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This article presents a study of the curvilinear role of psychological resources 
during goal striving through an interactive model linking work goal progress 
to a valued resource. Specifically, we explore the nonlinear relationship of grit 
with work goal progress. Additionally, we test the moderating role of perceived 
organizational support (POS) for this relationship. We hypothesized that an 
employee’s goal pursuit is not merely contingent on the excessive availability of 
the selected resources but instead might be an outcome of interaction between 
personal resources and the environment. Our sample comprises 293 university 
professors working in the United States who completed questionnaires at two 
time points. The study findings confirm the curvilinear role of grit in predicting 
work goal progress. Furthermore, the moderating role of POS on the nonlinear 
relationship between grit and work goal progress is confirmed to be significant. 
We discuss the theoretical implications for industry concerning performance 
and self-regulation based on our findings.

INTRODUCTION

In our daily lives, we all typically have a number of goals we want to achieve. 
For example, performing well in sports, achieving work targets, and main-
taining good health are, for many people, an indispensable part of daily life. 
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Despite having great importance, people often abandon their already set 
goals. Consequently, researchers have started to examine the role of resources 
in exploring the decision process or post-decision adjustment mechanisms 
(Diefendorff  & Lord, 2008) instead of limiting their focus to the original 
goal-setting theorization (Locke & Latham, 1990). A well-established con-
servation of resources (COR) theory (Hobfoll, 1989, p. 516) describes re-
sources as “those objects, personal characteristics, conditions or energies 
that are valued by individuals or that serve as a means for attainment for 
those objects, personal characteristics, conditions or energies.” Halbesleben, 
Neveu, Paustian-Underdahl, and Westman (2014, p. 1338) further explain 
that a resource is “anything perceived by the individuals to help attain his or 
her goals.” As such, COR theory underscores that personal resources (e.g., 
self-efficacy, self-esteem, hope, and optimism) are functional in achieving 
goals and in stimulating personal growth and development (Xanthopoulou, 
Bakker, Demerouti, & Schaufeli, 2009). One such personal resource—grit—
is defined as “perseverance and passion for long-term goals” (Duckworth, 
Peterson, Matthews, & Kelly, 2007, p. 1087) and has received scholarly at-
tention because it seems to be an important predictor of success and perfor-
mance (Duckworth & Quinn, 2009).

Although earlier research has reliably demonstrated that greater personal 
resources such as grit motivate and facilitate goal attainment even in the face 
of adversity or challenge (Sinclair, 2017), yet, the manner in which resources 
fluctuate is unclear. Specifically, the question remains, is more necessarily 
better? Therefore, by questioning the assumptions regarding the universal 
beneficial role of psychological resources, research has suggested a pos-
sible dark side of such resources when they exist beyond an optimal level 
(Credé, Tynan, & Harms, 2017; Vancouver, Thompson, & Williams, 2001). 
More important, Pierce and Aguinis (2013, p. 314) posited a too-much-of-a-
good-thing (TMGT) framework by suggesting that “management research-
ers should hypothesize and test the possibility that relatively high levels of 
otherwise beneficial antecedents may lead to unexpected and undesired out-
comes.” Occupational researchers have also suggested a curvilinear relation-
ship between psychological resources and work outcomes (Astakhova, 2015; 
Grant & Schwartz, 2011; Pierce & Aguinis, 2013). This work draws on these 
ideas and extends them by investigating a previously untested curvilinear 
relationship between grit and work goal progress. Our study argues that the 
availability of too few or too many resources may not be fruitful when pur-
suing goals.

Additionally, it is quite possible that only possessing personal character-
istics may not be enough for successful goal pursuit and, thus, we need to 
further unpack the dynamics of resources. That is, we need to examine poten-
tial moderators of the curvilinear effect. Accordingly, we introduce perceived 
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organizational support (POS) as a moderator of the relationship between 
grit and goal progress. POS is defined as employees’ general beliefs regarding 
the extent to which “the organization values their contributions and cares 
about their well-being” (Eisenberger, Huntington, Hutchison, & Sowa, 1986, 
p. 501). Hobfoll (2011, 2012) proposed an extension of his COR theory by 
putting forward the notion of resource passageways, which refer to the “envi-
ronmental conditions that support, foster, enrich, and protect resources of 
individuals, families, and organizations, or that detract, undermine, obstruct, 
or impoverish people’s resource reservoirs” (Hobfoll, 2011, p. 29). In fact, 
resource investment during goal seeking is linked to supportive environ-
ments such as culture and POS (Chen, Westman, & Hobfoll, 2015; Hobfoll, 
2002). For instance, during goal pursuit, these resource passageways may 
fuel broaden-and-build dynamics (Fredrickson, 2003) to the benefit of goal 
achievement and additional resources. Thus, supportive work environments 
among all other working conditions, work-home interface, and organiza-
tional and societal culture are instances of potential facilitators/accelerators 
of resource functional development (Hobfoll, 2011; Hobfoll, Halbesleben, 
Neveu, & Westman, 2018). Seppälä and Cameron (2015) argue that a positive 
workplace leads to success over time because it results in positive emotions 
and well-being, which, in turn, develop employees’ social relationships and 
boost their abilities and creativity. Furthermore, in challenging and difficult 
situations these feelings help them to bounce back. Organizations with sup-
portive cultures lead to staff  members attaining higher financial performance 
and productivity and being a more engaged workforce. Specifically, drawing 
on COR theory, we expect that POS will moderate the relationship between 
grit and work goal progress.

Our primary focus is to revisit the existing linear role of resources during 
goal striving, and we seek to make at least two distinct contributions to 
the goal striving literature. First, unlike the existing research on grit (as a 
resource), which has focused mainly on a linear relationship, we propose 
a curvilinear (an inverted, U-shaped) approach as a substitute to ensure 
the conceptual clarity and generalization of findings. This contribution is 
expected to show that the benefits of resource availability may not necessarily 
result from a simple accumulation of resources and that resource abundance 
can turn excessive to the point of disfunction, because too much grit can get 
in the way of goal achievement.

Second, considering the COR theorizing about resource existence in a cer-
tain ecology, we propose a phenomenon of fluctuating resources such as grit 
when striving to attain work goals. Therefore, taking the perspective of COR 
theory, we contribute to exploring a boundary condition of the relationship 
between grit and work goal progress and test whether this association is influ-
enced by POS.
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THEORY AND HYPOTHESES DEVELOPMENT

Grit and Goal Progress

Grit has been defined as a combination of perseverance and passion with 
“effort and interest over years despite failure, adversity, and plateaus in prog-
ress” (Duckworth et al., 2007, p. 1088). Accordingly, grit has been linked to 
creativity, goal orientation, and drive for purposeful achievement while show-
ing persistence when others give up (Schwartz, 2019). Research has further 
suggested that grit helps individuals stay engaged and be resilient in challeng-
ing situations (Maddi, Matthews, Kelly, Villarreal, & White, 2012; Von Culin, 
Tsukayama, & Duckworth, 2014).

However, a few studies have also raised issues concerning the inconsistent 
results of grit in predicting performance (Credé, 2018; Credé et al., 2017). 
For example, these studies found support for the argument that resources 
can possibly turn into demands depending on the context (Cormier, Dunn, & 
Dunn, 2019; Duckworth & Gross, 2014). These results question the expected 
monotonic linear relationship between psychological resources and work 
outcomes. Recent studies have suggested a possible curvilinear impact of grit 
in the workplace (Alaoui & Fons-Rosen, 2019; Jordan, Wihler, Hochwarter, 
& Ferris, 2019). A number of explanations have been advanced to account 
for this downside of grit. For instance, in the presence of a high level of grit, 
investing additional efforts in nonproductive goals was thought to be harmful 
to the point of expressing “inappropriate persistence” (Howard & Crayne, 
2019; Lucas, Gratch, Cheng, & Marsella, 2015). In the same vein, grittier indi-
viduals can end up by being costly for organizational performance, because 
their over-commitment to a course of action can become stubborn to the 
point of investing in less-than-optimal or even negative directions (Hietala, 
Kaplan, & Robinson, 2003; Lindberg & Wincent, 2011).

Previous inconsistent findings suggest the possible problem in linear rela-
tionships of grit with various goal outcomes. According to the COR con-
ceptualization, psychological resources should not be labeled good or bad in 
advance because their role can be determined based on how much they con-
tribute to motivating an individual (Halbesleben et al., 2014; Hobfoll et al., 
2018). In addition, using the framework of too-much-of-a-good-thing, Pierce 
and Aguinis (2013) explained the curvilinear relationship between work expe-
rience and employee performance. They demonstrated that increases in work 
experience correspond to more desirable outcomes up to point, but after that 
inflection point, more work experience does not lead to additional value and 
may actually lead to less desirable results. Integrating these arguments, we 
propose that an individual may benefit from the availability of grit resources, 
which have a positive impact on goal progress as long as resource levels 
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remain moderate. This relationship may turn negative when grit is at a very 
low or very high level, leading to our first hypothesis.

Hypothesis 1: There is a curvilinear relationship between grit and goal progress, 
such that the highest work progress relates to intermediate levels of grit investment.

The Moderating Role of Perceived Organizational 
Support

The literature shows that perceived social support can predict positive work 
outcomes (Eder & Eisenberger, 2008). Supportive workplaces have thus been 
found to enhance employees’ willingness to contribute at higher levels of ef-
forts and abilities to the process of goal attainment (Eisenberger et al., 1986; 
Rhoades, Eisenberger, & Armeli, 2001; Schaufeli & Bakker, 2004). Specifically, 
POS was found to be related to job satisfaction, employee performance, orga-
nizational commitment, and less absenteeism and turnover (Baran, Shanock, 
& Miller, 2012; Kurtessis et al., 2015; Rhoades & Eisenberger, 2002; Riggle, 
Edmondson, & Hansen, 2009).

In addition to its direct positive impact on work behavior, POS has also 
proven to be an influential moderator in relation to selected task perfor-
mances requiring social skills (Hochwarter, Witt, Treadway, & Ferris, 2006) 
and leader-member exchanges (Erdogan & Enders, 2007). Earlier research 
suggests that favorable work environments could be better explored from 
the perspective of their interactive effects along with personal resources. For 
example, availability of support from an organization combined with a high 
level of social skills possessed by an employee has been found to positively 
predict job performance (Hochwarter et al., 2006). Such a moderating role 
of organizational support has been found significant in the linkage between 
leader-member exchanges and the performance shown by subordinates, sug-
gesting that supervisors having access to such supportive environments can 
be helped when exchanging psychological resources with their subordinates 
(Erdogan & Enders, 2007). In line with COR theory (Hobfoll, 1989), POS 
was found to result in an accumulation of psychological resources (e.g., 
hope, resilience, and optimism) that are helpful for goal attainment (Luthans, 
Norman, Avolio, & Avey, 2008). Conversely, a lack of supportive organiza-
tional environment, also known as an absence of “resource passageways” 
(Hobfoll, 2011), reduces the resource pool of individuals and productivity.

Accordingly, we expect goal progress to be not only a product of a non-
linear effect of grit resources, but, more important, conditioned by its inter-
action with POS. We suggest that very low levels of grit resources with the 
availability of supportive environments can help individuals sustain efforts 
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during goal pursuits. However, very high levels of grit may result in stubborn-
ness or over-commitment, but having access to such supportive environments 
can help individuals accept failures instead of continuing to invest efforts in 
unattainable goals. Consequently, we anticipate the following hypothesis:

Hypothesis 2: POS will moderate the curvilinear relationship between grit and 
work goal progress, because individuals with higher POS will demonstrate higher 
work goal progress.

METHOD

Participants and Procedure

A time-lagged study was administered at two data points (T1 and T2). 
University professors working in the US completed survey questionnaires at 
a time interval of 2 months. Contacted individuals were performing duties 
at various positions, such as assistant professor, associate professor, and full 
professor, in public and private sector universities. Those having job titles 
such as adjunct instructor or teaching assistant were not considered as part 
of this study, because these employees do not have specific research goals 
in addition to teaching goals; therefore, we limited our sample to individu-
als having both research and teaching work goals. Individuals were initially 
contacted by email to provide them with details about the study and to gain 
consent. Participation in this study was voluntary and no financial reward 
was offered to the respondents. Participants were provided with the links to 
respond to questionnaires available on Survey Monkey. For the second data 
collection wave, only respondents from the first wave were invited through 
reminder emails. At time 1, scale items of grit, POS, and work goals were 
included in the questionnaire. At time 2, participants completed a second 
questionnaire that included scale items of work goal progress, age, gender, 
and tenure in the current organization.

In total, 3,371 university professors were invited by email to be part of the 
study. At T1, 436 participants completed and returned valid questionnaires. 
The initial response rate was 12.93 percent. Due to an attrition effect, the 
total number of T2 participants dwindled to 293 (67.2% of T1). Data from 
T2 responses were matched using email addresses initially provided by the 
participants at T1. The study sample (N = 293) presented a balanced distri-
bution with 153 men and 140 women. The average age of respondents was 
39.36 years (SD = 8.62) and, tenure of 73.4 percent of the respondents had 
accumulated between 1 and 7 years (SD = 5.11).

To control for potential selection bias due to sample loss, we checked 
whether the university professionals who took part in the second wave were 
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significantly different from dropouts with regard to study variables. For this 
purpose, we conducted an analysis of variance. Results showed non-signifi-
cant differences for grit [F (1, 434) = 2.65, p = .104] as well as for POS [F (1, 
434) = 1.45, p = .229], thus validating that sample size reduction did not cause 
a significant selection bias.

Measures

Grit.  We measured grit using the eight-item Grit-S (Duckworth & 
Quinn, 2009). Participants responded to statements such as “Setbacks don’t 
discourage me” and “I finish whatever I begin” on a 5-point Likert scale: 1 
(Not like me at all) to 5 (Very much like me).

Perceived Organizational Support.  To assess POS we used the eight-
item Survey of Perceived Organizational Support (Eisenberger et al., 1986; 
Eisenberger, Fasolo, & Davis-LaMastro, 1990). The respondents were asked 
to rate items referring to their current organization. Sample items were 
“The organization really cares about my well-being” and “The organization 
strongly considers my goals and values” on a 5-point Likert scale (1 = strongly 
disagree to 5 = strongly agree). This eight-item version of the POS scale has 
been validated in several previous studies (Burnett, Chiaburu, & Shapiro, 
2015; Farh, Hackett, & Liang, 2007).

Goal Elicitation and Goal Progress.  At the first data collection point 
(T1), participants responded to the goal elicitation items. Respondents were 
told that the study focuses on individual work goals. They were instructed 
with the following: “Goals are projects and concerns that people think about, 
plan for, carry out, and sometimes (though not always) complete or succeed 
at. They may be more or less difficult to implement; require only a few or 
a complex series of steps; and be more or less time-consuming, attractive, 
and urgent” (Koestner, Otis, Powers, Pelletier, & Gagnon, 2008). Following 
the procedure adopted in past research (Sheldon & Kasser, 1995, 1998), 
the participants were asked to list their current work goals: “Please list the 
four most important work-related goals (e.g., teaching, research project/
publication, research supervision) that you have for the current academic 
semester.”

At a second data collection point, a three-item goal progress scale adopted 
from Gaudreau, Carraro, and Miranda (2012) was used. This scale measured 
progress related to each work goal mentioned at time 1. Sample item scale 
was “Please rate the extent to which you have progressed on your goal.” Items 
were measured on a 5-point Likert scale (1 = not at all to 5 = totally). We used 
an aggregated level of goal progress by combining scores of all four goals for 
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each respondent. Overall, results for this second-order construct showed a 
good fit (χ2/df = 1.603, comparative fit index (CFI) = 0.990, Tucker-Lewis 
index (TLI) = 0.987, incremental fit index (IFI) = 0.990, root mean square 
error of approximation (RMSEA) = 0.045).

Demographics.  Age, gender, and tenure in the current organization were 
included in the study. Gender was coded as 0 = male and 1 = female. Tenure 
in the current organization was measured in number of years.

RESULTS

Descriptive Analysis

Table 1 shows the descriptive statistics for all variables, including means, stan-
dard deviations, correlations, and scale internal consistency. From the results, 
it is salient that respondents showed above-average mean levels of resource 
constructs (grit and POS), as well as for goal-related outcomes. Findings of 
the descriptive data analyses showed higher levels of grit for male respon-
dents (M = 3.68) as compared to females (M = 3.47). In terms of work goal 
progress, gender didn’t have much impact and mean scores were nearly iden-
tical for male and female respondents.

Preliminary Analysis

Before testing our hypothesized relationships, we conducted a confirmatory 
factor analysis (CFA) to confirm discriminant validity of the study constructs 
and to check for common method bias (CMB). We tested four alternate mea-
surement models in addition to our proposed three-factor model, which in-
cludes grit, POS, and work goal progress. Results showed our hypothesized 

TABLE 1  
Means, Standard Deviations, and Scale Reliabilities among all Study Variables

Variables M SD 1 2 3 4 5 6

1. Age 39.36 8.62
2. Gender 0.48 0.50 −0.07
3. Tenure in organization 6.13 5.11 0.72* −0.08
4. Grit (Time 1) 3.58 0.93 −0.04 −0.11 −0.03 (0.92)
5. Perceived organizational 

support (Time 1)
3.31 0.91 0.01 0.02 0.01 0.07 (0.93)

6. Work goal progress (Time 2) 3.24 0.84 0.14* −0.03 0.10 −0.06 0.34* (0.93)

Note. N = 293. Alpha reliability estimates are presented diagonally.
*p < .05.
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three-factor model to be the best fit (χ2/df = 1.172, CFI = 0.991, TLI = 0.990, 
IFI = 0.991, RMSEA = 0.024). Findings for all two-factor models, for ex-
ample, grit and POS, collapsed (χ2/df = 5.313, CFI = 0.773, TLI = 0.751, 
IFI = 0.775, RMSEA = 0.122), work goal progress and POS collapsed (χ2/
df = 9.003, CFI = 0.574, TLI = 0.537, IFI = 0.576, RMSEA = 0.166), and grit 
and work goal progress collapsed (χ2/df = 8.814, CFI = 0.584, TLI = 0.548, 
IFI = 0.586, RMSEA = 0.64), showing poor fit. Additionally, results of the 
single-factor model (χ2/df = 13.071, CFI = 0.356, TLI = 0.302, IFI = 0.359, 
RMSEA = 0.203) with all the items loaded on a common latent factor showed 
a poor fit, thus confirming the discriminant validity of the study variables.

In order to check for CMB, we conducted a Harman single-factor analysis. 
Results confirmed all factors yielded by rotation have an eigenvalue greater 
than 1 and explained 71.22 percent of  the variance. The first factor was 
found to explain 30.42 percent of  the variance, which is quite less than the 
cutoff  (50%) suggested by Harrison, McLaughlin, and Coalter (1996). This 
suggests that there should be no concern for possible CMB. Nevertheless, 
we conducted further common latent factor analysis during CFA to rule 
out the likelihood that relationships among the variables were due only to 
self-report bias. To test the percentage of variance explained by a common 
latent factor, we used our CFA model that comprises all constructs and intro-
duced a common latent factor. Gaskin and Lim (2017) recommended that a 
zero-constrained technique is accurate and efficient to check for the existence 
of a CMB. We performed a Chi-square difference (∆χ2) test using Satorra-
Bentler-scaled Chi-square technique between constrained and unconstrained 
models in which all paths from the common latent factor are constrained 
to be zero (Gaskin, 2016; Podsakoff, MacKenzie, & Podsakoff, 2012). The 
results showed that the Chi-square difference between constrained and 
unconstrained models are a statistically insignificant [(∆χ2) test because 
∆χ2  =  χ2

constrained
  (320) = 371.496 − χ2

unconstrained
 (291) = 332.918, ∆χ2(29) =   

38.578 (p = .110)]. Therefore, we conclude that the CMB does not exist in 
our measures (Gaskin & Lim, 2017; Serrano Archimi, Reynaud, Yasin, & 
Bhatti, 2018).

Hypothesis Testing

The time-lagged data were analyzed using the hierarchical polynomial regres-
sion, as recommended in previous research (Cohen, Cohen, West, & Aiken, 
2003; Shanock, Baran, Gentry, Pattison, & Heggestad, 2010). To confirm 
our hypothesized relationships, we used regression coefficients as well as R2 
changes (∆R2) at each hierarchical regression step. Also, results from a poly-
nomial regression were visualized using response surface modeling (RSM) as 
suggested by Shanock and Colleagues (2010, 2014). This allows for exploring 
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nonlinear linkages (Edwards, 2007; Edwards & Rothbard, 1999; Yang, Che, 
& Spector, 2008).

To test our proposed relationships, we entered different variables at mul-
tiple steps into the regression equation. Specifically, at Step 1, we started by 
entering demographic variables, then proceeded with centered scores of grit 
and POS at Step 2. At Step 3, squared terms of grit and POS were included 
in the regression equation. At Step 4, the interaction terms of grit and POS 
were entered, followed by the interaction term of their squared values at Step 
5. Finally, at Step 6, interaction terms of grit (squared) and POS were added 
to the regression equation. The results from polynomial regression analysis 
(Table 2) supported Hypothesis 1, showing the quadratic term of grit as sig-
nificantly (negatively) related to work goal progress (β = −0.37, p < .05). We 
further explored this linkage and found the inverted U-shaped curve as illus-
trated in the plot (Figure 1).

For Hypothesis 2, we tested the moderating role of POS on the curvilin-
ear relationship between grit and work goal progress. The linear impact of 
organizational support in predicting employee goal-related outcomes was 
significant (β = 0.19, p < .05). From the regression results, it appears that the 
interaction between squared grit and POS is also significant (β = 0.24, p < 
.05). This shows that POS has a significant moderating impact on the non-
linear relationship between grit and work goal progress. Following previous 
recommendations (Dawson, 2014), we plotted this interaction effect by incor-
porating slopes having +/−1 SD (standard deviation) above and below the 
mean score of POS (Figure 2). Figure 2 confirms our polynomial regression 
results by showing the moderating role of POS on the curvilinear relationship 
between grit and work goal progress.

In addition to results presented in Table 2, we computed our hypothesized 
relationships using response surface modeling (Figures 3). This visual con-
firms that work goal progress is at its lowest when the level of grit is low and 
reaches its highest at a moderate availability of grit resources. It then dips 
down in relation to more accumulation of grit. Figure 3 also emphasizes the 
moderating role of POS. Specifically, a high availability of POS buffers the 
negative role of low grit on work goal progress. It also shows that goal prog-
ress is optimal when a moderate level of grit is associated with high levels of 
organizational support.

DISCUSSION

Checking for the quality of individual work goal progress is at the core of 
organizational challenges. For this purpose, the management literature has 
recently emphasized the positive role of grit as a significant determinant for 
goal achievement (Duckworth, 2016). This reactivates classic concerns about 
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the role of personal inputs relative to the support system (Sheldon & Elliot, 
1998). Furthermore, both research and practical experience have shown that 
dynamics of success do not necessarily result from a linear accumulation of 
instrumental determinants (Buzzanell & Goldzwig, 1991). Based on this fact, 
this study develops and tests a curvilinear model where goal pursuit is pat-
terned after a nonlinear relationship with personal grit investment. Grounded 
in the main tenets of COR theory, this model integrates the impact of en-
vironmental influences with POS as a moderator of the grit-goal progress 
relationship.

FIGURE 1.  Curvilinear role of grit in predicting work goal progress

FIGURE 2.  Interactive role of grit and POS in predicting work goal progress
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Based on time-lagged data, our findings reveal an inverted U-shaped 
relationship between grit and work goal progress outcomes. This validates 
Hypothesis 1. Additionally, we found support for a moderating effect of POS 
on the nonlinear relationship between grit and work goal progress. More 
specifically, when having access to POS, moderately gritty individuals make 
maximum progress toward their goals. These results provide empirical sup-
port for Hypothesis 2. We now present some main theoretical and practical 
implications.

Theoretical Implications

Implications of our findings add to the literature in several ways. First, this 
research provides elements for a nuanced view of grit. Although the benefits 
of grit have recently been emphasized (Duckworth et al., 2007; Duckworth 
& Gross, 2014), our results show that it is not necessarily associated with op-
timal work progress, because the best work progress actually relates to inter-
mediate levels of grit investment. This is coherent with critics who have been 
skeptical and have downplayed the assumed major benefits of grit for success 
(Kohn, 2014; Rose, 2013). For instance, a recent overview of the empirical 
literature showed that students’ grit did not surpass other predictors, such as 
intelligence or personality traits, for academic performance (Christopoulou, 
Lakioti, Pezirkianidis, Karakasidou, & Stalikas, 2018). Our study also shows 

FIGURE 3.  Work goal progress as predicted by grit-perceived organizational 
support discrepancy
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that a satisfactory progression toward an objective does not correspond to 
the linear accumulation of “good” determinants. This is in line with previ-
ous research that questions the linear and additive function of selected deter-
minants in goal-oriented processes (Costanza et al., 2007). It also confirms 
that benefits of resources have limits, that the “too-much-of-a-good-thing” 
syndrome is a reality, and that the nature of a psychological resource is 
potentially reversible, from a positive to a negative factor of performance 
(Halbesleben, Harvey, & Bolino, 2009; Pierce & Aguinis, 2013).

Second, we found evidence of a moderating role of POS in the curvilinear 
relationship between grit and work goal progress. Broadly, the results vali-
date a view of goal progress as an outcome of the interaction between psy-
chological resources (grit) and work environments (POS). High POS during 
interaction with grit helps in buffering the detrimental effect of too much 
grittiness. Individuals with a high level of grit who are unable to disengage 
from nonproductive goals may better self-regulate themselves when organi-
zations are supportive. This implies that not everything is worth doing by 
grit. Grit emphasizes responsibility of the individual. Coherent with COR 
theory’s assumption on the importance of the environment (Hobfoll, 2011), 
our results emphasize that individual performance is also a tributary of its 
organizational context. Hence, failed POS can be indicative of a lack of inte-
gration. For instance, academics evolve in a world of (pedagogical) teams 
and research laboratories, where “my goal” is not necessarily compatible with 
“their goals.” Being attuned to the social context is, therefore, important, and 
failure to perceive support from the work environment can indeed account for 
a decrease of individual work progress.

A third implication bridges both theoretical and methodological issues. 
Although emphasizing the importance of psychological resources, previ-
ous research shows inconsistent findings (Sadri & Robertson, 1993; Stirin, 
Ganzach, & Pazy, 2016; Vancouver & Kendall, 2006; Vancouver, More, & 
Yoder, 2008). Our study suggests that such limitations may stem from tradi-
tional linear research designs that assume identified positive/negative predic-
tors. By contrast, nonlinear designs built on polynomial equations can bring 
to light underestimated results through regular linear-derived scores. Here, 
our findings are in line with calls for investing in more complex modeling 
(Richardson, Dale, & Marsh, 2014).

Practical Implications

Organizations devote increasing attention to the problems associated with 
employees’ motivation as a means of sustaining their performance. However, 
managerial strategies are often in accordance with the assumption that em-
ployees with certain characteristics remain successful in every situation and 
achieve already set goals. Our findings show a somewhat different story, and 
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they propose considering work goal striving as not being solely dependent on 
a certain set of dispositions.

This research suggests that work goal striving has a nonlinear mechanism, 
and, during such a pursuit, distinction between the positive and negative roles 
of valued psychological resources can be limiting. Psychological states appear 
to be more reversible than expected, with usually assumed resources turning 
into liabilities and vice versa. This finding has the advantage of grounding 
employee motivation initiatives on actual worker perceptions of the work-
place experience. Self-regulation-focused programs are necessary to enable 
employees to deal with adverse situations, but special attention should be 
given because ready-made programs may not benefit every employee.

Another practical conclusion is that managers should avoid devoting abso-
lute faith to grit. Our results temper this view by showing that not all pro-
fessionals fit a pattern of competitive work profiles. For academics, as for 
other knowledge workers, grit is to be replaced in the context of an activity 
when their value increases in time and involves continuing education, sabbat-
ical leaves, renewed programs, job transfers, and sometimes redesign. Grit is 
embedded within learning goal orientation, rather than being attached to the 
sole prospect for a clearly identified outcome (Allen & Katz, 1989; Joo, Park, 
& Lim, 2016; Tampoe, 1993). Furthermore, we suggest that practitioners pay 
greater attention to cross-cultural features of their workforce. The recent 
interest in grit has emerged in the context of (Western) societies, where the 
idea of success is often associated with that of individualistic achievement. 
Instead, grit may be valued differently in group-conscious collectivist cultures 
(Schwartz & Andrasik, 2017). Therefore, we suggest considering differently 
the role of grit in non-individualist cultures, where work progress can be neg-
atively affected by a perceived lack of organizational support.

A final main practical implication of this research is about people holding 
key positions in organizations and formulating strategies for their subordi-
nates. Although grit has been suggested as dispositional as well as situational, 
evidence confirms its developmental nature when considered as a trait 
(Duckworth, 2016; Jordan, Ferris, Hochwarter, & Wright, 2019; Jordan, Wihler, 
Hochwarter, & Ferris, 2019; Von Colin et al., 2014). “Nature matters, and so 
does nurture” in deciding the grittiness level of an individual (Duckworth, 
2016, p. 80). Instead of just relying on an already available level of grit, the 
programs necessary for its enhancement (considering its optimal level) should 
be implemented. Management should consider grit as a valuable asset and try 
to provide opportunities that add to employees’ moderate level of grit.

Limitations and Future Directions

This study also shows a number of limitations. First, as a two-wave study the 
limited time-lagged nature of design didn’t allow for testing causal inferences. 
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The main purpose of this research was to explore possible nonlinear and in-
teractive effects of certain variables on work goal progress and not investigate 
the actual resource accumulation process. A regular multi-wave longitudinal 
modeling would seem contradictory because it implies a linear evolution be-
tween variables. Nevertheless, future research may consider such relationships 
on a longitudinal basis with appropriate methodology to check for dynamics. 
This will help to understand nonlinear over time relationships of psycholog-
ical resources in terms of resource gain/loss spiral notions of COR theory 
(Hobfoll, 2001).

Second, although we found strong evidence of a nonlinear role of grit, and 
a significant interactive effect with POS, additional samples could be inte-
grated to investigate the specific role of POS. Because some previous research 
studies showed the possible curvilinear role of POS (Burnett et al., 2015), 
further research is necessary to confirm whether such environments are bene-
ficial universally or their utility relates to the nature of existing psychological 
resources. Further research along these lines can be conducted while consid-
ering alternative constructs that may capture a greater range of variability in 
relation to goal progress.

Third, there still exists the risk of concerns about CMB affecting the data. 
Nevertheless, we introduced procedures and statistical methods to overcome 
this issue. The data were collected at two time points, during and at the end 
of the university semester. Also, we tested the common latent factor during 
the CFA to confirm that common method variance does not exist in our case. 
Last, we conducted Harman’s single-factor analysis, which also confirmed 
the nonexistence of CMB. Future research may consider testing goal-related 
outcomes using multiple sources, such as supervisor evaluations and perfor-
mance reports from the organization, which will improve the reliability of 
findings.

CONCLUSION

Our study examined the curvilinear role of grit with work goal progress. 
Furthermore, we explored the moderating role of POS on this relationship. 
Grit resource has a significant inverted U-shaped relationship with work- 
related goal outcome. The existence of a supportive environment adds value 
to such relationships. Together, our findings emphasize not only that indi-
viduals’ psychological resources have an impact on work goal pursuit but 
also such strivings for attainment are contingent on the perceptions of work 
environments. Further research is encouraged to propose and test the role of 
other psychological resources coupled with additional individual factors by 
incorporating nonlinear theorizing and methodologies.
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