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PROACTIVE PERSONALITY AS A MODERATOR BETWEEN
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We introduced and interpreted stress-related growth from the perspective of individual career
development, to examine the relationship between work stress and self-efficacy, which is
an indicator of internal career growth. We explored why some employees achieve self-
development and growth in their career under stress but others do not. We used a 2-wave
longitudinal design with engineers and accountants (202 valid samples) from the Chinese
mainland. Results indicated that proactive personality had a significant moderating effect on
the relationship between work stress and self-efficacy. Specifically, work stress increased the
self-efficacy of highly proactive employees but decreased that of less proactive employees.
This suggests that managers can moderately increase the work stress of employees with a
highly proactive personality to promote their internal career growth.
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In the field of career development, work stress is usually regarded as negative,
and therefore researchers and practitioners have striven to avoid or minimize the

Xin Zhao, School of Economics and Management, Xi’an University of Technology; Mi Zhou and
Qian Liu, School of Management, Xi’an Jiaotong University; Hua Kang, School of Economics and
Management, Xi’an University of Technology.

This work was supported by the National Natural Science Foundation of China (71402136;
71072129; 71472151), the Natural Science Basic Research Plan in Shaanxi Province of China
(2015JQ7275), and the Social Science Youth Academic Innovation Team Program in Xi’an
University of Technology (105-451215006).

Correspondence concerning this article should be addressed to: Xin Zhao, School of Economics and
Management, Xi’an University of Technology, Xi’an 710054, People’s Republic of China. Email:
zhaoxin_zzz@163.com

603



604 STRESS-RELATED GROWTH

negative effects of work stress (Han, Wang, & Dong, 2014). In the short term,
stressful events may be harmful to employees’ health and career development
(Hutri & Lindeman, 2002). However, in the long term, work stress may even
promote employees’ growth and development. Similarly to other life experiences,
the phenomenon of stress-related growth can also be observed in the workplace.
For instance, the employee whose computer is frequently out of order is more
likely than other employees are to improve their computer maintenance skills.

Unlike previous researchers who focused on the negative outcomes of
work stress (Han et al., 2014), we paid close attention to the phenomenon of
stress-related growth, and elucidated the fact that work stress may have a positive
impact on employees’ career growth. Further, we highlighted the internal aspect
of stress-related growth (e.g., increase in knowledge and/or skills), which is
different from external growth indicators (e.g., promotion, salary increase)
described in the traditional literature on career development (Keller, Bergman,
Semmer, & Samuel, 2014). However, when the concept of stress-related growth
is interpreted in greater depth, an unresolved issue emerges: If work stress leads
to employee growth under some conditions but does not under others, then what
are the conditions under which stress-related growth occurs? To answer this
question, we empirically examined the moderating effect of proactive personality
on the relationship between work stress and employees’ internal growth.

The Phenomenon of Stress-Related Growth

On the basis of his observation of the phenomenon of stress-related growth
in daily life, Caplan (1964) proposed crisis theory, in which he proposed the
potential and probability of individuals to attain growth from adverse life
experiences. When faced with stress, individuals think and reflect, seek help, or
attempt to deal with stress. As time goes by, changes that indicate the attainment
of growth will take place in their life philosophy, social relations, and coping
behavior (Schaefer & Moos, 1992). This phenomenon of stress-related growth
occurs in a wide variety of life experiences, for example, accidents, love, and
death of a relative or friend.

A similar phenomenon of stress-related growth occurs in the workplace. For
example, if a subproject under the management of an engineer cannot meet the
requirements of the project leader, the engineer will feel stressed. The stress
will drive the engineer to work harder, learn from his/her mistakes, and finally
obtain the project leader’s approval. After the experimental project is completed,
the engineer’s professional knowledge and skills are significantly improved.
Consequently, he or she is selected as the leader of a new project. Meeting the
unreasonable demands of customers can make a client manager feel stressed.
He or she is driven to ask some experienced colleagues for advice because of
the confusion and anxiety. Therefore, the client manager learns how to refuse
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customers’ unreasonable requirements skillfully. As a result, new customers
are gained and many valued customers are retained because of the improved
communication skills of the client manager, whose performance is improved and
salary increased at the same time.

In the situation of stress-related growth in daily life, instead of social status,
money, or other external aspects of growth, the internal aspects of personal
growth are emphasized, such as personal philosophy and coping skills (Park,
Cohen, & Murch, 1996). Similarly, when stress-related growth occurs in the
workplace internal growth—as opposed to external growth—is highlighted.
Increase in knowledge and skills (internal growth) is an indispensable aspect of
employees’ career development. To obtain external growth when the opportunity
arises, such as the selection of a new project leader and assessment for payment
of a bonus at year end, employees should first attain internal growth. For
instance, the engineer’s increase in knowledge is the precondition for him or
her being selected as a project leader. Similarly, the client manager’s enhanced
communication skills are the antecedents of his/her salary raise. Moreover, we
reasoned that stress-related growth can be better explained from the perspective
of internal growth and this explanation could also make up for the deficiencies
in the existing literature. Stress acts directly on the internal aspect of employees’
growth rather than on the external aspect (Park et al., 1996). Therefore, from the
perspective of internal growth, researchers can obtain a continuous and gradual
image of stress-related growth, whereas from the perspective of external growth,
researchers may be misled by segmental and disjointed images.

In many forms of internal growth an important factor is the increase of
self-efficacy, which is worth further research. The reasons are as follows:

First, self-efficacy refers to the belief in one’s capability to mobilize the
motivation, cognitive resources, and courses of action needed to meet given
situational demands (Bandura, & Locke, 2003). As a concept, self-efficacy
is different from knowledge, skills, or experiences, and it is a comprehensive
ability that is constructed on the basis of these specific factors. In the field of
career development, Powell, Hubschman, and Doran (2001) pointed out that
employees can obtain a greater sense of self-efficacy when they understand the
mechanism of causation and master the common rules. According to Bandura
and Locke (2003), the explanatory power of self-efficacy is greater than that of
other variables of individual difference.

Secondly, self-efficacy has a close relationship with external career growth
and career success. Compared with their colleagues, managers with high
self-efficacy have a higher probability of promotion and a higher level of salary
(Bandura, 1997). Self-efficacy can affect the creativity of scholars either directly
or indirectly, and then bring them generous income and promotion (Bandura,
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1997). Therefore, external growth and the growth of self-efficacy are consistent
in direction, although the two are not synchronized.

We also reasoned that the growth of self-efficacy is a factor that enterprises
need in today’s society. With the globalization of economic competition and
the widespread use of information technology, enterprises have to cope with an
ever-changing external environment, and employees have to struggle with these
uncertainties. As a result, enterprises need people who not only have one or two
fixed skills but employees with comprehensive abilities. Self-efficacy is a typical
individual comprehensive ability that can meet the needs of enterprises.

Finally, we believed that the growth of self-efficacy is significant for
employees in today’s more volatile and unstable organizational environment in
which individuals can no longer expect to have lifetime employment within one
organization. In this boundaryless career era, with respect to the career ladder an
enterprise provides, employees attach great importance to marketability in the
labor market and their capability to be reemployed (Eby, Butts, & Lockwood,
2003). For employees who move interorganizationally, the knowledge and skills
related closely to their original jobs are less important than their self-efficacy,
which will continue to play a key role throughout their working life. In empirical
studies it has been shown that individuals with high self-efficacy perform well
when being recruited for a different job (Bandura, 1997). Employees with high
efficacy understand the common rules and can master a new job by understanding
the general principles (Powell et al., 2001).

The Mechanism Underlying Stress-Related Growth

Work stress serves as an opportunity for learning and growth, stimulates
learning activities, and eventually contributes to employees’ growth (Parker &
Sprigg, 1999; Skule, 2004).

First, work stress reminds employees to learn and improve, and can be seen as
an opportunity to learn within a work role. Conceptually, work stress indicates
that job demands are beyond the employee’s personal ability. By emphasizing
the need to enhance their personal ability, stressors provide employees with a
learning opportunity. For similar reasons, Skule (2004) asserted that learning-
intensive work is commonly seen in stressful environments.

Second, work stress can stimulate the learning behaviors of employees. Work
stress indicates that a gap remains between existing abilities and those needed
to fulfill the job requirements, thus leading to active learning behaviors of the
employees, such as learning by trial and error and consulting with experienced
staff (De Jonge, Spoor, Sonnentag, Dormann, & Van den Tooren, 2012; Zhao,
Liu, & Yu, 2013). De Lange et al. (2009) found that work stress has a positive
correlation with motivation to learn and active problem solving. De Jonge et
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al. (2012) found that work stress, such as high demands of concentration and
precision, has a significant positive correlation with active learning behaviors.

Work stress may also lead to the internal growth of employees through
the promotion of their learning. Employees’ learning is considered to be an
important means of employees’ achieving growth and development in the
boundaryless career era (McDonald & Hite, 2005). Through active learning,
employees can solve problems, enhance their knowledge and skills and, more
importantly, achieve growth in their comprehensive abilities (Wielenga-Meijer,
Taris, Kompier, & Wigboldus, 2010). Taris, Kompier, Geurts, Houtman and Van
den Heuvel (2010) found that work stress increases the level of self-efficacy
longitudinally.

Unfortunately, the mechanism of stress-related growth as currently described
in the literature still faces many objections. Through a three-wave longitudinal
study, Taris and Feij (2004) found that high levels of strain have an adverse
effect on learning. Using a two-wave longitudinal design with an interval of one
year between the two waves, Taris, Kompier, De Lange, Schaufeli and Schreurs
(2003) revealed that work stress has a lagging negative influence on learning
motivation and personal accomplishment.

According to Rau (2006), employees who face work stress do not automatically
learn. In the same way, work stress does not directly equate to the growth of
self-efficacy or to any other type of individual growth. Two possibilities exist
to explain the relationship between work stress and employees’ growth. One
explanation is that work stress stimulates employees’ learning and then makes
them grow; the other is that stressors hinder employees’ learning and growth.
Based on these contradictory findings we concluded that this implies that
the mechanism of stress-related growth is not yet fully understood. From the
perspective of methodology, we argued that certain factors that were neglected in
previous research could reconcile these inconsistent findings and, thus, increase
understanding of stress-related growth.

Personal factors and external conditions are indispensable mechanisms
underlying stress-related growth (Frese, Garst, & Fay, 2007). Although the
organization, as an environmental factor, provides opportunities for employees’
learning and development, ultimately it depends on the employees themselves as
to how to evaluate these opportunities and whether or not to make use of them. In
previous empirical studies on stress-related growth the findings also showed that
individual difference is worth further examination. In view of the inconsistent
results in their own empirical studies, Park et al. (1996) turned their attention to
personality. Similarly, De Lange et al. (2009) found significant age differences in
the relationship between work stress and learning-related behaviors.
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Moderating Effect of Proactive Personality

The concept of proactive personality was put forward by Bateman and Crant in
1993. Along with the deepening of research, the concept of proactive personality
has been extended, including the three core elements of self-starting, future
orientation, and active changes (Fuller & Marler, 2009; Zhao, Zhao, Zhou, & Xu,
2011). Eby et al. (2003, p. 691) asserted that proactive personality is a “knowing
why” variable that is a predictor of career success. On the basis of two-year
longitudinal research, Seibert, Kraimer, and Crant (2001) found that proactive
personality is positively related to salary progression, promotion, and other
external career growth factors. In this study, we expected proactive personality
to affect employees’ internal growth.

Highly proactive employees are self-starting and future-oriented. They have
a long-term vision for their career and can set clear objectives for their career
development (Fay & Frese, 2001). When work stress occurs, highly proactive
employees may compare the actual state with their career goals. In this way, they
evaluate work stress proactively and view work stress as a challenge. For highly
proactive employees, a stressor is a reminder that their abilities are inadequate
and serves as a learning opportunity. For a person with a less proactive personality
who does not have a clear career plan, work stress is evaluated in isolation and
is more likely to be viewed as a negative rather than a positive factor (Fay &
Sonnentag, 2002).

Highly proactive employees actively look for positive changes. They take
action to change the adverse aspects in their career development (Fuller &
Marler, 2009; Zhao et al., 2011). The occurrence of work stress indicates that
employees’ abilities are insufficient for the task they are working on. As learning
is undoubtedly one of the best ways to improve one’s abilities, under work stress
highly proactive employees will take the initiative to conduct trial-and-error
learning and observational learning. In an in-depth study, Parker and Sprigg
(1999) found that employees with a highly proactive personality have a greater
sense of ownership when encountering production problems than do those with a
less proactive personality. This greater sense of ownership encourages employees
to take action, for example, to engage in active learning. In short, when
opportunities for personal development emerge in the form of stressors, highly
proactive individuals scan the stressful situation and identify the opportunities
for learning. On the contrary, employees with a less proactive personality usually
say to themselves “It’s not my job” when they encounter stressors and rarely take
action (Parker, Bindl, & Strauss, 2010).

Highly proactive individuals insist on thriving in a difficult environment and
overcome the difficulties, preparing themselves for career growth. Employees
face more difficulties than usual when it comes to learning in situations of work
stress. Test failure is one of the most common difficulties faced by engineers.
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Highly proactive engineers will continue to test new materials and designs, and
will show their persistence until the problems are resolved (Tornau & Frese,
2013). The persistence of highly proactive engineers ensures their growth.
Engineers with a less proactive personality will easily give up their attempts to
find solutions, will terminate their learning, and will find difficulty in attaining
growth under stress.

Thus, faced with learning opportunities in the form of work stress, it has been
found that highly proactive employees identify, and make good use of, these
opportunities. When personal factors and external opportunities are both present
simultaneously, then stress-related growth is achieved.

In terms of work stress, prominent differences exist between individuals

with a highly proactive personality and those with a less proactive personality.
Those with a low proactive personality display little initiative in their career
development. They do not seek opportunities actively and tend to regard work
stress as trouble (Tornau & Frese, 2013). Thus, they view potential opportunities
for career development as an additional burden and evade these burdens rather
than learn and, as a result, they are unable to attain growth. If the situation
worsens, these individuals may attain negative growth, that is, decrease in
knowledge, skills, or self-efficacy (Parker & Sprigg, 1999). Withdrawal by
evading the burden rather than learning a new skill may lead to the obsolescence
of previous knowledge and skills, resulting in the negative growth of employees
with a low proactive personality. This situation is similar to the warning given
by Karasek and Theorell (1990, p. 103) that “a diminished feeling of mastery
over the situation...in turn restricts the capacity to cope with job strain and leads
to still higher residual strain levels, ad infinitum.” Therefore, we proposed the
following hypothesis:
Hypothesis: A proactive personality will moderate the influence of work stress
on employees’ internal career growth. Specifically, work stress will be positively
related to internal career growth among employees with a highly proactive
personality but will be negatively related to internal career growth among
employees with a less proactive personality.

Method

Participants

We invited 320 engineers and accountants employed at research institutes and
accounting firms (four organizations in total) to participate in a longitudinal
survey. We chose engineers and accountants as the respondents for two reasons.
First, compared with other employees in these organizations, knowledge-based
employees have higher educational qualifications and are more concerned
about their career development (Drucker, 1999). In China, the introduction
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of overseas talent and the market-oriented reform of personnel allocation are
actively implemented. In fact, the free mobility of knowledge staff among
different enterprises is encouraged and enhanced (Gao, 2012; Pan & Liu, 2012).
In the movement among organizations, knowledge workers pay more attention
to their internal growth to improve their marketability. In addition, the success
of enterprises largely depends on knowledge-based employees. The competitive
pressure faced by enterprises is transformed into work stress for knowledge-
based workers. Therefore, knowledge-based employees confront more work
stress than other employees do. On the basis of these considerations, we believe
that knowledge-based employees were an appropriate sample for the study of
stress-related growth in the current employment environment in China.

Procedure

To diminish the possibility of common methods bias caused by the self-report
survey, we collected longitudinal data in accordance with the method suggested
by Zapf, Dormann, and Frese (1996). We sent out 320 survey forms at two time
points, with an interval of three months between the first and second distribution.
The first time, 278 survey forms were returned; the second time, 252 survey
forms were returned. The respondents were not required to identify themselves
and the anonymous forms from the two time points were matched by the last four
numbers of the respondents’ mobile phones. Out of all the collected forms there
were 202 valid samples matched between first and second collection, comprising
139 men (68.8%) and 63 women (31.2%). The age of the respondents ranged
from 22 to 57 years.

In this sample of knowledge-based employees, a period of 3 months was
considered suitable for covering the cycle of most of the projects in which
they were engaged. During this timespan, work problems, employee learning
behaviors, and internal growth have the chance to emerge.

Measurements

Internal career growth was operationalized as general self-efficacy in our
research design. We selected the Scale of General Self-Efficacy developed by
Chen, Gully, and Eden (2001). Items in the scale include “I am confident that
I can perform effectively in many different tasks,” and “Compared with other
people, I can do most tasks very well.”

Work stress has a variety of forms. In previous studies, for instance, the scales
developed by Karasek (1979), and the revised versions of these, the focus of
the items was mainly on workload and time pressure, which are factors more
suitable for employees engaged in repetitive jobs. The job characteristics of
knowledge-based employees are different from those of blue-collar employees
in that knowledge-based employees like engineers and accountants are working
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at tasks such as improvement of product performance, or company audits that
involve varied content and method. In contrast blue-collar employees, such as
stevedores, work at tasks for which the content and method are almost the same
day after day. If the scales used as measures in research cannot embody the
characteristics of the job, the effects of stress may be underestimated (Taris et
al., 2003). In view of this, to measure stressors we composed a single item that
highlighted work problems, which is an important stressor for the knowledge-
based employees who were our respondent group. The item was: “There are
some unresolved problems or problems without answers in your daily work.”
According to Daniels, Boocock, Glover, Hartley, and Holland (2009), using one
item is feasible, and the benefit of doing so is to shorten the instrument.

With regard to proactive personality, we adopted the measurement scale
developed by Bateman and Crant (1993). Examples are “I excel at identifying
opportunities,” “If I see something I don’t like, I fix it,” and “If I believe in an
idea, no obstacle will prevent me from making it happen.”

We made a bidirectional translation of each of the existing scales that we used
to ensure that the Chinese version was consistent with the original. For each
scale, respondents rated the items on a 5-point Likert scale where 1 represents
totally disagree and 5 represents fotally agree.

Results

In the regression analysis, we first entered the control variables of gender,
age, job tenure, marital status, education level, and self-efficacy (Time 1). In our
longitudinal study design we included self-efficacy (Time 1) in the regression
model. Our main purpose was to reduce the potential measurement deviation in
the self-report data. We also included work stress (Time 1) as an independent
variable, and proactive personality (Time 1) as a moderating variable. We then
built a binary interaction term work stress X proactive personality in accordance
with the method used by Aiken and West (1990). We centered the two variables,
respectively, around zero by subtracting each variable from its mean. Then, we
multiplied the two transformed variables. This transformation does not change
the correlation among the variables, and it can effectively reduce the multicol-
linearity.

As shown in Figure 1, when the variable proactive personality is assigned a high
value, work stress is positively correlated with career growth; when proactive
personality is assigned a low value, work stress has a negative correlation with
career growth. Therefore, our hypothesis was supported.
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Table 2. Regression Analysis

Model 1 Model 2 Model 3
Step1  Self-efficacy™ 4927+ 45T 437
Gender -.086 -.108 -.119
Age 378 482 406
Job tenure -.456 -.503 -.455
Marital status .025 .014 .039
Education level -.176* -173* -.166*
Step 2 Work stress -.042 -.061
Proactive personality 163" 174*
Step 3 Work stress x Proactive personality 175%
R? 258% 2827 3127
AR? 258" .025 .029**

Note. N =202; * p < .05, ™ p < .01, *** p < .001; Dependent variable = Self-efficacy".

04

02

0.1

Internal career growth
S

Work stress

—&— High proactive personality ~—jll- Low proactive personality

Figure 1. Moderating effect of proactive personality.
Note. High proactive personality slope is significant at p < .01; Low proactive personality slope is
significant at p < .01.

Discussion

In this study we clarified the factors underlying the phenomenon of stress-related
growth, empirically investigated the positive effects of work stress on internal
career growth, and determined the key moderating effect of proactive personality.
We have contributed to the personnel psychology literature in three ways.
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Firstly, we found that highly proactive employees can attain internal growth
under work stress, which is unlike the findings in previous studies. Most scholars
of career development have focused on organizational support mechanisms, such
as fairness and equity, reward structure, organizational climate, leadership, and
life~work balance (McDonald & Hite, 2005; van Veldhoven & Dorenbosch,
2008) and have ignored the influence of work stress, which is common in the
workplace. The few researchers who have examined the relationship between
work stress and career development have put a one-sided emphasis on the
negative effect of work stress. For example, Hutri and Lindeman (2002) found
a positive relationship between work stress and occupational crises. To make up
for the lack of balance in previous research, we tested the positive effect of work
stress on career growth longitudinally and reinterpreted the role of work stress in
the field of career development.

Secondly, we highlighted internal career growth, which is different from
external career growth. We believe that previous researchers focused too much
attention on the external aspects of career growth and neglected internal career
growth, which is an indispensable component of employees’ growth (Keller et
al., 2014). Internal growth is the premise of external growth. At the same time,
it is also one of the possible results of work stress. Logically, internal growth
connects work stress and external growth. From the perspective of internal
growth, the mechanism of stress-related growth can be interpreted more directly,
avoiding the influence of exogenous variables.

We also found that proactive personality had a moderating effect on the
relationship between work stress and internal career growth. Previous researchers
only described the phenomenon of stress-related growth or gave plausible
evidence but did not fully explain the underlying mechanisms (Park et al. 1996).
We found that it was only for proactive employees that work stress could promote
their career growth. In this study we have discussed in-depth the differences
between employees with a highly proactive personality and those with a less
proactive personality. Highly proactive employees consider stressors as learning
opportunities, take action to learn, and attain internal growth. On the contrary,
employees with a less proactive personality show little initiative in their career
development. They would rather evade the stress than learn from it, and thus
they cannot attain growth. By explaining the interaction between work stress
and proactive personality, we have deepened the understanding on stress-related
growth.

Practical Implications

Our findings can help managers in three aspects of their management role.
First, we have reminded managers that work stress has two sides. Aside from its
already well-known negative effects, work stress can also have a positive effect.
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As work stress can promote employees’ growth, managers should not eliminate
or minimize work stress without giving it some consideration.

We have also provided the opportunity for managers to extend their
understanding of how career growth occurs. Both internal growth and external
growth are important aspects of career growth. Under work stress, internal
growth often occurs earlier than employee promotion and salary increases.
Therefore, managers should guide employees to learn from problems, improve
themselves under stress, and prepare themselves for external growth.

Thirdly, in this study we have provided insight for managers on stress-related
growth. Employees with a highly proactive personality perform differently
from those with a less proactive personality when faced with work stress.
Therefore, the two kinds of employees should be treated differently. Managers
can moderately increase the work stress of employees with a highly proactive
personality and can achieve beneficial effects. Conversely, they should minimize
the work stress of those with a less proactive personality.

Limitations

The lack of measurement of employees’ external growth is the most significant
limitation in our study. This limitation did not allow us to further examine the
relationship between work stress and external growth and to conduct an empirical
comparison of internal growth and external growth. The single-item measure of
work stress was another limitation. This item focused on work problems and
neglected other stressors, such as deadlines and workload. Finally, the sample
was limited to engineers and accountants, who represent only two types of
professional calling, and this to some extent weakened the external validity of
the research conclusion.

References

Aiken, L. S., & West, S. G. (1991). Multiple regression: Testing and interpreting interactions.
Newbury Park, CA: Sage.

Bandura, A. (1997). Self-efficacy: The exercise of control. New York, NY: Freeman.

Bandura, A., & Locke, E. A. (2003). Negative self-efficacy and goal effects revisited. Journal of
Applied Psychology, 88, 87-99. http://doi.org/fg8wgx

Bateman, T. S., & Crant, J. M. (1993). The proactive component of organizational behavior: A
measure and correlates. Journal of Organizational Behavior, 14, 103—118. http://doi.org/d9prhw

Caplan, G. (1964). Principles of preventive psychiatry. New York, NY: Basic Books.

Chen, G., Gully, S. M., & Eden, D. (2001). Validation of a new general self-efficacy scale.
Organizational Research Methods, 4, 62-83. http://doi.org/dnv3xx

Daniels, K., Boocock, G., Glover, J., Hartley, R., & Holland, J. (2009). An experience sampling study
of learning, affect, and the demands control support model. Journal of Applied Psychology, 94,
1003-1017. http://doi.org/fr2xg2



616 STRESS-RELATED GROWTH

De Jonge, J., Spoor, E., Sonnentag, S., Dormann, C., & van den Tooren, M. (2012). “Take a break?!”
Off-job recovery, job demands, and job resources as predictors of health, active learning, and
creativity. European Journal of Work and Organizational Psychology, 21, 321-348. http://
doi.org/fqbcg7

de Lange, A. H., Taris, T. W., Jansen, P., Kompier, M. A. J., Houtman, 1. L. D., & Bongers, P. M.
(2009). On the relationships among work characteristics and learning-related behavior: Does age
matter? Journal of Organizational Behavior, 31, 925-950. http://doi.org/ct96t5

Drucker, P. F. (1999). Knowledge-worker productivity: The biggest challenge. California Management
Review, 41, 79-94. http://doi.org/7tk

Eby, L. T., Butts, M., & Lockwood, A. (2003). Predictors of success in the era of the boundaryless
career. Journal of Organizational Behavior, 24, 689-708. http://doi.org/dwnscn

Fay, D., & Frese, M. (2001). The concept of personal initiative: An overview of validity studies.
Human Performance, 14, 97-124. http://doi.org/c6cgs8

Fay, D., & Sonnentag, S. (2002). Rethinking the effects of stressors: A longitudinal study on personal
initiative. Journal of Occupational Health Psychology, 7, 221-234. http://doi.org/b2txvq

Frese, M., Garst, H., & Fay, D. (2007). Making things happen: Reciprocal relationships between
work characteristics and personal initiative in a four-wave longitudinal structural equation model.
Journal of Applied Psychology, 92, 1084—1102. http://doi.org/ctm66b

Fuller, B., Jr., & Marler, L. E. (2009). Change driven by nature: A meta-analytic review of the
proactive personality literature. Journal of Vocational Behavior, 75, 329-345. http://doi.org/
dqc699

Gao, Z. (2012). American Chinese science and technology talents’ will to return and the transition
of China’s policy to absorb overseas talents [In Chinese]. Science & Technology Progress and
Policy, 29, 145-150.

Han, Y., Wang, M., & Dong, L. (2014). Role conflict and the buffering effect of proactive personality
among middle managers. Social Behavior & Personality: An international journal, 42, 473-486.
http://doi.org/7tn

Hutri, M., & Lindeman, M. (2002). The role of stress and negative emotions in an occupational crisis.
Journal of Career Development, 29, 19-36.

Karasek, R. (1979). Job demands, job decision latitude, and mental strain: Implications for job
redesign. Administrative Science Quarterly, 24, 258-308. http://doi.org/bgtgnp

Karasek, R., & Theorell, T. (1990). Healthy work: Stress, productivity and the reconstruction of
working life. New York, NY: Basic Books.

Keller, A. C., Bergman, M. M., Semmer, N. K., & Samuel, R. (2014). Psychological, educational,
and sociological perspectives on success and well-being in career development. Dordrecht, The
Netherlands: Springer.

McDonald, K. S., & Hite, L. M. (2005). Reviving the relevance of career development in human
resource development. Human Resource Development Review, 4, 418-439. http://doi.org/
dmfqwr

Pan, Z., & Liu, H. (2012). Cognitive conflict as antecedents of science-technology and management
talent’s turnover: Comparing employees and science-technology managers [In Chinese]. Science
of Science and Management, 33, 146—152.

Park, C. L., Cohen, L. H., & Murch, R. L. (1996). Assessment and prediction of stress-related growth.
Journal of Personality, 64, 71-105. http://doi.org/bqfnxf

Parker, S. K., Bindl, U. K., & Strauss, K. (2010). Making things happen: A model of proactive
motivation. Journal of Management, 36, 827-856. http://doi.org/d5v6hc

Parker, S. K., & Sprigg, C. A. (1999). Minimizing strain and maximizing learning: The role of job
demands, job control, and proactive personality. Journal of Applied Psychology, 84, 925-939.
http://doi.org/fh597s


http://doi.org/fqbcg7
http://doi.org/dqc699
http://doi.org/dmfqwr

STRESS-RELATED GROWTH 617

Powell, T., Hubschman, B., & Doran, M. (2001). Career development through informal learning: A
review of the literature. Proceedings of the Academy of Human Resource Development Conference,
USA, 821-827. Retrieved from http://www.researchgate.net/publication/259931510_Career_
Development_Through_Informal_Learning A_Review_of_the_Literature

Rau, R. (2006). Learning opportunities at work as predictor for recovery and health. European
Journal of Work and Organizational Psychology, 15, 158-180. http://doi.org/dbrzpc

Schaefer, J., & Moos, R. (1992). Life crises and personal growth. In B. Carpenter (Ed.), Personal
coping: Theory, research, and application (pp. 149—170). Westport, CT: Praeger.

Seibert, S. E., Kraimer, M. L., & Crant, J. M. (2001). What do proactive people do? A longitudinal
model linking proactive personality and career success. Personnel Psychology, 54, 845-874.
http://doi.org/cks2pz

Skule, S. (2004). Learning conditions at work: A framework to understand and assess informal
learning in the workplace. International Journal of Training and Development, 8, 8-20. http://
doi.org/bcb3w3

Taris, T. W., & Feij, J. A. (2004). Learning and strain among newcomers: A three-wave study on
the effects of job demands and job control. The Journal of Psychology, 138, 543-563. http://
doi.org/d4f77t

Taris, T. W., Kompier, M. A. J., De Lange, A. H., Schaufeli, W. B., & Schreurs, P. J. G. (2003).
Learning new behaviour patterns: A longitudinal test of Karasek’s active learning hypothesis
among Dutch teachers. Work & Stress, 17, 1-20. http://doi.org/fqc644

Taris, T. W., Kompier, M. A. J., Geurts, S. A. E., Houtman, I. L. D., & Van den Heuvel, F. F. M.
(2010). Professional efficacy, exhaustion, and work characteristics among police officers: A
longitudinal test of the learning-related predictions of the demand—control model. Journal of
Occupational and Organizational Psychology, 83, 455-474. http://doi.org/bd2bwp

Tornau, K., & Frese, M. (2013). Construct clean-up in proactivity research: A meta-analysis on the
nomological net of work-related proactivity concepts and their incremental validities. Applied
Psychology, 62, 44-96. http://doi.org/7tq

van Veldhoven, M., & Dorenbosch, L. (2008). Age, proactivity and career development. Career
Development International, 13, 112—131. http://doi.org/bfwms4

Wielenga-Meijer, E. G. A., Taris, T. W., Kompier, M. A. J., & Wigboldus, D. H. J. (2010). From
task characteristics to learning: A systematic review. Scandinavian Journal of Psychology, 51,
363-375. http://doi.org/fk8tk3

Zapf, D., Dormann, C., & Frese, M. (1996). Longitudinal studies in organizational stress research: A
review of the literature with reference to methodological issues. Journal of Occupational Health
Psychology, 1, 145-169. http://doi.org/bvr3z8

Zhao, X., Liu, Q., & Yu, L. (2013). A review of the literature on the learning effect of work stress and
the construction of a triadic reciprocal model [In Chinese]. Foreign Economics & Management,
35, 52-62.

Zhao, X., Zhao, X. P, Zhou, M., & Xu, H. (2011). Proactive behavior: A new field of organizational
behavior research [In Chinese]. Chinese Journal of Management, 11, 1719-1727.


http://www.researchgate.net/publication/259931510_Career_Development_Through_Informal_Learning_A_Review_of_the_Literature
http://doi.org/bcb3w3
http://doi.org/d4f77t

618 STRESS-RELATED GROWTH




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


