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NEUROTICISM AND INNOVATIVE WORK BEHAVIOR: THE MEDIATING ROLE OF THRIVING

Abstract

Traditional perspectives on the relationship between neuroticism and job performance assert that neurotic employees have a significant negative impact on organization and research suggests that hiring these employees should be avoided. We posited positive linkage between neuroticism innovative behaviour at workplace when mediated by thriving. The study adopted survey method to test the hypotheses. As hypothesized, results suggest that though the relationship between neuroticism and innovative behavior is negative but it can be improved when mediated by thriving and its sub-dimensions. The study has strong theoretical and practical implications. The study extends literature of neuroticism to organizational context which was earlier primarily restricted to medical journals. The study also has important implications for the talent management function in organizations.
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Introduction 

From a personality theory point of view, organizations generally prefer employees who show satisfactory scores on big-five traits (agreeableness, conscientiousness, openness, extroversion and emotional stability) of personality. But organizations are not ideal places. It also have employees with personality traits displaying neuroticism, less agreeableness (or disagreeableness), and introversion. There is not much research on how these negative traits in general, and neuroticism in particular, can be transformed in ways that create positive contributions for the organization (Fuller, Hester, & Cox, 2010). Therefore, the present paper focused on the relationship of neuroticism with innovative work behavior along with dimensions of thriving as the mediator variable. 

Literature Review 

Neuroticism

Neuroticism is a temperamental factor that predisposes individuals to a range of emotional psychopathologies and aversive negative effects, such as anxiety (Costa & McCrae, 1992; Rafienia, Azadfallah, Fathi-Ashtiani, & Rasoulzadeh-Tabatabaiei, 2008). 
Innovative work behavior

Innovative work behavior (IWB) typically not only includes exploration of opportunities and generation of new ideas (creativity related behavior) but could also include behaviors directed towards implementing change, applying new knowledge or improving processes to enhance personal and/or business performance (implementation oriented behavior). Taking a leaf from works of Barrick and Mount (1991),  Turiano (2012) and  Bendersky and Shah (2013)  we hypothesize that:
H1: Neuroticism will be positively correlated to innovative behavior at work
Neuroticism and Learning 

Social characteristics of a job contribute to mutual learning and cognitive and behavioral development through social interactions at multiple levels (Oldham & Hackman, 2010; Perry-Smith, 2006). Mount, Barrick, and Stewart (1998) showed a significant association between neuroticism and job performance for individuals who held jobs that required interpersonal dependence (e.g., customer service or teamwork).

H2: Neuroticism is is positively correlated to learning in the workplace

Upal (2014) showed that job performance of highly neurotic individuals is influenced by job characteristics of the workplace. Learning reduces anxiety and makes them more connected to their work. Therefore we hypothesize that

H3: Learning will lead to experience of vitality at work
A number of studies have shown that that vitality is related to creative work. (Spreitzer, Atwater & Carmeli, 2009; Kark & Carmeli, 2008; Lam, & Quinn, 2011). Therefore we hypothesize that:

H4: Vitality will lead to innovative behavior in the workplace for the neurotics.

The Mediation of Thriving in Relation to Neuroticism and Innovative Work Behavior

Almost all organizations provide some avenues of thriving at work and therefore thriving is always present, only the intensity varies.

H5: Thriving (learning and vitality) mediates the relationship between neuroticism and innovative behavior at work.
Research methodology

This study was conducted in India. The study used convenience sampling and collected data from respondents from organizations in manufacturing, oil, and gas, mining, not-for-profit, and government sector to study how respondents not falling in the category of artists and scientists responded to the questionnaire. The final data was collected from 223 employees. 

Scales Used:

The dimensions of learning and vitality were measured by the 10 items scale of Thriving (Porath, Spreitzer, Gibson & Garnett, 2011). Its Cronbach alpha was 0.90. Neuroticism was measured by the items of the N scale taken from Johnson’s 120 item IPIP-NEO (Johnson, 2014). Innovative behavior was measured by four item Innovator scale (Denison et al., 1995) taken from Spreitzer, De Janasz, & Quinn ( 1999). 

Result

Table 1: Descriptive Statistics and Correlations

	
	Variable
	Mean
	SD
	1
	2
	3
	4
	

	1. 
	Thriving-Learning
	3.93
	0.60
	(.76)
	
	
	
	

	2. 
	Thriving-Vitality
	3.84
	0.66
	.593**
	(.84)
	
	
	

	3. 
	Thriving
	3.89
	0.56
	.880**
	.904**
	(.86)
	
	

	4. 
	Neuroticism
	2.76
	0.51
	-.308**
	-.462**
	-.435**
	(.81)
	

	5. 
	Innovative behavior
	3.57
	0.74
	.648**
	.554**
	.670**
	-.301**
	(.89)


N = 273. Reliabilities (Cronbach’s α) on the diagonal parentheses.* p< .05, ** p < . 01.
Table 2: Confirmatory Factor Analyses

	Constructs
	χ2
	df
	χ2 / df
	CFI
	TLI
	RMSEA

	Neuroticism
	371.417
	242
	1.535
	0.915
	0.903
	0.049

	Thriving
	83.600
	32
	2.613
	0.949
	0.929
	0.085

	Innovative Behavior
	2.044
	2
	1.022
	1.000
	1.000
	0.010


Table 3: Measurement Model and Alternate Models

	Models
	χ2
	df
	χ2 / df
	CFI
	TLI
	RMSEA

	Measurement Model (3 factors)
	967.536
	648
	1.493
	0.904
	0.896
	0.047

	Alternate Model 1 (combining Neuroticism & Thriving)
	1629.246
	652
	2.499
	0.708
	0.685
	0.082

	Alternate model 2 (combining Neuroticism, Thriving & Innovative Behavior)
	1894.288
	653
	2.901
	0.629
	0.600
	0.093


Table 4: Mediation Analysis using PROCESS

	Predictor Variable (x)
	Criterion Variable (y) outcome variable
	 

	 
	 
	β
	SE
	t
	p
	Remark

	Neuroticism (main effect)
	Innovative work behaviour
	-0.44
	0.09
	-4.68
	***
	H1 not supported

	 
	 
	R2= 0.09
	 
	 
	 

	Neuroticism
	learning
	-0.36
	0.08
	-4.81
	***
	H2 not supported

	 
	 
	R2= .095      
	***
	 

	Learning
	Vitality
	0.55
	0.06
	9.37
	***
	H3 supported

	Neuroticism
	Vitality
	-0.40
	0.07
	-5.80
	***
	 

	 
	 
	R2= .44            
	***
	 

	Learning
	Innovative work behaviour
	0.61
	0.08
	7.99
	***
	 

	Vitality
	Innovative work behaviour
	0.28
	0.07
	3.74
	***
	H4 supported

	Neuroticism
	Innovative work behaviour
	-0.05
	0.08
	-0.64
	0.52
	H5 partially supported

	 
	 
	R2=0.47
	***
	 


Table 5: Sobel Test and BootStrap
	Indirect effect and significance using Sobel Test
	Value
	SE
	Z
	P
	

	Indirect effect of Neuroticism on Innovative Behavior
	-0.422
	.069
	-6.150
	***
	H5 supported



	Bootstrap Results for Indirect Effect
	BValue
	SE
	LL (95% CI)
	UL (95% CI)
	

	Indirect effect of Neuroticism (X) on Innovative Behavior (Y)
	-0.3856
	.0766
	-0.5439
	-0.2419
	


* p< .05, ** p < . 01,***p<0.001
Discussion 
The paper is an attempt to study the relationship between neuroticism and innovative work behavior with the dimensions of thriving (learning and vitality) as mediating variables. The study found that neuroticism was not correlated with innovative work behavior and the hypothesis stating that thriving mediated the relationship between neuroticism and innovative work behaviour was partially supported (high R2 and complete mediation shown by Sobel test but negative beta value). 

The study has implications for the HR department. Since social characteristics of a job contribute to mutual learning and cognitive and behavioral development through social interaction at multiple levels (Oldham & Hackman, 2010; Perry-Smith, 2006) it can be concluded that it leads to the thriving of the employees. These studies also point at the learning and vitality dimensions of thriving.

The study is not without limitations. The data collected was cross-sectional and no longitudinal data was used. Second, the data was collected through self-reports from employees, raising the possibility of common-source bias. The study has strong implication for the recruitment process. One should be careful that the variable of thriving focuses on thriving at work rather than thriving in life. Simply because a person is thriving at work does not suggest a comparable level of thriving outside of work. Therefore the referent for the assessment of thriving matters. Future research can focus on the spillover effect of workplace thriving on thriving in life in general. 

Unlike the neuroticism scale which is a trait scale, thriving scale does not address the dispositional bases of thriving. The study holds the key to look at work and employees through a different lens and thus create organizations of tomorrow which are more inclusive of neurotics and also more open to creating innovative work places
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