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Abstract

This study investigated the influence of thriving at work, and the moderating effect of workplace
support on the subjective well-being (SWB) of bank employees at selected local governments in
Ibadan Metropolis, Oyo State. The study is a cross-sectional design using a survey method. Social
Comparison Theory guided the study. A total of 402 bank employees was determined by Cochran
formula, as multistage random sampling was engaged to select the banks from 5 local governments
in Ibadan. Participants age ranging from 20 to 60 years (X = 35.4; SD = 7.4). Data were collected
using a standardized questionnaire measuring Thriving at work, Workplace Support, and SWB.
Four hypotheses were tested using ANOVA and regression analysis. Result showed Thriving at
work has significant main effect on SWB, (F (1,394) = 21.86, P < .01, coworker F (1,394) = 14.88,
P < .01). Learning thriving at work has a significant main effect on SWB, F (1,395) = 37.24, P<.01).
Supervisor support (F (1,395) = 39.67, P< .01). The result also showed a significant interaction
effect between learning thriving at work and supervisor support on SWB. Effect of thriving at work
was significantly positive (β = .38, SE = .10, t = 7.97, P < .05). Thriving at work and workplace
support have joint predictive influence on SWB (R2 = .258, F (2,399) = 69.348, P <.05). Thriving
at work has significant independent influence on SWB (β = .279, t = 6.229, P < .05) and workplace
support has significant independent influence on SWB (β = .357, t = 7.987, P < .05.) In conclusion,
there is a significant linkage between workplace support and thriving at work on SWB. Study
recommends that organizations should provide enabling environment where employees can thrive
favorably without hindrance.

Keywords: Energetic at work, Learning at work, Subjective well-being, Thriving at work,

Workplace support, Moderation.

Word Count: 290
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Chapter One

Introduction

1.1 Background to the Study

The well-being of an employee is universally the characteristic part of a worker’s life experience

and usefulness at work is multi-faceted, and context-specific. The actuality of today’s society

proposes that not only the emotional and physical, but societal aspects are essential in evaluating

workers’ well-being. Bankers face a lot of challenges at the workplace, and most of these

challenges can be related to marginalization and discrimination which include exclusion from

bonus payments, lack of promotion especially when the worker is a Contract staff vying for

executive posts, lack of salary increment, exclusion from training, learning and development,

absence of incentives for working overtime, fear of retrenchment, among others thereby leading

to their lack of subjective well-being.

The term "well-being," which is used to describe a person's entire state of health, encompasses

more than just the absence of physical or mental disorders. It also refers to the person's whole

experience and quality of life1, 2. The concept of well-being is crucial since it constantly affects

human behavior, the world's population, as well as communities and organizations3. Because

employees are part of a larger society, the Organization for Economic Co-operation and

Development (OECD) said in a statement that their well-being should not be seen as entirely

different from what their society has to offer4. Psychologists and Sociologists, among others, have

stressed that well-being and overall quality of life are not just about human functioning in an

adequate manner but also about the connection between functioning and pleasure with one's own

accomplishments as a social being2.

In Nigeria generally, and specifically among bank employees, work stress, deadline pressure,

dangerous jobs, bad client interactions, and complete estrangement between employees and their

separate families serve as drivers of poor well-being5, 6. Despite the fact that there are a number
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of obvious social issues affecting workers in Nigeria's banking sector, which lead to job

dissatisfaction and poor well-being, the research topics related to well-being in the industry largely

ignore the aspects of other issues and instead assume that organizational well-being is solely

dependent on psychological and physical factors.

Predilection fulfillment reasons center primarily because an individual’s well-being is heightened

the more that human beings can assure their liking. From this standpoint, it is preferred as a

surrogate for well-being, as improved revenue can produce enhanced selection. The ensuing dual

perspectives emerging from the guidelines either enhance quantitative conditions such as learning

or healthiness or raise the selections individuals possess due to increasing median earnings. It is

disputed that human opinion is essential to grasp a person’s well-being, as the singular personnel

who distinguishes whether a person is undergoing wellness is that individual7.

Growing levels of SWB in society and organizations are today considered an essential focus of

public policy across the globe and, in Britain, there is an increasing focus on its measurement and

improvement at the national level. There is also an intensified curiosity about whether, and how,

enhancements in well-being may be a factor in economic growth. For example, boosting

individuals’ subjective well-being has a contributory influence on their physical health, progresses

their gradations of originality and problem-solving, stirs pro-social performance, and restored

degrees of obligation at the effort 8 . Enhanced SWB thus has the potential to enable

employee/public servants to work harder or ‘smarter’ and, indeed, a causal link flanked by

amplified well-being and upgraded yield at the grade of the individual has recently been

established in laboratory experiments.

Even so, there is no conviction that elevated subjective well-being for personal workers will

transform into efficiency or cost-effectiveness at the level of the administrative center or corporate

location. First, in agencies or companies, group dynamics play a part such that the damaging

attitudes of one employee may trickle over to others, thereby weakening the functioning of the
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group as a unit. Second, attempts on the part of the employer to increase SWB are likely to suffer

some losses, and so any augmented profit may not principally have a beneficial imprint on the

organization’s wide-ranging commercial procedure.

Also, the fact that every organization seeks a high level of productivity informed numerous studies

on variables that contribute to a high level of organizational performance. Possessing an operative

with the elevated status of subjective well-being is one that could promote employees to deliver

maximally. Various factors can contribute to subjective well-being among employees, especially

bankers, however, this study will focus on the character of thriving at work as it narrates subjective

well-being and the moderating influence of workplace support. Being a banker comes with a high

level of demand and stress. The fact that bankers work with cash and figures makes it important

to ensure that they are at their best. Thriving at work is one important variable that ensures that

employees are in the right frame of mind to deliver their best to the organization.

Human thriving at work has attracted the interest of social and behavioral scientists for several

decades9. In the larger psychological narrative, thriving is characteristically conceptualized as a

vibrant process of adjustment to physical, psychological, or social adversity, that leads to positive

conclusions such as personal growth and enhanced functioning in the organization. Organizational

conduct and supervision investigators focus on a somewhat distinct meaning of thriving. The term

“thriving at work” has been studied and discussed by many scholars in different areas like art,

philosophy, psychology, and science. Thriving at work is demonstrated out of enjoyable moods

and positive sensations, subjective well-being, and positive approaches and in recent years the

interest in bliss has extended to the workplace10.

Specifically, some groups of researchers expressed thriving at work as a constructive mental state

exemplified by a collaborative feeling of vitality and learning. More specifically, these

investigators propose that employees who are flourishing live through personal growth by feeling

rejuvenated and alive (i.e., vitality) and by having a sense of repeatedly obtaining and employing
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knowledge (i.e., learning). Some researchers also revealed that thriving at work illuminates how

certain individual attributes (knowledge, positive affect), interpersonal/relational characteristics

(support, trust), contextual features (e.g., job autonomy, the climate of trust), and agented work

manners (e.g., task focus, exploration) lead to thriving at work. Thriving, in

turn, consequences in wonderful worker outcomes, such as fitness and development. Within their

framework, the researchers expect that thriving at work is now not mechanically cultivated with

the aid of certainly putting off or reducing the impact of stressors. Instead, they propose that

thriving at work requires will increase in favorable person and relational traits and contextual

features. Thus, in distinction to ordinary conceptualizations in the broader psychological literature

that emphasizes previous hardship, it was once argued that “thriving can show up with

or barring adversity”.

Thriving is a paramount stimulant for revolutionary work conduct. When personnel is getting to

know (the cognitive dimension of thriving) in the workplace, they achieve information on how to

do their duties effectively. They research to perceive issues and come up with new solutions.With

the assistance of the ability of learning, personnel attains conceivable for new approaches to

doing tasks; since, gaining knowledge at work enhances employees’ self-confidence

which allows the implementation of revolutionary thoughts in fixing challenges in their banking

routines. Previous work additionally indicates that vitality (affective dimension of thriving)

expedites employee involvement in innovative work behaviors, due to the fact when personnel

experience vitality at their workplace, they will most likely have electricity and motivation to take

part in revolutionary work tasks11. Another component viewed in the route of this lookup is the

extent of support provided at the workplace. Workplace aid is blended instrumental support,

emotional support, and mentoring obtained from each colleague and supervisor. Support is a casual

social community that gives men and women expressions of emotional issues or empathy, sensible

assistance, informational aid, or appraisal. In different words, the place of job guide focuses on
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collaborative hassle fixing and sharing information, reappraising conditions, and acquiring

recommendations from a range of personnel such as colleagues, supervisors, and managers. Recent

investigations of the place of business guides have centered on evaluating the influence of guides

obtained from a range of sources, normally supervisors and colleagues.

Employees who spend a full-size section of their lives at the workplace are based on their job to

meet numerous non-public needs. In different words, help at the place of work represents a range

of interpersonal behaviors between carriers and recipients that can beautify an individual’s

psychological or behavioral functioning (i.e., psychological well-being) through demonstrations

of “human-heartedness” at the workplace. Hence, the fundamental goal of this finds out about is

to check out the effect that administrative center assistance has on the interplay between thriving

at work and subjective well-being.

Modern groups and banking regions count on their personnel to be proactive and exhibit initiative,

take duty for their personal expert development, and to be dedicated to excessive fantastic overall

performance standards. Thus personnel is wished who experience vigorous and committed –

agencies want engaged people. Employee contribution turns into vital commercial enterprise

trouble due to the fact in attempting to produce extra output with much less worker input, groups

have no preference however to attempt to have interaction no longer solely the physique but the

thought and soul of each employee.

1.2 Statement of the Problem

The experience of low subjective well-being impedes people to perform and persist with efforts to

attain personal and organisational goals. The reality of present society suggests that not only the

social but psychological and physical factors are essential in measuring employees’ subjective

well-being. The experience of subjective well-being is beneficial to workplace success because it

promotes workplace productivity, creativity, and cooperation. More than a few explanations are
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justifying the circumstance. The experience of low SWB impedes people to thrive at work and

persist with efforts to attain their goals. Individuals who are low on subjective well-being are less

likely to thrive and will in turn tend to be less productive. In addition, individuals whose SWB is

low do not integrate information leading to new ideas, and innovation and such individuals tend

to have poor social relations. In the context of work, this leads to lesser cooperation among

coworkers and with customers12. Researchers have argued that low subjective well-being could

have a negative psychological impact on productivity and that employees who are low in

subjective well-being are less likely to achieve more while at work13. Similarly, a study found that

happy workers – hopeful, resilient, and high in self-efficacy – were more likely to be high in

supervisor-rated performance and financial performance. Conversely, negative feelings increase

absenteeism at work, poor job performance, lack of job involvement, poor relationships, poor

health status, lack of social contact, and others which are all negatively associated with subjective

well-being14. Studies have shown that although the strength of effects depends on the context and

motivational focus, SWB is related to, generating creativity and productivity15. A major reason for

the failure of unhappy employees and organizations is that they experience on average more

negative social relationships. Research clearly shows that workers experiencing low SWB are less

cooperative and collaborative than unhappy ones. In general, a low level of SWB decreases

cooperative and collaborative behavior16. Individuals who are low on subjective well-being are

less willing to make concessions during negotiations17. Individuals low on SWB are less likely to

make cooperative choices18. People in a low mood are also not likely to show cohesion with their

group. A quantitative review found that employees that experience low SWB are poor performers

in their workplace19. In literature, it was known that they impact life at work and a plethora of

research has examined the impact of employee well-being on work outcomes without sufficient

attention to issues relating to thriving at work and workplace support20.
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Thriving is well-thought-out as a fundamental hypothesis in evaluating today’s workplace. It has

gained considerable attention in recent times because it is detrimental to an employee’s behavioral

outcomes at the workplace (e.g. innovative work behavior, performance, turnover, and

absenteeism). Lack of thriving at the workplace may also induce employee absenteeism.

Absenteeism is “the failure to report to planned work” Employees may be absent because they

need to pull out or withdraw from uncomfortable work situations like work strain, and physical

and psychological illness. When workforces are partaking in mind-numbing careers, their

knowledge is stationary, they do not feel animated, avoid employing full determination, and

thereby stay vague to keep missing from the effort. Their absence thus may accumulate their job

responsibilities, disturb interpersonal relationships among colleagues and lower their performance

rating. For a greater duration, employees are not emotionally thrilled and learned at the workplace

concurrently which results in uncomplimentary outcomes in the work environment. Although

empirical studies demonstrated the role of thriving, research on workplace thriving is sparse21,22.

For example, how contextual factors and individual characteristics promote thriving 23 .

Additionally, little is recognized about the precursors of thriving19. Employees who are not thriving

at work are less likely to benefit both individually and in their organizations24. The drawback for

organizations includes poor task performance, higher rates of absenteeism, lower levels of

organizational citizenship, lack of innovative behaviour, and lower organizational commitment20.

Even though this concept is important in organizational research, existing research on workplace

support and thriving at work tends to be limited to the effect of supervisor support on thriving at

work. To the best of our knowledge, there has not been a study completed on its relationship with

coworker support 25. Also, most research on thriving at work has been conducted in Western

contexts but not much attention had been stated to the local literature19. Although there is extant

literature investigating the mechanism through which workplace support relates to subjective well-

being using job satisfaction as a mediator, there are no studies that have explored the mediating
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role of thriving at work in the relationship between workplace support and life satisfaction19. The

general management problem researched was that low subjective well-being could have a negative

psychological impact on productivity and that employees who are low in subjective well-being are

less likely to achieve more while at work26. The specific management problem addressed was the

level of priority placed on employees’ well-being as it relates to overall goals and personnel

management by the employer.

The management of people at work is an integral part of the management process. To understand

the critical importance of employees in the organization is to recognized that the well-being of

employees is synonymous to productivity. Basically, there is a dearth of empirical research on the

moderating effect of workplace support in the influence of thriving at work on subjective well-

being among bank employees. In view of this, the study seeks to expand on researches that have

been carried out in different settings which examined some other factors on subjective well-being,

by investigating the moderating effect of workplace support in the relationship between thriving

at work and subjective well-being among bank employees in Ibadan.

1.3 Aim and Objectives of the Study

The broad aim of the study is to investigate the influence of thriving at work, and the moderating

effect of workplace support on the subjective well-being of workers among bankers at selected

local governments in Ibadan Metropolis, Oyo State. The following specific objectives will be

achieved at the end of the study to:

i. investigate the interaction between thriving at work and subjective well-being among

employees at the workplace,

ii. identify the influence of workplace support (coworker support and supervisor support) on

subjective well-being,

iii. investigate moderating effect of workplace support on the relationship between thriving at

work and subjective well-being, and
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iv. examine the joint and independent influence of (thriving at work and workplace support,

coworker support, and supervisor support) on subjective well-being among employees in

the banking sector in Ibadan.

1.4. Research Questions

1. What is the interaction between thriving at work and subjective well-being among employees

in the banks, located at the selected local governments in Ibadan?

2. How does workplace support (coworker support and supervisor support) influence subjective

well-being among employees in the banking sector in Ibadan?

3. How does workplace support moderate the relationship between thriving at work and

subjective well-being?

4. How will thriving at work and workplace support collaborate to influence subjective well-

being among employees in the banking sector in Ibadan?

1.5. Hypotheses

The hypotheses established in this study are as follows:

1. Employees who are energetic and who have the support of their coworkers will score

significantly higher on subjective well-being than employees who are energetic and who

do not have the support of their coworkers.

2. Employees who are learning and who have the support of their supervisors will score

significantly higher on the subjective well-being than employees who are learning and who

do not have the support of their supervisors.

3. Workplace support will moderate the relationship between thriving at work and subjective

well-being.

4. Thriving at work and workplace support will significantly jointly and independently predict

subjective well-being.
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1.6 Significance of the Study

This study will be of great importance to the researcher, organizations, the government, and the

society at large, for it will serve the following among all other purposes:

1. The knowledge gained through this study will suggest an increase in workplace support

that will benefit both individuals and the organization at large.

2. The findings from this study will help researchers in the field of well-being to understand

the relevance of the interaction and influence of thriving at work as well as workplace

support on subjective well-being. Hence it will serve as the body of literature that other

academia or researcher could investigate on.

3. Organizations will be well exposed through the findings of this study that the subjective

well-being of employees matters to the performance of workers in any organization, also

creating a support system between employers and employees in a positive loop.

4. Lastly, it will contribute positively to the expansion of knowledge in the area of job

characteristics and subjective well-being, and also serve as an important reference tool for

future use.

1.7 Scope of the Study

This study covers thriving at work, workplace support, and the subjective well-being of bank

employees. It will be limited to selected bankers in all the five local governments in the Ibadan

metropolis. The independent variables is thriving at work measuring how employees learn and

being energrtic at work, moderating variable is workplace support measuring the support received

from the supervisor and co-worker; and dependent variable is subjective well-being.
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1.8 Limitations of Study

The researcher admits some drawbacks of this study.

1. The present study utilized a single-factor structure of the subjective well-being indicator,

which varied from past studies that distinguished life satisfaction and affective aspects.

2. The present study utilized self-reports to measure the study variables which can

hypothetically clear common method prejudice.

3. This study was confined to a banking setting whose variables under study are not only

peculiar.

1.9 Operational Definition of Terms

Coworkers Support: This refers to as the support and assistance employees received from their

coworkers in the bank. It will be measured using the Coworker Support Scale. Higher score reflects

manifestation of support from coworkers.

SubjectiveWell-being: This refers to as self-appraisals of bank employees’ state of being healthy,

safe, and happy about their lives. It will be measured subjective well-being scale. Higher score

shows manifestation of well-being.

Supervisor Support: This refers to as the support and assistance employees received from their

supervisors in the bank. It will be measured in this study using the Supervisor Support Scale.

Higher score reflects manifestation of support from supervisors.

Thriving at Work: This refers to as the bank employees’ capacity to flourish, progress, and

develop vigorously at workplace and daily activities. It will be measured in this study using the

Thriving at Work Scale. Higher score is a reflection of higher thriving at work

Workplace Support: This refers to as the overall levels of helpful social interaction available

from coworkers and supervisors/managers in the bank. It will be measured in this study using the
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aggregation of the Coworker Support Scale and Supervisor Support Scale. Higher score reflects

manifestation of overall support giving to employees in the workplace.
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Chapter Two

Literature Review

2.1 Conceptual Review

2.1.1 Subjective Well-being

An individual who has a high altitude of satisfaction with their life, and who experiences a

greater positive affect and miniature or less negative effect, would be judged to have a high

degree of Subjective Well-Being or in simpler terms, be very happy. The concept of Subjective

Well-Being falls within the ‘hedonic’ standpoint that defines well-being or happiness as being

essentially about maximizing happiness and shunning or minimizing pain. This differs from

the ‘eudemonic’ view which, as an author affirmed that where one lives in harmony with one’s

‘true self’1. This view emphasizes its center on meaning in life and self-realization and the

scope to which an individual fully combines this into his or her life.

SWB is the way individuals live out and appraise their souls and the certain realm of influences

and happenings in their lives. Over the past decade, attention to information about Subjective

Well-Being (also called “self-reported well-being”) has expanded astonishingly among

politicians, researchers, national statistical offices, the mass media, and society. The

significance of this information stretches out in its prospective impact on supervising the fiscal,

community, and health conditions of populaces and in possibly notifying strategy outcomes

across these spheres of influence2.

Economists, Psychologists, and Sociologists have established a range of one-of-a-kind factors

of SWB to coexist however they are no longer independent – they do overlap. These dimension

constructs can also be a concept of in-phrases of a continuum, with essentially real-time

assessments of experience, emotional state, or sensations at one end (associated with the
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shortest time unit) and in conventional critiques of lifestyles fulfillment, intention, or struggling

at the different end (the longest reference intervals or no specific reference period).

Despite these cutting-edge overlaps, the factors of Subjective Well-Being showcase one-of-a-

kind characteristics, regularly partner with distinct sets of variables and seize one-of-a-kind

elements of the assemble that for a range of functions are every well worth monitoring. The

idioms used to label Subjective Well-Being have repeatedly been loosely applied, which has

mix-up dialogue and perhaps decelerated improvement in the field. For instance, the period of

“happiness” has been referred to as brief assessments of effect as nicely as accepted lifestyles

evaluations. This absence of exactitude precludes perception of the intricacies acknowledged

to coexist. For instance, a character who is engaged in worrying or challenging actions, such

as working in the course of schooling or a job promotion, may also locate sizable that means

or delight with existence as a whole; a character who is usually anguish or missing optimism

may additionally endure transient reprieve in a pleasurable moment3.

The sort of the coverage or observe query being inquired about determines the right formation

to measure Subjective Well-Being and might endorse a method to facts series. For instance, if

the measurement of difficulty is thought to be vulnerable to a totally quick time framework and

responds to regular activities and occasions but is alternatively constant over lengthy periods,

a cross-sectional facts series achieved every 2 years might not be helpful. In such cases, an

excessive-frequency degree (even supposing it entails a miles smaller sample) is probably most

educational. Correspondingly, if a degree varies a substantially from individual to individual

on a given day however does now no longer react very lot to exogenous occasions (economic

shocks, adjustments in employment rates, etc.) and has a tendency to cleanse out at excessive

combination ranges, it could now no longer be an especially perceptive assemble to a path at

country wide ranges over time.
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The extensive techniques to understand whilst measuring subjective well-being are;

‘evaluative’, ‘experience’, and ‘eudemonic’. The evaluative approach calls for respondents to

make a recorded evaluation or cognitive indication of their existence. Respondents may be

requested to conduct an evaluation of their complete existence pleasure or sure aspects of their

existence which include happiness with their health, job, and relationships. An unconventional

appraisal query is referred to as the Cantril ladder of existence wherein respondents rate their

modern existence on a ladder scale for which zero is ‘the worst viable existence for you’ and

10 is ‘the high-satisfactory viable existence for you’. Other techniques encompass well-known

happiness measures that aren't precise to a specific factor in time. The appraisal method to

measuring well-being has been the maximum every day each in country-wide and global

surveys, those forms of questions have additionally been visible with the aid of using policy

makers as beneficial sources of information for some time.

Experience (or affect) measures the goal to offer an appraisal of the emotional best of an

individual’s expertise in phrases of the occurrence, depth, and sort of affect or emotion at any

given time, for instance, happiness, sadness, tension, or excitement. This may be gathered thru

dairy-based techniques which include the Day Reconstruction Method (DRM) and the

Experience Sampling Method (ESM) in which respondents document emotions at specific

instances of the day whilst involved in numerous activities. It is likewise probably for these

records to be gathered thru extra but not unusual social survey questions like asking respondent

questions on their way of thinking over a quick reference time, for instance, ‘In general, how

fearful did you experience yesterday? Experience measures can choose each advantageous

emotion, which includes happiness, pleasure, or contentment, and poor ones, which include

tension, worry, pain, or anger.

The eudemonic approach is primarily based on the concept that humans have underlying

emotional desires for their lives to make meaning, to have an experience of manipulation over
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their lives, and to have a court with different humans. This approach to subjective well-being

is likewise now and then defined as the ‘functioning’ or ‘psychological’ approach to well-

being. Eudemonic measures appear to seize several functions that may be taken into

consideration significantly, however, aren't meditated in evaluative or experience techniques

and may encompass self-sufficiency, manipulation, competency, commitment, top private

relationships, and an experience of meaning, cause, and accomplishment. These forms of

techniques also are now and then referred to as measures of ‘flourishing.’

SubjectiveWell Being (SWB) is related to diverse elements of a person’s subjective experience

and an assessment of the best of lifestyles. These opinions may also take the shape of each

cognitive decision and an affective component. Concerning the former, cognitive decisions

entail the notion of one’s expectancies being met, while the affective aspect involves the level

to which feelings experienced by a person are taken into consideration as favorable. A writer

defines SWB as an assembly that includes 3 wonderful components, particularly lifestyles

delight, the common experience of exceptional feelings (high-quality effect), and the relative

absence of ugly feelings (bad affect). An employee is stated to experience SWB if they revel

in emotions of lifestyles delight, delight with different domain names which include paintings

and family, and if they may be uncovered to common high-quality feelings. Employees who

revel in SWB seem to be extremely effective and show intensely high-quality behaviors than

personnel who revel in low degrees of SWB.

Moreover, corporations that foster their personnel’s SWB were proven to mirror higher

monetary performance. Organizations that emphasize the improvement in their staff’s wellness

are probable to embody a staff with excessive degrees of commitment. Some researchers

contend that well-being plays a major role in quality, productivity and performance, and may

therefore have an impact on both business effectiveness and profitability if the dimensions in

the figure below are adopted as concepts. Subjective well-being (SWB) is defined as ‘a
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person’s cognitive and affective evaluations of an individual life’. The cognitive element refers

to what an individual thinks about his or her life satisfaction in a large-scale term (life as a

whole) and domain terms (in specific segments of life such as work, relationships, etc.)

Subjective well-being can be explained by either top-down or bottom-up influences. In the top-

down view, the worldwide capabilities of persona have an effect on the manner someone

perceives activities. Individuals can also additionally consequently have a worldwide tendency

to understand lifestyles in a continually advantageous or terrible manner, relying on their strong

persona traits. Top-down theories of SWB advocate that humans have a genetic predisposition

to be satisfied or sad and this predisposition determines their SWB “setpoint”. Set Point

principle means that someone's baseline or equilibrium stage of SWB is an outcome of

hereditary traits and consequently, nearly absolutely predetermined at birth. Evidence for this

genetic predisposition derives from behavior-genetic research which has observed that

advantageous and terrible affectivity each have excessive heritability (40% and 55%

respectively in a single study). Numerous dual research verify the perception of the setpoint

principle, however, they do not rule out the opportunity that is viable for people to enjoy long-

time modifications in SWB.

From a bottom-up perspective, happiness represents an accumulation of satisfying experiences.

Bottom-up effects consist of outside occasions, and extensive situational and demographic

factors, inclusive of fitness and marital status. Bottom-up tactics are primarily based totally on

the concept that there are conventional fundamental human wishes and that happiness results

from their fulfillment. In support of this view, there may be proof that each day gratifying

occasions are related to elevated nice effect, and each day ugly occasions or hassles are related

to expanded terrible effect.

However, studies indicate that outside occasions account for a far smaller percentage of the

variance in self-reviews of SWB than top-down factors, including persona. A concept proposed
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to give an explanation for the restrained effect of outside occasions on SWB is hedonic

adaptation. Based initially on the idea of a "hedonic treadmill", this concept proposes that fine

or bad external occasions quickly grow or lower emotions of SWB, however as time passes

humans generally tend to emerge as habituated to their instances and will be predisposed to go

back to a private SWB “set-point” or baseline degree.

The hedonic treadmill concept, in the beginning, proposed that most humans go back to a

neutral degree of SWB (i.e. neither satisfied nor sad) as they habituate to occasions. However,

next studies have proven that for most humans, the baseline degree of SWB is at the least mildly

nice, as most humans generally tend to document being at the least rather satisfied in

widespread and have a tendency to enjoy a fine temper while no damaging occasions are

occurring. Additional refinements to this concept have proven that humans do not adapt to all

lifestyles occasions equally, as humans generally tend to conform hastily to a few occasions

(e.g. imprisonment), slowly to others (e.g. the loss of life of a cherished one), and on no account

to others (e.g. noise and sex).

2.1.2 Thriving at Work

The definition of thriving at work is when colleagues share a sense of vitality and learning4.

As a result, thriving personnel feel powerful and active (i.e., vital) and simultaneously feel as

though they are gaining new information and skills (i.e., learning). Life pleasure, personal and

professional growth, and vitality are all benefits of thriving 5 , 6 . "The state of positive

functioning at its fullest-mentally, physically, and socially," according to Brown et aldefinition

.'s of thriving, is described as this in their study. In contrast to Brown et al., Spreitzer et al.

constructed a more limited definition of thriving that only included vitality and learning7.

Thriving at work is a crucial consideration when evaluating life satisfaction and has a big

impact on an employee's work and profession8. In terms of a person's psychological condition,
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thriving at work manifests as feeling alive and invigorated, which are elements of vitality and

a sense of learning9.

Learning is the process of acquiring and putting new knowledge and abilities to use, whereas

vitality is the sensation of happiness and vigor at work. Together, the two dimensions foster

experiences of growth and development, resulting in sustained performance and a healthy

workplace8. The view of self-adaptation, which holds that a thriving workforce can monitor

their health and status of progress and, in that way, make adaptive decisions to further their

development and subjective well-being, is what shapes the growing emphasis on workplace

thriving8.

2.1.3 Workplace Support

Workplace support from the definitions thus far presupposes an exchange relationship between

the employer and the employee. The way employees view how their contributions are

appreciated by the employer. Workplace support develops through multiple interactions

between employees and their employers10. It is the scope to which workforces remark that their

achievements are valued by their organization and that the firm shows concern about their well-

being11.

Contributions here could be in the form of completing their task duties, innovations, and

ingenuity, putting in an extra amount of time into the work, and completing work on or ahead

of schedule. To date, workplace support literature has been widely examined with human

resource (HR) policies to understand employees’ behaviour and attitudes. Workplace support

is directly linked with three categories of favourable treatment received by employees, such as

organizational rewards and favourable working conditions, fairness and supervisor support,

participation, and contributions of ideas. Workplace support is created because of job

conditions and some human resource practices provide the creation of positive employee
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attitudes and behaviour. Fair treatment, supervisory support, rewards, and favourable job

conditions showed a strong relationship with perceived organizational support.

Workplace support has been discovered over the years to be positively related to good

organizational outcomes that will enhance performance in the organization. Perceptions of

positiveWorkplace support are positively associated with employee attendance, organizational

spontaneity and in-role performance, affective organizational commitment, extra-role

behaviour, and safety at work12.

Workplace support can also be considered as a global belief formed by each employee

regarding their assessment of organizational policies and procedures that are formed based on

their previous experience regarding organizational policies and procedures, resource reception,

interactions with organizational agents (e.g. with supervisors), and their perceptions about the

organization's concern for their well-being.

2.2 Theoretical Review

2.2.1 Social Construction Theory of Subjective Well-Being

The social construction principle discusses how we make sense of well-being13. It assumes that

we “construct” intellectual representations of reality on well-being, the usage of collective

notions as constructing blocks4. Social constructionism stresses human wondering and is

unaware of affective experience and innate drives14. In this description, subjective well-being

is as well a social construction and, as such, akin to conceptions such as “beauty” and

“fairness.” Common reasoning on this line is that subjective well-being trusts upon collective

concepts around lifestyles and that those united notions frame character reviews.

One of the approaches in this manner is presumed to work is through shaping views in the

direction of optimism (the glass half full) or pessimism (half-empty)15. Optimistic cultures tend

to focus on the tremendous factors of existence, while pessimistic cultures emphasize the
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shortcomings6. Americans were cited as an instance of the previous view and the French as the

latter16. In that line, students show that happiness is lower in France than in the United States

due to the fact existence became more difficult in France for earlier generations, and this

experience is reflected in a greater pessimistic outlook on existence today.

Another cognitive mechanism presumed to be concerned is contrast with shared notions of the

best lifestyles17. Subjective well-being is seen as the distance between perceptions of life-as-

it-is with notions of how existence should be. In this line, it's far generally argued that the

banking enterprise will increase our well-being, as it creates an influence that we've gotten

admission to several clients which in turn improves relationships and well-being.

An extra mechanism that has been cited is the tendency to look at ourselves in the eyes of others

and as a result additionally our subjective well-being18. Subjective well-being is a “meditated

appraisal,” that could be positive about our existence whilst humans around us deem us to be

well off and terrible whilst others see us as a loser. In this vein the lower happiness amongst

employees who are no longer been promoted for a long term has been defined because the

result of a terrible stereotype: Because such employees are categorized as pitiful, they come to

see themselves as miserable9.

Human thought is prioritized according to social construction theory, which ignores affective

experience and natural desires. This line of thinking frequently assumes that individual

evaluations are framed by collective beliefs about life, which in turn depend on individual

subjective well-being.

2.2.2 Subjective Well-being Theory

Subjective well-being (SWB) theories refer to well-being as the individual’s current evaluation

of his/her state of wellness. Valuation like this is frequently articulated in affective terms; “I

feel good”19. It has been identified that subjective well-being has three main components; life
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satisfaction, and positive and negative effect20. Subjective authors identified correlates and

determinants of SWB, classifying them in six broad groups: (i) personality factors; (ii)

contextual and situational factors; (iii) demographic factors; (iv) institutional factors; (v)

environmental factors; and (vi) economic factors. Well-being may be appraised by inspecting

its cognitive and affective dimensions.

If one frequently experiences a high level of life satisfaction and positive effect, and seldom

experiences negative effects, then it could be said that one has a high level of subjective well-

being. In contrast, if one is seldom satisfied with one’s life and frequently experiences negative

effects, one can be said to have a low level of subjective well-being. Thus, the existing body of

evidence suggests that subjective happiness within disability is a mix of internal characteristics

and of external factors that mitigate it. For example, most people define themselves as being

happy, regardless of their material wealth while extremely minor incidents, influence the

estimate of subjective well-being10. Most employees assume that the external circumstances of

others are powerful determinants of subjective well-being, even though such circumstances

may have little effect on their subjective well-being.

2.2.3 Social Comparison Theory

Social comparison theory is a variation of a much broader assessment principle that links up

with the above-cited perception that subjective well-being is the distinction between existence-

as-it-is and how-existence-should-be 21. The smaller those discrepancies are, the better the

subjective well-being is thought to be 22 . In this principle there may be more than one

discrepancy; among different things, discrepancies between what one has and what one thinks

that one may want to have, and discrepancies between what one has and what one feels entitled

to14. Perceptions of what one may want to have and what might be truthful to have are visible
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to attract social assessment14. In this view, subjective well-being is an issue of preserving up

with contemporaries; we feel well if we do higher and awful if we do worse.

In this principle there is little desire for accomplishing extra happiness for an extra range, due

to the fact enhancing the residing situations for all will even enhance the existence of the one

concerned, leaving the relative variations what they are. Social comparison is one of the

mechanisms in the concept that we are on a “hedonic treadmill” that probably nullifies all

progress, and it is the primary mechanism in Easterlin’s principle that financial increase does

no longer add to subjective well-being 23 , 24 . In this view, we can, at best, mitigate the

consequences of social comparison extremely if we make the variations much less seen25.

This factor brings us to the query of what value social comparison offers for assessing how

properly one lives. That value is restrained to elements of existence wherein social assessment

is possible, together with your income. Social assessment is not always so applicable for

comparing the much less seen elements of existence, together with sex lifestyle or the pride

taking from watching the sunset. Looking over the fence of my neighbor, I can see that I lag in

the range of automobiles, however, this does not inform me whether or not I might be higher

off if I had more. Advocates of the social assessment principle might retort that we evaluate

most effective in regions that are socially valued in society, together with money and fame, and

this truth hyperlinks up with the belief that notions of good lifestyles are socially constructed.

Yet even though automobile acquisition had been surprisingly valued in my society, and if I

wholeheartedly supported that value, I might become more disturbed with extra fancy

automobiles as I could be uncovered to miscreants than my colleague.

Human cognition has evolved at the pinnacle of this affective application and permits us to

mirror effective indicators or even disregard them to a few extents. Yet this is not always to

say that cognition has changed the affective experience. Without affective facts we’re

conatively blind; we can not select and can not come to a typical judgment26.
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It is believed that perceptions of what is possible and what is fair are based on social

comparison. According to this perspective, maintaining one's subjective well-being involves

keeping up with our job; we feel good when we perform better and bad when we perform

worse. According to this theory, there is little chance of creating greater pleasure for a larger

number of individuals because enhancing our quality of life will likewise enhance that of

others. The comparison of our life we made to others has great influence on the level of our

subjective well-being.

Advocates of social comparison theory would retort that we compare only in areas that are

socially valued in society, such as money and fame, and this reality links up with the

assumption that notions of the good life are socially constructed.

2.2.4 Need Theory

This concept is likewise called the “livability concept” of happiness and in this example, the

emphasis is on the situations that permit for want gratification27. While the testable implication

of the social comparison concept is that humans usually are neither fantastic nor poor in their

life. Yet survey statistics do not assist this prediction; common subjective health is some

distance above neutral in present-day countries and this isn’t always continually the case.

However, humans in high-reputation jobs are usually happier than humans in low-reputation

there is no correlation between subjective well-being and level of education. Similarly, there is

a lone modest link between subjective well-being and pay, and this relationship is at the

minimum partly payable to an upshot of the former on the latter, cheerfulness as an additive to

earnings chances. However, subjective well-being has in appearance, a dependence on things

that have little to do with social comparison, as we will see below. The focus of need theory is

on the circumstances that permit the satisfaction of needs in order to improve our well-being.

Every employee needs to thrive on their job and whenever they thrive at their work, their well-

being improve.
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2.2.5 Self-Determination Theory

Self-determination theory (SDT) is every other modern-day principle of mental wishes this is

applicable for understanding private thriving inside group contexts 28, 29. SDT provides an

account of the motivational procedures that people are looking for autonomy and self-

expression in the context of social relationships to boost their well-being. In particular, the

principal specializes in the elements that allow people to fulfill their well-being wishes while

they are in a lower-power position (i.e. toddler with a parent, pupil with a teacher, worker with

supervisor).

Many studies exhibit that if authorities use controlling language or fail to take the subordinate’s

attitude into account, then those human beings may also fail to locate intrinsic motivation for,

fail to internalize the value of, or fail to derive subjective well-being advantages from, their

activities in the interpersonal context. Similarly, SDT posits that people have each self-

orientated and socially–orientated mental desires, which can be labeled ‘autonomy’ and

‘relatedness’. Autonomy entails the preference to ‘self-arrange experience and behavior, and

to have interest concordant with one’s incorporated sense of self. Relatedness entails the

‘preference to experience related to others’, this is, to have a sense of communion or closeness

with others. SDT does not expect an opponent-procedure relation between self-based and

socially-based desires. Although autonomy and relatedness reasons can take place in

approaches that engender conflict, specifically in earlier developmental stages, mature

autonomy and relatedness are considered extraordinarily well suited or even complementary

reasons. By approach of empathic conversation and accountable decision-making, adults

commonly locate each self-expression and emotional closeness inside their interpersonal

relationships.

Conversely, while one experience is deficient, the opposite experience is likewise in all

likelihood to be missing. In this study, contributors might be requested how associated or
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related they felt to different human beings in an institution, and the way self-reliant they felt in

the institution. This technique will allow examination of the affiliation among the posited

desires. For example, do autonomy and relatedness correlate positively, as might be

recommended with the aid of using SDT’s assumed complementary relationship among the

two wishes via the examination of the affiliation of those features of experience with subjective

well-being? Drawing on SDT’s assumption that each is a vital wish, they are predicted to be

related to nice outcomes.

Self-determination theory proposes that the extent of social contexts being support a person’s

basic psychological needs for autonomy, competence, and relatedness, enable a greater well-

being and vitality. SDT specifically suggests that autonomy is an essential need for

psychological growth and well-being regardless of cultural backdrops and values of

individual30.

2.3 Review of Empirical Studies

2.3.1 Subjective well-being

Subjective well-being in recent times as Psychological Capital (PsyCap) played an enormous

role for it to be well-identified 31 . PsyCap is the positive state of an individual in a

developmental state as featured by hope, optimism, resiliency, and self-efficacy22. The level of

subjective well-being is increased as psychological capital improves which in the end has an

impact on stress reduction, improves career advancement and commitment, and increased job

satisfaction and commitment22.

Recent findings show that the outcomes of subjective well-being can be both positive and

negative32,33. Most researchers have studied to support the fact that “happy people” have good

mental health, and physical health, live along with life, have good social relationships, are more

creative and productive in the workplace, and seem to be active beyond their counterparts that
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are low on it24. A recent empirical study interviewed participants that were members of a

variety of profit and non-profit organizations. The interview focused on the thriving stories of

the participants at work, and other subjective outcomes of thriving experiences which does not

mean that individuals thriving must explore their present abilities and try doing things in a new

way23.

Research offered a new perception into the assessment of the connection between job

satisfaction and workplace support 34,35. This relationship was analyzed in both directions,

which means that the correlation between job satisfaction and subjective well-being was tested

in the way that these two variables were examined in the same year. By this, it was attempted

to find out if job satisfaction had some impact on subjective well-being.

An explanation of how psychological capital, core self-evaluations, proactive personality,

superb and terrible effect, perceived stress, and work engagement relate to thriving at work.

Psychological capital is a better-order construct along with self-efficacy, optimism, hope, and

resilience. It is argued that personnel is much more likely to thrive once they have faith in their

capacity to grasp specific tasks (self-efficacy), persevere for the duration of intention pursuit

(hope), make superb attributions about succeeding now and in the future (optimism), and, in

face of adversity, get better and achieve success (resilience) 36 . Employees with better

psychological capital ought to additionally be much more likely to revel in mastering at work.

When going through problems and setbacks throughout their work activities, they may invest

extra effort, persist longer and, thus, examine greater and at a better stage than people with

decreased psychological capital. Indeed, psychological capital has been proven to be

undoubtedly associated with thriving at work28,37.

A consciousness of institutions between thriving at work and employees’ relationships with

their coworkers (i.e., heedful relating, supportive coworker behavior, civility, and incivility),

supervisors (i.e., supportive management behavior, empowering management,
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transformational management, LMX), and the business enterprise as a whole (i.e. perceived

organizational support, trust) could be very important 38 . Vigilant exchanges are focused,

resolute, meticulous, and considerate30. They promote team success by boosting employees’

ability to work together17. As high-worth working interactions are energizing, heedful relating

should be linked to vitality39,40. In addition, employees can enhance their capabilities and

information through interactions with others. Thus, being heedful must enhance the experience

of learning. Indeed, heedful about has been proven to narrate undoubtedly to thriving41.

Stressors at work can take on unique forms, inclusive of elements intrinsic to the job (e.g., work

overload) and one’s function in the organization (e.g., ambiguity, conflict) 42 . Employees

uncovered to stressors in their work surroundings will understand better stages of strain and

look for approaches to address the stressors 43. This search for coping strategies can also

additionally consume personnel’s power and impact their vitality44. In addition, perceived

strain is probable to deter employees from obtaining new understanding and skills, as a result

diminishing the experience of mastering at work. Different styles of perceived strain, which

include perceptions of limitation stressors and function stressors, had been discovered to be

negatively associated with thriving45,46, 47.

Work engagement has been described as a positive, fulfilling, work-associated nation of

thoughts that is, further to determination and absorption, characterized by emotions of

vitality48. Engaged personnel has a sense of active and affective reference to their work and,

consequently, feel alive and vital in the workplace49. Work engagement gives ongoing access

to goal-directed activities and guides that offer people with the possibility to research new

matters in the organization. Consequently, the depth of engagement in place of work activities

has been proven to decide the quantity and quality of personnel’s mastering experience50.
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2.3.2 Workplace Social Support

Social support is conceived to be statistics leading a character to accept as true that he/she is

cared for, loved, esteemed, and valued, and that he/she belongs to a community of conversation

and mutual obligation51. Conceptually, social support is described as the “actions of others

which are both useful and supposed to be useful”. Specifically, place of work support was

described as “typical degrees of useful social interplay available at the activity from coworkers

and supervisors”52. According to those perspectives and definitions, this study conceptualizes

workplace social support as help that and character gets from the manager and coworkers.

Different dimensions of well-being (namely, work engagement, activity delight, and mental

stress) and feasible predictors including character and perceived organizational support were

investigated in a cross-sectional survey layout amongst a sample of 490 ambulance employees

in the United Kingdom 53. Significant correlations had been observed among the scale of

activity delight, engagement, and stress. Further, findings found out emotional balance and

perceived organizational support extensive predictors of well-being. Also, a study with the aid

of using Beaton observed that paramedics with extra perceived social and community support

from coworkers had better degrees of task delight and morale and lower appraised work

stress54.

The concept of workplace support has been around for quite a long time, albeit not recognized

or formally recorded or studied not until the eighties. It was opined that while the formal

concept of workplace support was not introduced and quantified until the 1980s, the idea of

Workplace support has been present in the management literature for nearly seventy years55. It

presages diverse things to dissimilar individuals and thus has no unanimously believed

characterization; it is assumed unalike arguments by diverse investigators and efforts have been

made to abridge and explicate the concept. It was also posited that workplace support is the

global belief concerning the extent to which an organization values the contributions of
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employees and cares about their well-being. It is summed up in the organization’s

acknowledgment of employees’ delivery and shows concern for them56.

Workplace support was further construed as the degree to which an individual believes that the

organization cares about him/her, values his/her input, and provides him/her with help and

support57. Another perspective of workplace support defines it as an employee’s perception

that the organization values his or her contribution and cares about the employee’s well-

being58. From the foregoing definitions, it is made evident that workplace support is abstract;

it is also subject to personal interpretation. It could also be seen differently by different

employees given the situation or circumstances at hand.

Workplace support as noted earlier has no single accepted definition that applies to every

employee in all environments and situations. Some other researchers and experts both in the

field of management and psychology view it differently as evinced by the definitions given

earlier. In addition, workplace support is referred to as an acceptance of the contribution made

as a result of the activities of employees by the organization where they work, and the

perception by employees of the tending of the organization59. It spotlights organizational values

for workforces, their influences, and their link to their well-being60. Workplace support is an

employee's belief that the organization cares for and values his or her contribution to the

success of the organization61.

The form of Workplace support determines the creation of POS so many companies are

increasingly fixing their support for employees both in terms of welfare and aspects related to

health and personal life. This of course is all intended so that the employee feels increasingly

has an attachment to the company or organization so that he is willing to work as hard as he

can to advance his company or organization.
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Engagement within the employee explained that there is a fairly strong relationship between

the employee at work and the place or organization he works for. Employers can find a private

sense in their exertion, take self-importance in what they do, and consider that the organization

will value and reward what they do. Backing from organizations or establishments will

undoubtedly impact them mentally at work, with psychological settings that tend to be

constructive, workforces will be able to better afford the best capabilities they can do to

provision for company performance. Workplace support for employees is often referred to as

Workplace support. Personnel who sense the concern and encouragement of the organization

for it will have a confident impact that inclines to be in the form of manners and behavior that

can benefit the organization or company in achieving its objectives.

2.3.3 Perceived Supervisor Support (PSS)

At the place of work, supervisors play a crucial function in structuring the work surroundings,

offering facts and remarks to personnel, and controlling the effective rewards that apprehend

the worker’s private worth62,63. Following this view, a set of researchers recommended that the

social interplay between a worker and his/her immediate manager is the number one

determinant of a worker’s mindset and conduct at the place of work64. Supervisor guide relies

upon the interpersonal competencies of supervisors and is displayed in phrases of trust, respect,

friendship, and a deep difficulty for his or her subordinates’ desires65. Just as personnel form

worldwide perceptions of their value to the company, additionally they increase fashionable

perspectives concerning the degree to which supervisors value their contributions and care

about their well-being66.

Supportive managerial environments make a contribution to secure work contexts wherein

personnel feel endorsed to take risks and therefore analyze the reviews they make67. Indeed,

people who feel supported by their supervisors display more willingness to take part in

developmental activities68. Moreover, supportive management conduct promotes perceived
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meaningfulness of one’s activity and quality of work relationships80, which, in turn, ends in

superior emotions of energy69. Supportive leaders increase their subordinates’ emotions of

competence, which, in line with self-determination theory, promotes energy70. Consistent with

those assumptions, studies discovered an advantageous relation between supportive

management and thriving at work71,72.

Empowering leaders’ cognizance of strength sharing and granting autonomy to personnel with

the rationale of activating their intrinsic motivation73. Thus, empowering leaders are more than

data sources – they allow self-directed mastering. Empowering leaders offer their fans the

opportunity to behave autonomously in the workplace and to understand their work as

meaningful, for this reason contributing to emotions of energy. Indeed, empowering

management has been proven to narrate definitely to thriving at work74,75. This empowerment

is constant with the traits of transformational management. Transformational leaders encourage

personnel to gain shared desires and increase their management capacity. They assist followers

to develop by responding to their wishes and by aligning follower, leader, group, and

organizational objectives76.

Transformational leaders offer intellectual stimulation, that's essential to encourage personnel

to self-broaden through exploring their environment and, therefore, growing their experience

of studying77. Moreover, through performing as a function version and motivating fans with

inspiring visions, transformational leaders beautify personnel’s experience of feeling “alive”

and essential at work. Further, transformational management has been proven to promote

personnel motivation, morality, and empowerment 78. From the factor of view of Leader-

Member Exchange (LMX), High-exceptional LMX relationships hold huge implications for

personnel in phrases of learning and well-being. It includes admiration, belief, and obligation79.

Employees who enjoy the privilege of excessive LMX acquire greater difficult obligations

from their leaders and, for this reason, have greater possibilities for mastering at work. Indeed,
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a researcher confirmed that excessive-LMX personnel engaged greater in gaining knowledge

of activities in comparison with low-LMX personnel80. As energy arises from advantageous

social interactions, constructing mutual respect and belief among supervisors and personnel

contributes to a work climate that fosters personnel energy at work81.

Employees with excessive perceived organizational assistance locate their activity greater

pleasurable, are in a higher temper at paintings, and go through fewer stress symptoms, together

with fatigue or burnout 82 . This amongst different matters indicates that perceived

organizational support enables subjective well-being. A sufficient guide from the agency

implicitly creates duties inside personnel to repay the agency, together with contributions to

the agency’s achievement that go past what's officially required83,84. Consequently, personnel

who feel supported through their agency must be encouraged to gather expertise and

competencies to assist the agency to gain its desires, leading to extended mastering at work.

Consistent with those assumptions, studies have discovered a wonderful relationship between

thriving at work and perceived support for Subjective well-being85,86.

Trust is defined as “the preparedness of a group to be susceptible to the moves of some other

party, largely based totally in the hope that the substitute will carry out a selected action crucial

to the trustee, regardless of the capacity to govern the alternative party”87. Trust at work will

increase the probability of cooperation, records sharing, and recognition of data, which in turn

contributes to reports of mastering 88 , 89 . Moreover, psychologically non-threatening

surroundings have been discovered to inspire risk-taking and divergent thinking, which

enhance exploratory learning 90 , 91 . Only if they consider their work partners, people can

immerse themselves in their work, emerge as absorbed, and feel energized through it, making

trust a crucial prerequisite of energy92,93. Indeed, thriving at work has been proven to be

associated with trust in supervisors, in addition to trust in coworkers94,95.
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Learning outcome at work has been linked with health96. The field in addition said that gaining

knowledge at work enables monetary advantages in terms of employability and profits in

addition to non-financial factors, together with self-efficacy, autonomy, social competence,

civic engagement, and an experience of control over one's life93.

2.3.4 Perceived Coworker Support

Coworker support is employees’ worldwide ideals regarding their coworkers’ attitudes towards

them97. Coworker support is the extent to which personnel agrees with their coworkers and are

inclined to offer them work-associated help to aid in the execution of their service-based

duties94. A writer expresses social support as “facts topping the anxiety to ponder that he is

appreciated and treasured, respected, and a member of a community of shared commitments”.

Coworkers affect the operating environment, and this impact will have an effect on employee

attitudes at work. Coworker support is an essential supply of worker support in-service

organisations90. In a service-based corporation assistance has predominant sources, certainly

considered one among them is support from control, the alternative one is support from

coworkers98. Despite organizational and management support being ruled by authority rating

coworker support is discretionary99. Researchers generally commit much less interest to read

the function of coworker support than to manager support in work attitudes. Coworker support

may be useful for worker well-being. Coworker support can affect a significant experience for

personnel while terrible family members with others could make work-life miserable for well-

being100. Coworker support can stimulate a telling experience for personnel whereas damaging

dealings with others can make effort and life miserable101,102.

In addition to supervisor support, coworker support also involves the interpersonal transfer of

instrumental or emotional resources103,104. As the author and a writer argued, coworkers may

be a key supply of assets for personnel105. In circumstances where coworkers are inclined to

pay attention to task-associated problems, are beneficial in supporting with the task, can be
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relied upon while things turn out to be tough on the job, and share concerns and worries with

every other, work organization cohesion is more desirable and most of these appear like

effective in buffering responses towards task-associated stress.

Supportive coworker conduct now no longer only offers people instrumental advantages and

allows them to deal with adversity, it could additionally assist private growth and development

and, consequently, serve as a source of vitality 106 , 107 . Supportive coworker relationships

additionally serve as an enabling structure and inspiring circumstance for obtaining new

expertise and abilities at work108. Indeed, there may be proof of a high-quality relationship

between supportive coworker conduct and thriving at work109,110.

2.3.5 Thriving at Work

Thriving at work is defined as ‘the psychological state in which individuals experience both a

sense of vitality and learning111. When individuals experience thriving at work they develop

an intention to remain with the organization 112. Recent examination advocates that when

individuals flourish at work they have a sensation and ambition to work108. Vitality refers to

the feeling of aliveness and positive feeling, and energy available to do work whereas learning

refers to acquiring and applying knowledge skills to develop individual abilities113. Employee

prefers personnel development and job learning which is why learning opportunities are

considered important. Affective (vitality) and cognitive (learning) dimensions of thriving

captivate individual growth108. Thriving is a positive psychological experience of development

that invigorates and enlivens the individuals110.

If one is feeling alive but not learning or if one is learning but not feeling alive at work, then

there will be no thriving. Thriving can only take place when both learning and vitality exist

jointly. It was suggested that thriving is a joint sense of both vitality and learning. Thriving is

considered a subjective experience that allows employees to evaluate their job (i.e. what they
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are doing, how they are doing etc. and helps them to develop108. When individuals experience

positive raise, they, advance their operations in short term and satisfactorily to the atmosphere

in long term114. Thriving assists the individuals to do the work in a manner that promotes their

personal development115.

2.3.6 Thriving as Self-regulatory Gauge

Scholars have argued that thriving achieves these beneficial individual and organizational

outcomes because it serves as a component of self-regulation109. Self-regulation broadly refers

to unconscious and conscious human regulatory processes and typically concerns acts of

volition and behaviour guided by goals116. Thriving, as a self-regulatory experience, is likely

to form part of a feedback model whereby individuals self-monitor their cognitive and affective

experiences, receive information that there is a discrepancy between their goals and the current

state of affairs, and seek to remedy this discrepancy through their behaviour117. For example,

when thriving, an individual sense that they are progressing as desired. This reinforces current

behavioural choices, and the individual may then ‘stay the course’ and continue to engage in

patterns, routines, or tasks that have resulted in the experience of thriving. When not thriving,

an individual is likely to have the sense of suboptimal functioning, that something is missing

from or not right about their current course of action.

Lack of forwarding movement in skill and knowledge development combined with low

physical energy suggests that the current behavioural path is not ideal. Sensing this, the

individual is likely to self-regulate, that is, use this as a signal to monitor the situation more

closely and adjust their behaviour and efforts accordingly to increase the experience of

thriving108.

While thriving has been conceptualized as a self-regulatory gauge, little empirical work has

been published in this area to date. There are also several unresolved issues in the self-
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regulation literature. For example, much of the research in this domain has occurred within an

experimental setting, and it is unclear what mechanisms may serve more broadly as signals that

change may need to occur. There is a need to understand how thriving may function as a self-

regulatory mechanism in a real-world setting, encompassing additional factors and strategies

to improve functioning.

It is likely that for thriving to be sustained and beneficial, adequate resources are required. For

example, researchers have found that when teachers are emotionally exhausted,

transformational leadership decreases individual levels of thriving 118. Resources could be

external or internal to the individual, such as time, energy, financial assistance, or supportive

leadership – valuable in themselves or because they are conducive to other resources of

value119. Yet, organizations may fail to recognize that a lack of resources, including personal

resources, may impede thriving; alternatively, they may recognize this but fail to address it.

This study seeks evidence of how the presence or absence of resources influences people’s

thriving. Organizations that invest resources to support thriving would naturally like to know

what their return is on this investment, and whether employee thriving provides benefits that

are aligned to organizational goals and outcomes.

2.3.7 Thriving Across Various Domains

Prior research on thriving has focused on a single work context (i.e., an employee’s current

place of work), and there is little empirical research examining whether there may be spillover

from thriving in one context to another context, such as from work to home. One study did find

relationships between thriving in one context and another, although the magnitude of the

correlations was small108. Specifically, the relationship between thriving at work during an

Executive Master of Business Administration (EMBA) program and post-EMBA was
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significant (R 2 = .37, p < .001) even though the majority of participants reported having moved

to a new organizational context post-EMBA.

That is, if thriving were wholly context-dependent, one would not expect to find any significant

correlation. Further, thriving outside of work was positively related to thriving at work during

the same period (R2 = .28, p < .001), although the shared variance of thriving at work and at

home does suggest that individuals can be thriving at different levels in one aspect of life (e.g.,

work) than in another aspect (e.g., non-work). That is, they are related but not necessarily

equivalent. Interestingly, post-hoc analyses indicated that among the 17 individuals who were

one standard deviation beyond the mean on thriving at work, only four (less than 25%) were

also one standard deviation beyond the mean on thriving outside of work. Similarly, among the

14 individuals who were one standard deviation beyond the mean on thriving outside of work,

only five were also one standard deviation beyond the mean on thriving at work108.

Yet, there is strong evidence that spillover can occur between domains. It has been shown that

various work constructs may influence family constructs and vice versa, including effect, time,

and energy, affecting important outcomes such as physical and psychological health, and well-

being120,121,122. That is, negative affect was found to spill over from work to family and vice

versa118. Meanwhile, the degree of work interference with family was shown to be dependent

upon flexible work arrangements, in particular, flexibility regarding time119. The results of

these studies suggest a few different avenues for how thriving may operate—for instance, is

thriving at work a state that spills over into thriving in the home domain or is there a more

general construct that influences both the work and home domains?

2.3.8 Thriving at Work and Subjective Well-being

Well-being is a ‘complex construct concerning optimal experience and functioning’123. Two

distinct but related philosophies underpinning well-being—hedonism and eudemonism were
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identified121. Hedonism refers to the view that well-being is about happiness and pleasure,

while eudemonism sees well-being as concerning the fulfillment of potential. Research on well-

being has thus tended to fall into two groups, depending on which philosophy of well-being

has been applied121. Broadly speaking, a hedonistic perspective of well-being typically focuses

on subjective well-being, happiness, and life satisfaction, while a eudemonistic perspective

focuses on psychological well-being, self-actualization, and meaningfulness.

Thriving can fulfill both the eudemonic and hedonic aspects of well-being, with learning

satisfying a eudemonic function and vitality being hedonic8. The learning component of

thriving refers to the sense of acquiring and applying knowledge and skills or growing and

developing at work122. Individuals feel that they are continuously improving at what they do

and building capability, confidence, and effectiveness.

The vitality component of thriving refers to the sense of having energy available to the self and

is similar to the understanding of subjective vitality, defined as a conscious positive feeling of

aliveness and vitality, which may be dependent on physical and psychological factors, and

which has also been described as calm energy, or relaxed possession of liveliness and vigour124.

Vitality, then, may be considered a positive feeling characterized by high activation in

comparison with feelings that may be considered equally pleasant, but less energetic.

To reemphasize, prior work on thriving has argued that it captures the combined experiences

of learning and vitality122. For example, to thrive, it is not sufficient to acquire new skills

without also experiencing vitality. If an individual feels a sense of learning but not vitality, this

is likely to lead to feelings of burnout. Conversely, if an individual is experiencing vitality but

not learning, this may lead to feelings of stagnation108. In sum, thriving is conceptualized as a

positive, energizing state focused on ‘a sense of progress or forward movement in one’s self-

development122.
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Through empirical observation, thriving at work has been discerned from accompanying

positive paradigms such as learning and performance goal positioning, positive and negative

effect, proactive personality, core self-evaluations, flow, flourishing, subjective well-being,

and work engagement116. Thriving has demonstrated relationships with several individuals and

organizational outcomes of interest122. For example, in a study of blue-collar workers,

professionals, university staff, and not-for-profit managers across six organizations increased

thriving was found to predict job performance. Investigations of expatriate adjustment found

that thriving was positively related to retention while thriving has been associated with self-

development125. Other studies have found that a more family-supportive work environment

improves employee levels of thriving and that experiencing positive meaning at the beginning

of the day enhances thriving by the workday conclusion126.

2.3.9 Workplace Support and Thriving at Work

The perceived organization support is the view of an employee about the degree to which the

firm values the employee’s contribution and cares about their well-being127. If the individuals

feel that their organizations care about their well-being, they will feel ‘alive’ and start learning

new things to reciprocate to and contribute to the organization’s success. Thriving at work is a

psychological state, a short-term internal belonging of an employee rather than of long-lasting

nature122. When employees experience thriving at work they develop an intention to remain

with the organization108. Fresh examination indicates that when persons thrive at work they

sense the push to work108. Perceived organization support is a key sign of employee perception

of how their organization treats them47. A researcher argues that support organizations increase

the workers’ feelings of being respected and appreciated, which enhances motivation for

learning new things and gives a sense of feeling energized128. Thus supportive environment

enhances thriving at work.



43

An author found a positive correlation between workplace support and thriving at work among

public service retirees129. Also, revisiting the Buffering hypothesis found correlates of social

support at work had a positive effect on thriving at work among public school teachers130 .

2.3.10 Workplace Support and Subjective Well-being

Nevertheless, creators have surveyed a variety of advocating procedures for positive

psychological well-being. It has been established that emphasizing a disparate way of

supporting logic as a moderator for the well-being in a distinct perspective. Indeed, the research

witnessed the supporting system for work engagement and employee psychological well-

being131. The authoritative sources also evaluated each supporting logic or supporting structure

to see if it had a statistically significant impact on the organization's responsibility132.

The researchers developed a Multidimensional Scale to identify the level of support from each

mechanism for the well-being of the employees133. Findings also testified that social support

has a role in worker psychological well-being in agrarian examination sector personnel and

reported the workers who receive social support will enormously benefit from abating job-

related stress and well-being134. Traumatic incidents can lead people to successive mood and

unease disorders135.

A study on social support and quality of life in university students reported that social support

from friends and family significantly predicted the quality of life and Sources of social support

as a significant means for the academic world in shielding the conceptual health of students136.

In addition, research has explored the influence of Workplace support on subjective well-being

among selected public and private sector employees in Nigeria137. A modest arbitrary selection

procedure was employed to opt for three hundred and fifty-four (354) participants from both

public and private corporations. The results revealed a significant positive relationship between

Workplace support and subjective well-being.
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Findings also reported the relationship between subjective well-being and Workplace support

amongst prison officials in Chile138. A total of 190 employees working in state facilities and

privately-run prisons were evaluated. Data drawn from each form were transferred and

analyzed through SPSS 15.0 Statistic Software, which made it possible to carry out descriptive,

correlation, and comparison data analysis. The main results depicted a positive and significant

connection between subjective well-being and Workplace support, in such a way that personnel

fulfilled with their careers tend to think better psychologically and perceive support from their

groups. Additionally, there were no substantial variations instituted between representatives in

separate facilities, concerning the study variables. On the subject of socio-demographic

statistics, the analysis demonstrated certain variations between genders as far as job satisfaction

and psychological well-being are involved, though there were no discrepancies found between

employees in various units.

Research also investigated the effect of perceived organizational support and rewards on

subjective well-being through the mediation of employee engagement in five big banks in

Pakistan. Records were gathered from the 200 employees of five big banks in Pakistan (HBL,

UBL, ABL, MCB, and NBP)139. The results showed that there exists a significant and positive

relationship between workplace support and subjective well-being among bank employees.

The study also determined the impact of perceived organizational support on the subjective

well-being of Iranian employees 140. Data were collected through questionnaires from 136

employees working in Tehran Cement Company. Data analysis was conducted using regression

analysis. It was discovered in the study that workplace support had a significant and positive

influence on subjective well-being among Iranian employees.

The study of the relationship between Workplace support and employees’ well-being in the

Islamic Azad University of Kerman was also examined141. The algebraic residents in the study
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comprised all personnel in Islamic Azad University of Kerman who was 364, and the model

population was established as equal to 188. For analyzing the data, different statistical methods

were used by SPSS software. The result showed that there is a meaningful and positive

relationship between Workplace support and subjective well-being.

The mediating effect of job satisfaction, affective commitment, and felt an obligation in the

relationship between Workplace support and subjective well-being among postal employees in

Indonesia was also examined142. There were 128 from 163 postal employees surveyed, and the

response rate was about 78.52%. Data were investigated by applying Partial Least Square. The

main findings are that there was a mediating role of job satisfaction, affective commitment,

and felt obligation between workplace support and subjective well-being.

2.3.11 Workplace Support and Subjective Well-being

Psychologically, feeling valued, cared for, and supported by one’s manager and coworkers

makes work surroundings appear more excellent or much less stressful. Moreover, people with

excessive ranges of social support were located to have a greater constructive view of the

destiny than people with low ranges of support143,144. Concerning the connection between

workplace social support and subjective well-being, the buffering version proposes that social

assistance protects a person from the unfavorable consequences of stress 145, 146. Empirical

research has additionally proven that humans revel in better ranges of subjective well-being

once they feel closer and greater linked to different humans at their place of work147.

In this regard, workplace social support, which represents the quantity of care and love, is

probably a vital thing in figuring out a person’s subjective well-being. Furthermore, support at

the place of work features assists reduces one’s uncertainty or stress, via the trade of verbal and

non-verbal messages that deliver emotion, facts, or referral148. Following this view, social

support at the place of work may be visible as a glide of emotional concern, instrumental aid,
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statistics, and/or appraisal (i.e. information relevant to self-evaluation) among humans (i.e.,

manager and coworkers). An author observes employees and examines manager and coworker

support on activity overall performance through the mediating roles of activity and lifestyles

satisfaction. The study confirmed that coworker support affects personnel's subjective well-

being149.

Perceived organizational support refers to personnel’ ideals concerning the quantity to which

the employer values their contributions and cares about their well-being. Employees with

excessive perceived organizational support locate their activity more pleasurable, are in a better

temper at work, and go through fewer stress symptoms, which include fatigue or burnout. This

shows that perceived organizational support helps the experience vitality. High support

implicitly creates duties inside people to pay off the employer, consisting of contributions to

the employer’s achievement which go past what's officially required 150 . Consequently,

personnel who sense supported with the aid of using their employer need to be encouraged to

gather understanding and capabilities to assist the employer to attain its goals, leading to

extended studying at work. Consistent with those assumptions, studies have located a fantastic

relationship between thriving at work and perceived support151,152.

2.3.12 Supervisor Support and Subjective Well-being

At the place of work, supervisors had been identified as being instrumental in growing the roles

and expectancies of employees through structuring the work surroundings and through

supplying data and remarks to employees153,154. Consequently, the belief that one’s manager is

supportive is indicative of nice work surroundings, that's probable to have a tremendous impact

on subjective wellness and process satisfaction. In different words, while intrinsically favorable

and pleasurable process situations are interpreted by people as a signal of care and respect from

the manager, subjective well-being may be enhanced. Empirically, the finding that supportive

management surroundings had a high tremendous affiliation with subjective well-being
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presents proof for present studies to hypothesize that a supportive manager has an extensive

impact on worker subjective well-being.

Two researchers additionally confirmed through structural equation modeling that manager

support directly predicated subjective well-being, whilst colleague support did not. Other

researchers discovered workplace social support as a predictor of subjective well-being

however manager’s associated aspect is a higher predictor than support from a colleague. In an

associated study, every other institution of researchers investigated the place of work

empowerment amongst medical experts and discovered that subjective health becomes defined

through excessive ranges of organizational empowerment. Also, a researcher observed that

workplace support is associated with crucial organizational outcomes including subjective

well-being

2.3.13 Coworker Support and Subjective Well-being

Like manager support, coworker support additionally entails the interpersonal switch of

instrumental or emotional resources 155 . Similarly, coworker support permits people to

experience being valued, cared for, and supported by colleagues, which makes work

surroundings extra satisfactory and rewarding. Empirical findings imply that variations in

delight among coworkers affect appreciably the inner work motivation of personnel156. In

different words, supportive interactions among coworkers can be key motivators for people

and are probable to have a fine impact on subjective well-being. In particular, beyond

theoretical and empirical research has proven that humans enjoy better degrees of subjective

well-being after they feel near and related to their coworkers. In summary, supportive

relationships amongst colleagues normally enhance well-being, as a coworker guide at the

place of work is probable to satisfy the want for association among coworkers.
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Other research has similarly substantiated the importance of supportive coworkers in instances

of adversity. Apart From supplying personnel with instrumental benefits, supportive coworker

conduct enables them to deal with adversity, it could additionally guide private boom and

development and, consequently, serve as a supply of energy 157 . Supportive coworker

relationships additionally serve as an enabling shape and inspiring situation for obtaining new

understanding and capabilities at work158.

Workplace civility is a high-quality form of conduct that incorporates politeness and regard for

others, steady with norms for respect159. Further, it refers to the consideration personnel extends

to every other, the capability for conflict resolution, and willingness to be conscious of each

other which might be traits of supportive social environments160. Workplace civility engenders

an environment wherein personnel feel encouraged to proportion information, advice, and

guide each other161. In essence, workplace civility needs to facilitate what to enjoy at work.

Moreover, civility engenders fine emotions about the self and others such that once accorded

respect, personnel experience value and power suggesting that civility needs to make sure

personnel’ emotions of energy and in the long-run well-being151,158. Recent research has

observed workplace civility to be associated definitely with thriving at work31,162.

2.3.13 Thriving at Work and Subjective Well-being

Thriving at work refers to a fantastic mental state characterized by the aid of using a joint feel

of energy and learning163. Thriving at work has proven that thriving at work is related to

individual characteristics, which include psychological capital, proactive personality, fantastic

effect, and work engagement 164 . In addition, high-quality institutions were additionally

observed among thriving at work and relational characteristics, consisting of supportive

coworker behavior, supportive management behavior, and perceived organizational support165.

Further, thriving at work is associated with essential worker results, consisting of health-

associated results which include burnout, attitudinal outcomes which include commitment, and
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performance-associated effects which include task performance. This study's final results

showed that thriving reveals small, albeit incremental predictive validity above and past

fantastic effect and work engagement, for assignment performance, process satisfaction,

subjective health, and burnout163.

Thriving at work and personnel’s relationships with their coworkers, supervisors, and the

company as a whole had been reviewed. A coworker was taken into consideration in phrases

of heedful relating, supportive coworker behavior, and civility and incivility, supervisors were

taken into consideration in phrases of supportive management behavior, empowering

management, transformational management, and Leader-Member Exchange (LMX), and the

company was taken into consideration in phrases of perceived organizational support and trust.

Heedful interactions became described as being attentive, purposeful, conscientious, and

considerate166. They contribute to group effectiveness with the aid of using growing personnel's

capacity to work in unison bringing approximately amazing operating relationships amongst

personnel thereby energizing them further 167 . In this regard, heedful relation interprets

energy 168 , 169 . Further, the heedful interplay amongst personnel truly complements the

experience of learning through personnel development in their competencies and expertise

through interactions with others108.

In a meta-analytic regression model and path analysis to examine the incremental predictive

ability to thrive at work over and above positive affect and work engagement for four common

outcomes which are task performance, job satisfaction, subjective well-being, and burnout170.

The results of their analyses revealed that thriving exhibits incremental predictive validity

above and beyond positive affect and work engagement, for task performance, job satisfaction,

subjective health, and burnout, accounting for between 1% (task performance) and 11% (job

satisfaction) additional variance in these outcomes. Moreover, the relative weights analyses

showed that thriving accounts for relatively more of the total variance explained in job
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satisfaction, subjective health, and burnout than in task performance, for which the dominant

predictor was work engagement.

Another writer additionally determined that thriving at work advantages the organization, via

multiplied overall performance and decrease health care costs. It has been asserted that thriving

at work can't be cultivated simply through lowering stressors in the place of business, however,

it calls for growth in the presence of precise mental states, behaviors, assets, and contextual

features. This means that workplace support, as a contextual factor, ought to promote thriving

at work. It is likewise essential to remember elements that promote thriving at work. In this

regard, A studies paintings said that in keeping with the self-willpower concept of, and the

social cognitive concept of, psychological capital and agented work behaviors, together with

project consciousness and heedful relating, will promote thriving at work, which means that

personnel which is extra lively and functional at work are much more likely to preserve

studying and power in the place of business171.

Another study used a sample of customer service officers from different organizations to

examine the longitudinal relationships between thriving at work, workplace support, and

subjective well-being. Grounded on the conservation of the Resources theory and the broaden-

and-build theory, they hypothesized a reciprocal model between thriving at work and subjective

well-being. The findings supported the prediction. Specifically, thriving at work will predict

workplace support, and the outcomes, in turn, will predict subjective well-being.

Other researchers investigated whether workplace support plays a role in mediating the effects

of job resources (i.e. Thriving at work, task autonomy, skill utilization, and social support) on

subjective well-being. Furthermore, thriving at work was the most important predictor of

subjective well-being. This study demonstrates the relevance of thriving at work and workplace

support on subjective well-being among service workers.
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It was also found that learning translates to subjective well-being through leadership impact.

In this regard. Authorizing principal’s emphasis on power allocation and conferring self-rule

to personnel to actuate their innate motivation172. Thus, empowering leaders are more than

information sources - they enable self-directed learning70. Empowering leaders offers their

followers the opportunity to behave autonomously in their place of work and to understand

their work as meaningful, consequently contributing to emotions of vitality. Indeed,

empowering management has been proven to narrate definitely to thriving at work173. The

heedful relationship amongst personnel was shown to narrate definitely to thriving at

work82,108,111. Further proof indicates the lifestyles of an advantageous relationship among

supportive coworkers conduct and thriving at work174.

Further, learning opportunities provide employees with personal resources that better equip

them to cope with psychologically and physiologically demanding work175. Learning fosters

recovery from workplace strain and it is key for individuals to be able to maintain well-being

and performance in the workplace176.

Reviews of extant studies have shown that interventions geared towards developing self-

regulatory personal-level resources on a large scale have a positive significant impact on

enhancing psychological well-being177,178. Extant studies showed that learning interventions

aimed at developing personal resources to cope with stress and enhance well-being at work are

generally effective, although emphasized that more work is required to identify how individual,

contextual and process factors influence their well-being and effectiveness. Studies have linked

training and development as a key conceptual pillar reflecting the human capital investment

strategy of the firm179. However, critics have argued that the emphasis on overall performance

has regularly been at the expense of worker well-being 180 . This has acquired a counter-

argument from the final results of some other studies that confirmed that the layout of labor

and human resourcing practices to offer personnel possibilities to study is fundamental to
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retention, talent relevance, and process enrichment, which can in turn impact turnover and

employee work attitudes181.

Research has broadly tested the connection between Human Resources Management (HRM)

practices and overall performance even though their effect on worker well-being has regularly

been handled as secondary. This is despite the hyperlink between well-being and overall

performance 182 . By all indications, learning opportunities have been shown to predict

subjective well-being and health maintenance183,184. Employees with an experience of energy

have additionally been proven to be much less probable to feel concerned and much more likely

to be mentally healthy185. Vitality tells of both physical (e.g., illness) and psychological (e.g.,

fatigue) states184. Personnel with a perception of vitality have also been demonstrated to be less

expected to feel apprehensive and more apt to be mentally healthy186. Moreover, emotions of

power render human beings extra resilient to bodily adversity and illness187,188. In essence,

thriving at work is positively related to subjective well-being108,189. Burnout is characterized as

the manifestation of extended strain during the process and consists of emotions of exhaustion,

cynicism, and decreased190.

Vitality constitutes a useful resource that gives personnel the energy essential to correctly

address the demanding situations in their work, resulting in decreased burnout191. Employees

who study at work gather know-how to deal with work demands, impeding emotional

exhaustion 192 . Indeed, feelings of learning and vitality are assumed to counteract the

development of burnout, and thriving at work was shown to relate negatively to

burnout172,193,194.

Supportive managerial environments were additionally observed to be related to thriving at

work. Supportive managerial environments affect secure work scenario such that personnel

feels encouraged to take dangers and therefore study from the studies they make89,195. In

essence, individuals who get assistance from their supervisors display extra willingness to take



53

part in developmental activities196. Also, supportive management conduct promotes perceived

meaningfulness of one's activity and quality of work relationships, which, in turn, ends in more

suitable emotions of power89,197.

2.3.14 Subjective Well-being of Gender

Research on SWB is progressing deeper into the mainstream of various academic disciplines

and increasingly drawing the attention of policy-makers. SWB was also described as having a

good mental state, including all of the various cognitive evaluations that people make of their

lives, and the affective reactions of people to their experiences198. Thus, SWB encompasses

life satisfaction, positive affect, and negative affect. Life satisfaction involves an evaluative

judgment of how one’s life is faring, which requires making an effort and remembering past

experiences, whilst positive and negative affect involves measuring the hedonic experiences

people have either in real-time or shortly after these experiences have occurred 199 . The

consensus on effect is that the absence of negative moods and emotions needs to be assessed

separately from the presence of positive ones. SWB in consequence determines not just feeling

cheerful, but also not feeling gloomy or irate, and being assured with one’s life in general. This

concept of SWB has been rooted in the interpretation of Jeremy Bentham’s term “utility,”

which later widened the meaning of pleasure to include “benefits, advantages, profits, good or

happiness (and the absence of) failure, suffering, misfortune or unhappiness”200. The utilitarian

concept of happiness thus encompasses both the presence of pleasure and the absence of pain.

In addition, to ‘hedonic’ or emotional experiences, SWB also includes functioning well, such

as having a sense of engagement and competence, being resilient during setbacks, having good

relationships with others, and a sense of belonging and contributing to a community201. Thus,

SWB is an umbrella term that comprises the various ways in which people evaluate their lives,

including life satisfaction, pleasant emotions, satisfaction with domains such as work and

health, feelings of fulfillment and meaning, and low levels of unpleasant emotions202. Largely,
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SWB is determined by merely requesting people about their life. In this sense, it shares the

democratic aspect of preference satisfaction, in that it allows people to decide how good their

life is, without the judgment of experts or someone else deciding their well-being, and

comprises satisfaction (both in general and satisfaction with specific domains), as well as

positive and negative affects203.

2.3.15 Measuring Subjective Well-being

The measurement of SWB has a long history, going back to early writings204. They argued that

happiness is the greatest good, hence the aim of policy-makers should be to create the greatest

happiness for the greatest number of people. Nevertheless, no attempts have been made to

measure SWB until recently. Today, there is growing interest in the measurement and use of

SWB for research and policy purposes. The literature has classified three different ways in

which SWB can be measured: as a life evaluation, experienced well-being, and ‘eudemonic’

well-being205.

SWB is measured as a life evaluation when people are asked to provide global assessments of

their life. This measure has been used most often in policy and/or research because of its

prevalence in several surveys, as well as its comprehensibility and appeal to policy-makers206.

Life evaluation may be measured either through a global satisfaction measure, in which people

evaluate their lives as a whole using a single question or through a set of multiple items, in

which people state their degree of satisfaction with different aspects of their lives. A classic

illustration of the former is: “All things deemed, how assured are you with your life as a unit

these days?” or “Taken all together, would you say that you are very happy, pretty happy, or

not too happy?”207.

Latest investigations, nonetheless, have incorporated compound questions eliciting evaluative

well-being. The most widely used is the Satisfaction with Life Scale (SWLS), which measures
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life satisfaction by asking respondents to report their level of agreement with five statements

on a seven-point Likert scale from strongly disagree to strongly agree208. Although the single-

item global life satisfaction question is simple and requires less response time than multi-item

measures, the latter appears to be more reliable. For instance, the multi-item life satisfaction

has an estimated reliability of close to 0.80 compared with single-item global life satisfaction

measures, which have estimated reliability of about 0.60205.

Experienced well-being is very closely associated with mental state, which depends entirely

upon feelings held by the individual during a given period203. It is reflected by an individual’s

report of mood, affect, or emotion and corresponds to the Benthamite, utilitarian view of well-

being as pleasure and pain209. Thus, experienced well-being can be thought of as the average

balance of pleasure over pain, measured over the relevant period210. The Experience Sampling

Method and the Day Reconstruction Method are examples of experienced well-being

measurements. However, these methods are very costly, involve a high burden on respondents,

and are difficult to implement202. Thus, several surveys applied the following simple questions

as experience measures: “Overall, how happy did you feel yesterday?” and “Overall, how

nervous did you feel yesterday?” The former is intended to measure positive affect, whilst the

latter measures negative affect. Both are measured on a 0 to 10 scale, where 0 is ‘not at all and

10 is ‘completely’203.

‘Eudemonic’ well-being involves issues related to psychological needs, such as autonomy,

environmental mastery, personal growth, positive relationships, purpose in life, and self-

acceptance. These accounts draw from Aristotle’s ‘eudemonia’, which states that all fully

rational people strive to have the best life possible, creating a bridge between the more private

realm of personal happiness to the more public issues of competence, freedom, and

opportunity211. These ideas have been well elaborated in the seminal work, which highlights

the importance of having the opportunity to develop capabilities and to function effectively if
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we are to flourish as human beings202. Despite difficulties to construct comprehensive questions

related to purpose and meaning in life, some studies have suggested questions about

worthwhileness as a proxy to measure eudemonic well-being, such as “Overall, to what extent

do you feel that the things you do in your life are worthwhile?” Responses are given on an 11-

point scale, where 0 is ‘not at all’ and 10 is ‘completely’.

2.3.16 Determinants of Subjective Well-Being

Health, income, and social networks, as well as socio-demographic characteristics, are the

major determinants of SWB, though other potential determinants have been identified 212.

Personal characteristics (e.g. genetic factors and personality traits) are also important

determinants of SWB, but such variables cannot be easily influenced by policy213.

Health

Several studies have consistently revealed a strong relationship between health and SWB.

Psychological health is more strongly correlated with SWB than physical health due to the

close correspondence between SWB and psychological health214. Although over time people

adapt to their health or disability, this adaptation is usually far from complete. Using the fixed-

effects model (that controls for unobserved individual heterogeneity over time), it was found

that disability reduces life satisfaction (on a 1-7 scale) by 0.596 points for those with a past

disability, by 0.521 points after 1 year of disability, 0.447 points after 2 years, and 0.372 after

3 years215. Like SWB, HRQoLmeasures are inherently subjective and pertain to an individual’s

self-assessment of multiple health dimensions. Studies have shown that self-rated health is

more strongly related to SWB than health ratings assigned by others, such as physicians or

relatives. Further, HSU instruments with limited coverage of emotional health are less effective

in predicting SWB216. Similarly, objective health (usually measured as the presence of illness)
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and disability are more weakly associated with SWB than self-rated health. Irrespective of how

HRQoL is measured, health has strong, significant associations with SWB.

Income

Much research has been undertaken on the relationship between income and SWB, particularly

so after a seminal paper217. He suggested that, at least within individual developed countries,

people with higher incomes are happier on average, whereas an international comparison

showed no difference in the average level of self-reported happiness by per capita income. This

is commonly known as the Easterlin Paradox. However, several studies have shown a robust

positive relationship between income and SWB across countries and over time218. For instance,

it was studied the relationship between income and SWB using time-series data, and their

findings suggested that increases in absolute income are related to both increased individual

and national SWB217. Some researchers have argued for a modified version of Easterlin’s

hypothesis that would acknowledge the existence of a link between income and well-being

among those whose basic needs have not been met, but the same researchers claim that beyond

a certain threshold, income is unrelated to SWB219.

Despite the debate on the relationship between income and SWB, several key findings

consistently appear in the literature. Most evidence revealed a positive relationship between

income and SWBbut with a diminishing return to income both at the national and the individual

level. For instance, most cross-country studies found a significant, positive correlation between

per capita income and SWB, implying that higher-income countries experience higher SWB203.

Similarly, several national studies demonstrated a positive association between individual

income and SWB. It has also been argued that richer individuals express higher SWB than

poorer individuals. However, additional income makes poor individuals happier than rich ones,

indicating diminishing returns to SWB concerning income216.
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Most national cross-sectional studies have shown that individuals with higher incomes have

higher SWB, though the degree of the association depends typically on the age of the

individuals. Some studies have suggested that the youngest and oldest age groups are less

influenced by income than their middle-aged counterparts220. The correlation between income

and SWB varies across countries as well, being higher in developing than in developed

countries, though cultural and political setup might explain such variations. Similarly, the

duration of unemployment and the degree and availability of an unemployment welfare system

influences the income-SWB relationship. Studies have shown that relative income is an

important predictor of SWB as compared to absolute income, which implies that an increase in

income may have little effect on SWB if the change in income is the same across the relevant

comparison groups221. Furthermore, aspirations and expectations, which are driven by past

income, are important determinants of SWB.

Education

The association between education and SWB is often mixed, with several studies reporting a

weak positive relationship, while others found an inverse association, and still, others suggested

no significant relationship between education and SWB222. The effect of education on SWB

often depends on the presence of other correlated variables, such as income and health. For

instance, the role of education can be merely instrumental if it serves to increase income, and

hence its effect drops after models are controlled for income and other indicators of

socioeconomic status223. These mixed findings on the relationship between education and SWB

could be attributable to differences in the control variables included in the model and the

methodological approaches applied.
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Social Relationships

Recent developments in the study of SWB have considered ‘social capital’ as a potential

explanatory factor. Social capital describes measures of individual or group networks, general

trust, civic involvement, and personal connections224. Though this definition is quite broad, the

quantity and quality of intimate relationships and social bonds among individuals are the most

important components of social capital and are strongly correlated with SWB225. Empirical

evidence has revealed that support from family, friends and the wider community is strongly

related to higher SWB226. The literature has also shown that objective, measurable aspects of

an individual’s relationships and social network influence SWB, but only modestly as

compared to subjective social indicators. For instance, it was argued that objective social

indicators such as social support and the number of friends fail to measure how people feel

about their lives and are poor indicators of SWB220. This effect appears to be larger for

subjective measures, which is not surprising as they correspond closely with SWB. The number

and strength of social connections are among the largest and most robust predictors of SWB227.

Being married is associated with higher SWB compared with those who never married, or are

widowed, separated, or divorced. They also reported that being separated is associated with the

lowest level of SWB, even lower than being divorced or widowed (as the series of difficulties

and challenges during separation gradually decreases due to the coping mechanism). Further,

in a study, the death of a spouse leads to a substantial drop in SWB, which never returned to

its initial level228. Thus, change in marital status is an important determinant of SWB.

Personal Characteristics

There is extensive literature on the link between SWB and personal characteristics such as age,

gender, ethnicity, genetics, personality traits, and personal values. Studies consistently
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suggested a U-shaped SWBwith age, with the highest level of satisfaction observed in younger

and older age groups and the lowest life satisfaction in middle age211.

Although there is no consensus in the literature on the nature of differences in SWB by gender,

women usually report higher SWB than men229. However, some studies have shown higher

levels of SWB for men, and others found no evidence of gender effects, particularly when

specific subjects were considered, such as those who cannot work due to ill health and those

who provide informal care for others230. This variation could be attributable to differences in

control variables and methodological approaches.

Ethnicity is an important predictor of SWB, for example, evidence from the US suggested that

Whites have higher SWB than African Americans211. A study found that ethnic Africans

generally report lower SWB than nativeWhites and Asians in the UK231. More recently, a study

also showed that people from minority ethnic groups have lower life satisfaction than those

from the White majority in the UK232. Several psychological studies have investigated the

relationship between personality traits and SWB, and the findings suggest that this factor is one

of the strongest and most consistent for predicting SWB. In the economics literature,

personality traits (usually known as individual heterogeneity) are assumed to be constant and

are handled by employing econometric approaches such as the fixed-effects model. In line with

this, it has been shown that personality traits are one of the main components of individual

heterogeneity and can be used to increase the understanding of individual variations 233 .

Avaricious beliefs related to personal characteristics also negatively affect SWB. Individuals

who hold more acquisitive values are less satisfied with their life than less materialistic

individuals.

In general, SWB is responsive to changes in policy-relevant factors such as income, education,

health, social relationships, employment conditions, etc., as well as genetic factors and
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personality traits, which are less likely influenced by policy. As income is more important for

the poor than for affluent individuals, policy directions aimed at generating income streams for

the poor may improve SWB in this subgroup. Further, to minimize the negative effect of

relative income or social comparison on SWB, reducing socio-economic disparity is crucial.

Thus, well-designed policies aimed at reducing poverty and social and economic inequality are

important in maintaining SWB. Public policies that keep people healthy and educated as well

as promote social networks, including family relations, should be encouraged. Public policies

aimed at job creation are also useful. These policies not only generate income; they also lead

to many positive side-effects that are important for SWB, such as feelings of fulfillment,

relationships with colleagues, knowledge sharing, and feeling secure234.

Subjective Well-being and Gender

Conventionally, women record better tiers of happiness or delight than men235,236. A group of

researchers establish that male respondents to the Swedish Level of Living Survey had lesser

chances of being satisfied all of the time than women69. An institution examination in the US

established that men have becomemuch less satisfied with their lives over an extended duration

of time. Investigating mentioned tiers of happiness, a study's work at the start recognized no

sizeable gender differences. On the alternative hand, such disparities did come to be obvious

when age was considered: women below forty-five have been happier than men, whilst the

ones over forty-five had lesser tiers of happiness than men. The document used the World

Values Survey, an example of information from 122 surveys in sixty-five societies. Amongst

the youngest institution of respondents, 24 percent of men and 28 percent of women have been

observed to be ‘very satisfied’, whilst in the oldest institution, only 20 percent of women and

25 percent of men recognized themselves as ‘very satisfied. This study proposes that the stages

of happiness of women lessen during lifestyles span, whilst men show off constant or a faintly

better tiers of happiness later on in existence than they did via their youth or early adulthood.
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Australian information specify more gender disparities by age: at the same time only 34 percent

of men aged below forty-five describe themselves as ‘very satisfied’ in assessment with forty-

eight percent of ladies in the identical age group (a gap of 14 percent factors in favour of

women), the affiliation overturns for individuals over fifty-four years of age, while forty-four

percent of men and 35 percent of ladies deem themselves to be ‘very satisfied’ (a gap of nine

percent factors in favour of men.

However, a few current types of research have established that there are no noteworthy

disparities among the ranges of life delight of men and women. Furthermore, some researchers

dispute that the space in the mentioned ranges of well-being has altered since the 1970s, and

female happiness has lessened in overall value in comparison to male happiness237. Marital

reputation Married individuals, both males, and females document the very best stages of

achievement and high-quality impact, followed by people who stay collectively married. It has

been disputed that the upbeat impact of marriage on subjective well-being is only transitory the

stages of subjective well-being diminishing every year after the primary 12 months of marriage

to degrees akin to the ones previous to marriage 238 , 239 . But despite proof of ‘complete

adaptation’ to marriage, a recent longitudinal report summed that married people are happier

than singles240. Age could seem to similarly increase the high-quality impact of marriage,

whilst single men are much less satisfied than single women. Examining the alternate in

subjective well-being after marriage, a researcher established that an individual’s existing

desires and expectancies may have spill-over influences on the degrees of happiness of an

individual’s partner. For instance, even though one can also additionally have excessive initial

stages of happiness and be satisfied with their marriage, their very own happiness level can be

negatively impacted by their partner’s degree, a gap among expectancies, and tangible

accomplishment. Such spill-overs can work both to lower and to flourish.
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In a two-year longitudinal design study among Finnish managers, they examined the intriguing

question of whether the thriving at work and workplace support is stable or changes over time.

For this aim, they used both variable- and person-centered approaches. Authors found four

thrived, at work with the support of their Supervisors, concluding that both phenomena will

largely improve subjective well-being. Results will reveal the levels at which thriving at work

and workplace support interact over time, the mean levels of workplace support will have a

high influence on subjective well-being. This study will tell us how both independent variables,

thriving at work and workplace support will interact over time.

Three wide methods have been recognized when measuring subjective well-being they are;

‘evaluative’, ‘experience’, and ‘eudemonic’. The evaluative method requires respondents to

make an informed assessment or cognitive indication of their life. Respondents can be asked

to afford an assessment of their whole life satisfaction or certain facet of their life such as

happiness with their health, job, and relationships. An unconventional appraisal question is

known as the Cantril ladder of life in which respondents rate their current life on a ladder scale

for which 0 is ‘the worst possible life for you’ and 10 is ‘the best possible life for you. Other

methods include general happiness measures that are not definite to a particular point in time.

The appraisal approach to measuring well-being has been the most prevalent both in national

and international surveys, these types of questions have also been seen by policymakers as

beneficial sources of knowledge for some time241.

Experience (or affect) measures aim to provide an appraisal of the emotional quality of a

person’s knowledge in terms of the occurrence, intensity, and type of influence or emotion at

any given time, for instance, happiness, sadness, anxiety, or excitement. Gathering can be done

via dairy-based procedures such as through the Day Reconstruction Method (DRM) and the

Experience Sampling Method (ESM) where respondents describe feelings at various times of

the daywhile executing diverse activities. It is also probable for this information to be collected
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via more common social survey questions by asking respondents questions about their mindset

over a short reference time, for instance, ‘In general, how nervous did you feel yesterday? Skill

methods can pick up both positive emotions, such as happiness, joy, or contentment, and

negative ones, such as anxiety, worry, pain, or anger.

The eudemonic method is based on the theory that people have underlying emotional needs for

their lives to make sense, to have a sense of control over their lives, and to have a relationship

with other people242. This method of subjective well-being is also sometimes described as the

‘functioning’ or ‘psychological’ method of well-being. Eudemonic measures look to capture a

range of features that can be considered significant, but are not essentially reflected in

evaluative or experience methods and can include self-sufficiency, control, competency,

commitment, good personal relationships, and a sense of meaning, purpose, and

accomplishment. These types of methods are also sometimes known as measures of

‘flourishing’243.

In the appraisal of the quality of lifestyles research, a study's work categorizes financial and

social signs as measures of objective ‘circumstances’, and copes with subjective well-being as

the subjective determinant of the quality of lifestyles. Their technique is properly supported

through research. Objective well-being ‘centers on what people have (get entry to resources

and opportunities), which make up the goal scenario of the coolest lifestyles’244.

There are two objective determinants of well-being, they may be; financial signs and objective

social signs. The utilization of financial signs become suitable for the duration earlier than the

Second World War, however, whether or not ‘more’ equaled ‘better’ have become a

controversial problem in a post-materialistic society and social signs later came to be an extra

reliable determinant of the well-being of people, societies, and nations58.
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In addition, as economies and societies continue to grow, the belief that the quality of lifestyles

‘ought to be in the attention of the beholder’ surfaced and this meant comparing not most

effective financial and objective social signs, but peoples’ perceptions of their lives as well. A

researcher argues that intentional social signs are ‘records which constitute social records

unbiased of man or woman evaluations’ and that they have fundamental functions: to scrutinize

social alternate and to screen welfare. Such social signs aren't used in this thesis; instead, it

assesses persona pride with components like a man or woman's safety, health, neighborhood

community, loose time, and employment opportunities. These measures are used to decide the

multiple-object measure of subjective well-being and in mixture with the single-object degree

of subjective well-being (fashionable pride with lifestyles) to discover the disparities in

properly-being among tertiary-knowledgeable and non-tertiary-knowledgeable Australians.

The thesis specializes in thriving at work and moderating the impact of workplace support on

subjective well-being. Even though the importance of each goal and subjective components of

well-being is acknowledged, for the reason of this thesis well-being is classified in a subjective

well-being approach.

The revision of subjective social signs flourished in the 1970s, and proponents and fans of

those signs as measures of quality of lifestyles came to be identified as the ‘American School’.

Their dispute becomes that well-being ‘consists of high-quality rudiments that move past

financial prosperity. The development of means to measure the subjective quality of lifestyles

conversely produced extra arguments, the appraisal of subjective well-being being not as

straight-ahead as that of objective well-being. Generally described as a person’s evaluative

disposition to his or her lifestyle – both in phrases of lifestyles pride (cognitive evaluations) or

have an effect on (ongoing emotional reactions)’, SWB grew to be depicted as a huge class of

phenomena that consists of man or woman’s emotional responses, are a delight, and widespread

finding of lifestyles pride’83, 237, 247.
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However, the determinants of subjective well-being, whether they are measures of effect,

satisfaction, or happiness, are prone to individual biases such as personality, a contrast of

oneself with other individuals, previous personal experiences, ambitions, or opportunities.

While some studies view happiness as an emotional evaluation of a person’s present state or

affect, and satisfaction as a cognitive measure, and others define happiness as attaining

satisfaction over most domains of life, other researchers use measures of subjective well-being

such as happiness and satisfaction with life interchangeably. Still, other research works use

time-use measures or diary data to evaluate the pleasant and unpleasant times all through the

day245. Even though the availability of optional measures may be seen as an advantage in

creating a valid and reliable measure, these measures often produce dissimilar outcomes across

groups of people or populations. It is vital in such conditions that outcomes are discussed in

the perspective of the research and cautiously positioned in the general context. Constructed to

capture the desired results of definite studies and answer particular study questions, indicators

like happiness, fulfillment with life, or positive/negative affect are all used in the text to

illustrate the subjective well-being of individuals.

Demographic Factors and Subjective Well-being

The knowledge of why subjective well-being is related to age through inspecting the

connection between affiliation between age and subjective well-being amongst an Internet

pattern of 3,294 adults ranging in age from 40 to 69 and observed that age and subjective well-

being in Western nations have a U-formed affiliation over the lifespan has been advanced246.

Although, the motive for the curve is essentially unexplained, however, examined twelve social

and mental variables that would account for the U-formed curve. Regression analyses

confirmed that the social-psychological variables defined approximately two-thirds of the

curve and accounting for them appreciably flattened the U-shape. Further, perceived stress,

distress-depression, an open angle about the future, wisdom, delight with social relationships,
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and own circle of relatives stress had been measured that had stated effects on lowering the

curve.

This literature review in existed studies shows research gaps on subjective well-being at the

banking sector level. The analysis highlighted the existence of gaps in the literature which

focus on different factors ranging from demographic to psychological factors, and lack of

studies that explore the kinds of interlink between thriving at work and subjective well-being

when workplace support moderated the relationship. The literature review shown that the

thriving at work, workplace support, and subjective well-being have been extensively

researched, however, there are limited research on these constructs in Nigerian context that

studied the moderating effect of workplace support on the relationship between thriving at work

and subjective wel-being.

2.4 Conceptual Framework

Thriving at work and workplace support are taken as the predictors of subjective well-being,

whereas, Subjective well-being is operationalized and taken as a focal criterion variable.

Moreover, workplace support is also taken as the moderating variable.

Thriving At Work
- Learning
- Vitality

Subjective Well Being

Workplace Support
- Co-Worker Support
- Supervisor Support

Figure 2.1: Schematic diagram of the conceptual model

Source: Fieldwork, 2021
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It reveals that thriving at work is the main indicator of subjective well-being. Employees that

have an increased rate of thriving at work tend to be happier and have more satisfaction. Sense

of learning contributes to positive subjective well-being.

The two constructs of workplace support are Supervisor support and coworker support. These

constructs lead to a more positive outcome of subjective well-being and their interaction are

positive.

Where there is high workplace support, there is every tendency that workers will be open-

minded to learning and acquire more skills that in turn benefits both the employer and the

workers because it will affect productivity positively.

Thriving at work enables an individual to make use of their improved skills and resources

earned through workplace support to meet their life goals which show that thriving at work and

workplace support at all levels interacts positively with subjective well-being.

2.5 Summary of Literature Reviewed

A study on workplace support as moderation between thriving at work and subjective well-

being among bankers in Ibadan Metropolis was conducted. A variety of SWB factors and

correlates, including those related to demographics, personality, geography, supportive

relationships, and health status, were found to be the subject of investigations in both

psychology and public health. The majority of empirical studies look at the correlations or

variables that affect SWB. Very few empirical investigations investigate the interactions

between SWB determinants and correlates, despite theoretical studies suggesting they may do

so in response to many contextual circumstances. A review on learning opportunities have been

shown to predict subjective well-being and health maintenance. learning and vitality are

assumed to counteract the development of burnout, and thriving at work was shown to relate

negatively to burnout. Also, personnel with a perception of vitality have also been
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demonstrated to be less expected to feel apprehensive and more apt to be mentally health.

Review supportive management conduct promotes perceived meaningfulness of one's activity

and quality of work relationships, which, in turn, ends in more suitable emotions of power.



70

Endnotes

1A Pritchard, M. Richardson, D. Sheffield, & K. McEwan. The relationship between nature
connectedness and eudaimonic well-being: A meta-analysis. J Happiness Stud. 21, 2020.

2 E. Windhorst, & A. Williams. Growing up, naturally: The mental health legacy of early
nature affiliation. Ecopsychology, 7, 2015. 115–125

3 Panel on measuring subjective well-being in a policy-relevant framework; committee on
national statistics; division on behavioural and social sciences and education; national research
council; stone aa, mackie c, editors. subjective well-being: measuring happiness, suffering,
and other dimensions of experience [Internet]. Washington (DC): National Academies
Press (US); 2013 Dec 18. 1

4G. Spreitzer, K. Sutcliffe, J. Dutton, S. Sonenschein, & A. M. Grant. “A socially embedded
model of thriving at work”. Organization Science, 2005.

5 D. Brown, R. Arnold, D. Fletcher & M. Standage. Human thriving. Eur. Psychol. 2017.

6 A. Kleine, C.W. Rudolph & H. Zacher. Thriving at work: A meta-analysis. J. Organ.
Behav. 2019

7 G. Spreitzer & E.B. Hwang. How thriving at work matters for creating psychologically
healthy workplaces: Current perspectives and implications for the new world of work. In:
Burke R.J., Richardsen A.M., editors. Creating Psychologically Healthy Workplaces.
Edward Elgar Publishing; Northampton, MA, USA: 2019

8 Q. Zhai, S. Wang & H. Weadon. Thriving at work as a mediator of the relationship between
workplacesupport and life satisfaction. J. Manag. Organ. 2017.

9 G. Spreitzer, P. Bacevice, & L.Garrett. Workplace design, the physical environment, and
human thriving atwork. In Organizational Behaviour and the Physical Environment; Ayoko,
O.B., Neal, M.A., Eds.; Routledge:London, UK, 2019.

10 Guocai Wang, Dong Liu, Xifeng Wang. Effects of perceived organizational support and
guanxi on salesperson performance: the mediation of customer need knowledge. Front.
Bus. Res. China. 5, no. 3, 2011.

11 L. Rhoades, & R. Eisenberger. “Perceived organizational support: A review of the
literature”. Journal of Applied Psychology, 2002.

12 Z. Chen, R. Eisenberger, K.M. Johnson, I.L. Sucharski, & J. Aselage. “Perceived
organizational support and extra-role performance: Which leads to which?” Journal of
social psychology, 2009.

13 J. S. Mordue, L. Watson & S. Hunter. How to thrive in professional practice—a self-care
handbook. The British Journal of Social Work. 52, no.4, 2022,

14 M. Payne. Social work and the making of social policy. Edited by Ute Klammer, Simone
Leiber and Sigrid Leitner. The British Journal of Social Work, 51, no. 4, 2021, 1513–
1514, https://doi.org/10.1093/bjsw/bcab072.



71

15 Van der Horst, Mariska. Role theory. Kent academic repository. Sociology - Oxford
Bibliographies. 2016.

16 Alyn T. McCarty. Child poverty in the United States: A tale of devastation and the promise
of hope. Sociol Compass. 10, no. 7, 2016. 623–639.

17 S. Khan. The presentation of self in everyday life. Public Culture. 32 no. 2 (91), 2020.
397–404. https://doi.org/10.1215/08992363-8090145

18 E. Arampatzi, M.J. Burger, & N. Novik. “Social network sites, individual social capital,
and happiness.” Journal of Happiness Studies, 2018, 99-122.

19 K. V. Das, C. Jones-Harrell, Y. Fan, A. Ramaswami, B. Orlove & N. Botchwey.
Understanding subjective well-being: perspectives from psychology and public health.
Public Health Reviews. 41, no. 25, 2020.

20 F. Cheng & D. Lam. How is Street Life? An examination of the subjective well-being of
street children in China. International Social Work, 2010.

21 E. Bárcena-Martín, A. Cortés-Aguilar & A. I. Moro-Egido. Social comparisons on
subjective well-being: the role of social and cultural capital. Journal of Happiness
Studies. 18, 2017. 1121–1145.

22 A.C. Michalos. “Multiple discrepancies theory (MDT).” Social Indicators Research, 1985.

23 Aseele Hz. Hedonic adaptation. Happiness levels. 2020.
https://www.researchgate.net/publication/343685034.

24 C. Klein. Social capital or social cohesion: what matters for subjective well-being? Soc
Indic Res. 110, 2013. 891–911.

25 S. Gilbert, & E. Kelloway. “positive psychology and the healthy workplace.” in workplace
well-being: How to build psychologically healthy workplaces, 1st ed., Day, Randell,
Kelloway, Hurrell Jr.,Wiley Blackwell, West Sussex, 2014. 50–71

26 Daniel E. Patterson & Sharon H. Mastracci. Review of descartes’ error: emotion, reason,
and the human brain. Administrative Theory & Praxis. 41 no. 2, 2018. 1-3.

27 A. Maslow. “A theory of human motivation.” Psychological Review, 1943.

28 Stefano I. Di Domenico & Richard M. Ryan. The emerging neuroscience of intrinsic
motivation: a new frontier in self-determination research. Sec. Cognitive Neuroscience.
2017.

29 R.M. Ryan & E.L. Deci. Self-determination theory: basic psychological needs in
motivation development and wellness. 2017. New York, NY: Guilford Press.

30 E. L. Deci, & R. M Ryan. The "what" and "why" of goal pursuits: Human needs and the self-

determination of behavior. Psychological Inquiry, 11, 2000. 227-268.

http://www.researchgate.net/publication/343685034


72

31 A. Hansen, J. H. Buitendach, &H. Kanengoni. “Psychological capital, subjective well-being,
burnout and job satisfaction among educators in the Umlazi region in South Africa.” South
Africa Journal of Human Resource Management, 2015.

32 R. M. Ryan & P. Hawley. “Naturally good? Basic psychological needs and the proximal and
evolutionary bases of human benevolence,” In the psychology of hypoegoic behavior, eds M.
Leary and K. W. New York, NY: Guilford Press. 2016.

33 Ed Dienner & M.Y. Chan. “Happy people live longer: Subjective well-being contributes to
health and longevity.” Applied Psychology Health and Well Being, 2010.

34 E. Tricomi & S. DePasque. “The role of feedback in learning and motivation,” In advances
in motivation and achievement: recent developments in neuroscience research on human
motivation, eds S. Kim, J. Reeve andM. Bong. Bingley: Emerald Group Publishing. 2016.

35 I. Yanchovska. The relationship between job satisfaction and individual performance of its
employees. Sofia University “St. Kliment Ohridski,” 2021. Doi: 10.12955/peb.v2.267

36 E. Diener, R. Inglehart, & L. Tay. “Theory and validity of life satisfaction scales.” Social
Indicators Research, 2013.

37E. Diener, S. Oishi, R.E. Lucas. National accounts of subjective well-being. American
Psychologist. 2015; 70 no. 3, 2015.

38 M.A. Killingsworth, & D.T. Gilbert. “A wandering mind is an unhappy mind.” Science,
2010.

39 K. Milner, M. Greyling, R. Goetzel, R. Da Silva, T. Kolbe-Alexander, D. Patel, C. Nossel,
& M. Beckowski. “The relationship between leadership support, workplace health
promotion and employee well-being in South Africa.” Health Promotion International,
2015.

40 S. Kan, J. Wan, & C. Youbo. “Work‐based feelings based on people‐context‐interaction:
Generation mechanism.” China Academic Journal, 2015.

41 G. Abid, I. Zahra, & A. Ahmed. “Promoting thriving at work and waning turnover intention:
A relational perspective.” Future Business Journal, 2016.

42 P. Cooper. “Writing for depression in health care.” British Journal of Occupational
Therapy, 2013. https://doi.org/10.4276/030802213X13651610908452

43 J. Dekker, M. A. Marti-Renom, & A. Leonid. “Exploring the three-dimensional
organization of genomes: Interpreting chromatin interaction data.” Nat Rev Genet., 2013,
PMID: 23657480 PMCID: PMC3874835 DOI: 10.1038/nrg3454

44 R. Metcalfe, N. Powdthavee, & P. Dolan. “Destruction and distress: Using a quasi-
experiment to show the effects of the September 11 attacks on mental well-being in the
United Kingdom.” Economic Journal, 2011.

45 K.L. Cullen, & D. Chrobot-Mason. “Thriving in central network positions: The role of
political skill.” Journal of Management, 2015.



73

46 C. Flinchbaugh, M.T. Luth, & P. Li “A Challenge or a hindrance? Understanding the effects
of stressors and thriving on life satisfaction.” Business Faculty Publications, 2015.
https://scholar.valpo.edu/cba_fac_pub/12

47 R.H. Laurence & E.S. Anne. “Showalter, opposing international justice: Kenya's integrated
backlash stategy2 against the ICC,” 17 International Criminal Law Review
(forthcoming). Available at: https://scholarship.law.duke.edu/faculty_scholarship/3713

48 K. Breevaart, A.B. Bakker, E. Demerouti, & J. Hetland. “The measurement of state work
engagement: A multilevel factor analytic study.” European Journal of Psychological
Assessment, 2012. https://doi.org/10.1027/1015-5759/a000111

49 A.B. Bakker, & S. Albrecht. “Work engagement: Current trends.” Career Development
International, 2018.

50 R. S. Billett. “Learning in the circumstances of work: The didactics of practice.” Éducation
et didactique, 2011.

51 Tian Q. Intergeneration social support affects the subjective well-being of the elderly:
mediator roles of self-esteem and loneliness. Journal of health psychology. 21, no. 6, 2016.

52 Pietro Crescenzo. An ancient theory for a current problem [Review of the book Healthy
Work: Stress, productivity and the reconstruction of working life, by R.A. Karasek & T.
Theorell]. Journal of Health and Social Sciences 1, no. 3, 2016. 287-292.
DOI:10.19204/2016/nnct29

53 M. Soh, A. Zarola, K. Palaiou, & A.Furnham. “Work-related well-being.” Health Psychol,
2016. doi: 10.1177/2055102916628380

54 Trompetter, H. R., de Kleine, E., & Bohlmeijer, E. T. Why does positive mental health
buffer against psychopathology? An exploratory study on self-compassion as a resilience
mechanism and adaptive emotion regulation strategy. Cognitive Therapy and Research,
41, no. 3, 2017. 459–468.

55 T.J. Zagenczyk, K.D. Scott, R. Gibney, A.J. Murrell, & J.B. Thatcher. “Social influence
and perceived organizational support: A social networks analysis”. Organizational
Behavior and Human Decision Processes, 2010.

56 T. W. H. Ng, &K. L. Sorensen. Toward a further understanding of the relationships between
perceptions ofsupport and work attitudes: A meta-analysis. Group & Organization
Management, 33 no. 3, 2008.

57 B. Erdogan, & J. Enders. “Support from the top: Supervisors’ perceived organizational
support as a moderator of leader–member exchange to satisfaction and performance
relationships”. Journal of Applied Psychology, 2007.

58 I. Ahmed, W. Ismail, S. Amin, & M. Ramzan. “Conceptualizing perceived organizational
support: A theoretical perspective”. Australian Journal of Basic and Applied Sciences,
2011.

59 A. Bedük. “Organization psychology, new approaches, current subjects”, Konya: Atlas
Akademi, 2014.



74

60 R. Loi, K.Y. Olivia, & A.J. Xu. “Perceived organizational support and co-worker support
as antecedents of foreign workers’ voice and psychological stress”. International Journal
of Hospitality Management, 2014.

61 K. Jayasree, & M.V. Sheela. “Perceived organisational support – an overview on its
antecedents and consequences”. International Journal of Multidisciplinary Research,
2012.

62 S. BaloyiI, C.C. van WaverenII, & K. Y. Chan. The role of supervisor support in
predicting employee job satisfaction from their perception of the performance management
system: A test of competing models in engineering environments. South African Journal
of Industrial Engineering. 25 no. 1, 2014.

63 L.B. Fan, J. A. Blumenthal, L. L. Watkins, & A. Sherwood. Work and home stress:
associations with anxiety and depression symptoms. Occup Med (Lond). 65, no. 2, 2015.

64 Edward L. Deci, A.H. Olafsen, & R.M. Ryan. “Self-determination theory in work
organizations: The state of a science.” Annual Review of Organizational Psychology and
Organizational Behaviour, 2017.

65 T. A. Paterson, F. Luthans, & W. Jeung. “Thriving at work: Impact of psychological capital
and supervisor support.” Journal of Organizational Behavior, 2014.

66 S. D. Towne, K. E. Anderson, M. L. Smith, D. V. Dahlke, D. Kellstedt, N. F. Purcell, & M.
G. Ory. “Changing organizational culture: using the CEO cancer gold standard policy
initiatives to promote health and wellness at a school of public health.”BMCPublic Health,
2015.

67 M. B. Harari, A. C. Reaves, & C. Viswesvaran. “Creative and innovative performance: A
meta‐analysis of relationships with task, citizenship, and counterproductive job
performance dimensions.” European Journal of Work and Organizational Psychology,
2016. https://doi.org/10.1080/1359432X.2015.1134491

68 M. Rozkwitalska & B. A. Basinska. Positive psychological capital enhances thriving in the
multicultural work environment of multinational corporations Conference Paper, 2016.

69 J. M. Berg, J. E. Dutton, & A. Wrzesniewski. “Job crafting and meaningful work.” Purpose
& Meaning in the Workplace, 2013.

70 L. Tummers, B. Steijn, & B. Nevicka. The effects of leadership and job autonomy on vitality:
survey and experimental evidence. Review of Public Personnel Administration, 2016.
https://doi.org/10.1177/0734371X16671980

71 R. Marcelo, B. Filomena, C. Avraham, & G. Liang. “When family supportive supervisors
meet employees’ need for caring: Implications for work–family enrichment and thriving.”
Journal of Management, 2015. DOI: 10.1177/0149206315618013

72 S. Taneva & J. Arnold. Thriving, surviving and performing in late career: a mixed-method
study of pathways to successful aging in organizations. Work, Aging and Retirement,
2018.189–212.



75

73 B. Harris, N. Li, W. R. Boswell, A. Zhang, & Z. Xie. “Getting what’s new from newcomers:
Empowering leadership, creativity, and adjustment in the socialization context.” Personnel
Psychology, 2014.

74 S. L. Albrecht, & M. Andreetta. “The influence of empowering leadership, empowerment
and engagement on affective commitment and turnover intentions in community health
service workers: Test of a model.” Leadership in Health Services, 2011.

75 A. Muhammad, L. Shen, S. J. Zheng, & A. R. Mohammad. “Empowering leadership and
employee performance: A mediating role of thriving at work.” International Journal of
Asian Business and Information Management, 2018.

76 B. M. Bass, & R. E. Riggio. Transformational leadership. London: Psychology Press,
2005.

77 Michael T. Geier. Leadership in Extreme Contexts: Transformational Leadership,
Performance Beyond Expectations? Journal of Leadership & Organizational Studies 23,
no.3, 2016.

78 J. Dinh, R. Lord, W. Gardner, J. Meuser, R. Liden, & J. Hu. Leadership theory and research
in the new millen78nium: Current theoretical trends and changing perspectives. Leadership
Quarterly, 45, 2014.

79 M. Gürler, & Y. Şimşek. Analyzing the impact of leader member exchange on employee
voice: the school principal as a leader and the teacher as a member. European Journal of
Education Studies. 5, no 8, 2018.

80 X. M. Bezuijen, K. van Dam, van den P. T. Berg, & H. Thierry. “How leaders stimulate
employee learning: A leader-member exchange approach.” Journal of Occupational and
Organizational Psychology, 2010.

81 Danping Liu, Siwen Zhang, Yanling Wang, & Yufei Yan. The Antecedents of Thriving at
Work: A Meta-Analytic Review, Frontiers in Psychology. 12, 2021

82 Li Sun. Perceived organizational support: a literature review. International Journal of
Human Resource Studies. 9, no. 3, 2019.

83 Vishal Gupta, Upasna A Agarwal, & Naresh Khatri. The relationships between perceived
organizational support, affective commitment, psychological contract breach,
organizational citizenship behaviour and work engagement. Journal of Advanced
Nursing. 72, no. 11, 2016.

84 Carter, Gordon, "The relationships among social exchange, organizational citizenship, and
employee behavior". 2010. Theses and Dissertations. 151.

85 G.Abid, I. Zahra, &A. Ahmed. “Mediated mechanism of thriving at work between perceived
organization support, innovative work behavior and turnover intention.” Pakistan Journal
of Commerce and Social Sciences, 2015.

86 S. Riaz, Y. Xu, & S. Hussain. “Understanding employee innovative behavior and thriving at
work: A Chinese perspective.” Administrative Sciences, 2018.



76

87 M. C. Hasel & S. L. Grover. An integrative model of trust and leadership. Leadership &
Organization Development Journal. 38, no. 6, 2017.

88 Gülsüm Baştug1, Adem Pala1,*, Mehmet Kumartaşli, İlker Güne & Mehdi Duyan.
Investigation of the relationship between organizational trust and organizational
commitment. Universal Journal of Educational Research. 4, no. 6, 2016.

89 S. Khorshid & H. Yazdani. The studying of relationships among trust, reciprocity and
organizational identification with considering the moderated effect of organizational
commitment. Transformation management journal, 4, no. 7, 2012.

90 Sehoon Kim, Heesu Lee & Timothy Paul Connerton. How psychological safety affects team
performance: mediating role of efficacy and learning behavior. Front. Psychol. 11, 1581.
2020.

91 K. C. Kostopoulos & N. Bozionelos. “Team exploratory and exploitative learning:
Psychological safety, task conflict, and team performance.” Group & Organization
Management, 2011.

92 Edmondson, A. C. Teaming: how organizations learn, innovate, and compete in the
knowledge economy. Hoboken, NJ: John Wiley & Sons. 2012.

93 Carla Chicau Borrego, Luis Cid, & Carlos Silva. Relationship between group cohesion and
anxiety in soccer. J. Hum Kinet. 34, 2012.

94 N. K. Jaiswal, & R. L. Dhar. “The influence of servant leadership, trust in leader and
thriving on employee creativity.” Leadership and Organization Development Journal,
2017.

95 O. E. Koçak. “How to enable thriving at work through organizational trust.” International
Journal of Research in Business and Social Science, 2016.

96 J. Field. “Good for your soul? Adult learning and mental well-being. International Journal
of Lifelong Education, 2009. https://doi.org/10.1080/02601370902757034

97 A. M. Susskind, K. M. Kacmar, & C. P. Borchgrevink. “guest-server exchange model and
performance: the connection between service climate and unit-level sales in multiunit
restaurants, 2016. https://doi.org/10.1177/1096348016683512

98 A. M. Susskind, K. M. Kacmar, & C. P. Borchgrevink. Customer service providers' attitudes
relating to customer service and customer satisfaction in the customer-server exchange. J
Appl Psychol. 88, no. 1, 2003. 179-87.

99 C. S. Dan, & H. A. David. “Do peers make the place? Conceptual synthesis and meta-
analysis of coworker effects on perceptions, attitudes, OCBs, and performance.” Applied
Psychology, 2008. doi: 10.1037/0021-9010.93.5.1082.

100 M. S. Melissa. “Unfair treatment in the workplace and worker well-being the role of
coworker support in a service work environment.” Work and occupations, 2012. DOI:
10.1177/0730888411406555



77

101 J. C. Lindsey, & H. Randy. “Toxic work environments: What helps and what hurts.”
Sociological perspectives, 2010. DOI: 10.1525/sop.2010.53.4.455

102 N. Rumens. “Firm friends: Exploring the supportive components in gay men’s workplace
friendships.” Sociological Review, 2009: 135–155.

103 L.R., Shanock, & R. Eisenberger. When supervisors feel supported: relationships with
subordinates’ perceived supervisor support, perceived organizational support, and
performance. Journal of Applied Psychology, 91, no. 3, 2006.

104 C. J. Boyce, A. M. Wood, L. Delaney, & E. Ferguson. “How do personality and social
structures interact with each other to predict important life outcomes? The importance of
accounting for personality change.” European Journal of Personality, 2017.

105 A. B. Janssen. “Characterizing employee proactivity: Antecedents of other-centered and
self-centered proactive behaviors.” Doctoral dissertation, Dissertation, Bremen, Jacobs
Univ, 2016.

106A. E. Colbert, J. E. Bono, & R. K. Purvanova. “Flourishing via workplace relationships:
Moving beyond instrumental support.” Academy of Management Journal, 2016.
https://doi.org/10.5465/amj.2014.0506

107 J. E. Dutton, & B. R. Ragins. “LEA's organization and management series, Exploring
positive relationships at work: Building a theoretical and research foundation.” Lawrence
Erlbaum Associates Publishers, 2007.

108 A. Carmeli, D. Brueller, & J. E. Dutton. “Learning behaviours in the workplace: The role
of high-quality interpersonal relationships and psychological safety.” Systems Research
and Behavioral Science, 2009.

109 F. M. Lance, T. Christina, & F. Stav. “The path(s) to employee trust in direct supervisor in
nascent and established relationships: a fuzzy set analysis.” Journal of Organizational
Behaviour, 2016.

110 L. Niessen, T. Gräfenhan, & R. F. Vogel. “ATP citrate lyase 1 (acl1) gene-based loop-
mediated amplification assay for the detection of the Fusarium tricinctum species complex
in pure cultures and in cereal samples.” Int. J. Food Microbiol, 2012.

111 C. Porath, G. Spreitzer, C. Gibson, & F. G. Garnett. Thriving at work: Toward its
measurement, construct validation, and theoretical refinement. Journal of Organizational
Behavior, 2011.

112 J. Liu, & M. Bern-Klug. Nursing home social services directors who report thriving at
work. Journal of Gerontological Social Work, 2013.

113 Janet Ledesma. Conceptual Frameworks and Research Models on Resilience in
Leadership. Sage Open. 1-8, 2014.

114 M.Peltoniemi, M. Cultural Industries: Product–market characteristics, management
challenges and industry dynamics. International journal of management reviews, 17,
2015.



78

115 G. Spreitzer, C. F. Lam, & C. Fritz. Engagement and human thriving: Complementary
perspectives on energy and connections to work. In A. B. Bakker & M. P. Leiter (Eds.),
Work engagement: a handbook of essential theory and research. New York: Psychology
Press.

116 R. F. Baumeister. Ego depletion and self-control failure: An energy model of the self’s
executive function. Self and Identity, 2002.

117 C. S. Carver, & M. F. Scheier. Self-regulation of action and affect. In K. D. Vohs & R. F.
Baumeister (Eds.), Handbook of self-regulation: Research, theory, and applications. New
York: Guilford Press, 2011.

118 C. Niessen, I. Mäder, C. Stride, & N. L. Jimmieson. Thriving when exhausted: the role of
perceived transformational leadership. Journal of Vocational Behavior, 2017.

119 Chen, C., Liao, J., and Wen, P. Why does formal mentoring matter? The mediating role of
psychological safety and the moderating role of power distance orientation in the Chinese
context. Int. J. Hum. Resour. Manage. 25, 2014.

120R. Hirak, A.C. Peng, A. Carmeli, & J.M. Schaubroeck. Linking leader inclusiveness to
work unit performance: the importance of psychological safetyand learning from failures.
Leadersh. Q. 23, 2012. 107–117.

121K. M. Shockley, & T. D. Allen. When flexibility helps: Another look at the availability of
flexible work arrangements and work-family conflict. Journal of Vocational Behavior,
2007.

122 J. Greenhaus, & T.D. Allen. Work-family balance: A review and extension of the
literature. In J. C. Quick & L. E. Tetrick (Eds.), Handbook of occupational health
psychology.Washington DC: American Psychological Association, 2011.

123 S. I., Donaldson, M. Csikszentmihalyi & J. Nakamura. Applied positive psychology:
improving everyday life, health, schools, work, and society. New York, NY: Routledge.
2011.

124 Mark Muraven, Marylène Gagné, & Heather Rosman. Helpful self-control: autonomy
support, vitality, and depletion. J Exp Soc Psychol. 44, no. 3, 2008.

125 T. A. Paterson, F. Luthans, &W. Jeung. “Thriving at work: Impact of psychological
capital and supervisor support”. Journal of Organizational Behavior, 2014.

126 M. Russo, F. Buonocore, A. Carmeli, & L. Guo. “When family supportive supervisors
meet employees’ need for caring: Implications for work-family enrichment and thriving”.
Journal of Management, 2018. https://doi.org/10.1177/0149206315618013

127 G. Caesens, F. Stinglhamber, S. Demoulin, M. De Wilde & A. Mierop. Perceived
Organizational Support and Workplace Conflict: The mediating role of failure-related
trust. Front. Psychol. 9: 2704. 2019.

128 M. E. Palanski, S. S. Kahai. & F. J. Yammarino. Team virtues and performance: an
examination of transparency, behavioral integrity, and trust. Journal of Business Ethics,
99, 2011. 201-216.



79

129 C. E. Etodike, L. N. Ezeh, & E. N. Chukwura. “Life satisfaction and social support as
predictors of retirement stress among public service retirees”. International Journal of
Current Advanced Research, 2017.

130 B. Heshizer, and D. Knapp. “Revisiting the buffering hypothesis: social support, work
stressors, stress related symptoms, and negative affectivity in a sample of public school
teachers”. Open Access Library Journal, 2016. doi: 40210.4236/oalib.1103 057

131 X. Zheng, W. Zhu, H. Zhao, & C. Zhang. “Employee well-being in organizations:
Theoretical model”. Scale development, and cross-cultural validation, 2015. 644.
https://doi.org/10.1002/job

132 B. Woo, & P. Chelladurai. “Dynamics of perceived support and work attitudes: the case of
fitness club employees”. Human Resource Management Research, 2012.
https://doi.org/10.5923/j.hrmr.20120201.02

133 L. Holden, C. Lee, R. Hockey, R. S. Ware, & A. J. Dobson. “Validation of the MOS social
support survey 6-item (MOS-SSS-6) measure with two large population-based samples of
Australian women”. Quality of Life Research, 2014. https://doi.org/10.1007/s11136-014-
0741-5

134 C. Mamatha, & K. Prasad. “Employee psychological well-being a function of social
support and coping: A case study with reference to agricultural research sector
employees using multinomial logistic regression”. IOSR Journal of Business and
Management, 2017.

135 G. L. Gladstone, G. B. Parker, P. B. Mitchell, G. S. Malhi, K. Wilhelm, & M. Austin.
“Implications of childhood trauma for depressed women: an analysisof pathways from
childhood sexual abuse to deliberate self-harm and revictimization”. American Journal
of Psychiatry, 2004.

136 M. M. Alsubaie, H. J. Stain, L. A. D. Webster, & R. Wadman. “The role of sources of
social support on depression and quality of life for university students”. International
Journal of Adolescence and Youth, 2019. DOI: 10.1080/02673843.2019.1568887

137 T. O. Arogundade, B. A. Arogundade, & O. Adebajo. “The influence of perceived
organizational support on job stress among selected public and private sector employees
in Lagos State, Nigeria”. Advances in Research, 2014.

138 C. Bravo-Yáñez, & A. Jiménez-Figueroa. “Psychological well-being, perceived
organizational support and job satisfaction amongst Chilean prison employees”. Rev Esp
Sanid Penit, 2011.

139 S. Hassan, M. U. Hassan, & M. Shoaib. “Measuring the impact of perceived organization
support, psychological empowerment and rewards on employees’ satisfaction: Testing the
mediating impact of employee engagement”.World Applied Sciences Journal, 2014. DOI:
10.5829/idosi.wasj.2014.30.05.14094.

140 Z. Ahmad, & Z. Yekta. “Relationship between perceived organizational support,
leadership behavior, and job satisfaction: An empirical study in Iran”. Intangible Capital,
2010. doi:10.3926/ic.2010.v6n2.p162-184



80

141 M. Beheshtifar, H. Nezhad, & M. Moghadam. “Investigation of perceived organizational
support on employees’ positive attitudes toward work”. Interdisciplinary Journal of
Contemporary Research in Business, 2012.

142 H. A. Pradesa, M. Setiawan, Djumahir, & M. Rahayu. The relationships of perceived
organizational support (POS) with positive work behavior: mediating role of job
satisfaction, affective commitment, and felt obligation. Journal of Business and
Management, 2013.

143 C. K. Evangelos. “Self-efficacy, social support and well-being: The mediating role of
optimism.” Personality and Individual Differences 2006.
https://doi.org/10.1016/j.paid.2005.10.019

144 R.D. Kocalevent, L. Berg, M.E. Beutel, A. Hinz, M. Zenger, M. Härter, U. Nater & E.
Brähler. Social support in the general population: standardization of the Oslo social support
scale (OSSS-3). BMC Psychology. 6, 31, 2018.

145 Chris Hartley & Pete Coffee. Perceived and received dimensional support: main and stress-
buffering effects on dimensions of burnout. Front. Psychol. 10:1724. 2019.

146 J. T. Deborah, N. Michelle, & P. Linda. “Effects of work stress on psychological well-being
and job satisfaction: the stress-buffering role of social support.” Australian Journal of
Psychology, 2011.

147 K. Tim, & M. S. Kennon. “Time affluence as a path toward personal happiness and ethical
business practice: empirical evidence from four studies.” Journal of Business Ethics,
Springer, 2009. DOI: 10.1007/s10551-008-9696-1

148 T. Rees, & P. Freeman. Social support moderates the relationship between stressors and
task performance through self-efficacy. J. Soc. Clin. Psychol. 28, 2009.

149 M. Sarkar, & D. Fletcher. Psychological resilience in sport performers: a review of
stressors and protective factors. J. Sports Sci. 32, 2014.

150 A. E. Altunoğlua & E. B. B. Gürel. Effects of Leader–member exchange and perceived
organizational support on organizational innovation: the case of denizli technopark.
Procedia - Social and Behavioral Sciences. 207, 2015.

151 A. Ghulam, Z. Irum, & A. Alia. “Mediated mechanism of thriving at work between
perceived organization support, innovative work behavior and turnover intention.”
Pakistan Journal of Commerce and Social Sciences. 2015.

152 R. Sidra, X. Yusen, & H. Shahid. “Understanding employee innovative behavior and
thriving at work: a Chinese perspective.” Administrative Sciences, MDPI, Open Access
Journal, 2018.

153 van Emmerik, H., Jawahar, I. M., Schreurs, B., and De Cuyper, N. Social capital, team
efficacy and team potency: the mediating role of team learning behaviors. Career Dev. Int.
16, 2011.

154 Y.Wang, J. Liu, & Y. Zhu. Humble leadership, psychological safety, knowledge sharing,
and follower creativity: a cross-level investigation. Front. Psychol. 9:1727. 2018.



81

155 A. Ismail, S. F. Farihana, R. Abu Bakar & A.S. Shah. Job stress with supervisor’s social
support as a determinant of work intrusion on family conflict. Journal of Industrial
Engineering and Management, 6, no. 4, 2013.

156 EM Fleming. The effects of organizational restructuring and acceptance of change on
employees' motivation. Walden Dissertations and Doctoral Studies. Walden University
Scholar Works. 2017.

157 J. E. Dutton, & B. R. Ragins. “Moving forward: Positive relationships at work as a research
frontier.” In LEA’s organization and management series, exploring positive relationships
at work: Building a theoretical and research foundation, eds. Dutton and Ragins, 387–
400.Mahwah, NJ: Lawrence Erlbaum, 2007.

158 A. Carmeli, D. Brueller, & J. E. Dutton. “Learning behaviours in the workplace: The role
of high-quality interpersonal relationships and psychological safety.” Systems Research
and Behavioral Science, 2009.

159 Muhammad Zia-ud-Din, Arifa Arif & Muhammad Aqib Shabbir. The impact of workplace
incivility on employee absenteeism and organization commitment. International Journal
of Academic Research in Business and Social Sciences. 7, no. 5, 2017.

160 M. P. Leiter, H. K. S. Laschinger, A. Day, & D. G. Oore. “The impact of civility
interventions on employee social behavior, distress, and attitudes.” The Journal of
Applied Psychology, 2011.

161 C. L. Porath, A. S. Gerbasi, & Schorch. “The effects of civility on advice, leadership, and
performance.” Journal of Applied Psychology, 2015.

162 M. Mushtaq, G. Abid, K. Sarwar, & S. Ahmed. “Forging ahead: How to thrive at the
modern workplace.” Iranian Journal of Management Studies, 2017.
https://doi.org/10.22059/ijms.2017.235409.672704

163 Danping Liu, Siwen Zhang, Yanling Wang, & Yufei Yan. The antecedents of thriving at
work: a meta-analytic review. Frontiers in Psychology. 12, 2021.
10.3389/fpsyg.2021.659072

164 T. Paterson, A. Luthans, & F. W. Jeung. “Thriving at work: Impact of psychological capital
and supervisor support.” Journal of Organizational Behavior, 2014.
Doi:10.1002/job.1907.

165 J. Kansky, & E. Diener. “Benefits of well-being: Health, social relationships, work, and
resilience.” Journal of Positive Psychology and well-being, 2017.

166 T. Nazir, & U. N. B. Ungku. Interrelationship of incivility, cynicism and turnover intention.
International Review of Management and Marketing, 6, no. 1, 2016.

167 J. P. Stephens & C. J. Lyddy. Operationalizing heedful interrelating: how attending,
responding, and feeling comprise coordinating and predict performance in self-managing
teams. Front Psychol. 7: 362, 2016.

168 J. E. Dutton. Energize your workplace: How to create and sustain high-quality connections
at work. San Francisco, CA: Jossey-Bass, 2003.



82

169 E. D. Heaphy, & J. E. Dutton. “Embodying social interactions: Integrating physiology into
the study of positive connections and relationships at work.” Academy of Management
Review, 2008.

170 J. M. Lebreton, M. B. Hargis, B. Griepentrog, F. L. Oswald, & R. E. Ployhart. “A
multidimensional approach for evaluating variables in organizational research and
practice.” Personnel Psychology, 2007. doi:10.1111/j.1744-6570.2007.00080.x

171 A. Bandura. “Social cognitive theory of mass communication.” Media Psychology, 2001.
https://doi.org/10.1207/S1532785XMEP0303_03

172 T. B. Harris, N. Li, W. R. Boswell, & X. Zhang. Getting What's New from Newcomers:
Empowering leadership, creativity, and adjustment in the socialization context. Personnel
Psychology, 67, no. 3, 2014.

173 S. L. Albrecht, & M. Andreetta. “The influence of empowering leadership, empowerment
and engagement on affective commitment and turnover intentions in community health
service workers: Test of a model.” Leadership in Health Services, 2011.

174 M. L. Frazier, & C. Tupper. “Supervisor prosocial motivation, employee thriving, and
helping behavior: A trickle-down model of psychological safety.” Group & Organization
Management, 2016. https://doi.org/10.1177/1059601116653911

175 I. Nikolova, J. Van Ruysseveldt, H. De Witte, & J. Syroit. “Well-being in times of task
restructuring: the buffering potential of workplace learning.”Work and Stress, 2014.

176 C. Van Wijhe, M. C. W. Peeters, W. B. Schaufeli, & E. Ouweneel. “Rise and shine:
Recovery experiences of workaholic and nonworkaholic employees.” European Journal of
Work and Organizational Psychology, 2013.

177 I. Robertson, C. Cooper, M. Sarkar, & T. Curran. “Resilience training in the workplace from
2003 to 2014: A systematic review.” Journal of Occupational & Organizational
Psychology, 2015.

178 E. Dane. Things seen and unseen: investigating experience-based qualities of attention in a
dynamic work setting. Organ. Stud. 34, 2013.

179 Iveta Ozolina-Ozola. The impact of human resource management practices on employee
turnover. Procedia - Social and Behavioral Sciences. 156, 2014.

180 N. R. Baptiste. “Tightening the link between employee well-being at work and performance:
A new dimension for HRM.”Management Decision, 2008.

181 I. Meneghel, L. Borgogni, M. Miraglia, M. Salanova, & I. M. Martínez. “From social
context and resilience to performance through job satisfaction: A multilevel study over
time.” Human Relations, 2016.

182 A. Bryson, J. Forth, L. Stokes. Does worker well-being affect workplace performance?
London: Department of Business Innovation & Skills, 2014.

183 Kamaldeep Bhui, Sokratis Dinos, Magdalena Galant-Miecznikowska, Bertine de Jongh, &
Stephen Stansfeld. Perceptions of work stress causes and effective interventions in



83

employees working in public, private and non-governmental organisations: a qualitative
study. B J Psych Bull. 40 no. 6, 2016.

184 J. Field. “Good for your soul? Adult learning and mental well-being. International Journal
of Lifelong Education, 2009.

185 R. M. Ryan & C. Frederick. “On energy, personality, and health: Subjective vitality as a
dynamic reflection of well-being.” Journal of Personality, 2006.

186 E.S. Kim, L.D., Kubzansky, & J. Soo. Maintaining healthy behavior: A prospective study
of psychological well-being and physical activity. Annals of Behavioral Medicine. 51, 3,
2016.

187 M. A. Cohn, B. L. Fredrickson, S. L. Brown, J. A. Mikels, & A. M. Conway. “Happiness
unpacked: Positive emotions increase life satisfaction by building
resilience.” Emotion, 2009.

188 A. J. Zautra, L. M. Johnson, & M. C. Davis. “Positive affect as a source of resilience for
women in chronic pain.” Journal of Consulting & Clinical Psychology, 2005.

189 F. O. Walumbwa, M. K. Muchiri, E. Misati, C. Wu, & M. Meiliani. “Inspired to perform:
A multilevel investigation of antecedents and consequences of thriving at work.” Journal of
Organizational Behavior, 2017.

190 L. Hone, A. Jarden, G. Schofield, et al. Measuring flourishing: the impact of operational
definitions on the prevalence of high levels of well-being. International Journal of Well-
being, 4, 2014.

191 A. F. Jorm& S.M. Ryan.Cross-national and historical differences in subjective well-being.
International Journal of Epidemiology, 43, no. 2, 2014.

192 T. Stewart, & C. Ruckdeschel. “Intellectual capital: The new wealth of
organizations.” Performance Improvement, 2007.

193 G. Spreitzer, C. L. Porath, & C. Gibson. “Toward human sustainability: How to enable
more thriving at work.” Organizational Dynamics, 2012.

194 K. Hildenbrand, C. Sacramento, & C. Binnewies. “Transformational leadership and
burnout: The role of thriving and followers' openness to experience.” Journal of
Occupational Health Psychology, 2018.

195 R. Veenhoven.Cross-national differences in happiness: cultural measurement bias or effect
of culture? International Journal of Well-being, 2, no. 4, 2012.

196 Yueng-Hsiang Huang, J. Lee, A. C. McFadden, L. A. Murphy, M. M. Robertson, J. H.
Cheung, & D. Zohar. Beyond safety outcomes: an investigation of the impact of safety
climate on job satisfaction, employee engagement and turnover using social exchange
theory as the theoretical framework, Applied Ergonomics 55, 2016.

197 J. M. Berg, J. A. Dutton, & A.Wrzesniewski. “Job crafting and meaningful work.” Purpose
and Meaning in the Workplace, 2013.



84

198 A. M. Abdullahi, R. Orji, A. M. Rabiu, & A. A. Kawu. Personality and subjective well-
being: towards personalized persuasive interventions for health and well-being. Online J
Public Health Inform. 12, no. 1, 2020.

199 J. Stiglitz, A. Sen, & J. P. Fitoussi. Report by the commission on measurement of
economic performance and social progress, 2009. Retrived from http://www.stiglitz-
senfitoussi.fr/en/index.htm.

200 C. Kelley, B. Lee & L. Wilcox. Self-tracking for mental wellness: Understanding expert
perspectives and student experiences. Proc. CHI ’17. ACM, New York, 2017.

201 F. Huppert. “The state of well-being science”. In well-being: A Complete reference guide,
interventions and policies to enhance well-being. John Wiley & Sons, Ltd., 2014.

202 E. Diener, & C. Scollon. “Subjective well-being is desirable, but not the summum bonum.
Paper presented at the workshop on well-being”.Minneapolis, MN, USA, 2003.
Retrived from http://ink.library.smu.edu.sg/soss_research/912.

203 C. Graham. “The challenges of incorporating empowerment into the HDI: Some lessons
from happiness. Economics and Quality of Life Research, 2010. Retrived from
http://hdr.undp.org/sites/default/files/hdrp_2010_13.pdf.

204 D. Kahneman, & J. Riis. “Living and thinking about it: Two perspectives on life”. In N.
Baylis, F. A. Huppert & B. Keverne (Eds.), The science of well-being. Oxford University
Press, 2005.

205 P. Dolan & R. Metcalfe. “Measuring subjective well-being: Recommendations on
measures for use by national governments”. Journal of social policy, 2012.

206 N. Donovan, & D. Halpern. “Life Satisfaction: The state of knowledge and implications
for government”. London: Prime Minister's Strategy Unit, 2006.

207 A. B. Krueger, & D. A. Schkade. “The reliability of subjective well-being measures”.
Journal of public economics, 2008. doi:10.1016/j.jpubeco.2007.12.015.

208 S.E. Ha & S.Kim. Personality and subjective well-being: Evidence from South Korea. Soc
Indic Res. 111, no. 1, 2013.

209 G. MacKerron, & S. Mourato. “Happiness is greater in natural environments”. Global
Environmental Change, 2013. doi:http://dx.doi.org/10.1016/j.gloenvcha.2013.03.010

210 S. Waldron. “Measuring subjective well-being in the UK”. 2010. Retrived from
http://measuringsubjectivewell-beingforpublicpolic_tcm77-230291.pdf.

211 F. A. Huppert, N. Marks, A. Clark, J. Siegrist, A. Stutzer, J. Vittersø, & M. Wahrendorf.
“Measuring well-being across Europe: description of the ESS well-being module and
preliminary findings”. Social Indicators Research, 2009. doi:10.1007/s11205-008-9346-0.

212 P. Dolan, T. Peasgood, & M. White. “Do we really know what makes us happy? A review
of the economic literature on the factors associated with subjective well-being”. Journal
of Economic Psychology, 2008.

http://ink.library.smu.edu.sg/soss_research/912
http://hdr.undp.org/sites/default/files/hdrp_2010_13.pdf
http://dx.doi.org/10.1016/j.gloenvcha.2013.03.010


85

213 E. Diener. “Subjective well-being:” American Psychologist, 2000.

214 A. Deaton. “Income, health, and well-being around the world: Evidence from the gallup
world poll”. Journal of Economic Perspectives, 2008. doi: 10.1257/jep.22.2.53.

215 A. J. Oswald, & N. Powdthavee. “Does happiness adapt? A longitudinal study of
dis.ability with implications for economists and judges”. Journal of Public Economics,
2008. doi:http://dx.doi.org/10.1016/j.jpubeco.2008.01.002

216 J. Richardson, G. Chen, M. Khan, & A. Iezzi. Can multi-attribute utility instruments
adequately account for subjective well-being?Medical Decision Making, 35, no 3, 2015.
doi:10.1177/0272989x14567354.

217 R. A. Easterlin. “Income and happiness: Towards a unified theory”. The Economic
Journal, 111 no. 473, 2008, 465-484. doi:10.1111/1468-0297.00646

218 B. Stevenson, & J. Wolfers. “Subjective Well-Being and Income: Is there any evidence of
satiation?” The American Economic Review, 103 no 3, 2013. 598-604

219 B. S. Frey, & A. Stutzer. “Happiness and economics: How the economy and institutions
affect human well-being”. Princeton University Press, 2002.

220 R. Cummins, R. Eckersley, S. Lo, & E. Okerstrom. “Australian unity well-being index
survey 11”. 2004. Retrived from http://www.acqol.com.au/reports/index.php

221 A. Ferrer-i-Carbonell. “Income and well-being: An empirical analysis of the comparison
income effect”. Journal of public economics, 89 no 5–6, 2005, 997-1019.
doi:https://doi.org/10.1016/j.jpubeco.2004.06.003

222 D. G. Blanchflower, & A.J. Oswald. Well-being over time in britain and the USA. Journal
of Public Economics, 88, 7-8, 2004. 1359-1386.

223 A. Stutzer. The role of income aspirations in individual happiness. Journal of Economic
Behavior & Organization, 2003. doi:http://dx.doi.org/10.1016/j.jebo.2003.04.003.

224 J. F. Helliwell, & R. D. Putnam. The social context of well-being. Philosophical
Transactions of the Royal Society B: Biological Sciences, 359 no 1449, 2004. 1435–
1446.

225 S. Bartolini, E. Bilancini, & F. Sarracino. “Predicting the trend of well-being in Germany:
How much do comparisons, adaptation and sociability matter?” Social Indicators
Research, 2013. doi:10.1007/s11205-012-0142-5

226 L. R., Shanock & R. Eisenberger. When supervisors feel supported: Relationships with
subordinates’ perceived supervisor support, perceived organizational support, and
performance. Journal of Applied Psychology, 91, no. 3, 2006, 689–695.

227 J. F. Helliwell. “Well‐being, social capital and public policy: What's new?” The
Economic Journal, 2006. doi:DOI: 10.1111/j.1468- 0297.2006.01074.x.

http://dx.doi.org/10.1016/j.jpubeco.2008.01.002
http://www.acqol.com.au/reports/index.php
http://dx.doi.org/10.1016/j.jebo.2003.04.003


86

228 R. E. Lucas, A. E. Clark, Y. Georgellis, & E. Diener. Reexamining adaptation and the set
point model of happiness: Reactions to changes in marital status. Journal of Personality
and Social Psychology, 2003. doi:10.1037/0022-3514.84.3.527.

229 C. L. Graham, & S. Chattopadhyay. Gender and well-being around the world.
International Journal of Happiness and Development, 2013.

230 B. van den Berg & A. Ferrer-i-Carbonell. Monetary valuation of informal care: The well-
being valuation method. Health Econ, 16 no. 11, 2007. 1227-1244, doi:10.1002/hec.1224

231 R. Dorsett, C. Rienzo & M. Weale. Intergenerational and inter-ethnic well-being: An
analysis for the UK. National Institute of Economic and Social Research (NIESR)
discussion paper number: 451, Understanding Society Scientific Conference. University
of Essex, 2015.

232 G. Knies, A. Nandi, & L. Platt. “Life satisfaction, ethnicity and neighbourhoods: Is there
an effect of neighbourhood ethnic composition on life satisfaction?” Social Science
Research, 2016. doi:http://dx.doi.org/10.1016/j.ssresearch.2016.01.010.

233 C. J. Boyce. “Understanding fixed effects in human well-being”. Journal of Economic
Psychology, 31 no. 1, 2010. 1-16.

234 S. Kittiprapas, O. Sawangfa, C. Fisher, N. Powdthavee, & K. Nitnitiphrut. “Happiness:
new paradigm, measurement, and policy implications, the synthesis from the international
conference” "Happiness and public policy". Bangkok, Thailand: Happy Society
Associate, 2007.

235 R. A. Easterlin, F. Wang, & S. Wang. “Growth and happiness in China 1990–2015.” In
world happiness report, ed., Helliwell, Layard, Sachs, 2016.

236 J. Hartog, & H. M. Van den Brink. Human capital: Advances in theory and evidence.
Cambridge University press, 2007.

237 B. Stevenson, & J. Wolfers. Economic growth and subjective well-being: Reassessing the
Easterlin Paradox. Brookings Papers on Economic Activity, 2008.

238 E. Diener, R. Lucas, & C. N. Scollon. “Beyond the hedonic treadmill: revising the
adaptation theory of well-being.” American Psychologist 61 no 4, 2006, 305-14

239 R. A. Easterlin, ’Building a better theory of well-being’ in L. Bruni and P. Porta eds,
Economics and happiness: Framing the analysis, Oxford: Oxford Univ. Press, 2003.

240 H. Bruce, M. Ruud, & W. Gert, Choices which change life satisfaction: Similar results for
Australia, Britain and Germany, SOEP Papers, 2013.

241N. Donovan, D. Halpern, & R. Sargeant. Life satisfaction: The state of knowledge and
implications for government. London: Prime Minister’s Strategy Unit, 2002.

242 Carol D. Ryff. Psychological well-being revisited: advances in science and practice.
Psychother Psychosom. 83, no. 1, 2014. 10–28.

http://dx.doi.org/10.1016/j.ssresearch.2016.01.010


87

243 L. Tinkler, & S. Hicks. Measuring subjective well-being. Office for national statistics.
2013. pdf available for download at: www.ons.gov.uk

244 V. R. Preedy, & R. R. Watson. Handbook of disease burdens and quality of life measures.
New York: Springer-Verlag, 2010.

245 D. Kahneman, & A. B. Krueger. “Developments in the measurement of subjective well-
being.” Journal of Economic Perspectives, 2006.

246 A. A. Stone, J. E. Broderick, D. Wang, & S. Schneider. “Age patterns in subjective well-
being are partially accounted for by psychological and social factors associated with
aging.” PLoS ONE, 15 no 12, 2020

http://www.ons.gov.uk/


88

Chapter Three

Methodology

3.1 Research Design

This study utilized a 2-way factorial design in context of cross-sectional survey research

design. This design was employed to examine an interaction effect of combination of the two

independent variables on the dependent variable, while the collection of survey data from each

individual during a single data-collection session was done. The independent variables were

thriving at work, which is at two dimensions, (vitality and learning), and workplace support

which also has supervisor support and co-worker support as dimensions, while the dependent

variable is subjective well-being. The rationale for the choice of this research design was that

there are need to examine the influence of independent variables on the dependent variable in

a defined population (bankers) which however varies in terms of socio-cultural and personal

characteristics such as age, gender, and religion, over a definite period. Also, this study does

not involve the experimental manipulation of variables.

3.2 Population of the Study

Bank employees were used as a study population in the study and were selected from the

randomly selected banks within the five local governments in Ibadan Metropolis. Ibadan is in

southwestern Nigeria, 128km inland northeast of Lagos and 530km southwest of Abuja, the

federal capital, and is a renowned travel point in the middle of the seaside province and the

zones in the surrounding area of the country. The town has a projected population of 5,591,589

for 2019/201. Ibadan Metropolis also has various bank branches located in the City.

Inclusion Criteria for this Study

The participants for this study comprised selected Bank employees cut across all cadres of staff

and ages.
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3.3 Sample and Sampling Techniques

All participants selected for this study resided in Ibadan, Oyo State of Nigeria. The sample

included 402 bankers. Cochran sample size formula for unknown population was adopted to

determine the sample size from the population of the study, which is given as2:

SS = (Z-score)² * p*(1-p) / (margin of error)²

 Where: SS = sample size

Z = 1.96 for a 95% confidence level

p = estimated proportion (0.5)

E = margin of error (0.05)

SS = (Z-score)² * p*(1-p) / (margin of error)²

SS = (1.96)² * 0.5*(1-0.5) / (0.05)²

SS = 3.8416 * 0.25 / 0.0025

SS = 384.16 ≈ 384

The sample size calculation result amounts to 384, and to take care of the loss of participants

and incomplete questionnaire, 10 percent of the sample size calculation amount to 38.4 ≈ 38

was added making the copies of the questionnaire distributed to be 422. In this sample, the

mean years of age were 35.4 years (SD=7.4 years).

A randomization sampling technique at different stage was used to select respondents for this

study. Stage one was random selection of the banks in the five local governments in Ibadan

were done using balloting. Stage two involved randomly selecting the name of the banks by

using balloting to pick the 5 banks per local government. In stage three part systematic random

selection was performed by picking every third staff according to their table arrangement in

the banking hall. This technique was adopted because of the nature of the work of the

population for this study and the possibility of time and cost constraints.
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3.4 Description of the Research Instruments

The demographic variables of the participants has variables that contain ten (10) items tapping

the personal data of the participants. These are Sex, Age, Educational Qualification, Marital

Status, Ethnicity, Religion, Designation, Nationality, Number of years on the job, Annual

income. For example, participants were asked to tick if they are male = 1 or female = 2 for

gender. For age, participants were asked to tick (√) the age categories (20 – 25; 26 – 30; 31 –

35; 36 – Above) that applied to them. For educational qualification the participants were asked

to tick either SSCE = 1, Vocational = 2, OND = 3, HND/B.Sc. = 4, or Postgraduate = 5. For

marital status, participants were asked to tick either single = 1, married = 2, separated = 3,

divorced = 4, or others = 5. For ethnicity, participants were asked to tick either Yoruba = 1,

Igbo = 2, Hausa = 3, or others = 4. For religion, participants were asked to tick either

Christianity = 1, Islam = 2, traditional = 3 or Traditional = 4.

Thriving at Work was measured by the Thriving at Work Scale. This is a 10-item scale

developed to measure participants’ capacity to flourish, progress, and develop vigorously at

their workplace3. This scale measures on a 5-point Likert-type response format ranging from 5

(Strongly Agree), 4 (Agree), 3 (Undecided), 2 (Disagree) to 1 (Strongly Disagree), summed to

provide a single score. All items are positively worded and cover both energetic/vitality and

learning domains of thriving at work. Examples of items in this scale include, “At work I find

myself learning often,” and “At work, I do not feel very energetic.” In the present study, the

internal consistency of the scale was analyzed and a Cronbach Alpha coefficient of .64 was

found.

Supervisor Support was measured by Supervisor Support Scale. This is a 6-item scale

developed to measure participants’ relational competencies of supervisors exhibited in terms

of confidence, admiration, familiarity, and a deep interest in their subordinates’ needs4. This

scale measures on a 5-point Likert-type response format ranging from 5 (Strongly Agree), 4
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(Agree), 3 (Undecided), 2 (Disagree) to 1 (Strongly Disagree), summed to provide a single

score. All items are positively worded. Examples of items in this scale include, “My supervisor

is fair and attends to my needs,” and “I feel very comfortable with my supervisor.” In the

present study, the internal consistency of the scale was analyzed and a Cronbach Alpha

coefficient of .85 was found.

Coworker Support was measured using the Coworker Support Scale. This is a 5 items scale

developed to assess coworkers’ interpersonal transfer of instrumental or emotional resources

between themselves5. This scale measures on a 5-point Likert-type response format ranging

from 5 (Strongly Agree), 4 (Agree), 3 (Undecided), 2 (Disagree) to 1 (Strongly Disagree),

summed to provide a single score. All items are positively worded. Examples of items in this

scale include, “My coworkers listen to my work-related problems,” and “I get my work done

with the help of my coworkers.” In the present study, the internal consistency of the scale was

analyzed and a Cronbach Alpha coefficient of .78 was found.

Subjective Well-being was measured using Subjective well-being (SWB). This is a 24-item

scale assessing participants' various evaluations, positive and negative, of their lives, and their

affective reactions to their experiences. This scale measures on a 5-point Likert-type response

format ranging from 5 (Strongly Agree), 4 (Agree), 3 (Undecided), 2 (Disagree) to 1 (Strongly

Disagree). All items except item 4 (I feel depressed or anxious) are positively worded.

Examples of items in this scale include, “I feel I enjoy life,” and “I feel optimistic about the

future.” In the present study, the internal consistency of the scale was analyzed and a Cronbach

Alpha coefficient of .87 was found.

3.5 Validity of the Research Instrument

The instruments used to measure study variables were standardized instruments that had been

validated by the authors of these instruments. However, these instruments were still subjected
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to confirmatory factor analysis (CFA) to test whether measures of the constructs are consistent

with the researcher's understanding of the nature of those constructs (or factors). Confirmatory

factor analysis was performed for the instruments used in the study. All the instruments had

good internal validity and correlated significantly with measures of concurrent validity. The

CFA was carried out on the whole sample to test measurement invariance across different sub-

groups. In the first step, the difference of the variance-covariance matrices was tested by

comparing relating items in the measure across the groups. In the second step, it was

demonstrated that the factors and pattern of factor loadings are not significantly different across

the samples. CFA analysis was conducted using SPSS Version 22.0.

3.6 Reliability of the Research Instrument

Internal consistency of the instruments was investigated using Cronbach’s alpha coefficients

and was calculated for the entire scales. Cronbach’s alpha coefficients calculated using the

whole sample (n = 402) revealed high levels of internal consistency for the instruments: the

‘subjective well-being’ scale (Cronbach’s alpha = .87, 24 items), the ‘thriving at work’ scale

(Cronbach’s alpha = .64, 10 items), the ‘supervisor support’ scale (Cronbach’s alpha = .85, 6

items) and for the ‘coworker support’ scale (Cronbach’s alpha = .78, 5 items).

3.7 Administration of Research Instrument and Method of Data Collection

After the approval of the title of the student by the project supervisor and the department, the

researchers visited various banks that met the research criteria with a total number of 422

structured questionnaires for administration. The researcher went to the location of the banks

to pre-inform the staff about her intention to carry out a study later. On getting to bank branches

I was directed to the head in the some of the bank that do not have human resource department,

for the bank that have human resource department I was asked to meet the HR, in some banks

I was given permission to carry out the distribution of my questionnaire, while some banks
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requested for official letter directed to the head requesting for the permission to carry out the

distribution of the questionnaire and a copy of the questionnaire attached. In some banks it took

several weeks before I received approval to administer the questionnaire.

The researcher prepared the copies of the questionnaire to administer to the selected

participants (bank employees). Permission to administer a questionnaire to their employees

was sought from their respective managements. At the point of administration of the

questionnaire, the nature and purpose of the study were explained to the employees before data

collection. The employees were duly informed that their participation is voluntary and their

rights to participate and otherwise were be respected. Participants were guaranteed

confidentiality of their responses. For clarification, the researcher explained the study purpose

to the respondents during one of her visits to each of the focused organizations. Sampled

employees are literate people (bankers), therefore translation of the instrument was not be

required.

The questionnaires given out to each participant were monitored and retrieved immediately

after attending to them. The copies of the questionnaire were administered personally with the

help of two (2) research assistants trained for the special assignment. The questionnaire which

is a self – administration is to ensure a high rate of retrieval and also enable the respondents to

ask and obtain clarification on the issues that were not clear to them or that need explanation.

The data collection span four (4) weeks period. Four hundred and two (402) questionnaires

were retrieved from the participants and well-filled which were later subjected to data analysis.

3.8 Method of Data Analysis

The data collected for the studywere analyzed using the Statistical Package for Social Sciences

(SPSS Version 22.0). The socio-demographic information of the respondents was analyzed

using descriptive statistics and the preliminary analysis was performed using zero-order
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correlation. While the hypotheses generated for the study were analyzed using other advanced

statistical tools such that hypotheses one and two were analyzed using 2X2 analysis of variance,

and hypotheses three and four were analyzed using hierarchical multiple regression analysis.
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Chapter Four

Results and Discussion of Findings

4.1 Demographic Data Analysis

The demographic variables of the participants have variables that contain ten (10) items tapping

the personal data of the participants. Age ranged between 20 and 60 (X = 35.4; SD = 7.4).

110(27.4%) were between 20 to 30 years, 216(53.7%) were between 31 to 40 years, 66(16.4%)

were between 41 to 50 years, 10(2.5%) were between 51 to 60 years. For gender, 210(52.2%)

of the participants were male, and 192(47.8%) were female. For educational qualification,

26(6.5%) of the participants were SSCE holders, 56(13.9%) of the participants were OND

holders, 225(56%) of the participants were HND/B.Sc holders, 94(23.4%) of the participants

hold postgraduate degree, and 1(2%) of the participants have only vocational experience. For

marital status, 171(42.5%) were single, 211(52.5%) were married, and 10(2.5%) were

separated, 10(2.5%) were divorced. For nationality, 389(96.8%) were from Nigeria and 13

(3.2%) were from other nation. For ethnicity, 266 (66.2%) were Yoruba, 106 (26.4%) were

Igbo, 23 (5.7%) were Hausa, and 7 (1.7%) were from other ethnic groups. For religion, 287

(71.4%) of the participants were Christian, 106 (26.4%) were Islam, 7 (1.7%) were Traditional,

and 2 (0.5%) practices other religion. For job designation, 128 (31.8%) were junior staff, 150

(37.3%) were mid-level staff, and 124 (30.8%) were senior staff.
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Table 4. 1: Descriptive statistics of respondents (n = 402)

Variables Frequency Percentage
Age of respondents (years)
20-30 110 27.4
31-40 216 53.7
41-50 66 16.4
51-60 10 2.5
Mean ± std. 35.4±7.4
Gender
Male 210 52.2
Female 192 47.8
Marital status
Single 171 42.5

Married 211 52.5
Separated 10 2.5
Divorced 10 2.5
Ethnic group
Yoruba 266 66.2
Igbo 106 26.4
Hausa 23 5.7
Others 7 1.7
Religion
Christian 287 71.4
Muslim 106 26.4
Traditional 7 1.7
Other religion 2 0.5
Highest level of education
Secondary education 26 6.5
OND 56 13.9
HND/B.Sc 225 56.0
Postgraduate 94 23.4
Vocational training 1 2.0
Job Designation
Junior Staff 128 31.8
Mid-level Staff 150 37.3
Senior Staff 124 30.8
Source: Field work, 2021
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4.2 Presentation of Data Based on Research Questions

4.2.1 Thriving at work on subjective well-being among employees in the banks in
Ibadan

Strongly
agree Agree

Neither
Agree
Nor
Disagree

Disagree Strongly
Disagree Mean

At work, I find myself learning
often 271(67.4) 114(28.4) 12(3) 3(0.7) 2(0.5) 1.39
At work, I continue to learn
more as time goes by 188(46.8) 197(49) 13(3.2) 3(0.7) 1(0.2) 1.59
At work, I see myself
continually improving 177(44) 181(45) 29(7.2) 11(2.7) 4(1) 1.72
At work, I am not learning 81(20.1) 114(28.4) 50(12.4) 120(29.9) 37(9.2) 2.8
At work, I am developing a lot
as a person 149(37.1) 194(48.3) 44(10.9) 10(2.5) 5(1.2) 1.83
At work, I feel alive and vital 143(35.6) 220(54.7) 25(6.2) 14(3.5) 1.78
At work, I have energy and
spirit 141(35.1) 212(52.7) 31(7.7) 14(3.5) 4(1) 1.83
At work, I do not feel very
energetic 87(21.6) 189(47) 38(9.5) 64(15.9) 24(6) 2.86
At work, I feel alive and awake 143(35.6) 217(54) 23(5.7) 17(4.2) 2(0.5) 1.79
At work, I am looking forward
to each new day 146(36.3) 221(55) 23(5.7) 10(2.5) 2(0.5) 1.8
Source: Field work, 2021
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Table 4.2.1 shows the descriptive statistics of thriving at work on subjective well-being among

bank employees. Result showed that majority (67.4%) of the respondents strongly agree that

they find themselves learning often. Almost 28.4% of the respondents indicated that they agree

to be learning, whereas 3% stated that they neither agree nor disagree that they were learning.

Also, majority of the respondents 96.8 agree that they continue to learn more as time goes by.

While 89 % of the respondents agree that they see themself continually improving.



100

4.2.2 Workplace support (coworker support and supervisor support) on subjective
well-being among employees in the banking in Ibadan

Strongly
agree Agree

Neither
Agree
Nor

Disagree

Disagre
e

Strongly
Disagree Mean Rank

My supervisor is fair and
attend to my needs

175(43.5) 170(42.3) 41(10.2) 11(2.7) 5(1.2) 1.76 11th

My supervisor
accommodates me

136(33.8) 204(50.7) 49(12.2) 8(2) 5(1.2) 1.86 8th

My supervisor care about
me and my family

97(24.1) 239(59.5) 46(11.4) 16(4) 4(1) 1.98 1st

My supervisor’s
expectation about my
work performance is real

125(31.1) 209(52) 50(12.4) 16(4) 2(0.5) 1.91 5th

My supervisor understands
me when family issues
affect my work

108(26.9) 218(54.2) 57(14.2) 15(3.7) 4(1) 1.98 2nd

I feel very comfortable
with my supervisor

127(31.6) 200(49.8) 50(12.4) 15(3.7) 10(2.5) 1.96 3rd

When given unrealistic
task, I can rely on my
colleagues for support at
work

156(38.8) 191(47.5) 42(10.4) 7(1.7) 6(1.5) 1.8 10th

My coworkers listens to
my work-related problems

110(27.4) 247(61.4) 36(9) 4(1) 5(1.2) 1.87 6th

I get my work done with
the help of my coworkers

104(25.9) 243(60.4) 40(10) 10(2.5) 5(1.2) 1.93 4th

My coworkers are good
listeners when I discuss
my personal problems
with them

129(32.1) 214(53.2) 49(12.2) 8(2) 2(0.5) 1.86 7th

I easily relate with my
coworkers when I have
problem at work

126(31.3) 224(55.7) 41(10.2) 10(2.5) 1(0.2) 1.85 9th

Source: Field work, 2021
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Table 4.2.2 the descriptive statistics of workplace support (coworker support and supervisor

support) on subjective well-being among employees in the banking in Ibadan. Based on the

mean values, the major factors that influence workplace support are supervisor care about me

and my family (1.98), followed by supervisor understands me when family issues affect my

work (1.98), I feel very comfortable with my supervisor (1.96), I get my work done with the

help of my coworkers (1.93); my supervisor’s expectation about my work performance is real

(1.91); my coworkers listens to my work-related problems (1.87).
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4.2.3 Thriving at work and workplace support on subjective well-being among
employees in the banking sector in Ibadan

Strongly
agree Agree

Neither
Agree
Nor

Disagree

Disagree Strongly
Disagree Mean Rank

I am happy with my
physical health

214(53.2) 165(41) 16(4) 6(1.5) 1(0.2) 1.54 19th

I am happy with the
quality of my sleep

162(40.3) 202(50.2) 25(6.2) 13(3.2) 1.72 14th

I am happy with my
ability to carry out my
daily activities

156(38.8) 222(55.2) 19(4.7) 4(1) 1(0.2) 1.69 16th

I feel depressed or
anxious

114(28.4) 160(39.8) 53(13.2) 63(15.7) 12(3) 2.25 1st

I feel I enjoy life 140(34.8) 207(51.5) 34(8.5) 17(4.2) 4(1) 1.85 6th
I feel I have purpose in
life

168(41.8) 186(46.3) 30(7.5) 14(3.5) 4(1) 1.76 10th

I feel optimistic about the
future

135(33.6) 232(57.7) 31(7.7) 3(0.7) 1(0.2) 1.76 11th

I feel in control of my
life

144(35.8) 212(52.7) 35(8.7) 10(2.5) 1(0.2) 2.21 2nd

I feel happy with myself
as a person

178(44.3) 191(47.5) 13(3.2) 15(3.7) 5(1.2) 1.85 8th

I am happy with my
looks and appearance

138(34.3) 215(53.5) 39(9.7) 6(1.5) 4(1) 1.76 12th

I feel able to live my life
the way I want

124(30.8) 240(59.7) 28(7) 10(2.5) 1.76 13th

I am confident in my
own opinions and beliefs

136(33.8) 239(59.5) 18(4.5) 7(1.7) 2(0.5) 1.64 18th

I feel able to do the
things I choose to do

108(26.9) 255(63.4) 30(7.5) 8(2) 1(0.2) 1.87 3rd

I feel able to grow and
develop as a person

121(30.1) 245(60.9) 22(5.5) 14(3.5) 1.23 24th

I am happy with myself
and my achievements

107(26.6) 254(63.2) 31(7.7) 7(1.7) 3(0.7) 1.54 20th

I am happy with personal
and family life

103(25.6) 255(63.4) 31(7.7) 10(2.5) 3(0.7) 1.72 15th

I am happy with my
friendships and personal
relationships

120(29.9) 237(59) 29(7.2) 14(3.5) 2(0.5) 1.69 17th

I am comfortable about
the way I relate and
connect with others

115(28.6) 246(61.2) 19(4.7) 16(4) 6(1.5) 1.25 22nd

I am happy with my sex
life

128(31.8) 213(53) 39(9.7) 17(4.2) 5(1.2) 1.85 7th

I am able to ask someone
for help with a problem

104(25.9) 244(60.6) 29(7.2) 22(5.5) 3(0.7) 1.87 4th
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I am happy that I have
enough money to meet
my needs

115(28.6) 212(52.7) 43(10.7) 28(7) 4(1) 1.23 23rd

I am happy with my
opportunity for
exercise/leisure

101(25.1) 231(57.5) 40(10) 26(6.5) 4(1) 1.54 21st

I am happy with access
to health services

109(27.1) 219(54.5) 33(8.2) 33(8.2) 8(2) 1.87 5th

I am happy with my
ability to work

118(29.4) 233(58) 20(5) 20(5) 11(2.7) 1.79 9th

Source: Field work, 2021
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Table 4.2.3 the descriptive statistics of subjective well-being among employees in the banking

in Ibadan. Based on the mean values, the major factors that influence subjective are feel

depressed or anxious (2.25), followed by feel in control of my life (2.21), I feel able to do the

things I choose to do (1.87), I am able to ask someone for help with a problem (1.87); I am able

to ask someone for help with a problem (1.87); I feel I enjoy life (1.85).

4.3 Presentation of Data Based on Hypotheses

This presents the results of the data statistical analysis of the hypotheses that were stated in

chapter two to either confirm or reject them. The study investigated thriving at work and

moderating effect of workplace support on subjective well-being. Five hypotheses were tested

using a t-test of independent samples and multiple regression and all the hypotheses were

accepted.

Preliminary analysis of descriptive and zero-order correlation among age, thriving, learning at

work, energetic at work, coworker support, supervisor support, and subjective well-being

among bank employees as shown in Table 4.3.1:
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Table 4.3.1: Summary of zero-order correlation among Age, Thriving, Learning at
work, Energetic at work, Coworker support, Supervisor support and subjective well-
being

SN Variables 1 2 3 4 5 6 7 ��̅ SD

1 Subjective

Well-being

- 99.6 9.5

2 Age -.045 - 35.4 7.4

3 Thriving .37** -.09 - 39.5 4.2

4 Learning .29** -.07 .09** - 20.3 2.4

5 Energetic .37** -.08 .88** .58** - 19.2 2.4

6 Coworker

Support

.34** -.06 .17** .13* .18** - 20.7 2.7

7 Supervisor

Support

.42** -.04 .28* .20** .30** .58** 24.5 3.7

Source: Field work, 2021
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
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The results in Table 4.3.1 indicated that thriving has a significant positive relationship with

subjective well-being (r (400) = .37, P < .01) this means as a worker thrives on the job,

subjective well-being increases. Learning at work has a significant positive relationship with

subjective well-being (r (400) = .29, P < .01) this means as employees learn on the job,

subjective well-being increases. Energetic at work has a significant positive relationship on

subjective well-being (r (400) = .37, P < .01). This means as employees muster more energy

on the job, subjective well-being increases. Co-worker support has a significant positive

relationship on subjective well-being (r (400) = .34, P < .01). This means that as employees

enjoy more support from their co-workers, subjective well-being increases. Lastly, supervisor

support has a significant positive relationship on subjective well-being (r (400) = .42, P < .01).

This means that as employees enjoy more support from their supervisor, subjective well-being

increases.

Hypothesis One: Employees who are energetic and who have the support of their coworkers

will score significantly higher on subjective well-being than employees who are energetic and

who do not have the support of their coworkers was analyzed using 2X2 analysis of variance

as shown in Table 4.3.2:
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Table 4.3.2: 2X2 ANOVA of main and interaction effects of energetic and coworker
support on subjective well-being among bank employees

Source Sum of Squares Df Mean Square F Sig.

Corrected Model 4852.436a 3 1617.479 19.538 .000

Intercept 674010.051 1 674010.051 8141.411 .000

Energetic 1809.300 1 1809.300 21.855 .000

Coworker 1231.809 1 1231.809 14.879 .000

Energetic * Coworker 128.440 1 128.440 1.551 .214

Error 32618.419 394 82.788

Total 829442.000 398

a. R Squared = .129 (Adjusted R Squared = .123)
Source: Field work, 2021
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From Table 4.3.2, the result of the 2X2 analysis of variance indicated that energetic thriving at

work has a significant main effect on subjective well-being, F (1,394) = 21.86, p < .01, also

coworker support has a significant main effect on subjective well-being, F (1,394) = 14.88, p

< .01. However, the result shows no significant interaction effect between energetic thriving at

work and coworker support on subjective well-being F (1,394) = 1.55, P > .05. Hence the

hypothesis is partially accepted.

Hypothesis Two: Employees who are learning and who have the support of their supervisor

will score high on the subjective well-being than employees who are learning and who do not

have the support of their supervisor was analyzed using 2X2 analysis of variance as shown in

Table 4.3.3:
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Table 4.3.3: 2X2 ANOVA of main and interaction effects of learning and supervisor
support on subjective well-being among bank employees

Source Sum of Square df Mean Square F Sig.

Intercept 762961.768 1 762961.768 10230.978 .000

Learn 2777.220 1 2777.220 37.241 .000

Supervisor 2958.491 1 2958.491 39.672 .000

Learn * Supervisor 680.475 1 680.475 9.125 .003

Error 29456.607 395 74.574

Total 830018.000 399

a. R Squared = .223 (Adjusted R Squared = .217)

Source: Field work, 2021
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From Table 4.3.3, the result of the 2X2 analysis of variance indicated that learning thriving at

work has a significant main effect on subjective well-being, F (1,395) = 37.24, p < .01, also

supervisor support has a significant main effect on subjective well-being, F (1,395) = 39.67, p

< .01. Also, the result shows a significant interaction effect between learning thriving at work

and supervisor support on subjective well-being F (1,395) = 9.13, P < .05. Hence the hypothesis

is confirmed.

4.3.4: Multiple comparison table showing significance interaction between categories of
learning thriving at work and supervisor support on subjective well-being

Variables 1 2 3 4

1. Low learning TW -

2. High learning TW -6.71 -

3. Low supervisor support 0.51 7.22 -

4. High supervisor support -6.62 0.09 -7.13 -

Table 4.3.4 shows that high learning has significance effect on subjective well-being and

also,high supervisor support has significance effect on subjective well-being. While this shows

that the subjective well-being is best attained when the employees receive support from their

supervisors and this enable them to learning quickly on the job.
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Source: Fieldwork, 2021

Figure 4.2: Showing interaction effect between learning and supervisor support on
subjective well-being

The above graph of interaction plot shows that banker employees who have high

learning and high supervisor support reported higher subjective well-being than bank

employees who have high learning and low supervisor support; low learning and high

supervisor support; low learning and low supervisor support.

Hypothesis Three:Workplace support will moderate the relationship between thriving at work

and subjective well-being was analyzed using multiple regression analysis via PROCESS

macro which analyzes direct and conditional effects of moderator in a model as shown in Table

4.3.5:
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Table 4.3.5: Regression model showing moderation effect of supervisor support on the
relationship between learning thriving at work and subjective well-being

Predictors β se t P LLCI ULCI

Learning (LTW) 7.8718 1.2891 6.1064 .0000 5.3375 10.4062

Supervisor support (SS) 8.0469 1.1956 6.7307 .0000 5.6965 10.3973

Interaction term (LTW*SS) -5.1187 1.7945 -2.8524 .0046 -8.6467 -1.5908

Model Summary: R=.46.05, R2=.2120, F(3,398)=35.6977; p<.001
LTW = learning thriving at work; SS = supervisor support
Source: Fieldwork, 2021
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The result from Table 4.3.5 showed multiple regression model using macro PROCESS to

investigate whether the association between thriving at work and subjective well-being depends

on the workplace support. After the independent variable (thriving at work) and moderating

variable (workplace support) had been categorised into high and low, and then entered into

macro PROCESS model. Results indicated that high learning thriving at work (SE = 1.289, β

= 7.872, t = 6.106, p < .001) and supervisor support (SE = 1.196, β = 8.047, t = 6.731, p < .001)

were both associated with subjective well-being. The interaction between learning thriving at

work and supervisor support was also significant (SE = 1.794, β = -5.119, t = -2.852 p < .01),

suggesting that the effect of learning thriving at work on subjective well-being depended on

the quality of supervisor support. Together, the variables accounted for approximately 21% of

the variance in subjective well-being, R2 = .21, F(3,398) = 35.698, p < .01. Hence the

hypothesis is partially accepted
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Hypothesis Four: Thriving at work and workplace support will significantly jointly and

independently predict subjective well-being was analyzed using multiple regression analysis

as shown in Table 4.3.6:
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Table 4.3.6: Summary of Multiple regression showing joint and independent prediction
of thriving at work and workplace support on subjective well-being

Predictors β T P R R2 F P

Thriving at work

Workplace support

.279

.357

6.229

7.987

<.05

<.05

.508 .258 69.348 <.05

Dependent Variable: Subjective Well-being
Source: Fieldwork, 2021
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The results in Table 4.3.6 indicated that thriving at work and workplace support have a joint

predictive influence on subjective well-being (R =.508, R2 =.258, F (2, 399) = 69.348, P <.05),

this means that thriving at work and workplace support have 25% variance observed in

subjective well-being. Also, the results in Table 4.4 indicated that thriving at work have

significant independent influence on subjective well-being (β = .279, t = 6.229, P < .05), and

workplace support have significant independent influence on subjective well-being (β = .357,

t = 7.987, P < .05). Therefore, hypothesis four is accepted.

4.3 Discussion of Findings

This session presents the discussion of the study results. The researcher made efforts to support

the results with relevant empirical evidence. This study examined thriving at work and

moderating effect of workplace support on subjective well-being among bankers in selected

local governments in Ibadan Metropolis, Oyo State Nigeria. Four (4) hypotheses were tested,

with all four (4) accepted.

Hypothesis one stated that employees who are energetic and who have the support of their

supervisors will score significantly higher on subjective well-being than employees who are

energetic and who do not have the support of their supervisors. The outcome showed that

energetic employees who enjoy high supervisor support score higher on subjective well-being

than energetic employees who enjoy low supervisor support. This further connotes that energy

on the work and supervisor support have a significant influence on subjective well-being.

Substantially, this outcome has enjoyed the support of the existing literature. The quality of the

employees-supervisor relationship determines employees’ attitude and behavior at the

workplace such that their perception of being important to the supervisors is indicated by how

he values their contributions and care about their well-being. Studies have shown that

supervisor support encourages workers to remain at their jobs because it is more difficult to
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determine what prevented undesirable workplace outcomes. 1,2. For instance, it confirmed that

to a greater extent, employees who got a high level of support from their supervisors reported

higher subjective well-being than those with a low level of support2. Further, when employees

are supported by their supervisor in terms of the necessary resources such as advice, materials,

and work incentives, there will be less perception of work or job-related risk as this relates to

renewed vigor that supportive managerial environments contribute to safe work contexts that

motivate the employees to take risks3. This is expected to be borne out of the belief that “To

whom much is given, much is expected.” Beyond the aforementioned, supports at work

communicates to the employee's meaningfulness of their job and quality of work relationships

which translates to positive feelings towards their work and workplace relationships4. This

position is supported by the self-determination theory that subordinates’ perception of

competence promotes vitality5.

A crucial factor as identified here is the ability of the supervisor to empower his subordinate.

Further, studies have indirectly established a strong linkage between energetic in the work and

subjective well-being through the relationship between trust and subjective well-being. From

another study outcome, cooperation, information sharing, and acceptance of information exist

in an employee–supervisor relationship that is characterized by trust6. This relationship, in turn,

fosters a psychologically non-threatening work atmosphere that encourages risk-taking and

divergent thinking, which ultimately contribute to the experiences of learning7,8,9. Further, trust

in the supervisor enables the employees to immerse themselves in their work and become

absorbed, leading to more energy and ultimately vitality and subjective well-being10,11. With

this understanding and literature evidence, being energetic and concurrently enjoying

supervisor support are justified to influence subjective well-being.

Hypothesis two stated that employees who are learning and who have the support of their

coworkers will score higher on the subjective well-being than employees who are learning and
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who do not have the support of their coworkers. Present findings revealed that employees who

are learning and have high coworker support score higher on subjective well-being than

employees who are learning and have low coworker support. This further connotes that a

condition of learning coupled with co-worker support influences and leads to subjective well-

being. There is appreciable support for this outcome in the literature. For instance, the

relationship between coworker support and subjective well-being among organizational

workers was studied12. It was discovered that there exists a significant and positive relationship

between coworker support and subjective well-being. To further substantiate the earlier finding,

other studies have found that a psychologically non-threatening environment as occasioned by

a supportive co-worker atmosphere has been found to encourage risk-taking and divergent

thinking, which further reinforce exploratory learning8,9. Beyond that, supportive coworker

relationships facilitate and serve as an enabling structure and encouraging condition for

acquiring new knowledge and skills at work13. In essence, supportive coworkers situation

institutionalize a help mechanism that employees can lean on to cope in times of adversity,

which will foster personal growth and development14. To further advance support for the

present outcome, it can be argued that trust among the co-workers will motivate employees to

further give all it takes to their work and feel energized by it making the interplay between co-

worker support and learning a significant prerequisite of subjective well-being10,11,15. Therefore,

it is more justified by the present study outcome and findings in the extant studies that so-

worker support and learning will translate to subjective well-being.

Hypothesis three stated that workplace support will moderate the relationship between thriving

at work and subjective well-being. Present findings revealed that learning thriving was

associated with subjective well-being. The interaction between supervisor support and learning

thriving at work on subjective well-being was significant, suggesting that the influence of

learning thriving at work on subjective well-being is a function of supervisor support. This
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further means that the occurrence of workplace support improve the impact of thriving at work

on subjective well-being. The outcome base on the present hypothesis revealed that workplace

support enhance the relationship between thriving at work and subjective well-being although

to a slight extent. The reason for this may stem from the fact that support is more justified in a

helpless condition. In essence, if an employee thrives better in a work condition they may have

been able to acquire other psychological resources such as assertiveness, self-esteem, and self-

efficacy, which may not constitute any further need for support. Similarly, a study investigated

the moderating role of workplace support in the relationship between thriving at work and life

satisfaction, which is a domain of subjective well-being16. It was discovered that workplace

support significantly moderated the relationship between thriving at work and life satisfaction17.

Hypothesis four stated that thriving at work and workplace support will significantly jointly

and independently predict subjective well-being. Present findings revealed that thriving at work

and workplace support have a joint predictive influence on subjective well-being. Further,

thriving at work has a significant independent influence on subjective well-being. Similarly,

workplace support has a significant independent influence on subjective well-being. Extant

studies have lent support to these outcomes that marked the novel nature of the present study.

It was found that incremental predictive ability to thrive at work over and above certain work

common outcomes among which are subjective well-being, and burnout such that thriving

explains more of the total variance explained in subjective well-being, and burnout. The earlier

study was in line with the position of another related study that thriving is made up of a feeling

of vitality and the belief that one is learning, developing, and making progress toward self-

actualization 18 . To further lend support to the present study outcome, it was found that

employees with greater perceived social and network support from coworkers had higher levels

of job satisfaction and morale and lower appraised work stress19. Also, another study found

perceived organizational support as a significant predictor of well-being20. The combination of
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thriving at work and workplace support is expected to have a multiplier predictive influence on

subjective well-being.

Preliminary analysis show significant positive correlation between age, thriving, learning at

work, energetic, coworker support, supervisor support, and subjective well-being. Present

findings revealed that thriving, learning, energetic at the work, co-worker support, and

supervisor support respectively have a significant positive relationship with subjective well-

being. This connotes that the more employee scores higher on the measures of these

independent variables the more they experience better well-being. This outcome has been

supported by past studies. Also, it was found that being energetic at the work connects to both

physical and mental states. A feeling of vitality that employees enjoy shows that they are less

likely to consider worry and more probable to be mentally healthy21,22. This state renders

employees to be more resilient to physical adversity and illness, because the state confers the

resource that delivers employees with the strength essential to essentially deal with the

challenges of their job, causing positive health outcomes such as reduced burnout23,24,25. Other

studies have also discovered that thriving at work is positively connected to subjective well-

being26,27. Further, literature has shown that the more employee acquires learning the better

their well-being improves. For instance, showed that employees who discover at work attain

the knowledge to deal with work requirements, obstructing emotive exhaustion28. A state that

is coupled with a feeling of energetic that counteract the development of burnout29. Other

studies have confirmed this from another direction. For instance, thriving at work was revealed

to relate negatively to burnout, a construct that negatively correlates with sound health and

well-being30,31. Further, literature revealed that a rise in age is consistent with subjective well-

being32. Specifically, ages ranging from 39 to 68 were noted to have a sharp growth in a

measure of subjective well-being. Similarly, the cognitive aspect, or life satisfaction domain of

SWB is not significantly correlated with age33. Hence, these outcomes advance the awareness
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of why subjective well-being is connected with age. Lastly, social support at the workplace has

been found to contribute directly to subjective well-being34. Further, literature has shown that

the more employee acquires learning the better their well-being improves. A state that is

coupled with a feeling of energetic that counteract the development of burnout30. Other studies

have confirmed this from another direction. For instance, thriving at work was revealed to

relate negatively to burnout, a construct that negatively correlates with sound health and well-

being3,30.

Further, literature revealed that a rise in age is consistent with subjective well-being32.

Specifically, ages ranging from 39 to 68 were noted to have a sharp growth in a measure of

subjective well-being. Similarly, the cognitive aspect, or life satisfaction domain of SWB is

positively correlated with age34. Hence, these outcomes advance the awareness of why

subjective well-being is connected with age. Lastly, social support at the workplace has been

found to contribute directly to subjective well-being34.
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Chapter Five

Conclusion

5.1 Summary of Findings

Hypothesis one stated that employees who are energetic and who have the support of their

coworkers will score significantly higher on subjective well-being than employees who are

energetic and who do not have the support of their coworkers. The outcome showed that

energetic employees who enjoy high coworker support score higher on subjective well-being

than energetic employees who enjoy low supervisor support. This further connotes that

energetic at work and supervisor support have a significant influence on subjective well-being.

Hypotheses two stated that employees who are learning and who have the support of their

supervisors will score higher on the subjective well-being than employees who are learning

and who do not have the support of their supervisors. Present findings revealed that employees

who are learning and have high supervisor support score higher on subjective well-being than

employees who are learning and have low supervisor support. This further connotes that a

condition of learning coupled with co-worker support influences and leads to subjective well-

being.

Hypothesis three stated that workplace support will moderate the relationship between thriving

at work and subjective well-being. Present findings revealed that thriving was associated with

subjective well-being. The interaction between workplace support and thriving at work on

subjective well-being was significant, suggesting that the effect of thriving at work on

subjective well-being is depended on the level of workplace support. This further means that

the occurrence of workplace support moderate the impact of thriving at work on subjective

well-being. From the earlier discussion, these constructs respectively impacted subjective well-

being. However, the outcome base on the present hypothesis revealed that workplace support

is a moderator to a slight extent.
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Hypothesis four stated that thriving at work and workplace support will significantly jointly

and independently predict subjective well-being. Present findings revealed that thriving at work

and workplace support have a joint predictive influence on subjective well-being. Further,

thriving at work has a significant independent influence on subjective well-being. Similarly,

workplace support has a significant independent influence on subjective well-being. Extant

studies have lent support to these outcomes that marked the novel nature of the present study.

It was found that incremental predictive ability to thrive at work over and above certain work

common outcomes among which are subjective well-being, and burnout such that thriving

explains more of the total variance explained in subjective well-being, and burnout.

5.2 Conclusion

The following conclusion was made based on the outcome of the present study:

Being energetic on the work and supported by coworker influences did not brings about

increases in subjective well-being. Learning and supportive supervisor relationship influences

and bring about increases in subjective well-being. Workplace support moderate the influence

of thriving at work on subjective well-being.

Thriving at work and workplace support combined to influence and predict subjective well-

being. Thriving at work individually influences and predict subjective well-being.

Workplace support individually influences and predicts subjective well-being.

Thriving at work, learning at work, being energetic, co-worker support, and supervisor support

are respectively related to subjective well-being.

5.3. Recommendations

The following are recommendations based on the conclusion of the study:

1. There should be a holistic assessment of employee motivating factors as a possible area for

interventions to improve well-being. This entails that the human resources should pay a
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critical assessment to the unique needs of each employee when it comes to evaluation and

assessment.

2. Employee support programs should be tailored towards the unique needs of the employees

to achieve the desired effectiveness and healthy workforce.

3. Work-based learning such as exchange programs between the organization and similar or

related organizations should be deployed more compared to conventional institutional-

academic learning in keeping with the workplace effective approach.

4. Top-level managers should be trained on leadership techniques that will foster the quality

supervisor-subordinate relationship.

5. There should be timely training for employees on developing the culture of cooperativeness

and team spirit to assist the projection of coworker support where appropriate.

5.4 Contribution to Knowledge

The study adds to the literature on thriving at work in some ways. It contributes to extant studies

on workplace support and thriving at work by integrating workplace support in the research

work. It will also improve the limited knowledge relating to thriving at work and other variables

included in this study and also add to the body of knowledge in the local literature. The study

will increase the literature involving workplace support and life satisfaction by making use of

subjective well-being, and thriving at work as a moderator to check the impact of workplace

support on subjective well-being. Thriving at work and subjective well-being do have their

differences concerning constructs. Thriving at work centered on how employees how

individuals get to increase their skills and potential while subjective well-being shows how

satisfied one is. In addition, the research stipulates thriving at work forsee positive outcomes

in workplaces which include, job satisfaction, and work commitment. This study as well

pointed out the relationship that existed between workplace support and subjective well-being
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when thriving at work was introduced. This study will give accurate insights into workers in

specific organizations.

Implication of the Study

Over time, workplace support and thriving on the work may have been given equal attention

in the workplace considering the incentive-like nature they both assume. However, the results

of the current study indicate that workplace support may not always be beneficial or translate

to positive health outcomes, most especially under a condition in which employee(s) is/are

personally thriving on the job; otherwise, the outcome may be counterproductive to the health

and well-being of the employee(s). To further advance and buttress this argument, the study

outcome revealed that thriving may as well not be of importance in a situation whereby an

employee requires more support most especially from the organization and co-workers. This is

based on the finding that workplace support reduces the impact of thriving on subjective well-

being. This observation and inference highlight the significance and role motivation play when

it comes to accessing and fulfilling the needs of the employees in the organization.

By and large, the influencing and predictor variables are of high importance in their respect.

However, the present study outcome points attention more to the fact that the subjective well-

being of the employees within the organization can better be influenced positively through

accurately mapping out the factors that motivate the employee. In this regard, if the

aforementioned is considered, implementing employee support programs such as peer-based

assistance programs or employee support foundations will be better optimized for effectiveness

as the provisions will meet the needs and in essence translate to a healthy workforce. When the

workforce feels or perceives that their needs are met the chances are high that they will “give

back” by providing emotional and financial support to fellow employees in need.
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Finally, divergent interest may connote divergent need for learning which is not accounted for

by the present study. Studies have suggested that different forms of learning in the workplace

can have a positive impact on well-being.

5.5. Suggested Area of Further Research

Despite several contributions, the present study's limitations highlight important directions for

future research.

1. Future studies of subjective well-being should factor into the analysis of different

domains of subjective well-being to further highlight the potential areas of significance.

In essence, the factor structure of the subjective well-being of the employees should be

further examined.

2. Future studies should include more objective measures of data collection, such as

dyadic ratings of peer or supervisor of work outcomes as a means of cross-validation

of responses, draw generalizable conclusions about causality, and reduce the biases of

the self-reporting method.

3. An extended study of this kind encompassing various other financial institutions such

as credit companies, insurance, etc. can be taken up to understand the dynamics of

predictor variables and generate more reliable data.
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Appendix I

Inform Consent Form

Dear Respondent,

My name is Mistura Oluwaseun AKINOLA a Postgraduate student of the Department

ofPsychology, Faculty of Social Sciences and Management, Lead City University, Ibadan,

Nigeria. I am currently carrying out a study on “Thriving at Work and Moderating Effect

of Workplace Support on Subjective Well-being among Bankers in Ibadan Metropolis”.

The research is for academic purpose. Please note that your names and address are not required.

Your participant in the study is entirely voluntary. Be assured that information provided in this

questionnaire willnot be disclosed to a third party. You are free to ask any question relating to

this study where it is not clear. Please try to give honest responses as much as possible. You

are required to fill all information correctly. Your responses will form part of the research work

and the information provided by you shall be held in strict confidence.

Thanks for your honesty and cooperation.

Instruction: Tick (√) as appropriate.

Do I have your permission to proceed? Yes ( ) No ( )

Respondent’s Signature ……………….. Date ………………..
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Appendix II

Questionnaire on Thriving at Work and Moderating Effect of Workplace Support on

Subjective Well-being among Bankers in Ibadan Metropolis

Instructions: Please tick (√) your choice and fill in the answer in spaces provided.

SECTION A: Demographic Information of Respondents

1. Gender: Male ( ) Female ( )

2. Age:

3. Educational Qualification: S.S.S.C.E ( ) OND ( ) HND/B.Sc.( ) Postgraduate ( )

4. Marital Status: Single ( ) Married ( ) Separated ( ) Divorced ( ) Never married ( )

5. Ethnic Group: Yoruba Igbo Hausa Others

6. Religion: Christianity Islam Traditional Others

7. Designation: Junior Staff ( ) Mid level ( ) Senior staff

8. Nationality: Nigerian ( ) Others ( )

9. Number of Years on the Current Job: 0-5 years ( ) 6-10 years ( ) 11 years and above ( )

8. Annual Income:

i. N850,000- N1,000, 000 ( )

ii. N1,000, 000-N2, 000, 000 ( )

iii. N2, 000, 001-N3, 000, 000 ( )

iv. N3, 000, 000 - N4, 000,000( )

Section B: Please indicate the degree to which you agree or disagree with the following as they apply to you
by ticking one of the stated options.
SA –Strongly Agree, A = Agree, D = Disagree, SD= Strongly Disagreed
SN Items (At work, I) SA A D SD
1 find myself learning often
2 continue to learn more as time goes by
3 see myself continually improving
4 am not learning
5 am developing a lot as a person
6 feel alive and vital
7 have energy and spirit
8 do not feel very energetic
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9 feel alive and awake
10 am looking forward to each new day

Section C: Please indicate the degree to which you agree or disagree with the following as they apply to you
by ticking one of the stated options.
SA –Strongly Agree, A = Agree, D = Disagree, SD= Strongly Disagreed
S/N Items SA A D SD
1. My supervisor is fair and attend to my needs
2. My supervisor accommodates me
3. My supervisor care about me and my family
4. My supervisor’s expectation about my work

performance is real
5. My supervisor understands me when family issues

affect my work
6. I feel very comfortable with my supervisor

Section D: Please indicate the degree to which you agree or disagree with the following as they apply to you
by ticking one of the stated options.
SA –Strongly Agree, A = Agree, D = Disagree, SD= Strongly Disagreed
S/N SA A D SD
1 When given unrealistic task, I can rely on my

colleagues for support at work
2 My coworkers listens to my work-related problems
3 I get my work done with the help of my coworkers
4 My coworkers are good listeners when I discuss my

personal problems with them
5 I easily relate with my coworkers when I have problem

at work

Section E: Please indicate the degree to which you agree or disagree with the following as they apply to you
by ticking one of the stated options.
SA –Strongly Agree, A = Agree, D = Disagree, SD= Strongly Disagreed
S/N Items (I) SA A D SD
1 am happy with my physical health
2 am happy with the quality of my sleep
3 am happy with my ability to carry out my daily

activities
4 feel depressed or anxious
5 feel I enjoy life
6 feel I have purpose in life
7 feel optimistic about the future
8 feel in control of my life
9 feel happy with myself as a person
10 am happy with my looks and appearance
11 feel able to live my life the way I want
12 am confident in my own opinions and beliefs
13 feel able to do the things I choose to do
14 feel able to grow and develop as a person
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15 am happy with myself and my achievements
16 am happy with personal and family life
17 am happy with my friendships and personal

relationships
18 am comfortable about the way I relate and connect

with others
19 am happy with my sex life
20 am able to ask someone for help with a problem
21 am happy that I have enough money to meet my needs
22 am happy with my opportunity for exercise/leisure
23 am happy with access to health services
24 am happy with my ability to work
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Appendix III

Result Output

Frequency Tables

Gender

Frequency Percent Valid Percent

Cumulative

Percent

Valid Male 210 52.2 52.2 52.2

Female 192 47.8 47.8 100.0

Total 402 100.0 100.0

Age_New

Frequency Percent Valid Percent

Cumulative

Percent

Valid 20 - 25 4 1.0 6.7 6.7

26 - 30 16 4.0 26.7 33.3

31 - 35 27 6.7 45.0 78.3

36 and Above 13 3.2 21.7 100.0

Total 60 14.9 100.0

Missing System 342 85.1

Total 402 100.0
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Edu_Qual

Frequency Percent Valid Percent

Cumulative

Percent

Valid SSCE 26 6.5 6.5 6.5

OND 56 13.9 14.0 20.5

HND/BSc 223 55.5 55.8 76.3

Postgraduate 94 23.4 23.5 99.8

Vocational 1 .2 .3 100.0

Total 400 99.5 100.0

Missing System 2 .5

Total 402 100.0

Marital_Status

Frequency Percent Valid Percent

Cumulative

Percent

Valid Single 171 42.5 42.6 42.6

Married 210 52.2 52.4 95.0

Separated 10 2.5 2.5 97.5

Divorced 10 2.5 2.5 100.0

Total 401 99.8 100.0

Missing System 1 .2

Total 402 100.0
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Ethnic_Grp

Frequency Percent Valid Percent

Cumulative

Percent

Valid Yoruba 266 66.2 66.2 66.2

Igbo 106 26.4 26.4 92.5

Hausa 23 5.7 5.7 98.3

Others 7 1.7 1.7 100.0

Total 402 100.0 100.0

Religion

Frequency Percent Valid Percent

Cumulative

Percent

Valid Christian 287 71.4 71.4 71.4

Islam 106 26.4 26.4 97.8

Traditional 7 1.7 1.7 99.5

Others 2 .5 .5 100.0

Total 402 100.0 100.0

Designation

Frequency Percent Valid Percent

Cumulative

Percent

Valid Junior Staff 126 31.3 36.8 36.8

Mid Level 146 36.3 42.7 79.5

Senior Staff 70 17.4 20.5 100.0

Total 342 85.1 100.0

Missing System 60 14.9

Total 402 100.0
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Nationality

Frequency Percent Valid Percent

Cumulative

Percent

Valid Nigeria 392 97.5 97.5 97.5

Others 10 2.5 2.5 100.0

Total 402 100.0 100.0

No_of_Yrs_Curr_Job

Frequency Percent Valid Percent

Cumulative

Percent

Valid 0-5 Years 125 31.1 31.1 31.1

6-10 Years 163 40.5 40.5 71.6

11 Years & Above 114 28.4 28.4 100.0

Total 402 100.0 100.0

Annual_Income

Frequency Percent Valid Percent

Cumulative

Percent

Valid N850,000 - N1,000,000 118 29.4 29.4 29.4

N1,000,001 - N2,000,000 134 33.3 33.3 62.7

N2,000,001 - N3,000,000 83 20.6 20.6 83.3

N3,000,001 - N4,000,000 67 16.7 16.7 100.0

Total 402 100.0 100.0

Descriptives

Descriptive Statistics

N Minimum Maximum Mean Std. Deviation

Age 342 20 60 35.46 8.012

Valid N (listwise) 342
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Cronbach's

Alpha N of Items

.708 10

Reliability

Scale: Thriving at Work

Case Processing Summary

N %

Cases Valid 398 99.0

Excludeda 4 1.0

Total 402 100.0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics

Item Statistics

Mean Std. Deviation N

b1 1.39 .636 398

b2 1.59 .619 398

b3 1.75 .948 398

b4 2.79 1.316 398

b5 1.82 .818 398

b6 1.77 .716 398

b7 1.83 .795 398

b8 2.37 1.163 398

b9 1.80 .770 398

b10 1.76 .715 398
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Item-Total Statistics

Scale Mean if

Item Deleted

Scale Variance

if Item Deleted

Corrected Item-

Total Correlation

Cronbach's

Alpha if Item

Deleted

b1 17.49 18.397 .442 .679

b2 17.29 18.654 .407 .684

b3 17.13 18.010 .286 .701

b4 16.09 17.332 .196 .738

b5 17.06 17.244 .486 .667

b6 17.11 17.663 .504 .668

b7 17.06 17.488 .465 .671

b8 16.51 17.429 .250 .716

b9 17.08 17.283 .521 .663

b10 17.12 17.892 .465 .674

Reliability

Scale: Supervisor Support_ Workplace Support

Case Processing Summary

N %

Cases Valid 397 98.8

Excludeda 5 1.2

Total 402 100.0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics

Cronbach's

Alpha N of Items

.852 6
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Item Statistics

Mean Std. Deviation N

c1 1.76 .836 397

c2 1.87 .798 397

c3 1.99 .780 397

c4 1.91 .800 397

c5 1.98 .812 397

c6 1.97 .903 397

Item-Total Statistics

Scale Mean if

Item Deleted

Scale Variance

if Item Deleted

Corrected Item-

Total Correlation

Cronbach's

Alpha if Item

Deleted

c1 9.71 9.951 .630 .828

c2 9.60 9.979 .666 .821

c3 9.48 10.048 .670 .821

c4 9.56 10.268 .597 .834

c5 9.49 9.917 .664 .822

c6 9.50 9.781 .598 .836

Reliability

Scale: Co-worker Support_ Workplace Support
Case Processing Summary

N %

Cases Valid 398 99.0

Excludeda 4 1.0

Total 402 100.0
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Cronbach's

Alpha N of Items

.606 5

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics

Item Statistics

Mean Std. Deviation N

d1 1.79 .814 398

d2 1.97 1.592 398

d3 1.93 .756 398

d4 1.89 .869 398

d5 1.85 .717 398

Item-Total Statistics

Scale Mean if

Item Deleted

Scale Variance

if Item Deleted

Corrected Item-

Total Correlation

Cronbach's

Alpha if Item

Deleted

d1 7.64 7.224 .432 .525

d2 7.46 5.166 .287 .687

d3 7.51 7.011 .548 .484

d4 7.55 7.100 .415 .529

d5 7.58 7.871 .346 .567
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Reliability

Scale: Subjective Well-being

Case Processing Summary

N %

Cases Valid 399 99.3

Excludeda 3 .7

Total 402 100.0

a. Listwise deletion based on all variables in the

procedure.

Reliability Statistics

Cronbach's

Alpha N of Items

.848 24
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Item Statistics

Mean Std. Deviation N

e1 1.54 .671 399

e2 1.72 .720 399

e3 1.68 .631 399

e4 2.25 1.120 399

e5 1.85 .819 399

e6 1.75 .813 399

e7 1.76 .640 399

e8 1.78 .723 399

e9 1.75 1.337 399

e10 1.81 .746 399

e11 1.81 .667 399

e12 1.76 .664 399

e13 1.85 .652 399

e14 1.87 1.262 399

e15 1.86 .681 399

e16 1.89 .700 399

e17 1.86 .734 399

e18 1.89 .786 399

e19 1.90 .833 399

e20 2.00 1.316 399

e21 1.99 .875 399

e22 2.01 .840 399

e23 2.04 .932 399

e24 1.94 .890 399



168

Item-Total Statistics

Scale Mean if

Item Deleted

Scale Variance

if Item Deleted

Corrected Item-

Total Correlation

Cronbach's

Alpha if Item

Deleted

e1 43.02 89.269 .432 .842

e2 42.84 88.991 .419 .842

e3 42.88 91.093 .308 .846

e4 42.31 89.927 .189 .853

e5 42.71 87.759 .441 .841

e6 42.81 88.044 .426 .842

e7 42.80 90.231 .375 .844

e8 42.78 88.169 .479 .841

e9 42.81 85.124 .336 .849

e10 42.75 88.279 .454 .841

e11 42.75 89.350 .429 .842

e12 42.80 89.119 .450 .842

e13 42.71 89.553 .423 .843

e14 42.68 87.820 .245 .853

e15 42.69 89.675 .392 .843

e16 42.67 88.121 .501 .840

e17 42.70 87.115 .551 .838

e18 42.67 86.834 .529 .839

e19 42.66 86.788 .497 .839

e20 42.56 85.629 .322 .849

e21 42.57 87.045 .452 .841

e22 42.55 86.253 .528 .838

e23 42.52 84.622 .566 .836

e24 42.62 87.316 .426 .842



169

Univariate Analysis of Variance
[DataSet1] C:\Users\USER\Desktop\LCU DATA\Thriving at work and workplace Support on Subjective
Well-bieng.sav

Warnings

Post hoc tests are not performed for Energetic TW because there

are fewer than three groups.

Post hoc tests are not performed for Coworker because there are

fewer than three groups.

Between-Subjects Factors

Value Label N

Energetic TW 1.00 Low 188

2.00 High 210

Coworker 1.00 Low 212

2.00 High 186

Descriptive Statistics

Dependent Variable: Subjective_well-being

Energetic TW Coworker Mean Std. Deviation N

Low Low 40.8074 9.44544 135

High 43.3774 10.44625 53

Total 41.5319 9.77851 188

High Low 44.1818 8.56512 77

High 49.2030 8.44479 133

Total 47.3619 8.80911 210

Total Low 42.0330 9.25898 212

High 47.5430 9.40792 186

Total 44.6080 9.71520 398
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Tests of Between-Subjects Effects

Dependent Variable: Subjective_well-being

Source

Type III Sum of

Squares df Mean Square F Sig.

Corrected Model 4852.436a 3 1617.479 19.538 .000

Intercept 674010.051 1 674010.051 8141.411 .000

Energ 1809.300 1 1809.300 21.855 .000

Coworker 1231.809 1 1231.809 14.879 .000

Energ * Coworker 128.440 1 128.440 1.551 .214

Error 32618.419 394 82.788

Total 829442.000 398

Corrected Total 37470.854 397

a. R Squared = .129 (Adjusted R Squared = .123)

Profile Plots
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Univariate Analysis of Variance

Warnings

Post hoc tests are not performed for Supervisor because there are

fewer than three groups.

Between-Subjects Factors

Value Label N

Learning TW 1.00 Low 220

2.00 High 179

Supervisor 1.00 Low 202

2.00 High 197

Descriptive Statistics

Dependent Variable: Subjective_well-being

Learning TW Supervisor Mean Std. Deviation N

Low Low 38.2910 6.98852 134

High 46.6163 10.59430 86

Total 41.5455 9.47637 220

High Low 46.4412 7.58117 68

High 49.3694 9.32731 111

Total 48.2570 8.79932 179

Total Low 41.0347 8.14751 202

High 48.1675 9.96869 197

Total 44.5564 9.75768 399
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Tests of Between-Subjects Effects

Dependent Variable: Subjective_well-being

Source

Type III Sum of

Squares df Mean Square F Sig.

Corrected Model 8437.874a 3 2812.625 37.716 .000

Intercept 762961.768 1 762961.768 10230.978 .000

Learn 2777.220 1 2777.220 37.241 .000

Supervisor 2958.491 1 2958.491 39.672 .000

Learn * Supervisor 680.475 1 680.475 9.125 .003

Error 29456.607 395 74.574

Total 830018.000 399

Corrected Total 37894.481 398

a. R Squared = .223 (Adjusted R Squared = .217)

Profile Plots
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Matrix
RunMATRIX procedure:

************** PROCESS Procedure for SPSS Version 3.2.02 *****************

Written by Andrew F. Hayes, Ph.D. www.afhayes.com

Documentation available in Hayes (2018). www.guilford.com/p/hayes3

**************************************************************************

Model : 1

Y : SWB

X : Learn

W : Supervis

Sample

Size: 402

Coding of categorical X variable for analysis:

Learn X1

1.000 .000

2.000 1.000

Coding of categorical W variable for analysis:

Supervis W1

1.000 .000

2.000 1.000

**************************************************************************

OUTCOME VARIABLE:

SWB

Model Summary

R R-sq MSE F df1 df2 p

.4605 .2120 75.5190

Model

35.6977 3.0000 398.0000 .0000

coeff se t p LLCI ULCI

constant 38.5693 .7425 51.9487 .0000 37.1097 40.0290

X1 7.8718 1.2891 6.1064 .0000 5.3375 10.4062

http://www.afhayes.com/
http://www.guilford.com/p/hayes3
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W1 8.0469 1.1956 6.7307 .0000 5.6965 10.3973

Int_1 -5.1187 1.7945 -2.8524 .0046 -8.6467 -1.5908

Product terms key:

Int_1 : X1 x W1

Covariance matrix of regression parameter estimates:

constant X1 W1 Int_1

constant .5512 -.5512 -.5512 .5512

X1 -.5512 1.6618 .5512 -1.6618

W1 -.5512 .5512 1.4294 -1.4294

Int_1 .5512 -1.6618 -1.4294 3.2203

Test(s) of highest order unconditional interaction(s):

R2-chng F df1 df2 p

X*W .0161 8.1364 1.0000 398.0000 .0046

Focal predict: Learn (X)

Mod var: Supervis (W)

Conditional effects of the focal predictor at values of the moderator(s):

Supervis Effect se t p LLCI ULCI

1.0000 2.7531 1.2484 2.2053 .0280 .2988 5.2074

2.0000 -2.3657 2.8099 -.8419 .4004 -7.8898 3.1585

Data for visualizing the conditional effect of the focal predictor:

Paste text below into a SPSS syntax window and execute to produce plot.

DATA LIST FREE/

Learn Supervis SWB .

BEGIN DATA.

1.0000 1.0000 46.4412

2.0000 1.0000 54.3130

1.0000 2.0000 49.3694

2.0000 2.0000 52.1225
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END DATA.

GRAPH/SCATTERPLOT=

Learn WITH SWB BY Supervis .

*********************** ANALYSIS NOTES AND ERRORS ************************

Level of confidence for all confidence intervals in output:

95.0000

NOTE: Variables names longer than eight characters can produce incorrect output.

Shorter variable names are recommended.

------ END MATRIX -----

Matrix
RunMATRIX procedure:

************** PROCESS Procedure for SPSS Version 3.2.02 *****************

Written by Andrew F. Hayes, Ph.D. www.afhayes.com

Documentation available in Hayes (2018). www.guilford.com/p/hayes3

**************************************************************************

Model : 1

Y : SWB

X : Learn

W : Coworker

Sample

Size: 402

Coding of categorical X variable for analysis:

Learn X1

1.000 .000

2.000 1.000

Coding of categorical W variable for analysis:

Coworker W1

1.000 .000

2.000 1.000

http://www.afhayes.com/
http://www.guilford.com/p/hayes3
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**************************************************************************

OUTCOME VARIABLE:

SWB

Model Summary

R R-sq MSE F df1 df2 p

.4052 .1642 80.1074

Model

26.0541 3.0000 398.0000 .0000

coeff se t p LLCI ULCI

constant 39.4928 .7619 51.8347 .0000 37.9949 40.9906

X1 7.4423 1.2731 5.8457 .0000 4.9394 9.9452

W1 5.7190 1.2341 4.6343 .0000 3.2929 8.1451

Int_1 -3.3992 1.8299 -1.8575 .0640 -6.9967 .1984

Product terms key:

Int_1 : X1 x W1

Covariance matrix of regression parameter estimates:

constant X1 W1 Int_1

constant .5805 -.5805 -.5805 .5805

X1 -.5805 1.6208 .5805 -1.6208

W1 -.5805 .5805 1.5229 -1.5229

Int_1 .5805 -1.6208 -1.5229 3.3486

Test(s) of highest order unconditional interaction(s):

R2-chng F df1 df2 p

X*W .0072 3.4505 1.0000 398.0000 .0640

Focal predict: Learn (X)

Mod var: Coworker (W)

Conditional effects of the focal predictor at values of the moderator(s):

Coworker Effect se t p LLCI ULCI

1.0000 4.0431 1.3145 3.0759 .0022 1.4590 6.6273

2.0000 .6440 2.9210 .2205 .8256 -5.0985 6.3864
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Data for visualizing the conditional effect of the focal predictor:

Paste text below into a SPSS syntax window and execute to produce plot.

DATA LIST FREE/

Learn Coworker SWB .

BEGIN DATA.

1.0000 1.0000 46.9351

2.0000 1.0000 54.3774

1.0000 2.0000 49.2549

2.0000 2.0000 53.2980

END DATA.

GRAPH/SCATTERPLOT=

Learn WITH SWB BY Coworker .

*********************** ANALYSIS NOTES AND ERRORS ************************

Level of confidence for all confidence intervals in output:

95.0000

------ END MATRIX -----
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