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Abstract 

Proactive behaviour overall and personal initiative, in particular, have become the most 

desired characteristics of modern employees. Despite the amount of research on proactive 

behaviour, the views on its well-being outcomes vary: several scholars discuss its benefits, 

while others insist on its adverse consequences. This study aims to combine the two 

conflicting streams of research and empirically test the dual pathway model of proactive 

behaviour. By utilising the daily diary design, we analysed the effect of personal initiative on 

emotional exhaustion and subsequent relaxation at the end of the working day. This study 

examined the resource-gaining and resource-depleting mechanisms of the personal initiative 

via both a direct effect on emotional exhaustion and through the mediating function of 

making progress on work goals. Proactive personality was hypothesised to act as a moderator 

to enhance the resource-gaining path and weaken the resource-depleting one. Using the daily 

diary data of 156 New Zealand employees, this study found evidence to support the resource-

gaining path but not the resource-depleting one. The daily personal initiative was found to 

significantly negatively affect the level of end-of-day emotional exhaustion either directly or 

via the mediator. Nearly half of this effect is attributed to the mediating role of making 

progress on one’s work goals. Moreover, the negative effect is even more prominent for 

people scoring high in proactive personality. This study also contributes to the existing 

research on daily recovery by providing evidence on the negative relationship between 

personal initiative in the morning, levels of emotional exhaustion at the end of a working day, 

and employees’ evening relaxation. 

Keywords: personal initiative, proactive behaviour, proactive personality, work goals 

progress, emotional exhaustion, relaxation, resource-gaining, resource-depleting, well-being  
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CHAPTER I 

Introduction 

Proactive behaviour, defined as “taking initiative in improving current circumstances 

or creating new ones, or challenging the status quo rather than passively adapting to present 

conditions” (Crant, 2000, p.436), has become one of the most desirable features of a modern 

employee (McCormick et al., 2019). This is because of its proven association with a variety 

of organisational outcomes such as job performance (Thomas et al., 2010; Tornau & Frese, 

2013) and innovation (Parker et al., 2019). Repeatedly, research has shown that proactive 

employees are self-motivated and achieve better career success (Strauss et al., 2012; Wu et 

al., 2018). Specifically, proactive behaviour in the form of employees showing personal 

initiative is valued by growth-oriented organisations, given the self-starting, future-oriented 

nature of this type of proactivity aimed at achieving goals (Frese & Fay, 2001). Such 

voluntary extra-role behaviour to overcome potential hurdles (Crant, 2000; Frese & Fay, 

2001) is considered a valuable asset in creating and delivering a company’s strategic mission.  

Despite the amount of research on proactive behaviour, or personal initiative, in 

particular, a few issues warrant further attention. Specifically, the views on the relationship 

between engaging in proactive behaviour and emotional exhaustion vary across studies. 

Emotional exhaustion is defined as “feelings of being emotionally overextended and depleted 

of one’s emotional resources” (Maslach, 1993, pp. 20–21), which is an important well-being 

indicator and has been shown to be negatively related to job performance (Janssen et al., 

2010). On the one hand, because people with high initiative proactively seek to improve their 

environment (Crant, 2000), they are argued to be better at utilising their resources to 

maximise the achievement of goals. In line with this view, several scholars concluded that 

personal initiative should decrease exhaustion (Taris & Wielenga-Meijer, 2010; Wang & Li, 

2015). As these people act proactively and persistent towards tackling problems when or 
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before they occur and bring about positive changes to the work environment, they are less 

likely to run into situations where resources are depleted compared to those who do not 

behave proactively. On the other hand, showing initiative also requires additional effort 

expenditure in the face of challenges (Frese & Fay, 2001). As such, several scholars have 

argued that proactive behaviour generally has energy- and resource-consuming function and 

therefore reduces well‐being (Bolino et al., 2010; Strauss et al., 2017; Zacher et al., 2019). 

For example, Bolino et al. (2010) suggested that proactive behaviour itself can serve as a 

potential source of job strain, leading to energy depletion, conflicts, and frustration. The latter 

perspective posits a contradictory view, arguing that proactive behaviour is positively related 

to emotional exhaustion by depleting one’s resources. 

Empirical evidence has been similarly divergent. From the resource-gaining point of 

view, some scholars argue for positive well-being outcomes of proactive behaviour, such as 

higher job satisfaction, affective commitment, positive affect (Tornau & Frese, 2013), and 

improved psychological well-being (Wang & Li, 2015). Personal initiative was also found to 

increase people’s resources in terms of the motivation to learn (Taris & Wielenga-Meijer, 

2010). In contrast, other scholars view proactivity as a resource-draining activity that causes 

irritability, work-related rumination and subsequently leads to employee withdrawal (Pingel 

et al., 2019). Similarly, Zacher et al. (2019) found that personal initiative was associated with 

decreased emotional engagement and increased exhaustion. Some research also found that 

proactive work behaviour had both positive and negative influences on individual well-being, 

such that it leads to higher vitality but also higher anxiety and more difficulties with bedtime 

detachment (Cangiano et al., 2019). 

To integrate these conflicting positions, we aim to investigate further the 

multifaceted effects of the daily behaviour of personal initiative on employees’ emotional 

exhaustion at the end of the workday. We draw upon Cangiano and Parker’s (2015) dual-
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pathway theoretical framework, which suggests that proactive behaviour influences mental 

health and well‐being in two main pathways—resource-gaining and resource-depleting. 

Specifically, the resource-gaining path implies that proactive individuals are self-motivated to 

satisfy their needs and hence enjoy better well-being. In contrast, the resource-depleting path 

argues that proactive behaviour, as a type of extra-role activity, requires an additional effort 

that leads to resource depletion and increases emotional exhaustion. Consistent with 

Cangiano and Parker’s (2015) dual-pathway theoretical model, we examine the dynamics of 

the resource-gaining and resource-depleting mechanisms in the current study and examine the 

dynamic relationships using a daily diary design. In particular, we suggest that one’s 

engagement in proactive behaviour in the morning begets a resource-gaining process, which 

has the potential to reduce end-of-day exhaustion through increasing one’s daily work goal 

progress. In addition, performing proactive behaviour itself also involves resource depletion 

and should have a positive direct effect on end-of-day exhaustion. By separating the direct 

and indirect influence mechanisms of proactive behaviour on emotional exhaustion, we 

contribute to the literature by delineating the seemingly contradictory theoretical connections 

between the two.   

We then link proactive behaviour and emotional exhaustion to more distal well-

being outcomes in the evening, namely, home recovery. The lack of proper recovery has been 

related to harmful well-being outcomes, such as fatigue and sleep problems, while its 

presence has been linked to higher life satisfaction, better job performance, and engagement 

(Binnewies et al., 2009; Zijlstra & Sonnentag, 2006). Empirical research also confirms the 

negative effect of insufficient recovery on people’s physical and psychological health 

(Grebner et al., 2005; Gump & Matthews, 2000). Proactive individuals are often passionate 

about their job and find it difficult to switch off from work in the evening (Cangiano et al., 

2021), which commonly results in higher levels of emotional exhaustion and a higher need 
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for recovery (Sonnentag et al., 2010). We will focus our attention on one type of people’s 

recovery – their relaxation after work – and expect that the increase in exhaustion caused by 

the personal initiative will impede people’s relaxation after work. 

Our research model is presented in Figure 1. We discuss our rationale in more detail 

further. 

Theoretical Background and Hypotheses Development 

Dual Pathways between Proactive Behaviour and Emotional Exhaustion 

The Cangiano and Parker (2015) theoretical model proposes a dual-pathway 

relationship between people’s proactive behaviour and well-being. The resource-gaining path 

of proactive behaviour, which they refer to as the “motivation pathway”, is suggested to 

improve people’s mental and psychological state. This path is characterised by the positive 

spiral of well-being benefits stimulating further proactive behaviour. In contrast, the resource-

depleting path of proactive behaviour implies that individuals’ engagement in proactive 

behaviour consumes their energy and, as a result, they experience more stress leading to such 

adverse outcomes as increased emotional strain and role overload. 

According to the dual pathway model, personal initiative, as a type of proactive 

behaviour, has a resource-depletion role and increases exhaustion, given that this behaviour 

requires additional efforts and thus requires the use of psychological resources (Hahn et al., 

2012). Highly initiative employees usually have increased persistence to overcome obstacles, 

which places a higher need for effective coping, ultimately resulting in more stress (Bolino & 

Turnley, 2005). Empirical evidence also exists to support that personal initiative, or more 

broadly proactive work behaviour, negatively predicts well-being outcomes. For example, 

Gawke et al. (2018) found a positive relationship between employee’s proactive 

intrapreneurial behaviour and their exhaustion. Fay and Hüttges (2017) found that the need to 

invest additional effort to show personal initiative is connected to increased daily cortisol 
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output, leading to increased fatigue. More direct evidence comes from Zacher et al. (2019), 

which found that personal initiative increased exhaustion 12 months later through positive 

affect. In line with the prior evidence, we expect that on a more dynamic scale, daily personal 

initiative will deplete people’s daily psychological resources, resulting in their higher levels 

of emotional exhaustion at the end of the day. Therefore, we propose:  

Hypothesis 1: Daily personal initiative positively predicts emotional exhaustion at the 

end of a workday. 

In addition to the direct effect of personal initiative on exhaustion due to resource 

depletion, it also has the potential for resource gain through facilitating work goals progress, 

which would then potentially reduce exhaustion. Personal initiative is a self-starting and 

autonomous behaviour, characterised by agency and goals-pursuit, motivated by individuals’ 

striving to meet their goals or psychological needs (Deci & Ryan, 2000). Deci and Ryan 

(2000) suggest that people have a cybernetic nature, that they tend to have the motivation to 

progress on their work goals (Diener & Fujita, 1995) and constantly compare the actual goal 

progress with the expected “standard” to get a general sense of goal progress (Carver & 

Scheier, 1990). Similarly, Cangiano and Parker (2015) view proactivity as a purposeful 

behaviour aimed at achieving goals that lead to beneficial well-being outcomes.  

We expect daily personal initiative to contribute positively to one’s daily work goals 

progress for the following reasons. First, we argue that a few key features of this behaviour 

make it crucial for pursuing work goals, especially when goals are challenging. Personal 

initiative is highly driven by striving to satisfy one’s psychological needs (Strauss & Parker, 

2014), of which the successful pursuit of goals is an important one. The self-starting essence 

of personal initiative is key to work goals progress, as it drives individuals to act on a 

problem proactively and persist in overcoming barriers on their way (Frese & Fay, 2001). 

Further, the personal initiative also implies provisioning for future challenges and aiming to 
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overcome them (Searle, 2008). Consequently, the personal initiative allows individuals to 

plan ahead and execute the needed changes to better achieve their work goals.  

In addition, indirect evidence supporting the positive relationship between personal 

initiative and work goals progress can be implied from research on proactive behaviour and 

job performance, as daily work goals progress, to some extent, reflects individuals’ self-

assessed job performance. Plenty of research has shown that proactive behaviour is 

associated with higher performance although with a longer time scale (e.g., Thomas et al., 

2010). Researchers argue that taking personal initiative implies actively seeking solutions and 

developing a future-oriented perspective about work (Frese & Fay, 2001), thus contributing to 

better performance. Meta-analytical data also suggests positive relationships between 

personal initiative and multiple performance constructs such as innovation (r= .24), objective 

performance (r= .19), and other-rated performance (r= .31; Tornau & Frese, 2013). This 

evidence leads us to believe that personal initiative would aid individuals to progress better 

on their work goals. 

In sum, given the goals-pursuing vector of personal initiative, we expect one’s daily 

engagement in the personal initiative behaviour to positively predict progress on work goals 

at the end of the workday. 

Hypothesis 2: Daily personal initiative positively predicts perceived work goals 

progress at the end of a workday. 

 Good progress in pursuing work goals, in turn, contributes to people’s positive 

outlook on their day and thus has a potential to decrease the end-of-day exhaustion. This 

corresponds to the resource-gaining motivational pathway in Cangiano and Parker’s (2015) 

model, which explains proactive behaviour through the lens of the psychological needs’ 

satisfaction that guides individuals’ goals-setting and pursuing processes. They argue that 

goals-pursuit leads to a spiral of positive emotions, energizing individuals and improving 
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their well-being. Such goals are important to the employees’ self and are congruent with their 

values and beliefs. Therefore, achieving goals should serve as a source of resources (Ryan & 

Deci, 2008).  

Empirically, research has also shown that goals striving, in a broad sense, leads to 

better subjective well-being (Klug & Maier, 2015). Pursuing goals congruent with one’s 

psychological needs impacts one’s well-being even more positively (Sheldon & Kasser, 1998; 

Fleeson & Cantor, 1994; Wiese & Freund, 2005), given that they are intrinsically rewarding 

and serve basic needs (Deci & Ryan, 2000). In particular, research has even shown that goal 

progress contributes to subjective well-being to a greater extent than achieving goals, 

indicating that the process of moving toward goals provides a person’s life with structure and 

meaning (Klug & Maier, 2015; Brunstein et al., 1998). In other words, the perception that one 

has made progress is even more satisfying than the result of goal completion.  

Specific to the work domain, one’s work goals’ accomplishment has been linked to 

positive well-being such as job satisfaction and affective commitment (Maier & Brunstein, 

2001). Research has also shown that one’s positive regard during the evaluation of progress 

leads to a better emotional state (Sonnentag & Grant, 2012). Just as a good daily assessment 

of goals progress reflects resource gain, the perception of underachieving, running out of 

time, and not accomplishing work goals can be resource-draining, which adds mental 

pressure and increases emotional exhaustion (Ilies et al., 2010). Relatedly, the pressure of 

falling behind leads to increased exhaustion (Bennett et al., 2016). Based on these arguments 

above, we expect that making progress on work goals would decrease the extent to which one 

feels exhaustion at the end of each day.     

Hypothesis 3: Perceived daily work goals progress negatively predicts emotional 

exhaustion at the end of a workday.   
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Work Goals Progress as a Mediator 

Subsuming the arguments above, we suggest that individuals’ daily personal 

initiative should negatively and indirectly influence end-of-day exhaustion through increasing 

work goals progress. Given that personal initiative aims to satisfy one’s needs (Strauss & 

Parker, 2014), progressing on the goals aligned with one’s motives would positively affect 

their well-being and make them feel better at the end of those days. In addition, individuals 

applying personal initiative will gain resources through making progress on their daily work 

goals, which also reduces emotional exhaustion from a resource perspective (Bakker & 

Demerouti, 2007). 

It is worth noting that past research has suggested that organisational citizenship 

behaviour (OCB) leads to more emotional exhaustion by reducing work goals progress (i.e., 

Koopman et al., 2016). This research highlighted that engaging in OCB deviates one from 

performing one’s core tasks, thus making it more difficult for one to make progress on work 

goals. As a result, people who perform a lot of OCBs tend to fail to achieve daily goals, 

which leads to more emotional exhaustion. Although this may seem contradictory to our 

arguments as OCB and proactive behaviour appear to share many common features, we argue 

that proactive behaviour in the form of personal initiative substantially differs from OCB 

when it comes to their effects on work goals progress, and that it should be positively instead 

of negatively related to work goals progress. Different from OCB, which usually takes one’s 

attention away from one’s task at hand, personal initiative is goal-oriented and task-focused, 

which should contribute directly and positively to one’s task completion and goal 

achievement. As we argued above, personal initiative not only contributes but is sometimes 

even necessary to make progress on one’s work goals.  
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In sum, we argue that daily personal initiative will lead to less emotional exhaustion 

at the end of the day via the mediating mechanism of daily work goals progress. Therefore, 

we propose the following mediating hypothesis:  

Hypothesis 4: End-of-day perceived work goals progress mediates the relationships 

between daily personal initiative and emotional exhaustion.  

The Moderating Role of Proactive Personality 

The fact that personal initiative has both resource-gaining and resource-depleting 

functions suggests boundary conditions. We argue that proactive personality serves as one 

important boundary condition determining which path is more prominent. Proactive 

personality refers to the personal disposition to “identify opportunities and act on them, show 

initiative, and persevere until they bring about the meaningful change” (Crant & Bateman, 

2000, p. 65). Individuals with a strong proactive personality are naturally inclined to engage 

in proactive, task-driven behaviours and show initiative to improve their current situation 

(Crant, 2000; Li et al., 2017). Empirical findings indicate a positive relationship between 

proactive personality and a variety of outcomes, including performance (Thomas et al., 2010; 

Thompson, 2005), work engagement (Christian et al., 2011), and career success (Fuller & 

Marler, 2009; Seibert et al., 1999).  

Specifically, we expect that people with a strong proactive personality tend to gain 

resources more than depleting resources from engaging in proactive behaviour and vice 

versa. Although the cybernetic view suggests that people are generally proactive by nature, 

proactive personality theory argues that people still differ in the extent to which they are 

willing to take action to initiate environmental change (Bateman & Crant, 1993). Further, 

proactive personality determines the extent to which being proactive is consistent with one’s 

psychological needs and, in turn, influences the individual’s choice to engage in proactive 

behaviour (Ryan et al., 2019). Naturally proactive individuals are inclined to look for ways to 
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change the work environment to better serve their psychological needs, and taking personal 

initiative is a good way to satisfy this need (Crant, 2000; Crant & Bateman, 2000). We 

believe that proactive individuals are more likely to set proactive goals and take personal 

initiative (Frese & Faye, 2001) than those scoring lower on proactivity. Crant et al. (2017) 

further suggested that proactive individuals perceive more psychological empowerment, 

resulting in higher confidence to complete work tasks and pursue their work goals. Pursuing 

goals driven by one’s psychological needs improves subjective well-being (Sheldon & 

Kasser, 1998; Greguras & Diefendorff, 2010; Klug & Maier, 2015). Therefore, we expect 

that individuals high in proactivity would perceive showing initiative as the means to satisfy 

their psychological needs and pursue their goals, thus more likely to engage in such 

behaviours, resulting in their enhanced vitality and lower exhaustion.  

In contrast, people with lower natural proactivity tend to be more risk-averse in 

showing their initiative due to perceiving potential frustration of their needs (Ryan et al., 

2019).  To these people, pursuing a proactive work goal means that more psychological 

resources are needed, thus performing proactive behaviour itself is more likely to lead to their 

depletion (Hahn et al., 2012). Due to the probability of failure, showing initiative would be 

inconsistent with their psychological needs. Such people perceive the cognitive effort 

required for personal initiative as resource-draining and risky, causing fatigue and hurting 

performance (Muraven & Baumeister, 2000). We expect that the level of exhaustion from 

proactivity would differ between naturally proactive people and those with lower scores. The 

less-proactive people, already having little psychological resources for proactive behaviour, 

are more likely to extend themselves further and experience greater resource depletion. 

Therefore, we expect people scoring lower on proactive personality to experience more 

emotional exhaustion at the end of the workday.  
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The empirical evidence of the relationship between proactive personality and 

emotional exhaustion, similar to the one with proactive behaviour, is not clear-cut. On the 

one hand, proactive individuals’ sensitivity to a psychological strain result in lower 

performance indicators (Harvey et al., 2006). On the other hand, scholars argue for a positive 

buffering effect of proactive personality on people’s job strain and emotional exhaustion 

(Jawahar et al., 2012; Alarcon et al., 2009; Parker & Sprigg, 1999). We hypothesise that 

proactive personality regulates the effect of either resource-gaining or resource-depleting 

paths of personal initiative. We rely on the findings of Schmitt et al. (2015), who concluded 

that proactive behaviour altered people’s level of emotional exhaustion after bearing an 

increased level of responsibility at work. They argue that individuals engaging in personal 

initiative are more willing to take more responsibility compared to people exhibiting less 

initiative, who are more psychologically drained by it. This evidence suggests that naturally 

proactive people benefit from proactive behaviour, since it gains their resources, while the 

less-proactive people consider it resource-draining and inconsistent with their needs. Thus, 

we hypothesise that proactive personality moderates the effect of the personal initiative on 

emotional exhaustion through the prism of the individual’s perception of making goals 

progress. Specifically, we expect that showing initiative is natural for people high in 

proactive personality, would enhance their progressing on work goals and lower their 

exhaustion. In contrast, people with lower proactivity scores would perceive personal 

initiative as a resource-draining activity, which would result in their increased exhaustion.   

Hypothesis 5: Proactive personality moderates (strengthens) the relationship 

between personal initiative and work goals progress.  

Hypothesis 6: Proactive personality moderates (weakens) the relationship between 

personal initiative and emotional exhaustion.  
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End-of-Day Emotional Exhaustion and Evening Recovery at Home 

Lastly, we argue that exhaustion at the end of the work day would lead to difficulties 

in relaxing in the evening. The negative relationship between exhaustion and the need for 

recovery has been discussed in the literature (Demerouti et al., 2009). Previous research 

showed that recovery during vacations (Westman & Eden, 1997) and weekends (Fritz & 

Sonnentag, 2005) reduces emotional exhaustion. Therefore, it is logical to hypothesise that 

the increased exhaustion would require more recovery and vice versa (Sonnentag et al., 

2010).  

Relaxation is central to the process of recovery and generally implies experiencing 

positive emotions through pleasant activities and low cognitive engagement (Sonnentag & 

Fritz, 2007). The meta-analytical data suggests that emotional exhaustion, resulted from the 

increased job demands, negatively affects employees’ relaxation (Bennet et al., 2018). 

Contrary to the common belief, relaxation activities also require time and energy, such as 

going for a walk, light exercise, or mindfulness practice (Xanthopoulou et al., 2018). 

Therefore, highly exhausted individuals, whose resources are depleted, would experience 

difficulties with relaxation.  Hence, we expect that the increase in exhaustion would 

negatively impact people’s relaxation.     

Hypothesis 7: End-of-the-day exhaustion negatively predicts relaxation. 
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CHAPTER II 

Method 

Participants and Procedure 

Participants in New Zealand were recruited to participate in the current study. 

Participants needed to be 18 years or older, be employed by their current work organisation 

for at least 6 months, work for a minimum of 30 hours per week, and have a regular Monday-

Friday work schedule. The Mahalanobis distance multivariate outlier detection method was 

used to minimise the error (Etherington, 2021). The final sample consisted of 156 

participants. Their mean age was 38 years (SD = 10.35), their current employers employed 

them for 5.21 years on average (SD = 6.10), and about 87% of the participants were females. 

The study consisted of 2 stages of data collection. During the first stage, the 

participants were required to complete a general questionnaire, collecting their 

demographical and personality data. Then they completed daily surveys three times a day for 

five consecutive work days (Monday-Friday): personal initiative was measured halfway 

through the working day (in the morning survey), then the participants reflected on their work 

goals progress and reported their current perception of emotional exhaustion at the end of the 

working day (in the afternoon survey), and their relaxation before going to bed (in the 

evening survey). All surveys were delivered in an online format through Qualtrics. To 

minimise the impact of the COVID-19 limitations and ensure the participants’ working 

environments were as close to natural as possible, they were asked to participate during the 

week while working at their normal employer’s premises. Every participant was rewarded 

with a $10 fuel or groceries voucher for completing the general or each daily survey, totalling 

up to $60 for participating in all surveys.        
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Measures 

Proactive personality. We assessed the participants’ tendency to be proactive using 

the shortened version of Bateman & Crant’s (1993) scale (Seibert et al., 1999). The responses 

were recorded using the 7-point Likert scale ranging from 1 (strongly disagree) to 7 (strongly 

agree). The following six statements were included in the general survey: “If I see something 

I don’t like, I fix it”, “No matter what the odds, if I believe in something I will make it 

happen”, “I love being a champion for my ideas, even against others’ opposition”, “I excel at 

identifying opportunities”, “I am always looking for better ways to do things”, “If I believe in 

an idea, no obstacle will prevent me from making it happen”. The scale reliability is .72.  

Personal initiative. Participants reported their daily engagement in initiative 

activities with the following statements: “I looked for better ways to do things”, “I actively 

attacked problems”, and “I took the initiative to start new projects/tasks” (Frese et al., 1997). 

The 5-point Likert scale ranged from 1 (strongly disagree) to 5 (strongly agree). Cronbach 

alpha for this scale averaged .84 for five days. 

Work goals progress. Daily work goals progress was measured by asking 

participants the extent to which they perceive making progress at work, using the adapted 

version of Wanberg et al.’s (2010) measure based on the 5-point Likert scale ranging from 1 

(strongly disagree) to 5 (strongly agree). The scale included the following statements: “I 

made a great deal of progress toward achieving my work goals”, “I hardly made any progress 

in achieving my work goals”, and “I had a productive day today in relation to my work 

goals”. The average scale reliability for five days equals .84. 

Emotional exhaustion. Emotional exhaustion was measured with the following three 

items, adapted from the emotional exhaustion subscale of the Maslach Burnout Inventory: “I 

felt used up”, “I felt emotionally drained”, and “I felt burned out” (Maslach & Jackson, 
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1993). The 5-point Likert scale ranged from 1 (strongly disagree) to 5 (strongly agree). 

Cronbach’s alpha for this scale averaged .86 for five days. 

Relaxation. Participants’ level of relaxation in the evening was measured using the 

adapted version of the Recovery Experience Questionnaire (Sonnentag & Fritz, 2007). The 

following four statements were included and assessed using the 5-point Likert scale ranging 

from 1 (strongly disagree) to 5 (strongly agree): “I kicked back and relaxed”, “I did relaxing 

things”, “I used the time to relax”, and “I took time for leisure”. The average internal 

reliability coefficient for five days equals .91. 

Control variables. Participants’ gender and age were used as control variables. 

Data Analysis 

Because data in the current study were nested (i.e., repeated daily measurements 

nested within individual-level characteristics), we conducted multilevel regression analyses to 

test our hypotheses using the “multilevel” R package. The within-individual variables, 

including daily measurements of personal initiative, work goals progress, emotional 

exhaustion, and relaxation were modelled at level 1. The between-individual variables (i.e., 

age, gender, and proactive personality) were modelled at level 2. We grand mean centred the 

predictor (personal initiative) and the moderator (proactive personality) when testing the 

moderation effect (Scott & Barnes, 2011).  

Results 

Descriptive statistics, including means, standard deviations, and inter-correlations 

among the studied variables, are presented in Table 1. Contrary to our expectations, results 

showed that personal initiative was negatively correlated with emotional exhaustion  

(r = –.14, p < .01). However, personal initiative positively correlated with work goals 

progress (r = .33, p < .01), which, in turn, negatively correlated with emotional exhaustion 

(r = –.33, p < .01), providing preliminary support for our resource-gaining hypotheses. As 
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expected, emotional exhaustion negatively correlated with relaxation (r = –.35, p < .01). 

Also, proactive personality positively correlated with personal initiative (r = .25, p < .01) and 

work goals progress (r = .15, p < .01), but negatively correlated with emotional exhaustion  

(r = –.10, p < .05). In addition, age positively correlated with work goals progress (r = .09, 

p < .05) and negatively correlated with emotional exhaustion (r = –.10, p < .05), 

The results of the multilevel regression analysis are presented in Table 2 and Figure 2. 

Results failed to support Hypothesis 1, as personal initiative negatively predicted emotional 

exhaustion (γ = –.18, p < .001). Personal initiative positively predicted work goals progress 

(γ = .29, p < .001), supporting Hypothesis 2. In addition, in line with Hypothesis 3, work 

goals progress negatively predicted emotional exhaustion (γ = –.31, p < .001).  

To test Hypothesis 4, we used a Monte Carlo method based on 5,000 simulations to 

estimate the mediation effect. Hypothesis 4 was supported: result indicated that work goals 

progress mediated the effect of morning personal initiative on end-of-day emotional 

exhaustion: indirect effect = –.09, 95% CI = [-.13, -.05], p < .001. Moreover, 48% of the 

total effect between personal initiative and emotional exhaustion was mediated through work 

goals progress.  

Hypothesis 5 was not supported, as the moderation effect of proactive personality on 

the relationship between personal initiative and work goals progress was not significant 

(γ = .07, p > .05). In comparison, Hypothesis 6 was supported, as the moderation effect of 

proactive personality on the relationship between personal initiative and emotional 

exhaustion was significant (γ = –.14 p = .01). This finding suggests that people high in 

proactive personality experience less emotional exhaustion after showing personal initiative 

than those who lack proactive personality. The significant moderation effect was further 

plotted in Figure 3. Simple slope analysis results showed that when proactive personality is 

high, personal initiative significantly and negatively predicted emotional exhaustion  
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(r = –.32, p < .001); when proactive personality is low, the effect became nonsignificant  

(r = –.03, p > .05).  

Lastly, the effect of emotional exhaustion on home relaxation was significant and 

negative (γ= –.31, p < .001), supporting Hypothesis 7.  

  



RESOURCE-GAINING MECHANISM OF PERSONAL INITIATIVE 18 

CHAPTER III 

Discussion 

In this study, we used Cangiano and Parker’s (2015) theoretical framework to 

examine the daily dual pathway effects of the personal initiative at work. Specifically, 

Cangiano and Parker’s (2015) model suggests that proactive behaviour such as personal 

initiative influences employees’ well-being, in our case, afternoon emotional exhaustion and 

end-of-workday relaxation via two pathways, resource-gaining and resource-depleting. We 

propose that personal initiative activates a resource-gaining path through positively 

influencing work goals progress, which reduces end-of-day exhaustion through boosting 

employees’ resources; on the other hand, personal initiative was also proposed to activate a 

resource-depleting path, where peoples’ engagement in personal initiative directly predicts 

more end-of-day emotional exhaustion. We also proposed the moderating role of proactive 

personality in enhancing the effects of the resource-gaining path and weakening the effect of 

the resource-depleting path.  

Overall, our results supported the resource-gaining path but not the resource-depleting 

path using a daily diary design. Specifically, personal initiative did not increase the level of 

emotional exhaustion both directly and indirectly, which differs from findings from previous 

research (Belschak et al., 2010; Bolino et al., 2010; Strauss et al., 2017; Zacher et al., 2019). 

We explain such a difference by the fact that our study explored transient effects of personal 

initiative. Given that we deployed a daily study design, it is likely that our results did not 

capture the long-term cumulative effect of personal initiative on emotional exhaustion, unlike 

Zacher et al. (2019). Besides, several external and motivational factors may influence this 

relationship (Belschak et al., 2010; Bolino et al., 2010; Strauss et al., 2017) and activate the 

resource-depleting path, which we did not investigate in our study. In comparison, the 

resource-gaining path was supported by the findings that the direct effect of morning personal 
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initiative on end-of-day emotional exhaustion and the indirect effect through works goals 

progress are both negative. The end-of-day emotional exhaustion has a direct negative effect 

on relaxation in the evening. Our findings, therefore, support the daily resource-gaining 

benefits of personal initiative: engaging in initiative behaviour in the morning reduces the 

level of exhaustion at the end of the working day by helping one make more progress on 

one’s work goals, which, in turn, negatively predicted one’s ability to relax in the evening. In 

addition, personal initiative also reduced emotional exhaustion through mechanisms other 

than progressing on one’s work goals. These findings, therefore, indicate that employees’ 

engaging in proactive behaviour has immediate benefits on a daily time scale.  

The moderating role of proactive personality was significant only for the resource-

gaining path, enhancing the direct negative relationship between personal initiative and 

emotional exhaustion: the higher the proactivity scores, the more strongly that personal 

initiative lowers emotional exhaustion. Therefore, our study showed that personal initiative 

behaviour was more beneficial in terms of reducing exhaustion for people who are proactive 

by nature. In comparison, proactive personality did not significantly moderate the effect of 

daily personal initiative on daily goals progress, indicating that personal initiative helps 

people make better progress on work goals irrespective of one’s proactive personality. In 

other words, proactive behaviour has universal benefits – showing personal initiative in the 

morning increases one’s work goals progress at the end of the workday, whether the person is 

proactive by nature or not. People with proactive personalities are more likely to seek 

proactive problem solving (Parker et al., 2006), though they may not achieve better progress 

on their work goals than less proactive people. Individuals use initiative to make progress and 

satisfy their needs (Deci & Ryan, 2000), and therefore, the benefit of achieving a goal does 

not depend on the level of proactivity itself.  

We will discuss the implications of these findings in more detail further.  
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Theoretical Implications 

Our study contributes to research on personal initiative, or more broadly, on proactive 

behaviour, in several ways. First of all, proactive behaviour research has been evolving from 

focusing solely on its benefits (Crant, 2000; Frese & Fay, 2001; Parker et al., 2010) to then 

solely on its potential adverse consequences (Bolino et al., 2010; Strauss et al., 2017). 

Cangiano and Parker’s (2015) theoretical model first integrated the streams of research, but 

this model has not been empirically tested. To the best of our knowledge, this study is the 

first one to empirically test the Cangiano and Parker (2015) dual-pathway theoretical model, 

aiming to investigate the distinct daily resource-gaining and resource-depleting mechanisms 

of proactive behaviour in the form of taking personal initiative. Although we failed to find 

significant support for the resource-depleting mechanism, our results provide strong evidence 

supporting the resource-gaining function of proactive behaviour. Such findings extend the 

existing empirical research on the well-being benefits of proactive behaviour that used longer 

time lags (Taris & Wielenga-Meijer, 2010; Wang & Li, 2015) by not only suggesting that 

personal initiative leads to daily well-being benefits but also revealing that it is through 

progressing on one’s daily work goals that such benefit is achieved. Consequently, we 

contribute to the view of the more prominent benefits of pursuing personally important goals 

(Sheldon & Kasser, 1998; Fleeson & Cantor, 1994; Wiese & Freund, 2005) and expand the 

current view on the positive subjective well-being outcomes of the work goals progress (Klug 

& Maier, 2015; Maier & Brunstein, 2001; Brunstein et al., 1998). In particular, we highlight 

that personal initiative behaviour is the trigger of this process. 

Secondly, we investigated the relationship between personal initiative and emotional 

exhaustion based on a daily diary study design, which, to the best of our knowledge, has not 

been done before. Previously, this relationship has been found in cross-sectional studies (e.g., 

Wang & Li, 2015), over a fixed period (e.g., Taris & Wielenga-Meijer, 2010), or as part of a 
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longitudinal study (e.g., Zacher et al., 2019). By applying the daily diary design, we were 

able to provide empirical evidence on the dynamic relationship between morning personal 

initiative and end-of-day emotional exhaustion, emphasising the immediate benefits of daily 

proactive behaviour. Besides, by utilising a multilevel design, we were able to incorporate the 

between- and within-individual fluctuations, providing a more comprehensive view of this 

dynamic relationship. Consequently, our study makes a methodological contribution by 

adding strong empirical evidence to the field. 

Thirdly, we found that the benefits of showing initiative in reducing emotional 

exhaustion are more prominent for people who score higher on proactive personality. This 

finding extends Ryan et al. (2019) theoretical vision of the role personality traits play in 

influencing people’s engagement in proactive behaviour to satisfy their needs of seeking 

better well-being. Our results contribute to the existing evidence of the buffering role of 

proactive personality on the relationship between other predictors and emotional exhaustion 

(Jawahar et al., 2012; Parker & Sprigg, 1999) and emphasize the important role of proactive 

personality regarding how effective personal initiative can reduce emotional exhaustion. 

Consequently, we add to the common narrative that a proactive personality remains one of 

the most desirable features of modern employees (McCormick et al., 2019) by showcasing its 

important role in helping individuals better acquire psychological resources.  

Lastly, our evidence regarding emotional exhaustion negatively predicting 

individuals’ relaxation in the evening adds another dimension to the existing research on 

recovery (Bennet et al., 2018). Our findings contribute to the view that emotionally exhausted 

individuals would lack the resources to engage in relaxation activities (Xanthopoulou et al., 

2018) and, therefore, their well-being becomes compromised. Besides, our conclusion 

regarding the positive effect of work goals progress on emotional exhaustion, and subsequent 

better relaxation extends the view on the influence of work-related rumination, such as 
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problem-solving pondering (Querstret & Cropley, 2012), on individual recovery. 

Consequently, our study suggests that the resource-gaining mechanism of personal initiative 

is reflected in better recovery, particularly when individuals feel they have made progress on 

their work goals. 

Practical Implications 

Our finding on the resource-gaining nature of initiative behaviour offers a few 

practical implications for organisations, managers and employees. First, we show that 

proactive behaviour is beneficial not only because it leads to better performance (Tornau & 

Frese, 2013) but also because it helps reduce employees’ emotional exhaustion and increases 

end-of-workday relaxation. Hence, it is advisable for employers to encourage their personnel 

to show initiative to gain resources from solving complex problems and deliver productive 

results. A decrease in exhaustion is likely to translate into lower absenteeism and 

presenteeism rates (Cooper & Dewe, 2008), boosting employees’ performance and job/life 

satisfaction. Indeed, our study indirectly designates the importance of primary interventions 

to nurture, reward and promote employee initiative behaviour. Therefore, one of the practical 

implications for organisations would be creating an initiative-welcoming and rewarding 

company culture to support employees’ well-being and achieve higher productivity.   

Second, organisations could use our study results in their job design strategies to 

facilitate the positive well-being outcomes of personal initiative. Our results indicate the 

significance of the work goals progress in the resource-gaining path of proactive behaviour. 

By recognizing the motivational aspect of striving for psychological needs satisfaction 

(Strauss & Parker, 2014) and incorporating goals-planning into employees’ daily work, 

companies could increase employees’ awareness of their initiative’s purpose, maximising 

their positive regard for their behaviour. We encourage companies to consider ways to help 

their employees feel that they make good progress on daily work goals, particularly those 
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personally relevant, such as career progress or social impact. Organisations could consider 

providing their staff with appropriate coaching and support to ensure their work goals align 

with those personally relevant individual goals. Aligning company strategic goals to the 

values of their employees would, therefore, aid the resource-gaining function of personal 

initiative. Our study suggests that the increase in employees’ goals progress would reflect on 

their emotional well-being and consequently contribute to the overall level of happiness in 

the work climate. At the individual level, formalising work goals engages people’s 

commitment and serves as a motivation to act on them (O’hora & Maglieri, 2006). Therefore, 

adopting a formal goal-planning process is a valuable practical implication on both individual 

and organisational levels: it is a practicable tool stimulating employees’ initiative and 

enabling their accountability. Not only can it serve as a performance assessment tool, but it 

also provides for employees’ self-reflection and emotional benefits.  

Finally, our findings suggest that naturally proactive people benefit even more from 

their initiative behaviour and show even lower levels of exhaustion. Such a finding indicates 

that employees, particularly those willing to manage their careers actively, should seek ways 

to utilise this natural advantage. Our results suggest that proactive individuals should strive 

for initiative-nurturing working environments where they could thrive and gain resources. 

Consequently, understanding the emotional benefits of their behaviour, prioritising company 

culture in their job search and using it as a navigator of their career paths would maximise 

their well-being benefits in the longer term.   

Limitations 

Our study has several important limitations worth noting. First, although we used a 

daily-diary design to separate measurement points, there is still potential vulnerability to 

common-method variance issues (Podsakoff et al., 2003), as all surveys were self-reported 

measures. Nevertheless, measuring such variables as emotional exhaustion and relaxation 
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with self-reporting methods enables participants to express their feelings using their own 

perceptions. People react differently to the same stimuli, depending on their individual 

differences in cognition and motivation (Lazarus, 1966). Moreover, self-reports are valuable 

tools for collecting individuals’ data in their interpretation through a prism of other 

contextual factors. Therefore, despite their weaknesses, self-reported measures are widely 

used in the field (Spector, 1994) and were appropriate for this study. Nonetheless, future 

studies could consider other measuring techniques to support the data validity, such as using 

peer- or supervisor-rated proactive behaviour (Vazire & Mehl, 2008) or utilising available 

electronic tools (Sierk et al., 2022) to capture well-being in a more objective way. 

Another potential limitation is the fact that the data collection happened during the 

acute phase of the COVID-19 pandemic in New Zealand. Specifically, the majority of 

participants recorded their answers during the first weeks of returning to work after spending 

several weeks in strict lockdown. We made efforts to minimise the pandemic’s impact by 

only collecting participants’ data after returning to their normal working conditions (i.e. 

working at their regular employer premises). However, we should not underestimate the 

potential psychological uplifting effect of regaining freedom and returning to work (Tan et 

al., 2020; Hargreaves et al., 2021) that could have potentially inflated the motivation to show 

initiative and enjoy its benefits. This effect could have impacted the overall perception of 

emotional exhaustion and skewed our results towards the resource-gaining path. Future 

research may consider replicating our study in less disruptive conditions to clarify whether 

such an effect occurred and its potential significance.    

Although our study demonstrates the dynamic relationship between personal 

initiative, emotional exhaustion, and recovery on a daily basis, we were not able to address 

the potential cumulative effect of well-being benefits of initiative behaviour. Hakanen et al. 

(2008) discussed the positive gain spirals of personal initiative in relation to individual 
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resources in the work context. Hence, assuming the resource-gaining path could accumulate 

well-being benefits over time, expanding the study’s time frame in future could explore 

longer-term organisational and individual outcomes of personal initiative.  

Besides, our study design did not provide for testing causal or reciprocal relationships 

between the variables. Efficient recovery is believed to lead to better performance the 

following day and enhance proactivity (Sonnentag, 2003). Therefore, a potential direction for 

future research could be studying reciprocal or cyclical relationships between relaxation and 

personal initiative. Such insights could potentially further guide strategic organisational 

decisions regarding incorporating relaxation techniques into improving employees’ mental 

health and well-being, as well as stimulating their initiative.  

Given that we have not found evidence to support the resource-depleting path, we 

suggest future research to address potential other factors affecting people’s well-being after 

showing initiative. For example, Strauss et al. (2017) concluded that proactive behaviour 

increased job strain when employees experienced a sense of pressure and did not have their 

own autonomous motivation. In other words, the resource-depleting path may be activated by 

the moderating influence of an external or internal factor, which we did not include in our 

model. Future research could address this by considering alternative routes of how personal 

initiative consumes psychological resources and conditional factors in the work environment 

affecting this process, as well as further exploring the goals-oriented culture’s impact on 

initiative behaviour. The start-up environment may be of particular interest for such research, 

where initiative behaviour is crucial for business success and is often driven by employees’ 

personally relevant goals. 

Conclusion 

By utilising a daily diary design, the present study contributes to the extensive 

research on the benefits of proactive behaviour by finding that it decreases end-of-the-day 
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emotional exhaustion and, in turn, enhances relaxation in the evening. Our finding contrasted 

the resource-depleting view but supported the resource-gaining view of personal initiative. In 

particular, we found that making progress on work-related goals was the key mediating 

mechanism reflecting the resource-gaining aspect of the effect of personal initiative on 

emotional exhaustion. Additionally, the well-being benefits of the personal initiative are even 

more prominent for people with a highly proactive personality. Therefore, these findings 

overall indicate the critical role of proactive behaviour in achieving better subjective well-

being.  
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Table 1 

Descriptive statistics and inter-correlations among studied variables 

Variable M SD 1 2 3 4 5 6 7 

1. Age 37.92 10.35 (-)       

2. Gender 1.86 .34 .03 (-)      

3. Personal initiative 3.59 .74 -.02 .03 (.84)     

4. Work goals progress 3.54 .84 .09* .08 .33** (.84)    

5. Emotional exhaustion 2.91 1.01 -.10* .01 -.14** -.33** (.86)   

6. Relaxation 3.60 .94 -.03 -.08 .15** .13** -.35** (.91)  

7. Proactive personality 5.04 .99 -.07 -.06 .25** .15** -.10* .13** (.72) 

Note: N = 597. M = mean, SD = standard deviation. Cronbach’s alphas were reported at the diagonal. **p < .01, *p < .05, all tests two-tailed. 
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Table 2 

Results of the multilevel regression analysis 

Variables 
Work goals progress 

Emotional 

exhaustion 
Relaxation 

γ SE γ SE γ SE 

Model 1 - Direct effects model         

Intercept 1.86*** .36 3.86*** .47 4.63*** .47 

Age .01* .01 -.01 .01 -.01 .01 

Gender .15 .14 .06 .19 -.10 .17 

Personal initiative .29*** .05 -.18*** .06 .10 .05 

Work goals progress - - -.34*** .04  -.03 .05 

Emotional exhaustion - - - - -.31*** .04 

Model 2 - Interactions        

Intercept 2.83*** .31 3.30*** .43 - - 

Age .01* .01 -.01 .01 - - 

Gender .18 .14 .02 .19 - - 

Personal initiative .28*** .05 -.17** .06 - - 

Proactive personality  .08 .05 -.09 .07 - - 

Personal initiative X proactive personality .07 .05 -.14** .06 - - 

  Note: Level-1 N = 530; Level-2 N= 143. * p < .05, ** p < .01, *** p < .001 
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Note: H4 indicates the mediation hypothesis. 

 
Figure 1. Hypothesised model 
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Figure 2. Regression coefficients 

 

 

 

 

  

Personal 
Initiative
(12pm)

Emotional 
Exhaustion

(4pm)

Model - FINAL

Work Goal Progress
(4pm)

Home Recovery –
Relaxation

(9pm)

Proactive 
Personality
(baseline)

.07 (n.s.)

-.14**

.29*** / -.31***

-.18***

-.34*** / -.31***

-.31***



RESOURCE-GAINING MECHANISM OF PERSONAL INITIATIVE 44 

  

 

Figure 3. The moderating effect of proactive personality on the relationship between personal 

initiative and emotional exhaustion 

 

 

 

 

  



RESOURCE-GAINING MECHANISM OF PERSONAL INITIATIVE 45 

Appendix A: Invitation to Participate 
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Appendix B: Confirmation Email 
 

Dear Participant, 
  
Thank you for your interest to our research project! 
  
To register, please click on the following anonymous survey 
link: https://auckland.au1.qualtrics.com/jfe/form/SV_00rWQDKkX8fvF78 
 
In this registration form, we ask you to provide us with your email address (any email 
address that you have access to; not necessarily your work email). We will then send 
you the pre-diary questionnaire via the email. In this pre-diary questionnaire, you will be 
asked to complete several measures assessing a range of individual differences and 
general work experiences. You will also have the option to provide your cell phone 
number if you prefer to provide your daily diary responses via your phone. This pre-diary 
questionnaire will take around 15 minutes of your time. 
  
Once you have completed the pre-diary questionnaire, you will then be asked to 
complete a daily diary three times a day over five working days (Monday — Friday). 
Specifically, we ask you to report on: 
 
- your work experiences around lunch time (around 11 a.m.) and  
- before you get off work (around 4 p.m.), and  
- your family experiences before you go to bed (around 9 p.m.). 
  
Each diary entry should take about 5 minutes of your time to complete; together, three 
diaries (i.e., at 11 a.m., 4 p.m., and 9 p.m.) will take about 15 minutes of your time 
each day. The resulting data from both the pre-dairy questionnaire and the daily diary 
will be combined across the entire sample. The detailed information about this study can 
be found in the attached Participant Information Sheet. 

  
Your participation in this study will contribute to our understanding of the work-home 
interface. Eventually, the knowledge gained will allow us to design a better work life and 
improve employee work and home life. 
  
For any questions regarding this project, please contact Dr Jiang 
(l.jiang@auckland.ac.nz), Dr Sheng (zshe257@uoa.auckland.ac.nz), or the Head of the 
School of Psychology, Professor Suzanne Purdy, The University of Auckland, Private Bag 
92019, Auckland. Phone 373 7599, extn. 82073. 
  
For any queries regarding ethical concerns, you may contact the Chair, The University of 
Auckland Human Participants Ethics Committee, Office of Research Strategy and 
Integrity, The University of Auckland, Private Bag 92019, Auckland 1142. Telephone 09 
373-7599 ext. 83711. Email: humanethics@auckland.ac.nz. 
 
Sincerely yours, 
Daryna Yashan 
 
Post-graduate Student, Master of Organisational Psychology 
School of Psychology, University of Auckland 
 

Approved by the University of Auckland Human Participants Ethics Committee on 
16/08/2021 for three years (16/08/2024). Reference number UAHPEC22761. 
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Appendix C: Participant Information Sheet 
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Appendix D: General Questionnaire Template (Baseline) 

 
Q1 Consent Form 
  
 Title: A daily diary study of work-home interface among employees 
            Principal Investigator:    Senior Lecturer 
Dr Lixin Jiang 
    School of Psychology, University of Auckland 
    Science Centre, Building 301, Room 235B 
    Phone: 09 923 9278 
    E-mail: l.jiang@auckland.ac.nz          Co-
Investigator:    Lecturer Dr Zitong Sheng 
    School of Psychology, University of Auckland 
    Science Centre, Building 301, Room 211 
    E-mail: zshe257@uoa.auckland.ac.nz         
 Head of Department:     Professor Susanne Purdy 
    Head of School of Psychology, University of Auckland 
    Email: sc.purdy@auckland.ac.nz 
    Phone: 09 923 2073        
 I have read the Participant Information Sheet and understood the nature of the research and that I am eligible to participate. I have had the 
opportunity to ask questions and have had them answered to my satisfaction. 
  
 By clicking on the “I consent and would like to continue” button below, I indicate that:    I understand the information given to me in this 
sheet and the Participant Information Sheet, which includes the contact details for support.   I understand the research study and the 
potential benefits and risks that are involved.   I understand that the information I provide in the pre-diary questionnaire and daily 
diaries will be a part of this research study unless I withdraw the data (till 1st Dec 2021).   I understand that all data will be stored 
indefinitely on the PIs’ university computer with password protection for research purposes but will at no time be identifiable as mine.     
 I understand that the researchers will use the email address and/or my cell phone to invite me to complete anonymous follow-up 
daily diaries, until the completion of this research study.  I understand that taking part in this study is voluntary and I may 
withdraw from the study, without giving any reason, at any time.   
 Statement of Consent 
  
 By clicking “I consent and would like to continue” below I give my voluntary consent to take part in this study. I may print a copy of this 
consent document for my record. 
  
 Approved by the University of Auckland Human Participants Ethics Committee on 16/08/2021. Reference Number UAHPEC22761.   
    
  

o I consent and would like to continue.  (4)  

o I do not agree to participate in this study.  (5)  
 
 
Q2  
We would like to begin by asking a few questions about your personal background and demographic characteristics. Read each item and 
mark the option that describes you best.    
    
Please note: Although such information could conceivably be used to attempt to identify individual respondents, we are only interested in 
this information to compare groups of individuals (for example, males and females etc.). Please also remember that all of your responses are 
completely confidential and you are free to skip any question you do not wish to answer for whatever reason. 
 
 

 
Q3 What is your gender?   

o Male  (1)  

o Female  (2)  

o Another gender (please specify):  (3) ________________________________________________ 
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Q4 What is your age?   
 18 24 30 37 43 49 55 61 68 74 80 

 
Age () 

 
 
 
 

 
Q7 Are you a full-time or part-time employee?   

o Full-time  (1)  

o Part-time  (2)  
 
 

 
Q8 Are you on a continued or temporary work contract? 

o Continued  (1)  

o Temporary  (2)  
 
 

 
Q9 How many hours do you work in a typical week?   

 0 6 12 18 24 30 36 42 48 54 60 
 

# hours per week () 

 
 
 
 

 
Q10 How long have you been a member of your current organisation, in years and months? (e.g. 3 years and 4 months) 

 0 4 8 12 16 20 24 28 32 36 40 
 

Years () 

 
Months () 

 
 
 

 
 
Q13 What is the postal code of your work place? 

________________________________________________________________ 
 
 

 
 
Q14 What is the postal code of your home address?  

________________________________________________________________ 
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Q15 What is your job title?   

________________________________________________________________ 
 
 
Q21  
This section of the questionnaire asks about various aspects about yourself. Read each statement and select the option that best describes 
your experience. There are NO right or wrong answers. Remember that all your answers are strictly ANONYMOUS and 
CONFIDENTIAL. 
 
Q24 Using a scale from “strongly disagree” to “strongly agree”, please indicate your level of agreement regarding how each of the following 
statements describes you.   

 Strongly 
disagree (1) 

Disagree 
(2) 

Slightly 
disagree (3) 

Neither 
agree nor 

disagree (4) 

Slightly 
agree (5) Agree (6) Strongly 

agree (7) 

If I see something I don’t 
like, I fix it. (1) o  o  o  o  o  o  o  

No matter what the odds, if I 
believe in something I will 

make it happen. (2) o  o  o  o  o  o  o  
I love being a champion for 

my ideas, even against 
others’ opposition. (3) o  o  o  o  o  o  o  
I excel at identifying 

opportunities. (4) o  o  o  o  o  o  o  
I am always looking for 

better ways to do things. (5) o  o  o  o  o  o  o  
If I believe in an idea, no 
obstacle will prevent me 

from making it happen. (6) o  o  o  o  o  o  o  
 
 
Q27 Thank you for participating in this pre-diary questionnaire. We will soon invite you to complete the daily diary surveys. We would like 
you to be completely honest when completing these questionnaires. 
  
 Your responses to the survey items will be entirely anonymous and confidential. However, we would like to be able to match your 
responses over time. Therefore, the purpose of the following questions is to create a unique code that will allow us to achieve this goal while 
still preserving your confidentiality. Your responses to the questions below will not allow us to identify you in any way, but are unique to 
you. Many people are participating in our research and may have similar answers on some of the questions below, but it is very unlikely that 
two people will have exactly the same answers to all the questions below. 
  
 No one at your workplace will ever be able to use these responses to identify your responses. 
  
 Please answer each question below. An example has been provided to assist you. 
   
 Example:   What are the first two letters of your mother's maiden name?: AG  What is the first letter of the city you were born 
in?: O  How many siblings do you have? (Please format this in two digits, e.g. 6 siblings becomes 06): 06  On what day of the month 
were you born (e.g., 9th)? (Please format this in two digits, e.g. the 9th becomes 09).: 09  
 
 Please complete the following questions: 

o First two letters of your mother's maiden name  (1) ________________________________________________ 

o First letter of the city you were born in  (2) ________________________________________________ 

o Number of siblings you have  (3) ________________________________________________ 

o Day of the month you were born  (4) ________________________________________________ 
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Q28  
According to the answers you provided, your unique personal code is: 
 
 
${Q27/ChoiceTextEntryValue/1}${Q27/ChoiceTextEntryValue/2}${Q27/ChoiceTextEntryValue/3}${Q27/ChoiceTextEntryValue/4}   
 
 
First two letters of your mother's maiden name ${Q27/ChoiceTextEntryValue/1} 
First letter of the city you were born in ${Q27/ChoiceTextEntryValue/2} 
Number of siblings you have (two digits) ${Q27/ChoiceTextEntryValue/3} 
Day of the month you were born (two digits) ${Q27/ChoiceTextEntryValue/4} 
 
 
 
If you have mis-typed anything in your unique personal code, please provide a corrected version of your unique personal code here: 
 
 
Q29 We will soon send you anonymous daily diary questionnaires.  
 
 
We would like to send you reminders via text messages. Please type your cell phone number here. Your phone number will only be used for 
this research purpose and will not be shared with anyone other than researchers. 
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Appendix E: Daily Morning Questionnaire Template (12pm) 

Q16 Please indicate the current alert level at which your work is operating.  

o Alert 2  (1)  

o Alert 3  (2)  
 
 
Q6 Based on this morning’s experience, please indicate your level of agreement with each of the following statements.  
 
 
This morning… 

 Strongly Disagree 
(1) Disagree (2) Neither Agree nor 

Disagree (3) Agree (4) Strongly Agree (5) 

I looked for better 
ways to do things.  

(37)  o  o  o  o  o  
I actively attacked 

problems. (38)  o  o  o  o  o  
I took the initiative to 

start new 
projects/tasks.  (39)  o  o  o  o  o  

 
 
Q44 Thank you for participating in this morning’s survey.  We will soon invite you to complete the afternoon survey.  We would like you to 
be completely honest when completing these questionnaires.    
  
 Your responses to the survey items will be entirely anonymous and confidential. However, we would like to be able to match your 
responses over time. Therefore, the purpose of the following questions is to create a unique code that will allow us to achieve this goal while 
still preserving your confidentiality. Your responses to the questions below will not allow us to identify you in any way, but are unique to 
you. Many people are participating in our research and may have similar answers on some of the questions below, but it is very unlikely that 
two people will have exactly the same answers to all the questions below. 
  
 No one at your workplace will ever be able to use these responses to identify your responses. 
  
 Please answer each question below. An example has been provided to assist you. 
   
 Example:   What are the first two letters of your mother's maiden name?: AG  What is the first letter of the city you were born 
in?: O  How many siblings do you have? (Please format this in two digits, e.g. 6 siblings becomes 06): 06  On what day of the month 
were you born (e.g., 9th)? (Please format this in two digits, e.g. the 9th becomes 09).: 09  
 
 Please complete the following questions: 

o First two letters of your mother's maiden name  (1) ________________________________________________ 

o First letter of the city you were born in  (2) ________________________________________________ 

o Number of siblings you have  (3) ________________________________________________ 

o Day of the month you were born  (4) ________________________________________________ 
 
Q45  
According to the answers you provided, your unique personal code is: 
 
 
${Q44/ChoiceTextEntryValue/1}${Q44/ChoiceTextEntryValue/2}${Q44/ChoiceTextEntryValue/3}${Q44/ChoiceTextEntryValue/4}   
 
 
First two letters of your mother's maiden name ${Q44/ChoiceTextEntryValue/1} 
First letter of the city you were born in ${Q44/ChoiceTextEntryValue/2} 
Number of siblings you have (two digits) ${Q44/ChoiceTextEntryValue/3} 
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Day of the month you were born (two digits) ${Q44/ChoiceTextEntryValue/4} 
 
 
 
If you have mis-typed anything in your unique personal code, please provide a corrected version of your unique personal code here: 

End of questionnaire 

 

Note: The Alert Levels system was introduced in New Zealand to track the safety levels during the COVID-19 pandemic 
(https://covid19.govt.nz/about-our-covid-19-response/history-of-the-covid-19-alert-system/#alert-levels). To ensure the participants’ 
working environments were as close to their normal as possible, we only collected data during the Alert level 2, when people could go back 
to work at their regular employer’s premises. The question regarding the alert levels were included here as a precaution. 
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Appendix F: Daily Afternoon Questionnaire Template (4pm) 

Q20 Please indicate the current alert level at which your work is operating.  

o Alert 2  (1)  

o Alert 3  (2)  
 
 
Q3 Reflect on your work experience today, to what extent do you agree with the following statements:  
 
 
Today at work,  

 Strongly 
Disagree (1) Disagree (2) Neither Agree nor 

Disagree (3) Agree (4) Strongly Agree (5) 

I made a great deal of 
progress toward 

achieving my work 
goals. (4)  o  o  o  o  o  

I hardly made any 
progress in achieving my 

work goals. (5)  o  o  o  o  o  
I had a productive day 
today in relation to my 

work goals. (6)  o  o  o  o  o  
I felt used up. (7)  o  o  o  o  o  
I felt emotionally 

drained (8)  o  o  o  o  o  
I felt burned out. (9)  o  o  o  o  o  

 
 

 
 
Q7 Thank you for participating in this afternoon’s survey.  We will soon invite you to complete the evening survey.  We would like you to 
be completely honest when completing these questionnaires.    
  
 Your responses to the survey items will be entirely anonymous and confidential. However, we would like to be able to match your 
responses over time. Therefore, the purpose of the following questions is to create a unique code that will allow us to achieve this goal while 
still preserving your confidentiality. Your responses to the questions below will not allow us to identify you in any way, but are unique to 
you. Many people are participating in our research and may have similar answers on some of the questions below, but it is very unlikely that 
two people will have exactly the same answers to all the questions below. 
  
 No one at your workplace will ever be able to use these responses to identify your responses. 
  
 Please answer each question below. An example has been provided to assist you. 
   
 Example:   What are the first two letters of your mother's maiden name?: AG  What is the first letter of the city you were born 
in?: O  How many siblings do you have? (Please format this in two digits, e.g. 6 siblings becomes 06): 06  On what day of the month 
were you born (e.g., 9th)? (Please format this in two digits, e.g. the 9th becomes 09).: 09  



RESOURCE-GAINING MECHANISM OF PERSONAL INITIATIVE 57 

 
 Please complete the following questions: 

o First two letters of your mother's maiden name  (1) ________________________________________________ 

o First letter of the city you were born in  (2) ________________________________________________ 

o Number of siblings you have  (3) ________________________________________________ 

o Day of the month you were born  (4) ________________________________________________ 
 
 

Q8  
According to the answers you provided, your unique personal code is: 
 
 
${Q7/ChoiceTextEntryValue/1}${Q7/ChoiceTextEntryValue/2}${Q7/ChoiceTextEntryValue/3}${Q7/ChoiceTextEntryValue/4}   
 
 
First two letters of your mother's maiden name ${Q7/ChoiceTextEntryValue/1} 
First letter of the city you were born in ${Q7/ChoiceTextEntryValue/2}  
Number of siblings you have (two digits) ${Q7/ChoiceTextEntryValue/3} 
Day of the month you were born (two digits) ${Q7/ChoiceTextEntryValue/4} 
 
 
 
If you have mis-typed anything in your unique personal code, please provide a corrected version of your unique personal code here: 

End of questionnaire 
 
 
Note: The Alert Levels system was introduced in New Zealand to track the safety levels during the COVID-19 pandemic 
(https://covid19.govt.nz/about-our-covid-19-response/history-of-the-covid-19-alert-system/#alert-levels). To ensure the participants’ 
working environments were as close to their normal as possible, we only collected data during the Alert level 2, when people could go back 
to work at their regular employer’s premises. The question regarding the alert levels were included here as a precaution. 
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Appendix G: Daily Evening Questionnaire Template (9pm) 

Q28 Please indicate the current alert level at which your work is operating.  

o Alert 2  (1)  

o Alert 3  (2)  
 
 
Q1 Based on this evening’s experience, please indicate your level of agreement with each of the following statements. 
 
 
During your time after work today, ....   

 Strongly Disagree 
(1) Disagree (2) Neither Agree nor 

Disagree (3) Agree (4) Strongly Agree (5) 

I kicked back and 
relaxed. (5)  o  o  o  o  o  

I did relaxing 
things. (6)  o  o  o  o  o  

I used the time to 
relax. (7)  o  o  o  o  o  

I took time for 
leisure. (8)  o  o  o  o  o  

 
 
 

Q11 Thank you for participating in this evening’s survey.  We would like you to be completely honest when completing these 
questionnaires.    
  
 Your responses to the survey items will be entirely anonymous and confidential. However, we would like to be able to match your 
responses over time. Therefore, the purpose of the following questions is to create a unique code that will allow us to achieve this goal while 
still preserving your confidentiality. Your responses to the questions below will not allow us to identify you in any way, but are unique to 
you. Many people are participating in our research and may have similar answers on some of the questions below, but it is very unlikely that 
two people will have exactly the same answers to all the questions below. 
  
 No one at your workplace will ever be able to use these responses to identify your responses. 
  
 Please answer each question below. An example has been provided to assist you. 
   
 Example:   What are the first two letters of your mother's maiden name?: AG  What is the first letter of the city you were born 
in?: O  How many siblings do you have? (Please format this in two digits, e.g. 6 siblings becomes 06): 06  On what day of the month 
were you born (e.g., 9th)? (Please format this in two digits, e.g. the 9th becomes 09).: 09  
 
 Please complete the following questions: 

o First two letters of your mother's maiden name  (1) ________________________________________________ 

o First letter of the city you were born in  (2) ________________________________________________ 

o Number of siblings you have  (3) ________________________________________________ 

o Day of the month you were born  (4) ________________________________________________ 
 
Q12  
According to the answers you provided, your unique personal code is: 
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${Q11/ChoiceTextEntryValue/1}${Q11/ChoiceTextEntryValue/2}${Q11/ChoiceTextEntryValue/3}${Q11/ChoiceTextEntryValue/4}   
 
 
First two letters of your mother's maiden name ${Q11/ChoiceTextEntryValue/1} 
Last letter of the city you were born in ${Q11/ChoiceTextEntryValue/2} 
Number of siblings you have (two digits) ${Q11/ChoiceTextEntryValue/3} 
Day of the month you were born (two digits) ${Q11/ChoiceTextEntryValue/4} 
 
 
 
If you have mis-typed anything in your unique personal code, please provide a corrected version of your unique personal code here: 

End of questionnaire 
 
 

Note: The Alert Levels system was introduced in New Zealand to track the safety levels during the COVID-19 pandemic 
(https://covid19.govt.nz/about-our-covid-19-response/history-of-the-covid-19-alert-system/#alert-levels). To ensure the participants’ 
working environments were as close to their normal as possible, we only collected data during the Alert level 2, when people could go back 
to work at their regular employer’s premises. The question regarding the alert levels were included here as a precaution. 

 


