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ABSTRACT OF THE DISSERTATION

EXAMINING THE RELATIONSHIPS BETWEEN FACTORS OF EMPLOYEES’

PERCEPTIONS OF KNOWLEDGE WORKER PRODUCTIVITY, PSYCHOLOGICAL
WELL-BEING, AND PERFORMANCE
by
Walter Liu
Florida International University, 2021
Miami, Florida
Professor Fred O. Walumbwa, Major Professor

Peter Drucker, known as the “father of modern management”, suggested that the most
valuable asset of a 21%-century institution would be knowledge workers and their
productivity. Since then, there has been a steady shift from manual work to knowledge
work over the past several decades and with it, an interest in knowledge worker
productivity. A 2013 study identified six factors with the highest association regarding
the performance of knowledge workers. Drawing on insights of relational cohesion
theory, social exchange theory, transactive memory systems theory, goal setting theory,
social network theory, and Fredrickson’s (1998, 2001, 2004) broaden-and-build theory,
the purpose of this dissertation study was to examine the relationship between the factors
of knowledge worker productivity, psychological well-being, and task performance.
Data from 283 respondents were analyzed using hierarchical linear regression analysis.
The study’s results supported the relationship between three of the six factors (i.e., social
cohesion, information sharing, and vision & goal clarity) and task performance.

Implications of these findings are discussed.

Vi
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CHAPTER I. INTRODUCTION

Peter Drucker, referred to as the “father of modern management”, introduced the
term knowledge worker in 1959. He suggested that a 21%-century institution's most
valuable asset would be knowledge workers and their productivity. True to this
prediction, there has been a steady shift from manual work to knowledge work over the
past several decades and with it an interest in knowledge worker productivity. The
productivity of such workers is essential because it contributes to the performance and
sustainability of organizations (Kianto, Shujahat, Hussain, Nawaz, & Ali, 2019).
Furthermore, the productivity of knowledge workers can provide an opportunity to
increase the profits of a company by improving the overall business process or product
rather than just minimizing costs (Ramirez & Nembhard, 2004).

Although the state of knowledge worker productivity has been regarded as
somehow dismal (Drucker, 1999), the demand and utilization of knowledge workers have
continued to grow. A 2013 McKinsey Global Institute article stated that there were an
estimated 230 million knowledge workers worldwide in 2012. In the past century, the
proportion of knowledge workers has increased from 30% in 1920 to 50% in 1956, and
70% in 1980 (Rapid Evidence Assessment, 2014). The demand for knowledge workers
will continue to grow, more so with the unprecedented times across the globe and the
ever-growing knowledge-based service economy.

Knowledge worker productivity is about the gamesmanship of companies in the
modern economy (lgielski, 2017). The productivity of knowledge workers has become a
battlefield in the managerial world, especially for companies in the manufacturing sector

(Ebert & Freibichler, 2017). Industrialized countries will likely rely more on the



productivity of knowledge workers rather than on enhancements in production
equipment. Therefore, improving knowledge worker productivity will be imperative for
companies in these countries (Wong & Neck, 2012).

Factors of Knowledge Worker Productivity

The Center for Evidence-Based Management (CEBMa), based in the Netherlands,
is the leading authority on evidence-based practice in management and leadership. The
independent, non-profit organization conducted a study in 2013 along with a workplace
consultancy firm called Advanced Workplace Associates (AWA) which identified six
factors with the highest association with the performance of knowledge workers. The
CEBMa and AWA performed a Rapid Evidence Assessment which involved analyzing
peer-reviewed, scholarly journals (covering the years 1980 to 2013) from three databases,
including ABI/INFORM Global from ProQuest, Business Source Premier from EBSCO,
and PsycINFO from Ovid. They conducted a search using combinations of different
search terms, such as “productivity”, “performance”, “knowledge work,” and
“knowledge based business.” Subsequently, the only studies analyzed were those in
which the effect of an independent variable on the productivity, performance, or
innovation of individual employees, teams, or organizations was measured.

The study concluded that a wide range of factors are associated with knowledge
worker productivity, of which social cohesion, perceived supervisory support,
information sharing, vision and goal clarity, external communication, and trust tend to
demonstrate the largest effects sizes. The six factors they identified include: 1) social
cohesion defined as a shared liking or team attraction such as friendship bonds and

enjoying one another’s company; 2) perceived supervisory support defined as how



employees feel the supervisor helps them in times of need, praises them for a job well
done, or recognizes them for extra effort; 3) information sharing defined as how teams
pool and access their knowledge and expertise; 4) vision and goal clarity defined as the
extent to which members of a team have a common understanding of objectives and are
committed to those goals; 5) external communication defined as the ability of teams to
span team and organizational boundaries to seek information and resources; and 6) trust
defined as the firm belief in the reliability, truth, or ability of others.

Vision in this study refers to the notion of a valued outcome that signifies a higher
order goal and motivating force at work. A clear vision at the team level tends to
positively impact the performance of individual teams. That said, vision is the extent to
which knowledge workers have a common understanding of objectives and display high
commitment to team goals. For this reason, vision at the team level is considered as goal
clarity (Rapid Evidence Assessment, 2014).

Purpose of the Dissertation

There have been numerous studies examining knowledge worker productivity and
performance. These studies have suggested that various factors of knowledge worker
productivity are positively related to performance (Black, Kim, Rhee, Wang, &
Sakchutchawan, 2018; Jafar, Geng, Ahmad, Niu, & Chan, 2019; Van der Hoek,
Groeneveld, & Kuipers, 2018). For example, a 2019 study of university academics found
that perceived supervisor support is critical to performance because it builds employees'
confidence regarding their abilities to complete tasks, resulting in increased performance

(Afzal, Arshad, Saleem, & Farooq, 2019). Similarly, a study by Hoch (2013) on shared



leadership found a positive association between information sharing and team
performance.

Although research has highlighted the significant role of knowledge worker
productivity on performance, there has been little attention on when these critical factors
of knowledge worker productivity are related to performance. For example, we know
very little about how individual factors may enhance or inhibit how these factors relate to
performance. As a result, managers lack a better understanding of when these important
knowledge worker productivity factors are more or less likely to improve performance.
Understanding when these otherwise important factors of knowledge worker productivity
are more or less effective in promoting performance, is particularly important to help
managers design their efforts to boost performance.

Drawing on Fredrickson’s (1998, 2002, 2004) broaden-and-build theory and other
relevant theoretical perspectives, the purpose of this study was to investigate: 1) the
relationships between various factors of knowledge worker productivity and performance
and 2) the role of psychological well-being in moderating these relationships.
Psychological well-being broadly refers to a positive and negative affective or emotional
experience that reflects the overall effectiveness of an individual’s psychological
functioning (Ryff & Keyes, 1995; Wright, 2005; Wright, Cropanzano, & Bonett, 2007). |
focus on psychological well-being as a potential moderator because this construct has
consistently related positively to performance across different study designs whether the
criterion variables are measured objectively or subjectively (see Cropanzano & Wright,

2001). Notably, the construct has also been found to play a significant role as a potential



moderator on job performance (e.g., Armeli, Eisenberger, Fasolo, & Lynch, 1998; Wright
et al., 2007).

Fredrickson’s broaden-and-build theory (1998, 2001, 2004) suggests that positive
emotions broaden peoples’ momentary thought-action repertoires, which in turn build
their enduring personal resources, including physical and intellectual resources as well as
social and psychological resources (Fredrickson, 1998, 2001, 2004). Specifically, the
theory suggests that the moderating nature of psychological well-being is possibly more
robust for those more psychologically well than for those less psychologically well
(Fredrickson, 2001). In other words, individuals with higher psychological well-being
are more easily able to broaden-and-build themselves and have greater creativity,
resilience, social connections, and physical and mental health (Wright, 2005). Therefore,
positive feeling states such as psychological well-being may have a primary effect on
performance and provide a theoretical framework for the moderating influence of
psychological well-being (Wright et al., 2007). Accordingly, the current dissertation was
designed to explore the following research question: What is the role of employees’
psychological well-being in the relationships between various factors of knowledge

worker productivity and performance?



CHAPTER II. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT

The CEBMa and AWA study mentioned earlier identified six factors that have the
greatest association with knowledge worker productivity. These factors were identified
as 1) social cohesion; 2) perceived supervisory support; 3) information sharing; 4) vision
and goal clarity; 5) external communication; and 6) trust.
Employees’ Perceptions of Social Cohesion

Cohesiveness refers to forces that interact to keep a group together (Yang & Tang,
2004). Initially, cohesion was regarded as unidimensional, however, a three-factor
concept of the term was developed that consisted of task cohesion, social cohesion, and
group pride (Festinger, Schachter, & Back, 1950). Subsequent research showed that
group pride was almost always related to the context of sports and hence, often excluded
from studies. Task cohesion has been described as the shared commitment of a group
and coordinated efforts of a team to accomplish goals. Social cohesion is defined as
shared liking or attraction to a group, emotional bonds of friendship, and enjoyment of
other’s company (Castafio, Watts, & Tekleab, 2013). Many studies have shown an
association between social/team/group cohesion and performance. About relational
cohesion theory, individuals in an exchange relation perceive the relationship they are in
as a unifying element, and these perceptions produce more outstanding commitment and
collective orientation (Thye, Yoon, & Lawler, 2002). The rationale is that the greater the
team's cohesiveness, the greater the mutual commitment to accomplishing goals and tasks
(Chiniara & Bentein, 2018). This joint commitment should help improve performance.

A quasi-experimental study using a group of college business students showed

that team cohesion was positively related to performance (Black et al., 2018). Similarly,



Chiniara and Bentein (2018) conducted a study that integrated principles of servant
leadership with the social comparison theoretical framework. Specifically, the study
examined how servant leadership induces low perceived differentiation in leader-member
relationship quality, which strengthens team cohesion and, as a result, positively
influences team task performance and service-oriented organizational citizenship
behaviors. The study found a significant correlation between team cohesion and both
types of performance. Another study by Soldan (2010) assessed the relationship between
group cohesiveness and group performance and the role diversity plays in the
relationship. The results of this study showed a positive relationship between group
cohesiveness and performance. Finally, a study by Braun, Kozlowski, Brown, and
DeShon (2020) on newly formed teams hypothesized that teams with greater cohesion
would have higher levels of performance than teams lower in cohesion. The study’s
findings provided empirical support for the hypothesis. Consistent with these prior
studies, | propose the following:

Hypothesis 1: Employees’ perceptions of social cohesion positively relate to

performance.

Employees’ Perceptions of Perceived Supervisory Support

Perceived supervisor support has been described as the degree to which
employees form impressions that their superiors are supportive, appreciate their
contributions, and care about their well-being (Cole, Bruch, & Vogel, 2006). Perceived
supervisory support has been shown to result in positive attitudinal and behavioral
outcomes (Chen & Wu, 2020). A link between performance and perceived supervisory

support has been demonstrated in various studies. Based on the social exchange theory



principle of reciprocity, shared perceptions among employees regarding high levels of
supervisor support should result in greater felt obligations to reciprocate by collectively
helping managers attain their goals. This reciprocation is likely to result in better
performance (Dysvik & Kuvaas, 2012).

Supporting the above arguments, the results of a study on call center
organizations in Thailand confirmed that employees with a higher level of perceived
supervisory support performed better (Oentoro, Popaitoon, & Kongchan, 2016). In
another study, Dysvik and Kuvaas (2012) investigated the associations between
perceived supervisor support climate, perceived investment in employee development
climate, and the business unit performance among gas stations located in Norway.
Perceived supervisor support climate was defined as the shared views of employees
regarding the degree to which their manager values their contribution and cares about
their well-being. The results showed a positive relationship between perceived
supervisor support and unit performance. Finally, Chen and Wu (2020) conducted a
study of hotel workers in Taiwan. The researchers found a positive relationship between
perceived supervisor support and performance. Thus, drawing on theory and previous
findings, | propose the following:

Hypothesis 2: Employees’ perceptions of perceived supervisory support positively

relate to performance.

Employees’ Perceptions of Information Sharing
An organization’s competitive advantage can result from how it creates,
identifies, shares, and applies knowledge (Choi, Lee, & Y00, 2010). Teams and not

individuals perform most of the work done in organizations. Organizations have made



tremendous investments to facilitate knowledge sharing among team members (Choi et
al., 2010). Information sharing is defined as “conscious and deliberate attempts on the
part of team members to exchange work-related information, keep one another apprised
of activities, and inform one another of key developments” (Bunderson & Sutcliffe, 2002,
p. 881). Studies have shown that information or knowledge sharing impacts
performance. This relationship can be explained using transactive memory systems
theory, which states that individual team members learn, remember, and communicate
information and implicitly share the cognitive labor of these activities. The division of
labor arises as individual members rely on each other for knowledge in different but
complementary domains. Individual team members with transactive memory systems
retain and apply more knowledge and perform better than those without such systems
(Lee, Bachrach, & Lewis, 2014).

Providing support for the above arguments, a study by Zulfadil, Hendriani, and
Machasin (2020) focusing on hospitals found a significant and direct influence of
knowledge sharing on performance. The sample for the study consisted of the Director,
Deputy Director, Heads of Division/Section Heads, and Subdivision Heads/Subsection
Heads of the hospitals. Another study on health care institutions found a positive
relationship between knowledge sharing and team performance (e.g., Jamshed & Majeed,
2018). The study involved interprofessional teams working in Pakistani health
institutions. It is important to note that these studies' results are in line with past research
showing that knowledge sharing positively impacts performance in different contexts

(Argote & Ingram, 2000; Cummings, 2004; Hansen, 2002). Thus, drawing from



transactive memory systems theory and consistent with prior findings, | propose the
following:
Hypothesis 3: Employees’ perceptions of information sharing positively relate to

performance.

Employees’ Perceptions of Vision and Goal Clarity

The goal-setting theory states that asking employees to pursue clear, specific, and
challenging goals generates more significant performance benefits than when asking
them to pursue vague and easy goals (Locke et al., 1990). The theory suggests that goals
activate mechanisms including direction, effort, perseverance, and strategy that stimulate
performance. In other words, when employees know better what is expected of them, the
course of action they should pursue to achieve goals becomes more apparent, which in
turn increases the chances of achieving the goals (Van der Hoek et al., 2018). Both lab
and field studies have shown that individuals perform better when working toward well-
specified goals than without goals. It has also been observed that individuals with
concrete goals tend to allocate more time to specific micro-tasks related to those goals.
In a similar sense, clear goals allow managers to evaluate better and provide feedback on
employee performance (Anderson & Stritch, 2016).

Consistent with the above arguments, one study examined whether and under
what conditions precise goals impact team performance in the Dutch public sector. The
study’s findings supported the hypothesis that teams with a higher level of goal clarity
performed better than teams with lower clarity levels (Van der Hoek et al., 2018). In
another study, Anderson and Stritch (2016) conducted a laboratory experiment with

participants focusing on a task performance exercise. The results from the experiment
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provided support that increases in goal clarity led to gains in performance. Finally, a
study on a public organization illustrated a positive relationship between higher goal
clarity and performance (Park & Choi, 2020).

Studies have shown a positive link between a clear vision at the team level and
the performance of individual teams. Vision can be regarded as the extent to which
individuals have a common understanding of objectives and display a high commitment
to team goals. That being said, vision at the team level can be seen as synonymous with
goal clarity (Rapid Evidence Assessment, 2014). Lynn and Kalay (2016) conducted a
study to assess vision components and role clarity and their impact on performance.
Specifically, they researched the impact of the two components of vision (i.e., vision
clarity and vision support) and role clarity on overall team performance. Data collected
from 75 team members found that vision clarity had a positive effect on team
performance. Consistent with goal setting theory and prior studies, | propose the
following:

Hypothesis 4: Employees’ perceptions of vision and goal clarity positively relate

to performance.

Employees’ Perceptions of External Communication

External communication is the degree of information exchange with individuals
outside the team, whether in other areas of the organization or even outside the
organization (Sivasubramaniam, Liebowitz, & Lackman, 2012). Relationships with the
external environment are essential for team members to perform their tasks and maintain
vitality. In other words, external activities or boundary-spanning activities are becoming

increasingly critical for team members’ performance. Team members need to integrate

11



themselves with external actors inside and outside the organization, and thus, they need
to define their boundaries. The resulting boundary activities enable closer connections
among organizational units and between organizations and their environments (Choi,
2002). Interpersonal relations with people outside one’s own team or organization can
increase the likelihood of establishing new knowledge and perspectives (Hulsheger,
Anderson, & Salgado, 2009).

Several studies provide evidence of a relationship between external
communication and organizational benefits. By engaging in external communication, an
individual can access new knowledge to improve performance (Shah, Levin, & Cross,
2018). Focusing on social network theory, networking with outsiders can be a valuable
source of advice and information. Given the significance of the information and
knowledge gained from a social network, scholars have emphasized the impact of social
networks on performance (Liu, Jiang, Chen, Pan, & Lin, 2018). For example, a meta-
analytic study of teams by Hulsheger et al. (2009) found that external communication
was positively related to better performance as measured by innovation. Another study
focused on inter-organizational links (i.e., cooperative relationships among distinct but
related organizations), which are assumed to promote innovative processes
in organizations. The researchers conceptualized various types of inter-organizational
links as opportunities for learning and resource sharing in the pursuit of innovation. The
study covered 400 California hospitals over ten years and found considerable support for
the relationship between inter-organizational links and innovation (Goes & Park, 1997).
Similarly, Sivasubramaniam et al. (2012) conducted a meta-analytic study examining the

effects of new product development team characteristics on three different measures of

12



success, including effectiveness (i.e., market success), efficiency (i.e., meeting budgets
and schedules), and speed-to-market. Results from 38 studies were aggregated, and they
showed that external communication was one of the critical determinants of new product
development team performance. This finding is consistent with Ancona and Caldwell
(1992), who found that external communication resulted in a greater knowledge worker
performance. Thus, based on theory and previous research, | propose the following:
Hypothesis 5: Employees’ perceptions of external communication positively

relate to performance.

Employees’ Perceptions of Trust

Trust is defined as the feeling one can have for another individual or other
individuals and is formed by the expectation that another individual's actions will be to
one’s benefit or, at a minimum, not detrimental to oneself (Gambetta, 1988). According
to Cook and Wall (1980), interpersonal trust at work is the extent to which team members
are willing to attribute good intentions to and have confidence in coworkers and
management's words and actions. Numerous studies have shown a positive relationship
between trust and performance (Dirks and Ferrin, 2001; Olvera, Llorens, Acosta, &
Salanova, 2017). Trust allows team members to work together more efficiently and
effectively and exchange resources that positively impact performance (Dirks, 1999).
Among individual-level factors that influence the development of transactive memory,
trust is critical because it affects whether members of a group are willing to share and
exchange knowledge and information. In turn, knowledge sharing and transactive
memory impact group and organizational outcomes (Choi et al., 2010). Trust is a factor

that impacts how well individuals and groups cooperate and collaborate in organizations.
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In turn, cooperation allows teammates to engage in valuable sharing of information and
knowledge, which is an essential component of transactive memory systems. Leveraging
transactive memory systems theory, trust enhances knowledge sharing and transactive
memory systems, positively impacting performance (Robertson, Gockel, & Brauner,
2013).

Providing support for the above arguments, a meta-analysis on trust and
performance conducted by De Jong, Dirks, and Gillespie (2016) showed a positive and
above-average effect size estimate for intrateam trust and performance. One criterion to
be included in the meta-analysis was that a study needed to measure trust in either the
team (members) or the team leader. Another study involving workers in Mexico showed
a positive and significant relationship between trust and job performance (e.g., Daniel,
2019). In yet another study, Dirks and Ferrin (2001) found that higher performance
levels occurred due to high levels of trust. Finally, Olvera et al. (2017) conducted a study
on transformational leadership and trust as antecedents of team performance. They
analyzed 388 workers in 54 teams from four healthcare sector organizations and found a
positive and significant relationship between team trust and team performance.
Consistent with this extant literature and prior findings, | propose the following:

Hypothesis 6: Employees’ perceptions of trust positively relate to performance.

Psychological Well-Being

The relationship between a happy worker and a productive worker has been
relatively well studied (Cropanzano & Wright, 2001; Garcia-Buades, Peird, Montafiez-
Juan, Kozusznik, & Ortiz-Bonnin, 2020; Wright, Cropanzano, Denney, & Moline, 2002).

Happiness is often more formally referred to as well-being, of which there are various
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types (Cropanzano & Wright, 2001; Ryff, 1989). A highly cited article by Bradburn and
Caplovitz (1965) indicated that there is a dimension called psychological well-being
(synonymous with mental health, subjective adjustment, and happiness). They
conceptualized psychological well-being as a single dimension and whether individuals
are high or low on the measurement depends on the balance of positive and negative
feeling states. The term psychological well-being has been interpreted as happiness or
life satisfaction (Ryff, 1989) and has been referred to as positive mental health or overall
effectiveness of psychological functioning (Murthy, 2014). Ryff and Keyes (1995)
defined psychological well-being as the positive psychological functioning of individuals
and suggested that it involves feeling good and functioning effectively. However, it is
essential to note that sustainable well-being does not mean people need to feel good
constantly. Painful emotions such as failure and grief are normal, and managing these
negative emotions is crucial for long-term well-being. Extreme and long-lasting negative
emotions impact a person’s ability to function in daily life, which adversely affects
psychological well-being (Huppert, 2009).

Carol Ryff, academic and psychologist, is one of the pioneers of a systematic
theory of psychological well-being. She developed a six-factor model of psychological
well-being that is both highly scientifically verified and empirically rigorous (Ryff, 1989;
Springer & Hauser, 2006). The six dimensions she identified include: 1) self-acceptance
defined as a positive attitude toward oneself and one’s past life; 2) positive relations with
others defined as high quality, satisfying relationships with others; 3) autonomy defined
as a sense of self-determination, independence, and freedom from norms; 4)

environmental mastery defined as the ability to manage life and one’s surroundings; 5)

15



purpose in life defined as having life goals and a belief that one’s life is meaningful; and
6) personal growth defined as being open to new experiences as well as having continued
personal growth.

To explain the role of psychological well-being in influencing the relationship
between the six factors of knowledge worker productivity and performance, | draw on the
broaden-and-build theory proposed by Fredrickson (2000, 2001). The broaden-and-build
theory states that certain positive emotions such as joy, interest, pride, and love can
broaden people's momentary thought-action repertoires and build enduring personal
resources, including physical, intellectual, social, and psychological resources
(Fredrickson, 2001). Joy’s thought-action tendency involves playing or getting involved,
which results in skills obtained through experiential learning. Interest’s thought-action
tendency involves exploring and learning, which helps build knowledge. Pride’s
thought-action tendency involves dreaming big, which produces the motivation to
achieve. Love is a combination of positive emotions such as joy, interest, and pride, and
its thought-action tendency can be any or all of those associated with other positive
emotions along with mutual care. The resources accrued through love can be any or all
of the resources obtained through the other positive emotions, especially social bonds
(Fredrickson, 2013). These various thought-action tendencies are ways that positive
emotions broaden modes of thinking or acting and build an individual’s physical,
intellectual, and social resources. These resources can be accessed later in other contexts
and other emotional states (Fredrickson, 1998).

Fredrickson (2000) suggested that the broaden-and-build theory can help explain

the relationship between positive emotions and individual growth and development.
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Individuals may become more creative, knowledgeable, resilient, and socially integrated
through positive emotions. Regularly experiencing positive emotions allows individuals
to move towards optimal functioning. The theory can also highlight benefits to social
groups and organizations. That is, the work environment provides opportunities to
experience positive emotions. The positive emotions an individual experiences can be
contagious, which results in an overall organizational transformation. Finally, the
broaden-and-build theory proposes that positive emotions in the workplace can result in
individuals and organizations functioning at greater levels. Positive emotions broaden
the modes of thinking of workers, positively affecting social connections, organizational
climates, and business success.

The Moderating Role of Psychological Well-Being in the Relationship between

Factors of Knowledge Worker Productivity and Performance

According to Fredrickson’s broaden-and-build theory, positive emotions, which
include the experience of psychological well-being, help broaden a person’s momentary
thought-action repertories and help build enduring personal resources that are physical,
intellectual, social, and psychological (Fredrickson, 2001). Experiencing positive
emotions can be crucial to a person’s capacity to develop psychologically and mentally
(Wright et al., 2007). Empirical research has shown that significant links exist between
employee psychological well-being and job-related performance (Wright & Cropanzano,
2004). For example, Wright et al. (2002) assessed the relationship between emotional
exhaustion, positive-negative affectivity, and psychological well-being and performance.
They concluded that psychological well-being was the only factor related to performance.

Another study involving nurses found support for the hypothesis that psychological well-
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being has a positive and significant effect on performance (e.g., Wahyunigsih &
Wulansari, 2016). Wright and Cropanzano (2004) experimented with business students,
which demonstrated that participants high on well-being had more significant
interpersonal behaviors and performance ratings. The study suggested that there is an
increase in performance when psychological well-being is high. In support of the direct
effect of psychological well-being on performance, Fredrickson’s broaden-and-build
theory suggests that positive emotions such as psychological well-being may have a
moderating (i.e., broadening and building) effect (Wright et al., 2007).

In terms of the six factors of knowledge worker productivity, high levels of
psychological well-being may likely help employees that have positive experiences with
these factors more easily broaden and build themselves. For example, if an individual
experiences greater social cohesion with teammates, the positive feeling can be enhanced
through psychological well-being to improve performance. In support, Markova and
Perry (2014) found a significant and positive link between group cohesion and individual
well-being. A link between perceived supervisor support and well-being has also been
found (e.g., H&mmig, 2017). In a study involving hotel workers, Gordon, Tang, Day, and
Adler (2019) found a connection between perceived supervisor support and subjective
well-being. Studies have also shown that the sense of well-being of individuals is
significantly and positively associated with empathy which is a feeling that is
fundamental to knowledge or information sharing (Chumg, Seaton, Cooke, & Ding,
2016). Thus, | expect employees’ psychological well-being to enhance or inhibit the
influence of any of the six factors on performance depending on whether employees’

psychological well-being is high or low.
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Wong, Tschan, Messerli, and Semmer (2003) hypothesized that positive emotions
should foster goal attainment in social interactions at work. Their study analyzed the
pursuit of a goal by 113 employees and showed that accurate display of positive emotions
supported goal attainment, suggesting that affective responses impact people’s evaluation
of the level of trust in others. There is also some evidence suggesting that emotional
states affect trust (e.g., Rawat, Bhattacharjee, & Ganesh, 2020). For example, Dunn and
Scheitzer (2005) found that incidental emotions considerably impacted trust.
Specifically, happiness and gratitude increase trust, whereas anger decreases trust.
Therefore, it is conceivable that emotions like psychological well-being can impact how
trust relates to performance.

It is not inconceivable that an individual’s well-being may play a role in the
relationship between the various factors of knowledge worker productivity and
performance. Social cohesion involves interacting with others and may be affected by an
individual’s well-being. Assume someone is happy and has high psychological well-
being, this person may be in a good mood and want to engage with others whereas being
sad and having lower psychological well-being may result in someone being withdrawn
and not engaging with others. A similar argument can be made for information sharing,
when someone has high psychological well-being, he/she may be more willing to
cooperate and work with others. Conversely, an individual that is experiencing negative
mental health may be less cooperative and therefore, not willing to share information or
other resources. Imagine a highly stressed worker who is low on psychological well-
being, this individual may have lower or inaccurate perceptions of a supervisor’s support

and therefore may not be motivated to perform as well as he or she could. Now imagine
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when the same worker is not stressed and has high psychological well-being, both
perceptions and performance may be different under this scenario. Likewise, having low
psychological well-being may influence how an individual sees and interprets vision and
goals. That is, a happy worker who is high on psychological well-being may have greater
mental clarity as opposed to someone low on well-being. Thus, psychological well-being
may likely enhance or inhibit the influence of employee perceptions of social cohesion on
their performance.

Finally, there is a notion that individuals who are trusting tend to be optimistic
whereas those who distrust tend to be pessimistic. That said, it would not be surprising to
find that an individual with high psychological well-being who is positive and optimistic
is more trusting than someone with low psychological well-being who is negative and
pessimistic. External communication in this study has been defined as boundary
spanning. The elements of boundary spanning involve aspects of information sharing
and trust and therefore, the reasons why well-being may affect information sharing and
trust may apply to external communication.

Taking together all the above arguments and drawing on the broad-and-build
theory (Fredrickson, 1998, 2000, 2001), I propose the following:

Hypothesis 7: Psychological well-being will moderate the relationship between

employees’ perceptions of social cohesion and performance. This association will

be stronger when psychological well-being is high and weaker when

psychological well-being is low.

Hypothesis 8: Psychological well-being will moderate the relationship between

employees’ perceptions of perceived supervisory support and performance. This
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association will be stronger when psychological well-being is high and weaker

when psychological well-being is low.

Hypothesis 9: Psychological well-being will moderate the relationship between
employees’ perceptions of information sharing and performance. This association
will be stronger when psychological well-being is high and weaker when

psychological well-being is low.

Hypothesis 10: Psychological well-being will moderate the relationship between
employees’ perceptions of vision and goal clarity and performance. This
association will be stronger when psychological well-being is high and weaker

when psychological well-being is low.

Hypothesis 11: Psychological well-being will moderate the relationship between
employees’ perceptions of external communication and performance. This
association will be stronger when psychological well-being is high and weaker

when psychological well-being is low.

Hypothesis 12: Psychological well-being will moderate the relationship between
employees’ perceptions of trust and performance. This association will be
stronger when psychological well-being is high and weaker when psychological

well-being is low.

Figure 1 below summarizes the hypothesized model tested in the current dissertation.
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CHAPTER Ill. METHODOLOGY
Sample and Data Collection

A pilot study was conducted by obtaining feedback on the survey from employees
at a multinational produce company based in Coral Gables, Florida. According to
Connelly (2008), a pilot sample size should be 10% of the proposed sample size. The
sample size for the final questionnaire was planned to be 200 respondents. Based on this
sample size, the pilot survey questionnaire was administered to approximately 20
individuals. No major revisions were made to the survey based on comments from the
participants in the pilot study.

To formally test the hypotheses, the final survey questionnaire with structured
response items was sent via the Internet to individuals recruited through Amazon
Mechanical Turk (MTurk). A proposed ad listed details of the study (see Appendix A).
Each respondent received a compensation of $1.00 for a completed questionnaire as a
sign of thank you. Approval was obtained from the Institutional Review Board (IRB).
An informational letter was included at the beginning of the questionnaire to explain the
study to participants (see Appendix B). To help minimize non-response bias while
addressing potential common method variance concerns, a psychological separation was
included in the questionnaire between the items measuring the independent and
dependent variables (Podsakoff, MacKenzie, & Podsakoff, 2012).

Measures

A cross-sectional survey questionnaire was used to collect data. The sections of

the questionnaire contained items measuring the factors of knowledge worker

productivity, psychological well-being, and task performance. The survey questionnaire

23



(see Appendix C) contained 31 items on factors of knowledge worker productivity, 8
items on psychological well-being, 5 items on task performance, and 5 items on
demographics. Assuming respondents answered 6-8 items per minute, the 49-item
survey took about 10 minutes to complete.

Factors of knowledge worker productivity. Factors of knowledge worker
productivity were measured using 31 items from the Center for Evidence-Based
Management survey (Rapid Evidence Assessment, 2014). The survey consisted of scales
measuring a respondent’s perception of social cohesion (5 items), perceived supervisory
support (6 items), information sharing (5 items), vision & goal clarity (5 items), external
communication (3 items), and trust (7 items). The scales were scored using a 5-point
Likert scale ranging from Strongly disagree (1) to Strongly agree (5).

Psychological well-being. Psychological well-being was measured with the 8-
item Index of Psychological Well-Being developed by Berkman (1971) and used by
Avey, Luthans, Smith, and Palmer (2010) and Wright et al. (2007). The Berkman scale
evaluates an individual’s well-being on a single affective index. It employs items from
Bradburn and Caplovitz's (1965) classic measure of affect, albeit with a more general or
open-ended time horizon (Wright & Staw, 1999). The items were asked in random order
and introduced by the statement: “Here is a list that describes some of the ways people
feel at different times. How often do you feel each of these ways?” The index measures
the reported frequency of an individual's positive and negative feelings (Wright & Bonett,
1992). The items were scored on a 3-item Likert scale format as follows: Never (1),
Sometimes (2), and Often (3). The negative and positive categories consisted of five and

three items, respectively. The measures of negative and positive feelings were combined
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to form the Index of Psychological Well-Being. The responses “Never”, “Sometimes”,
and “Often” received weights of 0, 1, and 3, respectively. The weights were then
cumulated into scores for each measure, ranging from 0 to 9 for positive feelings and 0 to
15 for negative feelings. All or almost all positive feelings were denoted by an Index
value of 1. All or nearly all negative feelings were represented by an Index value of 7.
Differing balances of positive and negative feelings were denoted by Index values of 2
through 6, with 4 designating approximately as many positive as negative feelings. The
Index value ranged between 1, representing high psychological well-being, and 7
representing low psychological well-being (Berkman, 1971).

Task performance. Task performance was measure