A meta- 39RCT studiesin  PPIs were effective with small
(2013) analysis of 40 articles, 6,139 effects for subjective well-being,
randomized participants psychological well-being, and
controlled studies depression. Moderators for
decreasing depression included
longer duration (four or eight
weeks instead of less than four
weeks), recruited as a referral
from a health care practitioner or
hospital (as opposed to
recruitment at a community
center, online, or a university),
the presence of psychosocial
problems, and individual delivery
(versus self-help or group).
Lower-quality studies found
greater effects.
Mazzucchelli  Behavioral 20 RCT studies, Behavioral activation (BA)
etal. (2010) activation 1,353 participants  interventions were effective with

interventions for
well-being: A
meta-analysis

Sin and Enhancing

Lyubomirsky  well-being and

(2009) alleviating
depressive

symptoms with
PPIs: A practice-
friendly
meta-analysis

51 studies, 4,266
participants

moderate effects for well-being in
both nonclinical participants and
those with depressive symptoms,
indicating that BA can be useful
for nonclinical populations
alongside its more common
setting as a treatment for
depression.

PPIs were effective with
moderate effects for well-being
and depressive symptoms.
Moderators included self-
selection to participate in the
PPI, older age, depression status,
individual (versus group
therapy), and relatively longer
duration.

* A bibliometric analysis not a meta-analysis (Adapted from Donaldson et al., 2021a, 2021b).
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which PPIs can generate well-being and optimal human functioning (Donaldson
et al., 2019a; Hendriks et al., 2020; Koydemir et al., 2020).

For example, Hendriks et al. (2020) meta-analyzed 50 RCTs including a total
of 6,141 participants to examine the efficacy of multicomponent positive psy-
chology interventions (MPPIs). After controlling for study quality and other
important covariates, they concluded that MPPIs had an overall small effect on
subjective well-being and depression and a small-to-moderate effect on psycho-
logical well-being. Furthermore, they suggest MPPIs had an overall small-to-
moderate effect on anxiety and a moderate effect on stress.

Koydemir et al. (2020) followed a more comprehensive approach in the selec-
tion of studies by including new moderators, focusing on adult nonclinical pop-
ulations and increases in well-being and comparing the effects of PPIs targeting
subjective and psychological well-being (i.e., hedonism or eudaimonia) or a
combination of the two. They found PPIs do increase well-being and that longer
interventions showed stronger immediate effects than shorter ones, and inter-
ventions based on traditional methods were more effective than those that used
technology-assisted methods.

Finally, Donaldson et al. (2021) discovered that many of the meta-analyses they
reviewed underscored how important the quality of an RCT seemed to be in
terms of accurately estimating PPI efficacy and the generation of outcomes. That
is, lower-quality RCTs often overestimated the effects of PPIs. Therefore,
Donaldson et al. (2021) developed an evaluation procedure to determine the
top 3 and top 10 most successful PPIs—in terms of being tested with a high-
quality RCT, having positive effects on well-being over time, and being adaptable
to implementation in diverse, marginalized, and disadvantaged populations dur-
ing a global pandemic. They illustrated how future efforts to generate well-being
can now build upon this causal evidence and emulate the most efficacious PPIs to
be as effective as possible across a diverse range of participants and settings.

Positive Organizational Psychology Interventions

Drawing from streams of science under the PWO umbrella, including POP,
POB, and POS, Donaldson et al. (2019a, 2019b) set out to find which POPIs
seem the most promising to date for enhancing well-being and optional func-
tioning at work. They were able to isolate and analyze 22 of the most rigorously
tested POPI studies conducted in the workplace. All of these studies (a) imple-
mented an experimental or quasi-experimental intervention in an organiza-
tional setting (e.g., with employees, managers, teachers, nurses, and staff
members), (b) included pre- and post-test measures, and (c) were analyzed at
the individual, team, or organizational level (Donaldson et al., 2019a, 2019b).
These 22 peer-reviewed studies were included in a meta-analysis containing
52 independent samples. The total number of participants in this meta-analysis
was 6,027 (n(treat) = 2,187; n(control) = 3,840), representing 10 nations (e.g.,
Australia, China, Netherlands, Sweden, and United States).
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It was found that POPIs had small-to-moderate positive effects across both
desirable and undesirable work outcomes (e.g., job stress), including well-being,
engagement, leader—member exchange, organization-based self-esteem, work-
place trust, forgiveness, prosocial behavior, leadership, and calling. Furthermore,
they found the following five types of POPIs to be the most successful:

Psychological capital interventions
Job-crafting interventions
Employee strengths interventions
Employee gratitude interventions
Employee well-being interventions

The specific effects of each of the five POPIs are described in detail in Donaldson
et al. (2019a).

Donaldson et al. (2019b) followed up their meta-analysis with an in-depth
analysis of the theory-driven design of each POPI and described the theory of
change and theory of action for each successful POPI (see Chen, 2005;
Donaldson, 2007, 2022). The theory of change illustrates exactly what the POPI
is expected to improve. The theory of action illustrates exactly what was done in
an effort to create those improvements in work life and optimal functioning at
work. Tables 1.2 and 1.3 provide details on how successful POPIs have been
designed to date.

Designing Next-Generation, Evidence-Informed
Positive Organizational Psychology Applications

In his 1969 article “Psychology as a Means of Promoting Human Welfare,’
often known as “Giving Psychology Away,” George A. Miller urged psycholo-
gists to make their science accessible and useful to the public. He argued that
psychology should move beyond academic boundaries and serve society
directly, helping people solve real-world problems and improve their lives.
Miller envisioned a “psychology of the people,” where knowledge about human
behavior and mental processes would be shared freely, empowering individu-
als and communities (Miller, 1969). His call marked a pivotal shift toward
applied psychology and remains a foundational statement for applying the
science of psychology to improve society (Donaldson et al., 2011).

In the spirit of George A. Miller’s 1969 call to “give psychology away,” Giving
Positive Psychology Away urges scholars, practitioners, and policymakers to
make the science of human flourishing accessible and actionable for all
(Donaldson et al., 2020a). Despite two decades of remarkable research growth,
positive psychology remains too often confined to academic journals, elite insti-
tutions, and privileged populations. This new call to action envisions a world
where the principles of well-being, resilience, positive relationships, and mean-
ing are freely shared and applied to improve lives in every community (Donaldson
et al., 2020a, 2020Db).
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Stewart I. Donaldson, Christopher L. Chen, & Scott . Donaldson

Since the first edition was published during the COVID-19 pandemic,
Donaldson argues that positive psychology is now evolving more into a public
good integrated into education, workplaces, health systems, and policy design.
Through frameworks like PERMA+4, Flow 2.0, evidence-informed interven-
tions, and global collaborations, the field is advancing its capacity to empower
individuals, families, and organizations to flourish (Donaldson & Cabrera, 2026;
Donaldson & Chen, this volume; Donaldson & Dubin, 2025). “Giving Positive
Psychology Away” challenges us to democratize well-being science—translating
data into daily practice, replacing competition with compassion, and ensuring
that the benefits of human thriving reach those most in need. Just as Miller’s
essay transformed psychology’s public mission, Donaldson’s 2025 vision calls for
a new generation of scholars and practitioners committed to designing flourish-
ing systems, for people and the planet alike.

A recent mapping of the entire field of demonstrates that positive psychology
has matured into a globally integrated, multidisciplinary science of human flour-
ishing (Donaldson et al., 2023). Over the past 25 years, it has built a robust infra-
structure of more than 50 international and regional professional societies,
hundreds of university programs, and dozens of applied research centers and
practitioner organizations across six continents. The integration of frameworks
like PERMA+4 has expanded the field’s reach into culturally diverse and under-
represented contexts, while advances in digital technology—such as Al-
enhanced coaching, real-time well-being tracking, and virtual reality empathy
training—are transforming both research and practice. Together, these develop-
ments signal the arrival of a more systemic and inclusive era of positive psychol-
ogy, with applications extending across education, health care, business, and
public policy (Donaldson et al., 2023).

This mapping also reveals the emergence of flourishing systems that connect
academic research, practitioner innovation, and policy implementation into a
dynamic ecosystem for advancing human and planetary well-being. Positive
psychology practitioners now serve as key knowledge brokers, bringing
evidence-based interventions to diverse communities and workplaces. As
Donaldson and colleagues argue, the next generation of positive organizational
psychology must harness these global networks, technological advances, and
culturally inclusive models to cocreate thriving organizations and societies
rooted in science, compassion, and collective flourishing (Donaldson et al., 2023).

Some of the early pioneers of positive organizational psychology have also
recently reflected on the field’s growth and impact since its early beginnings. For
example, in a new volume titled Advancing Positive Organizational Behavior
(Cooper et al., 2025), Professor Luthans contributed a chapter titled Positive
Organizational Behavior and Psychological Capital: An Evidence-based 20-Year
Journey. In this retrospective analysis, Luthans traces the evolution of POB from
its conceptual origins at the turn of the 21st century to its current global applica-
tion. He emphasizes how the core construct of PsyCap—comprising hope, effi-
cacy, resilience, and optimism—has become one of the most empirically validated
frameworks in organizational science. Drawing from hundreds of peer-reviewed
studies and meta-analyses, Luthans demonstrates how PsyCap interventions
consistently enhance employee engagement, performance, and well-being across
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industries and cultures. His reflections underscore the importance of grounding
positivity at work in rigorous research and practical measurement, aligning
closely with the evidence-informed philosophy that defines next-generation posi-
tive organizational psychology.

Building on this foundation, Luthans calls for a renewed focus on integrating
PsyCap and related strengths-based approaches into leadership development,
team dynamics, and organizational strategy. He highlights the need for scholars
and practitioners to address contemporary challenges such as remote work,
technological disruption, and burnout through scalable, evidence-based well-
being interventions. Luthans’ reflections also emphasize the synergistic poten-
tial between POB and POP—arguing that the two should now be viewed as
complementary dimensions of a broader science of human flourishing at work.
His closing message resonates with Donaldson’s call to “give positive psychology
away”: to ensure that the proven principles of PsyCap and human flourishing are
not confined to academic research but are actively applied to create healthier,
more resilient, and high-performing workplaces worldwide.

Professor Kim Cameron also took stock of the field in his chapter Positive
Organizational Scholarship: An Introduction. As one of the founding architects
of the POS movement, Cameron reflects on how the field has evolved from a
pioneering vision at the University of Michigan’s Ross School of Business into a
vibrant global network of scholars and practitioners. He revisits the central ten-
ets of POS—such as virtuous leadership, positive deviance, compassion, and
high-quality connections—and provides compelling evidence of their enduring
relevance in today’s rapidly changing organizational landscape. Cameron high-
lights how decades of empirical research have confirmed that organizations fos-
tering positive cultures not only perform better financially but also cultivate
resilience, trust, and innovation during times of disruption. His analysis affirms
that the science of positive organizational dynamics continues to demonstrate
that human flourishing and organizational excellence are mutually reinforcing,
not competing, goals.

Cameron further argues that the next frontier of POS lies in its integration
with emerging disciplines and technologies that amplify its systemic impact. He
envisions organizations as “flourishing systems” where PsyCap, positive rela-
tional energy, and collective purpose converge to generate sustainable high per-
formance. Reflecting on two decades of progress, Cameron calls for a renewed
commitment to compassion and virtue as strategic resources for 21st-century
leadership. His reflections align closely with Donaldson’s and Luthans’ visions—
urging the fusion of POS, POB, and POP into a unified, evidence-informed sci-
ence of thriving organizations. Together, their work underscores that the future
of organizational science depends on expanding from individual and team well-
being toward designing entire systems that enable people, organizations, and
communities to flourish in harmony with the planet.

The Donaldson Professors contributed the final chapter in the new volume
Advancing Positive Organizational Behavior. They reflected about methodo-
logical and technological advances in the field in their chapter titled PERMA+4
and Positive Organizational Psychology 2.0: Opportunities for Embracing
Methodological and Technological Advances (Donaldson & Donaldson, 2025).
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They reflected on the remarkable methodological and technological advances
that are transforming the field.

In this forward-looking contribution, they argue that the next generation of
positive organizational psychology will be defined by its ability to integrate rig-
orous scientific methodology with emerging technologies that allow for real-
time, personalized, and scalable well-being interventions. Drawing on two
decades of meta-analytic evidence, cross-cultural studies, and applied evalua-
tions, the Donaldsons describe how advances in psychometrics, data analytics,
and Al-enhanced research tools are expanding the precision and reach of posi-
tive organizational psychological science (also see van Zyl, 2023). They empha-
size the importance of methodological pluralism—combining quantitative rigor
with qualitative insight—to fully capture the complexity of human flourishing at
work. Their chapter positions PERMA+4 as a dynamic, evidence-informed
framework that can guide both scholars and practitioners in designing adaptive,
data-driven systems for enhancing performance and well-being.

Another new volume (in press) focuses on the empirical evidence base of posi-
tive organizational psychology research that has accumulated over the past
25years that will be published in the coming months (Gaffaney & Donaldson,
2026). Advances in Positive Psychology Research in the Workplace aims to pro-
vide additional insights and evidence that can be used to strengthen further
applications and to give POP research away.

The authors in this volume draw on the best of contemporary positive organi-
zational psychological science to elevate the well-being, performance, and sense
of purpose of diverse workers across industries and cultures. Each chapter trans-
lates rigorous evidence into inspiring, actionable approaches for creating more
humane, resilient, and flourishing organizations. Together, they illuminate the
next generation of POPIs and applications designed to help individuals, teams,
leaders, and organizations flourish.

Chapter 2—Systems-Informed PERMA+4 Pathways for Flourishing at Work
(Stewart |. Donaldson)

Donaldson introduces a transformative systems-based model that integrates the
PERMA +4 framework with organizational design principles. Readers are guided
through practical pathways to embed flourishing into the DNA of work
systems—Ilinking individual strengths, team vitality, and organizational purpose.
The chapter demonstrates how small shifts in structure and culture can unleash
sustainable well-being and performance across entire workplaces.

Chapter 3—Flow: Sustaining Focus at Work in the Age of Distraction
(Matthew Dubin)

Dubin revisits Csikszentmihalyi’s classic concept of flow and reimagines it for
the digital era. He explores how employees can achieve deep engagement and
creativity despite the constant pull of technology and multitasking. Through the
FLOW (Find, Learn, Own, Wrap) POPI, readers discover science-based tools to
reclaim focus, elevate motivation, and rediscover joy in their daily work.
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Chapter 4—Vitality: Supercharging Your Work Environment (Jamie Shapiro
& Stewart |. Donaldson)

Shapiro and Donaldson show how vitality, the dynamic energy of body and
mind, fuels engagement and performance. Drawing on cutting-edge research in
health psychology and organizational behavior, they reveal strategies to opti-
mize physical and psychological energy, transform workplace culture, and design
environments where people and performance thrive together.

Chapter 5—Mindset: Growth and Psychological Capital (PsyCap)
in Contemporary Workplaces (Stewart I. Donaldson & Tatiana Shemiakina)

Donaldson and Shemiakina explore the intersection of growth mindset and psy-
chological capital (PsyCap), a core construct of positive organizational behavior
(POB). They illustrate how cultivating hope, efficacy, resilience, and optimism
transforms individuals and organizations alike. This chapter provides evidence-
informed tools for developing a thriving mindset culture where challenges
become catalysts for growth.

Chapter 6—Resilience: Bouncing Back from Adversity and Trauma
(Matthew Higgins & Stewart I. Donaldson)

Higgins and Donaldson delve into the science of resilience, offering compelling
evidence and interventions that help individuals and teams adapt, recover, and
even grow stronger through adversity. This chapter is both practical and
uplifting—showing how organizations can foster collective strength amid dis-
ruption and change.

Chapter 7—Crafting Your Best-Self: Integrating Job Crafting and Positive
Psychology Interventions (Christopher L. Chen)

Chen blends job crafting theory with positive psychology to introduce
JobCraft+, a powerful new POPI that empowers employees to reshape their
roles for greater meaning and motivation. Readers follow an engaging,
persona-based journey through the process of identifying strengths, activat-
ing the “reflected best-self,” and cultivating high-quality connections that sus-
tain engagement.

Chapter 8—Positive Capacity Building for Social Impact Organizations
(Victoria Cabrera)

Cabrera bridges science and service by applying positive psychology to
strengthen mission-driven organizations. Her chapter presents a framework
that integrates appreciative inquiry, evaluation, and well-being science to
enhance learning, innovation, and impact. Through inspiring examples, she
shows how organizations can cultivate resilience, compassion, and optimism in
pursuit of social good.
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Chapter 9—Positive Cultural Humility in Organizations: Improving
Relationships in the Workplace (Lawrence Chan & Adrian Reece)

Chan and Reece reimagine diversity, equity, and inclusion through a positive
lens. Moving beyond compliance-based models, they introduce a POPI grounded
in double-loop learning that fosters cultural humility, empathy, and relational
growth. Readers gain a road map for building workplaces where diversity flour-
ishes and psychological safety becomes the foundation of performance.

Chapter 10—Bystander Intervention: A Positive Approach to Sexual
Harassment Prevention (Eli Kolokowsky & Sharon Hong)

Kolokowsky and Hong offer a refreshing, hopeful approach to one of the most
difficult workplace challenges. Drawing from the science of positive deviance
and bystander engagement, they design a POPI that empowers employees to act
proactively and compassionately to prevent harm. Their approach replaces fear
and punishment with courage, accountability, and collective care.

Chapter 11—Positive Organizational Interventions in Law Enforcement:
Promoting Optimal Well-Being for Police Service Representatives
(Emily Zavala & Lawrence Chan)

Zavala and Chan bring attention to the often overlooked well-being of emer-
gency dispatchers and law enforcement professionals. Through data-driven
insights and innovative POPIs that promote mindfulness and psychological cap-
ital, they offer a path toward resilience and renewal for those who serve on the
front lines of crisis response.

Chapter 12—The EdFam Well-Being Experience: A Multicomponent Positive
Organizational Psychology Intervention for Public School Administrators
and Staff (Jaclyn Gaffaney & Amanda Wisniewski)

Gaffaney and Wisniewski present a powerful real-world case study of positive
organizational psychology in action. Her educator well-being initiative demon-
strates how multicomponent interventions can transform school climates,
enhance teacher resilience, and promote student flourishing—offering a hopeful
model for education systems worldwide.

Chapter 13—Evidence-Informed Positive Organizational Psychology Activities:
Enhancing PERMA+4 (Tatiana Shemiakina & Stewart |. Donaldson)

Shemiakina and Donaldson provide a practical tool kit of evidence-informed
activities that translate PERMA+4 into action. With creativity and rigor, they
guide readers through activities that build positive emotion, engagement, rela-
tionships, meaning, accomplishment, and the four additional components—
health, mindset, environment, and economic security.
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Chapter 14—Measuring and Evaluating Positive Organizational Psychology
Interventions and Activities (Stewart |. Donaldson, Scott |. Donaldson &
Christopher L. Chen)

The closing chapter emphasizes that flourishing organizations depend on rigor-
ous science. The Donaldsons and Chen outline how to measure what matters—
clarifying the distinctions between efficacy and effectiveness and demonstrating
how evaluation drives innovation. They inspire readers to see evaluation not as
bureaucracy but as a vital source of learning, improvement, and sustained impact.

Conclusion

This volume invites you on a journey through two decades of discovery, innova-
tion, and transformation in the evolving field of Positive Organizational
Psychology. It celebrates how far the science has come, illuminating the pathways
that connect rigorous research with real-world flourishing. In the chapters
ahead, you will encounter bold new applications of positive psychology at work,
theory-driven and evidence-informed interventions that uplift people and
organizations, and advanced tools for measuring and sustaining well-being in
the modern global workplace.

As you turn the pages, we hope you find not only insight, but inspiration,
sparks that ignite new ways of leading, collaborating, and living with purpose.
Whether you are a researcher, practitioner, leader, or lifelong learner, may the
ideas within this volume energize your own journey toward greater flourishing
at work and in life. The future of Positive Organizational Psychology is being
written by those who dare to apply its principles, may you be among them.
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