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ABSTRACT

Developing and maintaining thriving at work is an important way to realize personal value and improve organizational
performance. Based on the Conservation of Resources Theory, we proposed and tested the mediation model of relational
resources affecting thriving at work. Empirical data of 271 employees showed that relational resources directly predicted
the thriving at work, colleague trust and supervisor support influenced each other, which through agentic behaviors (task
focus and heedful relating), thus formed four chain intermediary paths that affected thriving at work in sequence. The
moderating effect of the ability to manage resource occurred in the first half of the intermediary path, which positively
moderated the influence of relational resources on agentic behaviors. The study had enhanced the understanding of the
internal mechanism and boundary conditions of the relationship between relational resources and thriving at work,
enriched the research on the mechanism of agentic behaviors, and provided a foundation for organizations to promote

thriving at work.
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1. INTRODUCTION

In the era of knowledge economy, the complex and
changing work environment has many negative impacts
on individuals. For example, the uncivilized behavior in
the workplace leads to the decline of employees' mental
health, and the balance and contradiction between work
and family reduce individuals' job satisfaction (Lim,
Cortina, Magley, 2008; Perrewe, Hochwarter, Kiewitz,
1999)[1][2]. Thriving at work (TAW) is the mental state
that employees are full of vitality and learning at work,
and it is the positive adjustment and adaptation of
individuals to the environment, which realizes the
dialectical unity of self-development and organizational
development (Spreitzer et al., 2005)[3]. Current research
shows that TAW is not only conducive to the personal
physical and mental health development of employees,
but also has a significant impact on job performance, job
satisfaction and innovative behaviors (Niessen et al.,
2017; Walumbwa et al., 2018)[4][5]. Therefore, it is
particularly important for managers to develop and
maintain employees' TAW (Ashford, Caza, Reid,
2018)[6]. On the one hand, managers want employees to
be full of vigour and vitality; on the other hand, they also

want employees to keep learning and developing, so as to
realize team goals through the realization of individual
performance goals (Spreitzer, Porath, Gibson, 2012)[7] .

Relational resources are high-quality connections
between individuals. Spreitzer et al. (2005)[3] described
the promoting effect of relational resources on TAW
through agentic behaviors in socially embedded model of
TAW. We focused on two important types of relational
resources :(1) the relationship between individuals and
colleagues, that is, peer trust; (2) the relationship between
leaders and individuals, namely, supervisor support.
Existing literature has verified the influence of the above
two kinds of relational resources on TAW. For example,
Paterson[8] (2014) used 198 employee-supervisor
pairing data to verify that superior support promoted
TAW. Niessen[8] (2012) empirically tested the influence
of team support (colleague trust) on TAW by using the
method of daily research. But as far as we know, there is
no paper put colleague trust and supervisor support on the
same conceptual framework for empirical research, so we
cannot accurately determine whether colleague trust and
supervisor support are two independent variables in the
impact on TAW, or whether and how this correlation
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plays a role. Secondly, there are inconsistent conclusions
in the limited studies on the influence of relational
resources on TAW. For example, the conclusions of
Niessen (2012) did not support the hypothesis of the
predictive effect of colleague trust on agentic behaviors.
This may mean that there are some moderating variables
that enhance, weaken or even change the relationship.
Therefore, we not only need to pay attention to the
relationship between relational resources and TAW, but
also need to clarify the internal mechanism and boundary
conditions for the occurrence of this relationship.

Based on Conservation of Resources Theory (COR)
and self-determination theory, we proposed and verified
a two-stage mediation model of the relational resources
affecting TAW, which enriched current research from
three aspects. Firstly, we examined the internal
mechanism of relational resources to TAW, and found
that the influence of colleague trust and supervisor
support was not completely independent, they could not
only directly predict TAW, caused and affected mutually,
but also influenced TAW through agentic behaviors.
These findings further extended Spreitzer's (2005)
Socially Embedded Model of TAW and enhanced the
understanding of resource linkage and priorities.
Secondly, we also found that the positive behavioral
effects of relational resources were regulated by ATMR,
because having resources did not mean being able to use
resources effectively. This partly explained the reasons
why individual behaviors were different in social context,
enriched the occurrence mechanism of agentic behaviors
and the action mechanism of ATMR. Finally, we tested
for the first time the relationship between job resources,
agentic behaviors and TAW in the model of Spreitzer et
al. (2005) by using Chinese data. The findings supported
the mechanism of the influence of relational resources on
TAW, which was helpful to enrich the cross-cultural
research on the theory of TAW.

2. THEORETICAL AND HYPOTHESIS

2.1 Relational resources and TAW

Relational resources are high-quality connections or
ties between individuals, which may be generated in the
interaction with colleagues (mentors, friends, other
department personnel, suppliers or customers). An
individual's perception of resources at work is the basis
of thriving (Spreitzer et al., 2005)[3]. Colleague trust is a
positive state in which members of an organization or a
team trust and depend on each other, which can promote
employees' TAW (Parker, Williams, Turner, 2006)[10].
Firstly, as an important social resource, colleague trust is
an important component of a positive work context,
which can enhance individuals' perception of social
support, reduce burnout, and maintain vitality
(Halbesleben, Wheeler, 2012)[11]. Shraga and Shirom
(2009)[11] found that support, trust, cooperation and
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warm relationships among colleagues were important
reasons for individual vitality. Pearson and Porath
(2005)[13] pointed out that high colleague trust was
beneficial to the development of positive emotions and
energize employees (Zhang Yanhong, Li Yongzhou,
2018)[14]. In addition, colleague trust endows
individuals with courage and strength. When the
individuals perceive higher level of colleague trust, the
more an individual is trusted by his colleagues, the more
relieved and enthusiastic about learning he will be (Tu
Xingyong, Zhang Qi et al., 2017)[15]. The research of
Lewicki (2006)[16] showed that colleague trust provided
an open and inclusive environment for employees, since
employees could actively discuss, communicate and
practice new ideas frequently (Duden, 2012)[17]. Ferres
(2004)[18] proposed that colleague trust helped
employees to perceive organizational support, as well as
a significant impact on employees' psychological
security, self-efficacy and other cognition. Therefore, we
propose that:

Hla: Colleague trust has a significant impact on
TAW. The higher the colleague trust, the higher the level
of TAW.

Supervisor support is a kind of prosocial motivation
and behavior of leaders, and is the subjective perception
of employees on the resources given by leaders (Frazier
and Tupper, 2016)[19]. As well as colleague trust,
supervisor support plays an important predictor of TAW.
Firstly, TAW is a subjective experience, and supervisor
support directly affects employees' perception and
behaviors. Research conducted by Crant (2000)[20]
showed that expectations and praise of employees from
supervisor were effective motivators for employees to
make continuous efforts (Li et al., 2014)[21]. Paterson
(2014)[8] also found that for employees, supervisor
support was an important social capital that could
promote TAW. Secondly, supervisor support endows
employees with higher work autonomy which improves
their learning initiative (Jaiswal et al.,2017; Li Lu, Ye
Baojuan et al., 2019)[22][23]. Duden (2012)[17] found
that supervisor support was not only a kind of contextual
situation and atmosphere, but also an important basis for
learning and development in the TAW (Li Chaoping,
Mao Kaixian, 2018)[24]. Jaiswal[22] (2017) also argued
that there was an important relationship between
supervisor support and colleague trust, employee
learning behavior. Finally, supervisor support gives
people a higher sense of job security, which enables
employees to have a higher organizational commitment,
and enables employees to grow and develop with vigour
(Walumbwa et al., 2016; Wang Rong, 2017)[25][26]. To
sum up, we propose that:

H1b: Supervisor support is positively related to
TAW. The higher the supervisor support, the higher the
level of TAW.
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2.2 Mediating effect of agentic behaviors

As stated by Bandura[27] (2001), agentic behaviors
were trivial, purposeful behaviors as a reflection of our
daily working pattern (Sonenshein et al., 2013)[28].
Spreitzer et al. (2005) believed that agentic
behaviors such as task focus, heedful relating and
exploration were the engines of TAW and played an
intermediary role between resources and prosperity (Han
Ji and Wei Wenwen, 2013)[29]. Our research focused on
two of these agentic behaviors: task focus and heedful
relating.

Task focus mediates the relationship between
colleague trust, supervisor support and TAW. Task focus
refers to an individual's focus on activities related to the
completion of job responsibilities. Individuals’ emotional
and cognitive abilities are different at work, while
colleague trust and supervisor support can improve
personal focus. Kahn (1990)[30] found that support,
flexibility, clarity and effective interaction with managers
created a safe and meaningful work environment that
helped employees to improve their attention and focus on
the completion of tasks. Supervisor support and
colleague trust create a safe, supportive and attributional
work environment, which can promote task-focused
behaviors (Brown, Westbrook, Challagalla, 2005)[31].
Paterson (2014) [8]pointed out that high attention and
engagement related to tasks could improve the
probability of individuals successfully completing tasks,
motivate individuals to learn the skills needed to
complete tasks, bring high emotional benefits and sense
of achievement, which made employees more likely to
experience the TAW (Rothbard, 2001)[32]. We propose
that:

H2: Task focus mediates the relationship between
relational resources and TAW.

Heedful relating is an individual's successful
cooperation with others in a team and the conscious
establishment of social relationships at work (Druskat
and Pescosolido, 2002)[33]. Heedful relating mediates
the relationship between colleague trust, supervisor
support and TAW. Supervisor' support and colleagues'
trust creates a social environment that focuses on the
realization of goals of both themselves and others.
Employees are more likely to put forward and contribute
new ideas in the team, think more from the perspective of
others, obey the unified rules of the team, and form a
heedful relating with other members of the term
(Spreitzer et al., 2005; Kahn, 1990)[3][30]. At the same
time, according to Social Learning Theory, through
interaction and communication with colleagues,
individuals actively improve their skills, acquire new
knowledge, and ultimately achieve a state of TAW
(Bandura, 2001; Kark & Carmeli, 2009)[27][34].
Atwater (2009) [35]found that the heedful relating
between individuals and others provided opportunities
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for learning. Carmeli (2009) [36]proved that social
support provided by supervisor could generate positive
and heedful relating among individuals' social capital,
thus promoting TAW/[37][38]. We propose that:

H3: Heedful relating mediates the relationship
between relational resources and TAW.

2.3 Interaction of relational resources

The related literature of COR has begun to focus on
the relationship between resources. For example, the
research of Schmidt and Keil (2013)[39] showed that
some resources were strengthened only after other
resources obtained. Individuals can increase the value of
a new resource by knowing how well it matches an
existing resource bundle. Halbesleben et al. (2014)[40]
argued that future research should focus on exploring
how to combine various resources to achieve goals.
Therefore, we believe that there is also some form of
correlation between the two kinds of relational resources:
colleague trust and supervisor support. Boies et al.[41]
(2015) pointed out that leadership style had an important
influence on team trust. An empirical study from Zhang
and Tsui (2008)[42] showed that supervisor support
played an important role in promoting trust among
middle managers. Since supervisors are people who
directly evaluate the performance of an employee, the
autonomy of an employee's work is also significantly
related to the supervisor management style (Bono et
al.,2007)[43]. Supervisor support can make employees
feel that they are trusted, so employees are more willing
to trust each other between work teams and colleagues
and cooperate to achieve goals. At the same time, good
interpersonal trust is beneficial to the exchange
relationship between leaders and employees, so as to
realize the relational leadership that supports employees’
development (Brower, Schoorman, Tan, 2000)[44].

H4a: Supervisor support can promote colleague trust

H4b: Colleague trust can promote supervisor support

2.4 Moderating effect of ATMR

According to the COR, the ATMR refers to
individuals' self-perception of the resources they own and
their self-cognition of whether they can effectively use
relevant resources based on their own unique resource
bundle (Hobfoll,1989; Hobfoll et al., 2003)[45][46].
Individuals with strong ATMR can not only effectively
use all kinds of resources at work, but also bear the
consumption of resources by various activities to avoid
the exhaustion of personal resources. (Brouer, Gallagher,
Badawy, 2015;  Hochwarter,  Laird,  Brouer,
2007)[47][48].

The moderating effect of ability to manage resource
on relational resources and agentic behaviors can be
explained by COR. COR reveals that individuals need to
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protect existing resources and acquire new valuable
resources through effective resource investment behavior
(Hobfoll et al., 2003)[46]. Since individuals’ resources
are limited., they will make active resource investment in
order to prevent resource loss and obtain new valuable
resources (Hobfoll, 1989)[45]. Hobfoll et al. (2003)
pointed out that individuals in the initial resource bundle
advantage position, that is, individuals with more
valuable resources, were more willing to invest
resources. Compared with individuals with weak ability
to manage resource, those with strong abilities are more
able to effectively utilize the two relational resources,
namely, colleague trust and supervisor support, who will
increase the investment of agentic behaviors in task focus
and heedful relating. Therefore, individuals with strong
ability to manage resource are more able to effectively
use relational resources and implement agentic
behaviors.

The moderating effect of the ability to manage
resource on agentic behaviors and TAW can also be
explained by COR (Hobfoll, 1989)[45]. In the process of
agentic behaviors, individuals need to maintain a high
degree of focus and vigilance in work, which consumes
some energy resources (such as time and energy), to
some extent, which will reduce work vitality and weaken
TAW (Dalal and Sheng, 2019)[49]. Ability to manage
resource is the dialectical unity of an individual's
subjective perception and actual executive ability, which
plays a fundamental role in the balance between the gains
and losses of work resources (Frieder, Hochwarter,
Deortentiis, 2015)[50]. The resource profit and loss
principle assert that individuals with more resources have
better access to them, while individuals with fewer
resources are more likely to experience resource loss
(Hobfoll et al., 2003)[46]. Therefore, individuals with
strong ability to manage resource can more easily obtain
the benefits (like vitality and growth) brought by agentic
behaviors, and effectively avoid the resource
consumption brought by agentic behaviors. Some
empirical research also preliminarily supports this view.
The research of Brouer (2015) [47]showed that when
individuals had high ATMR, they could effectively
control the consumption of resources by work activities,
prevented resource exhaustion, and at the same time
helped to increase the income of resources.
Hochwarter(2007) [48]found that individuals with strong
ability to manage resource could make better use of
existing resources to regulate personal behaviors, and
could more successfully meet various requirements in
different environments. Therefore, we propose that:
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Figure 1 Research theoretical model

H5: ATMR plays a moderating role between
relational resources and agentic behaviors. The stronger
ability to manage resource is, the greater influence of a)
colleague trust, b) supervisor support on agentic
behaviors is.

H6: ATMR plays a moderating role between agentic
behaviors and TAW. The stronger ATMR, the stronger
agentic behaviors a) task focus, b) heedful relating,
contribute to TAW.

To sum up, the theoretical model of this paper is
shown in Figure 1.

3. METHODOLOGY

3.1 Sample

This study is a part of the project of "Research on the
Work Behavior and Performance of Technical Talents in
High-tech Enterprises”. In September 2018, we
distributed questionnaires to enterprises in the national
high-tech zones in Hunan and Guangdong provinces. The
questionnaire of this study contained scales of personal
basic situation, colleague trust, supervisor support, task
focus, heedful relating, TAW and ability to manage
resource. 350 questionnaires were sent out and 342 were
recovered with a recovery rate of 97.71%. Excluded
incomplete questionnaires, there were 271 valid
questionnaires left with an effective rate of 77.43%.
Among the effective samples, 111 were males,
accounting for 40.96%, and 160 were females,
accounting for 59.04%. All of them were aged between
22 and 55 years, with an average age of about 29 years
old, among which 22-35 years old accounted for the
largest proportion (84.13%), accounting for 228 persons.
In terms of educational background, 158 samples had
bachelor's degree, accounting for 58.31%; 96 samples
had master's degree, accounting for 35.42%; 17 samples
had doctor's degree, accounting for 6.27%; In terms of
positions, there were 204 grass-roots employees,
accounting for 75.28%, 23 department directors,
accounting for 8.49%, 32 middle-level leaders of the
department, accounting for 11.81%, and 12 high-level
leaders of the department, accounting for 4.42%.
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3.2 Measurement

We used empirically tested mature scales at home and
abroad for measurement, all of which were Likert five-
point scale. The interpersonal trust scale adapted by
Parker (2006)[51] was adopted for colleague trust, with a
total of 4 items; for example, our team members have
strong mutual trust. The Cronbach's a coefficient of the
scale was 0.904. Supervisor support adopted the
Leadership Support Scale adapted by Parker (2006)[51],
consisting of four items. For example, leaders encourage
us to have high expectations of ourselves, and the
Cronbach's a. coefficient of the scale was 0.911. Task
focus adopted the Task Focus Scale adapted by
Rothbard[52] (2001), consisting of 3 items, such as | am
fully engaged in my work. The Cronbach's a coefficient
of the scale was 0.906. The heedful relating scale adapted
by Daniel (2015)[53] was adopted, with a total of 3 items,
for example, I try to think about how to combine my ideas
with those of other team members. Cronbach's o
coefficient of the scale was 0.866. The ATMR adopted
the scale developed by Hochwarter (2007)[54],
consisting of 6 items, for example, | can grasp the pace
of work even if the work is complicated. And the
Cronbach's a coefficient of the scale was 0.874. The
measurement of TAW adapted the scale developed by
Porath et al. (2012)[55]. The scale is divided into two
dimensions, consisting of 8 items. The learning
dimension is measured by the first 4 items, such as | am
active in learning; the vitality dimension is measured by
the last 4 items, such as | am full of energy and energy.
Cronbach’s a coefficient of the scale was 0.925.

3.3 Control variables

We controlled for a number of demographic
characteristics associated with TAW, such as gender,
age, education level, management level, and in the
analysis, age and tenure were directly input; Gender was
input as dummy variable. 0 represented male and 1
represented female. The education level was coded, with
1-4 representing junior college, bachelor's degree,
master's degree and doctor's degree. The code of
management level was 1-4, which respectively
represented the senior level of the company, the middle
level of the department, the department director and the
ordinary staff.
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4. DATA ANALYSIS AND HYPOTHESIS
TESTING

SPSS22.0 and MPLUS 7.4 were used for statistical
analysis. Firstly, confirmatory factor analysis was
performed on all variables to determine the validity of the
variable measurements, and descriptive statistics and
correlation analysis were performed on the variables.
Secondly, the hypothesis model was tested. The
structural equation model (SEM) was used to investigate
the relationships among colleague trust, supervisor
support, task focus, heedful relating, TAW, and ATMR.
Bootstrap was used to analyse the mediating effects of
task focus and heedful relating on colleague trust,
supervisor support, and TAW. Finally, the moderating
effect of ability to manage resources was further
analysed, the path model was verified, and the influence
path of relational resources on TAW was analysed by
additional chain-mediated analysis.

4.1 Analysis of common method deviation and
validity

Since all the questionnaire data came from
employees' self-reports, there was a risk of common
method deviation. Therefore, we used two different
methods for testing. According to Harman's single-factor
test method, in the single-factor model, X2/ DF =8.67,
RMSEA=0.168, CFI=0.540, TLI=0.503, SRMR=0.122,
and all the fitting indexes were not ideal, which proved
that the deviation of the common method in this study
was not prominent to a certain extent. Considering that
all variables were latent variables, Harman's single-factor
test method was more often used to test the severity of
the deviation of the common method, and its sensitivity
was limited in the test. Then, we used the unmeasurable
latent factor model to test. This method was proposed by
Anderson and Williams in 1998, mainly by building the
method deviation into an unmeasurable latent variable
input model, and comparing the fitting results with the
final model (Anderson, West, 1998). The test results were
shown in Table 1. After a latent variable of common
method deviation was added to the six-factor model, the
measured values of each fitting index changed within
0.01, which proved that the addition of this variable had
a poor improvement effect on the model, namely, there
was no serious common method deviation. Meanwhile,
Table 1 showed that the six-factor model had the
minimum RMSEA and SRMR, the CFI value was 0.928,
the TLI value was 0.918, and the fitting degree was
optimal. Compared with other models, the variables had
good discriminative validity, and the latent variables used
have good convergence validity, which proved that the
data could be used to effectively measure the model.
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Table 1. Confirmatory factor analysis results
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Model X° df RMSEA CFI T SRMR
Six-factor model 750.080 330 0.069 0.928 0.918 0.058
Unmeasurable latent factor 738.417 337 0.066 0.931 0.923 0.061
model
Five-factor model 1127.893 339 0.093 0.865 0.849 0.061
Four-factor model 1497.901 343 0.1mMm 0.802 0.782 0.090
Three-factor model 1697.603 346 0.120 0.768 0.747 0.075
Two-factor model 2297.620 348 0.144 0.666 0.637 0.134
Single factor model 3032.981 350 0.168 0.540 0.503 0122

Note: CT: colleague trust; SS: Supervisor support; Ability to manage resources: ATMR; TF: task focus; HR: Heedful relating; TAW: Thriving at

work; Single factor: CT+SS +ATMR+TF+HR+TAW,; CT+SS+ATMR, TF+HR+TAW; Three factors: CT+SS, ATMR+TF+HR, TAW; Four

factors: CT+SS, ATMR, TF+HR, TAW; Five factors: CT+SS, ATMR, TF, HR, TAW; Six factors: CT, SS, ATMR, TF, HR, TAW;

4.2 Describes statistical and correlation
analyses

The results of descriptive statistics and correlation
analysis were shown in Table 2, and (1) colleague trust
(r=0.473, P <0.01) and supervisor support (r=0.429, P
<0.01) were significantly positively correlated with
TAW; (2) Colleague trust (r=0.450, P <0.01) and

supervisor support (r=0.435, P <0.01) were significantly
positively correlated with task focus;(3) Colleague trust
(r=0.516, P <0.01), supervisor support (r=0.449, P <0.01)
were significantly positively correlated with heedful
relating ;(4) Task focus (r=0.639, P <0.01) and heedful
relating (r=0.440, P <0.01) were significantly positively
correlated with TAW ;(5)ATMR (r=0.620, P <0.01) was
significantly positively correlated with TAW.

Table 2. Variable description statistics and correlation analysis

“Wariable n sD 1 2 3 4 5 & 7 a8 9 10 11
Gender 159 0.49 1
Age 2914 6. 09 - 132* 1
Education
3.47 o061 -.0E3 L2065 1
background
Management
354 036 59 -.383** 116 1
level
Tenure 817 4.69 - 13 B 100 - 324 1
Colleague 1
3 68 o7& - 0vs o014 -.04as - 185" -055
trust (0905}
Supervisor 1
3.60 0.80 -.132* 0z2s 038 - 187+ 007 B36*
support {0912 )
B
ATMR 3.39 0.79 -.209** 054 058 - 240> AS3* 524 =
[ 0.881 )
1
Task focus 322 0.9s5 - 185** Aze* 154~ - 220 051 A0 A5 B4 (as1z}
Heedful 1
_ 391 0.7z -.0e7 ululu) D44 - 235 110 515~ A49r= BEE A0
relating (0875 )
4
TAW 380 077 - 220 130* 140* - 254 136* _ATE 429%= 20 B39 440

(0920 )

Note: N=271, * means P <0.05, ** means P <0.01

. The numbers in () represent the combined reliability of the corresponding latent measurement
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management level and tenure, colleague trust (f=0.402,
P <0.001) had a significant effect on TAW. Supervisor
support ($=0.426, P <0.001) had a significant impact on
TAW. The fitting indexes of the SEM of the main effect
of the model were shown as M1 and M2 in Table 3. The
model fitted well, and Hypothesis 1 was valid.

4.3 Hypothesis test

4.3.1 Test of main effects of relational resources
on TAW

Firstly, SEM was used to test Hypothesis 1. After
controlling for age, gender, education background,
Table 3. Model hypothesis testing

Dependent Variable: TAW
Variable M1 M2 M3 M4 M5 M6
Gender -0.161* -0.168* -0.100* -0.140* -0.088 -0.118*
Age -0.023 -0.004 -0.057 0.058 -0.064 0.050
Education background 0.089 0.078 -0.017 0.039 -0.018 0.029
Management level -0.162* -0.015* -0.084 -0.115 -0.077 -0.107
Tenure 0.082 0.013 0.099 0.020 0.108 0.037
Colleague trust 0.402** 0.117* 0.191*
Supervisor support 0.426** 0.156** 0.259**
Task focus 0.624** 0.606**
Heedful relating 0.390** 0.372**
XC[df 2.05 2.17 2.66 2.37 257 2.61
CFI 0.956 0.955 0.921 0.930 0.926 0.918
TLI 0.946 0.944 0.907 0.917 0.914 0.904
RMSEA 0.062 0.064 0.078 0.071 0.076 0.077
SRMR 0.047 0.051 0.073 0.057 0.074 0.062

Note: N=271, * means P <0.05, ** means P <0.01

4.3.2 Mediating effect analysis of agentic focus ($=0.473, P <0.001) and heedful relating (=0.587,

behaviors

SEM was used to test the mediating effect of agentic
behaviors in Hypothesis 2 and Hypothesis 3.There were
significant correlations between colleague trust and task
focus (B=0.576, P <0.001), and heedful relating
(B=0.575, P <0.001), The relationship between
supervisor support and task focus (=0.466, P <0.001)
was significant and heedful relating (3=0.486, P <0.001).
Colleague trust had a significant positive effect on task

P <0.001). Task focus ($=0.624, P <0.001) and heedful
relating (f=0.390, P <0.001) had a significant positive
effect on TAW. Supervisor support had a significant
positive effect on task focus (=0.478, P <0.001) and
heedful relating (B=0.498, P <0.001), and task focus
(B=0.606, P <0.001) and heedful relating (f=0.372, P
<0.01) to TAW. The fitting indexes of the model were
well, and the mediating effect hypothesis of Hypothesis
2 and Hypothesis 3 was verified.
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In addition, MPLUS 7.4 was used to set Bootstrap to
2000 for sampling, and the mediating effect path analysis
results were shown in Table 4.The four mediating path
coefficients were all positive, and the upper and lower
limits of 95% confidence intervals did not contain O,

Table 4. Path coefficient of mediating effect
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which proved that both colleague trust and supervisor
support could positively promote TAW through agentic
behaviors, and the influence of colleague trust was
slightly greater than that of supervisor support, again
supporting Hypothesis 2 and Hypothesis 3.

Intermediary path

Point estimate

95% confidence interval

(standardization) Upper limit Lower limit
Colleague trust—Task focus—>TAW 0.296 0.222 0.387
Colleague trust—Heedful relating—TAW 0.228 0.130 0.337
Supervisor support—Task focus—>TAW 0.290 0.205 0.388
Supervisor support—Heedful relating—TAW 0.180 0.106 0.279

Note: N=271, * means P <0.05, ** means P <0.01

4.3.3 Interaction test of relational resources

Firstly, we examined the interaction effect between
colleague trust and supervisor support, but the results
showed that the interaction term had no significant effect
on TAW (p=-0.116, p>0.05). Next, we separately tested
the standardized coefficients of colleague trust to
supervisor support (f=0.793, P <0.001) and supervisor
support to colleague trust (f=0.788, P <0.001), and then
tested the chain mediating effect starting from colleague
Table 5. Chain mediating effect path coefficient

trust and supervisor support through Bootstrap. As shown
in Table 5, colleague trust and supervisor support could
not only directly affect the TAW, but also correlated with
each other and influenced each other sequentially.
Specifically, colleague trust could influence agentic
behaviors through supervisor support and predicted
TAW. Similarly, supervisor support could influence
agentic behaviors through colleague trust and predicted
TAW, hypotheses 4a and 4b were true.

Intermediary path

Point estimate 95% confidence interval

(standardization) Upper limit ~ Lower limit
Colleague trust—Supervisor support—Task focus—>TAW 0.229 0.316 0.162
Colleague trust—>SuperV1sor support—Heedful 0147 0242 0078
relating—TAW
Supervisor support—Colleague trust—Task focus—>TAW 0.115 0.237 0.017
Supervisor support—Colleague trust—Heedful 0172 0262 0088

relating—TAW

Note: N=271, * means P <0.05, ** means P <0.01
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4.3.4 The moderating effect test of ATMR

We examined: (1) the effects of colleague trust,
supervisor support and their interaction with ATMR on
task focus and heedful relating;(2) The effects of task
focus, heedful relating and their interaction with ATMR
on TAW. Except for the interaction effect, both (1) and
(2) had been preliminarily verified in the mediation test.
The effect of each interaction item was supplemented

here. The results showed that the interaction between
Table 6. Moderating effect path coefficient

Advances in Economics, Business and Management Research, volume 186

colleague trust and ATMR to task focus ($=0.203, P
<0.05) and heedful relating (B=0.157, P <0.05) were
significant, while the interaction between supervisor
support and to task focus (f=0.252, P <0.05) and heedful
relating (B=0.180, P <0.05) were significant, but the
interaction between task focus and ATMR (p=0.031, P
>0.05), heedful relating and ATMR (B=-0.065, P >0.05)
and TAW was not significantly affected. Specific
regulatory effects are shown in Table 6.

Point estimate

95% confidence interval

Dependent S
! Interactive item izati S.E.
Variable (standz;wdlzatlon Lower limit Upper limit
Task focus  Colleague trust *ATMR 0.170 0.101 0.336 0.004
Supervisor support
*ATMR 0.211 0.113 0.397 0.025
Heedful Colleague trust *ATMR 0.156 0.075 0.279 0.032
relating Supervisor
SUPPOr*ATMR 0.180 0.085 0.321 0.040

-

]
Heedful relating

—i=  HATMR
LATMR

=i~ HATMR
LATMR

Task focus

. Low Colleague trust High
Low Colleague trust High

p—

-

-

Task focus
L
\
\
Heedful relating

=4= HATMR
LATMR

—4=  HATMR
LATMR

low  Supervisorsupport  High low  Supervisor support  High

Figure 2 The moderating effect of ATMR on relational
resources and agentic behaviors

Therefore, it could be concluded that ATMR
regulated the relationship between relational resources
and agentic behaviors, but did not significantly regulate
the relationship between agentic behaviors and TAW.
Hypothesis 5 was true, but Hypothesis 6 was not
supported. The verified model was the mediated model.

The moderating effect of ATMR on relational resources
and agentic behaviors was shown in Figure 2.

5. CONCLUSION AND DISCUSSION

5.1 Conclusions and contributions

Firstly, our findings supported the description of
relational resources and TAW by Spreitzer et al.[3]
(2005). We found that colleague trust and supervisor
support had significantly positive effects on agentic
behaviors (task focus and heedful relating) and TAW
respectively. Agentic behaviors had significant positive
effects on TAW, and agentic behaviors was an important
mediating variable between relational resources and
TAW.

Secondly, the moderating effect of ATMR occurs in
the first half of the influence path of relational resources
—TAW, that is, the stronger the ATMR was, the greater
the influence of relational resources on agentic behaviors.
This result partly explained why the prediction effect of
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relational resources on agentic behaviors in the study of
Niessen (2012) [8]was not significant. ATMR
strengthened the internal motivation of agentic
behaviors. Employees with strong abilities had better
expectation of behavioral results and could effectively
measure and use relational resources such as colleague
trust and supervisor support. On the contrary, employees
with weak ATMR might consciously control or avoid the
occurrence of agentic behaviors. However, our analysis
data did not confirm the moderating effect of ATMR
between agentic behaviors and TAW, possibly because
agentic behaviors was a kind of behavior driven by strong
intrinsic motivation to experience TAW (Spreitzer et al.,
2005)[3]. Individuals might claim to experience TAW
even if the behavior consumed resources, and our data
might fail to capture the actual thriving of employees.

Finally, in the additional analysis, we found that there
was a sequential influence relationship between
colleague trust and supervisor support, which, together
with agentic behaviors, formed a chain-like mediating
path that affects TAW. Colleague trust— Supervisor
support— Task focus —TAW, Colleague trust—
Supervisor support—  Heedful relating —TAW,
Supervisor support— Colleague trust —Task focus
—TAW, Supervisor support— Colleague trust —
Heedful relating — TAW, the four chain intermediary
path effect were significantly. COR maintains that
resources exist in the form of resource caravans, and
caravans represents a resource pattern that usually occurs
together. For example, people with high self-efficacy
tend to be optimistic (Hobfoll, 2003)[46]. This means
that when we analyse resources in a conceptual model,
not only should we do independent analysis, but also we
have to consider the order in which these resources are
placed and how they are combined to affect the goal.
Based on the socially embedded model of TAW proposed
by Spritzer et al. (2005)[3], the job resources that
promote thriving include not only relational resources,
but also knowledge, positive meaning and positive
emotion resources. We strongly suggested that future
studies should explore more resource linkage patterns
and their influencing mechanisms.

In conclusion, we constructed and tested the
mediation model of relationship resources influencing
TAW. As far as we know, this was the first time that
colleague trust and supervisor support were included in a
unified conceptual framework for discussion, the first
time that ATMR was taken as a boundary condition in
social nested model (Spritzer et al.,2005)[3], and the first
time that the relationship among resources, agentic
behaviors and TAW was tested using Chinese employee
data. This research had developed the direct effect,
correlation effect, mediation effect and moderating effect
mechanism of relational resources influencing TAW,
which further enriched the generation mechanism of
TAW, resource connection mode, the determination
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mechanism of agentic behaviors, and the influence
mechanism of ATMR, and also made a certain
contribution to the positive organizational behavior
research.

5.2 Practical implication

First of all, managers should be aware that TAW is a
positive psychological state, which is an important factor
influencing the personal development of employees and
the achievement of organizational goals. We encourage
managers to enrich and enhance the resource pool of
employees, enhancing individual task focus, promote
high-quality relationships among individuals to develop
and maintain employee TAW. Specifically, one is to
encourage communication, interaction and cooperation
among employees by means of building project team,
group discussion and team-based rewards, so as to build
a good trust relationship among colleagues. Second,
managers should encourage and support employees'
behaviors and ideas, and provide necessary human,
material, financial and other resources for the completion
of employees' work tasks. Furthermore, managers should
evaluate and develop employees’ ATMR scientifically
and effectively. ATMR can be included in the
recruitment standard and qualification requirements. The
sense of self-efficacy and self-consciousness of
employees can be cultivated through the use of
authorized management in work, make employees feel
that they have the ability to manage and control the
resources needed to complete the task, and continue to
stimulate the motivation of positive behavior of
employees. Finally, by comprehensively considering
organizational development and employee career
development planning, organizations can provide more
training opportunities to meet the learning and
development needs of employees, seek common interests
of employees and organizations, and enable employees to
realize continuous learning and development at work,
thus forming a virtuous cycle mechanism of TAW.

5.3 Limitations and prospects

Although the study had reached some enlightening
conclusions, there were still some technical and
theoretical shortcomings :(1) since we used cross-
sectional data, reverse causality between variables could
not be excluded. Previous studies had proved the
temporal fluctuation of TAW (Niessen et al., 2017)[4].
Future studies can adopt longitudinal follow-up studies
to better grasp the causal or reciprocal relationship
between variables. (2) The data of all variables were from
employees' self-reports. Although the analysis results
excluded the influence of common method bias, we
suggested that future research could use the combination
of self-assessment and other assessment to collect data,
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S0 as to further improve the reliability and validity of the
research. (3) The study only considered a moderator
variable, that is, ATMR, actually there might be multiple
boundary conditions in relational resources and TAW,
such as proactive personality, Big Five personality, and
other stable personality traits. Cultural context variables
such as individualism/collectivism and power distance
may change the intensity and direction of the role of
relational resources. In particular, we only used Chinese
employee data to test Spreitzer's (2005) description, and
we encouraged other scholars to conduct similar studies
in different countries and regions to examine the cross-
cultural consistency or difference of the socially
embedded model of TAW.
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