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Abstract

Previous studies only examined the effect of one certain kind of health on job performance,
failing to get a comprehensive understanding of how different kinds of health influence job
performance. More importantly, the mechanisms and boundary conditions of the relationship
between health and job performance are still unclear. The current research proposed the concept
of employee’s holistic health, which includes physical, sleep, mental, co-worker relationship,
and family relationship health. The final optimal integration model obtained based on statistics
is a moderated dual-mediation model: the physical health affects the job performance through
job engagement, and the proactive personality moderates the mediating effect between physical
health and job engagement; the sleep health affects the job performance through psychological
capital, and the proactive personality moderates the mediating effect in the path between sleep
health and psychological capital; the mental health affects the job performance through
psychological capital; the proactive personality moderates the mediating effect of co-worker
relationship health on job performance through psychological capital, and the moderation
occurs in the path between co-worker relationship health and psychological capital; the family

relationship health directly affects job performance through two mediating variables—job

engagement and psychological capital. These findings suggest that the five kinds of health do

affect job performance, and that they appear in different forms by different mechanisms.

Keywords: Employee’s holistic health; job performance; psychological capital; job
engagement; proactive personality; co-worker relationship health

JEL: J24; M54
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Resumo

Em nossa opinido os estudos anteriores sobre este tema examinaram apenas o efeito de um
determinado tipo de saude no desempenho do trabalho, ndo conseguindo, por isso, obter uma
compreensdo abrangente de como diferentes tipos de satide influenciam o desempenho do
trabalho. Deste modo os mecanismos e as condi¢des-limite da relacdo entre saude e
desempenho no trabalho ainda ndo sdo claros. Esta estudo propde o conceito de satude holistica
dos trabalhadores, que inclui saude fisica, satide do sono, saude mental, satide das relagdes de
trabalho e satude das relagdes familiares e o modelo de integracdo obtido nas estatisticas finais
¢ um modelo moderado de dupla mediacao. A saude fisica afeta o desempenho do trabalho
através do envolvimento no trabalho, e a personalidade proactiva modera este efeito mediador
da saude fisica e do envolvimento no trabalho. A satide do sono afeta o desempenho do trabalho
através do capital psicologico, e a personalidade proactiva modera este efeito mediador da satide
do sono e do capital psicoldgico. Por sua vez a satide mental afeta o desempenho no trabalho
através do capital psicologico; a personalidade proactiva modera o efeito mediador da satde na
relacdo de trabalho através do capital psicolédgico, e o efeito moderador ocorreu na relagdo entre
a saude e o capital psicoldgico. A saude da relacdo familiar afeta o desempenho no trabalho
através de duas varidveis mediadoras, o envolvimento no trabalho e o capital psicologico, e a
saude da relagdo familiar tem um efeito direto no desempenho no trabalho. Estas conclusdes
sugerem que os cinco tipos de saude afetam o desempenho no trabalho, e que aparecem sob

diferentes formas e através de diferentes mecanismos.
Palavras-chave: Satde holistica dos trabalhadores; desempenho no trabalho; capital

psicologico; envolvimento no trabalho; personalidade proactive; satde da relagdo de trabalho

JEL: J24; M54
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The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

Chapter 1: Introduction

1.1 Research background

The Novel Coronavirus (COVID-19), the cause of an outbreak of respiratory disease first
detected in 2019, continues to spread to this day. According to Johns Hopkins University (2022),
as of 12 June 2022, globally, more than 535 million people have been infected and more than
6.3 million people have died from the disease. COVID-19 has become one of the biggest
international issues of our time, profoundly affecting every human behavior, including
obviously the behavior and art of management. For example, how to deal with crisis, how to
improve the dynamic management ability of the enterprise, how to improve the organizational
mobilization ability of employees, and how to motivate employees to navigate difficult times
together.

COVID-19 has triggered a lot of management thinking, and scholars have carried out
investigations and studies from various perspectives, one of which is that managers are
beginning to re-examine the significance of health to management. Should enterprises carry out
health management of employees? Is employee health management important to the enterprise
and why? These questions, placed in front of scholars and practitioners urgently require
explanation supported by scientific theory and evidence of production practice. COVID-19 is a
major crisis for the whole world, but it is also an opportunity for management to innovate,
especially in the field of health management. Human beings should withstand the test, greatly
improve the level of organizational health management, as well as develop and improve the
existing management theory and practical application means. For example, health management
1s brought into the theoretical category of total quality management and lean management, and

staff health status is brought into the monitoring system in production practice.
1.2 Research problem

1.2.1 Dilemma

Facing the contradiction between increasing employee health needs and declining employee

health status quo, it is difficult for managers to improve employee performance.



The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

Employee’s health, as an indispensable part of employee’s happiness, has been paid more
and more attention by the country, the government, enterprises, and employees themselves.
Governments and companies have stepped up human, material, and financial investments to
improve the health of workers. Even so, the health picture for manufacturing workers remains
grim.

The health status analysis of employees in Chinese enterprises takes Vitality Age as an
indicator. Vitality age is a measure of whether an individual is older or younger than the
biological age based on his or her health and lifestyle risk factors. The result shows that signs
of'aging are common among employees, and 98.5% of employees have vitality age that exceeds
the biological age. According to the Ping An National Health Research Report, the health status
of employees in Chinese companies is grave: the average vitality age is 5.7 years older than the
actual biological age; only 1.5% of employees are younger than their biological age, and the
healthiest are only 0.7 years younger. The middle-aged management employees show the most
severe aging signs, with male management employees aging more (by 7.0 years) than females
(by4.5 years). Age difference also varies with industry, the manufacturing/instrumentation
industry is more aged (6.7 years older), followed by real estate (6.6 years older) and logistics
(6.0 years older). Research on employees shows that 28.4% and 27.6% of the employees

surveyed admitted to suffering from cervical spondylosis, insomnia, and other work-related

conditions; and in the survey on corporate HR, 49.7% and 32.3% of the respondents believe
that employees in their companies suffer from cervical spondylosis and lumbar muscle strain.
In addition to insomnia, cervical spondylosis, lumbar strain, and hypertension are also common
in the manufacturing and transportation industries.

For manufacturing managers, how to resolve the contradiction between the increasing
demand of employees for better health and the deteriorating health condition of manufacturing
employees to maintain and improve employee performance has become an urgent need for more

research.
1.2.2 The reason of the contradiction: managers' outdated health concept

Managers' awareness of health affects the quality of enterprise health management. As the
managers’ mindset fall behind the development of new era while people's cognition of
comprehensive health improves in scope and depth, the constantly updated concept of health
management and the outdated cognition of managers are the reason for the contradiction, which

demands more research and immediate solutions from managers in manufacturing industry.
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1.2.3 How to improve managers' awareness of health

What is the value of health management for employees? Is employee health management
important to a company and why? How do managers view employee’s health, as a cost and
burden or as an investment in human capital? Is there a relationship between employee health
and corporate performance, and are healthy employees also productive employees? If so, why,
what are the principles and the applicable conditions? What elements should health include?
How to define and evaluate health? Besides traditional physical health, should employee health
include mental health and interpersonal relationship health?

For most managers, including scholars, these questions are important but have no
immediate answers due to the lack of scientific theories and the scarcity of data support.
Therefore, it is necessary to carry out investigation and research on these questions to obtain
real data so as to improve scientific theories and better guide production practice.

Employee performance is one of the key elements to ensure the operational efficiency of
enterprises. Starting from the employee performance which managers are most concerned about,
efforts were made to prove the significant relationship between employee’s health and their
performance through the research. Therefore, the research findings can arouse managers'
attention, enhance managers' awareness of health management, actively strengthen employee
health management, and continuously improve employee performance and operational

efficiency.

1.3. Research questions

1.3.1 What is the concept of Employee’s Holistic Health?

Health in the narrow sense refers to physical health. World Health Organization (WTO) has
included mental health in the category of health, and more types of health will be included as
human beings' awareness of health improves with the progress of time.

Employee’s holistic health is a global concept based on technology development, social
needs, and changes in disease spectrum. Under the guidance of the concept of comprehensive
care for the whole life process, holistic health brings attention to all kinds of risk factors,
misunderstandings that affect health, promotes self-health management, and pursues not only
individual physical health, but also comprehensive health in mental, psychological,
physiological, social, environmental, and moral aspects.

At the beginning of this study, efforts were made to incorporate the contents of physical
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health, mental health, and interpersonal health into the holistic health system, which was a
creative design on the health research. As the research progressed, it was discovered that these
three modules were not enough to form a complete employee’s holistic health system. So, co-
worker relationship health, family relationship health and sleep health, instead of interpersonal
health, were introduced to the employee’s holistic health system for a comprehensive and in-
depth research. It is another innovative concept and creative progress for health research.

At present, there is no authoritative survey tool for employee’s holistic health measurement,
but each of the five modules involved in this study has mature research tools already in
academic literatures. The concept and measurement methods of employee’s holistic health were

integrated using the existing research tools.
1.3.2 What is the relationship between employee’s holistic health and job performance?

Based on the literature review below, a positive correlation was assumed to exist between the
employee’s holistic health and their performance. On the one hand, holistic health is an
important premise and guarantee for employees to work efficiently. If employees have health
problems, the work capability will be affected, reducing the work efficiency. On the other hand,
health is also the physiological guarantee of employee’s work. Based on the Hierarchy of Needs
theory, when the physiological needs and safety needs are met, the pursuit of self-realization at
work will come naturally. Finally, employee’s holistic health was hypothesized as a more
accurate predictor of performance than a single health indicator such as physical health, because

employee’s holistic health is a more comprehensive and detailed measure of employee health.

1.3.3 Why can employee’s holistic health promote performance and what is the mediating

mechanism?

Although there have been some previous studies on the relationship between health and
performance, little is known about the mechanism, that is, the mediating mechanism. Based on
the literature review in Chapter 2, two potential mediating variables were proposed from the
perspectives of individuals and organizations.

Based on the literature review, Psychological Capital may be an important mediator.
Psychological capital is defined as "a positive psychological state of an individual in the process
of growth and development", which includes four core components: self-efficacy, optimism,
resilience, and hope. Because healthy employees have higher level of self-efficacy, optimism,

resilience, and hope, all of which effectively promote performance, psychological capital is
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likely to be an important individual-level mediator.

Based on the literature review, job engagement may be another important mediating
variable. Job engagement, also known as engagement, can be described as the positive feelings
and sense of accomplishment that come from working. The current situation of the
manufacturing employees is that the unhealthy employees regard the company as the enemy
that causes their health problems, and they will be unwilling to devote themselves to work by
"trading health for salary", thus showing the negative behavior at work and reducing their
performance. In contrast, healthy employees who are free of physical, mental, and interpersonal
disorders, have more opportunities to channel their energy into hard work and improve
performance. Therefore, job engagement is likely to be an important organizational mediating

mechanism.

1.3.4 What are the applicable conditions for employee’s holistic health to promote

performance?

While employee’s holistic health can improve employee’s performance by improving their
psychological capital and job engagement, it is not necessarily applicable to every employee
and every team. Individual and leadership differences will affect the situation. Therefore,
boundary conditions, that is, moderating variables, are of great theoretical and practical
significance to the study. Based on the literature review, two potential moderating variables
were proposed from the perspectives of individuals and organizations.

At the individual level, it is suggested that Proactive Personality may be an important
moderating variable. Proactive personality is defined as “People who are not restricted by
situational forces and can influence environmental changes will look for opportunities, show
initiative, take actions, and persevere until they bring about changes.” Healthy and active
employees are "willing and capable" to promote performance. Healthy but passive employees
are "capable but unwilling". As unhealthy employees are "incapable", it is difficult for them to
improve performance regardless of "willingness". Therefore, proactive personality is likely to
be an important moderating variable at the personal level.

At the organizational level, the Leader-Member Exchange (LMX) may be an important
moderating variable. LMX is defined as "the partnership established between superiors and
subordinates". As is known to all, leaders need employees to achieve organizational goals and
employees need leaders' support to accomplish individual tasks. The quality of interaction
between leaders and employees will have a profound impact on performance. Only when

healthy employees are matched with high quality LMX can their performance be guaranteed.
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On the other hand, if the LMX quality is low, employees still face the dilemma of "no leader
support" even though they are healthy and capable to improve performance. Therefore, LMX

is likely to be an important organizational-level moderating variable.

1.4 Research purposes

1.4.1 To examine the relationship between employee employee’s holistic health and job

performance in manufacturing industry

Through the investigation and data collection in manufacturing enterprises, this study examines
the relationship between employee’s holistic health and job performance, so that enterprise
managers can pay more active attention to employee’s health, recognize the importance of
employee’s holistic health from the perspective of sustainable development of enterprises, and
fully realize that they should not only care about employee’s physical and mental health, but

also pay attention to the quality of enterprise working environment and employee’s health level.

1.4.2 To examine the mediating mechanism and boundary conditions of the relationship

between employee’s holistic health and job performance

Through investigation and data collection in manufacturing enterprises, the relationship
between employee’s holistic health and job performance in manufacturing enterprises is further
analyzed, and the mediating mechanism and boundary conditions of the relationship between
employee’s holistic health and job performance are identified. Employee’s holistic health not
only needs help, but also can be helped. Employee’s holistic health management is a crucial
part of the daily work of enterprises. If the health level of employees is high, the performance
level of enterprises will be high. The mediating and moderating variables can better improve

employee’s health level and job performance.



The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

Chapter 2: Literature Review

Based on the aforementioned research problem, questions, and purposes in Chapter 1, a

comprehensive study and literature review have been conducted.

2.1 Physical health

2.1.1 Definition of physical health

Belloc and Breslow (1972) developed a physical health spectrum from answers to questions
about disability, chronic illnesses, impairment, symptoms, and energy levels. People who report
difficulties in eating, dressing, climbing stairs, outdoor activities or being unable to work for 6
months or more are classified as the first category of severe disability. Those who only have
their working hours or types of work changed, or other activities reduced are considered as the
second category of minor disabilities. Individuals who do not have disabilities and report two
or more impairments or chronic conditions in the previous 12 months, and those with only one
chronic condition, make up the third and fourth categories. Category five reports no disability
or chronic illness but do have at least one symptom in the previous year. Others who did not
respond are divided into category six and seven based on their answers to four questions about
their energy levels.

Ford et al. (2011) classified physical health problems into three categories. The first is
physical discomfort or symptoms, such as gastrointestinal problems and various forms of
physical stress, as well as physical pain or discomfort of mental or emotional origin; the second
and third categories, high blood pressure and obesity, reflect aspects of physical health that are

not necessarily associated with discomfort.
2.1.2 Physical health measurement

The evaluation contents of physical health mainly include the degree of disability, degree of
injury, and degree of action disorder. Some are used for clinical evaluation, and some are
auxiliary to disease screening. For example: Barthel Index (Mahoney & Barthel, 1965),
Instrumental Activities of Daily Living Scale (Morrow, 1999), Physical Self-maintenance Scale

(Lawton & Brody, 1988), OECD Long Term Disability Questionnaire (McWhinnie, 1981), and
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Rapid Disability Rating Scale (Linn, 1967).

The 36 Simple Health Survey (SF-36) (Ware, 1993) is a short self-administered and health
questionnaire scoring on eight health dimensions, including physiological functions, role
limitation resulted from physiological problems, body pain, general health, vitality, social
functions, role limitation resulted from emotional problems, psychological health, and a single
project scale on health change, which evaluates changes in overall health in the past year. The
scale has been widely used in quality-of-life measurement, clinical trial effect assessment,
disease burden assessment and health policy assessment of the general population.

To assess physical health, Adamczyk et al. (2021) in the study had participants complete
the SF-12 Health Survey (Ware et al., 1995), a simplified version of the universal standard scale
widely used to measure health status as well as a modified and simplified version of the SF-36
simple health survey. SF-12v2 included both physical health and mental health (PCS and MCS)
measurement. The Body Health Segment (PCS) includes the areas of body functions, body role,
body pain and general health. The SF-12v2 health survey consisted of 12 items in which
participants were asked to provide answers using Likert 5-point scales (ranging from 1 to 5,
using different words) (except for item 3, which used Likert 3-point scale). For example: "In
general, would you say your health is excellent, very good, good, fair, or poor?" The total score
for physical health was calculated based on the average of the scores for each physical health
part of the scale.

Two other rating scales of self-reported physical health are also widely used. To study the
relationship between the quality of social support and physical health, Vandervoort (1999) also
used two scales to measure the symptoms related to physical health. The first scale used to
measure Physical Symptoms is the Physical Symptoms Checklist (PSC), which measures the
occurrence and frequency of 90 Physical Symptoms, such as colds, flu, headaches, and
infections on a scale of 0 to 5 (0O=none, 5=several times a week). Another physical health index
uses the Health Problems Scale (HPS), which measures a variety of major Health Problems
(such as heart attack) and chronic conditions (such as high blood pressure, diabetes, asthma).
The subjects were asked if their doctors had told them they had any of the listed diseases. Thus,
there are five physical health indicators: (1) Number of recent physical symptoms (PSC recent);
(2) Frequency of recent physical symptoms (FPSC recent); (3) Number of chronic physical
symptoms (PSC chronic); (4) Frequency of chronic somatic symptoms (FPSC chronic); (5)
Number of current health problems or chronic conditions.

In this study, the physical discomfort symptoms and sleep problems were selected as the

two dimensions of physical health investigation. The corresponding measurement tools were
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Physical Well-being Scale (Spector & Jex, 1998) and Sleep Problems Scale (Jenkins et al.,
1988).

2.1.3 Influencing factors of physical health

2.1.3.1 Antecedent variables of physical health

The underlying mechanism of the link between positive emotions and physical health remains
a mystery. To investigate the association between positive emotions and physical health, and
the moderating role of people's perception of their positive social relationships, Kok et al. (2013)
conducted a field experiment and randomly assigned subjects to an intervention group or a
waiting list control group that generated positive emotions through love and kindness
meditation compared with a control group. Participants in the intervention group reported an
increase in positive mood, an effect that was moderated by baseline vagal tension, a proxy for
physical health. An increase in positive emotion, in turn, leads to an increase in vagal tension,
an effect modulated by an increase in the perception of social connection. This experimental
evidence shows that positive emotions have a positive impact on physical health through the
perception of social connections.

Previous studies showed that low Socioeconomic Status (SES) was related to physical
health. Rasmussen et al. (2009) examined the strength of the association between optimism and
physical health by incorporating the results of 83 studies through a meta-analysis review using
a random-effects model, which showed that optimism was a significant predictor of positive
physical health outcomes.

Inadequate and poor-quality sleep can have adverse consequences for people's physical
health, subjective well-being, and cognitive function. For example, too little sleep (as well as
too much sleep) is considered a risk factor for common chronic diseases such as obesity, type
2 diabetes, and hypertension (Buxton & Marcelli, 2010; Gangwisch et al., 2006; Sabanayagam
& Shankar, 2010). Sleep deprivation is further associated with impaired cognitive function,
mood instability, and lower levels of optimism, positive emotions, and life goals (Gohar et al.,
2009; Haack & Mullington, 2005; Harrison & Horne, 2000; Ram et al., 2010; Steptoe et al.,
2008; Stickgold, 2001).

Work stress can lead to diseases such as cardiovascular disease, gastrointestinal disease,
musculoskeletal pain, and mental disorders, which can affect the Quality of life and thus the
Quality of Work Life (QWL) of individuals (Carayon et al., 1999).

Previous studies have suggested that work-family conflict is associated with chronic health
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(Allen & Armstrong, 2006). In a longitudinal study, Frone et al. (1997) found a 4-year
association between work-family conflict and hypertension. Thomas and Ganster (1995)
reported a small but significant cross-sectional relationship between work-family conflict and
diastolic blood pressure. Some studies that did not directly measure work-family conflict but
examined the effects of multiple roles also suggested that the stress of juggling work and family
responsibilities can be physically damaging (Allen & Armstrong, 2006). Goldstein et al. (1999)
found that women without children had a significantly greater drop-in heart rate from day to
night than women with children. Brisson et al. (1999) found that white-collar women who
combined high-stress jobs with child-rearing responsibilities had a higher incidence of
hypertension.

It is increasingly recognized that relationship factors, in addition to relationship status, play
an important role in the mental and physical health of young people. Adamczyk et al. (2021)
investigated the link between relationship status, relationship satisfaction, relationship status
satisfaction, and different health dimensions by conducting a questionnaire survey among
young people in Poland and the United States. Data were collected in three different time
periods, with a one-year interval between each measurement. The analysis showed that
individuals in romantic relationships reported better health, especially if they were in high-
quality relationships. Relationship quality is a better predictor of health than relationship status.
In addition, partner status was more strongly correlated with depression, emotional well-being,

relationship satisfaction and mental health among young Poles than their American counterparts.
2.1.3.2 Outcome variables of physical health

To study the relationship between physical health and happiness, Wang and Huang (2014)
conducted an Urban Happiness Index Questionnaire (UWIQ) survey among 5165 non-school
students from 31 provinces in China and conducted a self-questionnaire assessment of their
physical health and religious beliefs. The results show that there is a significant negative
correlation between poor physical health and happiness, and religious belief moderates the

negative influence of physical health on happiness.
2.1.4 The relationship between physical health and job performance

In an increasingly competitive global economy, organizations need healthier and more engaged
employees. To this end, organizations implemented various plans to promote employee health
and performance. Physical health plays a core role in absenteeism and is directly related to job

performance because of a clear indicator of absenteeism (Merrill et al., 2013). Research by

10
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Ybema et al. (2011) shows that physical and mental health affect job satisfaction and job
performance, and that workplace-based health and wellness programs can improve employee
nutrition and physical vitality, thereby enhancing physical and mental health as well as
improving employee performance and productivity.

Previous studies have found that physical disorders may reduce optimal performance by
diverting working memory and information processing from work tasks to physical problems,
such as pain or discomfort. Self-regulating activities such as evaluation, rumination and
distraction may occur in response to physical discomfort and interfere with an individual's
cognitive resources and executive ability (Beal et al., 2005). These symptoms may also reduce
the importance of job performance relative to individual well-being and affect their motivation
to perform. There is some evidence to support the relationship between physical discomfort and
performance, but the research results are different. For example, Jacobs et al. (2007) found that
the correlation between physical discomfort and self-rated productivity was 0.26, while
Matteson et al. (1984) found no significant correlation between physical discomfort and sales
performance. So, there are inconsistent results in previous studies on the relationship between

physical health and job performance.

2.2 Sleep health

2.2.1 Definition of sleep health

Sleep problems are common in modern civilization and have brought great burden to the
healthcare system (Jenkins et al., 1988). In people's daily life, sleep problems have also become
an important dimension of physical health condition evaluation.

Buysse (2014) defined sleep health as a multidimensional sleep-wake mode that can
promote physical and mental health at the same time, and it adapts to the needs of individuals,
society and the environment. The characteristics of good sleep health include subjective
satisfaction, the right amount of time, adequate duration, high efficiency, and constant alertness.
Further sleep health consists of five dimensions: 1. Sleep duration: the total amount of sleep
obtained every 24 hours; 2. Sleep continuity or efficiency: how easy it is to fall asleep and fall
back asleep; 3. Time arrangement: sleep arrangement within 24 hours; 4. Alertness/sleepiness:
the ability to stay focused; 5. Satisfaction/Quality: subjective assessment of "good" or "poor"

sleep.

11
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2.2.2 Measurement of sleep health

There are several ways to measure sleep. One is objective measurement with a pulse meter worn
on the wrist for seven days and seven nights at each point in time. A pulse meter is a small,
unobtrusive, watch-size device that is useful for assessing sleep-wake patterns in a natural
setting (i.e., not in a night sleep lab). In general, wrist activity below a defined threshold was
interpreted as sleep; High wrist activity is interpreted as arousal. Analysis of wrist activity is
useful for assessing sleep and has been widely used among the elderly (Ancoli-Israel et al.,
2015). Sleep efficiency (the percentage of total time spent asleep while lying in bed) was
calculated from behavioral data, using daily bedtimes and wake times reported in sleep diaries
collected simultaneously to determine bedtimes. Automatic sleep scoring algorithms in device-
specific software were used to determine sleep and wakefulness.

The other is subjective sleep measurements using a daily sleep diary. For seven days,
participants wore a wrist actigraphy every morning to complete a sleep diary based on the
American Academy of Sleep Medicine consensus sleep diary (Carney et al., 2012). Sleep
efficiency and wake up time after sleep has started (that is, the total time after sleep has started
and before waking up) were calculated from information provided in the diary (bedtime, wake
up time, sleep onset latency, and wake up time after sleep has started).

Other sleep-related questionnaires assessed sleep quality, insomnia, and daytime symptomes.
The Pittsburgh Sleep Quality Index (PSQI) is an 18-item questionnaire with total score of >5
indicating poor Sleep Quality. Three components of the PSQI were assessed: subjective sleep
quality ("How would you rate your sleep quality during the past month?", using a 4-point rating
scale: 1- very good, 2- fairly good, 3- fairly poor, 4- very poor); sleep duration ("How many
hours of actual sleep did you get at night in the past month?- This may differ from the number
of hours you spend in bed," according to the following 4-point rating scale:>7 hours, 6-7 hours,
5-6 hours, and<S5 hours -- including 7>=1, 6-7=2, 5-6=3, and 5=4); and daytime dysfunction
("In the past month, how many times have you had difficulty staying awake while driving,
eating, or engaging in social activities?", measured by the following scoring criteria: 1- None
at all in the past month; 2- Less than once a week; 3- Once or twice a week; 4- Three or more
times a week. “How much of a problem has it been for you to stay motivated enough to get
things done over the past month?” Measured by the following grades. 1- No problem at all; 2-
Just a little problem; 3- There is a problem; And 4- Very big questions).

The other is the seven-item Insomnia Severity Index (ISI), which measure symptoms and

severity of insomnia. ISI scores range from 0 to 28, with higher scores indicating worse

12
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insomnia. The Epworth Sleepiness Scale (ESS) (Johns, 1991) is an 8-item questionnaire that
asks subjects on a 4-point scale (0-3) about how often they fall asleep or fall asleep while
engaging in eight different activities. The scores range from 0 to 24, with higher scores

indicating more sleepiness during the day.

2.2.3 Influencing factors of sleep health

2.2.3.1 Antecedent variables of sleep health

The relationship between excessive debt and two aspects of well-being—Ilife satisfaction and
emotional well-being—has implications for health and sleep quality. The results show that

consumers with excessive debt (compared to those without) are negatively correlated with life
satisfaction and emotional well-being, as well as with health and sleep quality (Ferreira et al.,
2021).

In the study of the relationship between sleep intelligence and sleep health behavior,
academic achievement, and behavioral well-being by using social learning model, the seventh-
grade students from two urban middle schools were randomly assigned to the experimental
group and a control group of an 8-section sleep intelligence plan according to different schools.
Measurements include sleep patterns, sleep hygiene and sleep health efficacy, academic
performance, and health status. Compared with the control group, the subjects in the
experimental group experienced greater sleep health effects, improved physiological and
emotional sleep hygiene, and went to bed earlier. The results show that the preventive
intervention program has a positive impact on sleep health, sleep hygiene and bedtime (Wolfson

etal., 2015).

2.2.3.2 Outcome variables of sleep health

Inadequate and poor-quality sleep can have adverse consequences for people's physical health,
subjective well-being, and cognitive function. For example, too little sleep (as well as too much
sleep) is considered a risk factor for common chronic diseases such as obesity, type 2 diabetes,
and hypertension (Buxton & Marcelli, 2010; Gangwisch et al., 2006; Sabanayagam & Shankar,
2010). Sleep deprivation is further associated with impaired cognitive function, mood instability,
and lower levels of optimism, positive emotions, and life goals (Gohar et al., 2009; Haack &
Mullington, 2005; Harrison & Horne, 2000; Ram et al., 2010; Steptoe et al., 2008; Stickgold,
2001).
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2.2.4 Relationship between sleep health and job performance

To investigate the relationship between sleep disorders, burnout, and job performance among
nurses working in shifts, Giorgi et al. (2018) surveyed 315 shift nurses in 39 wards of 7 central
hospitals in Italy, using the Pittsburgh Sleep Quality Index to detect the presence of sleep
disorders. The Copenhagen Burnout Scale, used to detect the existence of any possible burnout
types, and the Job Performance Scale, used to measure job performance, showed a positive
correlation between sleep quality and job burnout among nurses who worked shifts. Female
gender and sleep quality of shift nurses were positively correlated with job burnout. There is a
significant negative correlation between job burnout and job performance. Therefore, shift work
is directly and positively correlated with sleep quality and burnout, and indirectly affects job
performance.

In the research on the relationship of employee’s natural sleep-wake cycles (chronotypes)
and work-start times with self-reports of performance, job satisfaction, and absenteeism, and
the mediating role of sleep deprivation in this relationship (Tomaka, 2015). The results indicated
that earlier work-start times were significantly associated with higher job satisfaction and more
sleep hours. And later work-start times were significantly associated with lower performance
and fewer sleep. The number of sleep hours was associated positively with performance, job

satisfaction but negatively with absences.

2.3 Family health relationships

2.3.1 Definition of family relationship health

The concept of family health relationships is often used interchangeably with family
functioning, healthy families, resilient families, and balanced families (Alderfer, 2011;
McGoldrick et al., 2008; Walsh, 2011). Family researchers define family health as a highly
adaptable family with a good balance of cohesion and adaptability formed through good
communication (Smith et al., 2009). The definition of a family health by family therapy usually
emphasizes the best family function and freedom from psychopathological symptoms
(Goldenberg & Goldenberg, 2007; McGoldrick et al., 2008).

According to Black and Lobo (2008), family health is best described by interactive features
to achieve optimal growth, functions, and well-being for the entire family. The characteristics
of healthy families include family unity, commitment, shared time, flexibility, positive

communication, mental health, appreciation, and affection (Kim-Godwin & Bomar, 2014;
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Olson & DeFrain, 2000).

Hanson (2001) defines family health as a dynamic state of relative well-being, including
biological, psychological, spiritual, sociological, and cultural factors of the family system. In
summary, family health is a complex process of negotiating and resolving the events and crises
of daily family life and providing a high quality of life for its members.

Based to motivation research methods, family involvement is defined as a unidimensional
cognitive or belief state of psychological identification with family situations. The individual's
psychological identification with the family environment depends on the individual's significant
needs and expectations for the potential fulfillment of the environment.

In organizations, the definition of unhealthy family, the opposite of family health, can be
understood from Work-Family Conflict (WFC), which includes two directions: Work
Interfering with the Family (WIF) and Family Interfering with the Work (FIW). It is a two-way
construction. WIF is a form of inter-role conflict, that is, the general requirements of work, the
time invested, and the pressure caused interfere with the performance of family-related
responsibilities, while FIW is also a form of inter-role conflict, that is, the general requirements
of family, the time invested and the pressure caused interfere with the performance of work-

related responsibilities (Netemeyer et al., 1996).
2.3.2 Measurement of family relationship health

The family support subscale of the Multidimensional Scale of Perceived Social Support
(MSPSS) (Zimet et al., 1990) was also used to assess social support from family members.
MSPSS assessed how much social support individuals perceived from family, friends, and
others. It consists of 12 items in total, and each subscale has 4 items. All items were rated on a
5-point Likert scale (1=strongly disagree, S5=strongly agree). The sum of the scores for the four
items in each subscale is the final score for perceived levels of social support from different
sources.

The Employee Family Support Scale of King et al. (1995) was used to measure family
social support. It included a 29-item emotional support subscale and a 15-item instrumental
assistance subscale. Sample items on the Emotional support subscale were: "When I feel
insecure about my job, someone in my family helps me feel better" and "If I need to discuss my
job, my family members always seem to make time for me." Sample items of the Instrumental
Assistance Subscale are: "If my job is demanding, someone in the family will take on additional
family responsibilities" and "My family members are willing to take care of the house when it

is needed".
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For the measurement of work-family conflict, Netemeyer et al. (1996) proposed the Work-
Family Conflict (WFC) scale. The scale has two sub-dimensions, namely work interfering with
the family (WIF) and family interfering with the work (FIW). It consists of five items, including
"My work demands interfere with my home life" as a sample item in this subdimension. FIW
also consists of five items. One sample item was "My family or spouse/partner's demands
interfere with work-related activities". The WFC scale is a 6-point Likert scale (1=never,

6=always).
2.3.3 Influencing factors of family relationship health

To investigate the mechanism of family support's impact on social alienation and positive
mental health attitudes during the COVID-19 pandemic, Li and Xu (2022) conducted an online
questionnaire survey among 1,547 Chinese people. The results show that strong family support
is positively correlated with positive social distance attitudes and maintaining positive mental
health, meaning that the more family support, the more likely it is to maintain social distance
and positive mental health family.

In a study on the influence of family participation in employee’s burnout through interviews
and questionnaires with 1046 employees from 30 Dutch organizations, the results show that
having young children and doing more housework are positively correlated with burnout, while
having children is negatively correlated with employee’s burnout, and family life is negatively
correlated with job-related burnout (Ten Brummelhuis et al., 2008).

In order to study the relationship between work and family bidirectional conflict (WIF and
FIW), family instrumental and emotional social support, work and family involvement, work
and life satisfaction, Adams et al. (1996) conducted a questionnaire survey among 163
employees who lived together with at least one family member, and the results showed that the
relationship between work and family has a significant impact on job and life satisfaction, and
the extent to which employees participate in their work and family roles is related to this
relationship. The results also suggested that the relationship between work and family can be
characterized by both conflict and support. The degree of work interference to family was
negatively correlated with the level of family emotional and instrumental support. Higher levels
of family emotional and instrumental support were associated with lower levels of family
intervention work.

Work-family conflict affects employee’s organizational commitment, work stress and job

performance. In the study on the impact of work-family conflict on teachers' work stress,
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organizational commitment, and job performance, Nart and Batur (2014) conducted a
questionnaire survey on teachers in Turkish public schools and found that work-family conflict

was negatively correlated with work stress.
2.3.4 Relationship between family relationship health and job performance

Previous studies have shown that employees who can not balance their work and family roles
due to heavy workload will feel emotionally exhausted and their work performance will decline.
To study the relationship between work-family conflict (WIF and FIW) and job performance,
Zainal et al. (2021) conducted a questionnaire survey among 250 employees working in the
service industry in Malaysia. The results showed that work interfering with family and family
interfering with work negatively correlated with employee’s job performance. In addition, the
social support received from superiors and family members can significantly regulate the
respective relationships between work interference, family interference and employee’s job
performance.

Most professional women bear both family responsibilities and work responsibilities.
Therefore, work-family conflict (WFC) is an important problem faced by professional women.
Wang and Tsai (2014) discussed the relationship between work-family conflict (WFC) and job
performance and the moderating effect of different social support sources. Through a
questionnaire survey of nurses in five hospitals in Taiwan Province, the results showed that
family interference with work (FIW) is negatively correlated with job performance, while

family interference with work (WIF) is not significantly correlated with job performance.

2.4 Co-worker relationship health

2.4.1 Definition of co-worker relationship health

Co-worker relationship is a widely studied category of interpersonal relationship in the
workplace or within an organization. “Interpersonal relationship" refers to the psychological
distance and behavioral tendency formed between an individual with an independent self and
another individual with an independent self (Yang, 1995).

There are many forms of workplace relationship, such as teacher-apprentice relationship,
exchange relationship among leaders, exchange relationship among team members, and
romantic relationship. However, research generally focuses on two main types: the vertical

superior-subordinate relationship and the horizontal co-worker relationship. This study focuses
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on the relationship between horizontal colleagues.

Interpersonal relationships within organizations, including colleagues' relationships, have
become an important field of management psychology research. The specific issues studied
include the quality of colleagues' relationship, team members' exchange relationship,
colleagues' friendship, colleagues' support, and colleagues' trust (Y. K. Zhou & Chen, 2021).

Seers (1989) believed that team member exchange relationship, namely co-worker
relationship, was the perception of individual members on the overall exchange relationship
between themselves and the peer group. McAllister (1995) further confirmed that colleague
trust in an organization includes two dimensions of cognitive trust and emotional trust.

Through interview analysis, Sias and Cahill (1998) studied the transformation mode of
establishing different types of friendship between colleagues. From colleagues to friends, and
then to close or almost best friends, the transformation of different relationship types is
progressive and interactive in mechanism. During periods of transition or transformation,
communication between colleagues to develop friendships becomes more intimate, extensive,
and unguarded.

As for the definition of colleague support, Zhou and George (2001) believe that it is divided
into instrumental support by sharing information and professional knowledge and emotional
support by providing encouragement and support to help colleagues in need.

Colbert et al. (2016) proposed that co-worker relationship is the perceived relationship

between individuals and colleagues without formal authority connection in an organization.
2.4.2 Measurement of co-worker relationship health

The three-dimensional co-worker relationship proposed by Kram and Isabella (1985) has been
widely recognized and applied: (1) Information-based co-worker relationship: the typical
characteristics focuses on information exchange, occasional emotional support, little work-
related feedback, and low level of self-exposure and trust. (2) Collaborative co-worker
relationship: the typical characteristics are moderate trust and self-disclosure. Through
increasing emotional support and feedback from work, friendships become intimate, and
communication becomes more extensive. (3) Special co-worker relationship: the typical
characteristics is high self-exposure and trust. Emotion, work feedback and friendship become
deeper, with the breadth and depth of content advancing to the highest.

Tse and Dasborough (2008) used qualitative research methods to find out that the co-worker
relationship under team member exchange can be divided into task-oriented exchange and

relationship-oriented exchange. Task-oriented exchange relationships refer to idea sharing,
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feedback, and information and knowledge sharing. Relationship-oriented exchange
relationships include help, care, support, similar values and standards, intimacy, personal
sharing, friendship, and encouragement.

Through a series of qualitative and quantitative studies, Colbert et al. (2016) believe that
positive co-worker relationship includes six functions or dimensions: task assistance, career
development, emotional support, personal growth, friendship and giving to others.

The co-worker relationship scale designed by May et al. (2004) contains 10 items. One of
these items measures whether colleagues value a person's input. One example item is
"Communication between my co-worker and me is beneficial". One item evaluates their value
as individuals. One example is "My co-worker values my opinions". Another item assesses
whether they trust each other, e.g. "I trust my co-workers". Participants answered according to
Likert's 5-point scale, ranging from 1 (strongly disagree) to 5 (strongly agree).

Co-worker relationship is also often measured using Sias's (2005) scale on the quality of
co-worker relationship based on the three-dimensional classification of co-worker relationship
by Kram and Isabella (1985). It consists of 10 items and is divided into three dimensions: (1)
Informational co-worker relationship. An example item is "We share the information necessary
to get the job done". (2) Collaborative co-worker relationships, an example of the item "It seems
necessary that we help each other". (3) Special co-worker relationship. An example item is "We
work together to provide emotional support for each other". The results are rated using a 5-

point Likert scale of "1 (strongly disagree)" to "5 (strongly agree)."
2.4.3 Influencing factors of co-worker relationship health

Workplace friendship is an informal interpersonal relationship formed spontaneously among
employees in an organization. Chen et al. (2013) conducted a questionnaire survey on full-time
employees from several private and public institutions in Taiwan to study the relationship
between interactive justice and workplace friendship and assumed the mediating role of leader-
member exchange. The results showed that interactive justice was positively correlated with
workplace friendship. LMX plays a significant mediating role in the positive correlation.
Perfectionism has been described as a common personality trait that sets high standards and
seeks to be flawless. To study the relationship within perfectionism, innovation behavior and
job burnout in the workplace, Chang et al. (2016) conducted an effective matching sample study
on 112 team groups (112 supervisors and 437 members) by distinguishing perfectionism into
healthy perfectionism (perfectionism effort) and unhealthy perfectionism (perfectionism

concern) to examine the moderating effect of group workplace friendships. The results showed
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that healthy perfectionism was positively correlated with innovation behavior, while unhealthy
perfectionism was positively correlated with job burnout. High team friendship enhanced the
positive relationship between healthy perfectionism and innovative behavior and weakened the
positive relationship between unhealthy perfectionism and job burnout.

Personality, shared tasks, and perceived similarity were the most important factors
influencing the initiation of co-worker friendships, while physical distance became less
important for workplace friendships in workplaces where information communication
technology (ICT) was becoming more prevalent. To study the dynamics of workplace
friendships in ICT-led organizations, Sias et al. (2012) conducted a questionnaire survey of full-
time employees from different organizations, and the results confirmed that face-to-face
interactions were positively correlated with the establishment and maintenance of workplace
friendships. Email, phone calls and text messages were also positively correlated with
workplace friendships. Telecommuting hours can interfere with the formation and
communication of workplace friendships. Finally, the differences between aged people and
young people are found in internet-based communication.

To study the gender differences between workplace friendship and its related organizational
results, Morrison (2007) measured the popularity and opportunities of workplace friendship,
working group cohesion, job satisfaction, organizational commitment, and turnover intention
through a questionnaire among 445 interviewees. It is found that there is a stronger correlation
between friendship at work and job satisfaction of men. Compared with men, women are more
inclined to describe the benefits of workplace friendship in terms of social and emotional
support, while men are more inclined to pay attention to the benefits that friends bring them in
their careers, or the functional aspects of "getting the job done".

Work attributes is a form of work structure, which affects the assignment of jobs and tasks
in an organization. Lin et al. (2008) conducted questionnaire survey among employees from
both the Mainland and Taiwan of China to study how the five different work attributes (such as
marketing, finance, human resources, research and development, and manufacture) impact
workplace friendships. The results showed that the five job attributes have significant positive
correlation with workplace friendships. It also proved that different regions (the Mainland and
Taiwan of China) have important influence on the relationship between job attributes and
workplace friendship.

By introducing gender similarity as the background antecedent of co-workers' support.
Koseoglu et al. (2020) studied the mediating role of colleague support between gender

similarity and work attitude. In addition, it also discusses how creative demand, as a

20



The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

professional characteristic, affects the relationship between colleagues' support and work
attitude, besides the roles of supervisor support and organizational support. Based on the
research results of 975 full-time employees in different occupations and industries, it is shown
that the level of creative needs of occupations will affect the relationship between gender
similarity and job satisfaction, and colleagues support to act as intermediaries in this
relationship. When employees are in occupations that require higher creativity, they seem to
appreciate the help from colleagues more than those in occupations that require lower creativity.

As older workers make up a growing share of the labor force, there is a growing correlation
between age and job happiness. The curving relationships between age and job satisfaction and
age and emotional exhaustion have been well documented in the literature. Based on role theory,
Zacher et al. (2014) conducted a questionnaire survey among employees in the Australian
construction industry to investigate the mediating roles of time pressure, work-family conflict,
and colleague support between age and job satisfaction, and age and emotional exhaustion. The
results showed that workers in their 20s to early 40s report lower job satisfaction and greater
emotional exhaustion than younger and older workers.

Based on the theory of emotional events, to explore the influence of job insecurity on the
employee’s extra-role behaviors, as well as test negative emotion’s intermediary role and the
moderating effect of workplace friendship, Yu et al. (2021) conducted a questionnaire survey
on employees of four Chinese financial institutions. The results showed that job insecurity had
significant negative effects on employee’s extra-role behaviors. Negative emotions play a
mediating role in the relationship between job insecurity and extra-role behaviors. The
relationship between job insecurity and negative emotion, job insecurity and extra-role
behaviors were moderated by workplace friendship. Workplace friendship also moderates the
mediating effect of negative emotions on job insecurity and extra-role behaviors. The higher
the degree of workplace friendship is, the weaker the mediating effect is.

Simon et al. (2010) found that co-worker satisfaction was positively correlated with job and
life satisfaction. In addition, job satisfaction partially moderated the relationship between daily
co-worker satisfaction and life satisfaction. Agreeableness in the Big Five Theory of Personality
moderates the relationship between co-worker satisfaction and job and life satisfaction.

Karatepe et al. (2010) studied the mediating effect of core self-evaluation on the
relationship between co-worker support and job engagement. The results showed that core self-
evaluation partially moderated the effect of co-worker support on job vitality, while it

completely moderated the relationship between co-worker support and job dedication.
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2.4.4 Relationship between co-worker relationship health and job performance

The high degree of trust of colleagues is positively related to good work performance. The
interpersonal trust among colleagues determines the level of team performance (Golembiewski
& McConkie, 1975). Expectation is positively related to trust, because trust can improve the
motivation of cooperation and joint work (C. Larson & LaFasto, 1989). As trust reduces the
need for control (such as rules and monitoring) and improves the ability to face implementation
problems, it is expected that efficiency will be improved. This helps to make the best use of the
resources of the group (Bromiley & Cummings, 1995; C. Larson & LaFasto, 1989).

Previous studies believe that co-workers are the most likely and important source of
emotional and instrumental support for employees, mainly because colleagues have knowledge
and understanding of work experience that external resources do not have. In addition,
colleagues also act as the second "eyes and ears", sharing important organizational information
and gossip, which can not be obtained under other circumstances. Kirby and Krone (2002)
noticed that colleagues have a strong influence on each other in terms of attitudes and behaviors
in the workplace. Therefore, the relationship between colleagues has an important impact on
the operation of the organization. In the same organization, employees subjectively perceive
the care and goodwill of colleagues, which will lead to behaviors such as mutual adaptation to
the needs of exchange partners (co-workers), which will promote cooperation and support, help

employees to complete their own jobs, and then produce positive job performance.

2.5 Mental health

2.5.1 Definition of mental health

As for the definition of mental health, different scholars have different views. H.B. English and
A.C. English (1958) considered that in any case the person concerned is well adapted, has the
vitality of life, and can fully develop his/her physical and mental potential. This is a positive
and abundant status free from mental illness. Allport (1961) believed that mental health should
have good interpersonal relations, objective perception, broad self-awareness, stable emotions,
unified internal values, various skills and maintaining focus on work. The Subjective Well-
being (SWB) school proposed that mental health should include life satisfaction and positive
emotion, positive emotion and negative emotion are the two dimensions of mental health, and
life satisfaction is a supplement to happiness as well as one of the cognitive components (Albert

& Stones, 1980). According to the definition of Testa and Simonson (1996), the psychological
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component of health reflects a person's emotional experience. This experience interacts with
relevant cognitive states, processes, and judgments about one's life, self, and future (Lawton &
Brody, 1988) (Beck et al., 1987; Haaga et al., 1991). Overall, mental health includes three
aspects: first, normal physical and psychological function, no physical and psychological
discomfort; second, they can actively mediate their own psychological state, actively deal with
the relationship between themselves and the outside world, and effectively improve their
personal life; the third is to be able to develop within the scope allowed by itself and the
environmental conditions into the situation of best psychological function, that is, a status full

of happiness and satisfaction.
2.5.2 Measurement of mental health

The evaluation content of mental health mainly includes anxiety/depression degree, cognitive
ability, behavioral disorder degree. Some are used for clinical diagnosis of specific mental
diseases, and some are used to measure the level of mental disorders in the general population.
There are also many tools that can be used to evaluate mental health, such as Symptom Self-
Rating Scale (Derogatis et al., 1973), Cornell Medical Index (Brodman et al., 1951), Beck
Anxiety Inventory (Beck et al., 1988), and Beck Depression Inventory (Beck et al., 1961). This
study used workplace anxiety as an indicator to measure the mental health status of employees,

as well as the workplace anxiety scale developed by McCarthy et al. (2016).
2.5.3 Influencing factors of mental health

Learning on the job can improve economic benefits, such as employability and income, as well
as non-economic factors, including self-efficacy, autonomy, social competence, civic
engagement and a sense of control over personal life outcomes, which, according to Field
(2009), are closely related to employee health. In fact, learning opportunities have been proved
to predict subjective health status (Mikkelsen et al., 1999) and health maintaining (Field, 2009).
Employees who have experienced learning are more likely to report that work has had a positive
impact on their mental and physical health (Ettner & Grzywacz, 2001). According to Ryan and
Frederick (1997), vitality is related to physical (such as illness) and psychological (such as
fatigue) states. Employees with a sense of vitality have also been shown to be less likely to feel
anxious and more likely to be mentally healthy (Keyes, 2002). In addition, feelings of vitality
make people more resilient to physical adversity and illness (Cohn et al., 2009; Zautra et al.,

2005). Finally, it was found that enthusiasm at work was positively correlated with subjective
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health (Porath et al., 2012; Walumbwa et al., 2018).

Burnout is characterized by prolonged periods of work stress, including feelings of
exhaustion, cynicism, and reduction (Maslach et al., 2001). Vitality constitutes a resource that
provides employees with the necessary energy to effectively deal with the challenges of their
jobs, leading to reduced burnout (Demerouti et al., 2001). Employees learn and acquire
knowledge on the job to cope with job demands and prevent emotional exhaustion (Stewart &
Ruckdeschel, 1998). In fact, feelings of learning and vitality are thought to counteract the
development of burnout (Spreitzer et al., 2012), while vitality at work has been shown to be
negatively correlated with burnout (Hildenbrand et al., 2018; Niessen et al., 2017).

As a stressor in the work environment (Greenhalgh & Rosenblatt, 1984), job insecurity has
a variety of negative effects on workers' happiness and mental health (Cheng & Chan, 2008;
De Witte et al., 2016; C. Lee et al., 2018; Llosa et al., 2018), such as depression (Blom et al.,
2015; Kim et al., 2017) and anxiety (Boya et al., 2008). It also affects physical health, such as
general physical well-being (Henseke, 2018) or heart disease (Schnall et al., 2016). Menéndez-
Espina et al. (2019) showed that job insecurity is a direct predictor of an individual's health;
specifically, job insecurity explained 4% to 8% of the variation in physical symptoms, anxiety,
and social dysfunction in men and 2% to 5% of the variation in these three areas in women.

Numerous previous studies have found that gender discrimination in the workplace has a
negative impact on mental health and job satisfaction (Manuel et al., 2017; Sojo et al., 2016;
Szymanski & Feltman, 2015). Rubin et al. (2019) found that in male-dominated work
environments, organizational and interpersonal sexism independently had negative effects on
women's mental health.

Poorer sense of belonging and social connectedness have been found to be associated with
poorer mental health (Rubin & Kelly, 2015; Rubin et al., 2017; Saeri et al., 2018). Rubin et al.
(2019) found that belonging positively predicted mental health and belonging mediated the
relationship between organizational gender discrimination and mental health and job
satisfaction.

Previous studies have demonstrated a correlation between work engagement, health levels,
and job performance (Freeney & Fellenz, 2013; Havens et al., 2013), the relationship between
work engagement and health in Spanish nurses has been explored in previous studies, with low
levels of stress and social dysfunction shown to be predictors of the vitality and dedication
structure of work engagement (Jenaro et al., 2011). Other researchers have also found that high
levels of job engagement are associated with low levels of depression, depression, and

psychosomatic discomfort (Schaufeli & Bakker, 2004).
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2.5.4 Relationship between mental health and job performance

The relationship between health and performance issues is of growing concern among business
and science communities. Ford et al. (2011) showed that mental health (including psychological
well-being, depression, general anxiety, and life satisfaction) was moderately to strongly
correlated with job performance through meta-analysis of 111 independent samples obtained
from a literature search.

There is evidence that poor mental health can lead to cognitive deficits related to job
performance. These include deficits in working, episodic, and autobiographical memory,
recognition and recall, learning, and executive functions (Austin et al., 2001; Burt et al., 1995;
Dalgleish et al., 2007; Eysenck & Calvo, 1992; Hayes et al., 2008). Irrelevant negative
information is more likely to interfere with the working memory of depressed individuals
(Joormann & Gotlib, 2008), while negative emotional state and poor mental health lead to
memory bias towards negative events (Blaney, 1986). The negative experience filled with
depression and anxiety can also take cognitive resources away from work tasks, leading
individuals to assess their emotional state, ruminate, and attempt to regulate their emotions
(Beal et al., 2005). A person's regulation of emotions may also inhibit his or her self-control
over subsequent tasks (Muraven & Baumeister, 2000). Fatigue, characterized by feeling tired,
weak and lacking vitality and energy (Sonnentag & Zijlstra, 2006), is also associated with
cognitive difficulties (Jones & Fletcher, 1996) and may reduce the resources a person has
available for work. These cognitive abilities and resources are clearly important for task
performance, but they are also correlated with contextual performance, which depends in part
on one's available knowledge and skills (Dudley & Cortina, 2008; Motowidlo & Van Scotter,
1994).

Mental health may also influence employee’s motivation to perform tasks and background
work behaviors. Affective states can influence the judgment of self-efficacy, positive emotions,
good mental health, and lead to more positive self-efficacy beliefs (Mitchell et al., 1994).
Positive emotions have also been shown to increase task persistence through more positive
valence, instrumentality, and expectation beliefs, and by setting higher goals for oneself (Erez
& Isen, 2002). Field studies on job-specific emotions have found that positive emotions and
organizational citizenship behavior (K. Lee & Allen, 2002), personal work performance (Taris,
2006; Wright et al., 2002) and organizational performance (Taris & Schreurs, 2009). These
results suggest that positive mental health leads to higher work motivation. Depression and

anxiety are also associated with an over cognitive evaluation of danger and reduced self-worth
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(Beck et al., 1987), which can lead to irrational choices and lower effort. Life satisfaction has
also been shown to be highly correlated with core self-evaluation (Judge et al., 2003), which
consists of states such as self-efficacy and locus of control, which may be related to motivation
(Erez & Isen, 2002). Thus, mental health seems to affect performance through motivational

mechanisms.

2.6 Job engagement

2.6.1 Definition of job engagement

Job engagement, also known as engagement, can be described as the positive feelings and sense
of accomplishment that come from working. It contains vigor, dedication, and absorption
(Schaufeli, Martinez, et al., 2002). Vigor refers to the state of being energetic, flexible, and
eager to work, showing perseverance and indefatigability. A dedicated person feels that their
work is meaningful, challenging, inspiring, and is passionate about it. When a dedicated person
is fully engaged in work, it feels like time passes so quickly that he or she forgets everything
else and finds it difficult to withdraw from work (Pienaar & Willemse, 2008). Job engagement
is also sometimes described as a universal state that is not temporarily and explicitly focused
on any one event, object, or person (Schaufeli, Martinez, et al., 2002).

It is common for managers to realize that employees who are highly engaged in their work
bring a competitive advantage to the development of the enterprise. Kahn (1990) initially
described job engagement as a unique and important motivational concept: utilizing the
employee's entire physical, cognitive, and emotional self to accomplish job role performance.
This concept has already implied a link between job engagement and job performance, so job
engagement may provide a more comprehensive explanation of the factors and mechanisms
that influence job performance (Rich et al., 2010). Predecessors' study of job performance tends
to focus on the cognition, emotion, motive, behavior, and the influence of such factors. However,
these factors do not focus on the individual can choose to their emotional, cognitive, and
physical energy into the character at the same time. The more comprehensive self into a person's
behavior, the role of itself might have an impact the result of the work.

Kahn (1990) divided work engagement into physical, cognitive, and emotional
involvement activities in the definition of work engagement. That is, in the process of work
involvement, individuals make full use of their ego by putting energy into physical, cognitive,

and emotional work and actively complete work role performance. An engaged individual can
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be described as someone who, while at work, is fully engaged, attentive, connected to the work.
Those individuals have closely aligned with the work and focused on the performance of his or
her role. Employees engaged in work always keep an open mind to themselves and their
colleagues and connect themselves closely with their work and colleagues. They fully commit
themselves to the given role of the organization (Kahn, 1992). Therefore, individuals not only
need physical input, but also need to bring cognition and emotion into the work tasks to
complete the work of serving the organization.

Job engagement is defined as motivational, which involves the allocation, intensity, and
persistence of individual resources in the role performance of work (Kanfer, 1990). Kahn (1992)
believed that in the process of job engagement, individuals put their body, cognition, and
emotion into a specific task to meet their job role requirements and at the same time
continuously increase the depth of themselves. Therefore, from Kahn's perspective, job
engagement is a multidimensional concept of motivation, which reflects the joint effect of

individual physical, cognitive and emotional energy.
2.6.2 Measurement of job engagement

Many existing scales on job engagement do not fully reflect Kahn's classic definition of this
concept, namely, the investment of individual physical, cognitive and emotional energy
(Newman & Harrison, 2008). The Utrecht Job Engagement Scale, developed by Schaufeli et al.
(2002), is widely used at present. Schaufeli believes that job engagement is a positive, fulfilling,
more lasting and universal emotional/cognitive state. It consists of three factors, including vigor,
dedication, and focus. Vigor refers to high energy level and mental resilience at work, that is,
willingness to work hard and persistence in the face of difficulties. Dedication means being
deeply involved in your work and fully experiencing the sense of meaning, passion, motivation,
pride, and challenge of your work. Concentration means being completely focused on your
work and unable to separate it. Therefore, the scale contains 17 items in three dimensions,
namely, 6 items of vigor, such as "I feel strong and energetic at work". There are five items of
dedication, e.g. "I feel the work I do is purposeful and meaningful”. Six items of absorption,
such as "Time always flies when I am working". Although this scale is widely used, the division
of dimensions and some items are not consistent with Kahn's definition, and the setting of some
items also makes use of subjects' perception of work significance and challenge level (Rich et
al., 2010). Therefore, the researcher gave up using this scale after careful consideration in the
selection of the scale.

Rich et al. (2010) developed a job engagement scale based on Kahn (1990)’s definition of
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job engagement, which contains 18 items in three dimensions, including 6 items of physical
engagement such as "I try my best to do a good job". Emotional engagement comprises 6 items,
such as "I am confident in my work". Cognitive engagement also contains 6 items, such as "in
work, I am fully engaged".

Shirom (2003) expressed inconsistent views on Schaufeli et al. (2002) model setting of job
engagement. He believed that job engagement is only about vitality, that is, vitality is the only
construct that completely fits with work engagement, and dedication and concentration have
too many overlapping or other factors mixed in it. For example, the importance of work to an
individual's self-image. Therefore, Shirom proposed a single dimension vitality model of job
engagement. Wefald and Downey (2009) believe that both single-dimension and three-
dimension models are reasonable. However, confirmatory factor analysis finds that in the three-
factor model, there is a high correlation between the three factors, so the single-factor model

can better express the construct of job engagement.

2.6.3 Influencing factors of job engagement

2.6.3.1 Job engagement and health

Individual health has attracted more and more attention from enterprise managers. The health
status of employees often affects the smooth progress of their work and the sustainable
development of employee’s careers. As a positive personal working state, job engagement
contains a perfect state of continuous and positive emotional motivation, and is characterized
by vitality, dedication, and absorption. Pienaar and Willemse (2008) studied the relationship
between job engagement and health level of employees in the service industry and found that
the three dimensions of job engagement were all related to the overall health of employees, and
individuals with higher job engagement tended to have higher health level.

Schaufeli and Bakker (2004) pointed out that burnout and job engagement can be regarded
as both negative and positive outcomes of emotional labor, so burnout and job engagement
constructs can well measure the mental health of employees within an organization. The two
then proposed a model of happiness at work based on previous studies. Thus, the correlation
between job engagement and health-related factors was re-examined.

While many previous studies have focused on the predictive role of organizational
environment and individual differences on job engagement, Barber et al. (2012) turned to sleep
hygiene as an important antecedent variable to explore its impact on job engagement. Barber

used a sample of 328 workers living in the United States to establish a multi-mediator model in
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which sleep health predicts job engagement through resource consumption of two mediators,
psychological stress, and self-control. The results showed that individuals with chronic bad
sleep had lower self-regulation ability and experienced higher subjective mental loss, thus
reducing their job engagement. This research result is also consistent with the view of self-
regulation theory. That is individuals can provide limited resources to meet external demands
and the consumption of these resources will lead to increased pressure and decreased self-
regulation function for other demands. Poor sleep impairs the post-work self-recovery process
and leads to less self-regulatory resources for performing tasks, which in turn affects job
engagement.

The impact of stress on physical and mental health has been discussed in many studies, but
the role of job engagement in this relationship has been relatively little discussed. Britt et al.
(2005) selected 176 soldiers in the United States as research samples and adopted longitudinal
tracking research method to explore the influence of individual high job engagement level on
the final health report results under different stressors. It was found that soldiers with high job
engagement were cushioned under the stress of long working hours and reported fewer negative
outcomes. However, soldiers with high job engagement reported more negative results of
physical and mental health under the pressure of workload overload. That is, there is a

correlation between job engagement and individual health.

2.6.3.2 Job engagement and depression, life satisfaction

Hakanen and Schaufeli (2012) conducted a 7-year longitudinal follow-up study of 3,255
dentists in Finland since 2003. The study was divided into 3 periods, and researchers found that
job engagement had a significant negative effect on depressive symptoms while a significant
positive effect on life satisfaction. This result may be explained by the fact that job engagement
represents a high level of individual's cognitive, emotional, and behavioral investment in work.
High job engagement predicts a high level of individual satisfaction and job-related happiness,
which will spill over and affect the individual's own state.

The relationship between job engagement and positive work attitude and behavior has been
discussed by many scholars, and its relationship with work-family related issues has been
increasingly concerned by scholars. Culbertson et al. (2012) conducted a longitudinal study in
which they surveyed a sample twice daily for two weeks and found that daily job engagement
had a positive impact on family life. Job engagement promotes the development of work-family

relationship in a better direction by encouraging individuals to produce positive emotions.
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2.6.3.3 Job engagement and job burnout

Job engagement and burnout are often discussed together, as Schaufeli et al. (2002) pointed out
in their study that burnout and job engagement are two related but distinct mindsets, with
burnout associated with exhaustion of work, and job engagement associated with high levels of
vitality and dedication to work. Therefore, job burnout is related to job engagement, but a low
level of job burnout cannot predict a high level of job engagement, it may also be affected by
individual factors. Bakker et al. (2006) study found that in the control of the work characteristics
and the team's level of job burnout and job engagement will affect the level of individual job
engagement and job burnout, the findings seem to emphasize the role of individuals in the
development of burnout and job engagement, especially the team level of burnout of individual

job engagement.
2.6.3.4 Job engagement and psychological climate

Psychological climate, also known as psychological atmosphere, refers to the social and
psychological environment that restricts and forms people's mutual relations in groups. A good
psychological atmosphere has an impact on an individual's ability to move in a group, which is
embodied in the individual's attitude and behavior. Kataria et al. (2013) took Indian IT industry
workers as samples to explore the relationship between psychological climate and job
engagement and organizational citizenship behavior. In this study, 278 employees from 13
Indian IT companies were collected by questionnaire and analyzed by structural equation model.
IT was found that job engagement partially mediates the relationship between supportive
management of psychological climate, self-expression and job challenge dimensions and
organizational citizenship behavior. That is, employee’s perception of work environment has a

significant predictive effect on their job engagement.
2.6.3.5 Job engagement and positive emotion/mood

Bledow et al. (2011), a software developer from the country of Belgium, studied the influence
of emotion on job engagement and found that when employees were in a negative state in the
morning, the induction of positive emotion or positive mood had a positive effect on their job
engagement. When Ouweneel et al. (2012) studied the relationship between hope and job
engagement with a diary study of 59 university staff in the Netherlands, they found that positive
emotional experience had an indirect positive impact on the three dimensions of job

engagement (vitality, dedication, and concentration).
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2.6.3.6 Job engagement and optimism

Cotter and Fouad (2012) carried out a research project on which factors will improve the level
of job engagement of individuals when the external environment is not friendly to them. They
selected 203 workers in the United States who had experienced layoffs in the past year but were
lucky enough to be retained. The study took these individuals as samples to explore the
influence of those factors on job burnout and job engagement. The results of the study showed
that the optimistic (optimism) relationship with employee job engagement in many factors that
the highest significance. It means individual level of optimism can effectively predict the job

engagement level for employees in adverse environment.
2.6.3.7 Job engagement and self-efficacy

According to social cognitive theory, the change of self-efficacy may affect individual cognition,
motivation, and behavior. Ouweneel et al. (2013), based on a sample of 345 American students
to study by creating natural observation and self-efficacy group, two groups of college students'
learning and performance test, found that over time, the students' self-efficacy to increase or
decrease and they are learning to increase or decrease of input and task performance. Therefore,
the hypothesis that the change of students' self-efficacy level is consistent with the change of

their investment degree and performance is verified.
2.6.3.8 Job engagement and satisfaction

Locke (1976) believes that job satisfaction is a happy and positive emotional state, which comes
from the rewards/incentives obtained by individuals from work or the satisfaction of personal
needs. However, job engagement includes not only positive feelings, but also positive cognitive
and behavioral experiences. Therefore, in previous studies, job satisfaction is often discussed
as the outcome variable of job engagement. Many previous studies have also verified the
predictive effect of job engagement on job satisfaction (Alarcon & Edwards, 2011; Saks, 2006).

Saks (2006), based on the social exchange theory, took 102 workers in different positions
in Canada as samples to explore the antecedent variables and outcome variables of job
engagement. The results showed that job engagement was positively correlated with job
satisfaction and organizational commitment, and negatively correlated with turnover intention.

Further research found that job engagement could effectively predict these three factors.
2.6.3.9 Job engagement and work ability and income

Airila et al. (2012) pointed out in the study on the relationship between lifestyle, work-related
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factors, and individual work ability that job engagement plays an important role in improving
individual work ability. Airila took 403 firefighters in Finland as research samples and adopted
a questionnaire survey. Through stepwise regression analysis, it was found that a healthy
lifestyle, such as exercise, good sleep, and no smoking, played an important role in maintaining
an individual's working ability. High job engagement can also precisely predict higher level of
working ability. There is not necessarily a causal relationship between job engagement and
work ability but encouraging employees to maintain high job engagement may have a favorable
impact on the maintenance and improvement of individual work ability, and thus promote the
realization of individual goals and organizational goals. Xanthopoulou et al. (2009) also
confirmed this point of view in the study of employees in the Dutch fast-food industry and

found that employees with high job engagement had higher income levels.
2.6.4 Relationship between job engagement and job performance

Kanungo (1982) pointed out that Job engagement refers to the proportion of employee’s
participation in work in their total life. Therefore, an employee with high job engagement will
show more work-related behaviors and thinking even after working hours. Brown and Leigh
(1996) argue that job engagement is influenced by organizational characteristics, managerial
behavior, and individual differences, while other previous studies have suggested that job
engagement may predict job performance because individuals who identify most strongly with
their work focus their thoughts on the job. And the individual will produce more behaviors that
meet the requirements of the job role (Hillman et al., 2008; Kreiner et al., 2006).

Previous theories and studies have pointed out that people generally have a kind of intrinsic
motivation, which refers to the need to perceive their own ability and maintain their autonomy
and sense of control over things. Under the influence of such intrinsic motivation, people can
generate energy to focus on a specific task. This intrinsic motivation is defined as the desire to
put effort into a task without external constraints or strings attached (Deci & Ryan, 1985c). This
kind of intrinsic motivation is affected by the work environment and individual differences. It
is believed to affect work performance because the satisfaction of the needs of individual ability,
autonomy and sense of control is conducive to individual self-motivation, thus realizing the
effective implementation of the aligned organizational value goals (Baard et al., 2004).

Many previous studies have tested each concept related to job performance, trying to
explain why individuals choose to integrate into their job roles from different aspects. Job
participation focuses on the cognitive energy invested by individuals to maintain the connection

between themselves and work. Job satisfaction is about emotional responses. Intrinsic
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motivation is concerned with the energy invested by an individual to maintain a sense of
autonomy and control. And the combination of these together explains job performance. This
complex includes physical, cognitive, and emotional input, which more often shows the
individual's comprehensive and independent choice. Therefore, Kahn (1990) defined work
input as covering various energies generated simultaneously when an individual is engaged in
work, which is a more reasonable explanation of work performance.

Rich et al. (2010) found that psychological factors such as value congruence between
employees and organizations (work tasks), perceived organizational support and employee’s
core self-evaluation predict work engagement by researching the relationship between
individual and organizational variables and work performance. That is, job engagement plays a
mediating role in the relationship between these factors and job performance. Kahn (1990) once
pointed out that individuals' ideas about the psychological state created by working
environment and personal character directly affect their willingness to invest in work roles.
These concepts include things like the sense of meaning and value of work, the perception of
job stability and safety, the perception of physical and mental adaptability, and ability to work.

Bakker et al. (2012) selected 144 employees from Finland (distributed in different
industries, such as chemical industry, consulting, communication, education) to study the
relationship between job engagement and factors related to job performance. The study found
that job engagement was significantly positively correlated with task performance, out-of-role
behavior, and proactive learning behavior.

This study aims to further explore the role of job engagement in the relationship between
job performance and health-related factors. In this study, we define job performance as the sum
of a set of behaviors, i.e., in-role and out-of-role behaviors, that employees contribute directly
or indirectly to organizational goals. Because job engagement is a concept reflecting human
initiative, it is largely controlled by individual will, and the result of such control is specific
behavior. So, the relationship between job engagement and job performance reflects the
relationship between such initiative and its results.

In the study of the relationship between job engagement and job performance, prior
researchers have put forward sufficient theoretical basis. Employees with high level of job
engagement not only focus their physical energy on the goals required by their job roles, but
also make cognitive and emotional efforts (Ashforth & Humphrey, 1995; Kahn, 1990).
Specifically, putting physical energy into work roles can promote the achievement of
organizational goals, because this behavior promotes the production of those behaviors

encouraged by the organization (Kahn, 1990, 1992). Putting cognitive energy into work roles
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has a positive impact on the achievement of organizational goals by improving individual
concentration (Kahn, 1990). Employees who are emotionally involved in their work roles will
feel more connected with their colleagues, because they share a common organizational goal,

and thus promote the behavior of achieving organizational goals (Ashforth & Humphrey, 1995).

2.7 Psychological capital

2.7.1 Definition of psychological capital

The concept of psychological capital first appeared in economics, sociology and other fields
(Goldsmith et al., 1998; Goldsmith et al., 1997), Luthans and Youssef (2004) put forward the
concept of positive psychological capital with emphasis on people's positive psychological
power as the core, based on the viewpoint and research framework of positive psychology and
positive organizational behavior, and on the analysis of the characteristics and differences of
economic capital, human capital and social capital, which prompted people to focus on the
research of psychological capital and its influence on organizations, leaders and employees.
And in the field of psychological research, psychological capital has its roots in positive
psychology, which in the late 1990s emphasized that people should pay more attention to what's
right and what's positive, rather than focusing almost exclusively on people's mistakes for many
years (Seligman & Csikszentmihalyi, 2000). This change in direction led to a focus on positivity
and human strengths and virtues (C. Peterson & Seligman, 2004). In the last decade, the role of
positive psychology in the field of organizational and human resource performance has received
extensive attention from scholars, especially the influence on positive organizational
relationship and positive organizational behavior. Confidence or self-efficacy is an important
dimension of positive organizational behavior. It refers to an individual's ability to control his
own motivation, cognitive resources and behaviors and his confidence in successfully
completing tasks under a certain circumstance (Stajkovic & Luthans, 1998b). Meanwhile, self-
efficacy is also one of the dimensions of psychological capital. The positive effect of self-
efficacy on job-related performance via social persuasion, positive feedback, physiological and
psychological arousal has been proved by previous studies (Stajkovic & Luthans, 1998a).
Goldsmith et al. (1998) believe that the influence of personality can be observed. As a kind
of individual capital related to personality, employee’s psychological capital will also be
concerned by managers about its influence on employee’s work. According to Goldsmith et al.,

psychological capital consists of a set of personal attributes that are expected to affect
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productivity, and many of the characteristics of an individual's psychological capital are
reflected in a person's self-perception or self-esteem. Therefore, Goldsmith et al. 's definition
of psychological capital is more closely related to self-esteem. Walumbwa et al. (2011) believe
that psychological capital is an open and developing "state theory", which is characterized by
transience and polygon. Many previous studies also provide support for this view of developing
state.

Under the framework of positive psychology and positive organizational behavior, Luthans
and Youssef (2004) put forward the concept of positive psychological capital, referred to as
psychological capital. Luthans et al. defined psychological capital as "a positive psychological
state manifested by individuals in the process of growth and development", which includes four
core components: self-efficacy, optimism, resilience, and hope. This definition and dimensional
division of psychological capital is currently the most widely used.

Derived from Albert Bandura's extensive theory and research, self-efficacy refers to an
individual's confidence in his or her ability to mobilize the motivation, cognitive resources, and
course of action needed to perform a particular task in a particular situation. Self-efficacy (self-
confidence) people who choose challenging tasks can inspire motivation and effort to
successfully accomplish their goals and persevere in the face of obstacles (Luthans & Youssef,
2004).

Hope, derived from the work of positive psychologist Snyder, refers to a state of motivation
based on the interaction between goals, actors, and paths. People are driven by their own agency
to accomplish their goals, and that agency provides them with an internalized determination
and willpower to devote the energy necessary to accomplish their goals. Those who are hopeful
are motivated by this hope because they feel capable of getting what they want and form an
effective path to their expectations (Luthans & Youssef, 2004).

Seligman et al. have studied and applied optimism in the positive psychology movement.
Optimism refers to a positive interpretation that attributes positive events to internal, permanent,
and universal causes, and negative events to external, temporary and context-specific causes
(Luthans & Youssef, 2004). This allows individuals to take credit for the positive things in their
lives, thereby boosting their self-esteem and morale. It also protects them from negative life
events, depression, guilt, self-blame, and hopelessness. Thus, optimistic individuals have more
mental energy when coping with life and work events, which contributes to their actual
performance.

Resilience refers to the ability to recover from adversity, uncertainty, failure, and even

positive but seemingly overwhelming changes such as increased responsibility (Luthans &
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Youssef, 2004). Resilience enables personal and environment-psychological protection
mechanisms to operate by enhancing assets and/or reducing risk factors in individuals and/or

their environment.
2.7.2 Measurement of psychological capital

There are three main ways to measure psychological capital. The first method is the observation
method, which is to observe and evaluate the respondents to help researchers obtain the relevant
data of the sample's psychological capital status. This work needs the assistance of a third party,
so it is also called the expert evaluation method. The second method is the result variable
measurement method, according to the psychological capital status of different employees will
have different results, can use reverse thinking to measure and analyze the result variable of
psychological capital, to infer the psychological capital of employees. The third method is self-
reporting, which collects data about employee’s psychological capital status by issuing
questionnaires. Many foreign scholars have developed their own scales, such as The
Psychological Capital Scale by Goldsmith et al. (1997). Avey et al. (2006) psychological Capital
State Scale; Judge and Bono (2001), The Core Self-evaluation Construct Scale; Luthans et al.
(2007) PCQ-24 questionnaire.

In scale evaluation, a variety of scales were also used for different dimensions of
psychological capital. For example, Bandura (1997) provided many theories and studies,
arguing that self-efficacy should be measured by magnitude and intensity. The magnitude
dimension of self-efficacy is the difficulty level of the task that the individual expects to be able
to perform, which is measured by whether the respondent can complete the specific task at
different levels. The intensity dimension of self-efficacy refers to the degree of certainty an
individual has about his ability to perform at each difficulty level, which is measured by the
percentage of confidence reported by the respondent (Bandura, 1997; Locke et al., 1984;
Stajkovic & Luthans, 1998b). However, recent studies support the comparability between
Likert-type continuous scales and scales that use the weight-intensity method to measure self-
efficacy. The two types share similar factor structure, reliability, and validity (Maurer & Pierce,
1998). For example, Parker (1998) productivity tools used the workplace-related Likert scale.

Luthans et al. (2007) developed the 4-dimensional 24-item psychological capital scale,
which is the most widely used and recognized scale. Its structure includes four dimensions of
self-efficacy, hope, optimism, and resilience, with six items in each dimension. Self-efficacy
items such as "I have the confidence to analyze a long-term problem, find solutions, hope items

such as" At present, [ am actively pursuing my work goals. ", optimistic items such as "I treat
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the job attitude is there is always a bright side ", toughness items such as "I can survive the
difficulties at work, because I had experienced difficulties".

Since observation method and outcome variable measurement method are difficult to
operate in practice, and lack uniform standards and objectivity, this study will collect data of
employee’s psychological capital through questionnaires. Among them, the psychological
capital questionnaire developed by Luthans et al. (2007) has high reliability and validity,
including four dimensions of self-efficacy, hope, resilience, and optimism, and has been widely

used in relevant studies. The researcher will also use the psychological capital scale for analysis.
2.7.3 Influencing factors of psychological capital

Psychological capital contains four core components, self-efficacy, optimism, resilience and
hope, and is affected by these four variables. Luthans and Youssef (2004) believe that the most
effective way to cultivate employee’s sense of self-efficacy and confidence is to let them
experience success. Bandura and other self-efficacy researchers call this experience the mastery
experience. The improvement of performance can further improve employee confidence and
self-efficacy. In addition, the power of vicarious learning or role models can increase self-
efficacy. After proposing the definition of psychological capital, Luthans also proposed micro-
intervention method, aiming to develop psychological capital from the perspective of hope,
optimism, self-efficacy, and resilience (Luthans et al., 2010).

To cultivate the hope of managers and employees, it is necessary to enrich the target, agent,
and pathway components of hope. In addition, breaking down complex, difficult, or long-term
goals into manageable sub-goals (often referred to as "incremental") has been found to enhance
hope. Hope is an important component of psychological capital. As a concept of positive
psychology, hope includes willpower, initiative, and other factors. It is generally believed that
hope is positively correlated with academic, sports and health-related outcome variables. S. J.
Peterson and Luthans (2003) studied the relationship between leaders' different levels of hope
and employee’s job-related results and found that managers with higher levels of hope have
more favorable working conditions for employees, leading to higher performance of the
departments they manage and higher retention rate and job satisfaction of their subordinates.
That is, the leader's hope has a positive impact on the employee's work results.

Optimism is influenced by personal explanatory style, for example, people with a
pessimistic explanatory style often attribute good things in their lives to luck, help from others,
or situational factors. These are external (out of control), temporary (one-time events), and

specific (not generalizable to future situations) causes. These attributions prevent learning from
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success, building mastery experiences (necessary for developing a sense of self-efficacy), and
gaining a sense of agency and control (necessary for wanting to develop).

Optimism is an intrinsic aspect of human nature, and as a positive individual difference
factor, optimism has been shown to be significantly associated with self-reported health and
well-being as individual outcome variables such as good mood, perseverance, achievement, and
physical health (C. Peterson, 2000). Brenes et al. (2002) conducted a study on the relationship
between optimism and pessimism and daily activities in 480 community-based older adults with
knee pain and found that, after controlling for demographic and health variables, optimism was
significantly associated with performance on walking tasks. In other words, optimism may have
a positive effect on individuals' physical performance.

To develop resilience, organizations adopt risk-centric strategies and reduce risks and
stressors that may lead to unwanted outcomes. For example, wellness programs and employee
assistance programs are provided to reduce the likelihood of physical and psychological risks.
However, organizations cannot protect employees from all possible risk factors. Asset-
concentration strategy can be introduced to mitigate impacts of adversity by abundant resources
and effective leadership. Meanwhile, process-centric strategies can be used to mobilize the
power of necessary adaptive systems, eventually enhancing an organization's readiness to

respond to crises.

2.7.3.1 Psychological capital, organizational commitment, and job satisfaction

In the field of organization management, economic capital used to be one of the most important
capitals, but with the development and expansion of organizations and the continuous renewal
of new management technology, human capital and social capital are more valued by managers.
M. Larson and Luthans (2006), taking manufacturing employees as samples, conducted a study
aimed at exploring the relationship between psychological capital and employee’s job-related
outcomes and found that psychological capital was significantly related to job satisfaction and
organizational commitment, that is, psychological capital significantly promoted employee’s
work attitude.

Numerous previous studies have pointed out that psychological capital is significantly
correlated with employee’s attitude towards leaving or intention to stay on the job. Individuals
with high psychological capital have positive expectations for future results and show higher
faith in coping with challenges and difficulties at work. These positive psychological states

motivate individuals to exert greater efforts and improve their job satisfaction (Luthans et al.,
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2007).

The influence of psychological capital on employee’s job satisfaction and dissatisfaction
behavior was emphasized in the meta-analysis of Avey et al. (2011). For example, researchers
found a positive correlation between psychological capital and out-of-role behavior. Individuals
with high psychological capital will show a positive emotion when facing difficulties and

solving problems, thus leading to positive behaviors.

2.7.3.2 Psychological capital and pressure

Based on the transactional theory of stress and coping, Darvishmotevali and Ali (2020)
analyzed the buffering effect of psychological capital on the negative effects of stress factors
such as job insecurity on subjective well-being and personal well-being. Darvishmotevali
conducted a study on 250 employees working in 4-star and 5-star hotels in Iran about their
subjective well-being through questionnaire survey. The results showed that job insecurity
would reduce employee’s subjective well-being. In this process, employees with higher level
of psychological capital can better cope with work stress and reduce or eliminate the negative

results of such stress stimulation.

2.7.3.3 Psychological capital and health

As a kind of personal resource, psychological capital may play a potential role in improving
employee health and performance. Lupa and Vrg (2020), based on the job demand-resource
theory, examined the relationship between job burnout and related job outcomes among 304
Romanian employees using self-reported data, and found that psychological capital moderated
the relationship between job burnout and physical and mental health to some extent. The
improvement of psychological capital can reduce job burnout and improve job happiness and

job performance.

2.7.3.4 Psychological capital and emotion

Emotional intelligence refers to an individual's ability to monitor their own and others' emotions
and emotions, and to recognize and use this information to guide their own thoughts and actions.
Gong et al. (2019) focused on the effect and mechanism of emotional variables on psychological
capital and job outcome variables and investigated the relationship between these variables by

questionnaire survey with 450 employees as research samples. The results showed that
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employee emotion positively predicts both psychological capital and job performance, while
psychological capital negatively predicts job burnout and positively predicts job performance.
Psychological capital plays a mediating role in the relationship between emotion, job burnout
and job performance. In other words, for enterprise managers, improving employee’s emotional
health can help to improve their psychological capital level, which in turn has a positive
promoting effect on job-related results, manifested in improving job performance and reducing
job burnout.

As a higher-order psychological structure, the relationship between psychological capital
and individual emotion and organizational achievement has always been concerned by scholars.
Many previous studies have confirmed the relationship between psychological capital and
positive emotion (M. Larson & Luthans, 2006; Luthans et al., 2007). Da et al. (2021) took 208
workers in Beijing as the research sample and conducted a three-period longitudinal study to
investigate the relationship between these variables. They found that positive emotional
psychological capital plays an intermediary role with organizational citizenship behavior
(OCB), that is, employee psychological capital exerts an effect on organizational citizenship
behavior (OCB) through positive emotion. Furthermore, the author found a reciprocal

relationship between psychological capital and positive emotion.

2.7.3.5 Psychological capital, behavior, and ability

Lather and Kaur (2015) conducted a questionnaire survey of 150 employees from public and
private schools to investigate the relationship between psychological capital, organizational
commitment, and organizational citizenship behaviors. Through multiple regression analysis,
they found that psychological capital could predict organizational commitment and
organizational citizenship behavior of different types of schools. The theoretical framework of
psychological capital can help researchers and managers better understand the influence of
psychological capital on outcome variables related to work outcomes. Walumbwa et al. (2011)
took 146 complete groups of a certain large financial institution as the research subjects and
investigated the relationship between group psychological capital and outcome variables related
to various jobs. They also found that there was a significant relationship between group
psychological capital and group organizational trust and organizational citizenship behavior.
This proves once again the relationship between psychological capital, trust and civic behavior.

There are a lot of research on psychological capital in the field of teachers. Scholars pay

much attention to the influence of teachers' psychological capital on their work behavior and
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results. Liu et al. (2021) to China's university teachers as the research sample, with the method
of questionnaire investigation and research, to discuss the relationship between teachers'
psychological capital and behavior and result, found that teachers' psychological capital and
motivated work behavior is related (including task behavior and other related behavior),
psychological capital have a significant impact on task work behavior and innovation work
behavior. Furthermore, psychological capital tends to contribute to the job development of
teachers by positively influencing their motivational work behavior, that is, the result.

The relationship between psychological capital and employee positive behavior has been
discussed by many scholars, but the impact of psychological capital on employee creativity is
also worthy of attention. Cai et al. (2018), based on the interactive perspective, applied the trait
activation theory to investigate the effects of psychological competence and job characteristics
on self-reported creativity of employees. Based on the questionnaire survey of 356 employees
from different industries in China, Cai et al. (2018) investigated the effects of psychological
competence and job characteristics on self-reported creativity of employees. We found that
psychological capital positively predicted employee’s self-reported creativity, and that
leadership's support for employee’s creativity and job characteristics moderated the relationship.

In addition, leadership, leadership spirit and other factors about the behavioral ability of
leaders are also the research variables that scholars pay attention to. Jensen and Luthans (2006)
used 76 founders of small businesses as research samples to explore entrepreneurs' leadership
behaviors and their related advantages. The research results showed that there was a significant
correlation between entrepreneurs' psychological capital and their self-perception of true

leadership.

2.7.3.6 Mediating role of psychological capital

The role of psychological capital as a mediator has also attracted the attention of researchers
from a variety of backgrounds and industries. Shang-Guan et al. (2017) carried out a study on
the relationship between work pressure and job satisfaction of Chinese township cadres in
Liaoning Province, China in 2015. The study adopted a cross-sectional survey and
questionnaire survey among 1800 township cadres, and finally collected 1,525 questionnaires.
The results show that psychological capital plays a mediating role in the relationship between
job stress and job satisfaction. In other words, job stress predicts job satisfaction through
psychological capital. By studying three different samples, Luthans et al. (2007) found that

employee’s psychological capital was positively correlated with job performance, job
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satisfaction and organizational commitment, and psychological capital played an intermediary
role in the relationship between supportive organizational climate and employee performance.

In the academic field, the researchers commonly focus on the important role grit plays in
students’ learning. The gritty individuals are more likely to practice consciously and keep
promise in the face of setbacks. But the effect of grit on grades in the cognitive level, namely
how grit influences student grades in the cognitive level still require further research. Luthans
et al. (2010) examined the role of psychological capital in the relationship between perseverance
and academic performance based on study of 176 business school students and found that
psychological capital largely mediates the relationship between perseverance and academic
performance. Factors such as hope, self-efficacy, resilience and optimism in psychological

capital help drive resilient students to achieve more academic success.

2.7.3.7 The moderating effect of psychological capital

Although psychological capital is often studied as an independent variable or a mediating
variable, some scholars have begun to pay attention to the mechanism of psychological capital
as a moderating variable in recent years. A large number of previous studies have pointed out
the direct relationship between psychological capital, organizational trust and organizational
citizenship behavior (Lather & Kaur, 2015), but Yildiz (2019) uses psychological capital as a
moderating variable to test its influence on the relationship between organizational trust and
organizational citizenship behavior. Yildiz took 1100 employees from 7 hospitals in Istanbul as
research samples and collected data through questionnaire survey. The research results showed
that psychological capital moderated the positive correlation between organizational trust and
organizational citizenship behavior, that is, when psychological capital was high, the
relationship between the two was stronger.

Psychological capital not only plays a moderating role in the relationship between
individual perception and behavior, but also has an impact on the relationship between superiors
and subordinates. Y. Li et al. (2015) conducted a questionnaire survey on leaders and employees
from 86 business teams by using the theory of conservation of resources, and found that abusive
leaders and subordinates' psychological pain levels were positively correlated, that is, the higher
the abusive level of leaders, the stronger the psychological pain of subordinates, and among
them, employee’s psychological capital would weaken the strength of this relationship, that is,
compared with employees with high psychological capital levels, employees with low

psychological capital levels and leaders.
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2.7.4 Relationship between psychological capital and job performance

Psychological capital is defined as a kind of higher order. The motive and behavior associated
with self-efficacy are classified as self-efficacy, hope, resilient and optimistic four components
of the constituent part in nature. It is regarded as a "state" has high psychological capital
employees tend to expect good things happen to them at work. It is further believed that they
can create their own success, namely hope and self-efficacy, and be more determined and
persistent in the face of challenges, namely resilience (Avey et al., 2011). Therefore, high levels
of psychological capital are often discussed in conjunction with success and high levels of
performance. Luthans believed that the positive emotions of human beings in the study of
positive psychology could improve work performance, form the overall positive atmosphere of
the enterprise, and promote the enterprise to develop in a better positive direction, such as
reducing organizational absenteeism (Luthans & Youssef, 2004). F. Luthans and Avolio (2007)
found that employee’s psychological capital has a positive effect on their job performance. Avey
et al. (2006) proved that psychological capital, hope, optimism, resilience, and self-efficacy
were all negatively correlated with employee absenteeism.

The positive impact of self-efficacy, one of the components of psychological capital, on
organizational environment has been supported by many studies. For example, Stajkovic and
Luthans (1998b) found a correlation of 0.38 between self-efficacy and job performance in a
meta-analysis of 114 studies. This has a greater impact on performance than many established
performance enhancement measures (such as goal setting and behavior modification) or widely
recognized personality traits (such as conscientiousness) and attitudes (such as job satisfaction).
In addition, the recent research supports the relationship between self-efficacy and desired
attitudinal performance, such as job satisfaction, organizational commitment, turnover intention,
and perceived organizational effectiveness, in both American and cross-cultural work
environments. In a cross-cultural study, Luthans and Youssef (2004) found that Chinese
workers' hopes were related to their performance in state-owned enterprises. The results of this
pilot study suggest the utility of positive psychological capital in promoting sustainable
competitive advantage.

Human capital is the core capital for the success of any organization. It is for this reason
that scholars spare no efforts to explore the effect of psychological capital on work results to
optimize the ability and potential of employees. Ngwenya and Pelser (2020) investigated the
effects of psychological capital on job engagement, job satisfaction, and performance with a

sample of 257 employees from 15 Zimbabwe manufacturing companies. It was found that
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psychological capital had a significant positive effect on the above variables. Alessandri et al.
(2018) conducted a follow-up study on 420 white-collar employees of a large communication
service company for two consecutive years and found through structural equation modeling
analysis that an increase in the absolute level of psychological capital predicted the subsequent
increase in job engagement, which in turn predicted the increase in job performance. That is,
job engagement plays a mediating role between psychological capital and job performance.
From the perspective of theoretical research, psychological capital has similar dynamic
characteristics. The relationship between it and outcome variables related to various jobs is
often studied through static analysis. So, the role of psychological capital as an intermediary
mechanism has been largely ignored. Alessandri et al. 's research adopted longitudinal research
method and tracked data for two years, and their research results more clearly indicated the
predictive role of psychological capital on job performance. From a practical point of view, the
research results of psychological capital, job engagement, job performance and other variables
are very important to the operation and management of organizations, because they point out
the importance of maintaining psychological capital on the motivation and behavior of
employees in the organization.

Research on psychological capital does not stop at the individual level. Dawkins et al. (2018)
adopted a multi-level research method to explore the relationship between psychological capital
at the team level and results at the team and individual level. The results show that there is a
significant correlation between team psychological capital level and outcome variables such as
team performance, team satisfaction, and individual job satisfaction. Dawkins et al. further
investigated to what extent the consensus of team members' cognition of psychological capital
can regulate the above relationships and found that the consensus of team members' cognition
of psychological capital has a significant impact on the prediction of most relationships. In other
words, organizations should not only pay attention to the level of psychological capital at the
individual level, but also pay attention to the cultivation of psychological enthusiasm at the
team level, because the improvement of psychological capital level at the team level can have
a positive impact on both the individual level and the team level. Such findings further

emphasize the important role of psychological capital in organizations.
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2.8 Proactive personality research

2.8.1 Definition of proactive personality

With the rapid development of organization, society and technology, employees should adapt
to environmental changes and keep pace with the times. Personality characteristics, especially
those that can reflect the willingness to change, are increasingly studied by scholars and
considered to be the key factor driving individual success and bringing organizational
competitive advantage (Seibert et al., 1999). It is widely accepted that personality affects
success in working life, mainly for the following reasons: career is the product of behavioral
tendencies, which accumulate over time; Careers are full of "adverse or distressing" situations
in which personality plays a leading role in individual behavioral choices (Seibert et al., 1999).

Proactive personality is proposed by Bateman and Crant (1993) in the context of interaction
theory and the stimulation of individual-environment theory research to study activities in
organizations with proactive tendencies. Bateman and Crant (1993) first defined proactive
behavior as an individual's tendency to be relatively stable in response to changes in
environmental influences. In a study of 282 college students, unidimensional active behavior
was found to have good psychometric characteristics. In a further study of 130 college students,
the relationship between the active behavior scale and the dimensions of the Big Five
Personality Theory was determined. Finally, Bateman and Crant took 148 MBA students as
samples to evaluate the correlation between proactive behavior and the need for achievement,
the need for dominance, the nature of civic activities and other indicators.

A proactive personality, as conceived by Bateman and Crant (1993), is a person who is
relatively unconstrained by situational forces and can influence changes in the environment.
Proactive people look for opportunities, show initiative, act, and persevere until they bring
about change. They are trailblazers (Leavitt, 1988) who change the mission of their organization
or identify and solve problems. They take responsibility for making an impact on the world
around them.

Crant (1995) also pointed out that proactive personality aims to capture a behavioral
tendency, that is, to implement or change one's environment. The archetype of proactive
personality is described as "a person who is relatively unconstrained by situational forces and
influences changes in the environment" Crant (1995). In the field of psychology and
organizational behavior, interaction theory holds that behavior is controlled by internal factors

and external environment, and the relationship between people and environment is a dynamic
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interactive process of mutual causation. Context is the function of people, while human
behavior is the function of context" (Bowers, 1973). Consistent with this concept, Buss and
Finn (1977) also emphasized in a personality study that people are not passive recipients of the
environment, and individuals also affect the environment, that is, people interact with the
environment. Social cognition theory (Bandura, 1986) holds that people, environment and
behavior constantly influence each other. All these theories and viewpoints point to the research
direction of the interaction between individuals and the environment, and proactive personality
is put forward under such a research framework, which is an individual personality tendency
that can affect the environment.

Later, Campbell (2000), based on the results of previous studies, pointed out that
individuals with proactive personality showed the following five core characteristics: (1) they
had a high professional level and the ability to identify and solve problems; (2) outstanding
interpersonal skills and relationship maintenance skills; (3) have a high degree of organizational
commitment and sense of accomplishment, as well as a positive work attitude and values; (4)
have positive and progressive characteristics; (5) integrity and long-term vision.

Scholars have devoted a lot of research energy to employee initiative. Although active
behavior may be caused by a variety of factors, we focus on the influence of personality factors.
Some scholars have found that there are differences in people's initiative level at the level of
personality, which is reflected in the level of proactive personality (Bateman & Crant, 1993).
Individuals with high proactive personality tend to actively shape the environment around them
and try to make the environment change according to their wishes. Conversely, people with low
initiative tend to rely on others to make change happen. Empirical studies have found that, at
the individual level, highly proactive employees have better performance and career
achievements (Jr & Marler, 2009). At the team level, high proactive personality is conducive to
improving the innovation atmosphere (Xu et al., 2019).

Hough (2003) believes that proactive personality is an emergent or "compound" personality
trait. "Complex personality traits are composed of basic personality traits, but these basic
personality traits are not all covariant" (Hough & Schneider, 1996), and are often related to
multiple dimensions of the Big Five personality traits (Hough & Oswald, 2000). Compound
personality traits arise when researchers construct scales that predict specific standard
constructs. For example, ambition is a composite personality trait consisting of both
conscientiousness and extraversion (Hough & Oswald, 2000; Ones, 2005); Major et al. (2006)
point out that proactive personality has been associated with conscientiousness and extraversion,

while other studies have found it to be associated with openness to experience and neuroticism
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(Crant & Bateman, 2000; Major et al., 2006).

Based on the above definitions of proactive personality, it can be inferred that individuals
must be proactive if they want to be successful. Therefore, people are more and more interested
in the relationship between proactive personality and the relevant configuration of career
success. Seibert et al. (2001) believed that proactive people aim to "choose, create and influence
the work environment to increase the likelihood of career success". Some studies have shown
that proactive personality is positively correlated with subjective career success results such as
career satisfaction and job satisfaction (Seibert et al., 1999). Other studies showed that proactive
personality is positively correlated with objective career success results (Byrne et al., 2008). A
meta-analysis by Ng et al. (2005) found that personality predictors of career success were more
strongly correlated with subjective career success than objective career success.

Due to the rapid development of science and technology, the deepening of the degree of
internationalization and the gradual intensification of competition, enterprises are facing a
significant increase in uncertainty in the process of operation and management. To better cope
with challenges and seize opportunities, enterprise management gradually shifted from
emphasizing obedience to stimulating employee initiative (Griffin et al., 2007). And proactive
personality is that proactive aspect that reflect individual personality characteristics. Griffin and
Parker (2007) took employees from 32 organizations as research samples and obtained
employee’s proactive self-evaluation and supervisors' evaluation of their proactive behavior
through questionnaire survey. The results showed that self-reported initiative of employees was
positively correlated with external evaluation of proactive behavior. This reveals the correlation
between proactive personality and proactive behavior.

From the above summary, Bateman and Crant (1993) gave the most direct and clear
definition of proactive personality, with more essence and depth in connotation, which was the
earliest and most classic conceptual explanation. Subsequent studies basically followed this

conceptual definition.
2.8.2 Measurement of proactive personality

The measurement construct of proactive personality is mainly based on the prototype of
proactive personality proposed by Bateman and Crant (1993). In the early stage, they developed
a scale containing 47 items to measure proactive behavior based on the concept of active
behavior, and then selected the most representative 27 items to form the original questionnaire.
Later, Crant (1995) developed proactive personality scale (PPS) based on previous research

results and the result of factor analysis to measure this construct through a single dimension
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with 17 items. The scale uses 7-point Likert scale, with 1 representing "strongly disagree" and
7 representing "strongly agree". The scores of these items are added up to obtain the score of
proactive personality. The higher the test subjects score on the options, the more typical
proactive personality characteristics they have. Specific items include "Be good at spotting
opportunities" and "No matter what obstacles I encounter, if I believe, I will make it happen.
"The scale has good performance in both reliability and validity.

After that, many scholars continuously adapted and optimized the scale based on Crant
(1995) and developed various simplified forms of PPS (developed proactive personality scale),
including 10-item, 6-item, 5-item, 4-item and even 2-item versions. Currently widely used
scales, such as the 10-item short version of proactive Personality Inventory revised and
completed by Seibert et al. (1999), “I am constantly on the lookout for new ways to improve
my life”. "I can spot a good opportunity long before others can”. Jr and Marler (2009) pointed
out in their meta-analysis of proactive personality that the 17-item and 10-item short-board

proactive personality scale had good internal consistency.
2.8.3 Influential factors of proactive personality

According to existing studies, proactive personality has a positive impact on many individual
and organization-related outcome variables, including job performance, career success,

leadership, team performance, and creativity.

2.8.3.1 Proactive personality and career success and job satisfaction

Seibert et al. (1999) defined career success as the positive psychological feelings and job-related
achievements gradually accumulated and acquired by individuals during their work experience.
According to this concept, researchers divided career success into objective career success and
subjective career success. Objective career success refers to the observable results obtained
from work, such as salary level, promotion times. Subjective career success refers more to the
individual's subjective evaluation and feelings, such as job satisfaction. Seibert and his
colleagues, based on study of 496 employees in different organizations to test the relationship
between proactive personality and career in the city, the study found that proactive personality
for objective career success (such as wages and promotion frequency) by the positive influence,
and proactive personality on subjective career success (i.e., job satisfaction) also has a positive
effect. When further testing the influence of proactive personality, it was found that proactive

personality has a significant predictive effect on career success (Seibert et al., 1999).
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Erdogan and Bauer (2005) found in a study on the relationship between personality and
organizational environment consistency, personality and work consistency, and career success
that proactive personality was significantly positively correlated with job satisfaction when
individual personality and organizational consistency were high. Individuals with proactive
personality, whose values are consistent with the organization and whose abilities can meet the

needs of the organization, have a significant correlation with career success.

2.8.3.2 Proactive personality and leadership style, leadership

Bateman and Crant (1993) found in a study of MBA schools that individuals with high scores
in the Proactive Personality Scale were also those individuals considered by their peers to be
transformational leaders. That is, an individual's proactive personality level may affect others'
evaluation of his leadership style and leadership ability. Crant and Bateman (2000) took 156
managers and their direct superiors as research samples to explore the relationship between
proactive personality and charismatic leadership. The results showed that the higher the self-
report score of proactive personality, the higher the superiors' evaluation of charismatic
leadership. The results of hierarchical regression showed that the variation revealed by
proactive personality was greater than that revealed by other additional factors, such as the Big

Five personality factors.

2.8.3.3 Proactive personality and health

From the perspective of occupational health, proactive personality has the potential to benefit
individuals directly. More specifically, the controlling tendencies of proactive people may help
individuals successfully deal with occupational stressors. A proactive person will direct their
behavior or eliminate ambiguity in each situation through a certain form of control in the work
environment (Crant & Bateman, 2000). This tendency to channel personal energy into active
control may improve an individual's ability to manage multiple sources of occupational stress.
In fact, studies have demonstrated a negative correlation between perceived control and stress-

related negative outcomes at work (Troup & Dewe, 2002).

2.8.3.4 The moderating effect of proactive personality

In many previous studies, it is not difficult to find that proactive personality is often studied as

an independent variable and a mediator variable. However, scholars often take personality
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factors as moderating variables to investigate the relationship between psychology and behavior.
Some scholars have studied the relationship between proactive personality and mental health.
They took 133 university teachers as research samples to investigate the relationship between
proactive personality and non-work stress and job satisfaction. It was found that proactive
personality can regulate the relationship between work and non-work stressors (such as time-

based work-family interference) and work/life satisfaction(Cunningham & De La Rosa, 2008).
2.8.4 Relationship between proactive personality and job performance

Job performance is one of the important factors to measure individual contribution to the
organization in an enterprise. Both business owners and academic community pay much
attention to the variables that can promote job performance. For a long time in the past, many
scholars have been exploring the relationship between proactive personality and the variables
related to job performance. Some scholars have pointed out that job performance may play a
key role in career success. Proactive personalities tend to perform better than passive
personalities because they "create situations and environments conducive to effective
performance" (Crant, 1995). Studies have found that proactive personality can explain other
differences in job performance except for the Big Five Personalities (Crant, 1995) and has been
proved to predict overall performance (Chan, 2006), task performance (Thompson, 2005) and
all aspects of performance (Crant, 1995).

Due to the widespread belief that individuals need to be proactive to succeed in occupations
with unclear boundaries or low security, there has been a strong interest in the relationship
between proactive personalities and structures related to career success. It is claimed that
proactive individuals can "choose, create and influence work situations to increase the
likelihood of career success" (Seibert et al., 2001) Studies show that proactive personality is
positively correlated with subjective career success outcomes, such as career satisfaction and
job satisfaction (Erdogan & Bauer, 2005; Seibert et al., 2001). Studies have also shown that
proactive personality is positively correlated with objective career success outcomes (Byrne et
al., 2008).

Jr and Marler (2009) conducted a comprehensive analysis of the relevant studies on
proactive personality, taking career success as a broad organizational framework, and
conducted a meta-analysis on the correlation of 313 out of 107 studies. The results show that
proactive personality has significant positive correlation with objective and subjective career
success. Further research suggests that sponsored mobility is associated with contest mobility,

such as job performance, and sponsored mobility, such as being responsible for or advising on
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certain activities. And these behaviors themselves are significantly correlated with individual
career success. Therefore, the relationship between proactive personality and job performance
is worthy of further attention and exploration by scholars. Jr and Marler (2009) also pointed out
that the relationship between individual proactive personality and his evaluation of job
performance is particularly noteworthy because it is stronger than any one of the five factors or
the sum of the five factors. Proactive personality is positively correlated with various
employability related variables (such as learning goal orientation, career self-efficacy) and four
major trait factors (extraversion, openness to experience, conscientiousness, and neuroticism),
but has nothing to do with social idealism.

A fundamental explanation for why proactive personality is positively correlated with
career success lies in its basic concept, that is, people with proactive personality are likely to
engage in proactive behaviors (Seibert et al., 2001). Empirical support for this concept is not
surprising given that proactive personality is "a stable tendency to take personal initiative in a
wide range of activities and situations" (Seibert et al., 2001) and that active behavior includes
"actively improving the current environment or creating new ones" (Crant & Bateman, 2000).
In short, proactive people create their environment through proactive behavior. Studies have
shown that activating highly proactive employees can help enhance team self-management
ability (H. M. Williams et al., 2010), thus improving team performance.

In recent years, studies on individual performance and employee job performance have also
found that proactive personality influences various performance-related variables. Li et al.
(2020) based on the theory of resource conservation to 27, 346 employees of China's high-tech
enterprises and their supervisor has launched a three-stage questionnaire research, the results
of the study showed that proactive personality and creative performance was significantly
positively related to employees. Proactive employees can take advantage of their personality to
build their work tasks, relationship, and cognition. This in turn promotes creative expression.
Ng et al. (2019), in a project aimed at exploring the influence of psychological capital and
proactive personality on college students' academic performance, took 390 college students
from private universities in Malaysia as research objects and conducted a questionnaire survey.
They found that psychological capital and proactive personality were positively correlated with
students' academic performance. In addition, some studies have shown that leaders with high
initiative led to better team performance compared with those with low initiative (Huang et al.,
2020).

Based on the above research results, it is not difficult for us to conclude that proactive

personality, as a standard for recruitment or employee selection, can help improve the

51



The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

competitiveness of enterprises in uncertain environment (Crant, 1995). The positive impact of
proactive personality on individual performance, especially in enterprises, is obvious in

promoting employee’s work performance.

2.9 Leader-member exchange (LMX) research

2.9.1 Definition of leader-member exchange

In the early study of traditional leadership theory, scholars mainly focused on leadership
characteristics, leadership behaviors and situational factors, and formed leadership trait theory,
leadership behavior theory and leadership situational theory. Fiedler's contingency model in
leadership situation theory is representative. The theory believes that the effectiveness of
leadership is related to the interaction of the leader, the led and the environment. For the first
time, the relationship between superiors and subordinates is regarded as an important factor
affecting leadership. The early leadership theory is a kind of homogeneity theory, scholars
generally believe that the relationship between leaders and different subordinates is the same.

However, with the continuous development of organizational behavioral science, scholars
gradually find that material and social exchanges are common between leaders and members
(Dulebohn et al., 2012), and such exchanges predict the changes in the relationship between
leaders and members. In 1970s, Dansereau et al. (1975) proposed the Vertical Dyad Linkage
(VDL) theory for this situation, which is the basis of the LMX theory and holds that the
leadership relationship occurs on the one-to-one relationship between the superior and the
subordinate. It is no longer considered that leaders treat all subordinates the same, and the
specific relationship formed between leaders and each subordinate is the most basic unit in
research (J. Dansereau et al., 1975).

Leader-Member Exchange (LMX) is a construct proposed by Western scholars from the
perspective of vertical duality theory between leaders and subordinates. Once proposed, this
construct has attracted extensive attention of the academic world. Dansereau et al. (1975)
theorized that in the process of communication between leaders and subordinates, due to the
pressure of limited time and resources, leaders treat subordinates in different ways, and leaders
will establish different intimate relationships with their subordinates, and divide them into "in-
group" and "out-group". "In-group" gets more benefit, support and has higher quality exchange
relations. Based on self-determination theory, the individual engaged in a particular activity is

by the will of its own. Because the leaders have higher level of concern and trust on followers
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from "in-group", when the leader-employee relationship has high quality, employees will get
more work resources such as support, reward, and sense of security, which can help employees
to work better. At the same time, this external motivation has a natural tendency to transform
into internal motivation. As a result, followers with high-quality LMX relationship will have
more internal motivation, love their work, take their work seriously, and be more willing to
actively invest a lot of energy and time to solve problems in their work and promote the
improvement of employee’s work involvement. Members of “out-group” on the other hand, are
seen as pure employees, and their relationships with leaders are established on a formal
hierarchy of power.

Thus, Dienesch and Liden (1986) in their study described the definition of LMX as "the
quality of the exchanged relationship between the superior and his subordinate employees".
Due to the limitation of time and energy, leaders will allocate limited resources to employees
differently based on their own cognition, so that both sides can establish communication
relations at different levels at work.

Scandura (1986) believed that leader member exchange is (a) a system composed of
members and their relationships (b) involving two members of the dyad (c) involving
interdependent behavior patterns and (d) sharing mutual outcome means and (e) reproducing
the concepts of environment, concept map and value.

Graen and Bien (1995) once again put forward the definition of LMX in their research: "the
social exchange of psychological benefits or favors between leaders and members". They
believed that the social exchange between leaders and subordinates was based on relationship,
and this definition was widely recognized by many scholars. Graen and Bien (1995) believed
that the research on leadership should be conducted from the three fields of leader, follower and
the relationship between the two. On this basis, they believed that the leader member exchange
absorbed the relations-based leadership method, which was operational, and its core concept
was: Effective leadership is built on a partnership between leader and follower that benefits
both.

F. Dansereau (1995) believes that leaders give followers a sense of self-worth, and
followers may repay leaders by doing things in a way that satisfies leaders. In this process,
followers not only satisfy leaders, but also satisfy their own sense of self-worth. For other
individuals (non-followers), the leader does not provide them with a sense of self-worth, so
non-followers' behavior will conflict with that of the leader. Graen's definition has been widely
used, so this research adopts Graen's definition.

LMX describes the quality of the relationship between leaders and employees in an
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organization. The development process of the theoretical model of LMX roughly goes through
the following stages:

Graen and Cashman (1975) pointed out that work-to-work interaction would affect leaders'
attitudes towards members, and relationship quality was the result of "negotiation process".

Dienesch and Liden (1986) believed that the process of leader member exchange needs to
go through four stages: the first stage is initial communication, in which the leader makes
attribution to the members; The second stage is the leadership authorization, through the task
test subordinates; In the third stage, employees give feedback to leaders' authorization behavior;
In the fourth stage, the leader explains the employee's behavior and determines the nature of
the exchange relationship.

Since the theory of LMX was put forward, the academic circle has been enthusiastic about
its research. And with the deepening of research, new constructs such as team-level LMX

(TLMX), LMX Differentiation (DLMX), and Relative LMX (RLMX) have been derived.
2.9.2 Measurement of leader-member exchange

Different scholars have different understanding and research perspectives on the LMX, so they
have also presented a variety of achievements in the development of measurement constructs
and tools. From 2-item scale to 25-item scale, the measurement constructs and tools are very
rich (Schriesheim et al., 1999). This study reviews and summarizes the measurement tools of
LMX, and mainly introduces different measurement schemes of single dimension, two
dimensions, three dimensions and four dimensions.

Unidimensional constructs. The unidimensional construct of LMX is based on role theory,
according to which leaders test their subordinates by giving them a series of different job roles.
The degree to which subordinates obey task requirements and show trustworthiness determines
the type of LMX relationships. In turn, the type of LMX determines the degree to which leaders
are rewarded in job-related resources such as information, challenging task assignment and
autonomy (Graen & Scandura, 1987). The leader providing resources in exchange for the task
behavior of the subordinates is a kind of exchange. According to Graen and his colleagues,
these exchanges are limited to work-related goods. Therefore, LMX is one-dimensional, based
on the work behavior of leaders and subordinates (Graen & Scandura, 1987; Graen & Uhl-Bien,
1995). Graen and Cashman (1975) also pointed out that work-to-work interaction would aftect
leaders' attitudes towards members, and relationship quality was the result of "negotiation
process", that is, they believed that LMX was measured by the quality of leader-member

working relationship, which was the only dimension. They developed the LMX 7-item scale,
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which contains 7 large items and has different interpretations of specific scores under each item.
In the unidimensional stage, as the definitions of LMX are constantly updated by various
scholars, its measurement tools also undergo a series of developments, including: 2 item Leader
member exchange scale (J. Dansereau et al., 1975), 4 item scale (Liden & Graen, 1980), 5 item
scale (Graen, Liden, et al., 1982), The 7-item scale (Graen, Novak, et al., 1982), the 10-item
scale, the 14-item scale, (Graen & Uhl-Bien, 1991), all these scales measure LMX based on the
single-dimensional definition. However, the scale of Graen and Cashman (1975) is always the
most respected.

Two dimensional constructs. Graen and Scandura (1987) proposed a two-dimensional
construct for LMX, including the quality of leader-member relationship and unity. Unity refers
to the willingness of the leader to allow subordinates to change their work and the leader to help
employees solve problems. However, no mature measurement tool was proposed for this
construct.

Three dimensional constructs. As implied in the exchange of leading members, social
exchange theory is highly relevant to the study of leading member exchange (Sparrowe & Liden,
1997). Social exchange theory researchers have identified many material and immaterial goods
that can be exchanged, such as suggestions, workflows, and friendships, which have been
identified. Therefore, scholars believe that the exchange relationship between individuals
should be multi-dimensional. When Graen and Uhl-Bien (1995) sorted out and analyzed the
development of the theory of LMX in the past 25 years, they pointed out that leadership contains
three main contents, namely leader, follower, and relationship, and discussed the LMX as the
leadership method of relationship. Dienesch and Liden (1986) first questioned the single-
dimensional construct of LMX and divided it into three dimensions, namely perceived
contribution, loyalty and affect. Under their guidance, more scholars began to pay attention to
the multidimensional division of LMX and devoted themselves to finding more factors. For
example, the six-item scale of LMX (Schriesheim et al., 1999) contains three dimensions,
loyalty, emotion, and contribution, with two items for each dimension.

Dienesch and Liden (1986) also put forward their views on whether the constructs of LMX
are unidimensional or multi-dimensional. Based on the three-dimensional constructs, they
proposed the hypothesis of four-dimensional constructs, arguing that LMX contains a fourth
factor in addition to the three factors of emotion, loyalty, and contribution. Professional respect.
Then, they took 302 in-service students as samples to analyze the four-dimensional constructs
of LMX and formed scale items and tested the scale with 249 employees of two organizations.

Finally, they developed a four-dimensional scale for measuring LMX, with a total of 11 items,
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such as "personally, I like my boss very much "and" I respect my boss's knowledge and
competence at work." Due to the high number of citations in the world and the relatively new

content of the scale, this study adopted the scale to measure leader member exchange.

2.9.3 Influencing factors of leader-member exchange

2.9.3.1 Antecedent variables of leader-member exchange

Some researchers have pointed out that leaders determine the quality of LMX relations to a
greater extent than members (Dienesch & Liden, 1986; Graen & Scandura, 1987). In high-
quality relationships, leaders provide benefits to members, including consideration of members'
needs, assistance with problems at work, emotional support, and formal and informal rewards
(Gerstner & Day, 1997). Previous studies have examined transformational leadership (Pillai et
al., 1999), trusted members of leaders (Gomez & Rosen, 2001), as well as other leaders,
members, or interpersonal relationship characteristics (Dulebohn et al., 2012) that are
prerequisites for the quality of the leader member exchange.

Some researchers have also pointed out the predictive effect of trust on LMX. Trust refers
to a person's willingness to be hurt by another party whose actions are not under his or her
control (Zand, 1972). As Liden and Graen (1980) pointed out, the degree to which leaders give
preferential treatment to members depends on the degree to which leaders trust members. That
is, leaders treat member trust well "to the extent that they can" (especially when not monitored
by supervisors) (Liden & Graen, 1980). When leaders show trust in their subordinates, they
signal that a high-quality relationship exists (Brower et al., 2000). Therefore, leader trust plays
a crucial role in the development of enterprises and predicts higher quality leader-member
relationships, because trust generates expectations of common concern or a sense of common
destiny (Brower et al., 2000).

Based on the principle of reciprocity (Gouldner, 1960), the theory of LMX holds that
positive evaluation of the quality of LMX leads to positive work behaviors and attitudes of
members (Liden et al., 1997). In this case, some researchers hypothesized that leader's
beneficial behavior would lead to positive evaluation of LMX. Leaders use their power to help
members solve problems at work, support their actions and consider their needs, leading to
members' positive evaluation of the quality of exchange between leading members (Scandura
& Graen, 1984). This leadership treatment is akin to the kind of individualized consideration
described in leadership type research. Personalized consideration refers to the degree to which

leaders support members and pay attention to their needs (Bass, 1985). Through the process of
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personal identity, leaders who provide more support and pay attention to the needs of their
members can evoke a more positive view of the LMX among these members. As Deluga (1992)
pointed out, transformational leadership may promote the formation of high-quality

relationships and a sense of belonging and common destiny with individual subordinates.

2.9.3.2 Result variable of leader-member exchange

The core principle of LMX theory is that leaders treat each member differently, and the quality
of LMX can be from low to high (Graen & Uhl-Bien, 1995; Liden et al., 1997). Social exchange
theory is usually used to explain the positive effects of high-LMX. Blau (1964) defined social
exchange as an indefinite obligation arising from a favor received. Because leaders initiate
social communication by giving preferential treatment to some members (Graen & Uhl-Bien,
1995), members in turn feel that in return they must work harder to benefit the leader (Liden et
al., 1997). Thus, a key tenet of the LMX theory is that members' working attitudes and behaviors
depend on how their leaders treat them. Meta-analyses of early scholars focused on
summarizing the outcomes of LMX and supported the outcome variables related to performance
behaviors and attitudes (Gerstner & Day, 1997; Ilies et al., 2007) such as the positive correlation
between job satisfaction, emotional and normative commitment, or turnover intention
(Dulebohn et al., 2012).

LMX describes the quality of the relationship between leaders and employees in an
organization (Graen & Uhl-Bien, 1995). Due to time and resource constraints, leaders and
employees develop differentiated exchange relations. Employees who enjoy high-quality LMX
can obtain more authorization, trust, and emotional support (Judge & Hurst, 2007), and their
task performance and organizational citizenship performance are also better. Based on the social
exchange theory, Zhang et al. (2015) found that LMX can positively drive employee’s active

innovation behavior.
2.9.4 Relationship between leader-member exchange and job performance

Job performance is the most frequently studied concept associated with the variable of leader
member exchange (Dulebohn et al., 2012), and it is clearly a key prerequisite and outcome
variable associated with leader member exchange. Therefore, Job performance is often involved
in discussions of theoretical models of LMX (Dienesch & Liden, 1986; Dulebohn et al., 2012;
Liden et al., 1993), job performance has also been widely concerned due to its own dynamics

(Sturman, 2007).
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Scandura and Graen (1984) took 83 computer processing employees from a large service
organization as samples to conduct an experimental study on the moderating effect of initial
LMX status on Leadership Intervention. The hypothesis is that employees with low initial
leader member exchange have a more positive response to leadership intervention than those
with high initial leader member exchange. The results showed that, after leadership intervention,
the employees with low level of initial LMX showed a significant increase in productivity, job
satisfaction and leadership satisfaction. In addition, their member availability and support from
leaders were significantly higher than those with high initial leader member exchange level.
Therefore, the quality of initial LMX can modulate the effect of leadership intervention. The
variable of leader member exchange has been used as a moderating variable to investigate its
influence on the variable of work outcome after it was proposed.

Graen and Uhl-Bien (1995) pointed out that employee’s self-expression is influenced by
interpersonal relationship, and LMX is an important interpersonal relationship in the workplace.
In high-quality LMX, leaders and subordinates trust and support each other, and continuously
exchange material and non-material resources (Dulebohn et al., 2012). However, low-quality
LMX is regarded as economic exchange based on formal contract (Sparrowe & Liden, 1997).

Kammeyer-mueller et al. (2013) believe that interpersonal interaction plays an important
role in the process of employees, especially new employees, adapting to the environment. As
the product of the initial interaction between the leader and subordinates, initial LMX is likely
to play an important role in the socialization process of new employees. For example, Scandura
and Graen (1984) pointed out in an empirical study that initial leader member exchange
moderates the effect of leadership intervention, that is, the initial leader member exchange
between the leader and the subordinate moderates the influence of the leader on employee
behavior. With high-quality leader member exchange, employees will perceive stronger leader
support, gain higher trust, and thus have greater space for self-expression (Scott & Bruce, 1994).
Further, High-quality leader member exchange will also make employees feel more
psychological security, so that they are more likely to make active adjustments and changes to
the job, that is, to have an impact on the final job performance behavior.

Research shows that job performance does change over time and is influenced by both
stable factors (e.g., cognitive ability, personality) and unstable factors (e.g., work knowledge,
motivation, leadership) (Day et al., 2004; Dudley et al., 2006; Sturman, 2007). In the context
of LMX relationship, the change of individual unstable factors (such as leadership) will promote
the change of performance over time. As a result, both parties continue to develop other

attitudes and behavioral factors, such as trust and support and subsequent performance
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evaluations, alongside each other's work performance (Nahrgang et al., 2009). Therefore,
previous studies have pointed out that subordinate's job performance is the main reason for the
difference of LMX relationship in the early stage, and in turn will affect the LMX relationship
in the later stage (Bauer & Green, 1996; Dienesch & Liden, 1986; Nahrgang et al., 2009).
Considering that performance plays a key role in the relationship with leader member exchange,
the development of leader member exchange over time must be understood in combination with
the dynamic characteristics of job performance.

According to the theory of leader-member exchange, leaders will develop differentiated
exchange relations with employees, and employees who enjoy high-quality LMX will get more
encouragement, authorization, trust, and emotional support (Deng et al., 2017). In contrast,
based on the view of relative deprivation of social comparison, low-quality LMX leads to less
empowerment, trust and emotional support for employees. Therefore, LMX may be strongly
correlated with employee’s intrinsic motivation and behavioral performance (L. Zhou et al.,
2012). In a three-period longitudinal study of 411 employees, Hussain and Arif (2018) pointed
out that LMX played a mediating role in the relationship between organizational commitment
and job performance, that is, organizational commitment positively predicts job performance
through LMX. As for the impact of the quality difference of LMX on team performance, Manata
(2019) pointed out that the quality difference of LMX has a significant impact on teamwork
performance, and this impact relationship is moderated by task cohesion. However, some
scholars have pointed out in the latest study that the influence of leader member exchange on
performance is not linear, but an inverted U-shaped relationship (Lonescu & Lliescu, 2021). In
the study, Lonescu and Lliescu took 42 leaders and 274 subordinates from different work
environments as samples. In the form of questionnaire survey, leaders rate the performance of
their direct subordinates, and subordinates rate the exchange of their leaders. The results of
Hierarchical Linear Modeling show that when leaders have a high sense of interpersonal justice,
The relationship between the affective dimension of leader member exchange and task
performance was inverted U shape. In addition, this study also found that the professional
respect dimension of LMX had an unmoderated nonlinear effect on task performance. The
results show that moderate level of leader member exchange (i.e., slightly above average,
especially the influence dimension of leader member exchange) maximizes subordinates' task
performance, while high level of leader member exchange is preferable for leaders who are

interpersonal fair.
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2.10 Job performance

2.10.1 Definition of job performance

Viswesvaran and Ones (2000) believe that job performance refers to the actions, behaviors and
results that can be performed by employees through personal participation or bringing, which
are related to and conducive to the realization of organizational goals.

Borman and Motowidlo (1993) divided job performance into task performance and
relationship performance. Task performance refers to the contributions made by employees to
the technical core of the organization through direct production activities, materials and services,
such as productivity and proficiency in completing career-oriented tasks, which may vary with
the knowledge structure, work skills and work experience of employees. Relational
performance is not a direct production and service activity but refers to the behavior that helps
an organization maintain and improve the social and psychological background of its core
business, such as voluntary behavior, pro-organization behavior. It is influenced by individual's
work attitude and motivation and other personality variables. Relationship performance can not
only promote communication within an organization, play a lubricating role in social interaction
and reduce emotional responses of tension, but also promote task performance and improve
organizational efficiency overall (Borman & Motowidlo, 1993).

Motowidlo and Van Scotter (1994) further divided relationship performance into
interpersonal facilitation and job dedication. Interpersonal facilitation behavior mainly refers to
all the behaviors taken by employees at work to promote the formation of harmonious
interpersonal relationship to obtain higher work performance. Job dedication mainly
emphasizes employee’s dedication behaviors, such as dedication, compliance with rules and
innovation. Ford et al. (2011) believe that relational performance includes performance
variables such as out-of-role behavior, citizenship behavior, assuming leadership roles not
specified in individual job description, extra effort, altruism and conscientiousness,
interpersonal performance, and promoting others' work. These dimensions differ from the
behavior defined for the role.

Recently, many studies suggested that job performance should also include behaviors that
are detrimental to organizational goals. Counter-productive work behavior (CWB) refers to
activities aimed at harming the organization and/or various stakeholders of the organization,

such as customers, colleagues, clients, and supervisors (Spector et al., 2006).
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2.10.2 Measurement of job performance

The job performance scale developed by Williams and Anderson (1991) measures task
performance and is a commonly used scale to measure task performance. It is a self-reported
scale and is evaluated based on one's real performance at work. There are seven projects in total.
Including role performance and organizational citizenship behavior two dimensions. In-role
performance (task performance) refers to that employees complete the work within their job
responsibilities according to the job description, while organizational citizenship behavior
refers to that employee volunteer to do the work outside their job responsibilities that is
conducive to the realization of organizational goals. The evaluator of this scale is the direct
supervisor of the employee and adopts 7-point Likert scale. The problem of the example is that
the employee can fully complete the task, the employee performs his/her duties well.

There are many scales to measure organizational citizenship behavior, each with different
emphases. Mainly from single dimension to multi-dimension rich development; From foreign
measurement to local development based on China's national conditions, the measurement of
organizational citizenship behavior becomes more and more diversified.

Lee and Allen (2002) combined previous studies to select behavioral items that clearly
benefit individuals and organizations. Including eight items reflecting interpersonal altruism
(OCBI) and eight items reflecting organizational benefit (OCBO). Use a 7-point Likert scale,
with 1 meaning "strongly disagree" and 7 meaning "strongly meaning". Typical questions

nmn

include "offering to help an absent colleague," "going out of your way to make the new hire

feel welcome on the team," "

participating in activities that are not necessary but help the
organization's image," and "keeping up with company developments." This scale is widely used

and applied.
2.10.3 Factors affecting job performance

The research on job performance has always been an important research object in economics,
management, psychology, and other fields. It is of great significance to explore the influencing
factors of job performance and meet the needs of enterprises and employees to improve the
competitiveness of enterprises and employee’s work. Through the review of domestic and
foreign literature, it is concluded that the factors affecting job performance mainly include two

levels: individual and organization.
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2.10.3.1 Organization

In the current research, organization involves direct or indirect factors, including the
relationship between superiors and subordinates, leadership style, organizational style.

Fu and Deshpande (2014) conducted a questionnaire survey on 476 employees of an
insurance company in China, and studied the relationship between caring atmosphere, job
satisfaction, organizational commitment, and job performance. The results show that caring
atmosphere has a significant direct impact on job satisfaction, organizational ability, and job
performance. Caring climate has a significant indirect impact on organizational commitment
through the mediating role of job satisfaction and has a significant indirect impact on job
performance through the mediating role of job satisfaction and organizational commitment. In
addition, job satisfaction has a significant direct impact on organizational commitment, and
through organizational commitment has a significant indirect impact on job performance.
Finally, organizational commitment has a significant direct impact on job performance.

Many studies have proved that job design plays a crucial role in maximizing job
performance. A well-designed job keeps employees engaged and satisfied, prompting them to
devote all their energy to the job. Zareen et al. (2013), based on literature review and personal
observation, elaborated the conceptual framework of job design from three aspects of job
rotation, job enrichment and job enlargement, analyzed the impact of job design on employee
performance, and assumed that the "psychological perception" of employees plays a moderating
role in both. It is found that employee's psychological perception plays a significant moderating
role in the relationship between job design and employee performance.

For the study of the influence on employee performance by the four key elements of
organizational culture, namely organizational values, organizational climate, leadership style
and workflow, Wambugu (2014) took 63 staff from different levels of an organization as
samples and conducted questionnaire survey. The results showed that the organization values
have more significant influence on employee's work performance, and workflow has a
significant impact on employee performance.

McGregor's X/Y theory, one of the most famous theories in organizational behavior
management, assumes that employees perform better under self-directed and self-motivated
managers, although widely accepted, but has not been tested by empirical research. Lawter et
al. (2015) conducted a scale survey on managers and subordinates in four for-profit institutions
in the Northeast of the United States and confirmed that there was a significant correlation

between managers' attitudes and behaviors and job performance, and that managers' behaviors
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completely regulated the relationship between managers' attitudes and individual and
organizational performance.

Job characteristics include skill diversity, task identification, task importance, autonomy,
and feedback. To study the relationship between job characteristics and job performance and
verify whether job engagement plays a mediating role in this relationship hypothesis, Johari
and Yahya (2016) conducted a questionnaire survey on 256 civil servants in Malaysia and found
that task importance and feedback had a significant impact on job performance. Job engagement

plays a mediating role between them.

2.10.3.2 Individual

The research on the influencing factors on individual mainly focuses on motivation, emotional
intelligence, job engagement, personality, core self-evaluation and other direct or indirect
factors.

Previous studies believe that perceived job autonomy can lead to the improvement of
intrinsic motivation level, then the improvement of job performance. Dysyik and Kuvaas (2011)
proposed the hypothesis that intrinsic motivation moderates the relationship between perceived
job autonomy and job performance. A questionnaire survey of 302 employees from different
service organizations in Norway showed that intrinsic motivation moderates the relationship
between perceived job autonomy and self-report and job performance evaluated by immediate
Supervisors.

The direct impact of emotional intelligence on health-related outcomes or performance has
been extensively studied. Lindebaum (2013) attempted to explore the interactive influence of
emotional intelligence on these variables and proposed the hypothesis that emotional
intelligence regulates the relationship between mental health and job performance. Emotional
intelligence partially moderates the relationship between mental health and job performance,
according to a survey of British public sector workers and their line managers.

Although the relationship between personality and individual job performance has been
well known, few studies have considered the impact of team-level personality on team
performance. To study the influence of personality on team performance, O'Neill and Allen
(2011) conducted a questionnaire survey among more than 500 engineering design team
students and found that responsibility and its various aspects can predict team performance.
Agreeableness, extraversion, and neuroticism had no significant effect on team performance,

while openness was negatively correlated with team performance.
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2.11 Model hypotheses of the research

Proach\.fe Leader-Member
personality exchange
H2 4
o3 Psychologic H4
capital
s H1
Employee’s » Job performance
holistic health \ /
\ Job /
engagement
H2

Figure 2.1 Model assumptions of the research
The model assumptions of this research are shown in the above figure:

Hypothesis 1: All dimensions of employee’s holistic health positively predict job
performance.

Hypothesis 2: Psychological capital and job engagement play a mediating role in the
relationship between employee’s holistic health and job performance.

Hypothesis 3: Proactive personality moderates the mediating role of psychological capital
and job engagement in the relationship between employee’s holistic health and job performance,
and the moderating role occurs in the first half of the path of the model.

Hypothesis 4: LMX moderates the mediating role of psychological capital and job
engagement in the relationship between employee’s holistic health and job performance, and

the moderating role takes place in the second half of the path of the model.
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Chapter 3: Research Method

3.1 Research object

A total of 1410 employees of a manufacturing company in Guangdong province were included

in this study.
3.2 Research methods

The research object of this study is employees, and it is divided into two assessments, which
are conducted at T1 (June 2021) and T2 (November 2021). In this survey, with the support of
the company's human resources department, employees were organized to fill out
questionnaires in the canteen of the company. During the survey, each employee filled out the
questionnaire independently and there was no communication and discussion among the
employees.

The specific arrangement of study variables is shown in Table 3.1 below.

Table 3.1 Summary of Research Variables

Variable type Variable name Test time
Control Age, Gender T1

variables

Independent Employee’s holistic T1

variables health (physical health

+ mental health + co-
worker relationship
health + family
relationship health +
sleep health)
Moderating Proactive personality,  Tl1
variables leader-member
exchange
Mediating variables  Psychological capital, T2
job engagement
Dependent variable Job performance T2

3.3 Measuring tools

Unless otherwise noted, all variables were measured using a 5-point Likert scale (1=strongly

disagree, S=strongly agree).
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3.3.1 Measurement of job performance

The self-rating scale of job performance developed by L. J. Williams and S. E. Anderson (1991)
was adopted. The scale contained 21 questions, which were divided into two dimensions, in-
duty behavior, and organizational citizenship behavior. Examples include "I can perform what
is assigned to me" and "I do what is expected of me." To be filled in by the employee at T2.
Please refer to Appendix 1 for details:

Objective performance, provided by the HR department of the company, was assessed in

October 2021.
3.3.2 Measurement of employee’s holistic health

The employee’s holistic health measurement scale was divided into five dimensions including
physical health, mental health, family relationship health, co-worker relationship health and
sleep health. All were measured among employee at T1.

(1) Physical health scale adopts the physical well-being scale developed by Spector and Jex
(1998), which contains 13 questions in total. Instructions "This section is a behavioral
description of your physical condition. Please read each sentence carefully and evaluate each
item based on the actual situation over the past month and on a 5-point scale: 1=never, 2=once
or twice, 3=once or twice a week, 4=most of the time, S=every day. Please refer to Appendix 2
for details.

(2) The mental health scale adopts the scale developed by McCarthy et al. (2016), which
contains 8 items in total. Please refer to Appendix 3 for details:

(3) The family relationship health scale adopts the social Emotional Loneliness scale
developed by DiTommaso and Spinner (1993), which contains 11 questions in total. Please refer
to Appendix 4 for details.

(4) Co-worker Relationship Health Scale Adopts the co-worker relationship scale
developed by May (2004), which contains 10 questions in total. Please refer to Appendix 5 for
details.

(5) The sleep health scale adopts the sleep problems scale developed by Jenkins et al. (1988),
which contains four questions in total. Instructions "This section is a behavioral description of
your physical condition. Please read each sentence carefully and evaluate each item based on
the actual situation over the past month and on a 5-point scale: 1=never, 2=once or twice,

3=once or twice a week, 4=most of the time, 5=every day. Please refer to Appendix 6 for details.
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3.3.3 Measurement of psychological capital

Psychological capital uses the psychological capital scale developed by F. Luthans et al. (2007),
which contains 24 items in total. It is divided into four dimensions: self-efficacy, hope,
optimism, and resilience. All were measured among employees at T2. Please refer to Appendix

7 for details.
3.3.4 Measurement of job engagement

The job engagement scale developed by Rich et al. (2010) was adopted, which contained 18

items in total. All were measured among employees at T2. Please refer to Appendix 8 for details.
3.3.5 Measurement of leader-member exchange

Leader-member exchange uses the LMX scale developed by Liden and Maslyn (1998), which
contains 11 questions in total. All were measured among employees at T1. Please refer to

Appendix 9 for details.
3.3.6 Measurement of proactive personality

The active personality scale adopts the active personality scale developed by Bateman and
Crant (1993), which contains 17 items in total. All were measured among employees at T1.

Please refer to Appendix 10 for details.

3.4 Research logic and steps

The researcher conducted statistical analysis step by step, with the aim of checking out if the
hypotheses are supported and figuring out a comprehensive mediating model with moderating.
In the proposed model (Figure 2.1 Model assumptions of the research), the independent variable
1s employee’s holistic health, the dependent variable is job performance, the mediating variables
are psychological capital and job engagement, and the moderating variable is proactive
personality and leader-member exchange, in which the moderating effect of proactive
personality takes place on the path from independent variable to mediating variable, and the
moderating effect of Leader-member exchange takes place on the path from mediating variable
to dependent variable.

To explain the rationality and complexity of variables and their relationships for the final

integration model, before testing the final overall model, report how to gradually develop from
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a simple mediating model to a final complex integration model. Specifically, the steps are as
follows:

The first step is to analyze the relationship between five different kinds of health and
performance, that is, the main effect.

The second step is to analyze the mediating role of psychological capital and job
engagement in the relationship between health and performance, that is, to introduce the
mediating role based on the first step.

The third step is to analyze the moderating effect of proactive personality and Leadership-
member exchange on mediation. Based on the second step, a mediating role with moderation is
introduced.

The fourth step is to obtain the final optimal model.
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Chapter 4: Research Results

4.1 Common method deviation test

This research adopts correlation method, and all data are from questionnaire survey oft-line.
Therefore, theoretically common method bias in the research data may exist. To control the
common method bias, the research adopted some program-controlled methods, such as ensuring
the subjects believe in the anonymity of the survey and reverse scoring of some survey items.
After obtaining valid data, Harman single factor test was used to conduct exploratory factor
analysis on the data. The results showed that in the case of no rotation, there were 27 factors
with eigenvalues greater than 1, explaining 66.28% of the variance in total, and the variance
explained by the first factor was 17.60%, far less than the critical standard of 40%. All the above

results indicate that there is no serious common methodological bias in this study.
4.2 Descriptive statistics and correlation analysis

The correlation coefficients between variables and their mean values are calculated respectively,
and the results are shown in Table 4.1. As it can be seen from Table 4.1, the relationship between
employee job performance and holistic health (physical health: r=.09, P<.01; Sleep health:
r=.09, P<.01; Co-worker relationship health: =26, P<.01; Family health: r=.25, P<.01;
Mental health: r=.11, P<.01), Psychological capital (r=.64, P<.01), Job engagement (r=.69,
P<.01), Leader-member exchange (r=.21, P<.01), Proactive personality (r=.30, P<.01) were
significantly positively correlated. Psychological capital and holistic health (physical: r=.12,
P<.01; Sleep: r=.12, P<.01; Co-worker: r=.31, P<.01; Family health: r=.19, P<.01; Mental
health: r=.12, P<.01), job engagement (r=.70, P<.01), Leader-member exchange (r=.22,
P<.01), Proactive personality (r=.37, P<.01) were significantly positively correlated. The
relationship between job engagement and holistic health (health: r=.13, P<.01; Sleep: r=.11,
P<.01;Colleague: r=.27, P<.01; Family health: =21, P<.01; Psychological health: r=.09,
P<.01), psychological capital (r=.70, P<.01), leader member exchange (r=.24, P<.01),

proactive personality (r=.31, P<.01) were significantly positively correlated.

69



The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

Table 4.1 Descriptive statistics and correlation analysis results of each variable

variable 1 2 3 4 5 6 7 8 9 10 11 12
1. Gender 1

2. Age -.060 1

3. Physical health 16" 07" 1 (.90)

4. Sleep health 17002 72" 1(.91)

5. Co-worker relationship health . 02 . 08™ 16" A7 1 (.90)

6. Family relationship health -.00 10" 147 09" 28" 1(.85)

7. Mental health .05 .04 29" 27 g1 14" 1(.92)

8. Psychological capital .08 08" 12 A2 317 197 127 1 (.90)

9. Job engagement 07" 16 13T 27 217 09" 70" 1(.96)

10. Leader-member exchange .02 .02 197 47 0397 237 -0l 22" 24" 1(.88)

11. Proactive personality 08" 08" 0.05 06" 467 317 .02 377 317 357 1(.87)

12. Job performance -.01 10" 09" 09" 26" 25" A1 64" 69" 217 30™ 1(.89)
M 0.64 30.36 4.25 3.85 3.61 4.33 3.35 3.54 3.87 3.50 3.59 3.89
SD 0.48 6.52 0.58 0.93 0.54 0.50 0.88 0.49 0.62 0.58 0.44 0.48

Note: Cronbach's Alpha coefficient of each variable is shown in brackets. *P<.05, **P<.01. The same below.
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4.3 Path analysis

4.3.1 Path analysis and the test of the mediating effect of psychological capital on the

relationship between employee’s holistic health and job performance

4.3.1.1 Path analysis and the test of the mediating effect of psychological capital on the

relationship between physical health and job performance

After controlling gender and age, physical health was taken as the independent variable, job
performance as the dependent variable, and psychological capital as the mediating variable to
construct a mediating path model. The bootstrapping method was used to test the mediating
effect. The sample number was set as 5000 and the confidence interval was set as 95%. Model
results, as shown in Figure 4.1(a).

Psychological Psychological
capital capital

________________ ’l Job
o1 performance

| Family health
13 performance

Psychological
capital

Co-worker
relationship
neaitn

Job
07 performance

(d)

Figure 4.1 Path analysis and the test of the mediating effect of psychological capital on the relationship
between employee’s holistic health and job performance

Note: (a) Path model with physical health as independent variable and psychological capital as mediating variable;

(b) Path model with sleep health as independent variable and psychological capital as mediating variable; (c) Path

model with family health as independent variable and psychological capital as mediating variable; (d) Path model

with co-worker health as the independent variable and psychological capital as the mediating variable; () Path

model with mental health as independent variable and psychological capital as mediating variable.

Except for the path between physical health and job performance, the regression

coefficients of all variables in the model were statistically significant (all P<.05), as shown in
Table 4.2. Physical health can positively predict the occurrence of psychological capital, and
psychological capital can positively predict the improvement of job performance. Physical
health has both direct and indirect effects on job performance, but only the path of indirect
effects has statistical significance (P<.05), indicating that psychological capital plays a

complete mediating role in the influence of physical health on job performance, with the

71



The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

mediating effect being 0.103*0.642=0.066, 95%CI [.031,.105]. If 0 is not included, this
mediation effect is statistically significant.

Table 4.2 The test of the mediating effect of psychological capital on the relationship between physical
health and job performance

The dependent The independent 95% confidence
b . R2 B t .
variable variables interval
Psychological Physical health 98 10 3.56%%% [.05. .16]
capital
Job Physical health .64 23.50%** [.59,.70]
performance 58
Psychological 02 26 [- .02, .07]
capital

Note: Both predictive variables and dependent variables were standardized. *P<.05, *"P<.01, ""P<. 001.
The direct effect of physical health on job performance is.024, and the 95% confidence

interval is [-.017,.064], including 0. The mediating effect of psychological capital is. 066, the
95% confidence interval is [.031,.105], excluding 0, indicating that only physical health has a

statistically significant mediating effect on job performance.

4.3.1.2 Path analysis and the test of the mediating effect of psychological capital on the

relationship between sleep health and job performance

After controlling gender and age, sleep health was taken as the independent variable, job
performance as the dependent variable, and psychological capital as the mediating variable to
construct a mediating path model. The bootstrapping method was used to test the mediating
effect. The sample number was set as 5000 and the confidence interval was set as 95%. The
model results are shown in Figure 4.1(b).

Except for the path from sleep health to job performance, the regression coefficients of all
variables in the model were statistically significant (all P<.05), as shown in Table 4.3. Sleep
health can positively predict the occurrence of psychological capital, and psychological capital
can positively predict the improvement of job performance. Sleep health had both direct and
indirect effects on job performance, but only the path of indirect effects was statistically
significant (P<.05), indicating that psychological capital played a complete mediating role in
the influence of sleep health on job performance, with the mediating effect being
0.112*0.643=0.072, 95%CI [.037, .110]. If 0 is not included, this mediation effect is statistically

significant.
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Table 4.3 The test of the mediating effect of psychological capital on the relationship between sleep
health and job performance

The dependent . The ) 0 .
variable 1ndependent R B t 95% confidence interval
variables
Psychological .
capital Sleep health .97 A1 3.95 [.06, .17]
Job performance Sleep health .01 .61 [-03, .05]
Psycho}oglcal .58 64 23,15 [.59, 70]
capital

Note: Both predictive variables and dependent variables were standardized. *P<.05, **P<.01, **"P<.001.
The direct effect of sleep health on job performance is .012, and the 95% confidence

interval is [-.028,.052], including 0, while the mediating effect of psychological capital is .072,
and the 95% confidence interval is [.037,.110], excluding 0, indicating that only sleep health

has a statistically significant mediating effect on job performance.

4.3.1.3 Path analysis and the test of the mediating effect of psychological capital on the

relationship between family relationship health and job performance

After controlling gender and age, a path model with psychological capital as the mediating
variable was constructed with family health as the independent variable, job performance as the
dependent variable, and psychological capital as the mediating variable. The bootstrapping
method was used to test the mediating effect. The sample number was set as 5000 and the
confidence interval was set as 95%. The model results are shown in Figure 4.1 (¢).

Regression coefficients between variables in the model were statistically significant (all
P<.05), as shown in Table 4.4. Family relationship health can positively predict the occurrence
of psychological capital, psychological capital can positively predict the improvement of job
performance, and family relationship health can positively predict the improvement of job
performance. Family relationship health had both direct and indirect effects on job performance,
and the indirect and direct paths were statistically significant (P<.05), indicating that
psychological capital played a partial mediating role in the effect of family relationship health
on job performance, with the mediating effect being 0.182%0.621=0.113. The proportion of the
mediating effect to the total effect was 0.113/0.242=46.7%, with 95%CI [.079,.150], excluding

0, indicating that the mediating effect was statistically significant.
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Table 4.4 The test of the mediating effect of psychological capital on the relationship between family
health and job performance

MU g w5 e
variables
Psygggifﬁical Family health .95 18 6.67 [.13, 24]
Job performance Family health A3 6.04™ [.09, .17]
Psychological .56 6 2223 157, 68]

capital
Note: Both predictive variables and dependent variables were standardized. *P<.05, **P<.01, ***P<.001.
The direct effect of family relationship health on job performance is .129 (95% confidence

interval [.088,.171], excluding 0), and the mediating effect of psychological capital is .113 (95%
confidence interval [.080,.150], excluding 0). The mediating and direct effects of family health

on job performance were statistically significant.

4.3.1.4 Path analysis and the test of the mediating effect of psychological capital on the

relationship between co-worker relationship health and job performance

After controlling for gender and age, a path model was constructed with co-worker relations
health as the independent variable, job performance as the dependent variable and
psychological capital as the mediating variable. The bootstrapping method was used to test the
mediating effect. The sample number was set as 5000 and the confidence interval was set as
95%. Model results, as shown in Figure 4.1 (d).

Regression coefficients between variables in the model were statistically significant (all
P<.05), as shown in Table 4.5. Co-worker relationship health can positively predict the
occurrence of psychological capital, psychological capital can positively predict the
improvement of job performance, and co-worker relationship health can positively predict the
improvement of job performance. There were both direct and indirect effects of co-worker
relationship health on job performance, and the indirect and direct paths were statistically
significant (P<.05), indicating that psychological capital played a partial mediating role in the
effect of co-worker relationship health on job performance, and the mediating effect was
0.300*0.624=0.187. The proportion of the mediating effect in the total effect was
0.187/0.255=73.3%, with 95%CI [.150, .230], excluding 0, indicating that the mediating effect

was statistically significant.
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Table 4.5 The test of the mediating effect of psychological capital on the relationship between co-worker
relationship health and job performance

The dependent The independent R2 B ¢ 95%
variable variables confidence interval
Psychological Co-worker .
capital relationship health 90 30 981 [24,.36]
Co-worker o
Job performance relationship health - .07 2091 [.02, .11]
Psychological 62 21.77" [.57, .68]
capital

Note: Both predictive variables and dependent variables were standardized. *P<.05, **P<.01, ***P<.001.
The direct effect of co-worker health on job performance is.068, with 95% confidence

interval [.022,.114] excluding 0, and the mediating effect of psychological capital is .187, with
95% confidence interval [.150, .230] excluding 0. The mediating effect and direct effect of co-
worker relationship health on job performance were statistically significant. As shown in Table

4.5.

4.3.1.5 Path analysis and the test of mediating effect of psychological capital on the

relationship between mental health and job performance

After controlling for gender and age, mental health was taken as the independent variable, job
performance as the dependent variable, and psychological capital as the mediating variable to
construct a mediating path model. The bootstrapping method was used to test the mediating
effect. The sample number was set as 5000 and the confidence interval was set as 95%. Model
results, as shown in Figure 4.1 (e).

Except for the path of mental health on job performance, the regression coefticients of all
variables in the model were statistically significant (all P<.05), as shown in Table 4.6. Mental
health can positively predict the occurrence of psychological capital, and psychological capital
can positively predict the improvement of job performance. Mental health has both direct and
indirect effects on job performance, and only indirect paths have statistical significance (P<.05),
indicating that psychological capital plays a complete mediating role in the influence of mental
health on job performance, with the mediating effect being 0.113*0.641=0.072, 95%CI
[.035, .111], excluding 0, the mediating effect was statistically significant.
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Table 4.6 The test of the mediating effect of psychological capital on the relationship between mental
health and job performance

The dependent The independent By 95% confidence
. . R B t .
variable variables interval
Psychological Mental health .97 .11 3.74™ .05, .17]
capital
Job performance Mental health .04 1.77 [- 00, 08]
Psychologlcal .58 64 23.59" 159, .69]
capital

Note: Both predictive variables and dependent variables were standardized. *P<.05, **P<.01, ***P<.001.
The direct effect of mental health on job performance is.036, and the 95% confidence

interval is [-.003,.079], including 0. The mediating effect of psychological capital is.072, and
the 95% confidence interval is [.035, .111], excluding 0, indicating that the mediating effect and
direct effect of mental health on job performance are statistically significant. As shown in Table

4.6.

4.3.2 Path analysis and the test of mediating effect of job engagement on the relationship

between employee’s holistic health and job performance

4.3.2.1 Path analysis and the test of mediating effect of job engagement on the relationship

between physical health and job performance

After controlling gender and age, physical health was taken as the independent variable, job
performance was taken as the dependent variable, and job engagement was taken as the
mediating variable to construct a path model. The bootstrapping method was used to test the
mediating effect. The sample number was set as 5000 and the confidence interval was set as

95%. Model results, as shown in Figure 4.2(a).
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Figure 4.2 Path analysis and the test of the mediating effect of job engagement on the relationship
between employee’s holistic health and job performance
Note: (a) Path model with physical health as independent variable and job engagement as mediating variable; (b)
Path model with sleep health as independent variable and job engagement as mediating variable; (c) Path model
with family health as independent variable and job engagement as mediating variable; (d) Path model with co-
worker health as the independent variable and job engagement as the mediating variable; (e) Path model with
mental health as independent variable and job engagement as mediating variable.

Except for the path between physical health and job performance, the regression
coefficients of all variables in the model were statistically significant (all P<.05), as shown in
Table 4.7. Physical health can positively predict the occurrence of job engagement and job
engagement can positively predict the improvement of job performance. Physical health has
both direct and indirect effects on job performance, but only the path of indirect effects has
statistical significance (P<.05), indicating that job engagement plays a complete mediating role
in the influence of physical health on job performance, with the mediating effect being
0.137*0.691=0.094, 95%CI [.053,.139]. If 0 is not included, this mediation effect is statistically
significant.

Table 4.7 The test of the mediating effect of job engagement on the relationship between physical health
and job performance

The dependent The independent ) 95% confidence
. ) R B t .
variable variables interval
Job Physical health .95 14 429" [.08, .20]
engagement
Job .
performance Physical health 53 -.00 -.18 [-.05,.04]
Job engagement 69 2828 [.64, .74]

Note: Both predictive variables and dependent variables were standardized. *P<.05, **P<.01, ***P<.001.
The direct effect of physical health on job performance is -.004, and the 95% confidence

interval is [-.045,.038], including 0. The mediating effect of job engagement is.094, and the 95%
confidence interval is [.053,.139], excluding 0, indicating that only physical health has a

statistically significant mediating effect on job performance.
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4.3.2.2 Path analysis and the test of the mediating effect of job engagement on the

relationship between sleep health and job performance

After controlling for gender and age, sleep health was taken as the independent variable, job
performance as the dependent variable, and job engagement as the mediating variable, to
construct a path model with job engagement as the mediating variable. The bootstrapping
method was used to test the mediating effect. The sample number was set as 5000 and the
confidence interval was set as 95%. The model results are shown in Figure 4.2(b).

Except for the path from sleep health to job performance, the regression coefficients of all
variables in the model were statistically significant (all P<.05), as shown in Table 4.8. Sleep
health can positively predict the occurrence of job engagement. Job engagement can positively
predict the improvement of job performance. Sleep health had both direct and indirect effects
on job performance, but only the path of indirect effects was statistically significant (P<.05),
indicating that job engagement played a complete mediating role in the influence of sleep health
on job performance, with the mediating effect being 0.113*0.690=0.078, 95%CI [.040,.120]. If
0 is not included, this mediation effect is statistically significant.

Table 4.8 The test of the mediating effect of job engagement on the relationship between sleep health
and job performance

The dependent The independent 2 95% confidence
. . R B t .
variable variables interval
Job engagement Sleep health 96 .11 3.84™ [.06, .17]
Job performance Sleep health 53 .01 .34 [-03, .05]
Job engagement ) 69 2835 [.64,.74]

Note: Both predictive variables and dependent variables were standardized. *P<.05, **P<.01, ***P<.001.
The direct effect of sleep health on job performance is .007, and its 95% confidence interval

i1s [-.033,.044], including 0. The mediating effect of job engagement i1s.078, and the 95%
confidence interval is [.032,.139], excluding 0, indicating that only sleep health has a

statistically significant mediating effect on job performance.

4.3.2.3 Path analysis and the test of mediating effect of job engagement on the relationship

between family relationship health and job performance

After controlling gender and age, the path model was constructed with family health as the
independent variable, job performance as the dependent variable, and job engagement as the
mediating variable. The bootstrapping method was used to test the mediating effect. The sample
number was set as 5000 and the confidence interval was set as 95%. Model results, as shown
in Figure 4.2(c).

Regression coefficients between variables in the model were statistically significant (all

P<.05), as shown in Table 4.9. Family relationship health can positively predict the occurrence

78



The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

of job engagement and the improvement of job performance while job engagement can
positively predict the improvement of job performance. Family relationship health had both
direct and indirect effects on job performance, and the indirect and direct paths were statistically
significant (P<.05), indicating that job engagement played a partial mediating role in the
influence of family relationship health on job performance, with the mediating effect being
0.199*0.668=0.133. The proportion of the mediating effect to the total effect was
0.133/0.242=55.1%, with 95%CI [.097,.173], excluding 0, indicating that the mediating effect
was statistically significant.

Table 4.9 The test of the mediating effect of job engagement on the relationship between family
relationship health and job performance

The dependent The independent

95% confidence

2
variable variables R™ B t interval
Job engagement Family health 93 20 7.06™ [.14, .25]
Job performance Family health 51 A1 5277 [.07,.15]
Job engagement ) 67 26.67" [.62,.72]

Note: Both predictive variables and dependent variables were standardized. *P<.05, ¥**P<.01, ***P<.001.
The direct effect of family relationship health on job performance is .109 (95% confidence

interval [.068,.149], excluding 0), and the mediating effect of job engagement is.133 (95%
confidence interval [.097,.173], excluding 0. The mediating and direct effects of family

relationship health on job performance were statistically significant.

4.3.2.4 The path analysis and the test of the mediating effect job engagement on the

relationship between co-worker relationship health and job performance

After controlling gender and age, a path model was constructed with co-worker relationship
health as the independent variable, job performance as the dependent variable, and job
engagement as the mediating variable. The bootstrapping method was used to test the mediating
effect. The sample number was set as 5000 and the confidence interval was set as 95%. Model
results, as shown in Figure 4.2(d).

Regression coefficients between variables in the model were statistically significant (all
P<.05), as shown in Table 4.10. Co-worker relationship health can positively predict the
occurrence of job engagement and the improvement of job performance while job engagement
can positively predict the improvement of job performance. There were both direct and indirect
effects of co-worker relationship health on job performance, and both indirect and direct paths
had statistical significance (P<.05), indicating that job engagement played a partial mediating
role in the effect of co-worker relationship health on job performance, and the mediating effect
was 0.263*0.669=0.176. The proportion of the mediating effect to the total effect was
0.176/0.255=69.0%, with 95%CI [.136,.221], excluding 0, indicating that the mediating effect
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was statistically significant.

Table 4.10 The test of the mediating effect of job engagement on the relationship between co-worker
relationship health and job performance

The dependent The independent 2 95% confidence
. . R B t .
variable variables interval

Job Co-worker -

engagement relationship health 90 26 8.1 20, .33]
Job Co-worker .

performance relationship health .52 08 3.60 04, .12]

Job engagement 67 2596 [.62,.72]

Note: Both predictive variables and dependent variables were standardized. *P<.05, **P<.01, ***P<.001.
The direct effect of co-worker relationship health on job performance is .080, with 95%

confidence interval [.036, .123] excluding 0, and the mediating effect of job engagement is.176,
with 95% confidence interval [.136, .221] excluding 0. The mediating effect and direct effect

of co-worker relationship health on job performance were statistically significant.

4.3.2.5 Path analysis and the test of mediating effect of job engagement on the relationship

between mental health and job performance

After controlling gender and age, mental health was taken as the independent variable, job
performance as the dependent variable, and job engagement as the mediating variable to
construct a path model with job engagement as the mediating variable. The bootstrapping
method was used to test the mediating effect. The sample number was set as 5000 and the
confidence interval was set as 95%. Model results, as shown in Figure 4.2(e).

Regression coefficients between variables in the model were statistically significant (all
P<.05), as shown in Table 4.11. Mental health can positively predict the occurrence of job
engagement and the improvement of job performance while job engagement can positively
predict the improvement of job performance. Mental health has both direct and indirect effects
on job performance, and both indirect and direct paths have statistical significance (P<.05),
indicating that job engagement plays a partial mediating role in the influence of mental health
on job performance, and the mediating effect is 0.090*0.686=0.062. The proportion of the
mediating effect to the total effect was 0.062/0.109=56.9%, with 95%CI [.021,.102], excluding
0, indicating that the mediating effect was statistically significant.

Table 4.11 The test of the mediating effect of job engagement on the relationship between mental
health and job performance

The dependent The independent 5 95% confidence
. . R B t .
variable variables interval
Job engagement Mental health 96 09 299" [.03, .15]
Job x
performance Mental health 52 .05 238 [.01,.09]
Job engagement 69 27.52™ [.64, .74]

Note: Both predictive variables and dependent variables were standardized. *P<.05, **P<.01, ***P<.001.
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The direct effect of mental health on job performance is.047, and the 95% confidence
interval is [.009,.087], excluding 0. The mediating effect of job engagement is .02, and the 95%
confidence interval is [.019, .104], excluding 0, indicating that both the mediating effect and

direct effect of mental health on job performance are statistically significant.

4.3.3 Path analysis and the test of the moderating effect of leader-member exchange on

the relationship between psychological capital and job performance

After controlling gender and age, a path model was constructed with psychological capital as
independent variable, job performance as dependent variable, and LM X as moderating variable.
The bootstrapping method was used to test the adjustment effect. The sample number was set

as 5000 and the confidence interval was set as 95%. Model results, as shown in Figure 4.3(a).

Leader- Leader-
member member
exchange exchange
i -.03 E .01
Psychological ". N Job Job "r Job
capital 63 performance engagement 68 performance
(a) (b)

Figure 4.3 Path model diagram of psychological capital and job engagement as independent variable
and leadership member as moderating variable
Note: (a) Path model diagram of psychological capital as independent variable and leadership-member exchange
as moderating variable; (b) Path model diagram of job engagement as independent variable and leadership-member
exchange as moderating variable.

Psychological capital positively predicted the improvement of job performance, while
LMX positively predicted the improvement of job performance, but the interaction term
between psychological capital and LMX had no significant predictive effect on the
improvement of job performance (P>.05). This indicates that LMX has no significant
moderating effect on the effect of psychological capital on job performance. As shown in Table

4.12.
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Table 4.12 Regression weight analysis results among variables in the adjusting model

The The independent R2 B ¢ 95% confidence
dependent variable variables interval
Job Psychological 22.32 %
performance capital 63 *x (57, .68]
— %
Leader-member 57 07 3.1*8 [03, .12]
exchange
PC * LMX -03  -1.42 [- .08, .01]
Job 26.24 *
performance Job engagement .68 . % [.63,.73]
Leader-member 52 05 236 * [01,.10]
exchange
JE * LMX .01 .58 [-.03, .00]

Note: PC: Psychological capital, LMX: leader-member exchange, JE: Job engagement.
The interaction terms were normalized products, and the other predictive variables and dependent variables were
normalized. *P<.05, **P<.01, ***P<.001.

4.3.4 Path analysis and the test of moderating effect of leader-member exchange on the

relationship between job engagement and job performance

After controlling gender and age, the path model was constructed with job engagement as
independent variable, job performance as dependent variable, and LM X as moderating variable.
The bootstrapping method was used to test the adjustment effect. The sample number was set
as 5000 and the confidence interval was set as 95%. Model results, as shown in Figure 4.3(b).

Job engagement and LMX positively predicted job performance, but the interaction
between job engagement and LMX had no significant predictive effect on job performance
(P>.05). This indicates that LMX has no significant moderating effect on the effect of job

engagement on job performance. As shown in Table 4.12.

4.3.5 Path analysis and the test of the moderating effect of proactive personality on the
relationship between employee’s holistic health and psychological capital

4.3.5.1 Path analysis and the test of the moderating effect of proactive personality on the

relationship between physical health and psychological capital

After controlling gender and age, the path model with proactive personality as the moderating
variable was constructed with physical health as the independent variable, psychological capital
as the dependent variable and proactive personality as the moderating variable. The
bootstrapping method was used to test the adjustment effect. The sample number was set as

5000 and the confidence interval was set as 95%. Model results, as shown in Figure 4.4(a).
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Figure 4.4 Path model with employee’s holistic health as the independent variable, psychological

capital as the dependent variable and proactive personality as the moderating variable
Note: (a) Path model with physical health as independent variable and proactive personality as moderating variable;
(b) Path model with sleep health as independent variable and proactive personality as moderating variable; (c) Path
model with family relationship health as independent variable and proactive personality as moderating variable;
(d) Path model with co-worker relationship health as independent variable and proactive personality as moderating
variable; (e) Path model with mental health as independent variable and proactive personality as moderating
variable.

Physical health can positively predict the improvement of psychological capital, proactive
personality can positively predict the improvement of psychological capital, but the interaction
between physical health and proactive personality has no significant predictive effect on the
improvement of psychological capital (P>.05). This indicates that proactive personality has no
significant moderating effect on the influence of physical health on psychological capital. As
shown in Table 4.13.

Table 4.13 Results of regression weight analysis among variables in the moderated model with
employee’s holistic health as the independent variable and proactive personality as the moderating
variable

The dep endent The independent variables R2 B t 95%. confidence
variable interval

Psychological capital A healthy body 09 3317 [.04, .16]
Proactive personality 85 36 11.99™ [.30, .42]

PH * PP -02 -.69 [- .09, .03]
Psychological capital Sleep health 09 3.64™ [.04, .14]
Proactive personality 84 35 1219 [.30, .41]

SH * PP -08  -2.65" [-.13,-.02]
Psychological capital Family health 08 324" [.03,.13]
Proactive personality 85 .34 11.58™ [.28, .40]

FH * PP 03 L2 [-.03, .08]
Psychological capital C"'Workﬁzarﬁ}f“omh‘p 17 558" [.11, 23]
Proactive personality 83 29 932" [.23, .36]
CH * PP .03 1.27 [-02, .08]
Psychological capital Mental health gq 10 3.70" [.05, .16]
Proactive personality .36 1237 [.30, .41]

83



The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

MH * PP .04 1.42 [-02, .09]
Note: PH: Physical health, SH: Sleep health, FH: Family relationship health, CH: co-worker relationship health,
MH: mental health, PP: Proactive Personality.

The interaction terms were normalized products, and the other predictive variables and dependent variables were
normalized. *P<.05, **P<.01, ***P<.001.

4.3.5.2 Path analysis and the test of the moderating effect of proactive personality on the

relationship between sleep health and psychological capital

After controlling gender and age, sleep health was taken as the independent variable,
psychological capital as the dependent variable, and proactive personality as the moderating
variable, and the path model was constructed with proactive personality as the moderating
variable. The bootstrapping method was used to test the adjustment effect. The sample number
was set as 5000 and the confidence interval was set as 95%. Model results, as shown in Figure
4.4(b).

Sleep health can positively predict the improvement of psychological capital, proactive
personality can positively predict the improvement of psychological capital, and the interaction
between sleep health and proactive personality can positively predict the improvement of
psychological capital. This indicates that proactive personality can significantly moderate the
relationship between sleep health and psychological capital. As shown in Table 4.13.

The product term of proactive personality and sleep health has a significant negative
predictive effect on psychological capital (B=-08, Z=-2.65, P<.01), indicating that proactive
personality can moderate the predictive effect of sleep health on psychological capital. Further
simple slope analysis (Figure 4.5) showed that, as shown in Figure 4.5, for subjects with low
proactive personality level (M-1SD), sleep health had a significant positive predictive effect on
psychological capital, B=.17, Z=4.31, P<.01; However, for the subjects with high proactive
personality level (M+1SD), sleep health has no significant negative predictive effect on
psychological capital (B=.02, Z=.39, P>.05), indicating that with the improvement of
individual proactive personality level, the positive impact of sleep health on psychological

capital may be weakened.
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Figure 4.5 Moderating effect of proactive personality on the relationship between sleep health and
psychological capital

4.3.5.3 Path analysis and moderating effect analysis of proactive personality in the

influence of family relationship health on psychological capital

After controlling gender and age, family relationship health was taken as the independent
variable, psychological capital as the dependent variable and proactive personality as the
moderating variable to construct a path model with proactive personality as the moderating
variable. The bootstrapping method was used to test the adjustment effect. The sample
number was set as 5000 and the confidence interval was set as 95%. Model results, as shown
in Figure 4.4(c).

Family relationship health can positively predict the improvement of psychological capital,
proactive personality can positively predict the improvement of psychological capital, but the
interaction between family relationship health and proactive personality has no significant
predictive effect on the improvement of psychological capital (P>.05). This indicates that
proactive personality has no significant moderating effect on the influence of family

relationship health on psychological capital. As shown in Table 4.13.

4.3.5.4 Path analysis and the test of moderating effect of proactive personality on the

relationship between co-worker relationship health and psychological capital

After controlling gender and age, the path model was constructed with co-worker relationship
health as independent variable, psychological capital as dependent variable and proactive
personality as moderating variable. The bootstrapping method was used to test the adjustment

effect. The sample number was set as 5000 and the confidence interval was set as 95%. Model
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results, as shown in Figure 4.4(d).

Co-worker relationship health can positively predict the improvement of psychological
capital, proactive personality can positively predict the improvement of psychological capital,
but the interaction between co-worker relationship health and proactive personality has no
significant predictive effect on the improvement of psychological capital (P>.05). This
indicates that proactive personality has no significant moderating effect on the effect of co-

worker relationship health on psychological capital. As shown in Table 4.13.

4.3.5.5 Path analysis and the test of moderating effect of proactive personality one the

relationship between mental health and psychological capital

After controlling gender and age, the path model was constructed with mental health as
independent variable, psychological capital as dependent variable and proactive personality as
moderating variable. The bootstrapping method was used to test the adjustment effect. The
sample number was set as 5000 and the confidence interval was set as 95%. Model results, as
shown in Figure 4.4(e).

Psychological health can positively predict the improvement of psychological capital,
proactive personality can positively predict the improvement of psychological capital, but the
interaction between mental health and proactive personality has no significant predictive effect
on the improvement of psychological capital (P>.05). This indicates that proactive personality
has no significant moderating effect on the influence of mental health on psychological capital.

As shown in Table 4.13.

4.3.6 Path analysis and the test of the moderating effect of proactive personality on the
relationship between employee’s holistic health and job engagement

4.3.6.1 Path analysis and the test of the moderating effect of proactive personality on the

relationship between physical health and job engagement

After controlling gender and age, taking physical health as the independent variable, job
engagement as the dependent variable, and proactive personality as the moderating variable,
the path model was constructed with proactive personality as the moderating variable. The
bootstrapping method was used to test the adjustment effect. The sample number was set as

5000 and the confidence interval was set as 95%. Model results, as shown in Figure 4.6(a).
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Figure 4.6 Path model with employee’s holistic health as the independent variable, job engagement as
the dependent variable and proactive personality as the moderating variable

Note: (a) Path model with physical health as independent variable and proactive personality as moderating variable;
(b) Path model with sleep health as independent variable and proactive personality as moderating variable; (c) Path
model with family relationship health as independent variable and proactive personality as moderating variable;
(d) Path model with co-worker relationship health as independent variable and proactive personality as moderating
variable; (e) Path model with mental health as independent variable and proactive personality as moderating
variable.

Physical health can positively predict the improvement of job engagement, proactive
personality can positively predict the improvement of job engagement, but physical health and
proactive personality interaction can negatively predict the improvement of job engagement.
This shows that proactive personality has a significant moderating effect on the impact of
physical health on job engagement. As shown in Table 4.14.

Table 4.14 Results of regression weight analysis among variables in the moderated model with
employee’s holistic health as the independent variable and proactive personality as the moderating
variable

The . .
dependent The 1-ndependent R? B ¢ 95. %0
variable variables confidence interval
Job Physical bod 13 464" 08, .19]
engagement Y Y ) ) T
Proactive 86 29 10.40* [.24, 35]
personality
PH * PP -.06 -2.38" [-.10, -.01]
Job Sleep health .10 3.77° [.05,.14]
engagement
Proactive .86 -
personality .29 10.64 [.24, .35]
SH * PP -.09 3.97 [-.14, -.05]
Job Family -
engagement relationship health A1 4.38 .06, .16]
Proactive .87 s
personality 27 8.81 [.21,.33]
FH *PP -.03 -1.13 [-08, .03]
Job Co-worker .86 .16 4.90"" [.10, .22]
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engagement relationship health
Proactive .
personality 23 7.17 [.17,.30]
CH * PP -.00 -.13 [-.05,.05]
Job Mental health .09 2.90™ [.03, .14]
engagement
Proactive 87 30 9.74" .24, 36]
personality
MH * PP .01 33 [-.04, .07]

Note: PH: Physical health, SH: Sleep health, FH: Family relationship health, CH: co-worker relationship health,
MH: mental health, PP: Proactive Personality.

The interaction terms were normalized products, and the other predictive variables and dependent variables were
normalized. *P<.05, **P<.01, ***P<.001.

The product term of proactive personality and physical health has a significant negative
predictive effect on job engagement (B=-.06, Z=-2.38, P<.05), indicating that proactive
personality can regulate the predictive effect of physical health on job engagement. Further
simple slope analysis (Figure 4.7(a)) showed that, for the subjects with low proactive
personality level (M-1SD), physical health had a significant positive predictive effect on job
engagement, B=.19, Z=5.40, P<.01; However, for the subjects with high proactive personality
level (M+1SD), physical health has no significant negative predictive effect on job engagement
(B=.07, Z=1.92, P>.05), indicating that with the improvement of individual proactive

personality level, the positive impact of sleep health on job engagement may be weakened.
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Figure 4.7 The moderating role of proactive personality in the relationship between employee’s
holistic health and job performance
Note: (a) Moderating effect of proactive personality on the relationship between physical health and job
engagement; (b) Moderating effect of proactive personality on the relationship between sleep health and job
engagement.

4.3.6.2 Path analysis and moderating effect of proactive personality on the relationship

between sleep health and job engagement

After controlling gender and age, sleep health was taken as the independent variable, job
engagement as the dependent variable, and proactive personality as the moderating variable,
and the path model was constructed with proactive personality as the moderating variable. The
bootstrapping method was used to test the adjustment effect. The sample number was set as
5000 and the confidence interval was set as 95%. Model results, as shown in Figure 4.6(b).

Sleep health positively predicted the improvement of job engagement, proactive personality
positively predicted the improvement of job engagement, and the interaction between sleep
health and proactive personality negatively predicted the improvement of job engagement. This
indicates that proactive personality can significantly regulate the impact of sleep health on job
engagement. As shown in Table 4.14.

The product term of proactive personality and sleep health has a significant negative
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predictive effect on job engagement (B=-09, Z=-3.97, P<.01), indicating that proactive
personality can regulate the predictive effect of sleep health on job engagement. Further simple
slope analysis (Figure 4.7(b)) showed that, for the subjects with low proactive personality level
(M-1SD), sleep health had a significant positive predictive effect on job engagement, B=.19,
7=5.54, P<.01; However, for subjects with high proactive personality level (M+1SD), sleep
health has no significant negative predictive effect on job engagement (B=.00, Z=.07, P>.05),
indicating that with the improvement of individual proactive personality level, the positive

impact of sleep health on job engagement may be weakened.

4.3.6.3 Path analysis and the test of the moderating effect of proactive personality on the

relationship of family relationship health and job engagement

After controlling gender and age, family health was taken as the independent variable, job
engagement as the dependent variable, and proactive personality as the moderating variable,
and the path model was constructed with proactive personality as the moderating variable. The
bootstrapping method was used to test the adjustment effect. The sample number was set as
5000 and the confidence interval was set as 95%. Model results, as shown in Figure 4.6(c)
Family relationship health and proactive personality positively predicted the improvement
of job engagement, but the interaction between family health and proactive personality had no
significant predictive effect on the improvement of job engagement (P>.05). This indicates that
proactive personality has no significant moderating effect on the impact of family health on job

engagement. As shown in Table 4.14.

4.3.6.4 Path analysis and the test of the moderating effect of proactive personality on the

relationship between co-worker relationship health on job engagement

After controlling gender and age, the path model was constructed with co-worker relationship
health as independent variable, job engagement as dependent variable and proactive personality
as moderating variable. The bootstrapping method was used to test the adjustment effect. The
sample number was set as 5000 and the confidence interval was set as 95%. Model results, as
shown in Figure 4.6(d).

Co-worker relationship health and proactive personality positively predicted the
improvement of job engagement, but the interaction between co-worker health and proactive
personality had no significant predictive effect on the improvement of job engagement (P>.05).
This indicates that proactive personality has no significant moderating effect on the effect of

co-worker relationship health on job engagement. As shown in Table 4.14.
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4.3.6.5 Path analysis and the test of the moderating effect of proactive personality on the

relationship between mental health and job engagement

After controlling for gender and age, the path model was constructed with mental health as
independent variable, job engagement as dependent variable and proactive personality as
moderating variable. The bootstrapping method was used to test the adjustment effect. The
sample number was set as 5000 and the confidence interval was set as 95%. Model results, as
shown in Figure 4.6(e).

Mental health and proactive personality can positively predict the improvement of job
engagement, but the interaction between mental health and proactive personality has no
significant predictive effect on the improvement of job engagement (P>.05). This indicates that
proactive personality has no significant moderating effect on the impact of mental health on job

engagement. As shown in Table 4.14.

4.3.7 Path analysis of employee’s holistic health, psychological capital, proactive

personality, of leader-member exchange and job performance

After controlling gender and age, the nine variables of employee’s holistic health, psychological
capital, proactive personality, LMX and job performance were standardized, and path analysis
was used to test whether the hypothesis model was established. Firstly, path analysis was
conducted for single predictive variables. Finally, significant paths in the single variable model
were integrated into one model for path analysis. The results are shown in Table 4.15 (the
following results were obtained through bootstrap test and 5000 samples were selected). The
overall fitting index of the model was good (¥2/ DF=2.19, NFI=0.99, CFI=1, RMSEA=0.03).

Table 4.15 Path analysis of employee’s holistic health, psychological capital, proactive personality, of
leader-member exchange and job performance

The dependent The independent ) 9%
variable variables R B t cqnﬁdence
interval
Psychological Physical health .03 746 [-.05,.10]
capital
Sleep health .03 98 [. 03, .10]
Family .03 1.30 [- 01, .09]
relationship health
Co-worker 31 14 453" [.08, .20]
relationship health ’
Mental health .07 2.46" [.02,.13]
Proactive 29 9.58™" [.23, .35]
personality
SH * PP -.09 -3.50™ [-.15, -.04]
CH * PP .05 2.40° [.01,.09]
Job Psychological .56 61 20.96™" [.55,.66]
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performance capital
A healthy body -.00 -.03 [-.06, .06]
Sleep health -.02 -.54 [-.07,.04]
Healthy family A1 5.24™ [.07, .15]
relationships
Healthy Co- .02 .70 [-.03,.07]
workers
Mental health .03 1.29 [-.01,.07]
Lead member .06 2.15° [.01,.11]
exchange
PC*LMX -.03 1.38 [-.08,.02]
Psychological Sleep health ]1 .05 2.13 % [.01,.10]
capital ’
Co-worker 15 4.68 * * [.09, .22]
relationship health *
Mental health .08 2.60 * * [.02,.13]
Proactive .30 9.62 * * [.24, .36]
personality *
SH * PP -.10 -3.46 * [-.15,-.04]
% %k
CH * PP .05 237 % [.01, .09]
Job Psychological .62 20.89 * [.56, .68]
performance capital * ok
Sleep health .56 -.01 =22 [-.05,.04]
Co-worker .07 2.79 * * [.02, .11]
relationship health
Mental health .03 1.54 [-01, .07]

Note: SH: Sleep health, CH: co-worker relationship health, PC: Psychological capital, PP: proactive personality,
LMX: Leader-member exchange.
The interaction terms were normalized products, and the other predictive variables and dependent variables were
normalized. *P<.05, **P<.01, ***P<.001.

Because the model is oversaturated and multiple paths do not conform to the hypothesis,

the model needs to be adjusted. After the insignificant paths were gradually deleted, an optimal

model was obtained, and the results were shown in Table 4.15 (the following results were

obtained through bootstrap test with 5000 samples selected). The overall fitting index of the
model was good (¥2/ DF=3.61, NFI=.99, CFI=.99, RMSEA=.04). The model diagram is shown

in Figure 4.8(a).
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Figure 4.8 Path analysis and model of employee’s holistic health, psychological capital, proactive
personality, of leader-member exchange and job performance
Note: (a) Optimal model for path analysis of psychological capital; (b) Moderating effect of proactive personality
on the relationship between sleep health and psychological capital; (c) Moderating effect of proactive personality
on the relationship between co-worker relationship health and psychological capital.

The paths of sleep health/co-worker health/mental health — psychological capital and
psychological capital — job performance was significant. (1) The total effect of sleep health on
job performance is.028, in which the direct effect is -.005 and the indirect effect is.033.
Bootstrap test found that 95%CI of psychological capital was [.00,.07], which did not include
0, indicating significant mediating effect. It suggests that sleep health can improve employee’s
job performance through enhancing psychological capital. (2) The total effect of co-worker
relationship health on job performance was.160, of which the direct effect was.066 and the
indirect effect was .093. Bootstrap test found that 95%CI of psychological capital was [.06,.13],
which did not include 0, indicating significant mediating effect. The results indicate that co-
worker relationship health can improve employee's job performance through enhancing
psychological capital. (3) The total effect of mental health on job performance was.080, in
which the direct effect was.033 and the indirect effect was.047. Bootstrap test found that 95%CI
of psychological capital was [.01,.08], which did not include 0, indicating significant mediating
effect. It shows that mental health can improve employee’s job performance through enhancing
psychological capital.

Secondly, the product term of proactive personality and sleep health has a significant
negative predictive effect on psychological capital (B=-10, Z=-3.46, P<.01), indicating that
proactive personality can regulate the predictive effect of sleep health on psychological capital.

Further simple slope analysis (Figure 4.8(b)) showed that, for the subjects with low proactive
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personality level (M-1SD), sleep health had a significant positive predictive effect on
psychological capital, B=.15, Z=-4.03, P<.01; However, for the subjects with high proactive
personality level (M+1SD), sleep health has a significant negative predictive effect on
psychological capital (B=-.04, Z=-1.12, P>.05), indicating that with the improvement of
individual proactive personality level, the positive effect of sleep health on psychological
capital may be weakened.

Thirdly, the product term of proactive personality and co-worker relationship has a
significant positive effect on the prediction of psychological capital (B=.051, Z=2.365, P<0.05),
indicating that proactive personality can regulate the prediction effect of co-worker relationship
health on psychological capital. Further simple slope analysis (Figure 4.8(c)) showed that, for
the subjects with low proactive personality level (M-1SD), co-worker relationship health had a
significant positive predictive effect on psychological capital (B=.100, Z=-2.721, P<0.01).
However, for the subjects with higher proactive personality level (M+1SD), the positive
prediction effect of co-worker relationship on psychological capital was greater (B=.201,
7=4.969, P<0.01), indicating that with the improvement of individual proactive personality
level, the positive prediction effect of co-worker relationship health on psychological capital

was significantly increased.

4.3.8 Path analysis of employee’s holistic health, job engagement, proactive personality,

leader-member exchange and work performance

After controlling gender and age, 9 variables including health, job engagement, proactive
personality, LMX and job performance were standardized, and path analysis was used to test
whether the hypothesis model was established. Firstly, path analysis was conducted for single
predictive variables. Finally, significant paths in the single variable model were integrated into
one model for path analysis. The results are shown in Table 4.16 (the following results were
obtained through bootstrap test and 5000 samples were selected). The overall fitting index of
the model was good (¥2/ DF=4.75, NFI=.98, CFI=.99, RMSEA=.052).
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Table 4.16 Path analysis of employee’s holistic health, job engagement, proactive personality, leader-
member exchange and work performance

The dependent The independent R2 B t 95% confidence
variable variables interval
Job Physical health .09 213 * [.01, .17]
engagement
Sleep health -.00 -.01 [-.07,.07]
Family 07  2.66** [.02, .13]
relationship health
Co-worker %3 A2 376 % * [.06, .19]
relationship health ’ *
Mental health .04 140 [-.02,.10]
Proactive 22 6.86** [.16, .28]
personality *
PH * PP 02 .56 [-.05,.09]
SH * PP -10 274 * [-.17 -.03]
Job Job engagement Sl .65 2477 * [.60, .71]
performance * ok
Physical health -04 -1.42 [-.10,.02]
Sleep health .01 26. [.05,.06]
Family 09  435%*% [.05, .13]
relationship health *
Co-worker 05 183+ [-.00, .09]
relationship health
Mental health .04 208 [.00, .08]
Leader-member .03 125 [-.02, .08]
exchange
WE *LMX -02 -.92 [-.06,.02]
Job Physical health ’4 10 3.60 * * [.05, .16]
engagement ' *
Family .08 294 ** [.03, .13]
relationship health
Co-worker 13 3.89 * * [.06, .19]
relationship health *
Proactive 22 678 % * [.15,.28]
personality *
PH * PP -05 -1.99* [-.09, -.00]
Job Job engagement 51 .66 2490 * [.60, .71]
performance *x
Physical health -.02 -1.01 [-.06, .02]
Family 0.10 4.68 ** [.06, .14]
relationship health *
Co-worker 06 262** [.01,.10]

relationship health

Note: PH: physical health, SH: sleep health, PP: proactive personality, WE: Job engagement, LMX: leader-member

exchange.

The interaction terms were normalized products, and the other predictive variables and dependent variables were
normalized. *P<.05, **P<.01, ¥***P<.001.

Because the multiple paths in the model do not meet the hypothesis, we need to adjust the

model. After the insignificant paths were gradually deleted, an optimal model was obtained,

and the results were shown in Table 4.16 (the following results were obtained through bootstrap

test and 5000 samples were selected). The overall fitting index of the model was good (x2/
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DF=4.32, NFI=.99, CFI=.99, RMSEA=.05). The model diagram is shown in Figure 4.9(a).
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Figure 4.9 Path analysis of employee’s holistic health, job engagement, proactive personality, leader-
member exchange and job performance
Note: (a) Optimal model for path analysis of work involvement; (b) Moderating effect of proactive personality on
the relationship between physical health and job engagement.

The paths of physical health/family relationship health/co-worker relationship health — job
engagement, and job engagement — job performance was significant. In terms of the predicted
effects, the indirect effects of all major health variables are composed of the mediating effects
of job engagement, (1) The total effect of physical health on job performance is .046, in which
the direct effect is -.021 and the indirect effect is .067. Bootstrap test found that the 95% CI of
job engagement was [.031, 0.105], which did not include 0, indicating significant mediating
effect. The results show that physical health can improve employee’s job performance through
enhancing job engagement. (2) The total effect of family health on job performance was .149,
of which the direct effect was .097 and the indirect effect was .051. Bootstrap test found that
the 95%CI of job engagement was [.016,.086], which did not include 0, indicating significant
mediating effect. It shows that family relationship health can improve employee’s job
performance through enhancing job engagement. (3) The total effect of co-worker relationship
health on job performance was .141, of which the direct effect was .059 and the indirect effect
was .082. Bootstrap test found that the 95% CI of job engagement was [.042,.125], which did
not include 0, indicating significant mediating effect. It shows that the part of co-worker
relationship health can improve employee's job performance through enhancing job
engagement.

Secondly, the product term of proactive personality and physical health has a significant
positive prediction effect on job engagement (B=-.05, Z=-1.99, P<0.05), indicating that
proactive personality can regulate the prediction effect of physical health on job engagement.
Further simple slope analysis (Figure 4.9(b)) showed that, for the subjects with low proactive
personality level (M-1SD), physical health had a significant positive predictive effect on job
engagement (B=0.150, Z=4.291, P<0.001). However, for the subjects with high proactive
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personality level (M+1SD), physical health had no significant predictive effect on job

engagement (B=0.055, Z=1.406, P>0.05), indicating that with the improvement of individual

proactive personality level, the positive predictive effect of physical health on job engagement

showed a significant downward trend.

4.3.9 Path analysis of employee’s holistic health, job engagement, psychological capital,

proactive personality, leader-members exchange and job performance

The results obtained by integrating the above two optimal models are shown in Table 4.17(the

following results are obtained through bootstrap test and 5000 samples are selected). The

overall fitting index of the model was poor (¥2/ DF=62.60, NFI=.67, CFI=.67, RMSEA=.21).

Table 4.17 Path analysis of employee’s holistic health, job engagement, psychological capital, proactive
personality, leader-members exchange and job performance

The dependent The independent R? B confidence
variable variables interval
Psychological Sleep health .05 2.08 [.00, .10]
capital *
Co-worker 17 5.31 [.11,.23]
relationship health * ok ok
Mental health 81 .08 2.61** [.02, .13]
Proactive 26 926 % ** [.24, .36]
personality
SH * PP - 10 3.57 * ** [-.15, -.04]
CH * PP .05 2.52 % [.01, .09]
Job engagement Physical health A1 373 % *x* [.05, .16]
Family 07  2.63** [.02, .12]
relationship health
Co-worker .84 A1 339 % ** [.05,.17]
relationship health
Proactive 26 926%*** [.20, .31]
personality
PH * PP -.05 +1.90 [-.10,.00]
Job performance Psychological 31 9.86*** [.26, .37]
capital
Job engagement 45 14.01 ** [.38, .51]
k
Physical health 46 -.02 -.84 [-.08,.03]
Family ' 09  4.60* ** [.05, .13]
relationship health
Co-worker .02 98 [- 02, .06]
relationship health
Mental health .03 1.37 [- 01, .06]
Sleep health -.00 -.12 [-.05, .05]

Note: SH: sleep health, CH: co-worker relationship health, PH: physical health, PP: proactive personality.
The interaction terms were normalized products, and the other predictive variables and dependent variables were
normalized. *P<.05, ¥*P<.01, ***P<.001.

Due to the poor fitting index of the integration model, the covariance of psychological
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capital and job engagement were incorporated into the model according to the modulation index

(MI), and an optimal integration model was obtained. The results are shown in Table 4.18 (the

following results were obtained through bootstrap test with 5000 samples selected). The overall

fitting index of the model was good (y2/ DF=3.34, NFI1=.98, CF1=.99, RMSEA=.04). The model

is shown in Figure 4.10(a).

Table 4.18 Optimal path analysis of employee’s holistic health, job engagement, psychological capital,
proactive personality, leader-members exchange and job performance

The dependent  The independent 95% confidence
. . R2 B .
variable variables interval
Psychological Sleep health 05 242% [.01, .10]
capital
Co-worker A7 5.60%* [.11,.23]
relationship health * *
Mental health ’1 05 232%* [.01,.09]
Proactive ’ 26 9.18%* [.20, .32]
personality *x
SH * PP -06 -2.76%* [-.11, -.02]
%
CH * PP .03 190+ [- 00, .00]
Job engagement Physical health 10 3.95%* [.05, .15]
k ok
Family relationship 04  197* [.00, .08]
health ’4
Co-worker ’ A2 3.71%* [.06, .18]
relationship health * *
Proactive 26 9.18 % [.20, .32]
personality * oK
PH * PP -06 -2.74 % [-.10,-.01]
sk
Job performance Psychological 31 990 * [.25, .37]
capital *ox
Job engagement 45  13.84 * [.39, .51]
% %k
Physical -02  -.83 [- 08, .03]
Family relationship 46 .09 459* [.05, .13]
health *x
Co-worker .02 .99 [- 02, .06]
relationship health
Mental health .03 1.39 [- 01, .006]
Sleep health -.00 -.11 [- 06, .05]
Covariances:
Job engagement Psychological 54 11.62 * [.45, .64]
capital hok

Note: SH: sleep health, CH: co-worker relationship health, PH: physical health, PP: proactive personality.
The interaction terms were normalized products, and the other predictive variables and dependent variables were

normalized. *P<.05, ¥*P<.01, ***P<.001.
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Figure 4.10 Path analysis of employee’s holistic health, job engagement, psychological capital,
proactive personality, leader-members exchange and job performance
Note: (a) Optimal model of dual mediating variables with one moderating variable; (b) Moderating effect of
proactive personality on the relationship between sleep health and psychological capital; (¢) Moderating effect of
proactive personality on the relationship between co-worker relationship and psychological capital; (d) Moderating
effect of proactive personality on the relationship between physical health and job engagement.

In terms of mediating effects, the indirect effects of all major health variables are composed
of the mediating effects of psychological capital and job engagement, (1) The total effect of
sleep health on job performance was .013, in which the direct effect was -.003, and the indirect
effect caused by psychological capital was.016. Bootstrap test found that 95%CI of
psychological capital was [.00,.03], which did not include 0, indicating significant mediating
effect. It suggests that sleep health can improve employee’s job performance through enhancing
psychological capital. (2) The total effect of family relationship health on job performance
was .108, of which the direct effect was .090, and the indirect effect caused by job engagement
was .017. Bootstrap test found that the 95% CI of job engagement was [.00,.04], and 0 was not
included, indicating significant mediating effect. It shows that family relationship health can
improve employee’s job performance through enhancing job engagement. (3) The total effect
of co-worker relationship health on job performance was .125, of which the direct effect
was .021, the indirect effect caused by job engagement was .052, and the indirect effect caused
by psychological capital was .052. Bootstrap test found that the mediating effect of job
engagement was 95% CI [.03,.08], and the mediating effect of psychological capital was 95%
CI[.03,.08], both of which did not include 0, indicating significant mediating effect. The results
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indicate that co-worker relationship health can improve employee's job performance through
enhancing psychological capital and job engagement. (4) The total effect of mental health on
job performance was .041, of which the direct effect was .026, and the indirect effect caused by
psychological capital was .015. Bootstrap test found that 95% CI of psychological capital was
[.00, .03], which did not include 0, indicating significant mediating effect. It shows that mental
health can improve employee’s job performance through enhancing psychological capital. (5)
The total effect of physical health on job performance was.019, in which the direct effect was
-.023, and the indirect effect caused by job engagement was.043. Bootstrap test found that
95%CI of job engagement was [.02,.07], which did not include 0, indicating significant
mediating effect. The results show that physical fitness can improve employee’s work
performance through enhancing job engagement.

Secondly, the product term of proactive personality and sleep health has a significant
negative predictive effect on psychological capital (B=-.06, Z=-2.76, P<.01), indicating that
proactive personality can regulate the predictive effect of sleep health on psychological capital.
Further simple slope analysis (Figure 4.10(b)) showed that, as shown in Figure 4.10(b), for
subjects with low proactive personality level (M-1SD), sleep health had a significant positive
predictive effect on psychological capital, B=.12, Z=-3.61, P<.01; However, for the subjects
with high proactive personality level (M+1SD), sleep health has a significant negative
predictive effect on psychological capital, B=-.12, Z=-.29, P>.05, indicating that with the
improvement of individual proactive personality level, the positive effect of sleep health on
psychological capital may be weakened.

Thirdly, the product term of proactive personality and co-worker relationship health has a
significant positive effect on the prediction of psychological capital (B=.03, Z=1.90, P=0.06),
indicating that proactive personality can regulate the prediction effect of co-worker relationship
health on psychological capital. Further simple slope analysis (Figure 4.10(c)) shows that, as
shown in Figure 4.10(c), for the subjects with low proactive personality level (M-1SD), co-
worker relationship health has a significant positive predictive effect on psychological capital,
B=.14, Z=-4.11, P<0.01; However, for the subjects with higher proactive personality level
(M+1SD), the positive prediction effect of co-worker relationship health on psychological
capital was greater (B=.20, Z=5.65, P<0.01), indicating that with the improvement of
individual proactive personality level, the positive prediction effect of co-worker relationship
health on psychological capital was significantly increased.

Finally, the product term of proactive personality and physical health has a significant

positive prediction effect on job engagement (B=-.06, Z=-2.74, P<0.05), indicating that
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proactive personality can regulate the prediction effect of physical health on job engagement.
Further simple slope analysis (Figure 4.10(d)) showed that, according to Figure 4.10(d), for
subjects with low proactive personality level (M-1SD), physical health had a significant
positive predictive effect on job engagement, B=.15, Z=.4.65, P<0.001; However, for the
subjects with high proactive personality level (M+1SD), physical health had no significant
predictive effect on job engagement (B=.04, Z=1.24, P>0.05), indicating that with the
improvement of individual proactive personality level, the positive predictive effect of physical

health on job engagement showed a significant downward trend.
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Chapter 5: Research Discussion

5.1 Main findings of this study

5.1.1 Differences in the effects of employee’s holistic health on job performance

In this research, employee’s holistic health is a composite concept, including physical health,
sleep health, mental health, co-worker relationship health and family relationship health. Is
there any basis for this classification? According to the analysis results of five kinds of
relationship between health and performance, physical health and sleep health have a weak
positive effect on job performance, mental health is in the middle, and co-worker relationship
health and family relationship health have the strongest positive effect on job performance. This
suggests that personal physical health, mental health, and co-worker relationship health are
separate and should not be lumped together.

On the other hand, the core competitiveness of modern manufacturing is continuous
technological innovation, digital and smart production, rather than relying on manual labor.
With the rapid development of science and technology, after the mode of production changes
from labor-intensive to technology-intensive, the effect of traditional physical health such as
physical health and sleep health on job performance gradually weakens, while the effect of co-
worker relationship health and harmony on job performance gradually increases. This suggests
that in the construction of human resources, the value of labor force's physical capital is
declining, while the value of labor force's interpersonal capital is rising.

Finally, as the contribution of employee’s physical strength to enterprise performance is
declining, employers are likely to pay no attention to the physical health of employees, which
also explains why enterprise managers turn a blind eye and remain indifferent to the sub-health
status of more and more employees. This prompts employees to pay attention to their health
and fully realize that they bear the ultimate responsibility of maintaining good physical health
and good sleep quality for their own good! Good physical fitness and sleep quality are the

foundation of life satisfaction and long-term well-being.
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5.1.2 Differences in mediating mechanisms of the effects of employee’s holistic health on

job performance

In addition to the direct effects of the five health factors on job performance, the differences in
mediating mechanisms also further demonstrate the differences of the five health factors. In the
integrated optimal model, the five health factors influence performance through the mediating
role of job engagement and psychological capital. But different health types have different
mediation paths. Physical health affects job performance by improving job engagement, while
sleep health affects job performance by improving psychological capital. This shows that there
are differences between physical health and sleep health, and sleep health cannot simply be
classified as physical health. Both mental health and co-worker relationship health affect
performance through enhancing psychological capital. From the perspective of mediating
mechanism, sleep health, mental health, and co-worker health show similar patterns. Family
relationship health is the most special one, which affects job performance through job
engagement and psychological capital, and directly affects performance. This shows that family
relationship health is the most complex, and it also suggests that family relationship health is
not just an employee's family matter. Enterprise managers should pay attention to family
relationship health, such as organizing family day and other team building activities to enhance
mutual understanding.

Through the comparison of different types of mediating mechanisms of the five major
health effects on job performance, we further clarify the differences among the five major health
factors. Physical health and sleep health seem to be more physical health, but our research
results reveal their differences. Both co-worker relationship health and family health seem to

be relationship-oriented, but our results also reveal differences in relationship health.
5.1.3 Differences in the moderating mechanisms of health on job performance

In addition to differences in the direct effects and mediating mechanisms of the five health
factors on job performance, we also found that the boundary conditions for the establishment
of the model in the mediating model with moderation, that is, the moderating effects were also
different for different health types. In the final integrated optimal model, we found that
proactive personality moderated the mediating effect of physical health on job performance
through job engagement, and the mediating effect occurred in the path from physical health to
job engagement. Proactive personality moderates the mediating effect of co-worker health and

sleep health on job performance through psychological capital, and the mediating effect occurs
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in the path from health to psychological capital. The mediating effect of mental health on job
performance through psychological capital is not moderated by proactive personality. Similarly,
there is no moderating effect of proactive personality in the mechanism of family relationship
health. On the one hand, these findings confirm the role of proactive personality; on the other
hand, they further clarify that the five kinds of health should not be confused. Although they all
have positive effects on performance, their mediating and moderating mechanisms are different.
Therefore, in the formulation of relevant employee health management and job performance

improvement measures, a case-by-case approach, one key for one locker.

5.2 Similarities and differences between the results of this study and those of

previous studies

5.2.1 The relationship between employee’s holistic health and job performance

In terms of physical health, according to previous studies, physical health plays a central role
in absenteeism. Because absenteeism is a clear indicator of not working, physical health is
directly related to job performance. Physical and mental health affect job satisfaction and job
performance. By improving employee’s nutrition and physical vitality, physical and mental
health can be enhanced, and then employee’s performance and productivity can be improved.
The essence of this model is that physical health mediates the positive effect of physical
nutrition and vitality on job performance, that is, there is a high positive predictive effect
between physical health and job performance (Merrill et al., 2013; Ybema et al., 2011).
According to the results of this study, it is shown that physical health has a direct positive
effect on job performance, which is consistent with previous theoretical views. In addition, this
study takes psychological capital and job engagement as mediating variables and tests the
relationship between physical health and job performance. This research on the path model of
physical health essentially introduces that physical health affects employee’s performance by
improving their psychological capital or job engagement. The essence of the theoretical model
is to improve the level of physical health by improving the level of nutrition and vitality, which
ultimately affects the job performance. Therefore, we have made more efforts in research and
verification on why physical health can affect performance on the basis of previous theoretical
viewpoints. To sum up, the results of this study are consistent with previous views, that is,
physical health has a significant positive predictive effect on job performance, and further

enriches, supports, and explains this theoretical viewpoint.
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In terms of mental health, previous studies have shown that there is a moderate to strong
correlation between mental health and job performance, and there is a correlation between
positive emotions and organizational job performance. The results of this study further verify
this relationship (Ford et al., 2011; Taris, 2006), that is, mental health has a strong direct positive
effect on job performance.

Previous studies have shown that poor mental health can lead to cognitive defects related
to job performance, such as working memory, recognition, and recall, learning and executive
function defects (Austin et al., 2001; Burt et al., 1995; Dalgleish et al., 2007; Eysenck & Calvo,
1992; Hayes et al., 2008). Cognitive skills such as working memory and situational memory
mentioned in previous studies mediate the positive relationship between mental health and job
performance. The results of this study show that mental health affects job performance by
improving the mediating variable of mental capital, that is, without the participation of
cognitive skills, mental health still influences job performance. This study provides another way
beside the theory, and further supports and explains the theoretical view that mental health has
an impact on performance.

In terms of sleep health, previous studies have found that early sleep is positively correlated
with work start time, job performance and job satisfaction (Tomaka, 2015). In addition, some
studies have found that shift work is directly and positively related to sleep quality and direct
burnout, and indirectly affects job performance (Giorgi et al., 2018; Tomaka, 2015).

According to the results of previous studies, there are two ways for sleep health to affect
job performance. First, sleep health directly affects job performance and has a positive
predictive effect; Second, there is a mediating variable, direct burnout, which affects the
relationship between sleep quality and performance. In essence, this model means that the level
of sleep quality will affect the level of performance by directly affecting the level of burnout.
The results of this study show that the direct positive prediction of sleep health on job
performance is weak, and this relationship cannot be well demonstrated. The potential reason
may be that all the subjects used in this study are from employees in the first-line manufacturing
industry, and the impact of sleep health (a kind of physical health) on job performance is weak.
However, the subjects used in previous studies are all from white-collar jobs working full-time
during the day, and their sleep health level has a great influence on cognitive resources such as
mental power required by their work content, thus affecting their performance level. The results
of this study show that sleep health will affect performance through promoting psychological
capital, a mediating factor. Therefore, this study provides another way to the theory, and further

supports and explains the theoretical viewpoint of how sleep health affects performance.
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On the aspect of family relationship health, this study found that family health has a strong
positive predictive effect on job performance, and verified the conclusion that work interference
with family and family interference with work is negatively correlated with employee’s job
performance (Zainal et al.,, 2021), and family-work conflict is significantly negatively
correlated with job performance (Witt & Carlson, 2006), which further confirmed that family
relationship health has a correlation with job performance.

Research results show that there is a negative correlation between family-work conflict and
job performance (M. L. Wang & Tsai, 2014), while there is no significant correlation between
work-family conflict and job performance (Karakas & Sahin, 2017). Family conflict means that
the relationship between family and work is unhealthy, that is, the unhealthy level of family
relationship affects work. The bigger the conflict, the unhealthy the family relationship and the
lower the performance level. Therefore, family work conflict and job performance naturally
have a negative correlation.

The results of this study show that the health of family relationship has a significant
predictive effect on performance, that is, the healthier the family relationship, the higher the
performance level of employees, which is consistent with the results of previous studies. In
addition, this study also found that the health of family relationships cannot only directly affect
performance, but also affect performance through improving psychological capital and job
engagement. Therefore, this study enriches the discussion of the impact of family relationship
health on performance, and further explains this conclusion. As for the conclusion of work-
family conflict, that is, how work affects family's final impact on performance, this study cannot
confirm it clearly, and further discussion and demonstration are needed in follow-up studies.

On the health of co-worker relationship health, some scholars have pointed out that co-
worker support is one of the dimensions of co-worker relationship, which is defined as the
work-related help, encouragement and support provided by co-workers in workplace (J. Zhou
& George, 2001). Research shows that when the support level of co-workers is high, the
negative impact of surface actions on job performance may be weakened, while the positive
impact of deep actions on job performance may increase (Kim et al., 2017); Individuals who
have received support from co-workers perform better in job performance (AbuAlRub, 2004).
According to the results of this study, the positive effect of co-worker relationship health on
performance is extremely strong, which further confirms the relationship between co-worker
relationship health and performance. In addition, this study also found that the co-worker
relationship health can not only directly affect the performance, but also affect the performance

by improving the psychological capital. Therefore, this study enriches the discussion on the
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influence of co-worker relationship health on performance, and further explains this conclusion.
5.2.2 Relationship between mediating variables and performance

5.2.2.1 The mediating role of job engagement

Some scholars believe that an employee with a high degree of job engagement will show more
work-related behaviors and thoughts even outside working hours, thus improving his job
performance (Kanungo, 1982). Other studies have pointed out that job engagement may predict
job performance, because those individuals who most strongly agree with their jobs will
concentrate their thoughts on their jobs and produce more behaviors that meet the job role
requirements (Hillman et al., 2008; Kreiner et al., 2006). Job engagement is positively
correlated with task performance, extra-role behavior and active learning behavior (Bakker et
al., 2012). Job engagement plays a mediating role in the relationship between employee’s value
consistency with the organization, perceived organizational support and core self-evaluation of
employees and job performance (Rich et al., 2010).

In this study, job engagement is not used as an independent variable, but as a mediating
variable to test the effect of other variables on job performance. According to the results of this
study, job engagement can positively predict the improvement of job performance, and its
mediating effects on job performance are significant in physical health, mental health, sleep
health, co-worker relationship health and family relationship health (collectively referred to as
big health variables), especially in traditional physical health such as physical health and sleep
health, that is, job engagement mediates the positive effects of employee’s holistic health
variables on performance. Therefore, the conclusion of this study further verifies the
relationship proposed by predecessors.

The conclusion of this study, that is, family relationship health affects job performance

through two paths—job involvement and psychological capital, and directly affects job
performance, is consistent with the findings of this study, which further verifies the relationship
between job engagement and job performance.

5.2.2.2 The mediating role of psychological capital

According to previous studies, psychological capital plays an mediating role in the relationship
between job stress and job satisfaction (Shang-Guan et al., 2017). The psychological capital of
employees is positively correlated with job performance, job satisfaction and organizational

commitment. Psychological capital plays an intermediary role in the relationship between
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supportive organizational climate and employee performance. To a large extent, psychology
mediates between perseverance and academic achievement (Luthans & Youssef, 2004). The
model essentially means that psychological capital mediates the positive effects of variables
such as supportive organizational climate and perseverance on performance.

In this study, psychological capital is not used as an independent variable, but as a mediating
variable to test the effect of other variables on job performance. According to the results of this
study, psychological capital can positively predict the improvement of job performance, and the
mediating effect of employee’s holistic health variables on job performance is significant.
Family relationship health, co-worker relationship health, sleep health and mental health affect
job performance by improving psychological capital. This study is consistent with previous
research conclusions and enriches the discussion of the impact of job engagement on job

performance, and further explains and supports this conclusion from the side.
5.2.3 Relationship between moderating variables and performance

5.2.3.1 The moderating role of proactive personality

Previous studies have held that individuals with proactive personality tend to perform better in
job performance than those with passive personality, and proactive personality can predict
overall performance, task performance and all aspects of performance (Crant, 1995); Proactive
personality is positively correlated with objective career success (Byrne et al., 2008); Proactive
individuals can choose, create, and influence work situations, thus increasing the possibility of
career success (Seibert et al., 2001). There is a significant positive correlation between initiative
and objective and subjective career success (Jr & Marler, 2009); There is a significant positive
correlation between proactive and employee’s creative performance. Proactive employees can
use their personality advantages to construct their work tasks, relationships and cognition, and
then generate creative performance (H. Li et al., 2020); Psychologic capital and proactive
personality are positively correlated with students' academic performance (L. P. Ng et al., 2019);
Leaders with high proactive have better performance than those with low proactive (Huang et
al., 2020); Proactive personality can moderate the relationship between work and non-work
stressors and work/life satisfaction (Cunningham & De La Rosa, 2008).

In this study, proactive personality is not tested as an independent variable, but as a
moderating variable. According to the results of this study, no matter whether the mediating
variable is psychological capital or job engagement, proactive personality can predict the

improvement of the mediating variable when it is used as a moderating variable.
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The interaction between sleep and proactive personality can negatively predict the
improvement of psychological capital. It shows that with the improvement of individual's
proactive personality level, the positive influence of sleep health on psychological capital may
be weakened. The interaction of the other four items has no significant predictive effect.

The interaction between physical health/sleep health and proactive personality can
negatively predict the improvement of job engagement. It shows that with the improvement of
individual's proactive personality level, the positive influence of physical health/sleep health on
job engagement may be weakened. The interaction of the other items has no significant
predictive effect.

It is impossible to verify the direct predictive relationship between proactive personality
and job performance in previous studies. However, results in this research can confirm that
when proactive personality is used as a moderating variable, it can positively or negatively
predict mediating variables through interaction with other variables, thus affecting job

performance, further verifying the moderating effect of proactive personality.
5.2.3.2 The moderating role of leader-member exchange

Some scholars have found that this variable of leader-member exchange can be used as a
moderating variable to examine the influence on work outcome variables. Later, an empirical
study pointed out that the exchange of high-quality leaders would also make employees feel
more psychological security, which would make them more likely to make active adjustments
and changes to their work, that is, have an impact on the final job performance behavior
(Scandura & Graen, 1984; Scandura et al., 1986).

Some scholars believe that interpersonal interaction plays an important role in the process
of employees, especially new employees, adapting to the environment. As the product of the
initial interaction between leaders and subordinates, the initial exchange of leaders is likely to
play an important role in the socialization of new employees, and ultimately affect employee’s
job performance behavior (Kammeyer-Mueller et al., 2013).

In this study, leader-member exchange is not used as an independent variable to test the
relationship between job performance and dependent variable, but as a mediating variable to
examine the influence of independent variable psychological capital/job engagement on job
performance. According to the analysis results of the moderating effect in this study, the leader-
member exchange has not found a significant moderating effect on the influence of independent
variables on job performance, which is inconsistent with previous findings. The potential reason

may be all the subjects in this study are from the employees of the first-line manufacturing
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industry. On the automated production line, the productivity and product yield of employees
depend on the advanced level of the production line, and many production instructions and
execution actions are completed through man-machine dialogue. In the modern manufacturing
factories with increasingly developed digitalization and intelligence, workers in the first-line
industries rely less and less on the interaction, guidance and help of supervisors such as foremen,
supervisors, and managers to achieve efficient work. Therefore, the leader-members' exchange
frequency in daily work and production is limited, and their opinions and suggestions are less,
which has no obvious influence on employee’s job performance. In the listed previous studies,
the selected subjects are employees from large service organizations, new employees of a large
research university in the United States, white-collar employees of public and private service
and manufacturing organizations, and employees of inpatient and educational housing services
of a large undergraduate in the Midwest of the United States. These employees are different
from those selected in this study in that they will communicate and exchange opinions with
leaders (such as supervisors) more frequently in their daily work, and the will of leaders will be
reflected in them. Therefore, this study cannot test this theoretical viewpoint for the time being,

and further research is needed to discuss the moderating effect of leader member exchange.

5.3 The theoretical significance of this study

5.3.1 The theories supported by this study

5.3.1.1 Trait activation theory

According to the trait activation theory, there is an internal relationship between external
situation and personality traits, and this relationship can predict individual behavior. According
to this theory, an individual with a certain trait must be subjected to a situation that is compatible
with the trait before he can show a certain behavior (Tett & Burnett, 2003; Tett & Guterman,
2000; Tett et al., 2013). Based on this theory, we can assume that after a specific clue in the
external situation stimulates the proactive personality, the interaction between the stimulated
proactive personality and the stimulus can predict the job performance. The results of this study
show that proactive personality regulates the mediating effect of co-worker relationship health
and sleep health on performance through psychological capital. Co-worker relationship health
and sleep health can be regarded as specific clues, and proactive personality can be regarded as
the product of stimulation, which can predict job performance. Therefore, the conclusion of this

study is consistent with and support trait activation theory.
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5.3.1.2 Social cognitive theory

According to cognitive theory, individuals, environment, and behaviors will influence each
other and produce different results in different backgrounds. Personal factors include individual
personality characteristics (proactive personality) and emotional factors. Behavioral factors are
the specific performance of individual behaviors (job performance), and environmental factors
refer to objective environmental conditions. Individual factors will be influenced by
environmental factors and constantly adjusted, which will lead to the change of individual
behavior (Bandura, 1986; Bateman & Crant, 1993). Therefore, individuals with proactive
personality will take the initiative to take constructive actions at work according to the changes
of working environment and tasks, so as to improve their work performance. This study found
that proactive personality has a significant moderating effect on various paths, such as
psychological capital and job engagement. The conclusion of this study is consistent with the

viewpoint of social cognitive theory. This study supports this theory.
5.3.1.3 Psychological capital theory

According to the psychological capital theory, psychological capital is a positive psychological
state displayed by individuals in the process of growth and development, and it can be
continuously developed and managed. Psychology capital includes four psychological states:
self-efficacy, hope, resilience, and optimism. Self-efficacy is self-confidence, which can
improve individuals' ability to accept challenging tasks at work and think that they can succeed.
Optimism can make individuals make positive attribution at work, hoping that individuals can
stick to their goals and make appropriate adjustments according to the situation to achieve better
success; Toughness can give individuals more perseverance, constantly adjust and try, and
finally achieve higher performance (Luthans et al., 2005; Luthans & Youssef, 2004). To sum
up, the four psychological states (psychological capital) have a positive predictive effect on job
performance, which is consistent with the conclusion of this study.

In addition, this study also draws a conclusion that the variables in the five kinds of
employee’s holistic health are all mediated by psychological capital, thus improving job
performance. According to the four psychological states of psychological capital, we can
assume that individuals with healthy family relationships benefit from good family
relationships and can get more support from family members. They are more resilient than those
with unhealthy family relationships, thus achieving higher performance. A mentally healthy
individual is more optimistic and hopeful, so this individual can have a high level of

psychological capital than others, and thus obtain high performance. Therefore, the hypothesis
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based on the results of this study perfectly accords with the viewpoint of psychological capital
theory, so this study supports this theory.

5.3.1.4 Theory of human capital

According to the theory of human capital, human capital refers to the capital mainly manifested
by the quality of workers, including their physical health, knowledge, skills and demonstrated
abilities. The productivity of human capital depends on the efforts of the people who own this
kind of capital, which can be obtained through acquired investment, and affects the productivity
and income in the later period (Becker, 1962; Schultz, 1961).

Based on this theory, employee’s health, psychological capital, and other resources carried
by the workers themselves can be considered as of great significance to the organization of
production, which can not only increase profits, but also improve the production efficiency of
material capital. Because employees with good physical and mental health have more energy,
more focused attention, and higher motivation level than those with poor health, their job
performance will see significantly positive impact. According to the results of this study, five
kinds of health have significant positive effects on performance. In addition, the relationship
between psychological capital as a mediating variable and job performance also has a

significant predictive effect. Therefore, this study supports the theory of human capital.
5.3.1.5 Hierarchy of needs theory

According to the hierarchy theory, people's motivation is determined by people's needs, and
people's needs are mainly divided into five levels: physiological needs, security needs,
belonging and love needs, respect needs and self-realization needs. Moreover, the generation
of needs is progressing from low level to high level, and when the needs of the lower level are
not fully met, the needs of the higher level arise. After the low-level needs are basically met, its
incentive function will be reduced, its dominant position will no longer be maintained, and the
high-level needs will replace it as the main reason for promoting behavior (Maslow, 1943, 1964,
1970).

Based on this theory, we can assume that when employees meet the most basic survival
needs after work, they are eager for higher level needs. At this time, the motivation of
employee’s work is no longer based on the low-level needs of "solving food and clothing", but
on higher-level spiritual rewards such as longing for respect and self-realization. If the
enterprise doesn't pay attention to this point and still judges the employees according to the
minimum standards, it is very likely to reduce the employee’s work enthusiasm and thus affect

their work performance.
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Therefore, according to this theory, when employees get more emotional support, respect,
sense of belonging and other advanced needs from the organization, they are more likely to
make more efforts for the benefit of the organization, thus achieving a higher level of
performance. The support, respect, and sense of belonging those employees get from enterprise
organizations can be regarded as a level of the co-worker relationship or psychological capital
of colleagues. According to the results of this study, the co-worker relationship health has a
strong positive effect on job performance, and psychological capital can positively predict the
improvement of job performance, and it has a mediating role. To sum up, the conclusion of this

study accords with the hierarchy of needs theory.
5.3.1.6 Social exchange theory

According to the social exchange theory, individuals always engage in social exchange in their
social life. That is people expect to be rewarded while providing help and support to others. Or
when people get help and support from others, they are more willing to repay others. Social
exchange can be understood as a principle of mutual benefit, which is about the exchange of
intangible social costs and benefits (such as respect, honor, friendship, and support) and is not
bound by explicit rules or agreements (Blau, 1956, 1964; Homans, 1958; Thibaut & Kelley,
1959).

Based on this theory, it can be assumed that if employees get more emotional support,
respect, and sense of belonging from the organization, they are more likely to make more efforts
for the benefit of the organization, thus improving their performance level. If the enterprise

organization gives employees who need help—offering individuals with poor physical and

mental health regular physical checks and paid medical leave, providing a good working
environment and a co-worker relationship environment of mutual support and understanding,
or giving counseling and training on the development and management of their own

psychological capital—then according to the principle of mutual benefit under social exchange

theory, these employees are more likely to make a return behavior to the enterprise, thus
achieving the purpose of improving performance. According to the conclusion of this study, big
health variables and psychological capital have significant positive effects on performance.
Therefore, while helping the employees, the enterprise organization is essentially improving its

own interests and efficiency. Therefore, this study supports the theory of social exchange.
5.3.1.7 Triple needs theory

According to the theory of triple needs, people's higher needs include the needs of achievement,
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power, and affinity. Individuals with a strong need for achievement are more eager for
perfection, and more eager for the sense of accomplishment gained by the success brought by
improving their work performance. People with achievement needs have strong requirements
for job competence and success. Individuals with high power demand will also pursue excellent
job performance, but they are different from those who need to achieve it, in order to gain status
and power or to be commensurate with the power and status they already have. People with
high affinity demand are eager for affinity, like the working environment of cooperation rather
than competition, and hope to communicate and understand each other. They are more sensitive
to interpersonal relationships in the environment. In the working environment, individuals with
high affinity demands can better bring good workplace atmosphere and healthy co-worker
relationship to other employees, thus improving the overall performance level (McClelland et
al., 1953).

Achievement demand and power demand can be regarded as another manifestation of self-
efficacy in psychological capital. Based on this theory, individuals with achievement demand
and power demand are more likely to perform better in job performance. The conclusion of this
study shows that psychological capital has a positive predictive effect on job performance, and
the relationship between psychological capital and job performance as a mediating variable also
has a significant predictive effect. In addition, we can also regard affinity demand as one of the
dimensions of co-worker relationship health, and it is more conducive to employee’s efforts
towards high performance level. The results of this study show that the co-worker relationship
health has a strong positive effect on job performance. To sum up, this study supports the triple

needs theory.
5.3.1.8 Work demand theory

Job demand theory holds that the characteristics of any job can be divided into job requirements
and job resources. Job requirements are "negative factors" that consume individual energy at
work, such as job overload, role conflict, time pressure, job insecurity. Work resources are
"positive factors" in work, such as support from colleagues, work autonomy, performance
feedback. According to this theory, only high work resources can increase work engagement,
which can stimulate employee’s motivation and increase work engagement, thus having a
positive impact (Bakker et al., 2003). Therefore, based on this theory, we can think that when
employees get much higher job resources, no matter the job requirements are high or low, they
can be given more protection and enthusiasm to do a good job actively, thus increasing their

personal and organizational performance.
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Employee’s holistic health variables, psychological capital, job engagement and initiative
personality can all be regarded as "positive factors" in job resources. The results of this study
show that employee’s holistic health, especially the co-worker relationship health, has a strong
positive effect on job performance; Psychology capital can positively predict the improvement
of job performance, and there is a corresponding mediating role; Job engagement can positively
predict the improvement of job performance, and there is a corresponding mediating role.
Therefore, the results of this study perfectly agree with the viewpoint of job demand theory, so
this study supports this theory.

5.3.1.9 Theory of challenging and bocking stressors

The theory of challenging-blocking stressors holds that it is beneficial to an individual's career,
such as workload, working hours, work responsibilities. Such stressors are called challenging
stressors; The stressors that hinder an individual's career development, such as organizational
politics, ambiguous roles, and job insecurity, are called blocking stressors (Cavanaugh et al.,
2000).

The core of this theory lies in the word "stress", which is beneficial to an individual's career,
such as physical health and mental health, good relationship with colleagues, and proactive
personality traits. Although these factors have a significant positive impact on job performance,
they cannot be classified as challenging stress. However, blocking stress can include tense
colleagues' relationship, low physical and mental health and sleep health to catch up with the
progress.

Based on this theory, it can be concluded that different stressors have different effects on
work. Giving employees appropriate positive pressure will stimulate employee’s positive work
behaviors and lead to a positive impact on work performance. At the same time, reducing the
impact of blocking stress on employees will also help to reduce employee’s negative behaviors.
According to the results of this study, the unhealthy relationship between colleagues and other
physical and mental health will lead to the reduction of job performance. Therefore, this study
can confirm this theory about the negative impact of blocking stress on performance but cannot
demonstrate the impact of challenging stressors on performance. Therefore, this study partially

supports the theory of challenging-blocking stressors.
5.3.2 Theories expanded by this study: Self-determination theory

Self-determination theory holds that all individuals are born to work hard to meet the three

psychological needs of competence, autonomy, and relationship. And tend to meet these needs.

116



The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

This research expounds the mechanism of environmental factors influencing individual
behavior and mental health through the mediating of internal psychological needs (Deci & Ryan,
1985a, 1985b, 1985c, 2014; Vansteenkiste et al., 2006; Vansteenkiste & Ryan, 2013).

Employee’s motivation and effort can be strengthened through internal and external
stimulations, that is, when employee’s needs are stimulated externally to meet their internal
needs, employees will be more active in their work, thus producing good work performance.
Therefore, in the process of improving work performance, it will be very effective to enhance
the motivation of employees. Based on this theory, there may be a path that psychological needs
affect job performance through the mediating role of environmental factors, and the emphasis
lies in the mediating role of environmental factors as mediating variables between
psychological needs and performance (individual behavior).

To sum up, the self-determination theory holds that personal factors can influence outcome
variables through environmental factors, while this study found that personal factors can
directly affect outcome variables without environmental factors. In this study, employee’s
holistic health variables such as physical health, sleep health, and co-worker relationship health
can still have a direct impact on the outcome variables (job performance) without the
participation of environmental factors. In addition, this study takes job engagement and
psychological capital as mediating variables, both of which belong to organism variables, but
not to environment variables, and finds a new path of organism variables as mediation, that is,
individual factors (non-environment factors) mediate the positive effect of psychological needs
on performance. Therefore, this study does not deny the role of environmental factors in this

theory but expands and enriches the viewpoints of this theory.
5.3.3 Theoretical contribution of this study

This study takes employee’s holistic health variables as independent variables, psychological
capital, job engagement as mediating variables, leader-member exchange and proactive
personality as moderating variables and investigates the effects on job performance. After
integrating the path optimal model of psychological capital and the path optimal model of job
engagement, this study also puts forward its own theory according to the obtained double-
mediating optimal model.

Employee’s holistic health variables, that is, physical health, sleep health, mental health,
co-worker relationship health and family relationship health, should not be confused with each
other. Although they all have positive effects on performance, the mechanisms of the five on

job performance are not the same.
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First, it is the direct predictive effect of employee’s holistic health variables on job
performance. Physical health and sleep health have weak positive effects on performance, while
mental health is in the middle, while co-worker relationship health and family health have the
strongest positive effects on performance.

Secondly, it is the mediating mechanism of employee’s holistic health variables for job
performance prediction. Health affects job performance by improving job engagement, while
sleep health affects performance by improving psychological capital. Mental health and co-
worker relationship health both affect performance by improving psychological capital. From
the mode of mediating mechanism, sleep health and mental health, and the co-worker
relationship health show similar patterns. Family relationship health is the most special. Family
relationship health affects performance through job engagement and psychological capital, and
it also has a direct effect on performance. This shows that the role of family relationship health
is the most complicated and critical.

Finally, it is the moderating mechanism of employee’s holistic health on performance.
Proactive personality moderates the mediating effect of physical health on performance through
job engagement, and proactive personality moderates the mediating effect of co-worker
relationship health and sleep health on performance through psychological capital. The
mediating effect of mental health on performance through psychological capital is not
moderated by proactive personality. Similarly, there is no moderating effect of proactive
personality in the mechanism of family relationship health.

To sum up, to improve employee’s job performance, companies should protect their
employee’s health, because all five kinds of health have a positive impact on job performance,
which is also in line with common sense. Secondly, attention should be paid to the employee’s
family relationship health, which not only directly and significantly affect job performance, but
also affect job performance through job engagement and psychological capital. All other things
being equal, a healthy family relationship can ensure a sound work performance. The key take-
away 1s the proactive personality has a significant moderating effect on various paths, so
enterprises can give higher weight to this trait when recruiting new employees. For the long-
time service employees, the initiative of employees can be improved by strengthening training

and formulating comprehensive incentive measures.
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5.4 Application value of this research

5.4.1 Research implications of employee’s holistic health variables
5.4.1.1 Overview of research implications

This study has explored the impact and importance of employee health on organizations in the
context of the global outbreak and continuation of COVID-19, the reduction of demographic
dividend and the postponement of retirement age caused by the low fertility rate in the world
and even In China. The benefit of an enterprise comes from the performance of its employees.
The development of an enterprise promotes the development of social economy. The policies
of the government affect the operation of an enterprise, and then affect the policies and
management of an enterprise for its employees. How to fully ensure the attention and support
of all social parties, including the government, enterprises, organizational managers, and
employees for employee health management is of great significance for promoting social,
economic, and cultural progress. The health management of employees mainly uses modern
medical treatment and information technology to track and evaluate the health status of
employees from the physiological and psychological perspectives, systematically maintaining
the physical and mental health of employees, reducing medical costs, and improving the overall
production efficiency of enterprises.

Therefore, this study will analyze the significance and corresponding methods of
investment in employee health management from the perspectives of the government,

enterprises, human resource management departments and employees.
5.4.1.2 Implications of research on government departments

Health management is a systematic project, which requires the attention of the whole society,
all parties and all staff including the cooperation between various government departments. For
the government, the health literacy level of residents is taken as the action effect index, the
purpose is to improve the health literacy level of citizens. Popularizing health knowledge and
improving the health literacy of the whole people is one of the most fundamental, economical,
and effective measures to improve the health of the whole people.

Looking around the world, in 2010, WHO published a Healthy Workplace Action Model:
For Employers, Workers, policy makers and Practitioners, which provides a global framework
for workplace health protection and promotion. Canada, the United States, Europe, Japan,

Iceland have all designated corresponding policies to help employees develop a healthy life and
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promote the healthy state of the professional population by encouraging enterprises to highlight

health during development.
5.4.1.3 Research implications to enterprises

The main body of an enterprise is composed of employees, and the benefits and development
of an enterprise cannot be separated from the labor of employees. Only healthy employees can
continuously, actively, and efficiently create greater value for enterprises. Therefore,
enterprises should attach great importance to the decline of employee’s health, and constantly
improve employee’s health level by setting up and implementing employee health plans, to
enhance the overall performance of enterprises.

A total of 1,648 companies from 40 countries and in 25 languages surveyed across multiple
cycles of the global coronavirus pandemic, with some degree of questionnaire adaptation in
response to the pandemic.

The survey results were weighted by global, regional, and country data, and the key
findings of the survey are that employee health is highly correlated with key business indicators.
Improving employee health can significantly improve the company's key business indicators,
including customer satisfaction, customer retention, employee engagement, employee loyalty,
profit margin. According to the survey results, 90 percent of companies in the Asia-pacific
region have implemented various employee health programs, but only 55 percent have
integrated employee health into their strategic planning, and only 27 percent have considered
employee health as part of their strategy.

In addition, the study found that, globally: 3 % increase in employee health performance
leads to a 1 % increase in customer satisfaction and retention; 3.5% increase in employee health
performance is associated with a 1% increase in employee satisfaction and customer acquisition.
4% increase in workplace health performance is associated with a 1 % increase in profits and a
1% reduction in staff turnover. The top health issues for Asia-pacific companies are work-life
balance, work environment and culture, mental health, physical health, and burnout.

(1) Occupational Stress

In organizations, employees are prone to occupational stress, also known as occupational
stress, which refers to the physical and psychological reaction that occurs when the
requirements of an individual's job position do not match his or her ability, resources or needs.
If it persists, it may cause physical and mental health damage. Moderate stress at work can
activate the individual potential of workers, but if they are in a high degree of stress for a long

time, it can cause job burnout, depression, anxiety, cardiovascular system diseases, endocrine
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system diseases and other diseases, and reduce work performance. In the process of rapid
advancement of industrialization and modernization, the mass emergence of information, the
diversity of social values, the pace of life growth and increasing competition in the market, the
change of family structure and social relations, and the changing of modern works bring to
people's work and life of ubiquitous tension. The occupational stress includes manual and
mental labor and covers all industries. According to the World Health Organization,
occupational stress has become a worldwide epidemic. The International Labor Organization
has added mental and behavioral disorders to its 2010 list of occupational diseases. Some
countries and regions (such as Japan and Taiwan Province of China) have listed mental
disorders caused by psychological factors in the workplace as legal occupational diseases.

In short, if enterprises can correctly prevent and control and actively respond to
occupational stress it, employees can work happily and live healthily.

(2) Environment Health

Health is the most basic and important part of enterprise health management. A healthy
working environment can make employees more relaxed at work, thus improving their work
performance.

In terms of environmental governance, employee’s health can be improved by optimizing
space details. For example, it is equipped with intelligent lighting system and air quality
management system to expand the green planting area, and it is equipped with real-time
environmental monitoring on each floor, which can monitor the temperature and humidity of
the current environment in real time, as well as the content of carbon dioxide and PM2.5 in the
air, to ensure that all spatial indicators are in the optimal range. In the construction of digital
system, environmental health management is also included, and "on-demand optimization" is
realized. For example, according to the weather forecast, crowd distribution forecast and
environmental parameters, the opening state of each vent of fresh air system and air
conditioning system can be dynamically adjusted in different time periods, and the lighting
system can also be controlled in a similar way to protect health and save energy at the same
time.

In addition, there are harmful factors in the workplace, which may have an impact on the
reproductive health of employees, and this impact may have a negative effect on the fertility
rate advocated by the government.

Compared with the past, there are more reproductive health problems today, such as
infertility, recurrent abortion, and low birth weight of newborns, which are quite common

among female workers, and they will affect the quality of life of female workers. It is found

121



The Effects of Employee's Holistic Health on Job Performance- Mechanisms and Boundary Conditions

that workplace exposure to certain chemicals, physical factors, and biological factors such as
viruses and bacteria may affect women's reproductive health, women's conception and the
health of their unborn children. Enterprises can adapt to employees by introducing ergonomics,
changing the work content, adjusting the workplace, and changing tools and equipment.

(3) Work-life Balance

Under the long working hours and high-intensity work pressure, the health status of
employees is bound to be greatly affected. How to consider the health of employees while
enterprises seek business development has become one of the focuses of people's attention.
Since 2020, the COVID-19 epidemic has caused great impact on economic production and
public health safety, further highlighting the importance of people's physical and mental health
to enterprises and national development. Therefore, it is necessary to build a healthy enterprise.

Employee health and corporate profits are not contradictory, but mutually reinforcing. A
physically and mentally healthy employee with better job performance and innovative ability.
To ensure the health of employees, enterprises should actively participate in the construction of
healthy enterprises, meet the health needs of employees, and realize the coordinated
development of enterprise construction and people's health.

(4) Health Management Benefits

At present, several enterprises providing professional health management programs have
emerged in the market to meet the health needs of enterprises. In the past, enterprises were
mainly willing to buy physical examination services. Now, with the improvement of health
awareness, some enterprises begin to pay attention to health security services, cloud clinic,
health cloud butler and other services. However, awareness of employee health management in
domestic enterprises needs to be further improved, and the relevant funds and personnel
allocation are still insufficient.

At the same time, some enterprises that do not exclude health management are not clear
about how to ensure the health of employees and what measures should be taken. Entrepreneurs
play a key role in shaping a healthy culture within an enterprise. In the health engineering
construction of various enterprises, it is found that those enterprises that attach importance to
personal health often do a good job in health work. All enterprises that attach importance to
personal health will do well in their health work. However, in some enterprises with frequent
employee health problems, it will be found that their business owners and management do not
pay attention to their own health.

Enterprises should take the initiative to assume more social responsibilities to protect the

health of employees. Such as the establishment of "workers’ health week", through mental
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health, scientific movement, nutrition and other themes, health knowledge publicity, continuous
improvement of enterprise workers to health.

Paying attention to employee’s mental health is to give employees psychological bonuses.
Implement mental health management, and guide employee’s psychological problems in time.
By adjusting the state of mind and body, employees can gain a sense of belonging and identity
through the concern of the enterprise, thus improving their work enthusiasm and loyalty to the
enterprise, greatly enhancing their work efficiency, and rapidly improving the economic
benefits of the enterprise.

Healthy employees are the "first productivity" of enterprises!
5.4.1.4 Implications for human resource managers

Human resource management has been transformed from the employment management mode
with the "commodity man" theory to the human capital operation mode with the "knowledge
man" theory. In the process of this evolution, the importance of human beings has become
increasingly prominent, the individual needs of human beings have been continuously met, and
human capital has gradually become the most important capital of enterprises.

Strengthening employee health management in an all-round way is the requirement of
modern enterprise management. It embodies the humanistic care of employees, respect for
people and emphasis on human capital.

Actions could be taken in the following aspects:

(1) Establish a cultural atmosphere of respect for employees.

Employee health management is rooted in the "people-oriented" corporate culture.
Therefore, to implement employee health management, we must start with culture change.

First, enterprises should establish a humanized management concept, create a cultural
atmosphere of respecting and valuing employees, and shape a "people-oriented" corporate
image.

Secondly, in the specific management practice, HR needs to implement flexible
management and caring management, listen to employee’s needs, help employees make
progress, let employees participate in decision-making so that employees can truly experience
the feeling of being respected and find a sense of belonging.

(2) Improve the incentive and communication mechanism of enterprises.

Improve the incentive and communication mechanism of enterprises to solve the worries
of employees. Pay attention to the personal development of employees, provide broad

development space, improve career promotion channels, and give employees motivation and
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hope. Provide competitive salary and reward system to motivate employees. Establish a smooth
communication channel, so that employees and superiors and subordinates can have an equal
dialogue, exchange information and ideas. Actively hold various forms of cultural and sports
activities, relieve the pressure of work, enhance the emotional communication between
employees, and improve team cohesion.

(3) Set up posts related to employee health management.

Strengthen the investment in human resources, set up related posts of employee health
management, and be responsible for the management and supervision of employee health. For
example, Huawei set up its chief employee health and safety officer for the first time in 2008
to further improve its employee protection and occupational health plan.

(4) Pay attention to the dual management of physical and mental health.

Attention should be paid to not only employee’s physical health, but also their mental health.
According to a survey on occupational mental health management of employees in Chinese
enterprises conducted by China Health Organization and EAP Association, 99.13% of white-
collar workers are troubled by workplace psychological factors such as stress, depression, and
job burnout. 79.54% of professionals realize that "occupational mental health" affects their
work.

For enterprises, helping employees to develop a good lifestyle is an important aspect of
building a healthy enterprise. At present, the incidence of insomnia in China is increasing
gradually, and sleep health is the foundation of health. Sleep is closely related to daily diet,
physical exercise, and work efficiency. Sleep health should be the focus of healthy enterprises
and healthy individuals and deserves much attention. Healthy sleep can not only reduce the
incidence of endocrine, heart, blood vessels and other related diseases, but also improve work
efficiency.

The purpose of managing employee’s mental health is to promote employee’s mental health,
reduce management costs, enhance organizational culture, and improve enterprise performance.

An effective management of employee’s mental health can bring better benefits to enterprises.
5.4.1.5 Research implications for employees

According to the "2020 National Health Insight Report" for health research in China, 97% of
employees said they had health-related troubles.

Employees are faced with the pressure of an increasingly fast pace of life and work,
working 12 hours a day and six days a week. Many people are in a "sub-health" state due to

staying up late, irregular diet and lack of exercise.
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According to the survey of office workers in 10 cities by the Ministry of Health, 48% of
employees are in sub-health state, especially in economically developed areas. 75.3% in Beijing,
73.49% in Shanghai and 73.41% in Guangdong; And almost every individual who participates
in the market competition suffers from chronic diseases and mental disorders.

Employees should not only exercise regularly, but also keep fit. Avoid unhealthy food and
get enough sleep. Establish good relations with colleagues, fam Employees should not only
exercise regularly, but also keep fit. Avoid unhealthy food and get enough sleep. Establish good
relations with colleagues, family, and friends. Talk to your trusted family, friends, and
colleagues when you encounter problems or troubles. If the stress persists, severe physical or
psychological symptoms appear, and you cannot get out of it or your self-relaxation is
ineffective, you can seek help from a psychological counselor or professional service
organization.

The increasingly fierce social competition, work pressure, work environment, interpersonal
relationship, job change, welfare, salary difference, family harmony will directly affect the
mental health of employees. The Report on the Development of Chinese National Mental
Health (2017-2018), jointly published by Institute of Psychology, Chinese Academy of Sciences
and Social Science Literature Publishing House, reveals the current mental health of Chinese
nationals in a great amount of information, which deserves our attention.

Psychological research shows that stress is not all harmful, and the corresponding
relationship between job performance and stress presents an inverted U-shaped curve. Moderate
stress can bring positive work motivation and optimistic life goals, and improve work efficiency
and life satisfaction, while high-load stress can bring great negative effects to people. Therefore,

enterprises need to pay more attention to employee’s mental health.
5.4.2 Research implications of proactive personality variable

5.4.2.1 Overview of research implications

The rapid development of society, organization and technology requires employees to
constantly adapt to changes. Personality characteristics, especially those that can reflect the
willingness to change, are increasingly studied by scholars and considered as the key factors
that drive individual success and bring organizational competitive advantage. Studies have
proved that active personality has a positive impact on many individual and organization-related
outcome variables, including job performance, career success, leadership, team performance,

creativity. Advocating proactive personality will help the government, enterprises,
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organizations, and employees to deal with various setbacks and disadvantages in life and work,

and actively treat self-choice.
5.4.2.2 Implications for government departments

The Chinese government calls on the people to take the initiative to take responsibility, be
industrious and brave. Be open, learn advanced experience and technology from other countries,
and strive for the great rejuvenation of the Chinese nation. It is imperative to cultivate a positive
social mentality, overcome the impermanence, helplessness, and negative individual values of
"living for yourself" brought by Covid-19 epidemic, and guide the healthy development of
social mentality with correct values. Negative social emotions will become a booster of social
conflicts, which will have a destructive impact on society. When a major incident occurs, social
emotions will be more fragile and sensitive than usual, and negative emotions such as anxiety,
anxiety, panic, and pessimism will easily appear. The government should attach great
importance to the problem of insufficient imbalance in economic and social development, as
well as the negative social sentiment caused by the superposition effect of weaknesses in social

governance and epidemic situation.
5.4.2.3 Research implications for enterprises

(1) Management Style

The essence of management is to stimulate the enthusiasm of employees, actively create
value for enterprises and give back to the society. Employee’s proactivity is to let employees
take the initiative to do something and produce better results than passive work. When
employees keep initiative in their work, they can devote themselves to their work. Through the
company's rules and regulations and the authority of managers, the mandatory management
mode of making subordinates work hard may result in lower performance, and lead to physical
and mental health problems of employees.

A good manager can stimulate the internal motivation of employees themselves. Only by
truly finding the inner motivation of subordinates can employees love their work from the
bottom of their hearts and take the initiative to take responsibility. Sharing the values of the
team can bring positive power to subordinates. Once they find that what they have done is to
realize their sense of accomplishment, and deeply feel the sense of identity brought by the sense
of accomplishment, this sense of identity will make them feel satisfied. This is a positive driving
force driven by values. It can make people take the initiative to eliminate interference and create

outstanding achievements, to realize their self-worth.
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Finding the work direction that employees are good at and giving full play to their
advantages can greatly improve their work enthusiasm and efficiency. Every employee in the
team has his own unique growth experience, educational background, and skill characteristics.
Individual differences exist objectively. Managers should put everyone in the most suitable
position and give them the most suitable tasks, which will make their work easier and more
satisfactory.

By praising employees for achieving their work goals or contributions, satisfying their
sense of honor, and making them feel the recognition and praise of the enterprise, they will
work more actively for the enterprise.

(2) Incentive Mechanism

A set of good incentive mechanism can effectively improve employee’s performance and
promote their health. To sum up, there are these aspects:

(a) Salary

Whether a generous salary can be provided is still a direct factor affecting the enthusiasm
of employees. However, a generous salary may not always satisfy employees. In salary
decision-making, we should comprehensively consider the relative value of post, salary level
and personal performance, and take them as the basis for formulating salary system. Through
the effective combination of the above three elements, employees can know in advance the
specific impact of doing well or poorly on their salary income, which is conducive to fully
mobilizing employee’s enthusiasm, making their efforts conform to the company's development
direction, promoting the realization of the company's strategic objectives, linking the company's
business objectives with personal objectives, and realizing the common development of
enterprises and individuals.

(b) Institutions

The implementation of enterprises needs various systems. Similarly, a reasonable system
should be worked out to motivate employees, to effectively mobilize the enthusiasm and
initiative of employees.

Competition mechanism: Competition can motivate employees. The last elimination
system is a specific form of competition mechanism. As far as the management of enterprises
in China is concerned, the last elimination system is feasible. Establishing a strict competition
mechanism for employees and implementing the last elimination system can put pressure on
employees, create a competitive atmosphere among employees, and help mobilize the
enthusiasm of employees, make the company more vigorous and energetic, and better promote

the growth of enterprises. However, the last elimination system will have a negative impact on
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the mental health of some employees.

Goal motivation: It is to determine appropriate goals, induce people's motivation and
behavior, and achieve the purpose of arousing people's enthusiasm. Goals can trigger, guide,
and motivate. Only by constantly pursuing high goals can a person have the inner motivation
to strive for progress. In fact, everyone has other goals besides money, such as power goals or
achievement goals. Managers should dig out this hidden or present goal in everyone's heart and
help them to set reasonable goals.

(c) Emotional motivation

Maslow, a psychologist, put forward five different needs of people in his book Motivation
and Personality. The contents of these five aspects are: basic life needs-sense of security-sense
of belonging-status and respect-self-realization. In addition to the basic living needs, the other
four aspects are emotional needs. Therefore, emotional motivation is of great significance to
arouse the enthusiasm and proactive of employees. There are many ways about emotional
motivation, mainly these:

Respect for motivation: The so-called respect for motivation means that managers of
enterprises should pay attention to the value and status of employees. If managers do not pay
attention to employee’s feelings and respect them, their enthusiasm will be greatly dampened,
and their work will only be paid, and the incentive will be greatly weakened. Respect is the
catalyst to accelerate the outbreak of employee’s self-confidence, and respect incentive is a
basic incentive method. Mutual respect between superiors and subordinates is a powerful
spiritual force, which contributes to the harmony between employees and the formation of team
spirit and cohesion. Therefore, respecting motivation is an important way to improve the
enthusiasm of employees.

Participation: The practical experience and research of modern human resource
management show that modern employees have requirements and desires to participate in
management. Creating and providing all opportunities for employees to participate in
management is an effective way to mobilize their enthusiasm. Through participation,
employee’s sense of belonging and identity to the enterprise can be formed, which can further
meet the needs of self-esteem and self-realization.

Work motivation: Work itself is the perfect motivation. To give full play to employee’s
work enthusiasm, reflection should be given to how to make the work itself more meaningful
and challenging to give employees a sense of self-realization. This requires managers to design
employee’s work to enrich and expand the work content.

Training and development opportunities: With the knowledge-based economy coming, the
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world is becoming more and more information-based, digital, and network-based, and the speed
of knowledge updating is accelerating, which makes the irrational knowledge structure of
employees and the phenomenon of knowledge aging increasingly prominent. Through training,
they can enrich their knowledge, cultivate their ability, provide them with opportunities for
further development and meet their self-realization needs.

Promotion of honor: Honor is the lofty evaluation of individuals or groups by people or
organizations, and it is an important means to meet people's self-esteem needs and inspire
people to strive for progress. From the perspective of people's motivation, everyone has the
need of self-affirmation, glory and striving for honor. It is a good way to inspire some
outstanding and representative advanced employees by giving them the necessary honors.

(d) Establish excellent corporate culture

In the process of enterprise development, the management of human resources should be
consciously strengthened by establishing common values and professional ethics, to unify the
thoughts of employees, make people work towards the same goal and push the enterprise
forward. To create an excellent corporate culture is to make the enterprise set up a "people-
oriented" idea, respect the value and status of employees, and make employees have a sense of

ownership.
5.4.2.4 Implications for human resource managers

Selecting people and team building is one of the most important tasks for human resource
managers, especially for key talents in core positions. Regarding how to select people, the core
1s to disassemble the tasks according to the company's strategy, set the positions, and then match
the talents with corresponding abilities according to the abilities of the specific positions to
complete the tasks.

It is inappropriate to select people only by the basic elements of intelligence, education,
and knowledge. We must comprehensively consider the specific work tasks and working
environment, and establish a 1+X selection model, where 1 is the necessary skill, experience,
and ability to complete the job tasks of this post, and X is the specific high-performance gene
of this post, that is, the competence demonstrated by the internal psychological characteristics,
especially the characteristics of proactive personality.

Many solutions need trial and error because this is the nature of innovation. But trial and
error will bring great psychological pressure. Everyone is eager to succeed, and everyone is
eager to be recognized, but not everyone has the cognition that "proving this road is not feasible

is also a kind of success". In the environment where frustration is the norm, and success is a
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small probability event, a proactive mental attitude becomes an essential competency of

employees.
5.4.2.5 Research implications for employees

To be a proactive employee, a practical implementation plan for each goal is required so that
the goal can be refined and quantified. Second, from now on, Walk the Talk is a must. Third,
set a time limit. Parkinson's law points out that if people feel that there is still time, their work
will be delayed until all the time is exhausted. Set a deadline, exercise strict self-discipline,
devote all energy and mobilize all resources to ensure that the task is completed on time. The
difference between elite and mediocre employees in the workplace is that the former always
takes the initiative to find tasks and is willing to take responsibility for their words and deeds,
While the latter will only evade tasks and responsibilities. Take the initiative to do everything
well. Do not wait for the boss to ask, remind, and urge further actions. Success comes with

taking the initiative.
5.4.3 Research implications of psychological capital variable

5.4.3.1 Overview of research implications

Positive psychology emphasizes that people should pay more attention to what is right and what
is positive. In the last decade, the role of positive psychology in the field of organizational and
human resource performance has been widely concerned by scholars, especially its influence
on positive organizational scholarship and positive organizational behavior.

Confidence, or self-efficacy, is an important dimension of positive organizational behavior.
It refers to an individual's ability to control his motivation, cognitive resources, behaviors, and
self-confidence in successfully completing tasks in each scenario. At the same time, self-
efficacy is also one of the dimensions of psychological capital, and its positive role in promoting
work-related performance through social persistence, positive feedback, physical and
psychological arousal has been confirmed by previous studies.

When the government, enterprises, human resource managers and employees reach a
consensus and resonate with the confidence, hope, optimism and resilience of psychological

capital, the society, economy, organizations, and individuals will develop.
5.4.3.2 Research implications for government departments

To be a person with certain psychological capital, one must have moral character, knowledge,

and responsibility. The cultivation of moral character requires rich nutrition and fertile soil. This
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soil is the civilization and education of a country.

Young people's value orientation determines the value orientation of the whole society in
the future, and young people are in the period of values formation and establishment. It is very
important to cultivate values in this period. It's like buttoning clothes. If the first button is wrong,
the rest of the buttons will be wrong. The buttons of life should be buttoned from the beginning.

The state should train and encourage the people, especially the young people, to be diligent
in learning, be quick to seek knowledge, pay attention to internalizing what they have learned,
and form their own opinions. They should care for the country, the people, the world, and learn

to take social responsibility.
5.4.3.3 Research implications for enterprises

Hope, confidence, optimism, and resilience make employees more productive. Employees can
implant, develop, measure, and train these qualities, to continuously increase productivity.

Every enterprise focuses on financial capital. There is a significant difference between the
book value and market value of the company and the so-called "intrinsic value" of the company.
This difference is caused by human capital. It is not only financial assets and tangible assets,
but also human assets, which together constitute the value of the company. Compared with
human capital and social capital, psychological capital pays more attention to the individual's
psychological state. Human capital refers to the knowledge and skills contained in employees.
For example, human capital can be improved by accumulating experience, receiving education
and training skills. Society refers to the relationship resources established through relationships,
contact networks and friends, and it is the knowledge contained in employee groups and
employee networks. Psychological capital describes employee’s confidence and hope for the
future. It is a state, not a trait. Like human capital and social capital, psychological capital can
be acquired and developed through training.

Human capital emphasizes "what you know", such as knowledge and skills; Social capital
emphasizes "who do you know", such as relationships and contacts; Psychological capital
emphasizes "who you are" and "what you want to be", focusing on the individual's
psychological state. Psychology is a core psychological element that transcends human capital
and social capital. It can gain competitive advantage by investing and developing "who you
are", and its foundation is composed of "who you are" instead of "what you know" or "who you
know".

Psychology is based on a positive psychological paradigm, focusing on people's positive

aspects and advantages, reflecting personal confidence, hope, optimism, and resilience in the
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future, and focusing on the self-management ability of individuals or organizations in the face
of future adversity.

To an individual, psychological capital refers to the psychological resources that promote
personal growth and performance. To an organizational, like human capital and social capital,
psychological capital can finally realize the return on investment and competitive advantage of
the organization by improving employee performance. Psychological capital is unique and can
be effectively measured and managed. By investing and developing psychological capital,
performance can be improved, and organizational competitive advantage can be formed.

Because of the high tension caused by unemployment or job change during and post Covid-
19, employees will face greater uncertainty and pressure. If the nervous state of employees is
not handled properly, then employee satisfaction and commitment to the organization will easily
be affected, causing ultimately a negative impact on performance. Uncertainty, stress, and
anxiety easily lead to employee’s lack of confidence in their ability to deal with problems in
changing environment.

Especially in the era of rapid technological change, employee’s resistance to the use of new
technologies is not because they are worried about the technology itself but lack confidence in
whether they can successfully use new technologies and achieve good performance. Therefore,
the rapid changes of social and economic environment make employees face greater
psychological anxiety and pressure. To survive and develop, it is particularly important to
cultivate self-confident, optimistic, hope and resilience employees.

For the development of psychological capital, Dr. Fred Luthans recommended a training
method: let people experience success in setting their own goals. As part of optimism training,
guide them not to be divorced from reality in optimism. They are taught how to set optimistic
goals, and then positively attribute the smooth and unsatisfactory situations of things. To
enhance tenacity, the use of developmental language helps people to correctly understand why
they are good and what their strengths are.

First, let employees enhance their own efficiency, optimism, desire, and resilience by
examining their own behaviors. Think about what your typical way of dealing with a specific
situation is, and then plan different ways of dealing with it in advance when necessary.

In addition, employees should have a successful experience. Just say "Great job!" is not
enough. Employees need specific evaluation. This success will bring more success by giving
significance.

Setting goals can also increase desire and effectiveness. If employees encounter difficulties

in pursuing their goals, help them find alternative resources and methods, which can not only
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cultivate their desire, but also cultivate their resilience.
5.4.3.4 Implications for human resource managers

Human resource managers know that human potential is infinite, and its root lies in human
psychological capital. Since having hired more and more high quality of people, most people
are in a high demand level of "being respected" and "realizing their self-worth", so they have a
high demand for psychological care. Psychological problems are relatively sensitive, and it is
easy to cause concerns or even resistance. This is a very realistic ideological and psychological
problem faced by enterprises. If you cannot properly handle the nervous state, it will easily
reduce your satisfaction and commitment to the organization, and ultimately have a negative
impact on the job performance.

Human resource managers cannot look at employee’s resignation from the perspective of
“economic man”. They should broaden their management horizons from the perspective of
psychology, master the methods to help employees improve their psychological quality and the
techniques of psychological counseling, and guide employees to work with positive emotions,
to stimulate the team's vitality and passion and promote the improvement of work performance.

For the value of an organization, the role of psychological capital can be summarized in
three points:

First, it can enhance the cohesion of enterprises, improve morale, including maintaining
job satisfaction, and help maintain the sense of loyalty of enterprises; Secondly, it can promote
employee’s mental health and reduce production costs; Third, it can reduce the management
cost.

Human resource managers should introduce employee satisfaction surveys and regularly
assess the psychological state of employees. Through the implementation of employee
assistance program, provide employees with psychological assistance tools to help employees

get release and solutions from various problems in the workplace and life.
5.4.3.5 Research implications for employees

Employee’s establishment and maintenance of good psychological capital in the workplace is
conducive to their physical and mental health. Then their work performance is high as well as
life quality.

To be a person with proactive personality (called “positive energy” in China). Know your
personality and what you need to pay attention to in your daily life and work. Think in another's

shoes, for example, when the other party has complaints or grievances, look at solving problems
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with empathy, guide the other party to ask questions on how to solve them, and think and solve
problems in multiple directions, which can effectively improve work efficiency and
interpersonal relationships. People who constantly improve their abilities and become more
confident, optimistic, and proactive. Give full play to positive energy at home and in the

company and do a good job of stress management during the epidemic of Covid-19.
5.4.4 Research implications of job engagement variable

5.4.4.1 Overview of research implications

Job engagement, also known as engagement, is described as the positive feeling and sense of
accomplishment brought by work. It contains three qualities: vigor, dedication, and absorption.
Vigorous, resilient at work, eager to work, showing perseverance and tireless work. A dedicated
person will feel that their work is meaningful, challenged, motivated and enthusiastic about it.
When a dedicated person devotes himself to their work, he will feel that time passes quickly,
and they forget everything else, and it is difficult to get out of the work. A dedicated society,
enterprises and employees are of great significance to the economic development and the

benefits of enterprises.
5.4.4.2 Implications for government departments

The government should actively advocate the concepts of "happiness comes from struggle",
"success lies in dedication" and "greatness is bred from the ordinary", and carry forward the
spirit of dedication, labor, artisans, entrepreneurs, and scientists, so that all people can keep a

high-spirited, dedicated, and enterprising spirit.
5.4.4.3 Research implications for enterprises

The vitality of an enterprise is reflected by its employees, and to stimulate the vitality of the
enterprise is to stimulate the employee’s work input. Managers of enterprises should understand
their employee’s career development needs, and organically combine this demand with the
company's development strategy, development goals, performance appraisal to stimulate
employee’s work enthusiasm and create enterprise vitality. Managers should respect employees
and core teams, establish an effective distribution mechanism of responsibilities and rights, and
create development space for employees.

Build a healthy and progressive corporate culture and advocate the spirit of employees
being masters of their own affairs. Encourage employees to innovate boldly and make them

dedicated and happy. Fully empower employees and attach importance to their self-esteem and
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ability. Actively empower, so that every employee is full of sense of mission, daring to “can do

attitude” and eager to make success.
5.4.4.4 Implications for human resource managers

Whether employees are dedicated or not is directly influenced by corporate culture and
management, including mechanism, process, and human resource management practice, in
addition to personal attitude towards work and life, growth trajectory and value orientation.
Their relationship is like seed and soil. Employees are like a seed, whether they can grow
quickly and achieve excellent performance depends not only on whether the seed is good, but
also on fertile soil, suitable climate, and scientific management.

There are several ways to enhance employee engagement:

(1) The reward system linked to performance

The motivation of high dedication is not only related to the salary of employees, but also
related to other reward methods that make employees feel a sense of belonging. The sense of
belonging has a key impact on the professionalism of employees.

The way to create a sense of belonging is to link rewards with job performance. Studies
have shown that if you link rewards with an employee's personal performance and business
results, the degree to which these rewards motivate him is closely related to the degree to which
he maintains and improves his performance. Psychological reward is very important. Giving a
concert ticket worth RMB 200 yuan to reward employees is more rewarding than giving RMB
200 yuan. Because the concert singer is the idol of the employee, the employee was deeply
touched by the meticulous understanding of the employee from the personnel department and
won a psychological reward.

(2) Continuous performance evaluation

The positive evaluation conclusion is a kind of reinforcement and recognition of
employee’s good behavior and an important incentive measure. All employees are pursuing
success and helping employees to improve their deficiencies can also show goodwill.
Constructively providing negative feedback is also a manifestation of managers' concern for
employee’s progress.

(3) highly valued employee relationship management

Companies with good employee relations have more dedicated teams. The research shows
that communication and change management are an important part of employee relationship
management process.

Great changes have taken place in the employment relationship between modern enterprises
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and employees. In the past, long-term commitment was emphasized. Nowadays, layoffs seem
to be very common. Not only is the employee's loyalty to the enterprise insufficient, but the
enterprise's loyalty to the employee is also insufficient. When there is a crisis of trust between
enterprises and employees, the degree of employee’s engagement will be greatly reduced.

If the managers of an enterprise can communicate effectively with employees, answer
important questions in employee’s minds, and take corresponding management measures, then
employee’s professional engagement will be effectively improved.

(4) Focus on future learning and development

The learning process includes having employees regularly discuss their learning needs and
make career development plans. According to the analysis of Accenture's human capital
development framework, employee’s engagement is 52% higher in companies that do well in

employee career development process than those are not good in the process.
5.4.4.5 Research implications for employees

Employee’s devotion to work is to their self-worth, get more salary returns and broader career
development. To a large extent, it determines how employees perceive the environment, how
they look at the work they are engaged in, and then how they behave at work.

Job engagement is a kind of competitiveness. Whether a person can stand out from others
depends not only on the ability to surpass others, but also on a more positive work attitude.
Those who are fired or never promoted are often not due to their lack of ability, but their attitude
towards work is not correct enough.

Good work habits are the basis of efficient work engagement, and reasonable arrangement
of work and rest time can ensure one's work energy and health.

Devotion to work is a perfect proof of love to work, and it produces good results. This kind
of work attitude and results can not only be affirmed by the coworkers, but also empower the

employees themselves.

5.5 Deficiencies of this study

5.5.1 Insufficient representation of samples

Totality refers to the whole class of things or people with a certain characteristic, including all
possible research objects involved in a certain research topic. The totality is composed of
individuals, and the nature of the totality is determined by the nature of individuals. The

collection of partial individuals extracted from the population according to certain rules is called
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sample. The sample should be well representative of the population to ensure the correctness of
the inference.

This study selected 1410 employees of a manufacturing company in Guangdong Province
as the research objects. Through the measurement and data analysis of job performance, health,
psychological capital, job engagement, leader member exchange and proactive personality, the
enlightenment of big health variable, proactive personality variable, psychological capital
variable and job engagement variable in government departments, enterprises, human resource
managers and employees is obtained. The research process and its results were only based on
the specific group and employees from other industries across the country were not considered.,
hence the participants of this study cannot represent all groups. The external validity, namely
the extent to which the experimental results can generally inference to the test samples and
other similar phenomena is limited. Therefore, whether the same results will occur in other

regions needs to be verified by experimental studies in the future.
5.5.2 Leader-member exchange moderation mechanism is not supported in the study

Scandura and Graen conducted an experimental study on the moderating effect of initial LMX
on leadership intervention in a sample of 83 computer processing employees in a large service
organization in 1984. It was found that the LMX was used as a moderating variable to
investigate the effect on the job outcome variable after it was proposed.

In a three-period longitudinal study of 411 employees, Hussain and Arif (2018) pointed out
that LMX plays a mediating role in the relationship between organizational commitment and
job performance, that is, organizational commitment positively predicts job performance
through LMX.

Manata (2019) pointed out that the quality difference of LMX has a significant impact on
teamwork performance, and this impact relationship is moderated by task cohesion.

Therefore, according to LMX theory and previous research results, LMX is a very
important moderating variable in job performance.

The constructs of LMX can be divided into single dimension and multi-dimension.
Dienesch and Liden (1986b) developed a four-dimension scale to measure leading member
exchange based on the hypothesis of four-dimension constructs. This scale has a high number
of citations worldwide and its content is relatively new

However, according to the measurement, data analysis and research results of LMX
conducted in this study, although LMX can positively predict the improvement of job

performance, the interaction term between job engagement and LMX has no significant
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predictive effect on the improvement of job performance (P>.05). This indicates that LM X has
no significant moderating effect on the effect of psychological capital or job engagement on job
performance, that is, there is no significant moderating effect. Therefore, the expected

moderation mechanism of LMX was not supported in this study.
5.5.3 Shorter longitudinal tracking time

Longitudinal research, also called longitudinal tracking, refers to repeated research on the same
or the same group of research objects for a relatively long period of time. It can obtain consistent
materials of the same group in a certain field, which can help researchers to understand the
development or changing trend of some psychological characteristics of this group more
accurately.

The research object of this study is 1410 employees of a manufacturing company in
Guangdong Province. The employees were evaluated in June 2021 and November 2021,
respectively, and the longitudinal follow-up time was only 5 months. Long-term observation

may be needed to deeply study the effects of employee’s holistic health on performance.

5.6 Future development direction of this study

This study investigated the effects of employee’s holistic health variables, proactive personality
variable, psychological capital variable, job engagement variable and LMX variable on job
performance through questionnaire survey, correlation analysis, path analysis, and moderating
and mediating effects tests on employees of a manufacturing company in Guangdong Province,
China. On the one hand, it has enriched the related research on enterprise management, and on
the other hand, it has also expanded the related research on the influencing factors of how
enterprises improve employee’s work performance. So, this research can provide theoretical
support and practical guidance for government departments, executives, and human resources
managers in different enterprises. And it can help enterprises to continuously improve their
employee’s job performance. With the development of theories and the gradual improvement

of data, my research can be improved from the following aspects.
5.6.1 Reproducibility verification should be carried out in more groups

As the research object selected in this study is a specific group, the external validity of the

experiment is limited. Therefore, this study can be carried out in more industries in different
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regions in future to help us better understand the impact of employee’s holistic health variables
on job performance. The sample size should be increased, and the external validity should be

expanded by ensuring the internal validity of the study.

5.6.2 Further explore the role of leadership variables on the relationship between

employee’s holistic health and job performance

In this study, many variables in the relationship between job performance were investigated and
analyzed in detail, such as psychological capital, job engagement and active personality.
However, the moderating effect of LMX was inconsistent with the hypothesis in this study.
Therefore, we will continue to consult the related literature on the interaction between
employee’s holistic health, job performance and leader member exchange variables, select
appropriate theoretical models and mature correlation scales in the future. Based on this
research, we will further explore the mechanism and boundary conditions of leader exchange
variables and enrich the research on the influence of leader-exchange as a regulatory variable

on other variables on job performance.
5.6.3 Long-term longitudinal exploration of causality among variables

With the changes in the world, the relationship model among employee’s holistic health,
psychological capital, proactive personality, leader member exchange, job engagement and job
performance obtained in this research should keep pace with the times and be constantly
enriched. In the future, the researcher will keep conducting long-term longitudinal research on
selected research objects, systematically reveal the causal relationship between employee’s
health change process at work and job performance, and further understand the influence
mechanism and boundary conditions of various variables on job performance. So, this research
can provide theoretical support and practical guidance for government departments, executives
of different enterprises and human resource managers. And it can help enterprises attach
importance to employee health management, strive to improve employee’s healthy working
environment, continuously improve employee’s work performance, and realize the sustainable

business development.
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Annex A: Measuring scale

Appendix 1: Job performance self-rating Scale

strongly disagree disagree neutral agree strongly agree
1 2 3 4 S
Num. Item Rate
1 |Adequately completes assigned duties. 1..2..3.4.5
2 [Fulfills responsibilities specified in job description. 1.2.3..4..5
3 |Performs the tasks that are expected of me. 1.2.3..4..5
4 Meets formal performance requirements of the job. 1..2..3..4..5
. Engages in activities that will directly affect my performance o
evaluation.
6 [Neglects aspects of the job which am obligated to perform.  [1..2..3...4...5
7 |Fails to perform essential duties. 1..2..3..4...5
8 |Helps others who have been absent. 1.2.3..4..5
9 |Helps others who have heavy workloads. 1.2.3..4..5
10 |Assists supervisor with his/her work (when not asked). 1..2..3..4..5
11 [Takes time to listen to co-workers’ problems and worries. 1..2..3..4..5
12 |Goes out of way to help new employees. 1..2..3.4.5
13 [Takes a personal interest in other employees. 1..2..3..4..5
14 [Passes along information to co-workers. 1..2..3..4..5
15 |Attendance at work is above the norm. 1..2..3..4..5
16 |Gives advance notice when unable to come to work. 1..2..3..4..5
17 [Takes underserved work breaks. 1..2..3..4.5
18 |Great deal of time spent with personal phone conversations. [1...2...3..4...5
19 |Complains about insignificant things at work. 1..2..3..4..5
20 (Conserves and protects organizational property. 1..2..3..4..5
21 |Adheres to informal rules devised to maintain order. 1.2.3..4..5
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Appendix 2: Physical well-being scale

Never Once or twice |Once or twice in a week |[Most days |Everyday
1 2 3 4 S
Num. Item Rate
1 An upset stomach or nausea 1..2..3..4..5
2 |Abackache 1.2.3..4..5
3 [Trouble sleeping 1.2.3..4..5
4 Headache 1..2.3.4.5
5  |Acid indigestion or heartburn 1.2.3..4..5
6  |[Eye strain 1..2..3..4..5
7 Diarrhea 1..2..3.4.5
8 Stomach cramps (Not menstrual) 1..2..3..4..5
9 Constipation 1..2..3..4..5
10 Ringing in the ears 1..2..3.4.5
11 [Loss of appetite 1..2..3..4..5
12 DDizziness 1..2..3..4..5
13 [Tiredness or fatigue 1..2..3.4.5
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Appendix 3: Mental health scale

demands of my job.

Strongly disagree [Disagree [Neutral Agree Strongly agree
1 2 3 4 5

Num. Item Rate
I am overwhelmed by thoughts of doing poorly at work. 1..2...
I worry that my work performance will be lower than that of
others at work. S
I feel nervous and apprehensive about not being able to meet
performance targets. 2
I worry about not receiving a positive job performance Lo
evaluation.
I often feel anxious that I will not be able to perform my job
duties in the time allotted. b2
I worry about whether others consider me to be a good
employee for the job. b2
I worry that I will not be able to successfully manage the 5

Even when I try as hard as I can, I still worry about whether my

job performance will be good
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Appendix 4: Family Relationship Health Scale

Strongly disagree [Disagree [Neutral Agree Strongly agree
1 2 3 4 5
Num. Item Rate
1 [ feel alone when I'm with my family. 1..2..3..4..5
2 |No one in my family really cares about me. 1..2.3..4..5
. There is no one in my family I can depend upon for support and1 5 34
encouragement, but I wish there were
4 [ really care about my family. 1..2.3..4..5
5 [ really belong in my family. 1..2..3..4..5
6 [l wish my family was more concerned about my welfare. 1.2..3.4..5
7 [l feel part of my family. 1.2..3.4..5
8 |My family really cares about me. 1..2.3..4..5
5 There is no one in my family I feel close to, but I wish there ey
were.
10 My family is important to me. 1..2..3..4..5
11 [ feel close to my family. 1.2..3.4..5
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Appendix 5: Co-worker relationship Health Scale

Strongly disagree [Disagree [Neutral Agree Strongly agree
1 2 3 4 5
Num. Item Rate
1 My interactions with my co-workers are rewarding. 1..2..3..4..5
2 My co-workers value my input. 1.2.3..4..5
3 My co-workers listen to what I have to say. 1.2.3..4..5
4 My co-workers really know who I am. 1..2..3..4...5
5 [[ believe that my co-workers appreciate who I am. 1.2.3..4..5
6 |[ sense a real connection with my co-workers. 1.2.3..4..5
7 My co-workers and I have mutual respect for one another. 1..2..3.4.5
8 |l feel a real 'constant' with my co-workers. 1.2.3..4..5
9 [ feel worthwhile when I am around my co-workers. 1..2..3..4..5
10 [[ trust my co-workers. 1..2..3.4.5
Appendix 6: Sleep health scale
Never Once or twice (Once or twice in a week [Most days [Everyday
1 2 3 4 5
Num. Item Rate
1 [Have trouble falling asleep? 1..2..3..4..5
2 |Wake up several times per night. 1..2..3..4..5
3 |Have trouble staying asleep (including waking far too early)? |[1...2..3...4...5
4 'Wake up after your usual amount of sleep feeling tired and L2 3 4.5
worn out?
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Appendix 7: Psychological capital scale

Strongly disagree [Disagree [Neutral Agree Strongly agree
1 2 3 4 5
Num. Item Rate

I feel confident analyzing a long-term problem to find a

1 . 1..2..3.4..5
solution.

5 I feel confident in representing my work area in meetings with ) 345
management.

I feel confident contributing to the discussions about the

company's strategy.

4 [ feel confident helping to set targets/goals in my work area. 1..2..3.4.5

I feel confident contacting people outside the company (e.g.,

suppliers, customers) to discuss problems.

_.
N
=
~
W

6 [ feel confident presenting information to a group of colleagues.

If I should find myself in a jam at work, I could think of many

ways to get out of it.

8 |At the present time, I am energetically pursuing my work goals. |1...2...3...4...5
9 [There are lots of ways around any problem. 1.2.3..4..5
10 Right now I see myself as being pretty successful at work. 1..2..3..4..5
11 [I can think of many ways to reach my current work goals. 1..2..3..4..5
12 At this time, I am meeting the work goals that I have set for L2345

myself.

'When I have a setback at work, I have trouble recovering from
13 1..2..3.4..5
it, moving on.

14 [ usually manage difficulties one way or another at work. 1..2..3..4..5
15 [[ can be "on my own," so to speak, at work if I have to. 1..2..3..4.5
16 [I usually take stressful things at work in stride. 1..2..3.4..5

I can get through difficult times at work because I've
17 ‘ ‘ 1..2.3..4..5
experienced difficulty before.

18 [ feel I can handle many things at a time at this job. 1..2..3..4..5
'When things are uncertain for me at work, I usually expect the
19 " 1.2.3..4..5
est.
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20 [If something can go wrong for me work-wise, it will. 1.2.3..4..5
21 [ always look on the bright side of things regarding my job. 1..2..3..4..5
- I'm optimistic about what will happen to me in the future as it 5 34s

pertains to work.
23 |In this job, things never work out the way I want them to. 1.2.3..4..5
24 [ approach this job as if "every cloud has a silver lining." 1..2..3..4..5

Appendix 8: Job engagement Scale
Strongly disagree |Disagree [Neutral Agree Strongly agree
1 2 3 4 S
Num. Item Rate

1 [[ work with intensity on my job. 1..2..3.4.5
2 |l exert my full effort to my job. 1.2.3..4..5
3 [ devote a lot of energy to my job. 1..2..3..4.5
4 [ try my hardest to perform well on my job. 1..2..3.4.5
5 [ strive as hard as I can to complete my job. 1..2..3..4..5
6 [ exert a lot of energy on my job. 1..2..3.4.5
7 |l am enthusiastic about my job. 1..2..3..4..5
8 [ feel energetic about my job. 1..2..3..4..5
9 | am interested in my job. 1..2..3..4..5
10 [ am proud of my job. 1..2..3..4..5
11 [ feel positive about my job. 1.2.3..4..5
12 | am excited about my job. 1..2..3..4..5
13 |At work, my mind is focused on my job. 1..2..3.4.5
14 |At work, I pay a lot of attention to my job. 1..2..3..4..5
15 |At work, I concentrate on my job. 1.2.3..4..5
16 |At work, I focus a great deal of attention on my job. 1..2..3.4.5
17 |At work, I am absorbed in my job. 1..2..3..4..5
18 |At work, I devote a lot of attention to my job. 1..2..3.4.5
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Appendix 9: Leader-member exchange scale

Strongly disagree [Disagree [Neutral Agree Strongly agree
1 2 3 4 S
Num. Item Rate
1 [ like my supervisor very much as a person. 1..2..3..4..5
) My supervisor is the kind of person one would like to have as a 5 34
friend.
3 My supervisor is a lot of fun to work with. 1..2..3..4..5

My supervisor defends my work actions to a superior, even

without complete knowledge of the issue in question.

My supervisor would come to my defense if [ were "attacked"

by others.

My supervisor would defend me to others in the organization if

I made an honest mistake.

I do work for my supervisor that goes beyond what is specified

in my job description.

[ am willing to apply extra efforts, beyond those normally

required, to further the interests of my work group.

_
!\)
A
)}

9 [[ am impressed with my supervisor's knowledge of his/ her job.

I respect my supervisor's knowledge of and competence on the
10 | b 1.2.3..4.5
job.

11 |I admire my supervisor's professional skills. 1.2.3..4..5
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Appendix 10: Active personality Inventory

Strongly disagree [Disagree [Neutral Agree Strongly agree
1 2 3 4 5
Num. Item Rate
I am constantly on the lookout for new ways to improve my
1 | 1..2..3..4..5
life.
) I feel driven to make a difference in my community, maybe the 5 345
L orld.
3 [ tend to let others take the initiative to start new projects. 1.2..3.4..5
Wherever | have been, I have been a powerful force for
4 1..2..3.4..5
constructive change.
5 [ enjoy facing and overcoming obstacles to my ideas. 1.2..3.4..5
6 [Nothing is more exciting than seeing my ideas turn into reality. [1...2...3...4...5
7 |[If I see something I do not like, I fix it. 1..2.3..4..5
o INo matter what the odds, if I believe in something, I will make 5 3 4.5
it happen.
I love being a champion for my ideas, even against theirs
9 . 1..2..3.4..5
opposition.
10 [ excel at identifying opportunities. 1..2..3.4..5
11 [l am always looking for better ways to do things. 1..2..3..4..5
If I believe in an idea, no obstacle will prevent me from making
12 | .2.3.4..5
it happen.
13 [I love to challenge the status quo. 1..2..3..4..5
14 [When I have a problem, I tackle it head-on. 1..2..3..4..5
15 |I am great at turning problems into opportunities. 1..2..3..4..5
16 |l can spot a good opportunity long before others can. 1..2..3..4..5
17 [If I see someone in trouble, I help out in any way I can. 1..2..3..4..5
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