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Abstract.This research is based on the theory of self-determination, and focuses on how high-involvement 
human resources practices can promote employee' proactive behavior. Through the analysis of 328 
questionnaire data, the results show that high-involvement human resources practices promote proactive 
behavior, and this process is realized through the intermediary effect of thriving at work. This research 
broadens the theoretical research on the impact of high-involvement human resources practices, and explores 
the mechanism and practical significance of the organization's adoption of effective human resource practices 
to promote proactive behavior. 

1 Introduction 

With the increasing uncertainty of the external 
environment, the sustainable development of 
organizations is facing huge challenges. Due to the limited 
ability and energy of organization managers, companies 
will increasingly rely on employees to challenge the status 
quo, promote proactive behavior[1, 2]. Relying on the 
proactive behavior of employees can not only improve the 
productivity and efficiency of the organization, but also 
the fundamental guarantee for the survival and 
development of the organization. 

Proactive behavior refers to employees voluntarily 
making constructive efforts to initiate organizational 
functional changes in order to carry out work more 
effectively in their own positions, departments or 
organizational contexts[3]. It focuses not only on 
identifying issues and opportunities for change, but also 
taking actions to implement change plans, or make actual 
changes to working methods and procedures [4]. However, 
many employees still tend to passively accept work tasks 
and arrangements, passively adapt to the environment[5]. 
Therefore, how to effectively promote proactive behavior 
has become an important problem. Existing studies have 
mainly explored the important factors affecting proactive 
behavior from the individual level and the organizational 
level, such as personal self-efficacy, proactive 
personality[6], emotional, leadership style[7, 8] and 
organizational environment[9]. However, they have 
neglected the human resource management that is most 
likely to affect employee behavior. High participation in 
human resource practice improves employees’ 
psychological security and intrinsic motivation [10, 11], and 
is likely to promote employees’ proactive behavior. 

2 Materials  

2.1 high-involvement human resources practices 
and proactive behavior 

High-involvement human resources practices take 
employee participation as the core. It not only promotes 
employees to work hard, but also stimulates their work 
vitality and creativity, and enhances their work abilities 
and skills [12]. The theoretical framework of high-
involvement human resources practices includes five 
dimensions: competence development, empowerment, 
fair organizational rewards, recognition and information 
sharing[13, 14]. Analyze the relationship between high-
involvement human resources practices and change 
responsible behaviors from five dimensions: 

Empowerment gives employees work autonomy and 
decision-making power, so that employees have the 
opportunity to optimize the work process at work and 
enhance their own sense of efficacy and control of work; 
competence development (such as training) improves 
employees’ problem-solving ability and 
initiative[15];information sharing makes employees feel 
the trust from the organization, and help employees 
understand the key factors and potential problems in the 
work[16]; recognition enhance employees' psychological 
safety and organizational identification, and reduce the 
perceived risk of acting as a change[17];fair organizational 
rewards improve employees’ sense of fairness in return, 
and enable employees to internalize their work goals as a 
means to improve their self-worth, thereby enhancing 
employees’ intrinsic motivation to proactive behavior[18]. 

Pay attention to employee participation through high-
involvement human resources practices, improve 
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employee organizational recognition, and promote 
employee proactive behavior: 

H1: High-involvement human resources practices are 
positively related to proactive behavior. 

2.2 high-involvement human resources practices 
and proactive behavior via thriving at work 

Thriving at work refers to the state where individuals 
experience both learning and vitality at the same time [19]. 
Learning and vitality reflect the two dimensions of 
cognition and emotion of individual growth. Vitality 
represents the individual’s energy and enthusiasm for 
work; learning refers to the individual’s feelings of 
building self-confidence and enhancing abilities by 
acquiring knowledge and skills. Thriving at work help 
individuals adapt to the working environment and 
promote their growth and development. 

Based on the theory of self-determination, Spreitzer et 
al. (2005) proposed " a socially embedded model of 
thriving at work"[19]. The model points out that contextual 
features such as decision-making discretion, broad 
information sharing, and climate of trust and respect will 
promote individual agentic work behaviors by satisfying 
the three basic psychological needs of autonomy, 
competence, relatedness. The satisfaction of the three 
basic needs provides the necessary psychological 
nutrients for the motivational behavior, growth and 
development of employees [20, 21]. This study believes that 
high-involvement human resources practices as a 
situational factor in an atmosphere of autonomous 
decision-making, information sharing, and trust and 
respect will improve the level of thriving at work by 
meeting the basic psychological needs of employees. 

First of all, under the influence of high-involvement 
human resources practices, the organization is fully 
empowered, and employees have the right to 
independently decide on their work methods, work plans, 

and decision-making, which is conducive to stimulating 
employee autonomy. In addition, competence 
development activities such as training enhance 
employees' work abilities, and organizing information 
sharing is conducive to enhancing employees' ability to 
detect early and take countermeasures. The organization's 
adoption of reasonable suggestions from employees 
enhances employees' competence. Furthermore, the 
atmosphere of trust and respect, as well as the recognition 
and spiritual encouragement from the organization, meets 
the relatedness of employees and contributes to the 
improvement of employees' well-being. 

According to SDT theory, the satisfaction of autonomy 
needs, competence needs and relatedness needs is 
conducive to the internalization of external motivations 
[22]. Therefore, high participation human resource 
practices are positively related to thriving at work. 

The realization of thriving at work will encourage 
employees to proactive behavior. Studies have shown that 
thriving at work is positively related to employee change-
oriented behavior. First of all, individuals who reach the 
state of thriving at work tend to take more proactive 
behaviors to maintain future thriving at work. Secondly, 
learning at work promotes continuous improvement of 
employees, enhances their ability to discover and solve 
problems, thereby inspiring employees' willingness to 
change the status quo. Third, the vitality dimension of 
thriving at work is very related to internal vitality, and is 
the main driving force that stimulates individual active 
behavior. As a positive emotion[23,24], "vitality" stimulate 
employees' willingness to act actively[25], expand the 
depth of thinking activities, and help individual thinking 
being active, enhancing the tendency of individuals to 
behaviors[24], and inspiring employees to proactive 
behavior. Based on above, hypothesis H2 is proposed: 

H2: Thriving at work promote proactive behavior and 
thriving at work mediates the relationship between high-
involvement human resources practices and employee 
proactive behavior. 

 
Fig.1 Research model 

 

3 Method 

3.1 Participants 

This study collects data through electronic questionnaires 
and paper questionnaires. In this survey, a total of 380 
questionnaires were distributed and 367 questionnaires 
were recovered. After deleting the unqualified 
questionnaires, a total of 328 valid data were obtained, 
and the total effective recovery rate was 89.37%. 

Among the valid questionnaires, males accounted for 
50.3% and females accounted for 49.7%; the age group 
was mainly 26-30 years old, accounting for 35.1%; the 
education background of employees was mainly 
undergraduate, accounting for 48.8%; the positions of 
employees were mainly grassroots and middle-level. A 

total of 93.6%; the working years is mainly 3 years or less, 
accounting for 45.7%. 

3.2 Measures 

The scales used in this study are all derived from mature 
scales, which have good reliability and validity. The 
questionnaire uses Likert 5-point scoring, and employees 
self-evaluate based on their personal perception. 1 
represents strongly disagree with the item description, and 
5 represents strongly agree with the item description. 

1. High-involvement human resources practices. The 
scale compiled by Yang [12] from the perspective of 
employee perception. The scale has 13 items in 5 
dimensions. The Cronbach’s α value of this scale in this 
study is 0.852. 

2.Thriving at work. A two-dimensional scale including 
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vitality and learning compiled by Porath et al. [26] is used. 
The Cronbach’s α value of this scale is 0.87. 

3.Proactive behavior. Using the measurement items of 
Griffing et al.[3], 6 items were used to measure the 
behavior of proactive behavior. In this study, Cronbach’s 
α was 0.854. 

Control variables: select key gender, age, education, 
and working years for control variables. 

4 Results  

4.1 Common Method Bias 

In this study, data collected through employee self-
evaluation is prone to common method bias. Therefore, 
we use the two methods to test the common method bias. 
First, use the Harman single factor detection method to 
aggregate all the questions on the same common factor, 
and build a single factor structural equation Ml. The 
results show that the single factor fits (χ2=1773.090, df 
=405, χ2 / df = 4.378, TLI = 0.623, CFI = 0.652, RMSEA 
= 0.102, SRMR = 0.084) is not ideal (see Table 1). 

In addition, this article incorporates all topics into the 
factor analysis, and the first principal component explains 
the 30.86% variation of the total variance without rotation, 
which is less than 40%. The results show that there is no 
serious common method bias in the data of this study. 

Before testing the theoretical hypothesis, this research 
first uses M-plus8.3 software to test the discriminant 
validity of high-involvement human resources practices, 
thriving at work, and proactive behavior. Analyses 
indicated that the three-factor model had acceptable fit 
indices (χ2=698.323, df =397, χ2 / df =1.759, TLI=0.911, 
CFI=0.914, RMSEA=0.055, SRMR=0.057) and it is 
better than other models. Therefore, the three variables in 
this study showed good discriminant validity. 

 
Table 1. Confirmatory factor analyses of models 

Models χ
2 / df TLI CFI RMSEA SRMR 

N1: HIHR,WR,PB 1.759 0.911 0.914 0.055 0.057 

N2: HIHR+WR, PB 3.974 0.668 0.695 0.096 0.080 

N3: HIHR+PB,WR 3.944 0.671 0.698 0.096 0.081 

N4: HIHR+WR+PB 4.378 0.623 0.652 0.102 0.084 

Notes: HIHR, high-involvement human resources practices; 
WR, thriving at work; PB, proactive behavior 

4.2 Descriptive Statical Results 

The descriptive statistics, correlations of each variable are 
shown in Table 2. The results show that high-involvement 
human resources practices positively predict thriving at 
work (r = 0.38, p <0.01) and proactive behavior (r = 0.42, 
p <0.01); Thriving at work positively predicts proactive 
behavior (r=0.39, p <0.01). 

 
 
 
 

Table 2 Descriptive Statistics 
 M ± SD 1 2 

1.high-involvement 
human resources 
practices 

3.56 ± 0.56   

2. thriving at work 3.89 ± 0.52 0.38**  
3. proactive 
behavior 3.75 ± 0.52 0.42** 0.39** 

Notes: * p < .05; ** p < .01 

4.3 Hypothesis Testing 

Table3. Regression analysis results 
Independent 

variable 

Thriving at Work Proactive Behavior 

M1 M2 M3 M4 M5 M6 

Gender -0.06 0.01 -0.05 -0.01 -0.01 -0.01 

Age 0.06 0.09 0.14* 0.16** 0.12* 0.12** 

Education 0.18** 0.13** 0.06 0.02 -0.05 -0.05 

Position 0.06 0.06 0.03 -0.01 -0.03 -0.03 

Working year -0.05 -0.01 -0.06 0.03 -0.03 -0.04 

HIHR  0.43**  0.45** 0.15**  

WR     0.51** 0.59** 

R2 0.05 0.35 0.04 0.24 0.43 0.42 

△R2 0.05 0.30** 0.04 0.12** 0.20** 0.38 

F 3.10** 18.49** 2.55** 16.31** 34.10** 37.56** 

Notes: * p < .05; ** p < .01. HIHR, high-involvement human 
resources practices; WR, thriving at work. Unstandardized 
coefficients are reported. 

In this study, the mediation effect test was carried out 
according to the process proposed by Baron and Kenny 
(1986) [27]. M1 shows that among the control variables, 
only education has a significant impact on thriving at 
work. M2 shows that high-involvement human resources 
practices significantly positively predict thriving at work 
(b = 0.43, p <0.01), and R2 increases from 0.05 to 0.35. 
M6 shows that thriving at work has a significant positive 
effect on proactive behavior (b = 0.59, p <0.01). In 
support for Hypothesis 2, thriving at work is significantly 
related to proactive behavior (b = 0.51, p <0.01). The 
positive effect of high-involvement human resources 
practices is significantly smaller but still significant (b = 
0.15, p <0.01), which indicates thriving at work plays a 
part of the mediating role between high-involvement 
human resources practices and proactive behavior. 

In order to verify the mediation effect more accurately, 
Bootstrap method is used to test the significance of the 
mediation effect. The results show that the mediating 
effect of thriving at work is 0.31, and the 95% confidence 
interval does not contain zero. The direct effect between 
high-involvement human resources practices and 
proactive behavior is 0.14, and the 95% confidence 
interval does not include 0. This result shows that part of 
the mediating effect of thriving at work is significant. 
Hypothesis 2 is again supported. 
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5 Discussion 

5.1 Conclusion 

From the perspective of self-determination theory, this 
paper examines the influence mechanism and boundary 
conditions of high-involvement human resources 
practices on employees' proactive behavior. The 
following conclusions are drawn: (1) High-involvement 
human resources practices have significant positive effect 
on employees' proactive behavior. Although studies have 
shown that high-involvement human resources practices 
promote innovation and proactive behavior, no research 
has focused on whether it has an effect on employees' 
proactive behavior. These results will broaden our 
explanatory frameworks on the effects of high-
involvement human resources practices on proactive 
behavior. (2) Thriving at work mediates the relationship 
between high-involvement human resources practices and 
employee proactive behavior. High-involvement human 
resources practices have an impact on employees' 
attitudes and behaviors through cognitive and emotional 
aspects. This research integrates cognitive and emotional 
influences, enriches the ways to thrive at work, provides 
a new foothold and research perspective for enhancing 
thriving at work. 

5.2 research value 

The findings offer some useful practical implications.  
Organizations which create a supportive atmosphere for 
high-involvement human resources practices in order to the 
members adopt proactive behavior. The implementation of 
high-involvement human resources practices can bring a 
series of benign effects to individual employees and even 
the entire organization. Companies should combine their 
own characteristics, choose a reasonable high-
involvement human resources practices model, and create 
a good leadership support atmosphere, so that employees 
can actively participate and exert their own effectiveness. 

In addition, managers should cultivate employees' 
thriving at work. Thriving at work can not only improve 
individual performance, but also increase employee job 
satisfaction and reduce employee turnover. Therefore, 
work organizations are consequential for individuals’ 
growth, development, and health through the cultivation 
of thriving. Such as provide a climate of trust and respect, 
great progress can be achieved. 

5.3 Limitations 

First of all, the sample data in this study are all horizontal 
data. In the future, a longitudinal research design can be 
adopted to collect questionnaire data from different time 
points and items to better control the common method 
bias. 

A second potential limitation is that this article only 
explores the impact of organizational factors on 
employees’ proactive behavior. It lacks the embedding of 
individual and team level variables. In the future, it can 

explore the multi-level mechanism of individual, team 
and organizational factors on employees’ proactive 
behavior. Understand the various factors that prompt 
employees to proactive behavior in the daily work 
environment. 
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