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Abstract

:

The purposes of this study were to develop and validate an instrument to measure the thriving at work concept for vitality and learning dimensions in Thailand. Twelve items were selected to assess the thriving at work instrument developed from published research, concepts and theory. The instrument was applied as a cross-sectional study and data were collected as establishing factors to confirm and ascertain construct validity. Reliability was tested by measuring internal consistency. The instrument showed excellent reliability at 0.950. Two factors, vitality and learning, were identified from confirmatory factor analysis. The thriving at work questionnaire is a new instrument in Thailand that comprehensively explores relevant dimensions to increase employees’ understanding of vitality and learning.






Keywords:


thriving at work; vitality; learning; thriving at work questionnaire












1. Introduction


1.1. Why is Thriving at Work An Issue?


Thriving at work (TAW) is an issue that now receives more attention concerning people’s positive psychology—Jiang et al. [1]. The social concept of TAW was first proposed by Spreitzer et al. [2] in 2005. TAW is an important factor for assessing life quality and plays a significant role in an employee’s work and occupation [3]. Thriving at work presents as different individual aspects and relates to a person’s psychological state, manifesting as being energised and alive which are aspects of vitality and sense of learning [4].



Spreitzer, Sutcliffe, Dutton, Sonenshein and Grant [2] developed a prototype theory of TAW which explained particular characteristics of people (e.g., knowledge and positive affective), interaction (e.g., support and trust), contextual features (e.g., freedom to work in a convivial atmosphere) and agentic work behaviour (e.g., task orientation). Thriving at work transfers positive results for employees that do not occur from reducing or eliminating forces and cannot occur automatically. Rather, thriving at work is formed through personal preference and the relationship between an individual and a particular context. This contrasts with classical concepts of psychology, emphasising preceding hardship [5]; however, Spreitzer, Sutcliffe, Dutton, Sonenshein and Grant [2] argued that TAW can occur with or without hardship (p. 538).



Since Spreitzer, Sutcliffe, Dutton, Sonenshein and Grant [2] proposed the concept of thriving at work, this concept has drawn a lot of attention from western researchers and educators through many academic and research papers. According to western educators, thriving at work is defined as particular characteristics of people in relation to their targets, colleagues, and related environmental contexts with positive feelings [6,7,8,9]. In other words, thriving at work is perceived as a positive psychological status which includes employees’ experience in learning and liveliness [10,11,12].



However, in Thailand, scant attention has been paid to the concept of TAW with no published studies in ThaiLIS—Thai Library Integrated System and Thai Journal Online: ThaiJo. ThaiLIS and ThaiJo are resources of academic journals covering all fields of study in Thailand, supported by the Thailand Research Fund (TRF). ‘Thriving at work’ was used as a keyword to search for retrievals from these two resources and examine the available body of knowledge in terms of interested people as the starting point of this study. No articles concerning the concept of TAW were found. When the same keyword was used to search from Google, only one book published on TAW was found as a version translated from English to Thai in 2014 by a Thai educator from the original book entitled Shine: How to Survive and Thrive at Work by Baréz-Brown [13]. These findings show an extremely limited body of knowledge concerning TAW publications in Thailand. The researcher searched the keyword “Thriving” in Google and found only one paper of Luecha and Yoongtomg [14] studying about happiness at work with the consideration that thriving is people’s feeling concerning happiness at work and it is regarded as one component of employees’ happiness at work. In addition, the researcher interviewed experts in human resource development about causes why such a concept was not popular in Thai society and how thriving at work was perceived. This concept may be similar to the concept of career development or promotion, and close to the concepts of employees’ job satisfaction and motivation. As a result, educators perceive these concepts as overlapping or the same issue. Chalermthanakijkosol [15] and Joungtrakul [16] agree that thriving at work is a psychological aspect of people to their jobs, determining by their incentives which drive them to work or behave to achieve their desired progress. Therefore, in Thai contexts, there remains a lack of knowledge and understanding concerning TAW concepts and principles. This knowledge gap requires filling to disseminate an understanding of TAW concepts and practices.



To systematically identify empirical concepts that are appropriate to the Thai situation, existing knowledge of TAW was applied to analyse factors, develop indicators and examine quality in terms of construct validity and reliability. The concept of TAW provides a useful and valuable scale of construct validity to determine positive psychology, self-efficacy, intelligence capital and organisational behaviour.




1.2. Research Objectives and Questions


Research to increase the body of knowledge of TAW is essential and urgent in Thailand where numbers of TAW research papers are significantly less than for studies in other fields. Furthermore, accurate, valid and reliable measures are required for each study of TAW to facilitate the availability of measuring tools for people interested in this field and to provide background information to improve the instruments according to the context of the study. Thus, based on the significances and problems of TAW, the current study aimed to develop a valid and reliable instrument for TAW measurement. The two main research questions are (a) “What are the constructs of TAW?” and (b) “How is the instrument consisting of such constructs confirmed for their effectiveness in measuring TAW?” This instrument will be useful for researchers, educators, students and the general public who are interested in further studies concerning TAW.





2. Literature Review and Definitions of TAW


TAW is a concept that has received attention dating back to Maslow [17]. Rogers [18] and Alderfer [19] focused on the psychological state of people who wanted to thrive in their life [20] or in their careers [21,22] depending on their particular path [23,24]. Employees who desire to achieve TAW status offer high performance [25] with job satisfaction [26] and positive engagement in the company [4,9]. TAW refers to the psychological state of a person concerning “vitality” and “learning” during work operation [2]. Vitality is an emotional state which makes employees energised and active in their work [27], while learning is the acquisition of knowledge and applied skills to form confidence and capabilities [28]. When people are thriving, they have a sense of progress that is transformed through learning (gaining more knowledge and understanding). People who desire to thrive are unsatisfied with their existing conditions; they attempt to improve themselves by actively seeking opportunities to learn and develop [26].



TAW also relates to other concepts such as flow, flourishing, subjective well-being, self-actualisation, resilience [4,9] and employee engagement [29]. TAW is distinctive from these other concepts since it focuses on positive experiences of human growth which manifest as vitality and learning [26]. All the aforementioned concepts are components of vitality which is the positive energy that effectively drives work, contrasting to a person who is thriving for a better life but cannot achieve this without learning [2].



Flow is a holistic sense of a person totally immersed in overall action. When a person enters the flow state, he/she experiences intense involvement and participation in all exposed and related activities [30]. TAW implies achieving optimal activities in terms of goodness, generativity, growth, resilience or a personal state to perform mental and social duties [31]. Subjective well-being is when a person assesses their whole life both mentally and emotionally and the positive feelings outweigh the negative ones [32]. TAW has similar characteristics to affective engagement and organisational norm as components of employee engagement developed by Schaufeli and Bakker [33]. TAW and employee engagement are closely linked to how a person devotes his/her energy to achieve work responsibilities. However, the distinction of TAW is to stimulate a person to learn how to develop himself/herself to become a potential person. Maslow’s concept of self-actualisation refers to the achievements a person desires as a consequence of other prerequisite needs, whereas thriving occurs when a person’s primary needs are not responded [2]. However, all behaviours mentioned above may occur either with or without external stimulations.



2.1. Measurement of TAW


Porath, Spreitzer, Gibson and Garnett [9] studied and developed a scale of TAW using samples from various occupations such as consultants, engineers and administrators. Twenty four items were developed and assessed using a six-point Likert scale with confirmatory factor analysis (CFA) used to statistically examine construct validity. They divided thriving into two dimensions as vitality and learning. The item reliability in both dimensions was higher than 0.70. Jaiswal and Dhar [34] conducted a study of TAW on employees in 35 organisations in India. They modified the scale of Porath, Spreitzer, Gibson and Garnett [9] into 10 items. Their scale assessed self-perception in two dimensions as vitality and learning; it examined confirmatory factors between the concepts and theories using empirical data. Findings indicated that their concepts and theories were consistent with the empirical data. Meanwhile, Sia and Duari [35] developed a self-assessment scale of 11 items. This scale was tested for reliability and validity with a resulting Cronbach’s alpha value of 0.94. Furthermore, Jiang, Jiang and Nielsen [1] created a scale of TAW in two dimensions with four items of vitality and three items of learning. All items were in the form of self-assessment and the resulting Cronbach’s alpha coefficients were 0.95 and 0.86 respectively.



Thriving at work (TAW) refers to the mental status of people to perceive growth, work achievement and enthusiasm, or as positive behaviours in a psychological state to perform responsibility with the highest effectiveness. Thriving at work also refers to the perceptions or feelings of people with regard to vitality and learning. People with vital behaviours desire to release their energy through self-spirit to work successfully and perform actively, thereby maximising physical and mental energy. Learning refers to people’s readiness to visualise new things in their surroundings, seek ways or methods to increasing their potential and the desire to continuously improve their capability.



Thriving at work leads to several benefits for organisations such as improved work performance [25], job satisfaction [26] and employee engagement [9,29]. Employees with perceived thriving at work behaviours regularly seek knowledge and learning resources to develop higher potentials. These people display enthusiasm and vitality to perform at their full potential; they are satisfied and motivated in their jobs. This leads to achieving work performance according to quantitative and qualitative targets. Employees adhere to company values and culture; they contribute maximum physical and mental energy to perform well and desire to remain with the organization.




2.2. Requirement for Sample Size in Exploratory and Confirmatory Factor Analyses


The empirical studies of Hogarty et al. [36], MacCallum et al. [37], MacCallum et al. [38], and Velicer and Fava [39] indicate the sample size consistently. The sample size for assessing coefficient accurately depends on the covariance of variables, the number of variables per one component, and interaction between these two aspects. If the commonness is high, the researcher will obtain an accurate evaluation of factor weights with a small sample size such as 100 samples. If the commonness is low, the sample size should be 500. The previous principle rule indicates that the needed sample size is additional fuctions of the number of variables in the analysis and the suggested sample size are at 5, 10, or even 20 times of the number of variables. However, Stevens (2012) indicates that the appropriate sample size in exploratory and confirmatory factor analysis should be 1 variable or item per 15 units.



Meanwhile, research by Hogarty, Hines, Kromrey, Ferron and Mumford [36] MacCallum, Widaman, Zhang and Hong [38] and MacCallum, Widaman, Preacher and Hong [37] have shown that more accurate estimates of loadings are obtained when the number of variables per factor is increased, even if the sample size stays the same. These researchers thus found that it was better to have more rather than fewer variables per factor. Of course, results are never simple, and the results from these studies were no exception. More specifically, the level of communality and the number of variables per factor interacted such that, if communalities were high (averaging 7), the number of variables per factor had little effect on the accuracy of estimation. Thus, variables with high communalities could compensate, to some extent, for having fewer variables per factor.




2.3. Development and Tests of the TAW Scale


Phase 1: Development of items, test of content validity and test of scale reliability



This phase developed and tested two steps as the development of the scale and scale validity and reliability. The initial scale was formed on the basis of the related literature to determine the existing concepts, theories and research concerning TAW [9,28,40,41]. Interviews were conducted at 20–30 min in length with each of six key informants as salespeople in small and medium enterprises. The purpose of the interview was to explore salespeople’s behaviours concerning how they worked, how such behaviours were consistent with the theoretical concepts and how the initial items should be considered or improved to match the study contexts. Each key informant expressed their opinions about TAW. They were requested to define the characteristics of TAW. Most comments concurred with the related theoretical concepts. The informants divided TAW into two aspects. Firstly, employees’ behaviours were full of vitality to release energy through self-spirit for working successfully. These people worked actively through their physical and mental energy; this description of behaviours was consistent with the vitality dimension in the existing theoretical concepts. Secondly, employees’ behaviours were ready to learn new things by seeking new ways or procedures to develop their potentials. They wanted to embrace new ideas to continuously upgrade their potentials; this description of behaviours was consistent with the learning dimension in the existing theoretical concepts. When salespeople’s behaviours were considered with the theory of vitality, important issues for forming the scale of TAW were adapted from the dimensions of vitality and learning. Appropriate scales for the items were selected in the form of a Likert scale with five levels as strongly disagree (1), disagree (2), indifferent (3), agree (4) and strongly agree (5).



The questionnaire was tested on content validation (Index of Item—Objective Congruence: IOC) which indicated the congruence between items and objectives. This value was used for examining the quality of each item to find out whether the developed questions covered the contents according to the objectives or not. Normally, IOC is calculated by using five experts’ judgements to rate scores. Then, the researcher modifies each item according to the rating of the experts by adding the experts’ rating scores for each item and dividing the sum by the number of the experts to obtain the IOC value of that item.



The content validity of the scale was tested by five experts in the fields of human resources, organisational behaviour, industrial psychology, marketing and testing and evaluation. The experts determined the consistency and accuracy of the items and also offered suggestions for improvement. The results yielded item–objective congruence (IOC) in the range of 0.8–1, except for one item at less than 0.5. This item was deleted following the experts’ suggestion. Rovinelli and Hambleton [42] suggested that items will have valid contents if IOC is higher than 0.80. Thus, in this study, the results of content validity from the five experts were determined as statistically significant. Another test to determine the internal consistency of the scale involved 30 employees. The alpha coefficient was 0.950 with item-total correlation (ITC) at 0.665–0.852 of the vitality dimension and 0.527–0782 of the learning dimension. Henrysson [43] stated that ITC should be more than 0.40, indicating that the items in this study had very good discriminative value. The Cronbach’s alpha reliability coefficient was used to examine internal consistency and reliability of the measurement scale and assess the degrees of items as homogenous. Bonett and Wright [44] suggested that the alpha coefficient should be more than 0.60. In this study, alpha coefficients were more than this criterion with vitality dimension at 0.914 and learning dimension at 0.853. This indicated that the items had internal consistency with reliability regarding the measurement scale (Table 1).



Phase 2: Exploratory factor analysis and confirmatory factor analysis



This phase (1) reduced and classified the variables for reassessment using exploratory factor analysis (EFA) and (2) confirmed the variables and factors according to conceptual and theoretical structures using confirmatory factor analysis (CFA). Details are presented as follows.



Twelve items or variables were studied as TAW 1–12 (Table 1). Regarding sample size, Stevens [45] indicated that the ratio of sample units and the number of items should be 15:1. Here, 12 items were regarded as proportional for 180 sample units using a random convenience sampling method to recruit the samples. Salespeople working for small and medium enterprises in the Bangkok Metropolitan Region were invited to participate in the study. We selected homogeneous sampling because the justification for the homogeneous sampling of common types is that a theory of organizations can be built on the basis of one type and then tested and validated through replication with other types [46,47,48]. Emails were sent to the sales departments of the selected enterprises to request permission for their employees to complete and return the online questionnaire. Respondents who completed the questionnaires received coins to buy stickers in a chat Line Program. Female respondents made up 65%, with males at 35%. One-third of the respondents were 20–25 years old (33.33%), followed by 26–30 (28.30%) and over 40 (7.2%). Regarding their marital status, three quarters were single (75.00%). Most respondents had a bachelor’s degree (78.30%) while the others had a master’s degree and lower than a bachelor’s degree (11.10% and 10.60% respectively). About a quarter of the respondents had work experience of less than 1 year (5.00%) while about 21.70% had work experience ranging from 2 to 3 years and 6 to 10 years (16.10% and 17.20% respectively). Regarding their work positions, 59.40% of respondents were officers followed by 22.8% senior officers, 9.40% supervisors and 8.30% managers.



The Kaiser–Meyer–Olkin (KMO) test was used to assess whether the sample size was sufficient for factor analysis KMO value was determined at 0.923. Chan and Idris [49] indicated that a KMO value of more than 0.900 could be regarded as very high, with sample size considered as sufficient for conducting factor analysis. Moreover, Bartlett’s test gave a chi-square value of 1837.523 with 66 degrees of freedom (df) at p-value = 0.000. According to Watkins [50], Bartlett’s test with statistical significance (Sig < 0.05) indicated a significant correlation metric among some variables.



In addition, the researcher considered the eigenvalue of the factor analysis as the variation of all variables of each factor in the factor analysis. From the obtained common factors, the first factor was the factor to separate the variable’s variation from other factors as much as possible. The covariance was also determined to measure the relationship between two or more variables.



For exploratory factor analysis, principal axis factoring was used to determine the total variance. The criteria of factor selection used in the analysis were eigenvalues at more than 1 to distinguish the two factors and percentage of accumulative variance at 74.521 of the total variance. Table 2 shows the eigenvalues of each factor in descending order. Following Kaiser’s concept, eigenvalues were determined at more than 1 for the two factors, indicating that this analysis could extract two factors with eigenvalues of 62.832 and 11.689 as well as a covariance of 74.521. Varimax with Kaiser normalisation was used for axis rotation by squaring the weights in each column. In the factor matrix with maximum value, this method results in simple structured factors and specific factors, making the interpretation of factors more convenient [51]. After axis rotation, the extraction sums of squared loading variance changed slightly which could explain the total variance of the first factor at 39.149% and the second factor at 35.371%.



Table 2 shows the results of exploratory factor analysis for items which were classified in two dimensions. The first dimension of learning included items TAW 7, TAW 8, TAW 9, TAW 10, TAW 11 and TAW 12 with range of factor weight 0.783–0.845. The second dimension of vitality included items TAW 1, TAW 2, TAW 3, TAW 4, TAW 5 and TAW 6 with range of factor weight 0.686–0.855. Kyriazos [52] and Turner and Carlson [53] stated that an appropriate exploratory factor weight should be over 0.500. Similarly, Hair et al. [54] considered that the factor weight should be over 0.500, while a value of 0.700 or over represented a very good weight. In this study, factor weights were between 0.686 and 0.855, indicating consistency for the criteria of exploratory factor analysis.



Phase 3: Major study for scale validation



This phase validated the factor structure using structural equation modelling (SEM) and confirmatory factor analysis (CFA) on a new dataset following a multi-criteria strategy.



In the confirmatory test of model structure with two factors obtained from factor analysis, CFA was used for a new sample group of 180 salespeople. Online questionnaires were sent to the participants. In this phase, most respondents were female (74.40%) and the rest were male (25.60%). Of these, 38.30% were 26–30 years old, followed by 20–25 years (30.60%), 31–35 years old (15.60%), 36–40 years old (10.00%) and more than 40 years old (5.6%). About three-quarters of the respondents were single (70.60%), while the rest were married and divorced. Regarding their educational level, 70.60% had a bachelor’s degree, whereas the others had a master’s degree and lower than a bachelor’s degree (17.80% and 11.70% respectively). About a quarter of the respondents had work experience 4–5 years (26.10%) with 2–3 years (23.80%), 6–10 years (17.80%), more than 10 years (16.70%) and less than 1 year (15.60%). Most of them were employees (47.80), while the rest were senior officers (38.90%), supervisors (8.90%) and managers (4.40%). Participants were requested to respond to the 12 items which mostly conformed to their behaviours. The response format was in the form of a five-point Likert scale (ranged in ascending order). The appropriate types of factors were tested to determine whether they were real according to theoretical concepts and consistent with the empirical data. Consistency indexes included the chi-square fit index, the goodness-of-fit index (GFI), adjusted goodness-of-fit index (AGFI), comparative fit index (CFI), root-mean-square residual (RMR), normed fit index (NFI) and root-mean-square error of approximation (RMSEA) (Byrne, 2016; Kline, 2015). Data analyses were performed with IBM SPSS AMOS 21.



First- and second-order confirmatory factors were analysed. First-order confirmatory factor analyses were tested for the construct validity of the items to determine whether TAW 1, TAW 2, TAW 3, TAW 4, TAW 5 and TAW 6 were factors of vitality latent variables and whether TAW 7, TAW 8, TAW 9, TAW 10, TAW 11 and TAW 12 were factors of learning latent variables. Second-order confirmatory factor analyses tested whether the two latent variables as vitality and learning in the first order were factors of TAW. Figure 1 illustrates the model fit and empirical data with χ2 = 45.397, df = 41, p-value = 0.294, GIF = 0.958, AGIF = 0.921, CFI = 997, TLI = 0.995, RMR = 0.023, NFI = 0.951 and RMSEA = 0.024. Results conformed to the criteria of Kline [55] who suggested that χ2/df should be less than 2, p-value should be more than 0.05 and GFI, AGFI, TLI and CFI should be more than 0.900 or close to 1.000, whereas RMSEA and RMR should not exceed 0.050.



Twelve items were tested using the CFA method. Results indicated that vitality (Factor I), including items TAW 1–TAW 6 showed factor weights 0.599–0.882 and R2 0.359–0.779, while learning (Factor II) including items TAW 7–TAW 12 had factor weights 0.726–0.903 and R2 0.527–0.816. Results of the second-order confirmatory factor analysis with two factors of vitality and learning had factor weights 0.670 and 0.758 respectively (Table 3). Factor weights in the first and second orders of this research were determined as statistically significant for all values because the factor weights were over 0.300 (p < 0.050) [56,57].



Regarding composite reliability (CR) of the construct validity, confirmatory factor analyses results for vitality and learning were 0.888 and 0.915 (Table 3), passing the criteria of Hair et al. (2010) who suggested that factor reliability should be more than 0.70. The average variance extracted (AVE) ranged between 0.576 and 0.645, conforming to the criteria of Zaiţ and Bertea [58] who suggested that the average variance extracted should be more than 0.50 to be considered as statistically significant. Results from the instrument for convergent validity measurement revealed the robustness of the structural model. The discriminant validity of the instrument was tested for accuracy in measuring the studied attributes according to the theoretical concepts. The validity test was conducted following Fornell and Larcker [59] who suggested that the square root of the AVE value should be higher than the relationship between rows and columns. Results showed that the validity analysis conformed to the criteria as shown in Table 4.





3. Discussion: A TAW Instruments and Open Innovation


TAW of employees can be described as psychological experience during the growth of positive capabilities and power to stimulate and perform work effectively. Empirical data from this study suggested that the two dimensions of vitality and learning conformed to TAW concepts, theories and previous research. Thus, if employees have a sense of TAW, this will manifest as lively behaviours in their work, release their energy through self-spirit to achieve their work and actively perform their duties with enhanced physical and mental energy [1,2,9,29,34,60]. These behaviours can be measured using six of the developed items. These items were tested for reliability and content validity by five experts and scale results from exploratory and confirmatory factor analyses conformed well with the empirical evidence. The vitality scale was developed to test and measure the positive thinking and actions of salespeople according to the concepts and theories of Jaiswal and Dhar [34], Jiang, Jiang and Nielsen [1], Porath, Spreitzer, Gibson and Garnett [9], Spreitzer, Sutcliffe, Dutton, Sonenshein and Grant [2] and Spreitzer, Lam and Fritz [29]. The learning scale consisted of six items that were statistically tested for content validity and reliability before use. They were examined using both exploratory and confirmatory factor analyses to test the validity of the instrument. Our results conformed to all criteria and the relationship capital of the scale was determined as highly accurate and reliable. The employees manifested their readiness to learn new things, seek new working methods or procedures to perform their work assignments effectively and desired to continuously develop and upgrade their potential [1,2,9,29,34,61]. The developed scale conformed to the related concepts and theories of previous research to comprehensively measure learning capital.




4. Conclusions


The scale is developed to test with various occupations to reflect the overall non-specific aspects. The developed TAW scale is compact with 12 items so it is conveniently used for collecting data and responding to the questionnaire. The previous scale of Porath, Spreitzer, Gibson and Garnett [9] includes 24 items that take time to complete, so respondents may be bored or respond nonchalantly to the questionnaire, resulting in unreliable and invalid data. However, the developed scale is developed with the coverage of concepts and theories. The items are developed by synthesizing previous concepts and theories and by identifying keywords to develop the items to cover the previous concepts and theories.



Regarding the contexts of the scale development, it is developed in the Thai context which is closest to Asian contexts. Therefore, the scale can be applied and modified to use in similar contexts or occupations. However, in comparison with the previous scales, most of them are developed in western contexts with different cultures, lifestyles and works so these scales are reliable and valid more in western contexts than in Asian contexts. The samples in this scale development were salespeople who were closely similar and homogeneous. Therefore, the obtained results are more reliable than the samples in various occupations because the items may not reflect all occupations. Compared to previous scales, the samples in the scale developments were postgraduate students from different organizations and responsibilities so the scale was appropriate for general aspects rather than specific to each career.



Riaz et al. [62] studied the effects of thriving at work on innovative behaviour with the mediator of organisational support. They found that perceived thriving at work had a direct effect on work innovative behaviour and an indirect effect on work innovative behaviour through the mediator of organisational support. In the same vein, Wang et al. [63] found that perceived thriving at work functioned as the mediator between servant leadership and work innovative behaviour. Leaders should support employees’ perceived thriving at work to drive and promote innovative behaviours. Empirical research results revealed that promoting the concept of thriving at work leads to positive results of innovative behaviours. Open innovation encourages thriving at work that promotes and creates new ideas for services or products. Therefore, thriving at work is a contributing factor for new open innovation, development and discovery [64]. Thriving at work and open innovation encourage the outflow of knowledge and accelerate internal innovation [65,66]. The concept of thriving at work is an essential variable to activate open innovation and increase company prosperity [67,68].



Employees with perceived TAW are constantly learning and they express vitality when carrying out their work and responsibilities [9]. This helps them to diversify their knowledge and innovation. Learning and vitality support and promote enthusiasm for employees to work effectively, by encouraging them to source both internal and external knowledge to create services or products that benefit the company [69]. Therefore, creating or encouraging employees to demonstrate TAW will help to reduce operational costs and lead to innovative research and development. TAW will also increase the potential for employee development and build partnerships to increase co-creation, expand innovative concepts more efficiently and discover new ways to best apply work systems [66]. TAW will lead to creative innovation and a better understanding of the complexity of company operations. This will result in the creation of open innovation and enhance continued future prosperity.



4.1. Theoretical Implications


Academics can use our findings to describe employees’ perceived TAW in organisations that can occur in two dimensions as vitality and learning [1,2,9,29,34]. Employees who want to thrive manifest their vital behaviours. This releases energy to work actively, pay attention to work details and concentrate on performing responsibly to achieve goals. These people also display a readiness to learn new things around them by seeking new working methods or procedures to improve their skills. They also desire to continuously develop and upgrade their potential to perform more effectively. Our results will help educators to explain the phenomenon of emerging TAW of salespeople or those in other related careers, especially in Thai or Asian contexts. These twelve items have been intensively tested on dimensions of vitality and learning but they should be further studied to become a new scale of employees’ TAW in small and medium Thai enterprises. Academics and researchers can use this TAW scale as an initiator in their studies to measure TAW levels of employees or test other independent or dependent as well as moderators that influence or are influenced as mediators to other factors. The obtained data can be used to explain the characteristics and phenomena of employees’ perceived TAW with more accurate and efficient clarity.




4.2. Practical Implications


Our study extends the scope of existing concepts and theories regarding the measurement of TAW by adapting Western contexts to Thai and Asian situations. This developed scale was carefully tested for content validity and reliability and can be used by managers, human resource developers, organisational behaviourists and general practitioners to measure levels of employees’ perceived TAW. Results can be analysed to determine existing levels and find ways to stimulate, enhance and support employees to manifest their TAW behaviours.



Human resource departments can use the scale of thriving at work to measure employees’ behaviors to find out the level of overall thriving at work in employees. The scale can also be used for determining the levels of sub-components of liveliness and learning. Human resource departments can use the analysis results for diagnosing and considering the arrangement of development or training for each employee to be on their appropriate career path as well as to encourage employees to gain more potentials for their job responsibilities.



Our findings show that vitality and learning of employees can be measured as indicators of perceived TAW. Therefore, management and human resource development departments should support, enhance and drive employees to realise their potentials and continuously learn and upgrade their work performances.




4.3. Research Limitations


Similar to other studies in this domain [70], the research limitations should also be considered. The scale of thriving may be influenced by the bias of the respondents’ perceptions through using a cross-sectional study and self-assessment. The results may also be biased by the research method.



Biases may occur from the respondents’ perception, the research methods, and the scale tests in this study, which was examined in the contexts of the salespeople in the small and medium enterprises. This makes applying the scale in different study contexts difficult, and this is also considered as one limitation of this study, which may affect the study’s validity and reliability. Aguinis et al. [71] and Na-Nan et al. [72] suggest that, in social science research, researchers should be aware and recognize contexts of the study such as language, society, culture, value, norm, and economic system. These factors can possibly influence the validity and reliability of the developed scale. Therefore, variance may occur in the studies of various cultures and contexts. To improve the scale’s reliability, the scales should be tested with samples that differ in terms of languages, societies, cultures, values, norms, and economic system.
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Figure 1. TAW structural model. χ2 = 45.397, p-value = 0.294, GIF = 0.958, AGIF = 0.921, CFI = 997, TLI = 0.995, RMR = 0.023, NFI = 0.951 and RMSEA = 0.024. 
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Table 1. Item development and validity and reliability tests.
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Definition

	
Important Issue

	
Notation

	
Item

	
IOC

	
ITC

	
Alpha






	
Vitality dimension refers to people’s working behaviours which are full of vitality to release energy through self-spirit for working successfully. These people work actively through their physical and mental energy.

	
- be vital

	
TAW 1

	
- I feel that my work is vital.

	
1

	
0.772

	
0.914




	
- want to release energy

	
TAW 2

	
- I am ready to put my physical energy to work.

	
1

	
0.691

	




	
- have self-spirit

	
TAW 3

	
- I am ready to put my mental energy to work.

	
1

	
0.837

	




	
- want to work

	
TAW 4

	
- I wait for the next day to work.

	
1

	
0.665

	




	
- be alert and ready to work

	
TAW 5

	
- I am alert and ready to work.

	
1

	
0.837

	




	
- be active

	
TAW 6

	
- I feel active when working.

	
0.80

	
0.852

	




	
- have physical and mental energy

	
*

	
- I am physically energetic and mentally ready to work.

	
-

	
-

	




	
Learning dimension refers to people’s behaviours which are ready to learn new things by seeking new ways or procedures to develop their potentials. They want to continuously embrace new ideas to upgrade their potentials.

	
- learn things around themselves

	
TAW 7

	
- I usually learn things around me.

	
1

	
0.527

	
0.853




	
- ready to learn new things

	
TAW 8

	
- I am always ready to learn new things.

	
0.80

	
0.676

	




	
- seek ways to develop

	
TAW 9

	
- I like seeking new ways or procedures to develop myself.

	
1

	
0.615

	




	
- develop oneself

	
TAW 10

	
- I want to develop myself as much as possible.

	
1

	
0.550

	




	
- want to learn

	
TAW 11

	
- I want to learn how to solve emerging problems and obstacles.

	
1

	
0.742

	




	
- want to improve

	
TAW 12

	
- I want to continuously improve myself.

	
1

	
0.782

	








Note: * indicates that the item was deleted, ITC is Item Total Correlation.
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Table 2. Exploratory factor analysis (EFA) results of the thriving at work (TAW) questionnaire.
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Question

	
Factor Weight




	
I

	
II






	
TAW 1

	

	
0.824




	
TAW 2

	

	
0.849




	
TAW 3

	

	
0.855




	
TAW 4

	

	
0.755




	
TAW 5

	

	
0.686




	
TAW 6

	

	
0.697




	
TAW 7

	
0.783

	




	
TAW 8

	
0.795

	




	
TAW 9

	
0.804

	




	
TAW 10

	
0.845

	




	
TAW 11

	
0.798

	




	
TAW 12

	
0.822

	








Note: Extraction method: Principal Component Analysis. Rotation method: Varimax with Kaiser normalisation.
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Table 3. Construct validity of first and second-order CFA.
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Latent Factors/Questions

	
First Order CFA Construct Validity

	
Second-Order CFA Construct Validity




	
Factor Loading

	
R2

	
CR

	
AVE

	
Factor Loading

	
R2

	
CR

	
AVE






	
Factor I

Vitality

	
TAW 1

	
0.811 ***

	
0.657

	
0.888

	
0.576

	
0.670 ***

	
0.449

	
0.676

	
0.511




	
TAW 2

	
0.882 ***

	
0.779




	
TAW 3

	
0.851 ***

	
0.724




	
TAW 4

	
0.688 ***

	
0.473




	
TAW 5

	
0.599 ***

	
0.359




	
TAW 6

	
0.642 ***

	
0.412




	
Factor II

Learning

	
TAW 7

	
0.726 ***

	
0.527

	
0.915

	
0.645

	
0.758 ***

	
0.575




	
TAW 8

	
0.805 ***

	
0.648




	
TAW 9

	
0.754 ***

	
0.568




	
TAW 10

	
0.779 ***

	
0.607




	
TAW 11

	
0.903 ***

	
0.816




	
TAW 12

	
0.840 ***

	
0.705








Note: *** indicates significance level at 0.001.













[image: Table] 





Table 4. Discriminant validity analysis.






Table 4. Discriminant validity analysis.





	
Variable

	
Mean

	
SD

	
Vitality

	
Learning






	
Vitality

	
3.611

	
0.690

	
(0.758)

	




	
Learning

	
4.233

	
0.637

	
0.551 **

	
(0.803)




	
The alpha coefficient after questionnaire validity was 0.950








Note: ** indicates significance level at 0.01, values in parentheses represent the square root of AVE.
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