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) ABSTRACT

Purpose: To investigate the relationship between participation in
decision making and social support at work with role performance at
work, as well as the mediator role of work prosperity and the moderator
role of self-efficacy.

Originality/value: The study contributes to the enhancement of the
monological net of the concept of prosperity at work, by testing a model
that includes other rather neglected constructs as antecedents and
consequents of prosperity at work, and by analyzing the role of a personal
asset in these relationships, based on the demands-resources model
(JD-R).

Design/methodology/approach: This is an empirical study, with a quan-
titative approach of correlational nature, that tested seven hypotheses.
The data were collected with self-report questionnaires, and analyzed
with structural equation modelling.

Findings: All hypotheses were corroborated and indicated that: partici-
pation in the decision making and social support have a positive impact
on prosperity at work; prosperity at work has a mediation role in the
relation between these variables and role performance at work; self-effi-
cacy moderates the positive relations of participation at work and social
support with prosperity at work, increasing these relations. The study
has important implications for the literature in the field, contributing to
the application of the model of prosperity at work to Brazilian samples.
Organizations may benefit from these findings if the policies that
enhance prosperity are implemented in the organizational environment,
obtaining competitive advantage.

KEYWORDS

Prosperity at work. Self-efficacy. Participation in the decision making.
Social support. Performance at work.
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) 1. INTRODUCTION

Currently, organizations have been operating in an environment of
continuous economic and technological change and experiencing strong
competitive pressure in the world market, leading them to continually adjust
to such scenarios (Cummings & Worley, 2014). These adaptations have
direct implications on employee’s well-being.

Labor welfare scholars have, over time, adopted different constructs as
manifestations of such a phenomenon, such as job satisfaction, flourishing
at work, positive and negative affects on the work context, and thriving at
work (Fisher, 2014). Of particular interest for the present investigation is
thriving at work, which consists of a psychological state composed of the
combined experience of vitality and learning in the workplace (Spreitzer,
Sutcliffe, Dutton, Sonenshein, & Grant, 2005). According to Spreitzer et al.
(2005), the resources arising from work and the contextual factors of the
work environment are key mechanisms for the fostering of thriving at work
and, consequently, work performance.

However, such a model needs further empirical verification, as it is
relatively new, which has been appointed as the reason why research on the
antecedents and consequents of thriving at work is still quite scarce (Niessen,
Sonnentag, & Sach, 2012). Based on these considerations, the present study
empirically tested a model that encompasses both contextual factors
(participation in decision making), and resources produced by work (social
support) as antecedents of thriving at work, as well as a consequence of
such a construct: the performance of work roles.

The study also aimed to analyze the moderating role of a personal
resource, self-efficacy, in the relationships between participation in decision
making, social support and thriving at work. Such moderation is justified by
the assumptions of the theory of job demands-resources (JD-R) (Bakker &
Demerouti, 2007) that, according to which personal resources can act as
moderators of the relationship between labor resources and demands, and
occupational well-being (Novaes, Ferreira, & Valentini, 2018; Tremblay &
Messervey, 2011).

The research, therefore, has important implications for the literature
and practice. Thus, it contributes to the extension of the proposal by
Spreitzer et al. (2005), by testing a model that jointly encompasses poorly
studied constructs, such as antecedents and consequents of thriving at work,
and analyzes the role of a personal resource in these relationships, based on
the theory of JD-R. In addition, organizations will be able to benefit from
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these findings and gain competitive advantage by implementing measures
capable of enhancing thriving in the organizational environment.

) 2. THEORETICAL GROUNDING

2.1 Participation in decision making, social support, and
thriving at work

Thriving at work has been defined as a joint experience of vitality and
learning in the workplace (Spreitzer et al., 2005). Vitality refers to the sub-
jective experience of energy and liveliness, while learning refers to the feeling
one experiences in acquiring and applying knowledge and skills at work.

This construct has been approached through the model proposed by
Spreitzer et al. (2005) that, according to which, the contextual factors and
the resources resulting from work are characterized as antecedents of thriving
at work. Contextual factors refer to work settings that encourage decision
making (the degree to which the individual is allowed to make decisions that
affect his or her own work), information sharing (the extent to which infor-
mation is widely communicated throughout the unit) and the climate of
trust and respect among different work teams (Spreitzer et al., 2005). Such
contextual factors of the work environment contribute to an increased
thriving at work by stimulating personal growth, learning and development
(Demerouti, Bakker, Nachreiner, & Schaufeli, 2001; Schaufeli & Taris, 2014),
i.e., to have extrinsic motivational potential.

In the present study, participation in decision-making was adopted as a
contextual factor, which refers to the fact that the individual exerts influence
on the decision-making processes inherent to the work environment, such as
deliberations about work design and discussions about problems, in con-
nection with working with senior managers (Podsakoff, MacKenzie, Paine,
& Bachrach, 2000). Studies have shown that the mere belief in the ability
to influence the environment tends to reduce stress; in addition, effective
participation in decision-making allows workers to remove obstacles that
hinder effective performance and focus on their work, which tends to lead to
increased levels of job satisfaction (Afrasiabi, Solokloo, & Ghodrati, 2013)
and job engagement (Hu, Schaufeli, & Taris, 2016; Schaufeli & Taris, 2014).
Other investigations suggest that when employees are encouraged to par-
ticipate in more initiatives that imply growth and learning opportunities,
they tend to thrive (Spreitzer, Porath, & Gibson, 2012).
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At the end of our literature review, and taking into account the data-
bases searched (SciELO, PsycINFO), only one study was found that investi-
gated the direct influence of participation in decision making on thriving at
work (Sia & Duari, 2018), having found positive effects of participation in
decision making on thriving at work. Thus, a working environment that
encourages individuals to make decisions that affect their own job is likely
to foster greater thriving at work. In this connection, Spreitzer et al. (2005)
propose that work contexts that stimulate decision-making, by giving indi-
viduals greater freedom of choice about how to do their job, tend to strengthen
feelings of autonomy, which ultimately lead to greater thriving at work. In
this connection, the following hypothesis was formulated:

* HI: Participation in decision making is positively associated with thriving
at work.

The resources produced in carrying out the work, which, in turn, refer
to access to information (understanding of work practices and how they are
performed); perception of task significance (purpose and meaning inherent
to work, arising from the formation of values related to work, colleagues
and/or the organization), positive affect towards work (positive feelings and
emotions experienced in the workplace, such as joy, contentment and grati-
tude); and the degree of relationship with colleagues (bond created in the
workplace between individuals on the same team or from different sectors
of the organization), according to Spreitzer et al. (2005), these resources are
produced during work performance.

In the present investigation, social support in the work environment
was approached as a resource produced in the accomplishment of the work;
it consists of the emotional and/or instrumental help that the individual
receives from the people that integrate the social networks of his/her daily
work (Gomide Jr.,, Guimaraes, & Damasio, 2004). Empirical studies have
shown that the perception of social support in the workplace promotes job
well-being and job satisfaction (Hombrados-Mendieta & Cosano-Rivas,
2013), as well as job performance (AbuAlRub, 2004), and decreases the
likelihood of burnout and intention to leave the job (Nissly, Mor Barak, &
Levin, 2005).

Therefore, employees who enjoy more emotional support from their
co-workers and supervisors would be expected to experience higher levels of
thriving at work. In this regard, Spreitzer et al. (2005) argue that individuals
who continually receive support from their co-workers and supervisors,
experiencing a high degree of connectivity with them, tend to exhibit higher
levels of thriving at work. Moreover, according to the theory of social learning
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(Bandura, 1977), employees who take care of each other in the workplace
strive to ensure better working methods and produce better learning and
knowledge indices due to the positive interactions they develop (Paterson,
Luthans, & Jeung, 2014). They also experience higher levels of vitality in the
workplace. Thus, the following hypothesis was formulated:

*  H2: Social support at work is positively associated with thriving at work.
2.2 Thriving at work and work role performance

The model by Spreitzer et al. (2005) considers that thriving at work is
characterized as being a type of subjective meter that individuals use to
discern whether or not they have control over their own development at
work. It can, therefore, be seen as an indicator of the fact that the individual
is developing in a positive direction, that is, seeking conditions that stimulate
the individual’s growth. So, when people thrive, they also achieve better job
performance.

In the present study, job performance was operationalized by work role
performance, which concerns the set of responsibilities regarding one’s own
performance (Griffin, Neal, & Parker, 2007; Murphy & Jackson, 1999). This
variable has been shown to be a positive consequence of organizational
commitment (Griffin et al., 2007), work redesign behaviors (Demerouti,
Bakker, & Halbesleben, 2015) and work recovery (Volman, Bakker, &
Xanthopoulou, 2013). Therefore, role playing could also act as a positive
consequence of thriving at work. Based on the assumption that individuals
who experience feelings of vitality and learning in the workplace tend to
develop a high degree of job performance (Spreitzer et al., 2005), given that
thriving at work makes employees more interested in their development
and growth, a positive relationship between thriving and job roles should
be expected.

Results in this direction have been obtained from research that indicates
that thriving at work predicts individual job performance beyond attitudinal
variables such as job satisfaction and organizational commitment (Porath,
Spreitzer, Gibson, & Garnett, 2012; Spreitzer et al., 2012). Based on these
arguments and findings, the following hypothesis was formulated:

* H3: Thriving at work is positively associated with job performance.
2.3 The mediation of thriving at work

The model by Spreitzer et al. (2005) also predicts an indirect relationship
between labor resources and contextual factors in the workplace and work
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performance, mediated by thriving at work. In other words, the authors
argue that work-related resources and contextual factors are key mechanisms
for promoting thriving at work, which, in turn, lead to greater employees’
growth, better mental health, and improved job performance. In summary,
both contextual factors and work-related resources lead individuals to
experience higher levels of thriving at work and, consequently, better work
performance.

Congruent with this model, empirical studies have indicated that
thriving at work mediated the relationship between work connectivity and
work innovation (Carmeli & Spreitzer, 2009), as well as the organization’s
perceived support for work behavior innovation and turnover intention
(Abid, Zahra, & Ahmed, 2016). In the present study, as pointed out earlier,
labor performance was made operational by the role performance at work.
Hence, we investigated the mediating role of thriving at work in the
relationships of participation in decision making and social support with the
performance of roles at work.

Based on Spreitzer et al. (2005) formulations, it is possible that indi-
viduals who have greater incentives and encouragement to participate in
decision-making may eventually become involved in decisions that affect
their work, leading them to experience more positive feelings of vitality,
effectiveness and ability at work, which will facilitate their job learning and
help them to develop in a more positive direction at work, that is, towards
greater work role performance. In this connection, the following hypothesis
was formulated:

e H4: Thriving at work mediates the positive relationship between
decision-making participation and job role play.

Similarly, individuals who enjoy a social context in which they interact
satisfactorily with their supervisors and co-workers are expected to perceive
the problems they encounter along the way as being positive challenges, and
thus feel more energetic and with vitality to pursue innovative solutions
through continuous learning, which, in turn, would result in an improved
job performance. Thus, the hypothesis below was set:

* Hb5: Thriving at work mediates the positive relationship between social
support at work and job role play.

2.4 The moderating role of self-efficacy at work

From the perspective of the theory of JD-R (Bakker & Demerouti, 2007),
both contextual factors and labor resources are designated as labor resources,

ISSN 1678-6971 (electronic version) ¢ RAM, Sdo Paulo, 21(1), eRAMD200107, 2020
doi:10.1590/1678-6971/eRAMD200107



N

Vladimir P. Novaes, Maria C. Ferreira, Helenides Mendonga, Cldudio V. Torres

and are characterized as physical, social or organizational aspects that are
functional to achieve work goals, as they reduce the demands and the
associated psychological and physical costs (Xanthopoulou, Bakker,
Demerouti, & Schaufeli, 2007). Still, according to this theory, personal
resources can act as moderators of the relations between labor demands and
resources and labor well-being (Schaufeli & Bakker, 2004). Such personal
resources refer to the psychological capabilities that serve as the basis for
easier adaptation to life’s changes and circumstances (Hobfoll, 2002). It is
therefore postulated that individuals with higher levels of personal resources
have greater mastery of their lives, which helps them cope more effectively
with the demands of work in order to lessen the negative impact of demands
and maximize the positive impact of workers’ resources on labor well-being
(Novaes et al., 2018).

Consistent with these assertions, personal resources such as optimism,
self-esteem, satisfaction with compassion, psychological flexibility, and self-
efficacy have been found to moderate the relationships between the job
demands (such as work overload, insecurity and functions overload) and
labor well-being, as well as the relationships between labor resources (such
as autonomy, social support, and training) and well-being at work (Novaes
et al., 2018; Tremblay & Messervey, 2011). However, the role played by
personal resources in the relationship between labor resources and their
consequences still needs further clarification (Airila et al., 2014).

Based on these considerations, the present investigation tested the
moderating role of self-efficacy (personal resource) in the relationships of
participation in decision making (resource of work of a contextual nature)
and social support (resource arising from work) with thriving at work.
Self-efficacy concerns individuals’ beliefs about their ability to successfully
complete a particular course of action (Bandura, 1977), i.e., individuals’
perceptions of their skills and beliefs for the purpose of succeeding in work
tasks. Empirical studies have shown that self-efficacy at work has acted as
a moderator of the relationships between work conditions and levels of
occupational stress (Tucker, Jimmieson, & Oei, 2013), as well as the
impacts of stressful situations on engagement (Ouweneel, Schaufeli, & Le
Blanc, 2013).

It is expected that individuals who believe in their ability to perform
their work tasks will be more motivated to achieve their work goals, which
will lead to the potential impact of factors in the work context (participation
in decision making) and labor resources (social support) on thriving. Thus,
the following hypotheses were formulated:

ISSN 1678-6971 (electronic version) ¢ RAM, Sdo Paulo, 21(1), eRAMD200107, 2020
doi:10.1590/1678-6971/eRAMD200107



N

Antecedents and consequents of prosperity at work: A mediation-moderation model

* H6: Self-efficacy at work moderates the positive relationship between
participation in decision making and thriving at work.

* H7: Self-efficacy at work moderates the positive relationship between
social support and thriving at work.

In Figure 2.4.1, the theoretical model is presented. Research hypotheses
are also indicated.

(Figure 2.4.1)
RESEARCH TEMPLATE

Self-efficacy

Participative
decision
making

H4 and H5
Mediation

Job role
performance

thriving

Social
support

Source: Elaborated by the authors.

) 3. METHOD

3.1 Participants and procedures

The study was submitted to the Research Ethics Committee of the
Salgado de Oliveira University, Niterdi, Brazil. Data collection was performed
online, with the instruments forms made available in the Google Docs
platform. Individuals were contacted by email and social networks and
received a link to access the questionnaire. They agreed to participate in the
investigation by completing the Informed Consent Form.

The sample was selected by convenience and the only inclusion criterion
for participation was that the person had worked for at least one year. It was
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made up of 595 employees from public (31.2%) and private (68.8%) organi-
zations from Rio de Janeiro and Niterdi, Brazil, who voluntarily agreed to
participate in the survey. Most participants were female (64.5%) and their
ages ranged from 18 to 71 years old (M = 34.32; SD = 12.27). Regarding
education level, 37.1% had completed college and 28.4% had not completed
college. Regarding marital status, 46.7% were married and 45.7% were
single, and, regarding the salary range, 62% received from one to three mini-
mum wages. The working time of participants in their current organization
ranged from 1 to 30 years (M = 5.57; SD = 7.31), while total working time
ranged from 1 to 49 years (M = 12.35; SD = 10.72). Regarding the function
performed, 48% worked in administration.

3.2 Instruments

Social support at work was assessed by two scales of the Job Content
Questionnaire (JCQ) (Karasek et al., 1998) — supervisor’s social support and
co-worker’s social support —, adapted to the Brazilian context by Araujo
and Karasek (2008). They are answered on a five-point Likert scale ranging
from strongly disagree (1) to strongly agree (5) and both consist of three
items. Example of a supervisor’s social support item: “My direct boss often
pays attention to the things I say.” Example of a social support item from
colleagues: “The people Iwork with are friendly”. In the present investigation,
however, social support was considered one-dimensional, by aggregating
the scores on the supervisor’s and the co-worker social support’s scales.
The confirmatory factor analysis (CFA) results for this scale presented the
following adjustment indices: ¥° = 23.09 (5), RMSEA = 0.07, CFI = 0.96,
and TLI = 0.97. Cronbach’s alpha was 0.70.

Participation in decision making was assessed by a scale adapted by
Tyler and Blader (2000), consisting of four items, to be answered on a seven-
point Likert-like agreement scale, ranging from strongly disagree (1) to very
strongly agree (7). Example of an item: “I feel able to influence the decisions
made in my organization.” The CFA of the scale model, of a unifactorial
nature, presented the following adjustment indices: y* = 9.10 (2), RMSEA =
0.07, CFI = 0.99, and TLI = 0.98. Cronbach’s alpha of the scale was 0.86.

To assess thriving at work, the Thriving at Work Scale (Porath et al.,
2012), adapted to the Brazilian context by Novaes, Ferreira, and Valentini
(2015), was used; it consists of nine items, to be answered in a seven-point
Likert-like scale ranging from strongly disagree (1) to strongly agree (7).
The scale is subdivided into five items for learning (for example: “I am often
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learning in my work”) and four for vitality (for example: “In my work I feel
alive and indispensable”). Such bi-factorial scale presented in the CFA the
following adjustment indices: x* = 45.63 (27), RMSEA = 0.03, CFI = 0.99
and TLI = 0.99. The Cronbach’s alphas were 0.87 for the learning factor,
0.84 for the vitality factor and 0.90 for the general factor.

To evaluate the performance of working roles, six items of the scale
developed by Griffin et al. (2007), to be answered on seven-point Likert-like
frequency scales, ranging from never (1) to always (7) were used. Example
of an item: “I helped my co-workers when requested or when needed.” In
the current study, the CFA results showed the following adjustment indices:
y* = 12.21 (9), RMSEA = 0.02, CFI =0.99 and TLI = 0.99. Cronbach’s
alpha was equal to 0.86.

To measure self-efficacy at work, we used the shortened Brazilian version
of the Occupational Self-Efficacy Scale (Escala de Autoeficacia Ocupacional
- EAO-VR), developed by Rigotti, Schyns, and Mohr (2008) and adapted to
the Brazilian setting by Damasio, Freitas, and Koller (2014). The instrument
consists of six items, to be answered on a seven-point Likert-like frequency
scale, ranging from totally disagree (1) to agree (5). Example of item: “I can
keep calm when I'm having difficulties at work because I rely on my skills”.
In the present investigation, the CFA results showed the following
adjustment indices: y° = 6.26 (5), RMSEA = 0.02, CFI = 0.99 and TLI =
0.99. Cronbach’s alpha for the self-efficacy scale in the current survey was
0.77. In the data collection, a sociodemographic questionnaire was also
adopted, which included questions regarding gender, working time,
education, marital status, salary range and function performed.

3.3 Data analysis

Data analysis was performed with the structural equation modeling,
using the Mplus software and the Weighted Least Squares Means and
Variance Adjusted (WLSMV) estimation method. In the verification of the
measurement model, the independent and correlated six-factor model was
compared with the one-factor model and the five-factor model by means
of CFA.

After confirming the measurement model, the structural model was
adopted to verify the relationships between the constructs studied. Based on
Hayes’s (2013) recommendations, the relationship between the independent
variables (decision-making participation and social support) and the
dependent variable (work role performance) was initially examined, and
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such relationships must be meaningful for the mediation to exist. In the
second step, the mediator variable (thriving at work) was inserted in
the model to verify whether the predictor variables were related to the
mediator variable and whether the latter was related to the dependent
variables. According to Hayes (2013), the model shall be considered a
mediation model if there is a reduction in the strength of the relationship
between the predictor variables and the dependent variable, with the input
of the mediator variable, and if the indirect effect of the independent variable
on the dependent variable is significant. When testing the indirect effect,
the standard error of the indirect effect of the mediator variable on the
relationship of independent variables to dependent variables was estimated
using the 500-sample bootstrap resampling procedure.

After testing the mediation model, the moderation of self-efficacy in the
relationship between participation in decision making and social support
with the mediator variable (thriving at work) was tested by latent interac-
tion with the orthogonalization of items proposed by Little, Bovaird, and
Widaman (2006), using the Mplus program. According to the modeling pro-
posed by these authors, the latent interaction variables were estimated
through the following steps: creation of interactions between the modera-
tion variable and the independent variables items; orthogonalization of
items based on linear regression residues; estimation of the latent variable
through orthogonalized items. This procedure avoids collinearity between
item interactions and allows the estimation of a latent interaction. Moreover,
the parameterization of this model is simpler, which facilitates the identifi-
cation of complex models with different latent variables. The following
adjustment indices were analyzed: chi-square (x* — tests the probability of
the theoretical model to fit the data in which, the higher the value of y’, the
worse the fit); Root Mean Square Error of Approximation - RMSEA (must
be less than 0.08, accepting values up to 0.10); Tucker-Lewis Index and
Comparative Fit Index — TLI and CFI (should be greater than 0.90, preferably
0.95) (Brown, 2015).

) 4. RESULTS
4.1 Measure model

Initially, the descriptive statistics of the scales, as well as the correlations
(Spearman’s p) between the study variables (Figure 4.1.1) were calculated.
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The complete measurement model, composed by the six latent variables
(participation in decision making, social support, learning, vitality, work
role performance and self-efficacy), was compared with the single factor
model, and with the five independent factors model (participation in decision
making, social support, thriving at work, job roles performance and self-
efficacy). The six latent variables model was the one that best fit the data,
exhibiting the following adjustment indices: ¥*(gl) = 870.46 (362); CFI =
0.96; TLI = 0.95; RMSEA = 0.05. Figure 4.1.1 indicates the fit indices of the
three models tested.

CFigure 4.1.1)

MEANS, STANDARD DEVIATIONS AND CORRELATIONS
BETWEEN VARIABLES

Mean SD 1 2 B 4 5 6

1 Vitality 520 116 (084) - - B, ) B

2 Learning 569 120 071 (087) - - - -

3 Participation in decision making 443 133 025 021 (086) - - -

4 Social support 383 078 038 030 037 (0.70) - -
5 Work role performance 596 093 047 037 027 030 (086) -
6 Self-efficacy 414 067 033 021 039 022 042 (077)

All carrelations were significant at p < 0,01 level. Note: The main diagonal presents the reliability coefficients
(Cronbach’s alpha) of the instruments.

Source: Elaborated by the authors.

CFigure 4.1.2)
ADJUSTMENT INDICES OF TESTED MODELS

Models x'(g)) CFI Tu RMSEA (CI)
Model with six correlated factors 87046 (362) 0.96 095 0.049 (0.045-0.053
One-factor model 260882 (377) 081 0.80 0.100 (0.096-0.103)
Five-factor model 92314 (367) 035 0.94 0.051 (0.046-0.055)

Note: ¥°~chi-square; gl = degree of freedom; CFI = Comparative Fit Index; TLI = Tucker-Lewis Index; RMSEA = Root
Mean Square Error of Approximation; Cl = confidence interval.

Source: Elaborated by the authors.
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4.2 Hypothesis test

Initially, the direct effects of participative decision-making (PDM) and
social support (SS) on the two factors of thriving at work (vitality - V
and learning — L) were verified. Results indicated that these effects were
significant (PDM/A: § = 0.32, p < 0.001, CI(95%) = 0.36-0.27; PDM/V:
B = 0.25, p < 0.001, CI(95%) = 0.30-0.21; SS/A: B = 0.59, p < 0.001,
CI(95%) = 0.63-0.54; SS/V: B = 0.62, p < 0.001, CI(95%) = 0.66-0.57),
which confirmed hypotheses 1 and 2. The relationships between the two
factors of the mediating variable (thriving at work) and the dependent
variable (work role performance - WRP) were also positive and significant
(A and WRP: g = 0.28, p < 0.001; Vand WRP: § = 0.52, p < 0.001), which
also supported hypothesis 3 of the present study.

In order to verify the mediating role of thriving at work, the direct effects
of PDM and SS on WRP were initially tested. Results indicated that such
effects were significant (PDM/ WRP: = 0.14, p < 0.001, CI(95%) = 0.18-
0.10; SS/WRP: B = 0.47, p < 0.001, CI(95%) = 0.52-0.42). The inclusion of
the two factors of thriving at work (V and L) as a mediator variable in the
model pointed out that, in addition to the direct effects, the indirect effects
of the relationships between PDM, thriving at work and WRP were
statistically significant (PDM-L-WRP: g = 0.11, p < 0.001, CI(95%) = 0.17-
0.06; PDM-V-WRP: g = 0.13, p < 0.001, CI(95%) = 0.19-0.08), as well as
the relationships between social support, thriving at work, and work role
performance (SS-A-WRP: = 0.37, p < 0.001, CI(95%) = 0.43-0.31; SS-V-
WRP: B = 0.32, p < 0.001, CI(95%) = 0.38-0.27). In short, thriving at work
mediated the relationship between PDM and WREP, as well as SS at work
with WRP, which allowed supporting hypotheses 4 and 5.

Regarding the interaction between PDM and self-efficacy in predicting
thriving at work, it was observed that self-efficacy moderated the positive
relationships with the two factors of thriving at work (V and L), enhancing
them. Thus, it was found that the individual with low self-efficacy (SE-PDM-V:
B = 0.06, ns; SE-PDM-L: B = 0.07, ns) exhibited a non-significant relationship
between participative decision making and thriving factors, whereas when
self-efficacy was high (SE-PDM-V: g = 0.11 p < 0.001, CI(95%) = 0.15-0.07;
SE-PDM-L: B = 0.14, p < 0.001, CI (95%) = 0.19-0.08), the relationships
between PDM and thriving at work were positive and significant. Thus,
these relationships were stronger among individuals with higher levels of
self-efficacy (figures 4.2.1 and 4.2.2). These findings corroborated hypothesis
6.
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CFigure 4.2.1)

SELF-EFFICACY AS A MODERATOR OF THE RELATIONSHIP BETWEEN
PARTICIPATIVE DECISION-MAKING AND VITALITY
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Source: Elaborated by the authors.

(Figure 4.2.2)

SELF-EFFICACY AS A MODERATOR OF THE RELATIONSHIP BETWEEN
PARTICIPATIVE DECISION MAKING AND LEARNING
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Source: Elaborated by the authors.

Finally, regarding the effects of the interaction between self-efficacy and
SS on thriving at work, self-efficacy also moderated the positive relationships
of social support with the two factors of thriving at work (V and L), in the
sense of enhancing them. Thus, it was found that, in the individual with low
self-efficacy (SE-SS-V: B = 0.08, ns; SE-SS-L: § = 0.09, ns), the relationship
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between social support and thriving factors were not significant, while when
self-efficacy was high (SE-SS-V: B = 0.24, p < 0.001, CI(95%) = 0.27-0.21;
SE-SS-L: B = 0.22, p < 0.001, CI(95%) = 0.26-0.18), the relationship
between SS and thriving at work were positive and significant. Thus, it was
found that, among individuals with higher levels of self-efficacy, these
relationships were stronger, which confirmed hypothesis 7 of the present
study (figures 4.2.3 and 4.2.4). Figure 4.2.5 shows the final moderate
mediation model with its relevant non-standard parameters. Finally,
considering the fact that the study was correlational in nature, the inverse
relationships were also tested, but the results were much lower than those
previously reported, with the following adjustment indices: 5’ (gl) = 1,283.72
(381); CFI = 0.84; TLI = 0.86; RMSEA = 0.098.

CFigure 4.2.3)

SELF-EFFICACY AS A MODERATOR OF THE RELATIONSHIP
BETWEEN SOCIAL SUPPORT AND VITALITY
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Source: Elaborated by the authors.
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CFigure 4.2.4)

SELF-EFFICACY AS A MODERATOR OF THE RELATIONSHIP
BETWEEN SOCIAL SUPPORT AND LEARNING
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(Figure 4.2.5)

GRAPHICAL REPRESENTATION OF THE MODEL TESTED WITH
NON-STANDARD PARAMETERS
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) 5. DISCUSSION

The aim of the present study was to investigate the relationship of par-
ticipation in decision making and social support at work with thriving
at work, as well as the role of mediating thriving at work and moderating
self-efficacy in such relationships. The results showed that participation in
decision making indicated positive associations with the two factors of
thriving at work (vitality and learning). These findings, thus, corroborated
hypothesis 1, which predicted a positive impact of participative decision-
making on thriving at work. These results are in the direction of a previous
study that demonstrated the positive effects of participative decision making
on thriving at work (Sia & Duari, 2018).

According to the model of Spreitzer et al. (2005), contextual factors,
such as participation in decision making, are characterized as triggers of
thriving at work. In this sense, organizations that give their employees
greater freedom to make their own decisions and implement their ideas
at work contribute to increasing their motivating energy at work, which
leads them to explore and learn new skills (Sia & Duari, 2018). Therefore,
this finding provides empirical support for that theory, as it was found that
participation in decision making acted as a factor in the labor context that
positively impacts thriving at work.

Hypothesis 2 predicted that social support at work would be positively
related to thriving at work, and it was also supported. This result is in agree-
ment with the data obtained in another study (Hombrados-Mendieta &
Cosano-Rivas, 2013), in which it was observed that social support posi-
tively predicts labor well-being. Such result also provides support to the
model of Spreitzer et al. (2005), and to the social learning theory (Bandura,
1977) that, according to which, social support at work tends to positively
impact thriving at work. Hence, employees who enjoy the most support
from their co-workers and supervisors, tend to experience greater connec-
tivity with them and consequently have greater levels of vitality and energy
in their workplace, as well as better learning and knowledge indices, i.e.,
they thrive at work (Feeney & Collins, 2015).

The results obtained also showed that thriving at work was positively
related to work role performance, corroborating hypothesis 3. This finding
is in line with other studies that also show that thriving at work tends to
predict job performance (Porath etal., 2012; Spreitzer et al., 2012). According
to Spreitzer et al. (2005), thriving at work is a positive indicator of work
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performance. In this connection, individuals who experience better levels of
liveliness and energy at work, in addition to being in a constant learning
condition, feel more energized to seek better conditions that can stimulate
their growth and development in the workplace, which ends up yielding
better performance levels (Gerbasi, Porath, Parker, Spreitzer, & Cross, 2015).

The study also showed that thriving at work mediated the relationship
between participation in decision making (context resources) and social
support (resources from work) with work performance, supporting
hypotheses 4 and 5. In a congruent way with these findings, other empirical
studies have also indicated the indirect relationship of work-related resources
and contextual factors of the work environment with work performance
(Abid et al., 2016; Carmeli & Spreitzer, 2009), which mediates thriving at
work. These results indicate that individuals who participate in decision-
making and have social support from their colleagues and supervisors, that
is, who are involved in decisions that directly affect their work and enjoy a
working context in which they interact satisfactorily with their supervisors
and their co-workers tend to engage in more focused and energetic work
activities, leading them to explore new ways of doing things and to perform
more earnestly in their activities (Paterson et al., 2014).

It was also observed that self-efficacy moderated the relationships of
participative decision-making with thriving at work, which provided
empirical support for hypothesis 6. Thus, it was evident that higher levels of
self-efficacy tend to enhance the positive relationships of participative
decision-making with thriving at work. In other words, among individuals
who hold higher beliefs about their skills and work performance, the impact
of positive events such as participative decision-making about thriving at
work tends to be enhanced. It means to say that, among individuals with
higher levels of self-efficacy, the impact of participative decision making on
vitality and learning is stronger.

Finally, it was observed that self-efficacy moderated the positive
association of social support with thriving at work, which confirms
hypothesis 7. It was shown, therefore, that among individuals who have
higher beliefs about their ability to succeed in their labor goals, the
relationship of social support with thriving at work is enhanced. In other
words, when individuals have higher levels of self-efficacy, there is a stronger
positive relationship between social support and thriving at work.

Results on self-efficacy moderation converge with findings from other
studies (Novaes et al., 2018; Tremblay & Messervey, 2011), where personal
resources also acted as a moderator of the relationship between labor
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resources and labor well-being. In addition, they contribute with empirical
evidence in support of the JD-R theory that (Bakker & Demerouti, 2007),
according to which, personal resources tend to act as moderators of the rela-
tionship between labor resources and labor well-being. Taken together, the
results obtained at this point led to the following conclusions: participative
decision making and social support have a positive impact on thriving at
work; thriving at work mediates the relationship between such variables and
work role performance; self-efficacy moderates the positive relationships of
participative decision-making and social support with thriving at work.
Finally, it is noteworthy that, in the present investigation, the hypothesis
of moderation of self-efficacy in the relationship between resources and
work role performance was not tested, considering that the theoretical
model that supported the investigation (Spreitzer et al., 2005) does not
foresee a direct relationship between contextual factors and work-related
resources with work performance. In this sense, the direct relationships
subjected to testing were performed only to verify the mediation of thriving
at work in these relationships, as recommended by the aforementioned model.

) 6. PRACTICAL IMPLICATIONS

The results of the present investigation allow the development of
suggestions and strategies that can be implemented, aiming to reinforce the
thriving levels in Brazilian workers. Considering that participative decision
making and social support tend to stimulate individuals and increase their
levels of thriving at work and, consequently, to obtain greater job roles
performance, it is necessary that organizational management policies adopt
interventions aimed at driving a more active participation of their employees
in decisions about their work tasks and to encourage social support provided
by theirleaders and co-workers. In this regard, meetings with the participation
of voting employees, and workshops designed to clarify the important role
played by the supervisor’s social support in employee’s welfare could be
implemented.

Taking into account also that self-efficacy (personal resource) associated
with work-related resources (social support), and with contextual factors
(participative decision-making) potentiates the impact of such positive
variables on thriving at work, it would be essential that managers seek to
implement individual encouragement mechanisms such as, praising and
giving positive performance feedback, thereby strengthening beliefs in their
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abilities and skills to successfully complete the task, as well as increasing
their levels of self-efficacy at work. Training aimed at promoting self-efficacy
could also be implemented. Such strategies are fundamental for the employees
to present a positive state, which may be reflected in the achievement of
their thriving at work and, as a consequence, their greater well-being.

) 7. LIMITATIONS AND FUTURE STUDIES

This investigation has some limitations. The first one concerns the fact
that the data were collected online, without the presence of the investigators,
which may have generated a bias, which is the common method bias. A
second limitation is due to the use of self-report instruments, which may
also raise the question of the common method bias. Given, however, that
workers themselves have clearer ideas about their job responsibilities, their
work context, and their positive psychological abilities, it would be difficult
to obtain accurate information with any other method but self-report (Spector,
2006). Moreover, the problem of the common method bias may have been
minimized for two other reasons: one is that the anonymity of the respondents
was ensured, as well as the fact that there was no right or wrong answer, i.e.,
no risk of personal or professional harm to the respondents. The other was
that the items dealt with distinct variables, as observed in the measurement
model analysis, which may help to avoid biased responses (Podsakoff,
MacKenzie, & Podsakoff, 2012).

Another limitation is in connection with the cross-sectional nature of
the study, which prevents causal inferences from being made between the
variables. Future research can correct this limitation with the adoption of
longitudinal designs, which allows for a better understanding of the rela-
tionships between the variables of the present investigation. A third limita-
tion is related to data collection performed online, without the presence of
the investigators, which may have generated a lack of commitment and less
reliable responses. Thus, future research could be conducted using in-per-
son collection process. Finally, future research using other predictive varia-
bles of thriving is also needed to better assess the mediating role of such a
construct and moderator of personal resources in such relationships. Such
investigations may undoubtedly contribute to the deepening of an under-
standing about the contextual factors and the resources produced in the job
performance that interfere in thriving at work and, consequently, for the
implementation of measures capable of promoting the thriving development
in the organizational environment.

ISSN 1678-6971 (electronic version) ¢ RAM, Sdo Paulo, 21(1), eRAMD200107, 2020
doi:10.1590/1678-6971/eRAMD200107

21



22

N

Vladimir P. Novaes, Maria C. Ferreira, Helenides Mendonga, Cldudio V. Torres

ANTECEDENTES E CONSEQUENTES DA PROSPERIDADE
NO TRABALHO: UM MODELO DE MEDIACAO MODERADA

) RESUMO

Objetivo: Investigar as relacdes da participacdo na tomada de decisdes e
do suporte social no trabalho com o desempenho de papéis no trabalho,
assim como o papel mediador da prosperidade no trabalho e o papel

moderador da autoeficacia em tais relagoes.

Originalidade/valor: O estudo contribuiu para a extensao da rede mono-
légica da prosperidade no trabalho, ao testar um modelo que engloba
conjuntamente construtos pouco estudados como antecedentes e conse-
quentes da prosperidade no trabalho, além de analisar o papel de um
recurso pessoal nessas relagdes, com base na teoria de demandas e

recursos do trabalho (JD-R).

Design/metodologia/abordagem: A pesquisa é de natureza empirica,
com abordagem quantitativa de natureza correlacional, e testou sete
hipéteses. Os dados foram coletados por meio de questiondrios de

autorrelato e analisados pela modelagem de equagdes estruturais.

Resultados: As hipdteses foram totalmente corroboradas e indicaram os
seguintes aspectos: a participa¢ao na tomada de decisdes e o suporte
social exercem impacto positivo sobre a prosperidade no trabalho; a
prosperidade no trabalho medeia a relagio entre tais varidveis e o desem-
penho de papéis no trabalho; a autoeficadcia modera as relagdes positivas
da participag¢do na tomada de decisdes e do suporte social com a prospe-
ridade no trabalho, no sentido de acentud-las. A pesquisa traz importan-
tes implicagOes para a literatura, ao contribuir para a extensao do mode-
lo de prosperidade no trabalho a amostras brasileiras. As organizagoes
poderao se beneficiar de tais achados e obter vantagem competitiva ao
implantarem medidas capazes de promover melhorias no que diz respei-

to a prosperidade no ambiente organizacional.

) PALAVRAS-CHAVE

Prosperidade no trabalho. Autoeficacia. Participagao na tomada de deci-

sdo. Suporte social. Desempenho de papéis no trabalho.
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