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) ABSTRACT

Purpose: The main purpose of this study was to investigate the impact
professional fulfilment has on aspects of positive psychology, such as
subjective well-being and flourishing at work.

Originality/value: We analyse whether professional fulfilment, as a career
aspect, influences only work factors, such as flourishing, or if it also
contributes to subjective well-being in life. Additionally, few studies
have focused on professional fulfilment because of its novelty. There-
fore, this study contributes to advancing a new concept, as well as to the
development of new models and theories in positive psychology.

Design/methodology/approach: This is a quantitative, survey-type
research study involving 358 participants who have a wide variety of
jobs and professions. The questionnaire presented subjective well-
being, flourishing at work and professional fulfilment scales, as well as
socio-demographic questions. Data were analysed using bivariate cor-
relations and multiple regression analysis.

Findings: Results indicated that professional fulfilment predicts higher
subjective well-being and flourishing at work. Therefore, the more people
perceive they have achieved what they value in their career and demon-
strate positive goal progress, the more they experience well-being in life
in general and the more they flourish at work. There are major positive
relationships between career goals, well-being and flourishing at work,
which is consistent with previous studies. Future studies could analyse
under which specific contextual conditions the pursuit of career goals
has a higher or lower impact on subjective well-being and flourishing.

KEYWORDS

Subjective well-being. Flourishing at work. Professional fulfilment.
Career. Goals.
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) 1. INTRODUCTION

With the development and popularity of positive psychology in recent
years, subjective well-being (SWB) has received significant attention from
researchers. Since the emergence of the field over five decades ago, the SWB
literature has rapidly advanced. Psychologists and other social scientists
have taken steps in defining and understanding SWB, which is currently
conceptualised as “a person’s cognitive and affective evaluations of his or
her life” (Diener, Oishi, & Lucas, 2002, p. 63). In addition to overall life
evaluations, we need to consider the role that work plays in our existence to
better understand the positive functioning of people. In that sense, it is essen-
tial to regard the flourishing concept, especially in the work context, as it still
represents a relatively new approach in positive organisational behaviour
(POB) (Luthans, 2002). Recent studies on flourishing tend to associate the
concept with meaningful work, as it may be a primary avenue for the develop-
ment and exercise of human capabilities and skills, aside from instilling vir-
tues, such as honour, pride, dignity and self-respect (Veltman, 2015).

The career we develop throughout our lives is also an important aspect
that affects our evaluations about life, as well as the relationship we build
with our work. Consequently, when considering the career context and posi-
tive psychological states, the professional fulfilment concept should be
accounted for, as it highlights the need to advance beyond the organisa-
tional setting and formal jobs when discussing career options (Hall, 2002;
Briscoe & Hall, 2006). How to achieve professional fulfilment is a frequent
question people ask when they consider their career path and how to make
the most of it. To perceive oneself as professionally fulfilled certainly involves
effective career development and management, but achieving professional
fulfilment is essentially related to fulfilling people’s core needs regarding
their career (Oliveira-Silva, Porto, & Arnold, 2019).

Although SWB is a frequently investigated variable in the field of posi-
tive psychology; flourishing and professional fulfilment remain scarce in the
literature. Considering the relevance of one’s own career path in the promo-
tion of well-being, the main purpose of this paper is to investigate the impact
professional fulfilment has on positive psychological aspects, such as SWB
and flourishing at work. Subsequently, it would be possible to analyse
whether the impact of professional fulfilment is solely on work related fac-
tors or if it is on life as a whole.

Given the lack of studies regarding the professional fulfilment concept,
this investigation is relevant, as it analyses the consequences for vital positive
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psychology aspects such as SWB and flourishing; also, it indicates the results
of fostering professional fulfilment in one’s career. Thus, it contributes to
the advancement of a new concept, as well as to the development of new
models and theories in positive psychology. Additionally, it analyses the
antecedence-consequence interactions among distinct domains such as life,
career and work, which is still rare in the POB literature.

) 2. PROFESSIONAL FULFILMENT, SUBJECTIVE
WELL-BEING, AND FLOURISHING AT WORK

Professional fulfilment is related to how people pursue their career goals
and how they evaluate their goal progress, which engenders a two-dimen-
sion comprehension of the concept (Oliveira-Silva et al., 2019). To analyse
people’s professional fulfilment, we needed to observe the importance and
achievement of specific types of goals and people’s evaluation of goal pro-
gress. This means that the concept of professional fulfilment involves two
dimensions: 1. content of goals, which indicates what types of goals matter
most to the individual; and 2. evaluation of goals or goal progress, which
refers to how satisfied one feels with the degree of attainment of career
goals (Oliveira-Silva et al., 2019). The content dimension of professional
fulfilment engenders the human value structure as proposed by Schwartz
(1992) and Schwartz et al. (2012), according to which values are defined as
criteria or goals that transcend specific situations, are ordered by their
importance and serve as principles that guide an individual’s life.

In summary, professional fulfilment concerns people’s beliefs about
their career goals, being defined as the perception of having attained one’s
most important career goals or the positive evaluation of being on the right
track for attaining career goals (Oliveira-Silva et al., 2019). It considers indi-
vidual criterion concerning the attainment of goals, represents a cognitive
concept and takes into account work and personal values to understand and
categorise career goals (Oliveira-Silva, 2015). People could experience profes-
sional fulfilment not only by fully achieving their goals, but also by evaluating
whether they are on the right track to achieve it or perceive that they have
somehow contributed to their goal’s cause. Therefore, professional fulfilment
is not only about the ends - it is also about the means (Oliveira-Silva, 2015).

As professional fulfilment represents a career aspect related to individual
self-fulfilment and positive functioning, positive human aspects such as
SWB should be considered in this regard. In short, SWB comprises three
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elements: 1. life satisfaction; 2. positive affect; and 3. negative affect (Anguas,
1997; Martinez & Garcia, 1994). Life satisfaction is considered to be the
cognitive element of SWB and refers to what one thinks about his or her life
satisfaction as a whole and in terms of domain (areas of life such as work
and relationships) (Emmons, 1986). Regarding affect, SWB experience
occurs when the presence of positive affect is higher than negative affect.
Affect is positive when the experienced emotions, moods and feelings are
pleasant (e.g. joy, elation, affection), but is negative when they are unpleasant
(e.g. guilt, anger, shame) (Diener, 1995). A person with a high level of satis-
faction with life, greater positive affect and little or less negative affect would
have a high level of SWB, which is considered an equivalent of happiness
(Diener, 2001).

Publications regarding the relationship between the achievement of
one’s most important goals, goal progress and SWB, for example, date back
to the 1980s. Emmons (1986) and Cantor and Sanderson (1999), for exam-
ple, clearly identified that making progress toward goals is related to SWB.
According to Carver (2004), pleasant feelings related to the affective compo-
nent of SWB arise when the progress rate towards a goal is faster than antici-
pated. On the other hand, unpleasant feelings arise when the progress rate
towards a goal is slower than anticipated. Several well-being theories have
posited that it is the active pursuit of goals, rather than their complete fulfil-
ment, that contributes to well-being (Cantor & Sanderson, 1999), which is
in line with the premise of professional fulfilment, in which perceiving to be
on the right track to achieve one’s most important goals is also crucial.

Additionally, Brunstein, Schultheiss, and Grassmann (1998) reveal that
only an advancement toward personally meaningful goals predicts increases
in well-being. In a similar vein, Oishi, Diener, Suh, and Lucas (1999) found
that people feel better when they make progress toward highly valued goals
than they do when they achieve less valued goals. Diener and Fujita (1995)
evidenced that having resources (e.g., money, physical attractiveness or
social skills) in areas related to one’s most important goals is a more accu-
rate predictor of happiness than having resources that are unrelated to one’s
important goals. Building on self-determination theory, Sheldon and Elliot
(1999) demonstrated that, when individuals’ goals are congruent with their
personal values, they are more likely to experience general well-being. In
other words, goal fulfilment is associated with greater well-being, but only if
goals are consistent with an individual’s core values (Sheldon & Elliot, 1999).
Finally, Klug and Maier (2015) provided a quantitative review of the link
between successful goal pursuit and SWB. Their meta-analysis integrated
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findings from 108 independent samples derived from 85 studies, showing
robust evidence that goal pursuit is related to SWB.

This body of evidence is in line with the premise that professional fulfil-
ment, as a career goal concept, influences well-being. However, it is needed
to analyse how career goals, in terms of content and progress, influence
SWB when individually considering the three components of well-being.
This is in accordance with premises that these components are independent
factors and therefore should be measured and studied separately (Andrews
& Withey, 1976; Lucas, Diener, & Suh, 1996). Thus, the following hypotheses
are proposed:

* Hla: The professional fulfilment goal content dimension is a stronger pre-
dictor of positive affect than of negative affect.

* HIlb: The professional fulfilment goal progress dimension is a stronger
predictor of positive affect than of negative affect.

* H2a: The professional fulfilment goal content dimension positively pre-
dicts life satisfaction.

* H2b: The professional fulfilment goal progress dimension positively
predicts life satisfaction.

Similarly to SWB, some authors state that flourishing at work includes
both a hedonic aspect, wherein it involves positive emotions and satisfac-
tion at work, and a eudemonic aspect, which involves being fully engaged in
work and it is an expression of the true self (Peterson, Park, & Seligman,
2006). According to Mehrotra and Tripathi (2013), from a general perspec-
tive, flourishing is a state of positive mental health that comprehensively
captures the aspects of “feeling good”, as well as positive psychosocial func-
tioning. It is achieved when an individual experiences a high level of purpose,
meaning, optimism, competence and satisfaction with life (Diener et al.,
2010). According to the POB perspective, flourishing at work refers to a
prosperity and development situation, linked to a progressive state of satis-
faction and well-being at the work context (Mendonga, Caetano, Ferreira,
Sousa, & Silva, 2014).

The premise that professional fulfilment may engender flourishing at
work is based on evidence that some employees are more likely to flourish
than others. Even when they share the same working conditions, aspects
such as personality traits, values and goals lead them to engage in certain
behaviours, to pursue specific goals or strategies and to interpret and find
meaning in their experiences in systematic ways (McAdams, 1995; Bono,
Davies, & Rasch, 2011). The proposition is that people who fulfil them-
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selves through the achievement of fundamental goals and present a positive
goal progress evaluation may present distinct levels of flourishing at work.
When people experience professional fulfilment, it is more likely that they are
involved in meaningful work, which also represents an indicator of flourishing
at work (Veltman, 2015). According to these rationales, the following
hypotheses are proposed:

* H3a: The professional fulfilment goal content dimension positively pre-
dicts flourishing at work.

* H3b: The professional fulfilment goal progress dimension positively
predicts flourishing at work.

Combined, therefore, all hypotheses explicitly state the main purpose of
this study, which is to investigate the impact of professional fulfilment on
positive psychology aspects such as SWB and flourishing at work. Next, the
method used to test such hypotheses is presented, as well as the resultant
model and implications for research.

) 3. METHOD
3.1 Participants

Considering that SWB and flourishing at work present considerable
similarities in terms of their definition and measurements, data from two
different and independent samples was used. This strategy contributes to
avoid the overlapping of well-being and flourishing among respondents, con-
sidering that participants can mistake them as being quite similar and, conse-
quently, respond to them in an analogous manner (Gevers, Mohammed, &
Baytalskaya, 2015). Besides, the use of two samples should contribute to
avoid multicollinearity, which is a vital assumption of multiple regression
(Tabachnick & Fidell, 2001).

e Sample 1: Participants included 179 workers between 18 and 54 years of
age (mean = 27 years), most of whom were women (74%), single (65%)
and had attained an undergraduate (95.5%) college degree (including
second or third graduations). Overall, their average work tenure was 6.5
years, while work tenure in the same organisation was 3.7 years. Most of
them (80.7%) did not occupy a leadership position. Participants assumed
a large variety of jobs and professions, which included positions in
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organisations and autonomous jobs. This sample responded to profes-
sional fulfilment and SWB instruments.

*  Sample 2: Participants included 358 workers, most of whom were women
(67%) and single (57%). Schooling ranged up to postgraduate level, but
most participants were college undergraduates (87.3%). The mean age
was 29 years old, with the youngest being 17 and the oldest 64. The
mean for work tenure was 8.3 years, with the minimum being less than
a year working and the maximum 43 years. This sample responded to
professional fulfilment and flourishing at work instruments.

3.2 Instruments

The Professional Fulfilment Scale — PFS (Oliveira-Silva et al., 2019) was
used to measure professional fulfilment. The scale is comprised of two
dimensions. The first, goal content, explores what types of career goals people
perceive as being more important and how much they achieve at present. To
observe the relationship between importance and achievement, the profes-
sional fulfilment degree indicator (PFDI) score is calculated, obtained
through the formula: PFDI = i (a-1), in which i = importance and a =
achievement. The minimum PFDI score is 0 (obtained with any value of
importance and zero achievement), while the maximum score is 12 (maxi-
mum importance and achievement). Such a score shows that an unimpor-
tant goal that is less achieved is less unfavourable than when an important
goal has no achievement at all. This dimension presents 16 items and four
factors — self-transcendence, self-enhancement, conservation, and openness
to change. To obtain PFDI, a mean of these four factors is calculated.

The second dimension, goal progress, analyses people’s progress
towards their career goals and their satisfaction with that. It presents one
open question, a dichotomous question concerning whether the person has
achieved the stated career goal and four scale questions: 1. how far is the
person from achieving the goal; 2. how much does their current job contribute
to achieving the goal; 3. how satisfied are they with the degree of goal pro-
gress; 4. how professionally fulfilled do they perceive themselves to be
(Oliveira-Silva et al., 2019).

Results from confirmatory analysis indicate that PFS presents very good
fit properties: y> = 148.83, x2/df = 1.55, p = 0.000, CFI = 0.98, TLI = 0.97,
RMSEA = 0.04, SRMR = 0.03 (Oliveira-Silva et al., 2019). Cronbach’s alpha
for the complete scale is equal to 0.92, whilst alphas for the four factors from
the first dimension, including importance and achievement scales separately,

ISSN 1678-6971 (electronic version) ¢ RAM, Sdo Paulo, 22(1), eRAMG210117, 2021
doi:10.1590/1678-6971/eRAMG210117



N

Subjective well-being and flourishing at work: The impact of professional fulfilment

range from 0.72 to 0.91. For the goal content dimension, alpha was equal to
0.78 (Oliveira-Silva et al., 2019). Considering the samples used, the reliability
index for PFDI was equal to 0.92 and 0.78 for the goal progress dimension.

To measure SWB, Escala de Bem-estar Subjetivo (EBES) was used
(Albuquerque & Trécolli, 2004). It presents 62 items, which comprehend
three dimensions of SWB: satisfaction with life, positive affect, and negative
affect. Answers vary from 1 (not at all) to 5 (extremely). The complete scale
presents 0.86 for reliability. In the sample used, the complete scale pre-
sented 0.77 for reliability, 0.77 for the satisfaction with life factor, 0.93 for
the positive affect factor and 0.94 for negative affect.

Flourishing at work was measured through Escala de Florescimento no
Trabalho — EFLOT (Mendonga et al., 2014), which represents an adaptation
from Diener et al. (2010) and Silva and Caetano (2011) to work context and
to Brazilian Portuguese, respectively. It presents eight items in a seven-point
scale, ranging from 1 (completely disagree) to 7 (completely agree). It is
single factored, with Cronbach’s a equal to 0.85 and items loading ranging
from 0.40 to 0.75. For the present sample, Cronbach’s a was equal to 0.80.

3.3 Procedures

Participants were recruited in their faculty classrooms, being invited to
take part in career research. All participants were informed of the academic
purposes of the research and its ethical procedures, besides being given the
terms of informed consent (TCLE) to read and sign, if they agreed to partici-
pate in the research. Those who accepted the invitation stood in their class-
rooms after the lecture, which was when they were given the questionnaire.

3.4 Data analysis

To obtain the power achieved by the statistical tests accomplished in
this study, G-Power 3 (Faul, Erdfelder, Lang, & Buchner, 2007) was used.
Estimates were obtained considering the power analysis section protocol,
the T-test family and the linear multiple regression statistical test; the power
analysis type was post-hoc. For an effect of 0.25, an alpha of 0.001, a sample
size of 179 (sample 1) and two predictors (professional fulfilment dimen-
sions), a power of 0.99 was achieved. When considering sample 2, for an
effect of 0.10, alpha of 0.001, a sample size of 358 and two predictors; a
power of 0.99 was also achieved.

Multiple regression analyses were executed in Statistical Package for
Social Science (SPSS), version 20.0, in order to test the proposed hypothesis.
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Correlations and central tendency analyses were also performed in order to
understand the data patterns. Regarding the goal content dimension of PFS,
PFDI score was calculated, generating an overall score. Items from the goal
progress dimension were also analysed together.

) 4. RESULTS

After verifying the attendance of statistical assumptions, the results
from descriptive statistics and bivariate correlations were analysed, which
are displayed in Figure 4.1. Regarding SWB factors, negative affect presented
the smallest mean below the midpoint (3) of the scale (M = 2.30), while
positive affect (M = 3.30) and satisfaction with life (M = 3.39) presented
almost identical means, both of which were above the scale midpoint. The
flourishing single factor, in turn, also presented a mean (M = 5.20) above
the midpoint (4). Regarding professional fulfilment, the PFDI mean (M =
5.82) was below the midpoint (6), indicating a relatively low degree of
achieving what is valued in terms of career goals. The goal progress dimen-
sion mean (M = 2.64) was also below the midpoint (3), indicating a rela-
tively low degree of satisfaction with progress towards career goals.

CFigure 4.1)
MEANS AND CORRELATIONS AMONG SwB, FLOURISHING, AND PFS
Variables M Scale SD 1 2 3 4 5 6

1. PA 3.30 1-5 071 -

2. NA 230 1-5 076 -047* -

3. SL 3.39 15 066 049 -052**

4. PFDI 5.8¢ 0-1¢2 214 0427 -010 012 -

5 GP 264 15 060 036 -015 026 038" -

6. FLO 5.20 1.7 0.99 - - - 039" 044*

PA = positive affect; NA = negative affect; SL = satisfaction with life; PFDI = professional fulfilment degree indica-
tor; GP = goal progress; FLO = flourishing at work. No correlations between flourishing and SWB dimensions were
calculated because they were measured in different samples. Means calculation for PFS considered both samples.

*p <005, p < 001

Source: Elaborated by the authors.
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Regarding the correlation results, flourishing, positive affect and profes-
sional fulfilment were significantly correlated. However, besides being posi-
tively and significantly correlated with positive affect, only goal progress
was positively and significantly correlated with satisfaction with life and
negatively correlated with negative affect. PFDI, in turn, was significantly
and positively correlated only with positive affect, but not with negative
affect or satisfaction with life. On the other hand, both dimensions of pro-
fessional fulfilment were significantly correlated with flourishing at work.

Hypotheses Hla and H1b propose that professional fulfilment predicts
SWB regarding positive affect, negative affect and life satisfaction. Hla posits
that the professional fulfilment goal content dimension or PFDI predicts
positive affect (B = 0.417, R*>= 0.174, p < 0.001) more than negative affect
(B = -0.098, R* = 0.010, NS). On the other hand, H1b proposes the same
thing, but analysing the professional fulfilment goal progress dimension.
According to Figure 4.2, both Hla and H1b were supported. PFDI was a
strong predictor of positive affect, but did not predict negative affect signifi-
cantly or positively. Regarding H1b, the PFS goal progress also revealed to
be a strong predictor of positive affect (B = 0.363, R>= 0.131, p < 0.001)
than of negative affect (3 = -0.155, R* = 0.024, p < 0.05), although goal
progress did predict negative affect significantly, albeit negatively. Comparing
results from the goal content and goal progress dimensions, it is possible to
observe that goal content proved to be a slightly stronger predictor of posi-
tive affect.

(Figure 4.2)
REGRESSION COEFFICIENTS FOR HYPOTHESES
PA NA st FLO
Predictor B R? B R? B R? B R?
PFDI 0417 0174 -0098 0010 0121 0015 0391* 0153
GP 0363* 0131 -0155* 0024 0265 0070 0437* 0191

PA = positive affect; NA = negative affect; SL = satisfaction with life; PFDI = professional fulfilment degree indicator;
GP = goal progress; FLO = flourishing at work.

*p <0.05* p <0001

Source: Elaborated by the authors.

In relation to H2a and H2b, they address satisfaction with life and posit
that both goal content and goal progress predict life satisfaction. Hypothesis
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H2a proposes that goal content score — PFDI - predicts life satisfaction; the
same is hypothesised for goal progress (H2b). Figure 4.2 evidences that,
while H2b was supported, H2a was not, as PFDI did not significantly predict
life satisfaction (B = 0.121, R* = 0.015, NS). Consequently, only goal pro-
gress was demonstrated to be a predictor of satisfaction with life (§ = 0.265,
R*= 0.070, p < 0.001).

Hypotheses H3a and H3b, for instance, proposed that professional ful-
filment predicts flourishing at work. Whilst H3a states that PFDI predicts
flourishing at work, H3b posits that flourishing is also predicted by the goal
progress dimension. Figure 4.2 illustrates the regression coefficients
obtained for these hypotheses, which evidences that both were supported.
PEDI significantly predicted flourishing at work (B = 0.391, R*= 0.153, p <
0.001), as goal progress presented the highest influence on flourishing at
work (B = 0.437, R*= 0.191, p < 0.001), thus, overcoming goal content.

Overall, these results indicated that professional fulfilment predicts
both flourishing at work and SWB. Some aspects of professional fulfilment
are better predictors than others, such as goal progress, which predicted
all well-being factors. However, the goal content dimension of professional
fulfilment (PFDI) failed to predict negative affect and satisfaction with life.
The implications of these results are discussed further on. Considering the
obtained results, Figure 4.3 displays the resultant model regarding the pro-
posed hypotheses.

CFigure 4.3)
RESULTANT MODEL

SwWB
e Y L

--»| Negative affect

Satisfaction life

I/I

Professional fulfilment

Goal progress
\ Flourishing

at work

Source: Elaborated by the authors.
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) 5. DISCUSSION

The present study aimed to analyse whether SWB (which addresses life
overall) and flourishing at work (which is related to positive work experiences)
are fostered by professional fulfilment. Our results indicated that profes-
sional fulfilment predicts higher SWB and flourishing at work. The evidence
reveals that the more people perceive that they achieve what they value in
their career and demonstrate a positive goal progress evaluation, the more
they experience well-being and flourish at work. This is crucial because it
means that professional fulfilment is not an end in itself, but contributes to
generating positive experiences not only at work, but also in life as a whole.

Regarding the relationship between professional fulfilment and SWB
specifically, we verified that, when people present positive affect in life, this
is fostered by achieving what they value in their career rather than when
they have a positive evaluation of their goal progress. One possible explana-
tion of this is that the goal content dimension involves more concrete goal
achievement than the goal progress dimension, perhaps because the latter
depends more on an optimistic attitude. Considering goal contents sepa-
rately, self-enhancement and openness to change career goals yielded the
strongest impact on positive affect.

However, the results also indicated that the goal content dimension
(PFDI) did not significantly predict life satisfaction. The simple fact of
achieving what is important in one’s career does not guarantee that people
will be more satisfied with life. On the other hand, presenting a positive goal
progress evaluation may contribute to a better view of life, as the goal pro-
gress dimension presented a significative relationship with life satisfaction.
This is quite interesting, as it indicates that a better subjective perception of
how well one perceives their career performance fosters a better evaluation
of life satisfaction. The sense-making for this result may be the premise that
both, goal progress and life satisfaction, represent subjective evaluations
influenced by one’s cognitions of optimism and positivity about themselves.

Therefore, it is possible to state that professional fulfilment is a tena-
cious well-being predictor, while PFDI is a strong predictor of positive affect,
and the goal progress dimension is identified as being a better predictor of
life satisfaction. The premise that the pursuit of goals is associated with a
higher SWB is not a novelty. It has been previously assumed that personal
goals are precursors of life satisfaction and long-term positive and negative
affect (Diener, Suh, Lucas, & Smith, 1999; Emmons & Kaiser, 1996). In fact,
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considerable empirical evidence has shown that people involved in the pur-
suit of personal goals indicate a higher SWB than individuals who lack a
sense of goal directedness (Emmons, 1986; Cantor & Sanderson, 1999).
Specifically, people who pursue individually important goals experience
higher levels of SWB than those who have no concrete goal in mind (Freund
& Baltes, 2002). Furthermore, it is not only the pursuit of important goals
that influences SWB, but also the perception of making progress or even
attaining these goals (Brunstein, 1993; Wiese, 2007; Klug & Maier, 2015).

There is, however, considerable individual variance in the link between
goal progress and well-being (Kruglanski, 1996). In life-span psychology, it has
been emphasised that it is adaptive to choose goals that converge with indi-
vidual capacities and personal motives (Baltes & Baltes, 1990; Heckhausen,
1999). The underlying core idea is that personal goals are hierarchically
dependent on higher-order motives or needs (Emmons, 1989), which is also
the idea brought about by professional fulfilment, as career goals are based
on personal values. According to Klug and Maier (2015), selecting and pur-
suing specific goals is instrumental in fulfilling these enduring motives or
needs and therefore leads to long lasting increases in SWB. Furthermore, the
reason why goal pursuit predicts SWB is that, while striving for personal
goals, people focus their energy on relevant activities and invest continual
effort in goal pursuit. If goals are well organised in a hierarchy, these effects
are even more pronounced, as goal hierarchies provide individuals with
diverse and expanding opportunities to achieve their desired goal (Klug &
Maier, 2015).

The link found between a career aspect (professional fulfilment) and a
general life aspect (SWB) is relevant, as the influence of development evalua-
tion of one domain (e.g. career) within another domain (e.g. life overall) has
been scarcely demonstrated. A similar example is from Wiese and Freund
(2005), which proposes that the work domain goal progress is judged with
reference to intra-domain standards, as well as with reference to personal
development and circumstances in other life domains. Both professional ful-
filment dimensions can be identified in Wiese and Freund’s (2005) study, as
the authors test and confirm not only the effect of positive goal progress on
well-being, but also the discrepancies between one’s expectations concerning
goals and the actual reality of the desired state, which is their current degree
of achievement.

The impact that the achievement of important career goals has on posi-
tive affect has also been previously addressed, as several studies suggest that
the achievement of highly self-valued goals results in positive emotional
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states such as joy, happiness and satisfaction, besides significantly impacting
SWB (Brunstein, 1993; Emmons, 1986; Hortop, Wrosch, & Gagné, 2013;
Klug & Maier, 2015; Oishi & Diener, 2001). The degree to which goals are
self-relevant is thought to influence the size of the relationship between
goal pursuit and SWB (Cantor & Fleeson, 1994). This may also contribute
to our understanding of why, in our study, PFDI is so strongly related to
positive affect.

The lack of impact of both PFS dimensions on negative affect has also
been previously indicated. There is evidence that successful goal pursuit is
related to SWB positive indicators, especially positive affect (Emmons &
Diener, 1986; Kehr, 2003; Wanberg, Zhu, & Van Hooft, 2010). Studies that
differentiated between qualitative facets of emotional SWB and assessed
positive and negative affect simultaneously largely showed that successful
goal pursuit has comparatively lower-to-no effect on negative affect (Sheldon
& Kasser, 1998; Wiese & Freund, 2005). Perhaps, that is the reason why the
professional fulfilment goal content failed to present even a significative
influence on negative affect, except for the goal progress dimension, which
presents a significative but low and inverse influence on negative affect.

Regarding the exclusive influence of goal progress on life satisfaction,
the study from Monzani et al. (2015) can contribute to explaining this result,
as it evidences the role of optimism on perceived goal progress. Similarly,
life satisfaction has also been predicted by optimism (Scheier & Carver,
1992; Leung, Moneta, & McBride-Chang, 2005), which may help to explain
the higher influence of goal progress on life satisfaction. A study by Jackson,
Weiss, Lundquist, and Soderlind (2002) also demonstrated that optimists
report more progress, higher goal value and lower levels of perceived goal
conflict than pessimists. Additionally, considering that the evaluation of
goal progress may be understood as a self-evaluation, there is also evidence
that self-evaluations predict life satisfaction (Judge, Locke, Durham, &
Kluger, 1998).

One possible reason why PFDI did not predict life satisfaction is given
by Deci and Ryan (2000) and Csikszentmihalyi (1993), according to whom
personally relevant or important goals are intrinsically rewarding, express
enduring interests and values and therefore serve basic needs, but do not
necessarily engender satisfaction. Another reason is given by Klug and Maier
(2015), who posit that, if personal goals refer to a specific domain (in this
case, career) and SWB is measured with respect to a different domain (life
in general), there might be a mismatch. Although they assume that spillover
effects from the personal life domain to the work domain are possible, they
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argue that the relationship between successful goal achievement in one
domain and SWB in a different domain may be weaker than when comparing
matched cases.

Finally, the meta-analytic review from Klug and Maier (2015) reveals
that an analysis of the relationship between goal pursuit and SWB is the
path to be followed. They evidenced that the association of goal pursuit with
positive indicators of SWB is true, that successful goal pursuit was related
to goal progress and that SWB matched goal content. All of these findings
are congruent with our results and enhance the relevance of professional
fulfilment for SWB.

Concerning the influence of professional fulfilment on flourishing at
work, goal content significantly predicted flourishing at work. This means
that, when people achieve what they value in their career, it is likely that
they will flourish at work. The goal progress dimension, in turn, presented
the highest influence on flourishing at work, overcoming goal content. This
indicates, that when people present a positive evaluation of goal progress, it
is more likely that they will flourish at work. People who worry about how
well they are doing in their career, in general, search for more meaningful
work, where they can feel they are able to flourish. Namely, if people show
good progress evaluation towards their career goals, it is more likely that
they will experience competence, engagement, meaning and purpose, opti-
mism, self-acceptance and supportive relationships at work (Diener et al.,
2010; Silva & Caetano, 2011).

Similar findings are much less common in the literature, especially in
comparison with SWB, likely because flourishing is not as well developed
and investigated as SWB. Flourishing represents a relatively recent concept;
therefore, its investigations are usually fairly scarce and under development.
A study by North, Holahan, Carlson, and Pahl (2014) evidenced that reengage-
ment with new and intrinsically meaningful goals after failure was associated
with greater subsequent flourishing. This is compatible with our findings,
which demonstrate that both professional fulfilment dimensions predict
higher levels of flourishing at work. The importance of such findings also
relies on the connection of flourishing with positive physical health out-
comes, productivity at work and absenteeism (Keyes & Haidt, 2003).

Finally, a study from Bono et al. (2011) shows that people who flourish
at work because of their personality tend to have a positive approach to the
self, others and work situations. They also tend to take an active, engaged
and forward-looking approach to work, especially in novel or challenging
situations. These aspects may be engendered by the professional fulfilment
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experience, thus, leading people to present higher flourishing at work.
Another possibility is that professional fulfilment relates to meaningful
work, which also contributes to human flourishing (Veltman, 2015).

) 6. FINAL CONSIDERATIONS

In general, the present study adds to the comprehension of how profes-
sional fulfilment influences, not only work-related variables, but also general
happiness in life. Despite the lack of studies reinforcing the obtained results
regarding professional fulfilment, it is critical to highlight the contribution
of this study to the field. A relevant contribution concerns specific career
goal investigations. Most evidence reported here involves goals in general.
The demonstration that career goals reproduce the results found for goals in
general adds to the research, not only for distinct goal domains, but espe-
cially in the career-related field.

A relevant practical implication of this study is the comprehension that
the different domains of people’s lives affect each other. Therefore, to foster
professional fulfilment affects, not only work-related issues, but also per-
ceptions of life in general, recognising the wholeness of individuals. Finally,
the consideration of these findings may contribute to the promotion of
investing in career planning both inside and outside organisations.

Concerning the limitations of this study, one of which is its relatively
simple design, analysing only direct relationships and not considering pos-
sible moderators or mediators for the relationship between professional ful-
filment and SWB and flourishing at work. One of the reasons is the need to
check the true and simple influence of professional fulfilment in positive
psychology outcomes, stating that professional fulfilment is not an end
itself. However, the role of intervenient variables is not discarded and should
be considered in future studies.

Another limitation is its cross-sectional design. A longitudinal investi-
gation on how alterations in people’s career goals — level of importance,
achievement or the evaluation of goal progress — alter levels of SWB and
flourishing at work over time would undoubtedly be striking. The use of
other strategies to measure SWB and flourishing at work rather than self-
report could also contribute to the further comprehension of the impact of
professional fulfilment on these variables.

Finally, a possibility regarding further studies relies on the analysis of
under which specific context the pursuit of career goals has a higher or
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lower impact on SWB and flourishing. Carver and Scheier (1998), for exam-
ple, suppose that, once a goal is achieved, it loses its power to enhance SWB
and can even produce negative emotions. To analyse whether the attained
goal is a dead end and buffers SWB or if new goals and progress on them can
maintain SWB is, at least, inquisitive.

BEM-ESTAR SUBJETIVO E FLORESCIMENTO NO
TRABALHO: 0 IMPACTO DA REALIZACAO PROFISSIONAL

) RESUMO

Objetivo: O objetivo principal deste estudo foi investigar o impacto que
a realizacdo profissional tem sobre aspectos psicolégicos positivos,
como bem-estar subjetivo e florescimento no trabalho.

Originalidade/valor: Foi analisado se a realizagdo profissional, como
aspecto de carreira, influencia apenas fatores de trabalho, como o flores-
cimento, ou se também contribui para o bem-estar subjetivo na vida.
Além disso, existem poucos estudos com o conceito de realiza¢ao pro-
fissional por conta de sua recenticidade. Portanto, este estudo contribui
para o avang¢o de um novo conceito, bem como para o desenvolvimento
de novos modelos e teorias em psicologia positiva.

Design/metodologia/abordagem: Trata-se de uma pesquisa quantitativa,
do tipo survey, envolvendo 358 trabalhadores. Os participantes apresen-
tavam variados empregos e profissdes. O questiondario continha as escalas
de bem-estar subjetivo, florescimento no trabalho e de realiza¢ao profis-
sional, bem como questdes sociodemograficas. Os dados foram analisa-
dos por meio de correlagdes bivariadas e andlise de regressao multipla.

Resultados: Os resultados indicaram que a realizagao profissional prevé
maior bem-estar subjetivo e florescimento no trabalho. Logo, quanto
mais as pessoas percebem que alcangam o que valorizam na carreira e
demonstram uma avalia¢do positiva do progresso das metas, mais elas
experimentam bem-estar na vida em geral e mais florescem no trabalho.
A maioria das relagoes entre metas de carreira, bem-estar e florescimen-
to no trabalho é positiva, o que é consistente com estudos anteriores.
Futuros estudos poderiam analisar em quais condi¢des contextuais
especificas a busca de metas de carreira teria maior ou menor impacto
sobre o bem-estar e o florescimento no trabalho.
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