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Introduction
Manpower is considered to be the most valuable resource for organizations for
the development of the organization. According to the history of thriving at
work and the attention that has been paid to it during these ten years, and
according to the results it has brought, theoretically designing a model like the
proposed model can give a good picture of thriving at work. The present model
can be used as a useful tool for future research. So, the purpose of this study is to
investigate the fit of a conceptual model of mediation in thriving at work in
relation to organizational antecedents and educational consequences in the
Social Security staff of Ahvaz.

Method

The method of the present study is a correlational one, through the path
analysis model. The statistical population included all employees working as
Social Security staff in Ahvaz, in 2019. 330 emplogees were selected by
convenience sampling method, and finally, 267 questionnaires were analyzed.
The instruments used in the study were Porath and Erez Workplace Civility
Questionnaire (2009), Ahearne et al. Empowering Leadership Questionnaire
(2005), Spreitzer et al. Thriving at Work Questionnaire (2012), Xu Self-
Development Behavior Questionnaire (2007), Noe & Wilk Training Motivation

* MA Student of Industrial & Organizational Psychology, Shahid Chamran University of
Ahvaz, Ahvaz, Iran

=+ Professor, Department of Psychology, Shahid Chamran University of Ahvaz, Ahvaz, Iran
Corresponding Author: naamiabdol@scu.ac.ir

*xx Professor, Department of Psychology, Shahid Chamran University of Ahvaz, Ahvaz, Iran
=xxx Professor, Department of Psychology, Shahid Chamran University of Ahvaz, Ahvaz, Iran


mailto:naamiabdol@scu.ac.ir

Extended Abstract 94

Questionnaire (1993), and Xiao Training Transfer Questionnaire (1996). Finally,
the reliability coefficients, using Cronbach’s alphalImeth(], for these
questionnaires were 0.73, 0.91, 0.91, 0.90, 0.81, and 0.79, respectively, which
indicate the optimal reliability of the questionnaires.

Results

Results showed that the proposed model fitted the data properly.Results
also showed that direct paths of empowering leadership, and civility at
workplace to thriving at work were significant. In addition, paths of
empowering leadership, civility at workplace, and thriving at work to
training motivation, training transfer, and self- development behavior were
significant. Also, the indirect effect of civility at workplace on self-
development behavior through thriving at work (p = 0.004, g = 0.69), the
indirect effect of civility at workplace on training motivation through
thriving at work (p = 0.0001, g = 0.64), and the indirect effect of civility at
workplace on training transfer through thriving at work (p = 0.0001, g =
0.47) were statistically significant. In addition, the indirect effect of
empowerment leadership on self-development behavior through thriving at
work (p = 0.006, g =0.87), the indirect effect of empowerment leadership on
training motivation through thriving at work (p = 0.001, £ = 0.56) and the
indirect effect was of empowering leadership on the training transfer through
thriving at work (p = 0.04, £ = 0.13) were statistically significant. Therefore,
all indirect paths in the proposed model were confirmed.

Conclusion

A positive climate in the organization can lead to positive outcomes, such
as knowledge sharing and self-development behaviors, by enhancing
employee thriving. Therefore, it is suggested that managers provide an
environment to facilitate the learning and promotion of employees by
creating civility in the workplace. Also, it is suggested that organizations, by
defining organizational standards of interpersonal interactions, clearly
defineing expectations and norms for interpersonal behaviors and
interactions in the workplace, extend these standards to all levels of the
organization.
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Table 1.

Mean, standard deviation and correlation coefficients of research variables

Row Variable Mean SD 1 2 3 4 5 6
1 Workplace civility 17.71 181 1

2 Empowering leadership 42.76 8.88 0.33" 1

3 Thriving at work 39.54 5.96 0.48" 0517 1

4 Self-development behavior 41.22 8.96 0.12° 0.12° 0217 1

5 Training motivation 22.36 401 0.07 0.247 035 0.247 1

6 Training transfer 18.83 3.24 0.24” 050" 0.40" 0.197 036" 1

E3

o

<0.05 “P<0.01
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Gla pite (035 Il 5 ls 0 a5 b el oy (/YY) 5 0 /YV ol JUil 5 (+/VA)
Vel eSS S Gllaesa s 5 Y 51 S oS b Gllaes s glls (Ses ras
aw i =35 L) pate Gl Al edalis Waesls sy Jle 51 e (ol ply sl e

Sla pize 6l 5 5a (Sbols oo Jole ) oo ol (350l U1 5 5 5l 03531



V10 g Sile gladylig I8 55 Su5m 5 aobe 5l asgie dbe SO B o2

sl N YU s e (gl edalowsas Jass sl il delsa (VYY)
C)j_'; J_ALF )‘.)\_.E.A Camomat .,\.MLLJ LAﬁxIA O MKJ,&: Lﬁja;-("A S r.,\..c saasOlis
e S s e 0L ol 5 diib e Ve S 5SS W it (gl el ey sl
)}_E;»p;fﬂ)é\_.i)b}_@)lfbbulmjk): S sy S8 db"("“u’)"““
Gl ol e 5l culgss Laesls ool Ao S eslil (6 eSO @ slaesls Ll

ol ol 03,51 Y Jpdr o3 ol Jiasn o0 Sl glaatls Ll

Table 2.
Results of final fitness indicators

Fitnessindices ~ y° df »%df GFI AGFI IFlI TLI CFI NFI RMSEA

Final pattern values 88.83 32 2.77 0.93 0.88 0.94 0.91 0.94 091 0.08
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Figure 2. Standard coefficients of direct paths in the proposedmodel
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Table 3.
Indirect paths coefficients of the proposed model using Bootstrap method

Path B P
Workplace civility = Thriving at work — Self-development behavior 0.69 0.004
Workplace civility = Thriving at work— Training motivation 0.64 0.0001
Workplace civility — Thriving at work— Training transfer 0.47 0.0001
Empowering leadership — Thriving at work— Self-development behavior 0.87 0.006
Empowering leadership — Thriving at work— Training motivation 0.56 0.001
Empowering leadership — Thriving at work— Training transfer 0.13 0.04

dr g =3 Ol S e 53 CS15 e b s o DL Y S & Sokea
0355l 2 S Joms 53 ISI5 adtes po A (B=r/PA Pe/on ) IS s S5 b
2 Jome 53 ESI5 i 35 B /PF P /e ) S s (S b 3l a5 sl
ool Ll 51 a8 dol ooy B=2/FV P<e/0v0)) S8 3 S b Sl e el JUis)
Gib 3 g o Sl Lkl s it S edle 4 A3l el e
S sl 03K Skl 5 (5 i (Bt /AY Pe/eB) S s S
il QU1 Slediall 5 (6 ph) ot b 55 B2 /0P P/ ) B s Sis e b
Aol oplply il o s gme (bl Ll 51 B=2NY P<e/0¥) S8 3 S5 3k
el absls ol 5 o sue (5 S5 13 5 Sl e b Sl e (51 o3 A0 Oliedil
W J:;U Slgle S s s o5 S e olos 1

S S s 5 Lo
Lol 3 8 L3 (S 65 amibs ) oo Jibe SO 2510 s p S b R
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Ly 35 55 03 Slediadl s Ol oy AL o sees TUmmers et al. (2016) 5 Ali et al. (2018)

La(ﬂv;j):a)_gj\osjj Jles Gua U 0Ls)ls 4 el gllael 5 ol S il g3, 5



\ov g Sile gladylig I8 55 Su5m 5 aobe 5l asgie dbe SO B o2

Harris, ) JiS o 353 550 OUSLI 3 1y (6,85 slediadl 5 Oy ol ol S o b slana
Jsbas S S e ol o LSS (sl ) Ol ol 5 (L, Boswell, Zhang & Xie, 2014
(Albrecht & Andreetta, 2011) JS b sme L1y 595 I8 5 a8 5k, ) oo 55 e
S 33 blas sl 4 e oS

SLS 55 (S, 5 8 e 55 EST5 e oS 3l OLES laesls Lo 5 4 2 zb el o
Spreitzer et al. (2012) glaasl L e -l 5l 5525 (Sols e 5 o alaily
Elahi et al. (2020) 5 Rukh et al. (2018) Abid et al. (2018) Mushtaq et al. (2017)
Pearson & ) 355 o [SLSIbI 55,5 5 Cte il slonl Con &ST5 ASL o0 sen
slazel ol 5 aS e slazel S a s i, oST5 L sl 3l L 35 10 (Porath, 2009
i 3 (Spreitzer, 1995) das Jili il LS s 53 1y LTS 5 CoNlo bl Kl 5 e
s 45 S o (S5 e b 3550 8 53 5 el (Ll (Sl g 0T s 658
e 55 oSl 4S Ll 5l (Porath, Spreitzer & Gibson, 2008) s 5 s S 53 S
T S S o sl lee Bl e 3B 15 LS 5 050 e OLS S BLAS o S
Al ails OLS IS S5 e 53 oage sl 58 Ll 5 o CSIH 5 e

r § =355 Oy 5 S 53 (S5 e oS 2l 0L besls Mo 5 4 2 il e
5 me adaly el JUES) 5 5LS 55 (Suis e s e 3sal 0350 5 s (S
Shan (2016) Spreitzer et al. (2012) gl aa sl L 4o ol 3505 5525 (5)ls e
+ea Dewayani and Ferdinand (2019) , Kachooei et al. (2018) Reinhold et al. (2018)
A o 4S Sl sl S 5 A oLl 6l el Olgeas S5 Sl s
o33 v 3l 31 (Spreitzer et al., 2005) 555 o 3,3 45 dxw 5 =355 lasl, el VL
AL 5 sl Gl 2V Sl 5 S o S Wl e 352 Sl Oy S
dee 53 (6,850 G b 51 aS Wyls |y e ol 5l 3l oS alKa (Spreitzer et al., 2012) . 1>
Gl Bl sla s )lge 5 SHls oS 6l slacs 3 JWs & Yol S o b 2y 1S
ks alysl s 5 ddr LS 0pd (680l 4 (s it bS5 dimen 3 b iy D3y
2l LS Lams 53 Laasst ol (6,850 &8 Wiyl ) 2 o5 e 5131 (Porath et al., 2012)



(1 Goslad VFo s Ol 5 b YA Jlo sl 00 510 OFja g o&ils a0y, slas gl VoA

Salas, ) dil e o35l JUil gladulin 51 SO el cpl sl dal g Sb w0 Olial 1 e
Al b b s sl 8l aS el (65,8 Lis i sl gl (Wilson, Priest & Guthrie, 2006
L5 ,0 Bad 5 s (8 ,S0k Anl 3 s .(Grossman & Salas, 2011) diles 53U 63501 b i 5 sl
Mj-gpdu)u)‘gfLu}L;;;gngsélﬁuoij,gg&u:i\};lpmuﬂ
\) Lmeﬂjuﬁj.h)ﬁéﬁ;ﬁ\f Q\ﬁé@\a)\bd&@@ﬁ“)&r@‘b
il e S Lol Jl 5 6,8k gl p 3l 03Kl s S e slal o1l s

Gtk 3 a5 —3 5 5L 5 il 6 s Laesls o 5 a0 sl a5 |
LS Golsome p sledallys () aSepl wam 5 Losyls Jlseen (350 G Al et al. (2018)
o bt slazel oman 5 Jid  Seods ols ST 0SS (6,08 gls oUly w0 slezel
ool LS e 53 15 OLS IS S5 55 a8 4 ol das o (il 38l 5 OIS 5 Ol pea
)J&)L.iﬂjs.j{&j4{‘))‘}5-47.-)5LJLS@S)J(JJ‘}})EQ:M\Q‘M)LSJEJL\]&}EJAJJ
o =l slazel ¢ omen (Orvis, Fisher & Wasserman, 2009) JoS —» il |, 0L,
bas e T o3l SO (S5 i 1 1 QLSS LLES 5 (6,85l 3850 Wl g5 o opl by
@A&;Q‘Hubuﬂyb\]ﬁ(\j)Q«w\oM&l}'&LﬁJLﬂwéLﬁjtﬁ)a)f)J
S J5,S - ki > (Gerbasi, Porath, Parker, Spreitzer & Cross, 2015) <M 5, 50 a5
i .uaﬁg;Ju,;jésﬁw}:g@}.)ny'wlséw;wu,\;S@&qu;jm.
Spreitzer ) aS S iy Cd iy S g0, A s pme ) 59 S8 s 0d e o
e i 4 e Ll e QLSS Sy s 3o b 31 O3l 3 e " (et al., 2005
2 ad anw g =3 glasls ) b

Gk ui)'}afoﬁfjl)jb,\;&.}\jj Sy S 5l Ol laesls J o 5 4 2 @L:j wdlew
OLSLIS Ul sladadl s (g ,my 505 Slssan (g554> G Alietal. (2018) Lietal. (2016)

;5.’-5)3 ojﬂfgluijb}ules&\);b U.ALW;-( 8)4.3_5.).&;‘54 L).'I..:‘J,e\ \) LAU.'IJL;: (tbé‘ﬁ



V44 g Sile gladylig I8 55 Su5m 5 aobe 5l asgie dbe SO B o2

U8 55 S5 4k (Zhang & Bartol, 2010) .S e SaS bl slacg 5ol g a0l
Feeney & ) ool lolS 5 b iy iy Shosl slas 4 8 55 S, & A4S s 0L
Lerner, Lerner, ) Jib o A& 5 axw s Of sl s & 555 K Olgsas s (Collins, 2015
1y anw s g b, ala 53 sl 3 das o o3l1 (VN Eye, Bowers & Lewin-Bizan, 2011
s & b aS o b 5 1y sl 5 a8 o anSl oy (6,850 5 a8l gl 1) Lol 5 dile
OLS, ¢ pl o (Spreitzer et al,, 2012) wil Cé i 5 Sl (gl Ll e
Porath etal., ) Juas e 0L 555 51 (,S5b 5 Laisel g 5o Cute (o, 5 2,55 0l e
.(2012; Ahearne et al., 2005

3 el sl s slediadl s (g, oS ol OLES Laesls ol 5 452 2k @Sl
(2019) s Lietal. (2016) slaasl L oS dls (ls sme 5 ko alaily IS 53 S5 3o b
Ll oy 331 la S5 31 SO sls Slen (s34~ b Dewayani and Ferdinand
S35 g0 Lt 3 S o sl 53 s 1y 3ty 5 5 sl g p3Y oS0l 6 AL e
' lasl 4 i (Spreitzer et al, 2005) 553 sl S| 53 (5556l 55 0AS S s g o5y
S S ollg 5 Ol (uils STaS il o e sl 3l clyllasl &S aS s Ol Vroom (1964)
Oolal 5 i g LOT 3l il 5 e S Jime 355 S Jams 4 1) 15,8 o 13 53580 b o
S St 3k 3l Ol 53 Cuke T (Froman, 1977) LS exlinal 5 0 sl 5 Jad
GHed g a3l A a o dle s Al STRA il ke @Lij 4 pee Ly e 0SS
Sk e il b oo 85 05l il il (5 ik sk 5,53k @B L el
Bgh g e S Jases 4 oS glaans sal JUisl OISl a3 5 das o OLES 3 45

Slama s =555 kb, 5 18 Joe 53 EST35 a8 5l LA Waesls S 5 4 525 C’L:" (pad
Spreitzer et al. (2012) (slaasl L oS Ljls (ol pme 5 Sude alaly SIS 55 SW5,m 5 b
234> U Elahi et al. (2020) , Abid et al. (2018) Mushtaq et al. (2017) Shan (2016)
apa aS 35d e Oleslu 53 33 cS e sl Cate (551 sl o STl Sl e
sl Cel )8 s cS15 (Spreitzer et al., 2012) &S skl sl 31 55 1) LLES &l g 0 595

1- expectancy theory



(1 Goslad VFo s Ol 5 b YA Jlo sl 00 510 OFja g o&ils a0y, slas gl A

S8l 555 e el 5 (Porath, Gerbasi & Schorch, 2015) s55 0 OLSHIS 53 03K
wdle 4 (Spreitzer et al., 2005) Lyl >,uds S 5wl adls g VL L0l
oo b Gilae 35 e OLSSS 5355 4 Cand e Sl a5 0 IS 3 (S0 e
=3 sl el g OUSUS 0 eSSl o Ste Sl S el dsle
(Porath, 2011) 545 o anw s

S sl 03Kl 5 S e 3 15 S ol Ol aesls s 5 a0 =B wde
Abid et al. Mushtag etal. (2017) slaasl L &S L ls s sxe abal,y S8 53 S35 b
OLSH sd 0w I8 55 &ST5 syl Slseen (9350 U Elahi et al. (2020) (2018)
5 I STl 0L L1y 3 SRl 5 e lge (oMbl b s 0301 oS aS b
(amad LS o SaS S e 53 (6,550 w4 SIS Coles K0S )
o 3 g &S S e D)8 5 (el el g S plat Lol L S _oKn
(Sl K= slarl 5 Sy llas (Porath et al., 2015) 555 0 53l s bl 5l
il o b bty s ol zls 351 (gl () (250l ekiS sl Jalse 51 S
5 sl el RS Tl g 5 O b ol s 4 00 e ol 3
S o a2 ) 650k

3 el QU 5 S Jous 53 2815 oS 5l 0L Weosls Judowd 5 4325 @l @3S
Mushtag et al. (2017) slaa sl L aS als Jls ms adaly )LS 55 S5, 0 50 b
S5 e S 55 EST5 )l Sl san (554> UElahi etal. (2020) 5 Abid et al. (2018)
s 3 A8 IO La ] 5 Sl s 03,5 S s ) 5 Sl il OUS,
(Leiter, Laschinger, Day & Oore, 2011) tas 0L a5 UG eDbled w0l 3l 555 0
sl 08 0 5 das e Ol L O 4l ) &S izteen e (655 51 LS jow 0453 s 51 3
25 eSS Lol 3 Bl (Al e o s A 1 S e 5 e (slasl s
Ml (sl S o al 3 1 OIS oy Jolas iy 28155 Sl 51 (Gerbasi et al., 2015)

e s o il SIS e 55 (6,850 Jleaml 5 AL il STl leane Llg s

1- social cognitive theory



" g Sile gladylig I8 55 Su5m 5 aobe 5l asgie dbe SO B o2

el i Ll s Bl 4 oo dlas] il axils KousS b g e olalas 5l 3l 4 o
laasst gl JUisl Ol e oSS L sl ) cdlelas il 53l 4oy 10 (Elahi et al., 2020)
A el il 55 e 530l 4 eldC S

B e I S R e e R "
s gad e 1 bl Cilr b 18l slatlesle b & OF poens

(el OLS S 53 (S5 o sloms] (815t e 82y S S Skl 5 (6 05 S bl S
S S LS iy (o 355 o0 a5 Oty 3 (S 81 skae
3 S ol (8 DS, 4 (o3l3T 0313 IS (615 e 2 ST e slaiadl 5 (sla sl
03 35 e sleig e a4 b Al sl L;J._SM): Ol Osls &S 5l Opomad
Sl s e o 5 (s e O i3 sladiilig ol T sla s,

J\J).J: s aﬁ.&}é))» dufli))b_}’ gov\.v:::;g\).)\ L;t.A)Lw

sl 03 4 Q\}g;ﬁl«{}@b&aijﬁ):ogw}w:blf.\;....l_,SC,SJ\.iar.g.a
2l s Glass 5 S LS Jtagn cnl glaedises 5 il 16l Rl

S s dlie )l (st )y bl (Sl a;@ﬁijdwgb\ :8\:.»:\.‘&5
w‘e.k.ﬁrbdaw‘fbfwﬂbdunhﬁ“)hcuﬁ

References

Abid. G.. Saiiad. I.. Elahi. N. S.. Farooai. S.. & Nisar. A. (2018). The influence
of prosocial motivation and civilitv on work encaacement: The mediating role
of thriving at work. Cogent Business & Management, 5(1), 783-818.

Ahearne, M., Mathieu, J., & Rapp, A. (2005). To empower or not to empower
your sales force? An empirical examination of the influence of leadership
empowerment behavior on customer satisfaction and performance. The
Journal of Applied Psychology, 90(5), 945-955.



(1 Goslad VFo s Ol 5 b YA Jlo sl 00 510 OFja g o&ils a0y, slas gl Y

Albrecht, S. L., & Andreetta, M. (2011): The influence of empowerin
leadership, empowerment and engagement on affective commitment an
turnover intentions in community health service workers: Test of a
model. Leadership in Health Services, 24(3), 228-237.

Ali. M.. Lei. S. H. E. N.. Jie. Z. S.. & Rahman. M. A. (2018). Empowerina
leadershin and emnlovee performance: A mediatina role of thrivina at
work. International Journal of Asian Business and Information
Management, 9(2), 1-14.

Bruce, W. T., Dennis, A. A., & Dennis, R. S. (2007). Learning and
motivation strategies: You re guide to success. London, England:
Person Education.

Cortina, L. M., Magley, V. J., Williams, J. H., & Langhout, R. D. (2001).
Incivility in the workplace: Incidence and impact. Journal of
Occupational Health Psychology, 6(1), 64-80.

Dewavani. J.. & Ferdinand. A. (2019). Motivation to transfer. supervisor
support, proactive learning, and training transfer: Testing interaction
gfftlaztls.lgéernatlonal Journal of Economics & Business Administration,

Elahi. N. S.. Abid. G.. Arva. B.. & Farooai. S. (2020). Worknlace
behavioral antecedents of iob performance: Mediating role of
thriving. The Service Industries Journal, 40(11-12), 755-776.

Ettner. S. L.. & Grzvwacz. J. G. (2001). Workers' nercentions of how iobs
affect health: A social ecoloaical perspective. Journal of Occupational
Health Psychology, 6(2), 101-113.

Feenev. B. C.. & Collins. N. L. (2015). A new look at social support: A
theoretical perspective on thrivina throuah relationships. Personality
and Social Psychology Review, 19(2), 113-147.

Fleishman, E. A., & Mumford, M. D. (1989). Abilities as causes of
iz%divziggal differences in skill acquisition. Human Performance, 2(3),
1-223.

Friesen, Kaye, & Associates (FKA?. (2009). Training Transfer: A
corporate strategy for applyln? skills and knowledge in the workplace.
Retrieved from https://fka.com

Froman L. (1977). Some motivational determinants of trainee effort and
performance: An investigation of expectancy theory. Doctoral
dissertation, Wayne State University, Detroit, Michigan.

Gerbasi, A., Porath, C. L., Parker, A., Spreitzer, G., & Cross, R. (2015).
Destructive de-energizing relationships: How thriving buffers their
(igggt on performance. Journal of Applied Psychology, 100(5), 1423-

Grossman, R., & Salas, E. (2011). The transfer of training: what really
Toaéteirzs(')? International Journal of Training and Development, 15(2),



https://en.wikipedia.org/wiki/London
https://en.wikipedia.org/wiki/England
https://ideas.repec.org/s/ers/ijebaa.html
https://en.wikipedia.org/wiki/Detroit
https://en.wikipedia.org/wiki/Michigan

"y g Sile gladylig I8 55 Su5m 5 aobe 5l asgie dbe SO B o2

Harris, T. B., Li, N., Boswell, W. R., Zhang, X. A., & Xie, Z. (2014).
Getting what's new from newcomers: Empowering leadership,
creativity, and adjustment in the socialization context. Personnel
Psychology, 97(3), 567-604.

Hashemi, S. E., Khajepour, N., & Beshlideh, K. (2019). Designing a model
of antecedents and consequences of thriving at work in employees of
National Iranian Drilling Company. Human Resource Management in
Oil Industry, 10(40), 121-146. [Persian]

Heydari, M., Ghorbanidulatabadi, M., & Mohammadjani, S. (2018).
Examine the multi relationships between positive leadership strategies,
work engagement and social vitality of Islamic Azad University, Fars
Province. Journal of New Approaches in Educational Administration,
8(32), 43-64. [Persian]

Hoseini Kokamari, P., Beshlideh, K., & Arshadi, N. (2013). Investigate
personality characteristics, job and organizational variable as predictors
of psychological empowerment in personnel of Maroon Oil and Gas
Production Company. Journal of Psychological Achievements, 20(1),
139-164. [Persian]

Hosseini, S. S., & Alizadeh Jorkoyeh, E. (2018). Investigating the
relationship between transformational leadership and new product
development process with respect to the mediating role of
organizational learner and innovation culture. Journal of New Research
Approaches in Management and Accounting, 7(1), 1-14. [Persian]

Kachooei, M., Zeinabadi, H. R., Arasteh, H., & Abbasian, A. (2018).
Motivation to transfer and action research training transfer: Testing a
model and evaluating current situation of secondary schools of
subrraa’’s citiss of Terran rroii cce. Journal of New Thoughts on
Education, 14(1), 55-82. [Persian]

Kadivar, P. (2007). Learning theories. Tehran: Samat Publications.
[Persian]

Keyes, C. L. M. (2002). The mental health continuum: From languishing to
flourishing in life. Journal of Health Soc. Behavior, 43, 207-222.

Laschinger, H. K. S., & Read, E. A. (2016). The effect of authentic
leadership, person-job fit, and civility norms on nwwrr adaate nrrsss’
experiences of coworker incivility and burnout. Journal of Nursing
Administration, 46(11), 574-580.

Leiter, M. P., Laschinger, H. K. S., Day, A., & Oore, D. G. (2011). The
impact of civility interventions on employee social behavior, distress,
and attitudes. The Journal of Applied Psychology, 96(6), 1258-1274.

Lerner. R. M.. Lerner. J. V.. von Eve. A.. Bowers. E. P.. & Lewin-Bizan.
S. (2011). Individual and contextual bases of thrivina in adolescence: A
view of the issues. Journal of Adolescence, 34(6), 1107-1114.

Li, M.. Liu. W.. Han. Y.. & Zhana. P. (2016). Linkina empowerina
leadershin and change-oriented oroanizational citizenshin
behavior. Journal of Organizational Change Management, 29, 732-750.



http://psychac.scu.ac.ir/?_action=article&au=30269&_au=P.++Hoseini+Kokamari
http://psychac.scu.ac.ir/?_action=article&au=14709&_au=N.++Arshadi

(1 Goslad VFo s Ol 5 b YA Jlo sl 00 510 OFja g o&ils a0y, slas gl VAV ¥

Mortier, A. V., Vlerick, P., & Clays, E. (2016?. Authentic leadership and
thriving among nurses: The mediating role of empathy. Journal of
Nursing Management, 24(3), 357-365.

Mushtaa. M.. Abid. G.. Sarwar. K.. & Ahmed. S. (2017). Foraina ahead:
How to thrive at the modern workplace. Iranian Journal of
Management Studies, 10(4), 783-818.

Noe, R. A., & Wilk, S. L. (1993). Investigation of the Factors That
Influecce Emploeee’s Prrtiitaatinn in Deeelppment Actiii ties. Journal
of Applied Psychology, 78(2), 291-302.

Organ. D. W.. Podsakoff. P. M.. & MacKenzie. S. B. (2005).
Oraanizational citizenshio behavior: Its nature, antecedents, and
consequences. California: Sage Publications.

Orvis. K. A.. Fisher. S. L.. & Wasserman. M. E. (2009). Power to the
pneonle: Usina learner control to improve trainee reactions and learnina
in  web-based instructional environments. Journal of Applied
Psychology, 94(4), 960-976.

Osatuke, K., Moore, S. C., Ward, C., Dyrenforth, S. R., & Belton, L.
g2009)_. Civility, resgect, engagement in the workforce (CREW).
ehavioral Science, 45(3), 384-410.

Parnoon, M., Naami, A., Hashemi, S. E., Beshlideh, K., & Parnoon, A. A.
(2017). Designing and testing a model of precedents and outcomes of
occupational commitment in personnel of Khuzestan Steel Company.
Iran Occupational Health, 14(2), 114-126. [Persian]

Pearson, C. M., & Porath, C. L. (2009). The cost of bad behavior-how
incivility damages your business and what you can do about it. New
York: Portfolio.

Porath, C. 2011%. Civility. In K. S. Cameron & G. M. Spreitzer (Eds), The
Oxford handbook of positive organizational scholarship (vol. 1, pp.
439-448.). Oxford: Oxford University Press.

Porath, C. L., & Erez, A. (2009). Overlooked but not untouched: How
rueeeess reuuees oll ooeers’ prr frr mance on rott ine and rraatiee tssss.
Organizational Behavior and Human Decision Processes, 109(1), 29-

Porath, C. L., Gerbasi, A., & Schorch, S. L. (2015?. The effects of civility
on advice, leadership, and performance. Journal of Applied Psychology,
100(5), 1527-1541.

Porath, C. L., Spreitzer, G., & Gibson, C. (2008). Antecedents and
consequences of thriving across six organizations. Paper presented at
the annual Academy of Management meeting, Anaheim, CA.

Porath. C.. Soreitzer. G.. Gibson. C.. & Garnett. F. G. (2012). Thrivina at
work: Toward its measurement. construct validation. and theoretical
refinement. Journal of Organizational Behavior, 33(2), 250-275.

Rasool, H., Bashir, F., & Nasir, Z. M. (2015). The other side of goal


https://en.wikipedia.org/wiki/Thousand_Oaks,_California

10 g Sile gladylig I8 55 Su5m 5 aobe 5l asgie dbe SO B o2

orientation and trainina outcomes: Mediatina role of trainina
motivation. Journal of Service Science and Management, 8(5), 726-740.

Reinhold. S.. Geaenfurtner. A.. & Lewalter. D. (2018). Social support and
motivation to transfer as oredictors of trainina transfer: testina full and
partial mediation usina meta- analvtic structural eauation modelling.
International Journal of Training and Development, 22(1), 1-14.

Rukh. L.. Hassan. O.. Babar. S.. & Iftikhar. A. (2018). Impact of Perceived
oraanizational support and oraanizational reward on Thrivina at work:
Mediatina role of civilitv at workplace. International Journal of
Management Excellence, 12(1), 1688-1699.

Salas, E., Wilson, K., Priest, H., & Guthrie, J. (2006). Design, delivery,
and evaluation of training systems. In G. Salvendy (Ed), Handbook of
human factors and ergonomic (3™ ed., 472-512). Hoboken NJ: John
Wiley & Sons.

Scaduto. A.. Lindsav. D.. & Chiaburu. D. S. (2008). Leader influences on
trainina effectiveness: motivation and outcome expectation processes.
International Journal of Training and Development, 12(3), 158-170.

Shan. S. (2016). Thrivina at Workplace: Contributina to self-development.
career develooment. and better performance in information
oroanizations. Pakistan Journal of Information Management and
Libraries, 17, 109-119.

Spreitzer, G. M. (1995). Psychological empowerment in the workplace:
Dimensions, measurement, and validation. Academy of Management
Journal, 38(5), 1442-1465.

Spreitzer, G. M., & Porath, C. (2012). Creating sustainable performance.
Harvard Business Review, 90, 92-99.

Spreitzer, G. M., Sutcliffe, K., Dutton, J., Sonenshein, S. & Grant, A.
(2005). A socially embedded model of thriving at work. Organization
Science, 16(5), 537-549.

Spreitzer. G.. Porath. C. L.. & Gibson. C. B. (2012). Toward human
sustainabilitv: How to enable more thriving at work. Organizational
Dynamics, 41(2), 155-162.

Tsui. A. S.. & Ashford. S. J. (1994). Adantive self-reaulation: A process
view of managerial effectiveness. Journal of Management, 20(1), 93-
121.

Tummers. L.. Steiin. B.. Nevicka. B.. & Heerema. M. (2018). The effects
of leadership and iob autonomv on vitalitv: Survev and experimental
evidence. Review of Public Personnel Administration, 38(3), 355-377.

Xiao. J. (1996). The relationshin between oraanizational factors and the
transfer of trainina in the electronics industrv in Shenzhen,
China. Human Resource Development Quarterly, 7(1), 55-73.



(1 Goslad VFo s Ol 5 b YA Jlo sl 00 510 OFja g o&ils a0y, slas gl \\#

Xu, Q. (2007). A predictive model of employee self-development: The
gf?%ts of individual and contextual variables. Irvine: University of
alifornia.

Zhang, X., & Bartol, K. (20_10?. Linking empowering leadership and
employee creativity: The influence of psychological empowerment,
intrinsic motivation and creative grocess engagement. Academy of
Management Journal, 53(1), 107-128.

© 2021 The Author(s). Published by Shahid Chamran University of Ahvaz. This is an open-
access article distributed under the terms of the Creative Commons Attribution License
(http://creativecommons.org/licenses/by/4.0), which permits unrestricted use, distribution,
and reproduction in any medium, provided the original work is properly cited



http://creativecommons.org/licenses/by/4.0

