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Abstract 

This research examines the impact of psychological contract breach (PCB) and organizational 

climate (OC) on the affective commitment and the effect of commitment on the proactive work 

behaviour of employees in four different sectors of Karachi, Pakistan. The study looks into 

affective commitment as performing the role of a mediator in linking PCB and climate with 

proactive work behaviours. The research also observes the moderation of tenure between the two 

links. The model is evaluated through Confirmatory Factor Analysis (CFA) and Structural 

Equation Modelling (SEM) through AMOS. In Pakistan, no such research has been taken up to 

observe the links between situational and psychological antecedents with proactive behaviour of 

employees. The present research makes an effort to fill this gap. Results of the research indicate 

that psychological contract breach (PCB) is inversely related to affective commitment while 

positive influence exists between organizational climate and affective commitment. Also 

affective commitment has a direct positive influence on proactive work behaviours. 

Psychological contract breach has full mediation while organizational climate has partial 

mediation effects on proactive work behaviour through affective commitment. Besides these 

variables, tenure also turned out to be a strong moderator of these links and thus moderated 

mediation tend to occur in the data set, the model is a good fit and it is significant. The findings 

support affective commitment as the mediator in the relationships between psychological 

contract breach, organizational climate with proactive work behaviour. The results provide 

guidelines and significant implications to help top managers and HR department to better 

understand and critically look into the current organizational climate and psychological contract 

created between the immediate manager and subordinate for increasing affective commitment 

and subsequently increasing proactive work behaviours. Furthermore, this study helps in 
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enriching the current body of knowledge on proactive behaviours in developing countries. Future 

studies should examine other antecedents like organizational citizenship behaviour and perceived 

organizational support to have a holistic approach. Replication of this study in other settings is 

also suggested. 
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Chapter 1: Introduction 

1.1 Overview 

 The 21
st
 century gave a rise to the trend of flexible and organic structures, moving away 

from the traditional and mechanistic structures. The increase in spatial differentiation, (Van de 

Kamp, 2010), changing environment (Crant, 2000), and the global expansion of organizations 

(Van de Kamp, 2010), played a significant role in this trend. 

Uncertainties such as technological developments, challenging economic dynamics, and a shift 

in the economies worldwide, have caused organizations and its employees to face enormous 

demands (Aragon-Correa, 1998; Griffin, Neal, & Parker, 2007). Additionally, it is vital to 

comprehend and improve employee‟s behaviour in order to increase responsiveness towards 

changing organizational and environmental demands. 

The field of organizational behaviour focuses on creative ways to better understand and manage 

human behaviour in organizations. In order to perform their jobs effectively, managers need to 

understand employee‟s attitudes and behaviour. It also provides employees a platform to become 

more self-aware about them and self-expressive about their own experiences. It also helps them 

understand the surrounding events affecting them (French, Rayner & Schermerhorn, 2008). 

The significance of proactive and self-directed behaviours have increased due to the uncertainties 

change and increasing interdependence, therefore, there is a need for employees to respond to a 

dynamic business environment. Due to the increased competition and pressure for innovation, a 

proactive approach is important in today‟s modern decentralized structures (Crant, 2000; Parker, 

2000; Frese & Fay, 2001; Sonnentag, 2003). Consequently, there is a need for an extensive 

research in the areas of proactive behaviours and personalities (Crant, 2000; Parker, 2000; Frese 

& Fay, 2001; Fritz & Sonnentag, 2007; Searle, 2011). 
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1.2 Problem Background 

Nowadays, both small and large organizations are dependent on higher efficiency and 

productivity in order to survive. Employee‟s attitudes and behaviours considerably impact this 

efficiency and hence performance therefore theses have become important for a successful 

organization. Abbasi and Holman (2000), and Newton and Finlay (1996) have discussed in detail 

the causes and effects of employee attitudes and behaviours. The volatile nature of markets today 

and the high expectations from employees have increased pressure on employees to use 

proactive behaviours and management to re-evaluate their psychological contract and 

organizational climate in the workplace. Also, tenure is a very important moderator in affecting 

these relationships. Tenure is directly linked with career progress (development) and also helps 

shape employees' attitudes toward their jobs so one can say that as number of years in an 

organization increases along with an upward trend in his/her career progress then it will affect 

their attitudes and behaviours on the job (Rogers, Clow and Kash, 1994) 

Perceptions of involvement by an employee are very important to actually get him/her involved 

in the organization. Few efforts have been made to cater to such employee perceptions related to 

organization wide characteristics.  

Employees perceptions of their organizational environment affects their commitment more than 

their perceptions of individual roles (Leigh, Lucas, and Woodman, 1988). Previous studies show 

that the extent to which employees are committed and proactive leads to the overall success and 

growth of any organization. 

Therefore understanding the nature of proactive behaviours is also of primary importance. It is 

widely recognized that if the employees are good so the organization is good. The most critical 

source of an organization‟s consistent competitive advantage is its intellectual capital or 
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employees (Barney, 1995; Pfeiffer, 1996). Therefore employees are at the heart of this research, 

and to achieve greater market share organizations must know how to manage the attitudes and 

behaviour of their employees.  

Few antecedents have been identified as vital for attaining commitment and proactivity among 

employees such as psychological contract breach and organizational climate and this research 

attempts to assess the employee perceptions regarding PCB (psychological contract breach) and 

OC (organizational climate) so that managers and HR department can make prompt efforts to 

change the perception of the employees if they are in any way negatively affecting the 

commitment and proactive work behaviours of employees.   

1.3 Problem Statement 

This study has taken up few possible predictors of proactive behaviours such as; 

psychological contract breach, organizational climate and affective commitment.  Most studies 

have investigated the direct relationships of proactive behaviours and its precedents but only few 

have studied its indirect or mediated affair. This research tends to perform such an effort and 

give an insight into the mediated and moderated relationship of proactive behaviour. This 

research contributes to a better knowledge of the relationship between organizational climate 

(OC), psychological contract breach (PCB), affective commitment (AC) and proactive work 

behaviour.  

This research focuses on two precedents of proactive behaviour; one of which “organizational 

climate” is the contextual variable while the other “psychological contract breach” is the 

individual variable. Affective commitment is the mediating variable between the two precedents 

and proactive behaviour. Besides the mediation, moderating variable of tenure is also examined 

among all these relationships.  
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This research examines both the direct relationship between organizational climate and proactive 

work behaviour and the indirect relationship between organizational climate and proactive 

behaviour mediated by affective commitment. Also the direct relationship between psychological 

contract breach (PCB) and proactive work behaviour and the indirect relationship between 

psychological contract breach (PCB) and proactive work behaviour mediated by affective 

commitment is examined. Besides testing mediation, tenure is also hypothesized to moderate the 

direct relationship between organizational climate and affective commitment, between 

psychological contract breach and affective commitment and between affective commitment and 

proactive behaviours.  This research analyses whether there is a full mediation, partial mediation 

or no mediation in the given relationship and whether tenure moderates their relationship or not.   

1.4 Research Questions 

Numerous studies on climate, proactive behaviour, organizational commitment and 

psychological contract breach have been conducted in a variety of industries in the western 

world. However no specific empirical studies combining these variables as a model have been 

studied in pharmaceutical, banking, education and textile sector in Karachi, Pakistan. 

The problems presented are stated in the following questions: 

- What is the relationship between psychological contract breach and proactive behaviour, taken 

into account the role of affective commitment and tenure? 

-What is the relationship between organizational climate and proactive behaviour, taken into 

account the role of affective commitment and tenure? 

In order to answer the above main questions, the following sub questions will first be answered: 

- How is psychological contract breach related to proactive behaviour? 

- What is the mediating role of affective commitment with respect to the relationship between 
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psychological contract breach and proactive behaviour? 

- What is the role of tenure as a moderator with respect to the relationship between 

psychological contract breach and affective commitment? 

- How is organizational climate related to proactive behaviour? 

- What is the role of affective commitment as a mediator with respect to the relationship between 

organizational climate and proactive behaviour? 

- What is the moderating role of tenure with regard to the relationship between organizational  

climate and affective commitment? 

- What is the role of tenure as a moderator with regard to the relationship between affective  

commitment and proactive behaviour? 

These sub questions are conceptualized in the figure below (figure 1). Interest is in the 

relationship between the antecedents; organizational climate and psychological contract breach 

and the outcome proactive behaviour. The conceptual framework includes both a direct 

relationship and an indirect relationship, via affective commitment. Tenure is suggested to 

moderate the relationship between affective commitment and proactive behaviour. 

1.5 Research Objectives 

Based on the above discussion, the research objectives of the present study are to 

determine; 

(1) The level of the dimensions of organizational climate among four sectors in Pakistan, 

(2) The level of the affective commitment among four sectors in Pakistan,  

(3) The level of the proactive behaviour among four sectors in Pakistan, 

 (4) The influence of organizational climate on affective commitment of employees among four 

sectors in Pakistan, 
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 (5) The influence of affective commitment on the proactive behaviour of employees among four 

sectors in Pakistan, 

(6) The level of the psychological contract breach among four sectors in Pakistan,  

(7) The influence of psychological contract breach on affective commitment of employees 

among four sectors in Pakistan, 

(8) The influence of affective commitment on the proactive behaviour of employees of among 

four sectors in Pakistan, 

(9) Whether the influence of organizational climate on affective commitment varies at different 

levels of tenure, 

(10) Whether the influence of psychological contract breach on affective commitment varies at 

different levels of tenure  

(11) Whether the influence of affective commitment on proactive varies at different level of 

tenure  

1.6 Justification and Significance 

The traditional view of individual performance needs to be reconsidered due to the 

continuous changes in firms, markets, products, and processes (Ilgen & Pulakos, 1999). There is 

a constant requirement by organizations to implement effective mechanisms to ensure such 

active and initiating behaviours to increase performance and profitability for all its stakeholders. 

Proactivity thus must become a norm. 

Proactive behaviours can add to organizational effectiveness (Griffin et al., 2007; Rank, Pace, & 

Frese, 2004; Axtell, Holman, Unsworth, Wall, Waterson, & Harrington, 2000). Also, personal 

initiative can lead to the development of creative ideas (Frese, Teng, & Wijnen, 1999). 
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Additionally, proactive behaviours can improve current work conditions and can bring changes 

in long-term working methods too (Frese, Garst, & Fay, 2007). An employee‟s proactive 

behaviour does not only affect individual effectiveness but also group and organizations 

effectiveness (Griffin et al., 2007). Thus, it indicates that when an employee induces such future-

oriented and self-starting behaviours, it can bring changes for the individual and the 

organization. For instance, as work efficiency and customer care helps overall organizational 

effectiveness, similarly, employees with proactive behaviours who identify problems and solve 

them can increase effectiveness in the long run. 

There is a lot of underlying realities linked with such proactive behaviours which organizations 

should focus on so that they may improve them to ensure the goal attainment and future 

prospects of organizations.  

In this era of globalization and rapidly changing environments, organizations need employees to 

be proactive in their work as well as decision implementations. Therefore it is important for 

managers to know to what extent different antecedents of proactive behaviour determine 

proactive behaviour.  

The aim of this research is to propose new directions to the prevailing literature. Breach and 

negative perceptions of climate have damaging outcomes for an employee‟s performance and 

efforts. This is not however the only consequence. Not only reducing their task performance, 

employees feel less committed to their organization and disengage from discretionary 

behaviours. Non-Proactive behaviour is the consequence of such lack of commitment. Also if 

employees are not progressing in their career within the company, this may also affect their 

proactivity. Besides tenure plays a major role in influencing commitment and proactive 

behaviours of employees.  
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When clear is how organizational climate, psychological contract breach and affective 

commitment determine proactive behaviour, organizations may change their work climates, 

coordinate their expectations with the employees and support employees in a different way. Also 

managers may have to focus on training and development to bring about affective commitment 

to induce proactive behaviours. 

Extending this logic through prior studies this study examines the breach and climate 

consequences on proactive behaviours mediated by affective commitment. 

1.7 Hypotheses 

H1:  Psychological contract breach is negatively associated with affective commitment. 

H2: Affective commitment is positively associated with proactive behaviour. 

H3: Psychological contract breach is negatively associated with proactive behaviour. 

H4: Affective commitment mediates the relationship between Psychological contract breach and 

proactive behaviour 

H5: Organizational climate is positively associated with affective commitment of employees. 

H6: Affective commitment is positively associated with proactive behaviour. 

H7: Organizational climate is positively associated with proactive behaviour. 

H8: Affective commitment mediates the relationship between organizational climate and 

proactive behaviour. 

H9: Tenure moderates the relationship between psychological contract breach and affective 

commitment. 

H10: Tenure moderates the relationship between affective commitment and proactive 

behaviours.  
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H11: Tenure will moderate the negative and indirect effect of psychological contract breach on 

proactive work behaviour (mediated through affective commitment).  

H12: Tenure moderates the relationship between organizational climate and affective 

commitment. 

H13: Tenure moderates the relationship between affective commitment and proactive 

behaviours.  

H14: Tenure will moderate the positive and indirect effect of organizational climate on proactive 

work behaviour (mediated through affective commitment).  

1.8 Theoretical Framework and Hypothesized Model   

Numerous past researches were studied to contemplate the possible antecedents of 

proactive behaviours and determine a theoretical model for this study. Quite a few previous 

researches have helped to develop this framework.  

Proactive behaviour is a type of an interpersonal behaviour. It induces other individuals in the 

environment to react, be provoked and be affected due to its change-oriented tendency. 

Organizational or work climate becomes relevant here as individuals get cues or receptivity 

about proactive work behaviours through this work climate.  

Empirically, employees who are satisfied with their work group and also have a good 

relationship with its members would be affected by others proactive behaviour  are thus will in 

return act proactively (LePine & Van Dyne, 1998, Ashford, Rothbard, Piderit & Dutton, 1998). 

Similarly, perceptions of co-worker or organizational support increase proactive behaviours at 

work (Dutton et al., 1997; Ashford et al., 1998; Kanfer et al., 2001; Griffin et al., 2007).  

A research which would track changes in proactive behaviour over time linking work climate 

with self-efficacy, or positive affect, was a remarkable research framework suggested by Parker 
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and colleagues (2006b). Their research gave insight in these links that trust in co-workers 

increases proactivity and broadens perceptions of their work role. 

Research also supports the position that a high quality exchange between a leader and an 

employee can stimulate trust, which can encourage employees to involve in self-initiated and 

future-oriented behaviours. 

In the light on antecedents of proactive work behaviours, to date, the focus of previous 

researches was on individual factors, like proactive personality. Recently, the focus has been 

changed to accommodate impact of situational factors on proactive behaviour, as well as 

interactions between individual characteristics and situational factors. Employee proactivity can 

be shaped by leadership, work climate or the nature of work. 

Several issues still continue to be unsolved even though researchers have started to investigate 

situational factors as predictors of proactive behaviour. For instance, contrasting results were 

found when identifying the effects of leadership on proactive behaviour, such that 

transformational leadership increases proactive behaviour whilst the results of supportive 

supervision were mixed (Frese et al., 1999; Axtell et al., 2000; Parker et al., 2006; Ohly et al., 

2006). Likewise, work stressors were found to either increase or decrease (Fay & Sonnentag, 

2002; Sonnentag, 2003) proactive behaviour. Further research is needed to identify 

circumstances in which situational factors augment or diminish proactive behaviours. 

Furthermore, as proactive behaviours are both interpersonal and risky in nature, therefore 

determinants such as organizational climate (Baer & Frese, 2003), trust in the supervisor or 

colleagues (McAllister, 1995), and leader-membership exchange (Graen & Uhl-Bien, 1995) are 

possibly the most important in influencing proactive behaviour than previously expected. 
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Bindl and Parker 2010 identified that individual differences such as demographics, personality, 

abilities and knowledge along with situational factors such as climate, job-design and leadership 

can be used to predict proactive work behaviour independently and collectively.   

This research therefore takes both individual as well as situational factors into consideration 

which influence proactivity at work. The first one is climate which has been discussed and the 

second one is psychological contract breach which is the individual and psychological antecedent 

taken in this study. 

Psychological contract breach has a negative impact on attitudes, task performance and 

contextual performance of employees (Coyle-Shapiro & Kessler 2000; Tekleab, Takeuchi, Zhao 

et al., 2007; Taylor, 2005). Breach can be observed as an affective affair (Zhao et al., 2007) and 

affective reactions are central to an employee-employer relationship especially when employers 

do not maintain their side of the bargain. Employees who experience such psychological contract 

breach resort to negative emotional or affective reactions like pessimism and emotional fatigue 

(Johnson & O‟Leary-Kelly, 2003). Similarly, breach also leads to negative feelings of betrayal 

and hurt (Conway & Briner, 2002). 

In relation with employee‟s discretionary behaviours, it has also been observed that when 

employees experience psychological contract breach, they tend to disengage themselves from 

pro-social behaviours such as organizational citizenship behaviour (Robinson & Morrison, 

1995). Furthermore, if employees‟ perceive that their psychological contracts are unfulfilled; 

they also tend to diminish their participation in other discretionary actions such as proactive 

behaviours. 
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Bal, Chiaburu and Diaz (2011) studied how the relationship between psychological contract 

breach, violation and proactive behaviours (knowledge sharing and taking charge) is moderated 

by emotion regulation. 

One variable in this study has been taken as a mediator between the situational and individual 

variable and proactive work behaviour. Affective commitment has been hypothesized to be the 

mediator between these relationships. 

Cheung and Chiu (2005) applied an extensive framework incorporating organizational support 

and leader member exchange as mediators between psychological contract fulfilment and 

attitudes and behaviours of employees. These attitudes comprised of affective commitment and 

supervisor attachment while behavioural outcomes consisted of task performance and contextual 

performance. 

Schott (2008) found a positive relation between affective commitment and strategic work 

behaviours. They studied affective commitment as a mediator and the strength of HR climate as 

the moderator in the relation between organizational climate and strategic behaviours at work. 

Also, Van de Kamp (2010) studied the association among organizational support, affective 

commitment and proactive work behaviour.  

Thus, in various studies affective commitment has been taken as a mediator between various 

antecedents and work outcomes. 

To put it theoretically, hence, proactive behaviour is a viable and a relevant subject for current 

work environments. As current external environments demand greater decentralization and quick 

responses to any abrupt changes, it has become significantly important for employees to take 

charge. Occasional misguided proactivity will not be useful instead lead to irrecoverable and 

unwarranted damages therefore managers should focus on shaping their employees to use more 
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effective proactive work behaviour s. This study suggests that if managers design effective work 

climates and fulfils psychological contracts then it will foster employee proactivity through 

increasing employee confidence and affective commitment. This study will be useful to gain 

further understanding of the concepts associated with proactive work behaviours for researchers 

and practitioners alike (Bindl and Parker 2010). 

To combine the model, this study has taken the framework from different studies and combined 

it to form a holistic model. The relationship between organizational climate (OC) and proactive 

work behaviour(PWB) has been taken from Bindl and Parker (2010), the relationship between 

psychological contract breach (PCB) and affective commitment (AC) from Cheung and Chiu 

(2005) and relationship between organizational climate (OC) and affective commitment (AC) 

from Schott (2008)even though it was weak, further the relationship between affective 

commitment (AC) and proactive work behaviour (PWB) has been taken from Van de Kamp, 

(2010). Countless researches have been conducted which addressed the aforementioned variables 

separately but no literature has taken up all these variables combined together. This research 

combines these variables and presents a model integrating organizational climate, psychological 

contract breach, affective commitment and proactive behaviour.  

Tenure has been taken as a moderator between each of these links to identify whether affective 

commitment increases or decreases with the passage of time in one‟s career and also whether 

involving in proactive behaviour is due to the years spent in one organization. Figure 1.2 

demonstrates the proposed theoretical relationship between all the variables of this study 

showing all mediation and moderation links. This research will investigate the interdependence 

of these variables with one another. The unit of analysis will be individual employees 

particularly managers for drawing up conclusions in this study. 
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Figure 1.1: Theoretical Fields for Identifying and Interpreting the Relationships  

 

 

 

 

Figure 1.2: Hypothesized Research Model of Proactive Work Behaviour and its Antecedents 

 

 

 

 

 

 

 

Figure 1.3: Hypothesized Model of Proactive Work Behaviour and Psychological Contract 

Breach 
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Figure 1.4: Hypothesized Model of Proactive Work Behaviour and Organizational Climate 

 

 

 

 

 

 

 

Figure 1.5: Moderated Mediation model No.58, PROCESS MACRO for SPSS and SAS (Hayes, 

2013) 

 

 

 

 

 

 

 

Source: Andrew F. Hayes 2013Model Templates for PROCESS for SPSS and SAS 
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Muller et al. (2005) stated that moderated mediation takes place when the indirect effect is 

dependent upon the value of a moderator. 

According to Preacher, Rucker, & Hayes (2007) there have been various conflicting definitions 

of moderated mediation all assume the phenomenon of methodical variations in conditional 

indirect effects. This is so because the effects in moderated mediation models describe the 

mediation effects results in an indirect effect that differs in the strength which is conditional on 

the value of a moderator. 

Moderated mediation can occur in multiple ways; the above model in figure 1.5 is the model No. 

58 taken from Hayes, (2013) process macro template. In that template, a
1
 and b

1
paths of a simple 

mediation model both are moderated by W. This model depicts the same model used in this 

dissertation. 

The method that may be applied and is considered appropriate to test the moderated mediation 

hypotheses particularly the conditional indirect effects is known as “bootstrapping”. 

Bootstrapping measures the conditional indirect effect non-parametrically and then generates 

confidence intervals for the conditional indirect effect. There are no assumptions related to the 

shape of the sampling distribution. Also there is no requirement of SE formula. Besides, this 

method is also believed to be an alternate of normality test theory of mediation (Lockwood& 

MacKinnon, 1998; Shrout & Bolger, 2002; Preacher & Hayes, 2004; MacKinnon et al., 2004).  

The term conditional indirect effect is defined as the outcome of two causative path estimates 

whose strength depends on the moderator. Bootstrapping is applied for the evaluation of both; 

conditional and unconditional indirect effects. 

An SPSS macro has been used to attain bootstrapped confidence intervals including the 

percentile, and bias-corrected and accelerated estimates for the entire conditional indirect effects. 
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Therefore this dissertation has used the SPSS macro of process (Hayes, 2013) to get the analysis 

of moderated mediation model and hypotheses. 

Nonetheless, bootstrapping also has a limitation which is that it requires more time to compute to 

obtain the results as compared to normal-theory results especially in large samples. This 

limitation can be overcome if the computer processor has high speed. 

1.9 Conceptualization of Constructs  

In order to manage human beings, one need‟s to manage their behaviour; as such it seems 

like a cause and effect relationship in itself. With the aim of managing human behaviours, 

development of explanation for such relationships is deemed necessary. Psychological science 

tends to achieve this goal by connecting theoretical model with that of the empirical reality and 

further translates into variables. The objective quantification of a variable in terms of its 

theoretical explanation with respect to reality is known as its operationalization or operational 

definition. It is the procedure of converting a theoretical variable into a concept which can be 

observed empirically. This procedure translates this theoretical concept into quantifiable 

questions or items. It offers a concise, clear and concrete description of a variable. These 

descriptions give meaning to the variables during the data collection process in the research 

study (Jonker & Pennink, 2010). 

To avoid the unnecessary confusion or argument over the meaning of a construct, and also that 

the reader has the understanding of a construct similar to that of the researcher, it is essential to 

give the operational definition of the construct. It is also necessary to clarify these definitions 

before the beginning of the data collection process. Operational definitions for the constructs 

used in the study are provided below: 
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1.9.1 Proactive Work Behaviour. 

It means to take charge or control over the internal work environment, and also bringing 

change in that environment. 

1.9.1.1 Taking charge  

Taking charge refers to the intentional and productive efforts directed to bring about  

change in the organization in relation to how the work is accomplished. This functional change is 

intended to bring improvement in the current work procedures (Morrison & Phelps, 1999). 

1.9.1.2 Voice 

Voice refers to giving creative suggestions in bringing change or modifications in the 

standard operating work procedures even if others disagree. It refers to speaking up ideas which 

are constructive and can contribute positively to the organizations success. It means open 

communication about your views related to work issues in the work place, even if others disagree 

and your views differ (Van Dyne & LePine, 1998). 

1.9.1.3 Individual Innovation 

It refers to individuals behaviours involved in the formation and implementation of ideas. 

It includes identifying an opportunity, creating new concepts or approaches, and executing them. 

This sub variable focuses on searching new product ideas, new technologies, or new techniques 

for the organizations (Scott & Bruce, 1994). 

1.9.1.4 Problem Prevention 

It refers to the anticipatory and self-motivated behaviour of an employee to prevent the 

re-occurrence of the work problems. It is aimed to find the reason of those problems (Frese & 

Fay, 2001). 
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1.9.2 Affective Commitment. 

Affective commitment is the result of the alignment between organizational and personal 

values. It is the emotional attachment that an employee has towards the organization. It is also 

defined by Buchanan (1974) as biased attachment with the organizations goals and values out of 

his or her free will independent from its instrumental worth (Allen and Meyer, 1990). Affective 

commitment constitutes three components 1) emotional attachment 2) identification and 3) 

involvement. According to Meyer and Allen (1991) employees who have high levels of affective 

commitment tend to stay with the organization for long term. 

1.9.3 Psychological Contract Breach. 

Morrison & Robinson (1997) coined the term psychological contract breach. It is the 

failure of honouring obligations prescribed within the psychological contract by the organization. 

There is a limitation in the methods to operationalize psychological contract breach. These 

studies mostly operationalized breach by deducting expectations of promises from what actually 

received; known as the difference scores (Coyle-Shapiro & Kessler, 2002; Guzzo, Noonan, & 

Elron, 1994; Porter, Pearce, Tripoli, & Lewis, 1998; Robinson, 1996). Nonetheless, there is a 

mathematical and methodological flaw in this method (Edwards, 1994; Lambert, Edwards, & 

Cable, 2003).  

This research has taken psychological contract breach as a global construct. Perceived contract 

breach is operationalized here as a global perception. It is conceptualized as an overall estimation 

of the perception of the fulfilment of an employee‟s psychological contract by the employer 

(Rousseau, 1989; Robinson, 1996). 
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1.9.4 Organizational Climate. 

Organizational climate is described as the perceptions of the organizational conditions, 

such as its systems, its structure and the managerial behaviour.  Organizational climate is a 

psychological state of an employee affected by the perceptions of the internal environment. This 

internal environment is known as climate and consists of various dimensions or elements. Litwin 

and Stringer‟s (1968) used organizational climate to denote the notion of internal environmental 

quality. Litwin and Stringer‟s (1968) Organizational Climate Questionnaire (OCQ) is a 

representative of a non-organization specific climate measurement which consists of eight 

dimensions. This study has taken five of them due to its reliability and validity. 

1.9.4.1 Structure 

Structure refers to the perception of employees regarding the formal rules, regulations 

and procedures. It comprises of the limitations one has in the organization within a work group. 

Structure also implies the extent to which red tape is there in the organization with respect to 

getting permissions through the channel or getting the work done faster or slower. Also, it 

consists of the internal atmosphere whether it is prescribed and formal or informal and easy 

going.  

1.9.4.2 Reward 

It is the sense of being compensated fairly for a good job done. Reward categorizes  

positive infringements instead of negative punishments. It also comprises of the perceptions of 

fair and equitable pay and promotional policies. 
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1.9.4.3 Warmth 

Warmth incorporates the general feelings of friendliness in the work environment. It  

focuses on good fellowship and being liked by each other. It embraces pleasant, welcoming and 

sociable informal groups in the workplace. 

1.9.4.4 Support 

It is the perception of helpful behaviour by the managers. It also includes the perceived  

kindness and cooperation shown by other employees in the work group. Altogether, it focuses on 

mutual support from ones bosses and subordinates alike. 

1.9.4.5 Identity 

Identity refers to the sense of being a part of the organization. It means that you are 

valued for your work as a team member. It gives a feeling of belongingness. It emphasizes on the 

importance on such spirit and connection. 

 1.9.5 Tenure. 

Tenure is taken as the moderating variable in the model between organizational climate, 

psychological contract breach, affective commitment and proactive work behaviour. Making 

reference to Super‟s (1957) career-stage model, these researchers proposed that a) employees in 

the early stage of their career are keen to identify their interests and capabilities, achieve a sense 

of mastery, and gain acceptance; b) employees in the middle career stage are keen to advance 

and grow professionally; and c) later-career-stage employees are keen to find challenging work 

assignments and more generally assume responsibility for mentoring others. Therefore tenure is 

taken in terms of three stages in this study, the “trial” stage (less than two years tenure), the 

“stabilisation” stage (two to ten years tenure and the “maintenance” stage (more than ten years) 

(Aryee et al., 1994). 
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1.10 Outline of the Study 

This dissertation has two facets; firstly, individual characteristic i.e. psychological 

contract breach and organization wide variable which is organizational climate have been studied 

to have an impact on proactive behaviour, secondly, boundary conditions have been taken into 

account as mediators and moderators (Bindl& Parker, 2010; Crant, 2000) because not much is 

studied about the boundary conditions that affect how predictors increase or decrease proactive 

behaviour (Bindl & Parker, 2010; Crant, 2000).  

The dissertation entails five chapters, references and appendix. Chapter 1 is the Introduction 

which has already been discussed above. This chapter informs the reader regarding the structure 

and the topic of the research. It is overview of the study and focuses on the problem statement of 

the research. Research questions and research objectives have also been developed to configure 

the association among the variables. Further it also gives justification and clarifies significance. 

This study intends to explore the empirical relationship between the variables sought; and 

therefore the theoretical framework has also been represented along with the hypotheses, and 

operational definitions of the variables. Altogether it offers the rationale for the choice of the 

subject area, its related themes and its importance.  

Chapter 2 is the Literature Review which provides a complete systematic, critical and logical 

review of the past researches in this subject area. All the relevant theories and literature review 

have been given to describe the concept. Further this chapter involves detail discussion on the 

relevant constructs, their antecedents and their outcomes. Chapter 3 is the Research Methodology 

which gives the description of the methodology used in the study. This chapter also gives a 

rationale for selecting the particular methodology. Also it gives the clarification of how the 

methodology and sampling has helped in the understanding of the data collection. Chapter 4 is 
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the Results and Data Analysis which provides a thorough review of the analysis of the data, and 

its interpretation, while the last chapter, which is Chapter 5 includes the Discussion, limitations, 

future research recommendations and conclusion of the study. 
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Chapter 2: Literature Review 

2.1 Proactive Work Behaviour 

The rapidly changing markets, products, organizations, and work processes, demand re-

evaluation of conventional approach of work performance (Ilgen & Pulakos, 1999). The 

traditional view suggests that, the employee is somebody to be blends into the job and into the 

culture of the organization (Van Maanen, 1976). Organizational or work psychology frequently 

stresses and signifies a reactive approach towards individual performance and assumes that an 

employee must be matched with predefined activities of a job (Frese & Fay, 2001). For instance, 

various researches have been conducted to understand the drivers of standard task performance 

of an employee along with citizenship behaviour (Podsakoff, MacKenzie, Paine, & Bachrach, 

2000; Viswesvaran, 2001). Nevertheless, these theories were critiqued for supporting passive 

behaviours rather than proactive work behaviours (Morrison & Phelps, 1999).  

In an evolving and uncertain work environment, employees do not play the role of unreceptive 

dummies; instead they are conscious decision makers to strive to achieve success (Bandura, 

1997; Seligman & Csikszentmihalyi, 2000; Cameron, Dutton, & Quinn, 2003; Cameron & 

Lavine, 2006).   

In the present day, the trend has shifted, and many researchers favour the actively participating 

employee. Scholars and practitioners now view individuals as active representatives of an 

organization who have the ability to act proactively to bring positive changes not only in 

themselves, but also in their organizational setting (Bateman & Crant, 1993; Ashford & 

Cummings, 1985; Grant & Ashford, 2008; Crant, 2000). In order to facilitate the growth of a 

decentralized organization, there is a need to recruit employees who are self-steered and take 

charge and initiative (Campbell, 2000; Parker, 2000; Ibarra, 2003; Frese & Fay, 2001).  
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Frese, Kring, Soose and Zempel (1996) stated that personal initiative adopts an active approach 

which is characterized by its ability to overcome obstacles that may hinder success through self-

starting and proactive behaviours. Self-starting means performing without being told while 

proactive refers to anticipating future opportunities and identifying problems. Typical goals of 

personal initiative include forecasting and preparing for future demands and preventing problems 

(Frese, & Fay, 2001). 

Similarly, Morrison and Phelps (1999) observed that taking charge has an action oriented 

approach, but it mainly emphasizes on the improvement of work execution. Taking charge is 

defined by Morrison and Phelps (1999) as the constructive and deliberate efforts by employees 

directed to bring about change in the organization in relation to how the work is accomplished. 

This functional change is intended to bring improvement in the context of their current work 

procedures, work groups, or organization as a whole. The notion of taking charge is voluntary, 

focuses on improvement, and is intended to bring change. Few examples of taking charge 

include eliminating unnecessary or redundant processes, introducing efficient and improved 

work methods, and suggesting productivity maximizing rules (Morrison & Phelps, 1999). 

Concepts for instance personal initiative (Frese et al., 1996), taking charge (Morrison & Phelps, 

1999), along with voice (Van Dyne & LePine, 1998), seeking active feedback (Ashford & Tsui, 

1991; Ashford & Black, 1996; Morrison, 1993b), reciprocal causation (Kohn & Schooler, 1978), 

transcendent behaviour (Bateman & Porath, 2003),  role innovation (Schein, 1971), role breadth 

self-efficacy (Parker, 1998, 2000), and task revision (Staw & Boettger, 1990) together make up 

active performance concepts (Frese and Fay, 2001).  

These concepts introduce a different perspective of performance and organizational behaviour, 

and they are opposite of older ideas that assumed performance relative to a specific goal or task. 
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In the light of these contemporary concepts, individuals may act or perform duties that are 

beyond their assigned tasks, and make a long term commitment with the organization to avert 

problems (Crant, 2000, Fritz & Sonnentag, 2007). 

Emphasis on proactive behaviours has increased in recent times due to academic developments 

and changing external environments. An outbreak of proactive concepts has appeared since its 

formation. Traditional models assumed that employees should follow policies, carry out orders 

and accomplish task descriptions (Castro & Martins, 2010). 

Conventionally, organizational psychology focused on how employees adjust themselves and 

their work according to job characteristics, goals and social structures (Hackman & Oldham, 

1976; Locke, Shaw, Saari, & Latham, 1981). Quite the opposite, proactive work behaviours 

focus on how employees take initiative and bring change in their job characteristics (Frese, 

Garst, & Fay, 2007) such as redefining or creating challenging goals. 

In recent times of extreme competition, rapid changes in environment companies must motivate 

their employees to work proactively to gain competitive edge (Spychala, 2010).  

Proactivity improves work processes and can be applied in various fields such as career 

management (Seibert, Kraimer, & Crant, 2001), stress management (Aspinwall & Taylor, 1997) 

and shaping work environment (Wrzesniewski & Dutton, 2001). 

Proactive behaviours are significant because it is not possible to specify winning behaviours that 

are necessary for goal attainment (Frese & Fay, 2001).A positive change in the organization is 

facilitated by such change oriented, self-starting, and future- directed proactive behaviours 

(Parker & Collins, 2010; Searle, 2011). These proactive behaviours involve deliberate and 

calculative decision processes (Morrison & Phelps, 1999). 
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Proactive behaviours involve taking initiative and changing or creating new situations for 

improvements. Also being proactive means challenging the current practices rather than 

adjusting to them (Crant, 2000, Fritz & Sonnentag, 2007) 

Proactivity involves self-direction, anticipation or change initiation which an individual‟s carries 

out in the work place (Griffin, Neal, & Parker, 2007) so that organizational effectiveness can be 

achieved (Watson & Clark, 1992) and further if the tasks are accomplished efficiently then 

improved procedures may also increase customer satisfaction (Parker et al., 2006). 

As a result, organizations require that employees identify problems and solve them proactively. 

Research indicates that proactive behaviour involves feedback seeking, initiating, adapting to 

new situations, role expansion or taking charge (Grant & Ashford, 2008). In each of these actions 

employee actively involves in organizational development rather than passively reacting to 

circumstances (Fritz & Sonnentag, 2007; Grant & Ashford, 2008).  

There are two fundamental elements of proactivity; first is anticipation and second is taking 

control and initiating change.  

Anticipation involves acting ahead of a forthcoming condition, for instance performing in 

expectation of forthcoming needs, changes or problems. While taking control and initiating 

change imply controlling the circumstances and changing them instead of letting it happen.  

To perform in anticipation and taking control of the situation, one must be self-initiating; without 

self-initiation anticipation and taking control is meaningless. If you need to tell employees to 

change something then they are not taking control.  Therefore proactive behaviours involve self-

initiation, anticipatory action, and taking control to change and improve the situation (Parker, 

Williams, & Turner, 2006; Grant & Ashford, 2008).  
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Research on proactive behaviours began in the late 20th century (Frese et al., 1996; Bateman & 

Crant, 1993; Morrison & Phelps, 1999; Spychala, 2010). 

In light of the increasing popularity of proactive work behaviours, there has been substantial 

development in this area (Crant, 2000). Variety of concepts explaining proactivity has emerged 

which include stable frameworks like proactive personality given by Crant (1995); behavioural 

patterns like personal initiative and taking charge given by Morrison and Phelps (1999) and 

Frese et al., (1996) and general proactive behaviour presented by Parker, Williams, and Turner 

(2006) and Grant and Ashford (2008). 

Proactive work behaviours are known as distinct forms of work behaviours separate from the 

traditional ones. Descriptive and situational proactive behaviours are different from passive ones; 

which include feed-back seeking behaviour of employees‟ (Ashford & Cummings, 1985), active 

adjustments of employees‟ to new job environments (Ashford & Black, 1996), role expansions 

through self-initiation (Parker, Wall, & Jackson, 1997), ability to express productive 

improvements to standard processes (Van Dyne & LePine, 1998), identifying and presenting 

issues to management and leaders (Ashford, Rothbard, Piderit &Dutton, 1998; Dutton & 

Ashford, 1993), taking charge to stimulate and bring change (Morrison & Phelps, 1999), 

building networks (Morrison, 2002)proactively resolving difficulties and employing ideas 

(Parker, et al. 2006), using initiative (Den, Hartog & Belschak, 2007), giving service 

performance proactively (Rank, Carsten, Unger, & Spector, 2007), rationally identify problems  

(Grant, Parker, & Collins, 2009),proactively perform (Griffin, Parker, & Mason, 2010; Searle, 

2011) and Innovative Related Behaviours (Anderson, De Dreu & Nijstad, 2004, Baer & Frees, 

2003; Jong & De Ruyter, 2004;Ng, Feldman, & Lam, 2010) which are all necessary for 

improving productivity in organization. 
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Proactive behaviour has also been narrowly defined such as, proactive feedback seeking, 

individual innovation and career initiative (Spychala, 2010). Also researchers integrate these 

various specific concepts to form a bigger general framework for proactive behaviours (Griffin, 

Neal, & Parker, 2007; Grant & Ashford, 2008; Spychala, 2010; Parker & Collins, 2010). Few 

other concepts have also emerged such as promotion-oriented initiative and prevention-oriented 

initiative in which the former is aimed at improving the internal environment while the latter 

aims to prevent reoccurrence of problems (Spychala, 2010).  

As presented above, proactive behaviours have been studied specifically but not collectively, 

only in particular aspects of it. The concept-driven approach of proactivity has steered towards 

an assorted range of proactive behaviours important in various areas. Proactive behaviours are 

not a management fad but have a potential to be a high-leverage concept (Crant, 2000). 

A misunderstanding also exists in the area of proactive behaviour that whether it is extra-role 

behaviour or not. Some researchers argue that proactive behaviours are extra-role by definition 

since in-role behaviours are not self-directed and nondiscretionary. Nonetheless, this distinction 

between in-role and extra-role is still vague and it also depends on how individuals interpret their 

role boundaries (Morrison, 1994). According to Frese & Fay, (2001) proactive behaviour is not 

similar to in-role or extra-role behaviour. This distinction depends upon the requirement of 

specific tasks. Alternatively individuals may not display proactivity in either in-role or extra-role 

behaviours.  

Individuals who are proactive interpret their roles in a much broader perspective (Parker et al., 

1997). They also tend to restate their roles to articulate new goals and tasks within their defined 

roles (Frese & Fay, 2001). Hence, it is suggested here, that all types of performance behaviour s 
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such as in-role or extra-role, citizenship or task based can be conducted in a proactive manner 

(Crant, 2000; Griffin, Neal, & Parker, 2007;Grant & Ashford, 2008). 

Proactivity concepts have been operationalized at the organizational level (Kickul & Gundry, 

2002), at the team level (Simard & Marchand, 1995), and also at the individual level (Ashford & 

Tsui, 1991). Here, the focus is on individual level proactive behaviour. Regardless of the various 

theoretical labels and a rich array of proactive work behaviours, individual-level proactive 

behaviour involves self-initiation and future based action intended to alter or amend the 

condition or themselves (Crant, 2000; Unsworth & Parker, 2003). Crant (2000) defines proactive 

behaviour as taking action to improve current situations. It involves challenging the existing state 

of affairs rather than casually accepting them. 

Due to the fragmented models of proactive behaviour, the need to create a more integrated 

framework is deemed important (Van de Kamp, 2010).  The literature of organizational 

behaviour lacks a generalized model of proactive behaviours which needs to be developed 

(Crant, 2000). 

Crant (2000) argued that up till now no research on proactivity has been able to integrate the 

topic or had a consensus on a single definition, measurement scale or theory on the subject of 

proactive work behaviour. Another specific concern is the likelihood of overlapping, fragmented, 

concepts of proactive behaviour found in proliferation. 

Block (1995) identified that if a variable in question is explicable by other interrelated variables, 

then it is better to use more measures to understand the concept. However, knowledge building is 

prevented because of non-integration of the findings of theses related phenomenon (Parker & 

Collins, 2010). 
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Van de Kamp, (2010) states that current studies have been successful in integrating and creating 

a generalized framework of proactive organizational behaviours irrespective of different 

situations. 

Griffin, Neal, & Parker (2007) distinguished three forms of work behaviours with the aim of 

developing work performance framework. As a result of integration of precedent performance 

theories, this model comprised of proficiency, adaptivity, and proactivity.  

Proficiency is associated with passive work behaviours while adaptivity and proactivity 

contemplates change oriented active behaviours. When work requirements can be predicted 

proficient behaviours seem to be more effective. Proficiency improves the effectiveness of the 

individual‟s role in carrying out his day to day tasks and activities. Formal job descriptions 

reflect these tasks, duties and responsibilities. Effectiveness can be increased by improving 

proficiency in predictable environments. 

In dynamic environments, work roles cannot be dependent upon formal job or task descriptions 

(Wall, Cordery, & Clegg, 2002), because it is difficult to predict events and formalize task 

requirements (Ilgen & Hollenbeck, 1991).  Change-oriented behaviours which are adaptive and 

proactive in nature are required in unexpected situations. Adaptive behaviour involves 

individual‟s constructive responses to new circumstances (Ilgen & Pulakos, 1999). Adaptive 

performance relates to the concept of individuals involved in effective contribution to respond 

and support changes in their individual roles as well as team roles, and organizational roles 

(Griffin et al., 2007). Proactive behaviour is not similar with adaptive performance. Adaptive 

performance requires individuals to change their behaviour in response to new conditions 

(Pulakos, Arad, Dorovan, & Plamondon, 2000). While adaptivity involves adjusting to change, 
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proactive behaviour encompasses initiating or starting the change (Frese & Fay, 2001; Griffin et 

al., 2007) 

Proactive behaviour is a change oriented behaviour that helps to meet unpredictable work 

requirements effectively. 

Although, proactive and adaptive behaviours are different from proficient behaviours as they 

have an embryonic and change oriented property. Further adaptivity and proactivity is bifurcated 

due to the change initiation. Proactivity accentuates changing the environment or one-self 

through self-initiation while adaptivity focuses on accommodating the contingencies of change 

brought by external initiation (Griffin, Parker & Mason, 2010). 

The framework of proactive behaviours is further elucidated by Grant and Ashford (2008) with 

the help of investigating its backgrounds, procedures and outcomes. By studying the universality 

of proactive organizational behaviours, they combined individual researches proposed to form 

one cumulative research.  

However, a latest advancement in the integrative research of proactive behaviours has been put 

forward by Parker and Collins (2010). They investigated proactive behaviours framework across 

diverse settings and diverse samples.  

According to them, proactivity concepts were distinctive from each other but related by means of 

a more advanced arrangement. Three categories of proactive behaviours were identified; 

proactive strategic behaviour, proactive work behaviour, and proactive person-environment fit 

behaviour. These researchers suggested 11 distinct proactive work behaviours and combined 

them to create three 2
nd

 order factors. Proactive strategic behaviour takes place to help the 

organization adjust into its environment; proactive work behaviour is aimed to improve the 
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internal organization while proactive person-environment fit behaviour focuses to help the 

employee adjust with the environment (Searle, 2011).  

While Parker and Collins (2010) suggested that proactive work behaviour is a latent variable 

which includes taking charge, individual innovation, problem prevention and voice that 

constitute proactive work behaviour. This research has taken the work of Parker and Collins 

(2010) in which they measured proactive work behaviour as a second-order factor and combined 

taking charge, problem prevention, individual innovation, and voice. Therefore, proactive work 

behaviour was conceptualized as a four factor model. 

 All these four outcomes focus on attaining control and implementing change within, the 

organization, either through improving work processes or influencing colleagues.  

Table 1.1 Proactive Behaviour  

 

Source: Proactive work behaviour sub-variables adapted from Parker and Collins, 2010 

Taking charge refers to bringing about functional change in the organization which effects how 

tasks are accomplished i.e., task structure, routine, and practices (Morrison & Phelps, 1999; 

Parker & Collins, 2010), such as the behaviour to improve procedures in the work place. 
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Voice is related with communication regarding the problems that impacts one‟s work along with 

looking for information regarding such problems (Van Dyne & LePine, 1998).It occurs when an 

employee expresses constructive challenges to bring about improvement in the standard 

operating procedures (Van Dyne & LePine, 1998; Parker & Collins, 2010).  

Individual innovation is similar to taking charge and voice in its ability to influence one‟s 

internal environment but varies due to its emphasis on uniqueness(Scott & Bruce, 1994).It comes 

about once an employee identifies new chances; develop new concepts, and implements them 

(Scott & Bruce, 1994; Parker & Collins, 2010).  

Lastly, problem prevention strives to ascertain the underlying source of problems, and focuses on 

managing the reoccurrence of obstacles in the work. In summary taking charge, problem 

prevention, individual innovation, and voice jointly identifies high-order structure of proactive 

behaviour (Parker & Collins, 2010).  

Also, according to Frese & Faye, 2001there may be two dimensions of proactive behaviour. The 

first one is known as proactive idea implementation, and the second is referred to as proactive 

problem solving. Idea implementation involves voicing the idea or implementing the idea to 

bring about improvement in the workplace. While problem solving, involves preventing a 

problem by identifying its root cause and solving it in a customized way. Based on this definition 

proactive behaviours are contextual and may vary depending on the situation and what may be 

extraordinary in one situation may be a regular approach in another. 

The main purpose of these four attributes is to bring about positive improvements in the 

workplace (Parker & Collins, 2010).  

Conversely, less is known about how these behaviours interact with one another and further 

about the predecessors of proactive behaviour.  
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To go further in the depth of proactivity, investigation on the antecedents of proactive behaviour 

is necessary (Van de Kamp, 2010). 

Furthermore, individual outcomes such as job satisfaction (Ashford & Black, 1996), innovation 

(Seibert, Kraimer, & Crant, 2001), job performance (Van Dyne & LePine, 1998; Griffin, Parker, 

& Mason, 2010; Grant, Parker, & Collins, 2009) and entrepreneurial behaviours (Becherer & 

Maurer, 1999) are positively associated with proactive work behaviours.  

Individual‟s reflecting proactive behaviours accomplish their basic or job tasks better 

(Thompson, 2005). Moreover, proactive behaviour is significant for an individual‟s occupational 

success (Seibert, Crant, & Kraimer, 1999). With the passage of time, vocations have become 

boundary less, not restricted to a single firm, so individuals must take responsibility of their 

careers so that they can frequently increase the worth of the firm (Mirvis & Hall, 1996).  

In addition to the individual effectiveness, proactive behaviours also influence the effectiveness 

of a group or organization (Griffin et al., 2007). This entails that these self- initiative and future- 

directive behaviours instigated by an individual can bring a change for himself and additionally 

the whole firm. 

Proactive behaviours increase innovation in a small size firm (Kickul & Gundry, 2002), in 

addition augments organizational effectiveness (Axtell et al., 2000; Griffin et al., 2007; Rank, 

Pace, & Frese, 2004) and sales performance (Crant, 1995). Additionally, the generation of 

innovative ideas is the result of high levels of personal initiative (Binnewies, Ohly, & Sonnentag 

(2007); Frese, Teng, & Wijnen, 1999). Overall, proactive work behaviours are beneficial in 

changing existing working conditions and improving the long term conditions of the organization 

(Frese, Garst, & Fay, 2007; Fritz & Sonnentag, 2007). 
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Proactive behaviours may lead to such possible positive outcomes within the workplace context 

(Searle, 2011). Regardless of the significance of proactive behaviour, its precedents are not well 

acknowledged. Therefore, a better understanding of the predecessors of proactive work 

behaviours is necessary (Searle, 2011). 

While outcomes associated with proactivity include employee performance, individual role 

clarity, employee career success and employee well-being, organizational identification, team 

effectiveness, and success (Bindl & Parker, in press; Crant, 2000; Fay &Frese, 2001). Research 

on outcomes focused on both individual and organizational variables while research on 

antecedents aimed mostly at individual variables (Spychala, 2010). 

Organization wide outcomes (Frese & Fay, 2001) have been connected with proactive work 

behaviours but organization wide antecedents have not been studied much (Spychala, 2010). As 

proactive work behaviour is referred to as an individual behaviour therefore individual 

characteristics and individual environment have been mostly used to predict it (Spychala, 2010).  

Various antecedents have been identified to induce proactive behaviours such as individual 

differences (proactive personality, job involvement and role breadth self-efficacy) presented by 

Crant (2000) and contextual variables (culture and norms) while Fay and Frese (2001) 

recognized knowledge and skills, cognitive ability, personality, individual orientations and 

environmental support as predecessors of personal initiative (Spychala, 2010).  

In literature situational antecedents have been underrepresented as compared to individual 

antecedents along with the peripheral conditions which moderate the association between 

proactivity and its antecedents (Spychala, 2010). Hence, knowledge regarding impact of 

organizational wide characteristics on proactive behaviour becomes significant (Spychala, 2010).  
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Scholars have recommended that together individual and situational factors are important 

precursors for proactive work behaviours (Crant, 2000; Parker, Bindl, & Strauss, 2010). 

Grant and Ashford (2008) highlight the significance of the contexts which considerably influence 

proactivity, thus, studies on contextual factors of proactive behaviour should be carried out. 

Proactive behaviours can be aggravated by work characteristics in addition to the individual-

related variables (Morrison & Phelps, 1999; Fay & Frese, 2001; Parker et al., 2006; Fritz & 

Sonnentag, 2007) 

In the interdisciplinary field of organizational behaviour, psychology and sociology are the two 

building blocks where psychology applies a micro approach while sociology applies a macro 

approach to behaviour (House, Rousseau, & Thomas-Hunt, 1995; Rousseau, 1985). Sociologist 

focus on investigating societies, organizations and groups. This macro approach emphasizes on 

understanding the situations so that management of human behaviour becomes easy (Klein & 

Kozlowski, 2000). 

While the focus of psychologists, who apply a micro approach, focuses on individual disparities. 

Their underlying assumption is that an individual is persuaded by other than contextual aspects 

(House, Rousseau& Thomas Hunt, 1995). Psychologists criticize the contextual circumstances. 

They believed that if one is able to understand an individual then his or her behaviour can be 

regulated or managed (Klein & Kozlowski, 2000). Psychologists observe that the universe 

comprises of individual entities, rather than groups.  

Researchers from each of these disciplines have either used the micro or the macro approach to 

explain organizations (House, Rousseau& Thomas-Hunt, 1995). Human behaviour is 

multifaceted, and influenced equally by groups and their individual personalities, therefore in 
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order to comprehend and manage human behaviour one must look at both macro and micro 

perspectives (Searle, 2011) 

The situational or contextual factors relate to the sociological approach in organizational 

behaviour while individual differences belong to psychological perspective.  

Up till now, researchers have mainly stressed upon individual differences as precursors to 

proactive behaviour (Parker, 2000; Morrison & Phelps, 1999; Grant & Ashford, 2008). For 

instance, general self efficacy and responsibility (Morrison & Phelps, 1999) need to control 

(Ashford & Black, 1996), and proactive personality (Parker & Collins, 2010) has been stated as 

predecessors of proactive behaviours.  

Researchers and practitioners have recommended that positive cognitive motivational state is an 

intervening factor in explaining the effect of individual differences on proactive behaviours 

(Parker, et al., 2006) such as psychological empowerment (Searle, 2011). 

Further, researchers have also examined few contextual differences in the work environment 

such as leader vision (Griffin, Parker, & Mason, 2010), job autonomy and colleague trust 

(Parker, et al., 2006), and servant leadership style (Luthans, 2002a; Liden, Wayne, Zhao, & 

Henderson, 2008; Van Dierendonck, 2011; Searle & Barbuto, 2011) which are all related to 

proactive work behaviours.  

Bindl and Parker (2010) presented a mediated model of proactive behaviour in which they 

empirically studied the situational and aggregated individual antecedents of proactive behaviour 

as well as the boundary conditions. Individual antecedents include such as knowledge, age, 

abilities gender, etc. while situational antecedents include such as climate, autonomy, leadership 

etc. (Spychala, 2010). Moreover, collective motivational processes such as aspirations and goals, 

and affect allied processes were mediators between antecedents and proactive behaviour 
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(Spychala, 2010). As such their individual level and motivational processes were overlapping as 

motivational processes also represent individual characteristics (Spychala, 2010).  

Spychala, (2010) also introduced a model in which individual and organizational outcomes, 

individual and contextual antecedents and moderator such as productive organizational energy 

(POE) was used. Spychala, (2010) used aggregated individual antecedents for e.g. job 

satisfaction and organizational commitment and situational antecedents such as; transactional, 

transformational leadership, and climate of trust on proactive work behaviour particularly, 

personal initiative.  

This dissertation aims to extend the research on proactive work behaviour by exploring its 

antecedents. This research seeks to enrich other scholars understanding of both the individual 

and situational factors responsible for enhancing proactive work behaviour. Individual 

antecedent is psychological contract breach while contextual antecedent is the organizational 

climate.  

Also in this research, both direct and indirect effects of these antecedents will be studied. The 

indirect effects will be explored through affective commitment which is the mediator in the 

study. Affective commitment is the non-motivational cognitive variable in this study. Although 

affective commitment mediated the association between colleague trust and general compliance 

in (Parker, et al. 2006) but no relationship was found between co-worker trust and proactive 

behaviour mediated through affective commitment. On the contrary, significant relationship was 

found between perceived organizational support and proactive behaviour mediated through 

affective commitment in Van de Kamp, E. (2010). 

Understanding the non-motivational processes might establish and clarify proactivity and will 

assist scholars to better assist and manage this critical work behaviour.  
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Therefore this research aims to explore the relationship between Perceived Psychological breach, 

organizational climate and proactive behaviour mediated through affective commitment (Ng, 

Feldman, & Lam, 2010). 

2.2 Psychological Contract Breach  

Employees are important assets for the organizations and much of its success relies on the 

healthy relation between manger and subordinate. This relationship is changing with the 

increasing demands of the changing external environment. 

Recent employment trends, such as lay-offs, outsourcing, temporary contractual agreements and 

the utilization of a contingent workforce have resulted in a re-evaluation of the future career 

prospects and nature of the employer- employee relationship (Millward and Brewerton, 1999; 

Kabanoff, Jimmieson and Lewis, 2000).These trends often take employees away from getting 

what they expect from their relationship with their boss and create a sense of violation (Johnson 

& O‟Leary-Kelly, 2003; Robinson, Kraatz & Rousseau, 1994). 

The psychological aspect in the employment relationship is important in today‟s modern 

business, employee and employer develop certain aspirations and obligations against one another 

which go beyond the clearly mentioned aspirations and obligations and this affects employee‟s 

job behaviour notably.  

In an employment relationship, some form of exchange occurs between the employer and 

employee (Hecker and Grimmer, 2006), and this employment exchange can have a vital affect on 

the organizational results as it lays the foundation of this employee-employer relationship 

(Rousseau, 1989). This relationship also affects thoughts and feelings of the employee in 

organization. 
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Psychological contract examines expectations that individuals have with respect to relationship 

between their employers (McDonald & Makin, 2000). The credit of its popularity goes to its easy 

understanding and also to the fact that as organizations undergo rapid changes managers need to 

assess how such changes affect their attitudes and behaviour (McDonald & Makin, 2000). 

The history of psychological contract goes back to the studies of Argyris (1960) and Schein 

(1980) but most researches on this topic has been conducted by Rousseau who gave clarity and 

refinement to the concept (McDonald & Makin, 2000).  

Schein (1980) defined psychological contract as an unwritten expectations among organizational 

members. Rousseau went one step ahead with this argument and mentioned that psychological 

contract is much more than simply expectations (McDonald & Makin, 2000). According to 

Robinson and Rousseau, (1994) psychological contract involves implicit promises and reciprocal 

obligations which are subjective. These are not part of the formal contract. Promises regarding 

future relationship depend upon the employee which means that organizations and individual 

both have a reciprocal relationship with each other (McDonald & Makin, 2000). 

The individual interprets organizations actions and links it with their psychological contract 

(McDonald & Makin, 2000). There is a mutual understanding between employer and employee 

regarding certain obligations with each other which refer to as reciprocity (McDonald & Makin, 

2000). This informal contract is unwritten and constantly evolves with changing circumstances 

(McDonald & Makin, 2000). Also according to Schein (1980) it is an important predecessor of 

individual‟s behaviour. 

According to Wolfe Morrison and Robinson, (1997) and Robinson, Kraatz, and Rousseau, 

(1994), psychological contract entails a set of employee perceptions pertaining to the reciprocal 

obligations between the organization and the employee.  
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Perceptions pertaining to failure in fulfilment of obligations either full or partially is known as 

psychological contract breach (Cheung and Chiu, 2005). 

Rousseau (1990) identified two degrees of employee obligations; transaction oriented obligations 

and relationship oriented obligations. A psychological contract based on transactional obligations 

is economic and lacks loyalty and devotion (McDonald & Makin, 2000). It consist of attitudes 

such as enthusiasm to work extra, increase performance for extra pay, and giving notice before 

leaving the job (Rousseau, 1990). Employees with transactional contracts have high pay but low 

commitment (McDonald & Makin, 2000).  

In contrast, a relational contract is based on a long term relationship of trust and commitment 

between employee and employer (McDonald & Makin, 2000). The employer expects loyalty 

from the employee and in return gives job security (McDonald & Makin, 2000).  

Transactional contracts are short term, while relational contracts are long-term reciprocal 

obligations (McDonald & Makin, 2000). 

It must also be clear that these two degrees are not absolute and each employee- employer 

relationship may fall on any level between the two ends of the continuum (McDonald & Makin, 

2000). A psychological contract may comprise both the transactional and relational components 

in varying quantities (McDonald & Makin, 2000).  

The psychological contract if broken or undergoes change has an impact on behaviour. The most 

significant influence on behaviour is when it is violated or broken (McDonald & Makin, 2000). 

In response to such events, employees will move from relational end to the transactional end of 

the continuum (McDonald & Makin, 2000). 
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Robinson et al. (1994) concluded that under violation of contract employees had transactional 

contract with their organization. Further, contract violations felt less obliged to fulfil relational 

obligations (McDonald & Makin, 2000).  

Ultimately, it might have negative consequences to the organization as employees with 

transactional contract will only work for money and will not take the responsibility of their 

organizations success as their own (McDonald & Makin, 2000). They will lack commitment, 

loyalty, and trust. Whether a contract is transactional or relational will have significant outcomes 

in terms of attitudes and behaviour especially at times of change when probability of contract 

violation is high (McDonald & Makin, 2000). 

Two theories have also been established, pertaining to the psychological relationship of 

employee and employer; inducement-contribution model (March & Simon, 1958) and social 

exchange theory (Blau, 1964) 

The earlier theory of inducement contribution model, proposed by March and Simon (1958) 

suggest that the employer offers incentives to retain employees, whereas employees bring greater 

improvement in the work and organizational processes through efforts. Employees experience 

more satisfaction when receive more inducements than agreed (Locke, 1976; Conway & Briner, 

2002; Coyle-Shapiro & Kessler, 2002). 

While, according to Aselage & Eisenberger, (2003); Blau, (1964); and Van Dyne & Ang, (1998) 

the idea of psychological contract is underpinned in social exchange theory. 

While, social exchange concept (Blau, 1964) imply that individuals not only expect financial 

obligations but also social obligations from employers. Different aspects of the employment 

relationship have been explored using social exchanges, such as the relationship between 

employees and employer (Dabos & Rousseau, 2004; Gakovic &Tetrick, 2003) and between 
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employees and supervisor (Wayne, Shore & Liden, 1997). The establishment of social exchange 

relationship is based on trust contrary to an economic exchange relationship (Blau, 1958; 

Homans, 1961).  

Although obligations are at the core of an exchange relationship, the aspect of reciprocity is an 

important element in binding the parties together to create reciprocal obligations. Blau (1964) 

originated the idea of reciprocity and recommended that the partners will maintain balanced 

relationships in social exchange.   

These unwritten beliefs that each party has about each other related to the reciprocal 

contributions is part of the psychological contract (Robinson & Morrison, 1995; Shore & 

Barksdale, 1998).This reciprocity is frequently repeated where members feel indebted to return 

the favour to the provider.  Employees restore negative imbalances (Robinson, Kraatz & 

Rousseau, 1994; Rousseau, 1995;Robinson, 1996)by adjusting the perceived obligations to their 

employer (Rousseau, 1994; Robinson & Morrison, 1995; Robinson, Kraatz & Robinson, 

1996;Coyle-Shapiro & Kessler, 2002).In future, each party will maintain relationship with each 

other by reciprocating the receipt of benefits through voluntary actions (Homans, 1961). 

According to the social exchange theory, if employees feel that their employment relationship is 

based on fair and just social exchanges they may increase their work efforts (Blau, 1964; Organ, 

1988 and1990; Moorman, 1991). 

When studying the psychological contract, researchers frequently rely on social exchange theory. 

Besides, most of the studies such as Rousseau, 1989; Coyle-Shapiro & Kessler, 2002; De Vos, 

Buyens, Schalk, 2003; and Dabos & Rousseau, 2004 focused on the exchanges with employers 

and disregarded exchanges with managers (Liden, Sparrowe & Wayne, 1997; Settoon, Bennett & 

Liden, 1996). Also, very little effort has been made to compare the contributions of these two 
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types of social exchanges in relation with psychological contract fulfilment (Uhl-Bien & Maslyn, 

2003;Sparrowe & Liden, 1997). 

In the literature of psychological contract, traditional approaches focused on the employee and 

the employer as the concerned parties, nevertheless recent work emphasized on employees 

perceptions (Coyle-Shapiro & Kessler, 2000; Rousseau, 1997). 

The rationale of focusing on employee perceptions is that the belief is not necessarily accepted 

between employer and employee; instead it present on the basis of employee‟s perception. 

Moreover, these beliefs and expectations are perceptual and subjective in nature. 

Collectively these two theories advocate that employees are psychologically attached to their 

employers and when they feel valued and respected they reciprocate with optimistic behaviours.  

Some forms of obligations include a written format while others are implicit and understood 

without discussion (Anderson and Schalk, 1998). For instance, the employees expectations 

towards training and career advancement opportunities, voicing in innovation, giving feedback, 

interesting and challenging work, respectful behaviour, job security, a safe and pleasing, work 

environment, and support. Employees may believe that they have been rewarded with more 

incentives by their organizations than they anticipated (Turnley & Feldman, 2000; Coyle-Shapiro 

& Kessler, 2002; Conway & Briner, 2002). 

If employees perceive that the employer have fulfilled their obligations, they are probable to feel 

obliged and in return boost their sense of responsibility to the employer (Turnley, Bolino, Lester, 

& Bloodgood, 2003; Robinson & Rousseau, 1994). Also, employees exert more positive 

behaviours and add more value to the organization (Homans, 1961; Wayne, Shore & Liden, 

1997; Turnley, et al., 2003) such as; working late, increased commitment and loyalty, 
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maintaining reputation of the employer, developing the organization, proposing innovative ideas 

and bringing innovative changes, being polite towards colleagues and customers etc.  

On the other hand, negative imbalances can create conflict in the employee-employer 

relationship. Various psychological contract studies focused on employee responses when they 

perceived that they received fewer incentives than expected.  As a consequence to these unmet 

obligations, (Robinson & Morrison, 1995) employees responded with inefficient work, such as  

decreased work performances (Robinson & Rousseau, 1994; Robinson & Morrison, 1995; 

Robinson, 1996; Turnley & Feldman, 1999, 2000), negative work attitudes; less satisfaction 

(Turnley & Feldman, 1998), disloyalty (Guzzo, Noonan, & Elron, 1994), less trust (Robinson, 

1996), and a tendency to quit their job (Lo & Aryee, 2003). Few studies focusing on broken 

promises also studied the reaction of employees in situations when reciprocity was dishonored 

(Coyle-Shapiro & Kessler, 2002; Dabos & Rousseau, 2004).  

Over fulfilment of psychological contracts can lead to positive outcomes according to recent 

studies (Coyle-Shapiro & Kessler, 1998; Shore & Barksdale, 1998; Tsui, Pearce, Porter & 

Tripoli, 1997; Lester et al., 2002). These positive feelings boost trust and sense of worth and 

prone to bring positive changes in the organization (Conway & Briner, 2002; Coyle-Shapiro & 

Kessler, 2002; Robinson & Morrison, 1995). Employees improve their work performances and 

situational performances; they are more motivated and display more commitment towards the 

organization when they receive more than they expected in terms of promises fulfilled (Conway 

and Briner, 2002 and Turnely et al., 2003) 

Psychological contracts are of two types; relational and transactional. Relational contracts 

comprises of obligations centred on socio-emotional exchanges. It encompasses the emotional 

attachment employees have with their organization which leads to an enduring relationship. On 
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the contrary, transactional contracts involve temporary economic benefits without any emotional 

involvement of the members. In such contracts employees are not concerned with being good 

organizational citizens rather their focus is on personal benefits and compensation (Herriot, 

Manning & Kidd, 1997; Rousseau, 1990; Millward & Hopkins, 1998; Anderson & Schalk, 1998; 

Millward & Brewerton, 1999). 

Psychological contracts are implicit in nature due to which employees may perceive variations in 

the contract fulfilment particularly during organizational changes. Psychological contract breach 

refers to the perception employees experience as a result of organizations failure to fulfil 

obligations which are part of the psychological contract (Robinson & Morrison, 1995; Rousseau 

& McLean Parks, 1993; Robinson & Rousseau, 1994).  

Few scholars gave distinction between breach and violation. According to Morrison & Robinson 

(1997) psychological contract breach is the failure of honouring obligations prescribed within the 

psychological contract by the organization. Whereas violation is the emotional state experienced 

as a result of knowing that the organization was unable to uphold the psychological contract 

effectively. 

Psychological contract breach encompasses the psychological perception of unmet promises 

while the emotional response or reaction to this breach is called violation.  Nevertheless, breach 

and violation are expressed with similar meaning in this study i.e., the perception of discrepancy 

between the actual and promised state of obligations by employees. Even if the actual breach has 

not taken place, psychological breach can arise. It is the situation in which the employer 

deliberately breaks or backs out on the contract with the employee and this fact is observed by a 

neutral person (Morrison and Robinson, 1997). 



Effect of Moderated Mediation on Proactive Work Behaviours 63 
 

 Contract breach is an employee's belief about a breach regardless of the fact that whether that 

breach has actually occurred or it is just in mind of the employee and this belief effect‟s his or 

her behaviour and attitudes. In this research, psychological contract breach has been 

operationalized as the degree to which an employee perceives that the employer has been unable 

to meet the promises and obligations.  

Psychological contract can have profound influences on organization wide outcomes (Rousseau, 

1989). The literature on psychological contract breach has given little importance to the process 

of psychological contract fulfilment and its effect on work outcomes other than the works of 

Johnson and O‟Leary-Kelly (2003), Turnley and Feldman (2000), Robinson (1996). Also, 

Robinson (1996) and Turnley and Feldman (2000) observed that trust, dissatisfaction, and 

unfulfilled expectation mediated the association between psychological contract breach and 

citizenship behaviour. Furthermore, trust, dissatisfaction and unmet expectations partially 

mediate psychological contract breach and turnover intentions. It was also found that 

organizational uncertainty partially mediates the association between psychological contract 

breach and work attitudes such as; commitment, satisfaction, and emotional exhaustion but it has 

no effect on employee behaviours such as; performance and absenteeism.  

Zhao,Wayne, Glibkowski, and Bravo(2007)in their review proposed that negative emotions and 

attitudes play a major role in mediating psychological contract breach and poor performance. 

Contract breach results in negative emotions and subsequently performance deteriorates.  

Nevertheless, little is studied about the influence of fulfilment on the attitudinal outcomes and 

behavioural outcomes of employees; although few researches have made an attempt to 

analytically study the impact of psychological contract fulfilment on employee behaviours and 

attitudes, such as in the work of Turnely et al. (2003) and Conway and Briner (2002). 
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The relationship between psychological contract breach and work outcomes depends on the 

perceptions and reactions of employees on how their expectations and promises are met or 

unmet.  As employees interact with their managers every day therefore they may have various 

responses to the expectations and promises made and kept by managers.  

2.3 Affective Commitment 

The foundation of affective commitment comes from organizational commitment. 

Organizational commitment is defined in terms of how strongly an employee identifies himself 

with and involves with organization. It is a work related attitude (Porter, Steers, Mowday & 

Boulian, 1974).  

The depiction of the organizational environment is based on employee‟s experiences 

particularly; attitudes, perceptions and feelings towards informal and formal policies and 

procedures are known as Organizational commitment. 

A lot of emphasis has been given to the motion of organizational commitment because high 

degree of commitment leads to positive organizational outcomes. Employees which are 

committed are keen to perform higher and better, have a sense of responsibility, do not require 

close supervision and are unlikely to leave, and thus reducing the cost of recruitment and 

selection.  

There has been extensive research on organizational commitment and different studies have 

identified its precursors and consequences. Organizational commitment has mostly been 

researched as an independent and dependent variable (Dunham et al., 1994; Mathieu and Zajac, 

1990). While there are diverse antecedents of organizational commitment having difference in 

terms of origin and nature (Steers, 1977) the work outcomes have been few but clear.  
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Organizational commitment has been researched to assess mainly an employee‟s work 

performances because of the significance low turnover, increased creativity rand positivity. 

The outcomes associated with commitment include job satisfaction, motivation and 

organizational citizenship behaviours (Mathieu and Zajac, 1990; Riketta, 2002; Cooper-Hakim 

and Viswesvaran, 2005) which are positively related with commitment, while absenteeism 

(Farrell and Stamm, 1988), turnover (Cooper-Hakim and Viswesvaran, 2005) and 

counterproductive behaviour (Dalal, 2005) are negatively related to organizational commitment. 

Furthermore, studies provide evidence that commitment and performance are positively related 

(Siders, George, Dharwadkar 2001; Jaramillo, Carrillat & Locander 2005). 

Also, Steers (1977) studied relationship between commitment and turnover and evaluated their 

negative association. They developed a model assessing outcomes and antecedents of 

commitment. Commitment and turnover are vigorous phenomena‟s (Cohen, 1993) and Allen & 

Meyer (1990) suggest that low commitment increases turnover. 

Employee satisfaction is also improved with improvements in organizational commitment 

(Bateman & Strasser, 1984) and reduces intention to leave (Stumpf & Hartman, 1984).  

Allen & Meyer (1990) defined organizational commitment in terms of a three component model. 

In this model, the three underlying constructs of organizational commitment were distinguished 

as affective, normative and continuance (Allen and Meyer‟s, 1990). 

The emotional attachment towards the organization as a result of the alignment between the 

organizational and personal values and aims is known as affective commitment. Buchanan 

(1974) expresses that employees are committed to the organizations values and goals irrespective 

and independent of its value only for the sake of their individual interests. 
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It is the extent to which an employee identifies, involves and is attached to its organization 

(Meyer & Allen, 1997). 

The employee attachment with the organization on cost and benefit analysis in order to leave that 

organization is referred to as continuance commitment. It is the condition when an employee is 

aware about the costs related with leaving the company. Employees with continuance 

commitment generally do not leave the company because they feel that they should stay. 

It is when employees perceive that there are high social and economic costs associated with 

leaving the company such as friendly ties with colleagues and pension fund and therefore they 

commit with the organization because if they don‟t then they would have to be give these up.  

And finally, the sense of responsibility and obligation to stay with the organization is referred to 

as normative commitment (Van de Kamp, 2010).It‟s a sense of obligation to continue 

employment and remain with the organization. 

Affective commitment has the strongest positive relationship with employee well-being and the 

strongest negative relationship with turnover intention (Meyer et al., 2002; Van de Kamp, 2010). 

Affective commitment is recognized as an affective or morale factor. Perceived organizational 

support is another antecedent of affective commitment which is positively associated with it 

(Rhoades & Eisenberger, 2002)  

Along with job satisfaction and organization citizenship behaviour, affective commitment is a 

crucial antecedent of generalized compliance (Podsakoff et al., 2000) and there is a positive 

relationship between affective commitment and compliance. 

An employee‟s relationship with their organization is characterized by affective commitment. 

Affective commitment is a psychological condition which may lead to decreased mental efforts 

and competence and increased employee turnover (Meyer et al., 2002).  
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2.4 Psychological Contract Breach and Affective Commitment 

Psychological contract breach is a widely accepted and recognized concept. It is the 

reality of today and hence occurs frequently in an organization (Turnley and Feldman, 1999; 

Robinson and Rousseau, 1994).  

Psychological Contract Breach refers to an employee‟s cognition about the failure of his or her 

organization to meet the obligations assumed in the psychological contract which was 

proportionate with his or her contributions (Morrison & Robinson, 1997). Past researches (Arain 

et al., 2011; Suazo, 2009; Dulac et al., 2008; Raja, Johns, & Ntalianis, 2004; Zhao et al., 2007; 

Morrison & Robinson, 1997) have presented that Psychological Contract Breach is a very 

important antecedent of individual‟s affective reactions. Zajonc (1998), states that a process 

needs to be triggered which is started by contract breach and initiates emotions and affective 

reactions and then eventually employee‟s attitudes. Zhao et al. (2007) and Dulac et al. (2008) 

demonstrated that psychological contract breach is an adverse and negative state of mind that 

leads to affective reactions. Perceptions of psychological contract breach have an adverse effect 

on individual‟s commitment. Usually contract breach has negative implications on the individual 

and organization (Coyle-Shapiro and Conway, 2005; Nadin and Cassell, 2007).  

Psychological contract is one of the significant antecedents of affective commitment which has 

been extensively studied by researchers. Emotional attachment to the organization is termed as 

affective commitment. It is also known as the extent to which an employee identifies himself 

with the company. It is a feeling in which the employee decides to involve himself and remain 

with the company out of his own choice (Mowday et al., 1982). The feelings of involvement, 

shared values (O‟ Reilly & Chatman, 1986), organizational identification (Zangaro, 2001) and 

the desire to remain with the organization reflects in the concept of affective commitment. 
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Primarily, affective commitment enhances the efficacy of an organization (Meyer & Allen, 1991; 

Angle & Perry, 1981). 

Commitment is influenced by norms of the society. According to Meyer and Allen, individuals 

remain with organization either because they need to (continuance commitment), or want to 

(affective commitment), or ought to (normative commitment) (McDonald & Makin, 2000). The 

strength of each of the commitment is influenced by various factors. Previous researches 

identified that employees who were committed and satisfied with the organization did not leave 

the organization and continued to work toward organizational goals achievement (Suliman & 

Iles, 2000). According to the Meta analytic study done by Meyer, et al. (2002) affective 

commitment has been proved to be a robust precursor of intention to stay than continuous or 

normative commitment because affective commitment reflects the emotional desire in an 

employee to remain with the organization, which is greater than the perceived cost of leaving or 

the assumed obligation to remain.  

The most significant antecedent of affective commitment is the degree to which employee 

expectations have been fulfilled, which ultimately entitles the psychological contract (McDonald 

& Makin, 2000).  

Many studies (Suazo, 2009; Dulac et al., 2008; Zhao et al., 2007; Lester, Turnley, Bloodgood, & 

Bolino, 2002; Johnson & O‟Leary-Kelly, 2003) have found an inverse relationship between 

affective commitment and Psychological Contract Breach. Affective commitment is related to 

superior performance and more pro-social behaviours (McDonald & Makin, 2000). These 

behaviours move beyond the boundaries of a formal employment contract and are not part of the 

formal job arrangement (McDonald & Makin, 2000). According to Katz and Kahn (1966) these 

behaviours include numerous cooperative acts and in the absence of these acts the system of the 
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organization will collapse. Affective commitment is influenced by how much individual‟s 

expectations and their actual experiences are in correspondence. This links directly with the 

reciprocal obligations in the psychological contract. If organizations want committed individuals 

who remain loyal with the organization then they must prompt a relational contract (McDonald 

& Makin, 2000). 

Fulfilment of psychological contract leads to the development of trust among employees who 

believe that trust is essential for the employment experience (Robinson, 1996). In support of this 

phenomenon, past researches have observed that employees perceive the organization positively 

when they receive more incentives than expected (Conway & Briner, 2002; Lambert, Edwards & 

Cable, 2003; Turnley et al., 2003). Consequently, if an employee recognises that his employer 

has fulfilled his expectations and promises, he will feel more obliged to stay, will coordinate his 

values with the organizational values and will be more involved in the organizations 

development (Ng, Feldman, & Lam, 2010). When employees feel their psychological contract is 

unfulfilled, they may reduce their emotional attachment with the organization.  

Specifically, when employees experience negative feelings of anger and frustration due to the 

breach of their promises, (Johnson & o‟ leary- Kelly, 2003) this causes reduction in affective 

commitment.  It also causes distrust among them and reduces emotional bonding with their 

employers (Robinson, 1996).  

Employees having relational contract show high level of organizational commitment while 

employees with transactional contracts lack commitment (McDonald & Makin, 2000).  

Recently, in two meta-analytic studies it was found that psychological contract breach is 

inversely proportionate to affective commitment, across cumulative researches (Zhao, et al. 

2007; Cantisano, Dominguez & Depolo, 2008). 
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Pugh, skarlicki, and passell (2003) concluded that psychological contract breaches with past 

employment created pessimistic perceptions among employees regarding new and future 

employment relationships. According to Pugh et al employees‟ current affective attachment is 

the result of their past experiences with psychological contract breaches. Therefore, 

psychological contract breaches influences affective commitment in the short run and the long 

run alike (Heung & Chiu, 2005). 

Many researches revealed that psychological contract breach considerably effects commitment 

(Cuyper and Witte, 2006; Lemire and Rouillard, 2005; Grimmer and Oddy, 2007). Another study 

of Coyle-Shapiro and Kessler (2000) found that, employees‟ deal with contract violation by 

bringing balance in their employee-employer relationship through reduced commitment. 

Tekleab, Takeuchi, and Taylor (2005) found that employees are de-motivated and less 

committed when encountered with contract breach and as a result. Lemire and Rouillard (2005) 

found negative correlation of -.45between breach and commitment while Johnson and O‟Leary-

Kelly (2003) found -0.52 while Sels, Janssens, and Van den Brande (2004) expressed their 

association as powerful and robust (Bashir & Ramay, 2008). 

2.5 Affective commitment and Proactive Work Behaviour 

Earlier in the area of general work affect research findings such as the study of, Seo, 

Barrett & Bartunek (2004) proposed that when proactive flexibility, creativity and coping is 

required positive affect can be very helpful. Alternatively, positive affect may sometimes lead to 

deceptive optimism, overconfidence, and rigidity in actions. Empirical evidence suggests that 

affect persuades behaviour (Ashforth & Humphrey, 1995; Brief & Weiss, 2002). Affect is known 

as emotions or feelings. Parker (2007) proposed a model in which positive affect increases 

proactivity. Positive affect may not necessarily augment proactive behaviour. Many times 
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negative affect are a motivation to perform proactively for e.g. dissatisfaction (Frese & Fay, 

2001; Ng, Feldman, & Lam, 2010). 

In one research, effect of recovery on proactive behaviour and work engagement was studied 

(Sonnentag, 2003). Work engagement refers to a motivational state of fulfilment; it is, optimistic, 

affective and persistent (Maslach, Schaufeli, & Leiter, 2001). Also it is closely linked with 

affective commitment (Sonnentag, 2003). Besides, work engagement and affective commitment 

is expected to influence proactive behaviour, as performing proactively necessitates extra 

efforts.(Ng, Feldman, & Lam, 2010).Furthermore, Sonnentag, (2003) found a strong association 

between work engagement and proactive work behaviour. 

Recently, literature on affective commitment has shed light on the relationship between 

Affective Commitment and proactive behaviour. Researchers disagree on the value they confer 

to affective commitment.  

Some proclaim that most variability in proactive behaviour is attributable to affective 

commitment (Den Hartog & Belschak, 2007), while others recommend affective commitment is 

linked to generalized compliance rather than proactive behaviour (Parker et al., 2006).  

Accordingly, the higher the level of affective commitment (Allen & Meyer, 1990) the less likely 

employees are to leave the organization (Meyer, Allen & Smith, 1993; Hackett, Bycio & 

Hausdorf, 1994). Besides the work performance and discretionary work behaviour of employees 

is also enhanced with increased affective commitment (Riketta, 2002). Hackett et al., (1994) also 

indicated that with higher levels of affective commitment there were fewer accidents of bus 

drivers (Fischer, & Smith, 2004). 

Committed employees think of their organizations success as their own and want to stay with the 

organization therefore they put in extra effort a pre-condition of exerting proactive behaviour 



Effect of Moderated Mediation on Proactive Work Behaviours 72 
 

(Spychala, 2010). Individual commitment is positively linked with individual proactive 

behaviour (Griffin, Neal, & Parker, 2007; Den Hartog & Belschak, 2007; Rank et al., 2007). 

Further, committed employees will further trigger other employees to be committed and thus 

proactive behaviour will spread from initial employees to other numerous employees (Spychala, 

2010).  

The most significant research on affective commitment to date has been done by Den Hartog and 

Belschak (2007). Den Hartog and Belschak examined the relationship between commitment, 

affect and personal initiative. They also propose that affective commitment may mediate 

organizational commitment and personal initiative. One debate that they presented was that 

various antecedents of proactive behaviour including job autonomy and complexity are also 

antecedents of affective commitment. Therefore, it is a possibility that affective commitment 

may act as a mediator between these antecedents and proactive behaviour. In addition, 

employees who are emotionally involved with their organization have a sense of obligation to 

bring change and achieve goals. Their research gave evidence that there is a positive or direct 

association between affective commitment and personal initiative. 

Some researchers argue that affective commitment is a significant motivational state and may 

influence various forms of work attitudes and behaviour but not particularly proactive behaviour 

(Parker et al., 2006; Griffin, et al., 2007). Parker (2000) proposes that as a consequence of 

affective commitment, employees may put in extra effort in their work; either inactive or 

proactive way. According to Parker (2000) positive affect may not always lead to proactive 

behaviour. Rather, Frese and Fay (2001) put forward the idea that an employee is likely to 

engage in proactive behaviour due to negative affect, e.g. dissatisfaction. Parker (2000) argued 
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that even though commitment may lead to extra efforts but the course of that effort is uncertain 

and may even lead to inactive behaviours.  

Therefore Parker et al. (2006) used affective commitment as a mediating variable to predict 

generalized compliance instead of proactive behaviour. Griffin et al. (2007) incorporated both 

proactive and passive outcomes in their study. They created a framework of work performance 

which comprised of three elements; proficiency, adaptivity, and proactivity. Griffin and his 

colleagues deduced that these three elements of work behaviour were different from each other 

while also linked to various motivational antecedents. Proficiency refers to advance planning of 

core tasks. Adaptivity involves individual‟s constructive responses towards new or unanticipated 

situations (Ilgen & Pulakos, 1999). Proactivity includes self initiative, distinct from core tasks 

and inactive behaviours. Griffin et al. (2007) found positive link between affective commitment 

and proactive behaviour. Although, their research concluded that affective commitment has a 

major impact on proficiency.  

However the findings of Parker et al. (2006) and Griffin et al. (2007) provide a better 

understanding of affective commitment and proactive behaviour, but the fact is that they both are 

positively related. Although, affective commitment has a positive association with various work 

behaviours, other than proactive behaviour, Den Hartog and Belschak (2007) also prove that 

employees have a higher tendency to demonstrate proactive behaviour if they are affectively 

committed (Van de Kamp, 2010). 

Employees having a low level of affective commitment are expected to perform only minimum 

behaviours required for stable employment (Riketta, 2002). Also, empirical studies using cross 

sectional data indirectly substantiates the positive relationship between affective commitment 

and proactive behaviour (Ng, Feldman, & Lam, 2010). 
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According to Rank, Carsten, Unger and Spector (2007) affective commitment positively 

explained the variance in proactive customer service behaviour. In another study, Morrison and 

Phelps (1999) found that individuals who identified strongly with their organization were more 

involved in taking charge behaviour as they had greater sense of responsibility. Iverson (1996) 

focused on innovative related behaviours that higher level of affective commitment leads to 

acceptance for organizational change and innovation (Ng, Feldman, & Lam, 2010). 

Therefore one may suggest a positive relationship between affective commitment and proactive 

behaviour (Van de Kamp, 2010). 

2.6 Psychological Contract Breach and Proactive Work Behaviour 

As indicated in previous researches, psychological contract breach for the most part 

effects individual behaviours and work attitudes (Zhao et al., 2007; Conway & Briner, 2005). 

Affective events theory has been used to elaborate these relations by Zhao and colleagues (2007) 

in their latest meta-analysis. 

Psychological contract breaches can stimulate negative reaction from employees (Morrison & 

Robinson, 1997).  Being reluctant to innovate is a type of negative reciprocation and employees 

demonstrate less proactive behaviours as they experience psychological contract breach. Bal, 

Chiaburu, & Diaz, (2011) studied proactive behaviours and psychological contract breach and 

found significant relationships among them (Ng, Feldman, & Lam, 2010). 

While according to the social exchange theory, the psychological contract involves mutual 

obligations between employee and the organization (Blau, 1964; Taylor & Tekleab, 2004, 

Gouldner, 1960). Rousseau (1995) states that employees having beliefs about mutual obligations 

towards their organization is psychological contract (Conway & Briner, 2005). When these 

obligations are not fulfilled, employees face psychological contract breach (which according to 
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Morrison & Robinson, (1997) are the negative cognitions which employee has as a result of 

organizations failure to deliver its obligations). Negative thoughts emerge as employees feel that 

they are not getting enough for their contributions or are not sufficiently compensated for their 

efforts. 

Employees thus tend to react with negative feelings as a result of experiencing this discrepancy; 

this state is similar to that of affective events theory. Certain emotional responses, like frustration 

(Weiss & Cropanzano, 1996; Morrison & Robinson, 1997) anger and betrayal (Robinson & 

Morrison, 2000), disappointment, unhappy, or poignant (Conway & Briner, 2005) are 

experienced in line with affective events theory. 

These negative emotions of breach influence employees‟ degree of efforts and their perceptions 

towards their work (Morrison & Robinson, 1997). Employees will react to these violations by 

lowering their contributions thus bringing a balance in their social exchange state (Bal, De 

Lange, Jansen, & Van der Velde, 2008). In their research, Zhao et al., 2007 found that cognitions 

of breach results in emotional reactions which subsequently results in lower productivity. 

Employees tend to withdraw their efforts and behaviours as a consequence of infringement. 

Perceptions of breaches encourage employee neglect (Lemire & Rouillard, 2005; Turnley & 

Feldman, 1999), and so they permit work conditions to decline (Rusbult, Farell, Rogers, & 

Mainous, 1988).  

Consequently, employees will decrease their in-role behaviours such as daily tasks and will 

lower their performance (Turnley et al., 2003).  

Along with performing daily tasks, employees also engage in proactive behaviours on the job 

which are not required to be performed at the same level as task performance but they are 

important for the effectiveness and efficiency of work (Thomas, Whitman, & Viswesvaran, 
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2010) and bring productive changes at work Such proactive behaviours include altering 

substandard processes, sharing information or suggesting new ideas for work improvement 

(Parker et al., 2010; Grant & Ashford, 2008; Parker et al., 2006).  

Few proactive behaviours such as taking initiation are perceived as work roles (Marinova, Moon, 

& Van Dyne, 2010) however employees refer them as not obligatory or discretionary work 

behaviours separate from daily tasks. When employees experience contract breach, they lower 

their discretionary actions and tend to withdraw from proactive behaviours rather than their task 

behaviours. 

Also employees often reduce their pro-social behaviours such as loyalty (Zhao et al., 2007).  

Moreover, Contract breach reduces taking charge along with reducing constructive ideas, and 

suggesting creative solution to a greater scale than it reduced pro-social behaviours (Suazo, 

2009) 

Employees need to feel positive to demonstrate proactive behaviours thus positive affect is an 

important prerequisite (Parker et al., 2010; Bindl & Parker, 2010b).  Psychological contract 

fulfilment leads to positive emotions such as support and commitment and generates positive 

affect (Guerrero & Herrbach, 2008) which ultimately results in proactivity (Bal, Chiaburu, & 

Diaz, 2011).Parker, Williams, and turner (2006), identified psychological contract breaches as a 

long term correlate of proactive work behaviour.  

2.7 Psychological Contract Breach, Affective Commitment and Proactive Work Behaviour 

In psychological contract, employees have certain expectations about what they and their 

employers owe with each other (Rouseau, 1989, 1995). Breach of these expectations leads to 

undesirable consequences which reflects in employee‟s behaviours and attitudes (Johnson & o‟ 
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Leary- Kelly, 2003; Shore & Barksdale, 1998; Robinson, 1996; Morrison & Robinson, 1997; 

Robinson, Kraatz & Rousseau, 1994).  

Affect or emotion influence employees‟ job attitudes i.e. when employees experience negative 

events (i.e. Psychological contract Breach), they translate this cognition as affective responses in 

terms of contract violation and decrease their affective commitment. After these affective 

responses have been permeated, it effects their work attitudes; therefore they are likely to 

decrease their job satisfaction and increase intentions to quit. 

Affective reactions have always been reported as significant in many researches (Zhao et al., 

2007). Numerous empirical researches have studied the direct impact of breach on job attitudes 

but these studies have not explored the mediating role of affective responses, such as affective 

commitment. These affective responses lead to an instrumental process which brings change in 

employees‟ attitudes (Zajonc, 1998). 

The research on affect taken as a mediating mechanism between PCB and other job attitudes has 

been less and therefore research in this area is warranted (Zhao et al., 2007).  

Affective commitment taken as an affective response to psychological contract breach has rarely 

been explored except in few studies such as Zhao et al. (2007), Dulac et al. (2008), Cantisano et 

al. (2008) and Arain, et al., (2012).  

These researchers used two theories in their studies; namely cognitive motivational theory and 

affective events theory (Lazarus, 1991a, 1991b; Weiss & Cropanzano, 1996) as a basis to study 

the relationship between breach and job attitudes mediated through affective reactions such as; 

contract violation and affective commitment. According to Weiss & Cropanzano, (1996) PCB 

has two consequences; positive affect (affective commitment) and negative affect (psychological 

contract violation). It is also believed that PCB leads to increase in negative affect and decrease 
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in positive affect. Furthermore, changes in affective reactions alter job attitudes as well (Weiss & 

Cropanzano, 1996). 

Arain, Hameed, & Farooq, (2012) considered two psychological contract violation and affective 

commitment, as an outcome of perceptions of psychological contract breach in their study. Their 

results supported their hypotheses where a negative event such as PCB leads to affective 

responses. These affective responses comprised of a negative affect (psychological contract 

violation) and a positive affect (namely; affective commitment). Increase in PCB increases 

violation and reduces affective commitment which triggers negative work attitudes (decreased 

job satisfaction and increased intentions to quit). The studies of Zhao et al. (2007); Cantisano et 

al. (2008) and Arain, et al., (2012) therefore confirmed the proposition of affective reactions as 

proximal consequences of breach. Also they established that job attitudes were distal 

consequences of breach such as job satisfaction and intentions to quit. 

Arain, et al., (2012), Cantisano et al. (2008) and Zhao et al. (2007) found that affective 

commitment partially mediates breach and work attitudes. Affective responses or reactions play 

a central role between breach and work attitudes and in accordance with the study of Zhao et al. 

(2007), the model that integrates affective reactions with breach and job attitudes is superior to 

the model which illustrates the direct relationship of breach on attitudes. Zhao et al. (2007) and 

Arain, et al., (2012) confirmed that the impact of psychological contract violation, affective 

reactions, and affective commitment have a significant effect on job attitudes; job satisfaction 

and turnover intention. Collectively, the outcomes of their researches proved the relevance of 

using affect as a mediator between psychological contract breach (PCB) and job attitudes. 

Previously, researches have been carried out which studied the effect of breach on employee 

productivity (Zhao, et al., 2007) and particularly, affective commitment (e.g. Chen, Tsui 
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&Zhong, 2008; Suazo, 2009) but contract breaches also influences proactivity of employees and 

their adaptability at work (griffin et al., 2007). Additionally, no research has been carried out to 

identify the effect of psychological contract breach (PCB) on proactive work behaviours of 

employees via affective commitment to date. 

All the past researches focused on bivariate relationships among these variables except Ng, 

Feldman, & Lam (2010) which examined the perceptions of breaches and affective commitment 

overtime.  

Ng, Feldman, & Lam (2010) measured innovative related behaviours using proactive idea 

implementation. Proactive idea implementation includes creative idea generation; idea sharing; 

spreading innovation and working to implement those innovations (Axtell et al, 2000) is 

collectively known as innovative related behaviours which help to expand the innovative 

boundaries of the organization (Baer &Frees, 2003; Frees, Teng, & Wijnen, 1999). 

Ng, Feldman, & Lam (2010) studied a change oriented approach rather than the static approach. 

According to Ng, Feldman, & Lam, (2010) both social exchange theory and inducement-

contribution model focus on the importance of reciprocity in relationships. However, both these 

theories are based on the assumption that employees respond rapidly to contract breach. Past 

researches state that employees quickly react and change their behaviours in response to contract 

breaches i.e. they rapidly realign their efforts to lowered incentives but in actual, employees 

respond to contract breaches steadily over time.  

They identified if there were any changes over the period of time, also whether these changes are 

in direct or indirect, and whether these changes take place at the same pace.  

Furthermore, affective commitment and Innovative related behaviours also decline with the 

passage of time as perceptions of breach become firm and strong. As individuals contract 
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breaches intensify with time, their innovative related behaviours decrease with time. This takes 

place as employees respond negatively for the breaches as well as they have declining affective 

attachment towards their employers. Ng, Feldman, & Lam, (2010) studied the cascading effects 

of breaches over time, particularly when organizations failed to remedy those breaches.  

In addition, they also studied the relationship between psychological contract breaches and 

Innovative related behaviour which is the creation, dissemination and implementation of new 

ideas (a form of proactive behaviour). They found that affective commitment partly mediates 

psychological contract breach and innovative related behaviour.  

Also contract breach diminished affective commitment and innovative behaviours (Ng, Feldman, 

& Lam, 2010). 

Psychological contract breaches emphasizes on the interaction of changes with respect to the 

degree of experienced breach, commitment, and proactive behaviour. Employee‟s responses to 

contract breach deteriorate, rather than lessen over time. Contract breach develops deleterious 

affective responses. Further, employees downward regulate their proactive behaviours due to 

negative affective commitment originating from breach (Ng, Feldman, & Lam, 2010).  

Therefore managers must understand the importance of attending to psychological contract 

breach as they reduce productivity and proactivity (Ng, Feldman, & Lam, 2010). 

2.8 Organizational Climate 

 In recent times organizations face challenges irrespective of their size or structure or the 

industry in which they operate (Castro & Martins, 2010). These external challenges also affect 

the internal climate of the organization (Nair, 2006). In order to compete successfully in the 

market and perform extraordinary managers must concentrate into making the climate more 
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suitable to ensure that individuals continue with their efforts and remain with the company 

(Castro & Martins, 2010). 

Watkin and Hubbard (2003) found that 30% of the variation in performance is linked with the 

climate as climate creates an energizing atmosphere for employees. Also putting in extra efforts 

and increasing productivity is linked to morale and this morale can be boost by climate. If 

employees perceive their internal environments as kind and compassionate they will give their 

best which will add value to the organization and create competitive advantage (Brown & Leigh, 

1996). Climate is therefore a very important construct in understanding human behaviour 

(Cotton, 2004; Allen, 2003; Glission & James, 2002; Tustin, 1993; Castro & Martins, 2010).  

Generally, organizational climate has either been a primary or a secondary area of research since 

1900‟s. Psychologist such as Hugo Munsterberg and Walter Scott dill focused on worker 

behaviour in organizational settings (Fouts, 2004; Smither, Houston, & McIntire, 1996).At the 

end of 1920‟s and 1930‟s, Elton Mayo and his co-workers conducted studies which concluded 

that workers productiveness improved when management gave importance to the employees‟ 

environment and focused on making the internal work environment better (Fouts, 2004; Smither, 

et al., 1996). 

The research on organizational climate has been going on since 1930s.  Hawthorne discovered 

the Human Relation Movement after which researcher‟s attention was bowed to the 

psychological environment instead of the physical environment; thus the idea of OC was 

developed. After these studies social research analysts took interest toward how social 

connections influenced the working of organization. Kurt Lewin (1939) was the first researcher 

who pioneered the concept of group dynamics (Zhang & Liu, 2010) and he was also the pioneer 
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of psychological climate. He assessed how different styles of leadership effect group behaviour 

(Fouts, 2004). 

Lewin was renowned because of his study on three different leadership styles; democracy, 

autocracy, and laissez-faire. He implemented all styles of leadership to generate different group 

environment, and was first to give the idea of Organizational Climate although, he was 

unsuccessful to described climate (Zhang & Liu, 2010).  

According to Lewin behaviour is not driven by impulses rather it is based on intentions. Also, 

individual‟s performance depends on the social climate which is affected by leadership styles. 

Lewin demonstrated that climatic differences are important when understanding behaviours. 

Both environmental and psychological factors affect behaviour (Fouts, 2004). 

Later on, Forehand (1964) gave three different attributes of organizational climate, i.e. it is 

persistent, then it varies among organizations, and lastly, it affects behaviour of employees 

(Zhang & Liu, 2010). 

Even though the notion of climate began from Kurt Lewin but it was comprehensively taken 

ahead by Litwin and Stringer, (1968) and Taguiri and Litwin (1968). 

Argyris (1958) also developed the concept of climate and effectiveness of organizations but the 

first major comprehensive work on organizational climate was presented by Litwin and Stringer 

(Reichers & Schneider, 1990). Litwin and Stringer (1968) highlighted in what way climate 

effects the need for achievement, power, and affiliation of employees. Litwin also began 

assessing climate based on questionnaire (Fouts, 2004). 

Initially climate was known as environmental influences which affect behaviour. The idea was 

acquired from the field of organizational psychology, with its origins found in social psychology 

(Tagiuri & Litwin, 1968; Fouts, 2004). 
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There are two perspectives of climate; one relating to individual behaviour and the other relating 

to organizational behaviour. Litwin explained the climate concept through organizational 

theories perspective which describes how systems affect behaviour. Employees interpret these 

systems (Fouts, 2004). 

Since Litwin (1968), studies on organizational climate have multiplied. Litwin explained 

organizational climate as the collection of quantifiable characteristics that employees observe 

directly or indirectly in the workplace (Zhang & Liu, 2010). 

Furthermore, organizational climate was an ordinary variable to describe organizational context. 

According to the perceptions of the members of an organization, Organizational Climate 

reflected the actual behaviour of the workplace (Zhang & Liu, 2010).  

Most researches on climatic studies were conducted in 1960‟s in which researchers began to 

collaborate to study this variable (Fouts, 2004). These studies observed how climate affects 

employee productivity, motivation and organizational effectiveness (Tagiuri, 1968b; Cartwright 

and Zander‟s, 1968).  

Since 1970‟s, a lot of attention has been given to organizational climate in the organizational 

research (Anderson & West, 1998). Other researchers also worked and to-date it is an interesting 

topic in the organizational research (James and Jones, 1964; Forehand and Von Gilmer, 1964; 

Kozlowski & Doherty, 1989; Payne, 1990; Schneider, Brief & Guzzo, 1996; Furnham & 

Goodstein, 1997). 

A large number of Meta analytic studies have been conducted on organizational climate which 

indicates its importance and maturity in literature (James & Jones, 1974; Campbell, Dunnette, 

Lawler, &Weick, 1970; Payne & Pugh, 1976; Jones & Jones, 1979; Joyce & Slocum, 1984; 

Rousseau, 1988). 
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However, organizational climate is considered one of the least understood theories (Hellriegel 

and Slocum, 1974).  

Organizational climate is a perception of the various core elements of the organization and 

according to Taguiri and Litwin (1968) there is no universally accepted set of elements to 

explain organizational climate. Instead climate can be assessed depending on the type of 

organization and which behaviours are important (Furnham & Goodstein, 1997). Climate is a 

changeable and flexible construct in which systems and structure change but value and norms 

remain constant (Furnham & Goodstein, 1997). 

Forehand and Von Gilmer (1964) described climate as distinguishing qualities of the 

organization. Few researchers focused on the environment (Schein, 1992), while others focused 

on leader and member behaviours (McGregor, 1960; Meyer, 1968). Furthermore, others insisted 

on quantifiable results (Forehand, 1968). Climate is a set of attitudes towards the collective 

properties and static characteristics of organization (Friedlander & Margulies, 1969; Campbell, 

et al., 1970) 

Tagiuri (1968a) brought harmony by characterizing climate into qualities, which employees 

perceive to be important and which affect their behaviours. Tagiuri's defined climate as enduring 

and superior qualities of internal environment which are experienced by employees, affects 

behaviour, and can be illustrated through value. In the late 1960‟s, this definition gained 

acceptance from majority of researchers (Tagiuri & Litwin, 1968; Fouts, 2004). 

Alternatively, climate may also be described as the collection of quantifiable dimensions of the 

organization perceived directly or indirectly by its employees which stimulates their behaviour 

(Holloway, 2012; Litwin and Stringer, 1968). 
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Organizational climate is the perception of organization in terms of processes, practices, 

expected behaviour, policies, and rewards (James & Johns, 1974, Kanten, & ErÜlker, 2013). 

Climate is a general term which describes the context within which individuals take action 

(Glick, 1985). Organizational Climate reflects the strength of norms, values, attitudes, feelings 

and behaviours regarding the organization (McNabb & Sepic, 1995). 

Organizational climate refers to the meaningful understandings of the workplace by its members 

(Kopelman, Breaf, & Guzzo, 1990). Schneider (1990) explained climate as employee‟s opinion 

of the situations, processes, practices and the type of behaviours that are expected, sustained and 

get rewarded. Fink (1992) stated that climate may seem to be the least physical characteristic of 

the organization, but it has a great physical effect on employees. Although climate has been 

explained in different ways, but three shared features among all include: variability, persistence 

and its effect on the behaviour of employees (Field & Abelson, 1982; Dailey, 1988; Fouts, 

2004). 

In accordance with Kopelman et al., (1990), organizational climate is a meaningful analysis of 

the internal environment. Also, Tagiuri and Litwin (1968) refers climate to the perceived worth 

of the organizational environment (Fouts, 2004). 

Comprehensively, Moran and Volkswein (1992) defined climate as a comparatively permanent 

and distinctive feature of an organization which differentiates it from other organizations. First, it 

represents collective perceptions of employees about freedom, trust, support, innovation, 

connection, appreciation, and justice. Second, it is a product of interaction between employees. 

Third, it helps in analysing circumstances. Fourth, it embodies the norms, values and attitudes of 

the organization and last it help in determining behaviour (MacMahon, Curtain, & Turner, 2008).   
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Climate has been defined in various contexts (Fouts, 2004). Climate is interpreted by the 

employees as perceptions that affect thinking, and behaviours (James & Jones, 1974; Schneider, 

1975). According to Burke and Litwin, (1992) organizational climate, collectively, refers to the 

employees‟ impressions, expectations, and feelings. Baker and Glass (2000) referred climate as 

the atmosphere of the organization. 

Giles, (2010) asserted that organizational climate reflects the overall health of an organization 

and the wellbeing of the organization can be evaluated by quantifying employees‟ perception of 

the internal work environment. Collectively, these individual opinions describe the performance 

of the organization and how it cares for its employees.   

Organizational climate characterizes values and atmosphere reflecting the life of an organization. 

It includes the repetitive patterns of feelings, behaviour, and attitudes (Aiswarya and 

Ramasundaram, 2012).  

Even though there is no consensus on the definition of climate, yet researchers agree on certain 

characteristics (Gerber, 2003; McMurray, 2003; Tagiuri & Litwin, 1968; Litwin& Stringer, 

1968; Forehand & Gilmer, 1964). These characteristics include that climate is molar, shared, 

created through interactions between employees, structure, policies and processes (Castro & 

Martins, 2010). Also, climate is multidimensional and describes the events, influence behaviours 

and concerned with the feeling towards an organization (Castro & Martins, 2010). 

To sum up, organizational climate contemplates the employee‟s feelings towards the internal 

environment of the organization. In order to develop the organization, one must focus on 

employee‟s feelings as they are the intellectual capital of an organization. As the world 

economies are changing, companies must promote a healthy climate and atmosphere if they want 
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intelligent, professional, and innovative team members so employees demonstrate positive and 

proactive work behaviours (Choudhury, 2011). 

So far there has been no consensus on a generalized definition of organizational climate in the 

literature because it is a multifaceted, multiplex, and complicated phenomenon shared between 

organizational members derived from their individual experiences with the organization, usually 

stable over time (Dawson et al., 2008; Kanten, & ErÜlker, 2013). 

Describing climate entails a structural approach and a perceptual approach (Castro & Martins, 

2010). The structural approach is objective while the latter is subjective and depends on 

perceptions of individuals regarding the elements of organization (Schneider, 1975). A third 

approach towards climate involves integrates the structural and perceptual approach together 

known as the interactive approach (Ashforth, 1985). The basis for this approach lies in the 

assumption that climate results when individuals respond to different situations in consensus 

with other employees (Moran & Volkwein, 1992; Castro & Martins, 2010).   

Lastly, the approach known as the cultural approach states that individuals shape climate within 

a group and share the frame of reference (Moran & Volkwein, 1992). Nevertheless, this 

approach emphasizes that culture is an important part in forming climate (Castro & Martins, 

2010). 

Also, there are two contradictory views concerning the notion of organizational climate (Glick, 

1988). One constitutes psychological climate assessed by individual perceptions while another is 

related to the organization wide perceptions of broad categories of variables. The concept of 

climate expressed in terms of aggregate psychological climate was given by James (1982) while 

Glick (1985, 1988) defined climate in terms of broad category of variables found organization 

wide. 



Effect of Moderated Mediation on Proactive Work Behaviours 88 
 

According to James, Joyce, & Slocum (1988) psychological climate is defined as a group of 

perceptions that represents how work settings, as well as other organizational elements, are 

cognitively assessed and characterized in terms of their importance and connotation for 

individuals. They claim that since employees share their perceptions about the psychological 

climate in the organization therefore it is reasonable to accumulate these individual perceptions 

to indicate organizational climate. Hence, organizational climate embodies individual‟s 

perceptions about their organization. Nevertheless, for an adequate assessment of organizational 

climate based on the individual psychological perceptions, there must be some consensus among 

the members. If individuals considerably disagree in the way they perceive the organizational 

attributes then organizational climate will cease to exist (Glick, 1988).  

Researchers, James, Joyce, and Slocum (1988) and Schneider (1972) recommended that scores 

on employees attitude towards the organizations climate can be combined together to understand 

the psychological climate (Fouts, 2004). 

On the contrary, organizational climate has been conceptualized as an organizational 

characteristic rather than an individual characteristic emerging from organizational procedures 

Glick (1985, 1988). Glick (1985) described organizational climate as an extensive category of 

organizational variables that provide the explanation for individuals‟ actions in terms of 

organizational context.  

These organizational variables comprise of formal and informal social practices and meanings 

develop inter subjectively from organizational processes (Glick, 1985, Schneider, 1985).  

James (1982) and James et al. (1988) described organizational climate as an aggregate of 

individual perceptions. Schneider (1985), Glick (1985, 1988) and Schneider and Reichers (1983) 
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proposed that organizational climate should be measured in terms of procedures and policies, 

interpersonal practices instead of only accumulation of psychological perceptions.  

Glick (1985) also commented that organizational climate indicates unit of theory but did not 

identify whether that represents to individual or organizational. Supporting these arguments, 

Schneider and Reichers (1983) stated that perception of climate come from structural attributes; 

tenure and selection of employees and their social interaction (Fouts, 2004). 

When assessing organizational climate, one should consider variables from four dimensions: 

such as ecology, background environment, social system and culture so that not just the micro- 

level but also the macro-level understanding can be developed with regard to climate (Zhang & 

Liu, 2010).  

In short, organizational climate defines the employee‟s perceptions of their environment. 

Organizational climate can be studied in two ways; namely macro and micro. In the macro mode 

individuals perceive their work environment as a whole while in micro mode they perceive the 

individual elements of their work environment (Zhang & Liu, 2010). 

The discussion on organizational climate in the literature thus far has been controversial that 

whether it is a shared perception or a shared group of condition (Denison, 1996).  

Many researches so far focused on issues such as the classification, dimensions and measurement 

of organizational climate (Zhang and Liu, 2010). Specifically, dimensions and measurements 

have been the surrounding debate of organizational climate. Yet, there is no mutual consensus on 

the dimensions or aspects of organizational climate (Riggle, 2007; Pena-Suarez, Muniz, 

Campillo-Alvarez, Fonseca-Pedrero, Garcia-Cueto, 2013). A research conducted by Litwin and 

Stringer (1968) identified eight dimensions of organizational climate (Patterson et al., 2005, Mok 
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and Au-Yeung, 2002; Giles, 2010; Holloway, 2012) which include; Responsibility, Support, 

Structure, Identity, Standards, Risk, Reward, Conflict and Warmth. 

Responsibility is the feeling of independence; where the employee is accountable for his own 

decisions and actions and he recognises that it is his task. Support refers to the individual 

perception of cooperation received from the organization. Structure refers to the perceptions 

employees have about the extent to which organization is formalized, bureaucratic, and have 

constraints involved in going through channels. Identity is the value and importance an employee 

feels in the organization as a member. Standards emphasize on the performance standards, 

explicit and implicit goals and the challenges related to the individual and group goals. Risk is 

the extent to which employees are risk takers or risk averse. Reward involves the sense of being 

rewarded for good performance, the perception of fair and equitable compensation policies, and 

the extent to which organization emphasizes on rewards rather than punishments. Conflict is the 

acceptability of differences in opinions; it is the extent to which organization encourages 

discussing problems openly rather than hiding them. Warmth is the feeling of friendliness and 

admiration prevailing in the organization; also it entitles the existence of informal and friendly 

social groups (Litwin & Stringer, 1968). 

Other empirical studies identified leadership, communication, design, teamwork, culture, 

motivation, job satisfaction, and decision process as climatic dimensions. 

Leadership refers to using appropriate skills to influence and guide people to achieve their goals 

within time. Organizational communication is referred to as shared or common meanings given 

to particular situations by members. While design denotes the creation and modification of 

organization‟s structure to achieve goals and objectives. Collectively working together in groups 

in synergy is known as teamwork. Organizational culture is values and norms manifested in the 
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organization as an embodiment of appropriate behaviour. It teaches new employees of how to 

think and feel in the organization. Besides, motivation is an internal state not a personality trait 

which stimulates individual‟s efforts, gives energy, persistence and direction in accomplishing 

individual goals. Finally, satisfaction is a positive emotional state caused by positive experiences 

from one‟s job (Locke, 1976; Kanten, & ErÜlker, 2013). 

Joyce and Slocum (1982) suggested that various types of climates are present in organizations 

while Pettigrew (1979) related organizational climate with organizational culture and elaborated 

that how symbols, myths, and rituals describe the organization. Thus a new concept came to life 

which was different from the climate concept (Dailey, 1988; Fouts, 2004). 

According to Field & Abelson (1982) the notion of organizational climate remains unclear and 

its assessment issues are worse especially when the organizational culture and climate are 

exchangeable (Burrell 1996, Scott, Mannion, Davies, & Marshall 2003). Misunderstandings exist 

between culture and climate. 

Culture comprises of beliefs, values, principles, rituals, customs, symbols and assumptions which 

are present simultaneously in an organization. They are shared among the employees and 

constitute how they work and think (Schein, 1985; Smircich, 1983). Values comprise of social 

principles or standards having intangible worth.  Beliefs and assumptions are at the deepest level 

which constitutes reality and individual‟s personality. While symbols and rituals are artifacts 

found on the surface, visible and tangible to every member of the organization. 

However Climate is an existence of culture apparent on the exterior of the organization which 

reflects employee‟s perceptions of its culture (Gershon et al 2004, Schneider 1990). Climate 

refers to the daily practices, policies and procedures. In a nutshell, it is the organization‟s true 
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priorities (Ahmed, 1998).Climate is related to those grounded activities that generate noticeable 

and concrete results.  

Reichers and Schneider (1990) concurred that climate can is a manifestation of culture while 

culture exists at the highest degree of construct than climate.  Culture encompassed basic 

assumptions that enable adaptation, integration, and is transferable (Schein, 1984). According to 

Schein (1985) culture gives a direction to new employees in terms of thinking perceiving and 

feeling. Climate can be developed but culture stems from systems. In 1980‟s culture was 

presented along with climate. Closer links were created between culture and climate (Reichers 

&Schneider, 1990). Denison (1996) suggested merging the two dimensions as climate is a part of 

a much richer phenomenon such as culture. Thus the concept of climate became a major part of 

cultures definition (Baker, 1992a). As such, climate to the organization is like the personality to 

an individual (Baker, 1995; Fouts, 2004). Climate has evolved throughout organizational 

literature (Fouts, 2004). 

From its beginning, climate has always been mixed with culture and both definitions have no 

consensus (Riggle, 2007). Culture is persistent and remains constant over time despite changes in 

personnel (Stringer, 2002) while climate is subjective and temporary and can be changed by 

people having authority (Riggle, 2007). Culture is the underlying code word of organization, it is 

embedded and deep rooted and cannot be influenced or manipulated easily (Denison, 1996). 

Another difference between culture and climate can be reflected in their theoretical relevance. 

Climate has also been claimed as a sub-variable of culture (Stringer, 2002; Schein, 1992; Riggle, 

2007). 

Organizational culture is a set of values and norms underlying the organizations social system 

(Furnham & Goodstein, 1997). Culture gives an understanding to the members of how to 
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interpret the events occurring within and outside the organization (Furnham & Goodstein, 1997). 

Cultural changes are gradual and slow as compared to climate. In their study Burke and Litwin 

(1989) provided a comprehensive framework of climate and culture and their interaction with 

other variables.  

Schneider (2000) viewed culture deeper and more ingrained based on values, beliefs and 

assumptions while climate is taken as a snapshot of a specific time assessed on variety of 

dimensions (Castro & Martins, 2010). 

Climate is a contextual based synthetic concept (Riggle, 2007). It has many elements and is 

continuous but not lasting like culture (Riggle, 2007). Climate is interpreted in consensus among 

members and is based on perceived external reality about the atmosphere in the organization 

(Riggle, 2007). It is understood rather than described in words and has indirect behavioural 

responses (Tagiuri, et al., 1968).  

Burton, Lauridsen, Obel (2004) applied the three rules of climate given by Koys and DeCotiis 

(1991) to competing values model of Zummuto and Krakower and created four organizational 

climate profiles. Originally it was created by Quinn and Rohrbach (1983). They developed this 

model to measure organizational effectiveness. Quinn and Rohrbachs (1983) model had two 

degrees on which four profiles were created such as internal versus external view and flexibility 

versus control.  

Burton et al., (2004) classified climate as group, developmental, rational goal, and internal 

process. Group and developmental climate score high on moral and trust while rational goal and 

internal process scores low on moral and trust. Also while, group and internal process climate are 

internally oriented, developmental and rational goal climate are externally oriented. 



Effect of Moderated Mediation on Proactive Work Behaviours 94 
 

These four types of climates are identified based on their degree of moral, trust, resistance to 

change, equity of rewards, duty, creditability and leadership. An individual‟s perceptions on the 

existence of these seven variables constitutes organizational climate. Even though Burton et al, 

(2004) approach of organizational climate is a comprehensive and consistent measurement 

instrument and supported by Zammuto and Krakower (1991), however, it has been verified that 

these seven dimensions covariate with each other, which suggest that few variables are enough to 

describe the types of organizational climate (Burton, 2004). Additionally the four clusters may 

co-vary amongst themselves. For instance, all the scores on internal process and rational goal 

climate turned out to be same (Burton et al 2004). 

Bowen and Ostroff (2004) had a specific approach towards organizational climate. They argued 

that strong, transparent, and clear HRM systems and practices are central role in determining 

employees‟ perceptions of their organization and its climate. The extent to which organizational 

members mutually agree about the uniqueness and stability of the HR practices and systems 

determines the strength of organizational climate in the long run. These results are consistent 

with Tsui and Wangs (2002) research which identified that HR practices help in communicating 

consistent messages to employees which provides clarity in their expectations towards 

organizations (Schott, 2008). 

It has been identified that organizational climate is difficult to measure. In its developmental 

stage, several concepts and measuring scales were created (Campbell et al., 1970; James & 

Jones, 1974; Woodman & King, 1978; Joyce & Slocum, 1979). Assessment of climate became 

controversial in 1980‟s (Glick, 1985; James, 1982). Various instruments to measure 

organizational climate exist, but all the instruments have two limitations; weak internal reliability 
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and validity (Furnham & Goodstein, 1997). Self-reports are the most well-known method of 

measuring OC which covers numerous sub dimensions (Suárez, et.al, 2013). 

Thumin and Thumin, (2011)and Ashforth, (1995) state that although there is no congruence on 

the sub variables of climate, Koys and DeCotiis (1991) found eight sub variables including; 

cohesion, autonomy, trust, support, pressure, recognition, innovation, and impartiality. This 

diverse array of recommendations is presented in various surveys developed to evaluate OC, 

among which are prominent; the OC Questionnaire  developed by Litwin & Stringer, (1966), 

then Executive Climate Questionnaire (Tagiuri, 1968),OC Index (Stern, 1970),OC Questionnaire 

(Lawler, Hall, & Oldhman, 1974), Perceived Environment Questionnaire (Newman, 1975, 

1977),OC Measure (Patterson et al., 2005), Agency Climate Questionnaire given by Schneider & 

Bartlett, (1970), Psychological Climate Questionnaire (Jones & James, 1979),and the Survey of 

Organizational Characteristics by Thumin & Thumin,(2011), and Suárez, et.al, (2013). 

The everyday opinion of people about their firms is affected by complex interactions of 

organizational, individual or outside factors. With time these opinions of organizational climate 

are fixated which also bring opportunity for organization wide analysis (Litwin & Stringer, 1968; 

Fouts, 2004). 

Studying the climate of an organization is the next best thing after an income statement of 

knowing how a company utilizes its intellectual capital; its employees (Idrus, et al., 2012). 

Organizational climate can help managers understand the relationship between their actions and 

the climate they make for the employees and can also guide employees to understand the climate 

they experience on every day (Idrus, et al., 2012). 

Organizational climate has gotten much attention due to the changing competitive global 

economies, where achieving organizational effectiveness is critical for survival and 
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organizational existence is based on employee‟s behaviours and attitudes (Kanten, & ErÜlker, 

2013). 

Rapid environmental changes necessitate that companies must maintain their production and 

retain their employees while adapting to these external changes. In recent times, where 

employees appear to be de-motivated in their jobs and turnover has also increased gradually, 

organizations therefore are interested to find the reasons behind them and also find ways to 

improve the condition.  Studying organizational climate is therefore important to highlight 

reasons for such under performance (Idrus, et al., 2012). 

Organizational Climate; provides with suitable facts for understanding Organizational behaviour, 

and focuses on the investigating of group and individual behaviours (Ostroff, Kinicky, & 

Tamkins, 2003; Denison, 1996; Asif, 2011; Suárez, Fernández, Alvarez, Pedrero, & Cueto, 

2013) 

Organizational climate form attitudes and as a result effects productivity, employee motivation, 

or satisfaction (Likert, 1961; Lewin, 1951; Litwin & Stringer, 1968). Specifically these 

dimensions relate to perceptions about structure, responsibility, recognition, opportunities and 

risks, friendliness, support etc. (Dailey, 1988). Each of these sub variables of climate affects job 

satisfaction (Fouts, 2004).  

Organizational climate has been examined in various contexts and at various individual, group, 

and organizational levels. Specifically, several researches have been conducted to find the 

relationship between organizational climate and its effect on organizational  performance, 

organizational effectiveness, organizational justice, organizational commitment, individuals  

performance, job satisfaction, productivity, motivation, anxiety, hostility, and turnover intention 
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of employees (James & Johnes, 1974, Bellou and Andronikidis, 2009; Dickson, Resick & 

Hanges, 2006; Ahmad, Ali, Ahmad, 2012; Rahimic, 2013; Heyart, 2011; Zhang and Liu, 2010).  

Fleishman, (1953) discovered that various relationship exist between OC and behaviours and 

attitudes of employees. Since then, countless numbers of research have studied OC with various 

factors, for example, psychological health (Cummings &DeCotiis, 1973),  job satisfaction 

(Schnake, 1983),  psychosocial threats (Cullbertson & Rodgers, 1997; Vartia, 2008), absenteeism 

(Steel, Shane, & Kennedy, 1990), commitment (DeCotiis& Summers, 1987), and aggression at 

work (Cole, Grubb Sauter, Swanson, & Lawless, 1997). Likewise, there is a relationship between 

OC and performance, such as productivity, and profits; market share; creation of innovative 

products; and impact on customers, suppliers etc. (Bartram, Robertson, & Callinan, 2002; 

Suárez, et.al, 2013). 

Climate is the consequence of various factors but it also affects other variables such as 

performance (Furnham & Goodstein, 1997). Litwin and Stringer (1968) studied climates impact 

on performance in various settings while Schneider, Brief and Guzzo (1996) studied how climate 

influences change oriented efforts. Climate can also be a moderator between productivity and 

satisfaction (Furnham & Goodstein, 1997). According to Ostroff and Bowen (2000) 

organizational climate is an important mediator between human resource management and 

employee performance. 

Besides, scholars also propose that organizational climate encourages productive behaviours in 

the organization such as innovativeness, creativity, proactivity and organizational citizenship 

(Patterson, Warr, &West, 2004; Lin and Lin, 2011; Bindl & Parker, 2011; Moghimi and 

Subramaniam, 2013). Conversely, it may also activate negative behaviours such as wasting 

resources, absenteeism, displaying more stress, lower commitment, less participation, being late 
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on job, taking unnecessary breaks, putting little effort into work, arguing and acting rudely with 

colleagues (Appelbaum, Iaconi, & Matousek, 2007; Rose, 2002 & 2004; Kanten, & ErÜlker, 

2013; Dawson et al., 2008;Pena-Suarez et al., 2013). 

Understanding organizational climate requires cautious study. Climate observations are 

significant to fresh employees. James, James and Ashe (1990) specified that employees respond 

emotionally to environmental dimensions as these dimensions affect their well-being. Dailey 

(1988) specified that climate is linked to performance, and survival of the organization as well as 

employees attitudes. Perceptions of OC are instigated within every employee and are the 

collection of all the perceptions about the structures and processes, such as rewards, efficiency, 

support and management. Therefore, as employees gain and develop such climatic insights, it 

effects their constant attachment and interactions inside the organization (Fouts, 2004). 

2.9 Organizational Climate and Proactive Behaviours  

Proactive behaviour is all about action and making things happen at work. It consists of 

initiation and anticipation to bring change in circumstances. Such as personal initiative, taking 

charge to improve work procedures, proactively solving problems, generating ideas, and seeking 

feedback (Bindl and Parker, 2010a). 

Numerous studies, for instance; Ashford & Black, (1996), Morrison, (1993a & 1993b) and 

Thompson, (2005) concluded that employees who are proactive tend to perform their daily tasks 

effectively and efficiently. Proactive behaviour has been predicted by both individual factors as 

well as situational factors and these factors have been studied independently as well as in 

interaction with each other. Individual factors include personality, abilities, knowledge and 

demographics, while situational factors comprise of leadership, job design, and organizational 

climate. 
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Proactive behaviour is an interpersonal and change oriented behaviour thus it is possible that it 

would aggravate reactions from other employees in the organization. In the work environment 

one individual is likely to be affected by other individuals proactiveness thus organizational 

climate helps create proactive actions among employees through receptiveness. 

Individuals who are content and happy with their work teams and have a pleasant relationship 

with their team mates are more likely to involve in proactive behaviours (LePine & Van Dyne, 

1998), also, they will influence their team members to engage in proactive behaviours (Ashford 

et al., 1998). Likewise support from team mates and organization induces positive proactive 

behaviours (Dutton et al., 1997; Kanfer, Wanberg, & Kantrowitz, 2001; Ashford et al., 1998; 

Griffin et al., 2007). 

Parker and colleagues (2006) confirmed that trust in colleagues increased proactivity at work, 

through increase work role perception.  

At times, when there is harmony and synergy between the team mates and working conditions, it 

increases chances of involving in proactivity. Similarly, if proactive individuals perceive an 

equitable organizational climate they seek feedback from their managers and in return their 

managers also provide positive feedback to them as compared to the employees who are less 

proactive (Kim and Wang, 2008). 

In a study conducted by McAllister and colleagues (2007) it was found that subordinates high on 

procedural justice perceptions and role breadth self- efficacy were more involved in initiating 

and taking charge behaviours according to their managers. Their interaction effect was 0.20 at a 

significance value less than 0.001. Also, in another study Griffin and colleagues, it was 

concluded that visionary leadership with role breadth self-efficacy instigated proactivity after a 

year. Individuals who have proactive personality tend to diminish the stress of high work 
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demands through job control as compared to individuals were passive (Parker and Sprigg, 1999). 

Their interaction effect was -0.12 at a significance value p<0.01. 

On the contrary, at times individual differences and work conditions appear to substitute one 

another or interact with one another. For instance, Speier and Frese (1997) found that individuals 

whose perceptions of self-efficacy are lower tend to have better control over their job and also 

take charge and initiative in their work. In their study, favourable working conditions substituted 

for lower individual personalities in order to behave proactively.  

In the same manner, using the behaviour plasticity theory (developed by Brockner, 1988), 

LePine and Van Dyne (1998) presented that employees who had low self-esteem rather than high 

self-esteem were more responsive to positive organizational characteristics which in turn 

promoted voice as their behaviours within group. Drawing on a similar notion of substituting 

organizational characteristic to compensate for any lack of individual disposition, researcher, 

Rank and colleagues, showed that good leadership can replace low self-esteem. They studied the 

impact of different styles of leadership and self-esteem on innovative behaviour. Their research 

showed that organizational or situational characteristics such as transformational leadership 

compensated for individual differences such as self-esteem. It was found that transformational 

leadership was significantly and directly linked with individual innovation for individuals who 

had low self-esteem rather than high self-esteem. It means that lack of individual characteristics 

is compensated by positive or healthy climatic features in the work environment which may 

foster creativity, innovation and proactive behaviour. Unquestionably there are countless other 

possible latent relationships between the situational and the individual characteristics which may 

impact proactive work behaviours. According to the study of Grant and Ashford (2008), when 

individual personality characteristics (for e.g. neuroticism, conscientiousness, self-evaluations, 
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self-regulation, openness to experiences, and satisficing) effect proactive work behaviour, this 

relationship is moderated by situational characteristics (such as, responsibility, autonomy, and 

uncertainty).Grant and Ashford (2008)theorized that if situations necessitate high responsibility 

among individuals, then employees who are low in conscientiousness will be more proactive 

while employees who are high in conscientiousness will display proactive behaviour regardless 

of the presence of situational characteristic of responsibility. Thus, situational factors can 

substitute for any lack in individual characteristics in order to induce proactivity. 

These concepts have strong theoretical ground but do not have empirical support thus empirical 

work is required to prove such hypotheses 

Further, drawing a conclusion alternative to this argument one may say that individual factors 

may also moderate the relationship between situational antecedents such as work climate and 

proactive work behaviours. 

Previously, researches only focused on finding the individual differences (proactive personality) 

which influenced proactive behaviours at work and ignored situational differences. Studies are 

now being conducted to examine the effect of situational factors on proactive behaviours, along 

with interactions between individual and situational characteristics.  

Several issues continue to be unsolved even though scholars have started to explore situational 

factors as antecedents of proactive behaviour. 

For instance, there were contradictory findings between leadership and proactive behaviour. 

Transformational leadership stimulates proactive behaviour (Rank et al., 2009; Belschak & Den 

Hartog, 2013); at the same time supportive supervision may or may not lead to proactive work 

behaviours (Ohly, Sonnentag, Pluntke, 2006; Frese et al., 1999; Parker et al., 2006; Axtell et al., 

2000).  
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In the same way, work stressors either increase or decrease proactive behaviour (Fay & 

Sonnentag, 2002; Sonnentag, 2003). 

Therefore, further investigation is required to find under which conditions situational factors 

stimulate or hinder proactive behaviours. Furthermore, issues such as trust in manager and co-

worker, leader member exchange, organizational climate (McAllister, 1995;Graen & Uhl- Bien, 

1995; Baer & Frese, 2003) have now become crucial indicators of proactive behaviour. Bindl 

and Parker (2010a) state that the nature of work, organizational climate and leadership effects 

employee proactivity. They also suggest that future longitudinal studies may unravel the 

relationship between organizational climate and proactivity (Bindl and Parker, 2010a) 

In today‟s work environment, proactive behaviour has become an appropriate and pertinent 

topic. As the global environments have become increasingly decentralized and rapid changes are 

occurring, employees must take over their profession and work. The result is not likely to be 

positive or proactive behaviours rather; more passive behaviours are expected to be exhibited. 

Under such conditions, managers can encourage more positive and proactive behaviours by 

supportive leadership behaviours, designing flexible work structures, and healthy work climates 

that promote positive feelings, increase employees‟ confidence, and initiate challenging goals 

(Bindl and Parker, 2010a). 

Previous researches focused on individual level analysis except Baer and Frese (2003) which 

used climate as an initiator of proactive behaviour (Spychala, 2010). Aligned with Baer and 

Frese (2003), this dissertation also focuses on organizational climate. Besides focusing on the 

organizational level analysis, this study also observes the individual level and boundary 

conditions that influence proactive behaviour. 
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2.10 Organizational Climate and Affective Commitment 

The associations among organizational climate and outcomes like individual 

commitment, individual performance, job satisfaction, and involvement have been consistently 

reported in organizational literature. Organizations and managers need to understand that work 

environment affects employees work attitudes. Perceptions about work climate have 

consequences on an employee‟s satisfaction and productivity.  

Various empirical researches‟ have found significant effects of organizational climate on 

organizational outcomes for example organizational performance, (Moss-Kanter, 1983; Baer & 

Frese, 2003; Mudrack, 1989) and individual outcomes for example stress (Rose, Jones & Elliott, 

2000;Carter and West 1999), satisfaction (Mathieu, Hoffman and Farr, 1993), intention to leave 

(Aaron & Sawitzky, 2006;Hatton 1999), and individual motivation (DeCotiis & Summers, 

1987). 

The three most important dimensions of climate such as organizational support, fairness and trust 

have significantly influenced individual outcomes such as satisfaction, commitment, morale and 

stress (MacMahon, Curtain, & Turner, 2008).   

Organizational climate predicts performance through individual motivation. In most professions, 

there is a huge difference between normal performance and extraordinary performance. A 

healthy and constructive organizational climate is an agent that will stimulate this voluntary 

endeavour and instil commitment.  

Conscious perception of the aspects of work environment is known as organizational climate 

(Armstrong, 2003). It refers to the work environment encompassed by how the work is carried 

out and the daily practices of the organization. Organizational climate is a multifaceted notion, 
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and thus few common attributes of climate can be explained (English, Morrison & Chalon, 

2010). 

Affective commitment is the emotional attachment, connection, and association with the 

organization. Positive and strong affective commitment retains employees for longer (Meyer and 

Allen, 1991). Previous studies have found strong relationships between climate and commitment.  

Spector (1997) indicated that job satisfaction predicts and correlates with organizational 

commitment while according to Gregersen and Black (1996) work process increases sense of 

responsibility which in turn augments commitment. Also, Varona (2002) revealed that feedback, 

and responses, an aspect of communication process enhanced organizational commitment. 

Moreover, teams involve more to achieve goals if they are more committed to their organization 

(Osbourn et al, 1990; Mitchell et al, 2001; Wellins, Byham, and Wilson, 1991). Angle and Perry 

(1981) stated that appropriate leadership and motivation mechanisms will lead to organizational 

commitment and ultimately enhance organizational effectiveness. While Steel et al (1992) 

pointed out that decision-making influence was positively related organizational commitment. 

Specifically, some researchers have found that affective commitment is related to an employee‟s 

perceptions about particular work experiences referred to as “psychological climate”. Studies of 

psychological climate have investigated factors such as autonomy at work (Colarelli, Dean & 

Konstans, 1987), leader consideration (Johnston et al., 1990), procedural fairness (Schaubroeck, 

May & Brown 1994), employee development activities (Birdi, Allan & Warr, 1997), and praise 

used by others to reward work (Norris-Watts and Levy, 2004) among many others. As Parker et 

al. (2003) pointed out; perceptions of virtually every aspect of the work environment have been 

studied, often under the rubric of climate research (English, Morrison & Chalon, 2010). 
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Organizational commitment has two generally accepted views; first one is behavioural view and 

the second is attitudinal view. The behavioural perspective constitutes the idea that commitment 

is the process in which individuals are attached to their actions rather than the organization. 

While attitudinal perspective describes commitment as an employee‟s attitude towards its 

organization. 

This attitude reflects the quality and nature of the affiliation an employee has with its 

organization. 

Studies argue that attitudinal commitment is directly linked to job satisfaction in which job 

satisfaction is an emotional and cognitive reaction to the discrepancy between what the employee 

desired and what actually obtained. Numerous theories of job satisfaction focused on this issue. 

Job satisfaction is an affective state resulting from positive work experiences and this attitude is 

the result of interactions between work, organizational and employee characteristics.  

Also a critical precursor of organizational commitment is motivation which is a key attribute of 

climate. Motivation as already discussed above is an internal condition which energizes, directs 

and persist behaviour to achieve goals. Motivation stimulates efforts with greater intensity and 

passion (Idrus, et al., 2012). 

Organizational culture is another attribute of organizational climate which is a significant 

determinant of commitment. Organizational culture corresponds with many principles such as 

competition, innovation, efficiency, leadership and cooperation. It refers to how cultural beliefs 

are shared within the organization and pertains to how individuals think, feel and act (Idrus, et 

al., 2012). 

Guzley, (1992) cited that individual perceptions of communication climate and organizational 

climate were positively related with organizational commitment. In particular, organizational 
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participation, clarity, and communication explained 41% variance in employee commitment. 

Their study also found tenure as a significant moderating variable (Guzley, 1992). 

2.11 Organizational Climate, Affective Commitment and Proactive Work Behaviour 

 According to Bindl and Parker, (2010a), their research links climate and motivations 

like positive affect and self-efficacy. It also observed variations in proactive behaviour over a 

period of time. 

Furthermore, Bindl and Parker (2010a) suggested that, various situational variables such as 

leadership, job design and climate and individual variables like knowledge, personality, abilities 

and demographics may predict proactive behaviour. Bindl and Parker (2010a) argued that these 

situational and individual differences influenced proactive behaviours through affective and 

cognitive motivational mechanisms. 

Bindl and Parker, (2010a) opposite to Crant, also suggested interactions between individual and 

situational differences. Furthermore, they distinguished proximal motivational mechanisms from 

other precursors of proactive behaviour. Besides, they also considered moderators in their model 

and identified major categories of proactive work behaviour. 

Noordin, et al., (2010) and Idrus, et al., (2012) concluded in their study that there is a positive 

relationship between organizational climate and affective commitment. An employees‟ 

emotional attachment with its organization is known as affective commitment. An employee‟s 

individual goals are strongly in accordance with the organizational goals if he is positively 

committed to the organization. Due to positive affective commitment the organization is able to 

retain its employees for longer. Further, Den Hartog and Belschak (2007) concluded that 

affective commitment is expected to determine proactive work behaviour.  
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2.12 Tenure as a Moderator between Organizational Climate and Affective Commitment 

While there are many definitions of organizational tenure found in literature, tenure is 

generally known as the entire duration of employment an individual has with a certain 

organization (Groth et al., 2002). 

Reilly and Orsak (1991) and Aryee et al. (1994) originally researched the moderating effect of 

tenure between climate particularly psychological climate and affective commitment. Super 

(1957) in their career-stage model and Holmbeck, (1997) also proposed in their research that 

tenure moderates the organizational climate and affective commitment relationship. These 

researchers differentiated employees‟ desires towards work in three different stages of their 

career. They suggested that earlier in their career stage, employees are eager to develop sense of 

expertise, identify their competencies and achieve acceptance in the organization. During the 

middle of their career, they desire growth and advancement. While in the later stage of their 

career, employees are seeking authority and responsibility to guide others. Also in this stage, 

they are interested in performing challenging tasks.  

Researchers of career stage theory imply that employees perceptions about its organization 

fluctuate with time therefore it is important to note that affective commitment may also change 

gradually. Also, the degree to which affective commitment increases or decreases is dependent 

on the relationship between psychological climate, and employee needs at different stages career. 

 For instance, aspects of climate like collaboration, participation, social rewards and warmth 

which determine affective commitment are more important in earlier career stages when 

employees focus to achieve acceptance and meet task expectations. Aryee et al. (1994) identified 

three career stages considering tenure. The first is the trial stage which is less than two years, the 
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second stage is the stabilization stage comprised between two and ten years and the third is the 

maintenance stage which includes more than ten years.  

Various studies such as Meyer and Allen, 1988; Farkas and Tetrick, 1989; Meyer et al., 1991; 

Vandenberg and Self, 1993; and Ostroff and Kozlowski, 1993, Beck and Wilson (2000) 

proposed that the trial stage may last for a year, as affective commitment decreased after one 

year. These researchers also found that affective commitment decreased in the stabilization stage.  

While English, Morrison & Chalon, (2010) indicated in their study that affective commitment 

was greater in the later tenure. However, in the earlier tenure, employees positively perceived 

managers involvement, organizational prestige, and transformational leadership than in the later 

tenure stage. So, one can conclude that climatic variables like, managers involvement, leadership 

and prestige are stronger in earlier stages but affective commitment is stronger in later stages of 

career (English, Morrison & Chalon, 2010). 

The present research uses the three tenure categories namely: early, middle and later tenure 

where early tenure comprises of lesser than a year; middle or intermediate tenure consisted of 

one to nine years and later or advanced tenure involves greater than nine years.  

In this study these three categories of tenure have been taken to moderate the association 

between organizational climate and affective commitment. According to Upasna A, Agarwal and 

Shivganesh Bhargava, tenure appeared to moderate the association between psychological 

climate and affective commitment (English, Morrison & Chalon, 2010). 

Guzley advocated that there was positive relationship between organizational climate and 

communication climate and also tenure moderated the climate and commitment relationship. 

In general, researchers recommend that tenure is moderating variable between organizational 

climate and commitment and psychological climate and commitment (Guzley, 1992). 
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2.13Tenure as a Moderator between Psychological Contract Breach and Affective 

Commitment 

Research studies on psychological contract breach suggest that breach has a similar effect 

on attitudes and behaviours of employees in different groups. However, since it is the 

employees‟ perceptions about the exchange of obligations between them and the organization 

(Rousseau, 1989; 1995), therefore certain individual differences may affect their responses to 

breach.   

Nevertheless, the literature has not paid enough attention in exploring the purpose of these 

individual dissimilarities on contract breach (Coyle-Shapiro & Neuman, 2004; Reynolds, 2003).  

Researchers criticize that psychological contract breach is a personal or biased opinion of 

obligations instead of an objective one (Sparrow, 1996; Turnley & Feldman, 2000; Robinson & 

Morrison, 2000;Robinson, 1996) thus individual variables are likely to impact the intensity of 

individual responses towards breach (Zhao et al., 2007;Robinson & Morrison, 2000).  

Individuals are part of certain primary groups such as gender, age, tenure, education and studies 

identified that these individual differences have significant impact on their performance, 

attitudes, perceptions and behaviours (Hall & Buttram, 1994; Kim, Murrmann & Lee, 2009; 

Williams & O‟Reilly 1998; Pfeffer, 1983). Albeit studies have infrequently investigated the 

effect of gender (Bellou, 2009; Blomme, Rheede & Tromp, 2010) and age (Ng & Feldman, 

2009; Bellou, 2009; Bal, Lange, Jansen & Velde, 2008) as moderators between contract breach 

and its outcomes, but tenure as a moderator has not been used quiet often (Bellou, 2007; 2009). 

With the purpose of gaining awareness about the employment relationship, understanding of 

these individual variables becomes pertinent.  
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Also, Conway & Briner, (2005), state that even though a lot of potential factors might moderate 

employees‟ reactions to breach, but only few have been studied 

For that reason, this study examines the relationship between psychological contract breach and 

affective commitment which is moderated by a less researched variable called tenure. Empirical 

research and theoretical (Jolson, 1974) evidence support the argument that employees 

relationship with the organization changes with varying levels of tenure.  

Few studies which explored tenure as a moderator in the contract breach research showed 

contradictory results. Herriot, Manning & Kidd (1997); Rousseau & Mclean Parks (1993)and 

Rousseau (1998) observed that employees gave importance to relational contracts in their longer 

tenure. While Bellou (2007) cited that employees having short tenure were less demanding. 

Overall, the results of these studies are mixed and the association between psychological contract 

breach and tenure seems unclear; even so tenure may be a potential moderating variable between 

psychological contract breach and organizational outcomes.  

2.14 Tenure as a Moderator between Affective Commitment and Proactive Work 

Behaviour 

There are two perspectives related to the effect of tenure on individual‟s behaviours and 

attitudes. The first perspective (Alutto & Hrebiniak, 1975; Stevens, Janice, & Harrison, 1978; 

Staw & Ross, 1980) proposes that longer tenure is positively related to behaviours and attitudes. 

Employees who have worked for longer in the organization accept authority, policies and values 

(Schmidt & Posner, 1983). Also, employees with long tenure were less inclined to search for 

better jobs in the market; they were highly motivated, and committed and showed greater 

participation in the organization and required job security (Rhoades & Eisenberger, 2002).  



Effect of Moderated Mediation on Proactive Work Behaviours 111 
 

On the other hand, the second perspective opposed to the aforementioned arguments indicate that 

rather shorter tenure employees are positive, passionate and accepting, about their work 

surroundings. The short tenure employees display high degree of enthusiasm and motivation in 

their initial stages (early few months) as compared to longer tenure employees (Helmreich, 

Sawin & Carsrud, 1986; Cropanzano, James & Konovsky, 1993; Wright & Bonett, 2002). Coyle- 

Shapiro (2002) and Rainey (2003) articulated that with the passage of time employees become 

exhausted and cynical and as a result become intolerant of organizations‟ policies and decisions 

(Agarwal, & Bhargava, 2013). 

According to some researchers affective commitment strengthens with tenure, while other 

researchers have concluded differently. For example (Morrow and McElroy, 1987; Gaertner and 

Nollen, 1989; Rhoades and Eisenberger, 2001) found that tenure is positively associated to 

affective commitment, while Lok and Crawford, (2001) showed that they are negatively related. 

Furthermore, Gellatly, (1995); Konovsky and Cropanzano, (1991); Reichers, (1986); and 

Bateman and Strasser, (1984) found no relationship between tenure and affective commitment.  
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Chapter 3: Research Methodology 

As the title of this section clarifies the purpose of it research methodology describes and 

explains the methodology used in the study. 

3.1 Method of Data Collection 

The method of gathering the data was primary research. A self-administered 

questionnaire was employed to gather the data from the targeted representatives of the 

population. The instrument used in the collection was questionnaire taken from the previous 

studies. The questionnaire used pre-developed questions taken from past studies as development 

of new questions will require another dissertation, therefore previously developed and published 

scales were used and only few modifications were made to make language easier for respondents 

adaptable in Pakistani culture. The questionnaire was given to respondents from four different 

sectors. The respondents were managers from national and multinational organizations from 

pharmaceutical, banking, education and textile sector. The respondents gave their responses by 

marking the right option on a close ended questionnaire and also provided their feedback to 

certain open ended questions too. Proactive work behaviour was assessed through four sub 

variables such as taking charge, voice, individual innovation, problem prevention. Besides 

questions related to psychological contract breach, affective commitment, and organizational 

climate which comprised of structure, reward, warmth, support and identity were also asked. 

Tenure (Experience in current organization), age, and gender were also asked in the 

questionnaire.  

3.2 Sampling Technique 

This study was conducted in Karachi, Pakistan and the data was collected from 

multinational and national firms from different sectors and a comparison was made between their 
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responses. The sample from four different sectors was taken namely; pharmaceutical, banking, 

education and textile sector in Karachi, Pakistan. The respondents were managers working as 

permanent employees in middle level or senior level management positions. Managers were 

chosen as the focus because it is expected that proactive behaviours would be more apparent in 

them as they typically possess adequate autonomy and power to involve in such behaviours 

(Griffin et al., 2007) and are usually compensated for it (Grant & Ashford, 2008).The sample 

selection technique was non probability based in which convenience or non-restricted sampling 

type was used so that a sample can be selected conveniently.  

3.3 Sample Size  

There are total 47 banks in Karachi, with various branches (List of banks in Pakistan. 

(n.d.); Corporate sector of Pakistan. (n.d.)). Approximately 893 small and big schools are 

operating in Karachi (List of schools in Karachi (n.d.)).Textile industry in Karachi is a very 

fragmented industry having 4630 textile companies are operating in Karachi (Textile in Karachi 

Pakistan (n.d.); Textile(2014)). There are approximately 114 pharmaceutical companies in 

Karachi, Pakistan (List of pharmaceutical industries in Karachi Pakistan (April, 2014); 

Pharmaceutical industries in Karachi (2010)). 

The population is unidentified as there would be thousands of managers in each sector therefore 

sample size was determined keeping in mind time and budget constraints. The sample size 

comprised of 1000 respondents; 250 from each sector namely pharmaceutical, banking, 

education and textile sector. 250 from each sector was kept because all these industries are very 

fragmented that it is impossible to gather data from so many managers found in so many diverse 

organizations therefore the minimum threshold of 250 sample size was kept. Even then only 

697respondents correctly filled the questionnaire and gave their visiting cards to ensure they held 
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managerial positions. The respondents were managers at various levels. 250 questionnaires were 

distributed to branch managers but only 214 questionnaires were usable as the rest were 

incomplete or erroneous or had a pattern in them which showed lack of concentration. Thus the 

correct response rate was 85.6%. While in the education sector, 250 questionnaires were 

distributed to the principal, vice principals and managerial level positions in schools out of which 

170 questionnaires were returned which were accurately filled. The correct response rate was 

68%. In the pharmaceutical sector, 250 questionnaires were distributed to various managers in 

various departments such as finance, marketing, production etc out of which 173 respondents 

correctly filled the questionnaire. The correct response rate was 69.2%. Lastly, out of 250 

questionnaires which were given to managers in textile sector, only 140 returned the complete 

questionnaire. The response rate was 56%. 

3.4 Instrument of Data Collection   

This research measured all the variables using self-rated responses. Self-reported 

responses have one drawback that individuals might respond in a socially desired way. Thus, in 

order to minimize this downside, individuals will be asked to rate according to how they behave 

instead of how they think they should behave. Additionally, individuals will also be assured that 

their responses will not be disclosed and will only be used for this study. These procedures are in 

accordance with Podsakoff, MacKenzie, Lee, and Podsakoff (2003) recommendations to 

decrease method biasness in the instrument and data collection. Already established scales were 

used to measure the variables and outcomes associated.  

Some scales were changed to avoid confusion during the survey and all the variables and sub 

variables were brought down to one type of Likert scale i.e. value “1” given to strongly disagree 

while value “5” given to strongly agree. All the changes made to the questions and scales were 
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advised and followed according to qualified professional‟s guidance in the field. To retain 

construct validity (Nunnally, 1976), and reduce response bias (Rogelberg & Stanton, 2007) all 

measures comprised of few items. Highest loading items from each construct were selected. Face 

validities were checked and internal reliabilities were greater than above .70.  

3.4.1 Proactive Work Behaviour. 

Proactive work behaviour was assessed using Parker et al., (2010) four measures namely; 

Taking charge, Voice, Individual innovation, and Problem prevention. Proactive behaviour was 

measured using a Likert scale which ranged from point 1 to 5, where, “1” labelled as Strongly 

Disagree to “5” labelled as Strongly Agree. Originally these measures were assessed on a 

frequency Likert scale ranging from 1 labelled as “very infrequently” and 5 “very frequently”. 

This was done because each variable and sub variable taken from already established researches 

used different scales to measure which created problems for the respondents to answer the 

questions correctly as they got confused. Thus, all the questions were adapted for respondents so 

they can understand and comprehend the question as well as answer accurately on the same 

scale.  

Also, originally all these following proactivity measures used statements in the other person form 

like “how frequently do you….” but these statements were changed from “YOU” to “I” phrases 

so that respondents could put themselves in those particular situations and answered correctly. 

3.4.1.1 Taking Charge  

Three items of “Taking charge” were taken from a study conducted by Morrison and 

Phelps (1999). They were self-reported ratings; such as “I try to bring about improved 

procedures in my workplace”; “I try to institute new work methods that are more effective” and 

“I try to implement solutions to pressing organization problems”.  
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3.4.1.2 Voice 

Four items were taken to assess “Voice” which was adapted from Van Dyne and LePine 

(1998). These four questions or items were relevant with the construct‟s definition (Parker et al., 

2010). They included questions; “I communicate my views about work issues to others, even if 

they disagree with me”; “I speak up and encourage others to get involved with issues that affect 

me”; “I am well informed about issues where my opinion might be useful” and “I speak up about 

new ideas or changes in procedures”. 

 3.4.1.3 Individual Innovation 

“Individual innovation” was measured using three items from Parker et al., (2010) 

originally they were six items in Scott and Bruce‟s (1994) study. As Parker et al., 2010 

mentioned in their study that they selected only these three questions because they were directly 

related with creating and fostering innovation which was distinctive instead of the questions 

which focused on execution and overlapped with “taking charge”. Items included; “I try to 

generate creative ideas”; I search out new techniques, technologies or product ideas”; and “I 

promote and champion ideas to others”. 

3.4.1.4 Problem Prevention 

Three items were taken to assess “Problem prevention” developed by Parker et al., 2010. 

“Problem prevention” emphasized on continuous improvements in processes and systems. This 

new construct was validated in terms of respondent‟s experiences. According to (Parker et al., 

2010) problem prevention behaviours were higher among employees involved in strategy, 

logistics, operations, planning and general management instead of employees in finance, 

commerce, accounting, sales, exchange, or auditing. This was true because these functional roles 

required an individual to solve the problems more systematically to run the business smoothly. 
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Three questions were; “I try to develop systems that are effective in the long run, even if they 

slow things down in the beginning”; “I try to find the root cause of things that go wrong” and “I 

spend time planning how to prevent recurring problems” 

3.4.2 Affective Commitment. 

Affective commitment construct was assessed through six questions which were 

established by Meyer, Allen and Smith (1993). The scale for Affective commitment ranged from 

point “1”labelled as strongly disagree to point “5”labelled as strongly agree. The reliability of 

affective commitment was 0.83 using Cronbach alpha. These six items were; “I would be happy 

to work at my organization until I retire”; “I am proud to tell others I work at my organization”; 

“I feel that problems faced by my organization are also my problems”; “I feel „emotionally 

attached‟ to this organization”; “This organization has a great deal of personal meaning for me” 

and “I feel a „strong‟ sense of belonging to my organization” 

3.4.3 Psychological Contract Breach. 

Psychological contract breach was assessed through a universal measure. This global 

measure evaluated employee perceptions psychological contract fulfilment. Global breach 

measure is consistent with the current notion of psychological contract breach. It is the overall 

assessment of how effectively an employee‟s contract was fulfilled (Rousseau, 1989; Robinson, 

1996).  Five items were used from Robinson and Morrison‟s (2000) global measure which 

ranged from 1 to 5 scale in which 1 is labelled as strongly disagree and 5 is labelled as strongly 

agree. The reliability of the measure was 0.92. 

In the first item the words “to me” were included to reflect specific individual response from the 

employee. This was done to avoid misunderstandings that that they were asked to evaluate 

promises made to them instead of across other employees. There was no need to add the words 
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“to me” in the rest of the four items as individual reference already existed. The items included; 

“Almost all the promises made to me by my employer during recruitment have been kept so far”; 

“My employer has fulfilled all the promises made to me when I was hired” ; “So far my 

employer has done an excellent job of fulfilling its promises to me” ; “I have not received 

everything promised to me in exchange for my contributions” and “My employer has broken 

many of its promises to me even though I've upheld my end of the deal” 

Freese (2008) made a comparison among various psychological breach measures and identified 

in their article that Robinson and Morrison‟s (2000) breach measure is theory based, which 

measures mutual obligations and promises, its psychometric features are recognized and 

appropriate for sampling, it directly assesses and distinguishes breach, violation and fulfilment. 

3.4.4 Organizational Climate. 

This study uses the Organizational Climate Questionnaire created by Litwin and Stringer 

(1968). This instrument is a general climate questionnaire frequently used in various industries 

(Schnake, 1983). The responses ranged from 1 to 5scales; in which strongly disagree was 

indicated by 1 and strongly agree was indicated by 5 measuring the respondent‟s level of 

agreement. The climate dimensions include responsibility, structure, reward, support, identity, 

risk, standards, conflict, and warmth (Heyart, 2011). 

There has been certain reliability or internal consistency issues with few of these attributes; such 

as standards, conflict, responsibility and risk. Litwin and Stringer (1968) indicated internal 

consistency issues with standards and conflict while LaFollett and Sims (1975) and Muchnisky 

(1976) identified that the Cronbach alpha of standards, conflict, responsibility and risk scales 

were less than 0.6 thus showed lack of internal consistency in the measures. While the Cronbach 

alpha of structure was 0.639, reward was 0.746, warmth was 0.738, support was 0.694 and 
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identity 0.778 (Heyart, 2011). To avoid reliability issues, the current study has used five 

attributes namely; structure, reward, warmth, support, and identity to measure organizational 

climate. Also it is worth mentioning that two scales, structure and support had values above 0.6 

but relatively weak consistencies as compared to the other three in Heyart (2011). 

Comparatively, alpha values in previous researches were higher than these and all the five scales 

had coefficient greater than 0.6. Originally the items were assessed on a different agreement 

scale from Definitely Agree, Inclined to Agree, Inclined to Disagree, and Definitely Disagree 

(Litwin & Stringer, 1968) but for the consistency of the scales of all the variables measured in 

this study, all the items of climate were taken from 1 to 5 scales in which “strongly disagree” 

was indicated by 1 while 5 represented “strongly agree”. 

3.4.4.1 Structure 

Eight items were taken to measure structure which included; “The jobs in my 

Organization are clearly defined and logically structured”; “It is sometimes unclear who has the 

formal authority to make a decision” ; “The policies and organization structure have been clearly 

explained” ; “Red-tape is kept to a minimum in my Organization” ; “Excessive rules, 

administrative details, and red-tape make it difficult for new and original ideas to receive 

consideration” ; “My productivity sometimes suffers from lack of organization and planning”; 

“In some of the projects I‟ve been on, I haven‟t been sure exactly who my boss was”; and “The 

management isn‟t so concerned about formal organization and authority, but concentrates instead 

on getting the right people together to do the job”. In item one and two “This organization” was 

changed to “My organization” to give a sense of entitlement and ownership, while in item six 

“Our productivity” was changed to “My productivity” to assess individual rather than team or 
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departmental productivity and lastly in item eight “Our management” was changed to “The 

management” to remove the departmental or team based impression from the sentence.  

3.4.4.2 Reward 

Six items measured reward as the second dimension of climate; which comprised of 

questions such as “We have a promotion system that helps the best performer to rise to the top”; 

“The rewards and encouragements I get usually outweigh the threats and the criticism”; “In my 

organization people are rewarded in proportion to their job performance”; “There is a great deal 

of criticism in my organization”; “There is not enough reward and recognition given in my 

organization for doing good work”; “If I make a mistake I will be punished in my organization” 

In the first item “Best man” was changed to “best performer” to remove gender biasness. In the 

second item “in this organization” was removed to shorten the sentence. While in item number 

three, four, five and six “In this organization” was changed with “In my organization” to give a 

sense of entitlement and ownership.  

3.4.4.3 Warmth 

Warmth used five items which were; “A friendly atmosphere prevails among the people 

in my organization”; “My organization has a relaxed, easy-going working climate”; “It‟s very 

hard to get to know people in my organization”; “People in my organization tend to be distant 

towards each other”; “There is a lot of warmth in the relationships between management and 

workers in my organization”. Again “In this organization” was changed to “In my organization” 

for all the items. 

3.4.4.4 Support 

Support was measured using five items including; “I don‟t get much sympathy from 

higher-ups if I make a mistake”; “Management makes an effort to talk to me about my career 
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aspirations”; “People in my organization don‟t really trust each other”; “The philosophy of our 

management emphasizes the human factor, how people feel, etc”; “When I am on a difficult 

assignment I can usually count on getting assistance from my boss and co-workers”. In items 

one, two and three, the words such as “You”, “Your” and “This” were changed from to “I”, 

“Me” and “My”. 

3.4.4.5 Identity 

Identity was assessed through four items, such as “People are proud of belonging to my 

organization”; “I feel that I am a member of a well-functioning team”; “There isn‟t a high 

amount of personal loyalty to the company”; “People look out for their own interests”. Originally 

the words “In this organization” was used which was replaced in item one with “In my 

organization” while items three and four were shortened to remove unnecessary words from the 

sentence. 

3.4.5 Tenure. 

In this study tenure was operationalized using three stages; early stage comprises of less 

than one year; middle stage having 1 to 9 years; and later stage having more than 9 years 

(English, Morrison & Chalon, 2010). The question was asked from respondents as to select one 

option from these three to express their current experience with the organization.  

3.4.6 Demographics. 

Items relating to gender (male or female), organization (public or private), age (25 years 

or less, 26 to 30, 31 to 35, 36 to 40, 41 to 45, more than 45 years), and tenure in years mentioned 

above were included in the demographic section in the end of the questionnaire. 
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3.5 Pilot Study 

Pilot study was carried out to measure the internal consistency of the instrument. Also it 

was important to verify the minor readabilities of the instrument. Therefore, 40 questionnaires 

were distributed in few pharmaceutical companies and only 35 were returned out of which 30 

were usable and correctly filled. Response rate was 75%. All the items totalled to 57 in number 

out of which 52 items were related to the actual study namely;Tak_Char1, Tak_Char2, 

Tak_Char3, Voice1, Voice2, Voice3, Voice4, Ind_Inn1, Ind_Inn2, Ind_Inn3, Pro_Prev1, 

Pro_Pre2, Pro_Pre3, Aff_Com1, Aff_Com2, Aff_Com3, Aff_Com4, Aff_Com5, Aff_Com6, 

PCB1, PCB2, PCB3, PCB4, PCB5, Stru1, Stru2, Stru3, Stru4, Stru5, Stru6, Stru7, Stru8, Rew1, 

Rew2, Rew3, Rew4, Rew5, Rew6, Warm1, Warm2, Warm3, Warm4, Warm5, Supp1, Supp2, 

Supp3, Supp4, Supp5, Iden1, Iden2, Iden3, Iden4. While the rest of the 5 items were related to 

demographics and the moderator; these items were age, gender, Tenure or experience in the 

organization, organization and sector. Before running the reliability tests all the variables which 

were contradictory structured were recoded in the data file.PCB1, PCB2, PCB3 were positively 

structured to assess psychological contract fulfilment but our variable taken here is psychological 

contract breach not fulfilment therefore these three items were recoded. Also,Stru2, Stru5, Stru6, 

and Stru7, Rew4, Rew5, Rew6, Warm3, Warm4, Supp1, Supp3, Iden3,Iden4 were negatively 

construed therefore they were recoded into same variables using transform command in SPSS 

and values were then changed to 1 to 5, 2 to 4, 3 to 3, 4 to 2 and 5 to 1. Reliability test of 

Cronbach Alpha was calculated to test the internal consistency or reliability of each of the 

variables and sub variables. 

Proactive work behaviour is assessed through taking charge, voice, individual innovation and 

problem prevention. The overall reliability of proactive behaviour was 0.887, while individually; 
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taking charge had 0.766, voice had 0.624, individual innovation had 0.816 and problem 

prevention had 0.817 reliability; all good consistencies of the proactive scale. Affective 

commitment had six items and altogether it had 0.874 Cronbach alpha reliability. Psychological 

contract breach had five items, which had 0.698 reliability. Organizational climate had five sub 

variables and collectively their reliability was 0.762 while individually each sub variable had 

different reliabilities. Structure had 0.542, reward had 0.217, warmth 0.497, support had 0.287 

and identity had 0.477 reliabilities, respectively. All of the scales included in the questionnaire, 

collectively, showed acceptable levels of internal consistencies. Individually few sub variables 

such as reward and support turned out to be problematic having 0.217 and 0.287 reliability. 

Table 3.1 reports the descriptive statistics i.e. mean, standard deviations and internal consistency 

or reliability for all the variables and sub variables used in the pilot study. Table 3.2, 3.3 and 3.4 

and 3.5 reports all the demographics of the respondents in the pilot study (N=30) such as gender, 

organization, experience or tenure and age. They are presented in the following pages after table 

3.1. 

Table 3.1: Descriptive Statistics and Reliability Estimates (Pilot Study, N=30) 

 Variable Mean SD Minimum Maximum Alpha 

Proactive Work Behaviour 3.915 0.9825     .887 

Taking Charge 3.9889 .9273   .766 

Tak_Char1 4.0333 .92786 1.00 5.00  

Tak_Char2 3.9333 .94443 1.00 5.00  

Tak_Char3 4.0000 .90972 1.00 5.00  

Voice 3.6889 1.0326   .624 

Voice1 3.6000 1.06997 1.00 5.00  

Voice2 3.7000 .98786 1.00 5.00  

Voice3 3.7667 1.04000 1.00 5.00  

Voice4 3.9333 .82768 1.00 5.00  

Individual Innovation 4.0778 .9681   .816 

Ind_Inn1 4.1667 .98553 1.00 5.00  

Ind_Inn2 4.1000 1.02889 1.00 5.00  

Ind_Inn3 3.9667 .88992 1.00 5.00  

Problem Prevention 3.9000 1.0536   .817 

Pro_Prev1 3.7000 1.05536 1.00 5.00  

Pro_Pre2 4.1667 1.01992 1.00 5.00  



Effect of Moderated Mediation on Proactive Work Behaviours 124 
 

Pro_Pre3 3.8333 1.08543 1.00 5.00  

Affective Commitment 3.8222 1.1109   .874 

Aff_Com1 3.5333 1.35782 1.00 5.00  

Aff_Com2 4.1000 1.06188 1.00 5.00  

Aff_Com3 3.8333 .91287 1.00 5.00  

Aff_Com4 3.8333 .94989 1.00 5.00  

Aff_Com5 3.7667 .89763 1.00 5.00  

Aff_Com6 3.8667 .93710 1.00 5.00  

Psychological Contract Breach 2.3267 .8491   .698 

PCB1 2.2667 .78492 1.00 5.00  

PCB2 2.3333 .71116 1.00 5.00  

PCB3 2.3000 .87691 1.00 5.00  

PCB4 2.4333 .81720 1.00 5.00  

PCB5 2.3000 1.05536 1.00 5.00  

Organizational Climate 3.5039 .9277   .762 

Structure 3.4208 .9383   .542 

Stru1 3.9667 .92786 1.00 5.00  

Stru2 3.3000 .98786 1.00 5.00  

Stru3 3.9667 1.03335 1.00 5.00  

Stru4 3.5333 .68145 1.00 5.00  

Stru5 2.8333 1.01992 1.00 5.00  

Stru6 3.0333 .96431 1.00 5.00  

Stru7 3.5000 1.07479 1.00 5.00  

Stru8 3.2333 .81720 1.00 5.00  

Reward 3.4556 1.0054   .217 

Rew1 3.8667 1.07425 1.00 5.00  

Rew2 3.4667 .77608 1.00 5.00  

Rew3 3.8000 .99655 1.00 5.00  

Rew4 3.1667 1.01992 1.00 5.00  

Rew5 3.4000 1.27577 1.00 5.00  

Rew6 3.0333 .88992 1.00 5.00  

Warmth 3.5467 .9238   .497 

Warm1 3.8333 .79148 1.00 5.00  

Warm2 3.7000 .87691 1.00 5.00  

Warm3 3.3667 .88992 1.00 5.00  

Warm4 3.5333 .97320 1.00 5.00  

Warm5 3.3000 1.08755 1.00 5.00  

Support 3.5467 .7886   .287 

Supp1 3.0333 .76489 1.00 5.00  

Supp2 3.5000 .86103 1.00 5.00  

Supp3 3.5667 .67891 1.00 5.00  

Supp4 3.8000 .84690 1.00 5.00  

Supp5 3.8333 .79148 1.00 5.00  

Identity 3.5500 .9822   .477 

Iden1 3.8333 1.01992 1.00 5.00  

Iden2 3.9333 .90719 1.00 5.00  

Iden3 3.4000 1.03724 1.00 5.00  

Iden4 3.0333 .96431 1.00 5.00  
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Table 3.2 shows the gender of the pilot study, 17 were male while 13 respondents were female. 

Table 3.3 represents the type of organization under the pilot study; all the respondents were from 

private companies. Table 3.4 shows the tenure of the managers working in the organization. One 

individual had experience of less than one year, 21 respondents had experience between 1to 9 

years while 8 respondents out of 30 had more than 9 years of experience. Table 3.5 shows the 

ages of the respondents; 6 individuals were within the age bracket of 26 to 30 years, 6 belonged 

to the ages 31 to 35, 10 respondents belonged to the 36 to 40 age group while 6 respondents were 

from 41 to 45 age bracket and lastly, only 2 individuals were more than 45 years old. 

Table 3.2: Gender (Pilot Study, N=30) 

 

  Frequency Percent Valid Percent Cumulative Percent 

Valid Male 17 56.7 56.7 56.7 

Female 13 43.3 43.3 100.0 

Total 30 100.0 100.0  

 

Table 3.3: Organization (Private or public),(Pilot Study, N=30) 

 

  Frequency Percent Valid Percent Cumulative Percent 

Valid Private 30 100.0 100.0 100.0 

 

Table 3.4: Experience or Tenure (Pilot Study, N=30) 

 

  Frequency Percent Valid Percent Cumulative Percent 

Valid Less than 1 Year 1 3.3 3.3 3.3 

1 To 9 Years 21 70.0 70.0 73.3 

More than 9 Years 8 26.7 26.7 100.0 

Total 30 100.0 100.0  

 

Table 3.5: Age (Pilot Study, N=30) 

 

  Frequency Percent Valid Percent Cumulative Percent 

Valid 26 to 30 years 6 20.0 20.0 20.0 

31 to 35 years 6 20.0 20.0 40.0 

36 to 40 years 10 33.3 33.3 73.3 

41 to 45 years 6 20.0 20.0 93.3 

more than 45 years 2 6.7 6.7 100.0 

Total 30 100.0 100.0  
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Table 3.6 shows correlation matrix of all the sub variables and variables such as taking charge, 

voice, individual innovation, problem prevention, affective commitment, psychological contract 

breach, structure, reward, warmth, support and identity. 

Table 3.6: Mean, Standard Deviation, Correlation matrix (Pilot Study, N=30) 

  Mean SD 1 2 3 4 5 6 7 8 

Tak_Char1  4.0333 .92786 -        

Tak_Char2 3.9333 .94443 0.475** -       

Tak_Char3 4.0000 .90972 0.613** 0.482** -      

Voice1 3.6000 1.06997 -        

Voice2 3.7000 .98786 0.535** -       

Voice3 3.7667 1.04000 .130 .332 -      

Voice4 3.9333 .82768 .046 .270 0.462**      

Ind_Inn1 4.1667 .98553 -        

Ind_Inn2 4.1000 1.02889 0.833** -       

Ind_Inn3 3.9667 .88992 0.478** 0.455* -      

Pro_Prev1 3.7000 1.05536 -        

Pro_Pre2 4.1667 1.01992 0.400* -       

Pro_Pre3 3.8333 1.08543 0.707** 0.680** -      

Aff_Com1 3.5333 1.35782 -        

Aff_Com2 4.1000 1.06188 0.703** -       

Aff_Com3 3.8333 .91287 0.435* 0.515** -      

Aff_Com4 3.8333 .94989 0.659** 0.393* .205 -     

Aff_Com5 3.7667 .89763 0.614** 0.531** .330 0.721** -    

Aff_Com6 3.8667 .93710 0.626** 0.533** .296 0.710** 0.863** -   

PCB1 3.7333 .78492 -        

PCB2 3.6667 .71116 0.514** -       

PCB3 3.7000 .87691 0.481** 0.664** -      

PCB4 3.5667 .81720 (-)0.029 (-).218 (-)0.005 -     

PCB5 3.7000 1.05536 (-).233 (-).322 (-)0..272 0.524** -    

Stru1 3.9667 .92786 -        

Stru2 3.3000 .98786 .275 -       

Stru3 3.9667 1.03335 0.574** .213 -      

Stru4 3.5333 .68145 .247 .061 .271 -     

Stru5 2.8333 1.01992 .030 .222 .093 -.215 -    

Stru6 3.0333 .96431 -.230 0.495** -.137 -.290 .286 -   

Stru7 3.5000 1.07479 .190 0.535** .109 .141 .330 0.482** -  

Stru8 3.2333 .81720 .147 -.175 .091 .140 -.200 -.098 -0.372* - 

Rew1 3.8667 1.07425 -        

Rew2 3.4667 .77608 .160 -       

Rew3 3.8000 .99655 0.425* 0.436* -      

Rew4 3.1667 1.01992 -.042 -0.363* -.170 -     

Rew5 3.4000 1.27577 .091 -.125 .092 .133 -    

Rew6 3.0333 .88992 -.356 -.223 -.148 .298 .292 -   

Warm1 3.8333 .79148 -        

Warm2 3.7000 .87691 0.571** -       

Warm3 3.3667 .88992 .237 .013 -      
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Warm4 3.5333 .97320 -.104 -.210 0.721** -     

Warm5 3.3000 1.08755 0.460* 0.567** -.224 -.222 -    

Supp1 3.0333 .76489 -        

Supp2 3.5000 .86103 -.236 -       

Supp3 3.5667 .67891 0.427* .029 -      

Supp4 3.8000 .84690 -.043 .284 .264 -     

Supp5 3.8333 .79148 -.218 .228 .053 .000 -    

Iden1 3.8333 1.01992 -        

Iden2 3.9333 .90719 0.770** -       

Iden3 3.4000 1.03724 -.261 -.044 -      

Iden4 3.0333 .96431 .286 .318 .124 -         

N=30, ** p<0.01, * p<0.05 

3.6 Validity of the Research Instrument 

Assessing the questionnaire is a critical part of the study. Assessment is necessary to 

measure the accuracy of the association among the items and its underlying characteristics. It is 

important for the questionnaire to be valid, consistent and accurate.  

3.6.1 Validity.  

The term validity refers to the relevance of the measures in the questionnaire. The 

underlying objective of this measurement is to analyse the accuracy of the relationship among 

the measures. Thus the face validity, predictive validity and construct validities were checked. 

3.6.2 Face validity.  

Face validity refers to the purpose of the instrument that is whether the instrument 

measures what it is designed to measure (Burns and Bush, 2006). To fulfil this criterion, the 

instrument was checked by two experts, the supervisor of this study and few faculty members 

and after incorporating their suggestions and views, the final questionnaire was developed for 

this study. 

3.6.3 Predictive validity. 

Standard questions have been taken from various questionnaires with few variations and 

adapted to simple English language for understanding purposes. 
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3.6.4 Construct validity.  

One of the most general techniques researchers use for testing validity is known as 

construct validity. The reason to conduct this test is to assess whether there is a relationship 

among variables. Construct validity identifies whether there is a consensus between the 

theoretical background and the instrument. Various methods to assess construct validity exist 

such as correlations, factor analysis or judgment of the researcher (Cooper & Schindler, 2006). 

In this research construct validity is tested by computing total correlation. Table 3.7reveals the 

construct validities of the variables and their relationship with each other. 

Table 3.7: Correlation matrix of pilot study (N=30) 

 Variables 1 2 3 4 

Proactive Work Behaviour -    

Affective Commitment .766
**

 -   

Psychological Contract Breach -.191 -.372
*
 -  

Organizational Climate .496
**

 .493
**

 -.469
**

 - 

N=30, ** p<0.01, * p<0.05 

The variables were taken as sum to get the total correlation of the variables. The correlation 

coefficients show that a strong correlation between affective commitment and proactive work 

behaviour exists and it is significant at p< 0.01 level. The correlation between psychological 

contract breach and proactive work behaviour is negative but not significant according to our 

pilot study. The correlation between organizational climate and proactive work behaviour is 

significant at p<0.01 level. While psychological contract breach and affective commitment has a 

negative correlation which is significant at the 0.05 level (2-tailed). Organizational climate and 

affective commitment has a positive correlation which is also significant at p< 0.01 level. Lastly 

organizational climate and psychological contract breach has a negative correlation which is 

significant at p< 0.01 level. Theoretical concepts and the instrument were aligned and construct 

validity was good.  
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3.7Statistical Analysis 

This dissertation has five major variables; psychological contract breach, organizational 

climate, affective commitment, proactive work behaviour and tenure which are important for 

analysing the moderated mediation model. Psychological contract breach has five questions or 

items (Robinson and Morrison‟s, 2000). Organizational climate has five sub variables; structure, 

reward, warmth, support and identity taken from Litwin and Stringer (1968). Affective 

commitment has six questions or items taken from Meyer, Allen and Smith (1993). Proactive 

work behaviour has four sub variables; taking charge, voice, individual innovation, and problem 

prevention taken from Parker et al.(2010).All these variables have been analysed by using SPSS 

19 version and AMOS 18 version. Data recoding, Missing Value Analysis, Aberrant values 

analysis, addressing the issue of Normality and Multicollinearity in the data, Descriptive 

statistics, Correlations, Frequencies were calculated in SPSS 19 while CFA (confirmatory factor 

analysis), Common method Variance, and then data imputation were run in AMOS 18. Also 

Bootstrapping was also run using Process Macro (Hayes, 2013) in SPSS 19. Data from 697 

respondents was used in analysis for all the variables and sub variables from four different 

sectors; banks 214, education 170, pharmaceutical 173, textile 140. The gathered data was 

processed and analysed in SPSS to convert it in to useful information. The items used in the data 

file were named as Tak_Char1, Tak_Char2, Tak_Char3, Voice1, Voice2, Voice3, Voice4, 

Ind_Inn1, Ind_Inn2, Ind_Inn3, Pro_Prev1, Pro_Pre2, Pro_Pre3, Aff_Com1, Aff_Com2, 

Aff_Com3, Aff_Com4, Aff_Com5, Aff_Com6, PCB1, PCB2, PCB3, PCB4, PCB5, Stru1, Stru2, 

Stru3, Stru4, Stru5, Stru6, Stru7, Stru8, Rew1, Rew2, Rew3, Rew4, Rew5, Rew6, Warm1, 

Warm2, Warm3, Warm4, Warm5, Supp1, Supp2, Supp3, Supp4, Supp5, Iden1, Iden2, Iden3, 

Iden4, Gender, Organization, Experience (known as tenure), Age and sector, altogether 57 items. 
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Initially all the items in the questionnaire were checked for any reverse coding i.e. for any 

opposite questions the values were then altered to make their responses positive so that their 

standardized regression coefficients were appropriate for data analysis, interpretation and model 

fit.   

The data was analysed in SPSS for missing values, through the command in SPSS, Analyze, and 

Missing Value Analysis and then all the items were put in to calculate the missing values of the 

items. There were no missing values found therefore there was no need to transform or replace 

the missing values from the data.  

The other issue which is of importance is the issue of aberrant values. This error can occur by 

two ways, first, if most of the respondents give answer on any other value given in the 

questionnaire (i.e. not on a 5-point scale) and second, if, the researcher does any error during the 

data entry of the values in the SPSS software. Aberrant values can be located traced through the 

values of maximum and minimum of each items in the data set. This test identified that there are 

no aberrant values in the data. 

In this study, the tests used for final moderated mediation is bootstrapping and bootstrapping 

assumes that the data is distributed normally as bootstrapping command runs the sample 5000 

times (MacKinnon et al., 2004; Lockwood& MacKinnon, 1998; Shrout& Bolger, 2002; Preacher 

& Hayes, 2004). Therefore there is no need to check for the normality of the data. Also there was 

no need to identify outliers in the study. 

The data after being cleaned is ready for further analysis. Frequencies of the responses sector 

wise were calculated, and then all the frequencies item wise for all 57 items were also analyzed. 

Descriptive statistics were also taken out to get the mean and standard deviations of all the items. 
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Besides that correlations of items in each sub variable was also calculated and reliabilities were 

also calculated of the whole sample of 697 cases. 

Confirmatory Factor Analysis (CFA) was used by means of Structural equation modelling in 

Amos 18. AMOS was used because SPSS does not have CFA; instead SPSS has Exploratory 

Factor Analysis (EFA). CFA is applied for all the four variables because all these scales had 

items totalling to 52. CFA was used instead of EFA because all the scales are well established 

and have had good reliability in past researches. To evaluate the measurement model namely; 

Confirmatory Factor Analysis (CFA) in Structural equation modelling various fit indices have 

been reported but out of all only four key fit indices have been recommended by Schreiber et al., 

(2006) which are CMIN/df, CFI, TLI, and RMSEA. These four indices have been used in this 

study to evaluate the measurement model (CFA) in SEM because these indices have been used in 

similar studies. CMIN/DF must be < 3; TLI must be >= 0.95; CFI must be >= 0.95; while 

RMSEA must be <0.06 to 0.08; (Schreiber, et al 2006). CFA results have been analyzed in 

detail.  

After which Common method Variance and then data imputation were run in AMOS 18. Further 

Bootstrapping was run using Process Macro (Hayes, 2013) in SPSS 19. 

The entire hypotheses have been tested through bootstrapping method in SPSS by PROCESS 

macro (Hayes, 2013) as there are direct and indirect relations in moderated mediation. 

3.8 Statistical Software 

The statistical technique which has been used in this study is descriptive analysis, missing 

value analysis, reliabilities, correlations, and frequencies using SPSS software version 19. While 

common method variance (common latent factor and Herman single factor test) and2
nd

 order 

confirmatory factor analysis (CFA) was conducted in Amos 18 version. Besides bootstrapping 
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was also run using SPSS version 19 software. Firstly, 2
nd

 order confirmatory factor analysis 

(CFA) was run, and then re-specified. Then secondly, the data was imputed and a new file was 

automatically created by which further bootstrapping was applied through the Process Macro 

(Hayes, 2013) in SPSS version 19 to get the results of direct and indirect paths of moderated 

mediation. Also, discriminant validity, convergent validity, composite reliability, and reliability 

coefficients were calculated in excel sheet via formula (Hayes, 2013). 

3.9 Ethical Considerations  

  Ethical standards are very important in research and the definition of ethics varies from 

person to person. It is in actual the difference between right or wrong, good or bad. As a 

researcher one needs to remain within the ethical boundaries when especially in with the 

participants. It is a socially accepted behaviour which a researcher should exhibit while carrying 

out the research (Sekaran, 2006). In research it is the common ground for accepting or rejecting 

behaviour. As the participants are directly affected by the research process therefore few ethical 

concerns such as confidentiality, voluntary participation, consent and academic objectivity were 

taken care of. 

  3.9.1 Confidentiality. 

  Individual‟s anonymity was the primary concern for them as they did not want that their 

responses would affect their job security or position in organization. Therefore even when the 

visiting cards were taken from each respondent but the cover letter in the questionnaire 

mentioned that confidentiality will be maintained while using their information in the research as 

well as the sensitive information will not be revealed to anyone. Each questionnaire will remain 

as a confidential document and also no questions were asked which would violate their privacy.  
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  3.9.2 Informed consent. 

  The respondents were informed about the reason and topic of the study through the cover 

letter and therefore their responses were taken after their consent. 

  3.9.3 Voluntary participation. 

  The questionnaires were filled by going to the managers from different sectors after 

taking prior appointments hence their participation was entirely voluntary.  

  3.9.4 Academic objectivity. 

  The respondents were told that the purpose of the research is only academic and also that 

the responses gathered will be studied collectively and analyzed as a set of a data.  

Further ethical concerns were ensured by employing a sound research design and systematic 

methodology. 

 

 

 

 

 

 

 

 

 

 

 

 



Effect of Moderated Mediation on Proactive Work Behaviours 134 
 

Chapter 4: Data Analysis and Results 

This chapter reflects upon the data gathered and its analysis. The total sample size was 

697 respondents. The data on 57 items were collected through the questionnaire, out of which 53 

(52 related to, organizational climate, psychological contract breach, affective commitment, and 

proactive work behaviour  and 1 related to tenure or experience) were the explanatory variables 

under study, while 4 variables were extraneous variables such as gender, age, organization and 

sector. Tenure or experience was also counted as explanatory variable instead of demographic 

because it was taken as a moderating variable in the model.  

4.1 Recoding 

The items used in the data file were named as Tak_Char1, Tak_Char2, Tak_Char3, 

Voice1, Voice2, Voice3, Voice4, Ind_Inn1, Ind_Inn2, Ind_Inn3, Pro_Prev1, Pro_Pre2, Pro_Pre3, 

Aff_Com1, Aff_Com2, Aff_Com3, Aff_Com4, Aff_Com5, Aff_Com6, PCB1, PCB2, PCB3, 

PCB4, PCB5, Stru1, Stru2, Stru3, Stru4, Stru5, Stru6, Stru7, Stru8, Rew1, Rew2, Rew3, Rew4, 

Rew5, Rew6, Warm1, Warm2, Warm3, Warm4, Warm5, Supp1, Supp2, Supp3, Supp4, Supp5, 

Iden1, Iden2, Iden3, Iden4, Gender, Organization, Experience (known as tenure), Age and sector. 

Few items among all these 57 were negatively phrased in order to reduce common method 

biasness. There were few items which were oppositely structured therefore in order to get 

appropriate model fit, and standardized regression coefficients the items were then altered to 

make their responses opposite. The items were recoded in SPSS by the command “Transform, 

Recode into same variables” and then all the items identified as oppositely structured were put in 

to reverse their values. Items coded 1, 2, 3, 4, 5 were reversed to 5, 4, 3, 2, and 1, respectively. 

Psychological contract breach is a negative variable comprising of five items out of which, three 

are positively constructed while two are negatively constructed. Therefore the items positively 
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structured identified from psychological contract breach were PCB1, PCB2 and PCB3; PCB1 

was “Almost all the promises made to me by my employer during recruitment have been kept so 

far”; PCB2 was “My employer has fulfilled all the promises made to me when I was hired” and 

PCB3 was “So far my employer has done an excellent job of fulfilling its promises to me”. These 

three items were converted to make them negative as the variable is negative in the study. While 

organizational climate is a positive variable in the study and few items were identified in its sub 

variables as negative therefore they were recoded. These items were Stru2, Stru5, Stru6, Stru7, 

Stru8, Rew4, Rew5, Rew6, Warm3, Warm4, Supp1, Supp3, Iden3, and Iden4. Items Stru2, 

Stru5, Stru6, Stru7 and Stru8 were from sub variable structure in organizational climate. The 

questions were Stru2, “It is sometimes unclear who has the formal authority to make a decision”, 

Stru5, “Excessive rules, administrative details, and red-tape make it difficult for new and original 

ideas to receive consideration”, Stru6, “My productivity sometimes suffers from lack of 

organization and planning”, Stru7 was “In some of the projects I‟ve been on, I haven‟t been sure 

exactly who my boss was” and Stru8 was “The management isn‟t so concerned about formal 

authority, but concentrates on getting the right people together to do the job”. While Rew4, 

Rew5, Rew6, items were identified negatively construed from sub variable reward in 

organizational climate. The questions were Rew4, “There is a great deal of criticism in my 

organization”, Rew5, “There is not enough reward and recognition given in my organization for 

doing good work” and Rew6, “If I make a mistake I will be punished in my organization”. From 

the sub variable warmth the items were Warm3, and Warm4 and their questions were “It‟s very 

hard to get to know people in my organization” and “People in my organization tend to be distant 

towards each other”. Support was another sub variable of organizational climate in which two 

items were found negatively structured, Supp1, and Supp3. The questions related to these items 
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were “I don‟t get much sympathy from higher-ups if I make a mistake” and “People in my 

organization don‟t really trust each other”. Lastly, identity was the fifth sub variable of 

organizational climate in which two items were found negatively phrased which were, Iden3, and 

Iden4.  The questions related to them were, Iden3, “There isn‟t a high amount of personal loyalty 

to the company” and Iden4, “People look out for their own interests”. There was no need to 

recode any values in variable proactive work behaviour  or its sub variables; taking charge, 

voice, individual innovation and problem prevention as they were all positively construed. In 

addition, affective commitment was also positively phrased in all its six items therefore there 

was no need to recode them. 

4.2 Missing value analysis 

Enders (2010) observed that it very common to find missing values in the data set in 

social sciences, medical sciences and behavioural sciences. The existence of numerous missing 

values in the data set can affect the quality of statistical analyses and can eventually lead to 

biased and unreliable results. Furthermore, it is impossible to run few statistical analyses due to 

missing values. Therefore careful analysis of missing values is very important and recommended 

before proceeding further (Hair, Black, Babin, & Anderson, 2010; Tabachnick and Fidell, 2007). 

In the beginning of data screening, missing values were checked in the data set. For this purpose, 

the command of missing value analysis was used in the SPSS software to identify missing 

values, if any existed. The results revealed that were no missing values in the data set and the 

data was clear of this error. So there was no need to replace any missing values. Table 4.1 below 

shows the missing values analysis across all the different variables and sub variables in the data 

set along with their mean, standard deviations and no. of high and low extremes. Also N=697 

shows that the analysis was done on all the 697 cases. 
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Table 4.1: Missing Value Analysis 

 N Mean Std. Deviation Missing No. of Extremesb 

Count Percent Low High 

Tak_Char1 697 4.1564 .83731 0 .0 37 0 

Tak_Char2 697 4.1220 .79748 0 .0 30 0 

Tak_Char3 697 4.0976 .83508 0 .0 31 0 

Voice1 697 3.6514 1.01163 0 .0 32 0 

Voice2 697 3.5395 1.09148 0 .0 35 0 

Voice3 697 3.9813 .79759 0 .0 . . 

Voice4 697 4.0890 .84629 0 .0 38 0 

Ind_Inn1 697 4.1191 .86695 0 .0 37 0 

Ind_Inn2 697 4.0445 .85737 0 .0 37 0 

Ind_Inn3 697 3.8867 .87596 0 .0 8 0 

Pro_Prev1 697 3.7704 .94175 0 .0 15 0 

Pro_Pre2 697 4.1420 .88160 0 .0 39 0 

Pro_Pre3 697 3.9354 .90186 0 .0 54 0 

Aff_Com1 697 3.6714 1.15455 0 .0 0 0 

Aff_Com2 697 4.2052 .83877 0 .0 33 0 

Aff_Com3 697 4.0861 .87497 0 .0 41 0 

Aff_Com4 697 3.7791 1.05317 0 .0 0 0 

Aff_Com5 697 3.8666 .95034 0 .0 0 0 

Aff_Com6 697 4.0287 .89653 0 .0 40 0 

PCB1 697 2.3185 .95238 0 .0 0 19 

PCB2 697 2.2927 .87288 0 .0 0 10 

PCB3 697 2.3113 .89333 0 .0 0 18 

PCB4 697 2.7848 1.13697 0 .0 0 0 

PCB5 697 2.7963 1.18726 0 .0 0 0 

Stru1 697 3.8164 .92265 0 .0 . . 

Stru2 697 3.0703 1.13434 0 .0 0 0 

Stru3 697 3.8910 .88872 0 .0 . . 

Stru4 697 3.4232 .90667 0 .0 19 0 

Stru5 697 2.8737 1.03174 0 .0 0 0 

Stru6 697 3.0086 1.09725 0 .0 0 0 

Stru7 697 3.1765 1.17767 0 .0 0 0 

Stru8 697 2.6169 1.02464 0 .0 0 36 

Rew1 697 3.8494 1.00657 0 .0 0 0 

Rew2 697 3.5108 .91615 0 .0 17 0 

Rew3 697 3.7661 .94297 0 .0 19 0 

Rew4 697 3.0631 1.08624 0 .0 0 0 

Rew5 697 3.1765 1.21017 0 .0 0 0 

Rew6 697 2.9928 1.12633 0 .0 0 0 

Warm1 697 3.9813 .83284 0 .0 . . 

Warm2 697 3.6657 .97314 0 .0 20 0 

Warm3 697 3.2052 1.08388 0 .0 0 0 

Warm4 697 3.1148 1.10304 0 .0 0 0 

Warm5 697 3.5825 1.00538 0 .0 23 0 

Supp1 697 3.0488 1.02297 0 .0 0 0 

Supp2 697 3.3902 .99702 0 .0 30 0 

Supp3 697 3.1736 1.14093 0 .0 0 0 
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Supp4 697 3.4448 .93628 0 .0 20 0 

Supp5 697 3.7618 .90534 0 .0 15 0 

Iden1 697 3.9340 .86017 0 .0 . . 

Iden2 697 4.1406 .75641 0 .0 23 0 

Iden3 697 3.0861 1.15398 0 .0 0 0 

Iden4 697 2.9110 1.08443 0 .0 0 0 

Gender 697 1.1191 .32412 0 .0 . . 

Organization 697 2.0000 .00000 0 .0 . . 

Experience 697 2.2195 .55633 0 .0 0 0 

Age 697 3.5768 1.52288 0 .0 0 0 

Sector 697 2.3974 1.06735 0 .0 0 0 

 

4.3 Aberrant Values 

The term “Aberrant Values” or impermissible values is known as the data input errors 

caused by the researcher while entering data. All of the variables relevant in the study other than 

demographics have been measured via a Likert scale from 1 to 5; therefore any values above 5 or 

below 1 shall be considered aberrant in the data sheet. Therefore any values which lie outside 

this range need to be checked and treated appropriately. In order to identify the aberrant values in 

the data set, in the SPSS bar, analyze- descriptive statistics- descriptives command was used. 

Analysis of the maximum and minimum values of each variable identified that there were no 

aberrant values in the data set. The output revealed that all the variables remained within their 

respective ranges. Table 4.2below presents the information on the aberrant values. Detailed 

scrutiny cleared the suspicions of aberrant values. 

Table 4.2: Aberrant Values 

 N Minimum Maximum 

Tak_Char1 697 1.00 5.00 

Tak_Char2 697 1.00 5.00 

Tak_Char3 697 1.00 5.00 

Voice1 697 1.00 5.00 

Voice2 697 1.00 5.00 

Voice3 697 1.00 5.00 

Voice4 697 1.00 5.00 

Ind_Inn1 697 1.00 5.00 

Ind_Inn2 697 1.00 5.00 

Ind_Inn3 697 1.00 5.00 
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Pro_Prev1 697 1.00 5.00 

Pro_Pre2 697 1.00 5.00 

Pro_Pre3 697 1.00 5.00 

Aff_Com1 697 1.00 5.00 

Aff_Com2 697 1.00 5.00 

Aff_Com3 697 1.00 5.00 

Aff_Com4 697 1.00 5.00 

Aff_Com5 697 1.00 5.00 

Aff_Com6 697 1.00 5.00 

PCB1 697 1.00 5.00 

PCB2 697 1.00 5.00 

PCB3 697 1.00 5.00 

PCB4 697 1.00 5.00 

PCB5 697 1.00 5.00 

Stru1 697 1.00 5.00 

Stru2 697 1.00 5.00 

Stru3 697 1.00 5.00 

Stru4 697 1.00 5.00 

Stru5 697 1.00 5.00 

Stru6 697 1.00 5.00 

Stru7 697 1.00 5.00 

Stru8 697 1.00 5.00 

Rew1 697 1.00 5.00 

Rew2 697 1.00 5.00 

Rew3 697 1.00 5.00 

Rew4 697 1.00 5.00 

Rew5 697 1.00 5.00 

Rew6 697 1.00 5.00 

Warm1 697 1.00 5.00 

Warm2 697 1.00 5.00 

Warm3 697 1.00 5.00 

Warm4 697 1.00 5.00 

Warm5 697 1.00 5.00 

Supp1 697 1.00 5.00 

Supp2 697 1.00 5.00 

Supp3 697 1.00 5.00 

Supp4 697 1.00 5.00 

Supp5 697 1.00 5.00 

Iden1 697 1.00 5.00 

Iden2 697 1.00 5.00 

Iden3 697 1.00 5.00 

Iden4 697 1.00 5.00 

Gender 697 1.00 2.00 

Organization 697 2.00 2.00 

Experience 697 2.00 3.00 

Age 697 1.00 6.00 

Sector 697 1.00 4.00 

Valid N (listwise) 697   
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4.4 Normality and outliers of the data 

To run statistical inferences screening for normality is the utmost important step in 

multivariate analysis. There are two ways to assess normality of continuous variables 

(Tabachnick and Fidell, 2007; Hair et al, 2010); either statistically or graphically. In case of 

smaller number of variables both graphical and statistical methods can be applied but if the 

number of variables is large then graphical analysis is time consuming and impractical especially 

for each item separately. In this study also, only statistical methods have been used to assess 

normality and detect any possible outliers. Firstly, to assess normality certain statistical tests 

such as Kolmogorov-Smirnov and Shapiro-Wilk tests were applied. Only Kolmogorov-Smirnov 

test is appropriate here as the values of Shapiro-Wilk test are used only if the sample size is less 

than 50. Table 4.3 presents the results of normality using which identifies that the data 

significantly differs from normal distribution (significance value is less than .05 or p<0.05).  

Table 4.3: Test of Normality 

  Kolmogorov-Smirnov
a
 Shapiro-Wilk 

  Statistic df Sig. Statistic df Sig. 

Tak_Char1 .325 697 .000 .718 697 .000 

Tak_Char2 .296 697 .000 .783 697 .000 

Tak_Char3 .281 697 .000 .801 697 .000 

Voice1 .296 697 .000 .851 697 .000 

Voice2 .256 697 .000 .884 697 .000 

Voice3 .311 697 .000 .812 697 .000 

Voice4 .289 697 .000 .800 697 .000 

Ind_Inn1 .289 697 .000 .782 697 .000 

Ind_Inn2 .291 697 .000 .806 697 .000 

Ind_Inn3 .286 697 .000 .846 697 .000 

Pro_Prev1 .281 697 .000 .860 697 .000 

Pro_Pre2 .281 697 .000 .780 697 .000 

Pro_Pre3 .303 697 .000 .822 697 .000 

Aff_Com1 .220 697 .000 .873 697 .000 

Aff_Com2 .284 697 .000 .752 697 .000 

Aff_Com3 .279 697 .000 .806 697 .000 

Aff_Com4 .259 697 .000 .862 697 .000 

Aff_Com5 .277 697 .000 .849 697 .000 

Aff_Com6 .271 697 .000 .822 697 .000 

PCB1 .282 697 .000 .864 697 .000 
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PCB2 .300 697 .000 .852 697 .000 

PCB3 .286 697 .000 .854 697 .000 

PCB4 .193 697 .000 .912 697 .000 

PCB5 .194 697 .000 .910 697 .000 

Stru1 .341 697 .000 .800 697 .000 

Stru2 .183 697 .000 .912 697 .000 

Stru3 .332 697 .000 .795 697 .000 

Stru4 .233 697 .000 .884 697 .000 

Stru5 .179 697 .000 .912 697 .000 

Stru6 .199 697 .000 .905 697 .000 

Stru7 .223 697 .000 .899 697 .000 

Stru8 .277 697 .000 .872 697 .000 

Rew1 .304 697 .000 .831 697 .000 

Rew2 .257 697 .000 .879 697 .000 

Rew3 .312 697 .000 .837 697 .000 

Rew4 .175 697 .000 .914 697 .000 

Rew5 .224 697 .000 .899 697 .000 

Rew6 .168 697 .000 .916 697 .000 

Warm1 .317 697 .000 .803 697 .000 

Warm2 .300 697 .000 .855 697 .000 

Warm3 .232 697 .000 .897 697 .000 

Warm4 .205 697 .000 .905 697 .000 

Warm5 .244 697 .000 .888 697 .000 

Supp1 .173 697 .000 .911 697 .000 

Supp2 .279 697 .000 .870 697 .000 

Supp3 .222 697 .000 .902 697 .000 

Supp4 .267 697 .000 .876 697 .000 

Supp5 .307 697 .000 .842 697 .000 

Iden1 .300 697 .000 .823 697 .000 

Iden2 .297 697 .000 .774 697 .000 

Iden3 .202 697 .000 .907 697 .000 

Iden4 .178 697 .000 .914 697 .000 

Experience .364 697 .000 .727 697 .000 

 

All the values of skewness for all the items in the study were in the ranges of +1.5 to -1.5 

excluding one; “Tak_Char1” with skewness value of -1.638. Also only 11 values of kurtosis out 

of all the items were outside the range of +1.5 to -1.5; “Tak_Char1” with value 3.993, 

“Tak_Char2” with value 2.181, “Tak_Char3” with value 1.779,“Voice4” with value 

1.622,“Ind_Inn2” with value1.695, “Inn_Inn1” with value 2.241, “Pro_Pre2” with value 2.143, 

“Aff_Comm2” with value 3.017, “Struc3” with value1.876, “Warm1” with 1.671, “Iden2” with 

value 2.491 (Table 4.4). 
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Table 4.4: Test of Skewness and Kurtosis (N=697) 
 

 Variables N Skewness  Kurtosis  

  Statistic Statistic Std. Error Statistic Std. Error 

Tak_Char1 697 -1.641 0.093 3.99 0.185 

Tak_Char2 697 -1.143 0.093 2.181 0.185 

Tak_Char3 697 -1.09 0.093 1.779 0.185 

Voice1 697 -0.847 0.093 0.4 0.185 

Voice2 697 -0.573 0.093 -0.361 0.185 

Voice3 697 -0.887 0.093 1.323 0.185 

Voice4 697 -1.097 0.093 1.622 0.185 

Ind_Inn1 697 -1.28 0.093 2.241 0.185 

Ind_Inn2 697 -1.087 0.093 1.695 0.185 

Ind_Inn3 697 -0.743 0.093 0.523 0.185 

Pro_Prev1 697 -0.729 0.093 0.342 0.185 

Pro_Pre2 697 -1.303 0.093 2.143 0.185 

Pro_Pre3 697 -1.004 0.093 1.173 0.185 

Aff_Com1 697 -0.661 0.093 -0.297 0.185 

Aff_Com2 697 -1.456 0.093 3.017 0.185 

Aff_Com3 697 -1.084 0.093 1.388 0.185 

Aff_Com4 697 -0.778 0.093 0.093 0.185 

Aff_Com5 697 -0.829 0.093 0.502 0.185 

Aff_Com6 697 -1.004 0.093 1.193 0.185 

PCB1 697 0.708 0.093 0.302 0.185 

PCB2 697 0.669 0.093 0.399 0.185 

PCB3 697 0.742 0.093 0.737 0.185 

PCB4 697 0.159 0.093 -0.824 0.185 

PCB5 697 0.161 0.093 -0.926 0.185 

Stru1 697 -1.125 0.093 1.396 0.185 

Stru2 697 -0.026 0.093 -0.888 0.185 

Stru3 697 -1.177 0.093 1.876 0.185 

Stru4 697 -0.391 0.093 0.037 0.185 

Stru5 697 0.089 0.093 -0.548 0.185 

Stru6 697 -0.076 0.093 -0.889 0.185 

Stru7 697 -0.155 0.093 -1.028 0.185 

Stru8 697 0.587 0.093 -0.308 0.185 

Rew1 697 -0.958 0.093 0.528 0.185 

Rew2 697 -0.487 0.093 0.047 0.185 

Rew3 697 -0.9 0.093 0.7 0.185 

Rew4 697 -0.065 0.093 -0.724 0.185 

Rew5 697 -0.2 0.093 -1.032 0.185 

Rew6 697 0.05 0.093 -0.79 0.185 

Warm1 697 -1.043 0.093 1.671 0.185 

Warm2 697 -0.754 0.093 0.209 0.185 

Warm3 697 -0.218 0.093 -0.853 0.185 

Warm4 697 -0.08 0.093 -0.903 0.185 

Warm5 697 -0.521 0.093 -0.144 0.185 

Supp1 697 -0.025 0.093 -0.611 0.185 

Supp2 697 -0.572 0.093 -0.291 0.185 

Supp3 697 -0.198 0.093 -0.915 0.185 
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Supp4 697 -0.519 0.093 -0.105 0.185 

Supp5 697 -0.829 0.093 0.704 0.185 

Iden1 697 -0.96 0.093 1.394 0.185 

Iden2 697 -1.118 0.093 2.518 0.185 

Iden3 697 -0.079 0.093 -0.967 0.185 

    Iden4 697 0.109 0.093 -0.695 0.185 

    Experience 697 0.028 0.093 -0.272 0.185 

    Valid N (listwise) 697     

 

Henceforth detection of multivariate outliers was carried out using the Mahalanobis distance test. 

This test evaluates the value of each observation compared to the center of all the observations. 

Mahalanobis distances of all the observations on all the items were measured to detect any 

multivariate outliers in the data set. Any cases having chi square probability of p <= 0.001 are 

considered as multivariate outliers. The following table 4.5 lists all the cases which have the 

probability less than or equal to .001of Mahalanobis distance.  

Table 4.5: Mahalanobis Distance Test 

Observation number Mahalanobis d-squared p 

18 150.321 0.000 

559 147.198 0.000 

141 146.673 0.000 

330 145.587 0.000 

286 141.604 0.000 

207 139.729 0.000 

189 133.517 0.000 

414 129.107 0.000 

196 125.878 0.000 

499 125.452 0.000 

549 123.507 0.000 

75 121.501 0.000 

82 119.39 0.000 

628 118.999 0.000 

379 118.063 0.000 

602 117.877 0.000 

573 117.434 0.000 

430 115.438 0.000 

348 114.543 0.000 

383 111.535 0.000 

458 110.037 0.000 

50 108.196 0.000 

278 107.506 0.000 

537 107.298 0.000 
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376 106.519 0.000 

683 106.481 0.000 

586 104.881 0.000 

420 104.342 0.000 

526 103.204 0.000 

259 102.945 0.000 

393 102.088 0.000 

252 100.682 0.000 

358 99.176 0.000 

151 99.099 0.000 

448 98.68 0.000 

335 98.584 0.000 

592 98.537 0.000 

52 95.997 0.000 

561 95.403 0.000 

216 94.563 0.000 

539 93.619 0.000 

77 93.612 0.000 

415 92.532 0.000 

384 91.453 0.001 

370 91.382 0.001 

593 91.251 0.001 

656 90.996 0.001 

518 90.718 0.001 

684 90.708 0.001 

342 90.368 0.001 

507 89.725 0.001 

300 89.576 0.001 

527 89.473 0.001 

66 88.327 0.001 

633 88.243 0.001 

199 87.844 0.001 

680 87.074 0.002 

445 86.882 0.002 

192 86.775 0.002 

654 86.743 0.002 

652 85.208 0.003 

351 84.524 0.003 

467 84.278 0.003 

576 84.105 0.003 

516 83.707 0.003 

321 83.49 0.004 

245 83.363 0.004 

266 83.362 0.004 

454 83.241 0.004 

43 83.18 0.004 

111 82.614 0.004 

65 82.601 0.004 

509 82.369 0.005 

394 82.08 0.005 

148 81.824 0.005 
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15 81.796 0.005 

24 81.796 0.005 

85 81.603 0.005 

627 81.565 0.005 

96 81.332 0.006 

64 81.186 0.006 

135 80.951 0.006 

5 80.894 0.006 

488 80.66 0.007 

184 80.613 0.007 

670 80.526 0.007 

214 80.288 0.007 

619 80.135 0.007 

60 79.91 0.008 

305 79.53 0.008 

263 79.506 0.008 

114 79.339 0.009 

401 79.182 0.009 

222 79.067 0.009 

 

There were 56 cases which were outliers in the data set. Next was to find out whether it was 

suitable to remove these observations from the data set or not, therefore these 56 cases were 

removed and again skewness and kurtosis values were analyzed and it was clear even after 

removing outliers, 10 items still had the value of kurtosis outside the range of +1.5 and -1.5 and 

1 item had the value of skewness outside the range of +1.5 and -1.5 (shown in table 4.6). There 

was no improvement in the normality of data once these outliers were excluded. So there was no 

need to remove these cases from the data and therefore the rest of the statistical tests and analysis 

were conducted with the 697 cases. 

Table 4.6: Test of Skewness and Kurtosis (N=641) 

  N Skewness Kurtosis 

  Statistic Statistic Std. Error Statistic Std. Error 

Tak_Char1 641 -1.664 .097 4.188 .193 

Tak_Char2 641 -1.119 .097 2.217 .193 

Tak_Char3 641 -1.086 .097 1.854 .193 

Voice1 641 -.869 .097 .493 .193 

Voice2 641 -.584 .097 -.365 .193 

Voice3 641 -.926 .097 1.412 .193 

Voice4 641 -1.128 .097 1.734 .193 

Ind_Inn1 641 -1.301 .097 2.187 .193 
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Ind_Inn2 641 -1.115 .097 1.771 .193 

Ind_Inn3 641 -.759 .097 .641 .193 

Pro_Prev1 641 -.703 .097 .284 .193 

Pro_Pre2 641 -1.287 .097 1.993 .193 

Pro_Pre3 641 -.999 .097 1.143 .193 

Aff_Com1 641 -.667 .097 -.303 .193 

Aff_Com2 641 -1.486 .097 3.251 .193 

Aff_Com3 641 -1.062 .097 1.339 .193 

Aff_Com4 641 -.783 .097 .101 .193 

Aff_Com5 641 -.818 .097 .449 .193 

Aff_Com6 641 -.975 .097 1.092 .193 

PCB1 641 .754 .097 .432 .193 

PCB2 641 .662 .097 .400 .193 

PCB3 641 .725 .097 .683 .193 

PCB4 641 .167 .097 -.839 .193 

PCB5 641 .178 .097 -.940 .193 

Stru1 641 -1.127 .097 1.457 .193 

Stru2 641 -.033 .097 -.887 .193 

Stru3 641 -1.195 .097 1.941 .193 

Stru4 641 -.398 .097 .033 .193 

Stru5 641 .127 .097 -.521 .193 

Stru6 641 -.070 .097 -.904 .193 

Stru7 641 -.140 .097 -1.034 .193 

Stru8 641 .607 .097 -.269 .193 

Rew1 641 -.956 .097 .546 .193 

Rew2 641 -.493 .097 .076 .193 

Rew3 641 -.927 .097 .734 .193 

Rew4 641 -.067 .097 -.700 .193 

Rew5 641 -.235 .097 -1.018 .193 

Rew6 641 .052 .097 -.813 .193 

Warm1 641 -1.073 .097 1.814 .193 

Warm2 641 -.743 .097 .182 .193 

Warm3 641 -.240 .097 -.819 .193 

Warm4 641 -.087 .097 -.881 .193 

Warm5 641 -.510 .097 -.148 .193 

Supp1 641 -.027 .097 -.610 .193 

Supp2 641 -.574 .097 -.298 .193 

Supp3 641 -.213 .097 -.904 .193 

Supp4 641 -.489 .097 -.189 .193 

Supp5 641 -.823 .097 .674 .193 

Iden1 641 -.991 .097 1.509 .193 

Iden2 641 -1.109 .097 2.514 .193 

Iden3 641 -.082 .097 -.964 .193 

Iden4 641 .110 .097 -.693 .193 

Valid N (listwise) 641     
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4.5 Descriptive Statistics and Reliability Estimates 

Table 4.7 represents the mean, standard deviations and reliability estimates of 52 items in 

the study (the rest 5 are demographic variables). Proactive work behaviour has four sub 

variables; taking charge, voice, individual innovation and problem prevention. Taking charge has 

three items and has a reliability of 0.616; voice has four items having reliability of 0.5710. 

Individual innovation has three items and has 0.675 reliability while problem prevention has 

three items having 0.558 reliability. Even though voice and problem prevention has reliability 

<0.6 but the overall reliability of proactive work behaviour has turned out to be good i.e. 0.814. 

Affective commitment has six items and has a reliability of 0.842. Psychological contract breach 

has five items and has a reliability of 0.652.  

Organizational climate is comprised of five sub variables; Structure, Reward, Warmth, Support 

and identity. Structure has eight items having 0.498 reliability; Reward has six items having 

0.507 reliability. Warmth has five items and has 0.513 reliability. Support has five items and has 

a reliability of 0.387 while identity has four items and has a reliability of 0.465. Individually 

these sub variables do not have good reliabilities but collectively under the variable of 

organizational climate the reliability has come out to be significant at 0.789.  

Table 4.7: Descriptive Statistics and Reliability Estimates (N=697) 

Variable Mean SD Minimum Maximum Alpha 

Proactive Work Behaviour  3.977 0.8838   0.814 

Taking Charge 4.1253 .8233   0.616 

Tak_Char1 4.1564 .83731 1.00 5.00  

Tak_Char2 4.1220 .79748 1.00 5.00  

Tak_Char3 4.0976 .83508 1.00 5.00  

Voice 3.8153 .9367   .5710 

Voice1 3.6514 1.01163 1.00 5.00  

Voice2 3.5395 1.09148 1.00 5.00  

Voice3 3.9813 .79759 1.00 5.00  

Voice4 4.0890 .84629 1.00 5.00  

Individual Innovation 4.0167 .8668   0.675 

Ind_Inn1 4.1191 .86695 1.00 5.00  
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Ind_Inn2 4.0445 .85737 1.00 5.00  

Ind_Inn3 3.8867 .87596 1.00 5.00  

Problem Prevention 3.9493 .9084   0.558 

Pro_Prev1 3.7704 .94175 1.00 5.00  

Pro_Pre2 4.1420 .88160 1.00 5.00  

Pro_Pre3 3.9354 .90186 1.00 5.00  

Affective Commitment 3.9395 .9614   0.842 

Aff_Com1 3.6714 1.15455 1.00 5.00  

Aff_Com2 4.2052 .83877 1.00 5.00  

Aff_Com3 4.0861 .87497 1.00 5.00  

Aff_Com4 3.7791 1.05317 1.00 5.00  

Aff_Com5 3.8666 .95034 1.00 5.00  

Aff_Com6 4.0287 .89653 1.00 5.00  

Psychological Contract Breach 2.5007 1.0086   0.652 

PCB1 2.3185 .95238 1.00 5.00  

PCB2 2.2927 .87288 1.00 5.00  

PCB3 2.3113 .89333 1.00 5.00  

PCB4 2.7848 1.13697 1.00 5.00  

PCB5 2.7963 1.18726 1.00 5.00  

Organizational Climate 3.404 1.007   0.789 

Structure 3.2346 1.0230   0.498 

Stru1 3.8164 .92265 1.00 5.00  

Stru2 3.0703 1.13434 1.00 5.00  

Stru3 3.8910 .88872 1.00 5.00  

Stru4 3.4232 .90667 1.00 5.00  

Stru5 2.8737 1.03174 1.00 5.00  

Stru6 3.0086 1.09725 1.00 5.00  

Stru7 3.1765 1.17767 1.00 5.00  

Stru8 2.6169 1.02464 1.00 5.00  

Reward 3.3931 1.0481   0.507 

Rew1 3.8494 1.00657 1.00 5.00  

Rew2 3.5108 .91615 1.00 5.00  

Rew3 3.7661 .94297 1.00 5.00  

Rew4 3.0631 1.08624 1.00 5.00  

Rew5 3.1765 1.21017 1.00 5.00  

Rew6 2.9928 1.12633 1.00 5.00  

Warmth 3.5099 .9997   0.513 

Warm1 3.9813 .83284 1.00 5.00  

Warm2 3.6657 .97314 1.00 5.00  

Warm3 3.2052 1.08388 1.00 5.00  

Warm4 3.1148 1.10304 1.00 5.00  

Warm5 3.5825 1.00538 1.00 5.00  

Support 3.3638 1.0005   0.387 

Supp1 3.0488 1.02297 1.00 5.00  

Supp2 3.3902 .99702 1.00 5.00  

Supp3 3.1736 1.14093 1.00 5.00  

Supp4 3.4448 .93628 1.00 5.00  

Supp5 3.7618 .90534 1.00 5.00  

Identity 3.5179 .9637   0.465 

Iden1 3.9340 .86017 1.00 5.00  
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Iden2 4.1406 .75641 1.00 5.00  

Iden3 3.0861 1.15398 1.00 5.00  

Iden4 2.9110 1.08443 1.00 5.00  

N=697 

4.6 Correlations 

Table 4.8 shows the inter item correlations while table 4.9 shows variable wise aggregate 

correlations. The correlations are significant if p<0.05* or p<0.01 **. In the table 4.8 which 

represents inter item correlations; taking charge is significantly correlated with each other with 

sig value p<0.01(**). Voice also has significant correlations with each other at sig value p<0.0. 

Individual innovation and problem prevention also has significant correlation within items at sig 

value p<0.01. Affective commitment is also highly correlated within item with sig value p<0.01. 

Psychological contract breach also has significant correlation with each item across the same 

variable with p<0.01 except PCB4 with PCB3 having correlation 0.049 and sig value p=0.196. 

Also in variable structure, Stru2 with Stru1 has insignificant correlation of 0.062 with p=0.103; 

Stru3 with Stru2 correlation 0.055 with p=0.150; Stru4 with Stru2 -0.025 with p=0.514;Stru5 

with Stru3 correlation 0.029 with p=0.447; Stru6 with Stru1 correlation 0.058 and p=0.124; 

Stru6 with Stru3 correlation 0.060 and p=0.114; Stru7 with Stru1 correlation 0.018 and p=0.635; 

Stru7 with Stru3 correlation 0.040 and p=0.287; Stru8 with Stru1 correlation -0.030 with 

p=0.422; Stru8 with Stru5 correlation 0.034 with p=0.365; Stru8 with Stru6 correlation 0.020 

with p=0.606 and Stru8 with Stru7 correlation 0.061 with p=0.108. Among the inter item 

correlations of variable Reward has few insignificant values such as of Rew4 with Rew1 

correlation -0.008 with p=0.825, Rew4 with Rew2 correlation -0.032 with p=0.392, Rew4 with 

Rew3 with correlation -0.054 with p=0.157, Rew5 with Rew1having correlation 0.061 with 

p=0.102, Rew5 with Rew2 correlation 0.016 with p=0.677, Rew5 with Rew3 correlation 0.070 

and p=0.064, Rew6 with Rew1correlation 0.004 with p=0.914, Rew6 with Rew2 correlation 
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0.002 with p=0.955, and Rew6 with Rew3 with correlation 0.036 with p=0.339. Warmth had few 

insignificant correlations too, including Warm3 with Warm2 correlation 0.024 with p=0.523, 

Warm4 with Warm1 correlation 0.051with p=0.18, Warm4 with Warm2 correlation -0.042 with 

p=0.27, Warm5 with Warm3 correlation 0.035 with p=0.353, Warm5 with Warm4 correlation -

0.011 with p=0.769. In the sub variable support, Supp2 with Supp1 correlation -0.041 had 

insignificant value p=0.277, Supp3 with Supp2 correlation 0.050 with p=0.185, Supp4 with 

Supp1 correlation 0.015 with p=0.696, Supp4 with Supp3 correlation -0.016 with p=0.675, 

Supp5 with Supp1 correlation -0.054 with p=0.153 and Supp5 with Supp3 correlation -0.004 

with p=0.907. Lastly, identity had two insignificant values; Iden3 with Iden1 correlation -0.002 

with p=0.968 and Iden3 with Iden2 correlation 0.008 with p=0.843. All the rest are highly 

correlated with their correlations and flagged (** for p<0.01 and * p<0.05). 

Table 4.8: Correlation Matrix 

    Mean SD 1 2 3 4 5 6 7 8 

1 Tak_Char1 4.1564 .83731 -               

2 Tak_Char2 4.1220 .79748 0.434** -             

3 Tak_Char3 4.0976 .83508 0.344** 0.269** -           

1 Voice1 3.6514 1.01163 -               

2 Voice2 3.5395 1.09148 0.418** -             

3 Voice3 3.9813 .79759 0.202** 0.215** - 
 
         

4 Voice4 4.0890 .84629 0.189** 0.135** 0.356** 
-
         

1 Ind_Inn1 4.1191 .86695 -               

2 Ind_Inn2 4.0445 .85737 0.519** -             

3 Ind_Inn3 3.8867 .87596 0.330** 0.382** -           

1 Pro_Prev1 3.7704 .94175 
-
 

 
             

2 Pro_Pre2 4.1420 .88160 0.269** 
-
 

 
           

3 Pro_Pre3 3.9354 .90186 0.202** 0.425** 
-
 

 
         

1 Aff_Com1 3.6714 1.15455 
-
 

 
 

 
 

 
 

 
       

2 Aff_Com2 4.2052 .83877 0.506** 
-
 

 
 

 
 

 
 

 
     

3 Aff_Com3 4.0861 .87497 0.381** 0.503** -           

4 Aff_Com4 3.7791 1.05317 0.485** 0.453** 0.471** -         

5 Aff_Com5 3.8666 .95034 0.397** 0.406** 0.375** 0.632** -       

6 Aff_Com6 4.0287 .89653 0.432** 0.510** 0.457** 0.555** 0.625** -     

1 PCB1 2.3185 .95238 - 
 
 

 
           

2 PCB2 2.2927 .87288 0.520** 
-
 

 
 

 
         

3 PCB3 2.3113 .89333 0.457** 0.589** -           

4 PCB4 2.7848 1.13697 0.095* 0.101** .049 -         
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5 PCB5 2.7963 1.18726 0.173* 0.182** 0.109** 0.583** -       

1 Stru1 3.8164 .92265 - 
 
             

2 Stru2 3.0703 1.13434 .062 
-
 

 
           

3 Stru3 3.8910 .88872 .527 .055 
-
 

 
         

4 Stru4 3.4232 .90667 .124 (-)0.025 .157 
-
 

 
       

5 Stru5 2.8737 1.03174 .107 .178 .029 (-)0.043 -       

6 Stru6 3.0086 1.09725 .058 .376 .060 (-)0.074 0.35 -     

7 Stru7 3.1765 1.17767 .018 .416 .040 .065 .205 0.32 -   

8 Stru8 2.6169 1.02464 (-)0.030 .021 (-)0.059 .089 .034 .020 0.061 - 

1 Rew1 3.8494 1.00657 -               

2 Rew2 3.5108 .91615 0.372** -             

3 Rew3 3.7661 .94297 0.508** 0.345** -           

4 Rew4 3.0631 1.08624 (-)0.008 (-)0.032 (-)0.054 -         

5 Rew5 3.1765 1.21017 .061 .016 .070 0.448** -       

6 Rew6 2.9928 1.12633 .004 .002 .036 0.186** 0.192** -     

1 Warm1 3.9813 .83284 -               

2 Warm2 3.6657 .97314 0.45** -             

3 Warm3 3.2052 1.08388 0.109** .024 -           

4 Warm4 3.1148 1.10304 .051 (-)0.042 0.591** -         

5 Warm5 3.5825 1.00538 0.269** 0.314** .035 (-)0.011 -       

1 Supp1 3.0488 1.02297 -               

2 Supp2 3.3902 .99702 (-)0.041 -             

3 Supp3 3.1736 1.14093 0.312** .050 -           

4 Supp4 3.4448 .93628 .015 0.380** (-)0.016 -         

5 Supp5 3.7618 .90534 (-)0.054 0.175** (-)0.004 0.347** -       

1 Iden1 3.9340 .86017 -               

2 Iden2 4.1406 .75641 0.535** -             

3 Iden3 3.0861 1.15398 (-)0.002 .008 -           

4 Iden4 2.9110 1.08443 0.106** 0.084* 0.401** -         

N=697, **p<0.01, *p<0.05 

After conducting the inter item correlations, the sub variables were summed up to get the across 

variables correlation. Table 4.9 shows the correlations across variables. The mean and standard 

deviations are also taken out of the aggregated variables. All the variables significantly 

correlated with each other. Affective commitment with Proactive work behaviour  correlation 

was 0.521(p<0.01), psychological contract breach with proactive work behaviour  correlation 

was -0.333 (p<0.001), psychological contract breach with affective commitment correlation was 

-0.374 (p<0.001), organizational climate with proactive work behaviour  correlation was 0.326 

(p<0.01), organizational climate with affective commitment correlation was 0.388 (p<0.001) and 

organizational climate with psychological contract breach correlation was -0.547 (p<0.001). 
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Table 4.9: Aggregate Correlations 

Variables Mean SD 1 2 3 4 

Proactive_Work_Behaviour 3.9642 .49581 -       

Affective_Commitment 3.9395 .72371 0.521** -     

Psychological_Contract_Breach 2.5007 .65759 (-)0.333** (-)0.374** -   

Organizational_Climate 3.3813 .39331 0.326** 0.388** (-)0.547** - 

N=697, **p<0.01, *p<0.05 

4.7 Frequencies 

Following tables (from Table 4.10 to 4.66) show the frequencies of each item within the 

study including all the frequencies of demographic variables. Tak_Char1, Tak_Char2, and 

Tak_Char3 belonged to taking charge sub variable of proactive work behaviour . 393 

respondents out of 697 agree with the statement “I try to bring about improved procedures in my 

workplace” of item Tak_Char1while 374 respondents agree with the statement “I try to institute 

new work methods that are more effective” of item Tak_Char2 and 348 respondents agree with 

the statement “I try to implement solutions to pressing organization problems” of item 

Tak_Char3. 

Table 4.10: Frequency Tak_Char1 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 18 2.6 2.6 2.6 

Disagree 19 2.7 2.7 5.3 

Neither Disagree Nor Agree 33 4.7 4.7 10.0 

Agree 393 56.4 56.4 66.4 

Strongly Agree 234 33.6 33.6 100.0 

Total 697 100.0 100.0  

 

Table 4.11: Frequency Tak_Char2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 8 1.1 1.1 1.1 

Disagree 22 3.2 3.2 4.3 

Neither Disagree Nor Agree 70 10.0 10.0 14.3 

Agree 374 53.7 53.7 68.0 

Strongly Agree 223 32.0 32.0 100.0 

Total 697 100.0 100.0  
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Table 4.12: Frequency Tak_Char3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 10 1.4 1.4 1.4 

Disagree 21 3.0 3.0 4.4 

Neither Disagree Nor Agree 89 12.8 12.8 17.2 

Agree 348 49.9 49.9 67.1 

Strongly Agree 229 32.9 32.9 100.0 

Total 697 100.0 100.0  
 

Voice1, Voice2, Voice3 and Voice 4 belonged to Voice, the second sub variable of proactive 

work behaviour. In the item Voice1 342 respondents agreed with the question “I communicate 

my views about work issues to others, even if they disagree with me”, 285 agreed with question 

“I speak up and encourage others to get involved with issues that affect me” of item Voice2, 392 

respondents out of 697 agreed with the statement “I am well informed about issues where my 

opinion might be useful” of item Voice3 and 352 respondents agreed with the statement “I speak 

up about new ideas or changes in procedures” of item Voice4. 

Table 4.13: Frequency Voice1 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 32 4.6 4.6 4.6 

Disagree 62 8.9 8.9 13.5 

Neither Disagree Nor Agree 142 20.4 20.4 33.9 

Agree 342 49.1 49.1 82.9 

Strongly Agree 119 17.1 17.1 100.0 

Total 697 100.0 100.0  
 

Table 4.14: Frequency Voice2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 35 5.0 5.0 5.0 

Disagree 95 13.6 13.6 18.7 

Neither Disagree Nor Agree 154 22.1 22.1 40.7 

Agree 285 40.9 40.9 81.6 

Strongly Agree 128 18.4 18.4 100.0 

Total 697 100.0 100.0  
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Table 4.15: Frequency Voice3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 6 .9 .9 .9 

Disagree 30 4.3 4.3 5.2 

Neither Disagree Nor Agree 102 14.6 14.6 19.8 

Agree 392 56.2 56.2 76.0 

Strongly Agree 167 24.0 24.0 100.0 

Total 697 100.0 100.0  

 

Table 4.16: Frequency Voice4 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 9 1.3 1.3 1.3 

Disagree 29 4.2 4.2 5.5 

Neither Disagree Nor Agree 80 11.5 11.5 16.9 

Agree 352 50.5 50.5 67.4 

Strongly Agree 227 32.6 32.6 100.0 

Total 697 100.0 100.0  

 

Ind_Inn1, Ind_Inn2, and Ind_Inn3 belonged to Individual Innovation, the third sub variable of 

proactive work behaviour. In the item Ind_Inn1 345 respondents agreed with the question “I try 

to generate creative ideas”, 355 agreed with question “I search out new techniques, technologies 

or product ideas” of item Ind_Inn2, 347 respondents out of 697 agreed with the statement “I 

promote and champion ideas to others” of item Ind_Inn3. 

Table 4.17: Frequency Ind_Inn1 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 14 2.0 2.0 2.0 

Disagree 23 3.3 3.3 5.3 

Neither Disagree Nor Agree 72 10.3 10.3 15.6 

Agree 345 49.5 49.5 65.1 

Strongly Agree 243 34.9 34.9 100.0 

Total 697 100.0 100.0  
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Table 4.18: Frequency Ind_Inn2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 12 1.7 1.7 1.7 

Disagree 25 3.6 3.6 5.3 

Neither Disagree Nor Agree 94 13.5 13.5 18.8 

Agree 355 50.9 50.9 69.7 

Strongly Agree 211 30.3 30.3 100.0 

Total 697 100.0 100.0  

 

Table 4.19: Frequency Ind_Inn3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 8 1.1 1.1 1.1 

Disagree 43 6.2 6.2 7.3 

Neither Disagree Nor Agree 134 19.2 19.2 26.5 

Agree 347 49.8 49.8 76.3 

Strongly Agree 165 23.7 23.7 100.0 

Total 697 100.0 100.0  

 

Pro_Prev1, Pro_Prev2, and Pro_Prev3 belonged to problem prevention, the fourth sub variable 

of proactive work behaviour. 331 respondents agreed with the question “I try to develop systems 

that are effective in the long run, even if they slow things down in the beginning” of Item 

Pro_Prev1, 329 agreed with question “I try to find the root cause of things that go wrong” of 

item Pro_Prev2, 360 respondents out of 697 agreed with the statement “I spend time planning 

how to prevent recurring problems” of item Pro_Prev3. 

Table 4.20: Frequency Pro_Prev1 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 15 2.2 2.2 2.2 

Disagree 56 8.0 8.0 10.2 

Neither Disagree Nor Agree 149 21.4 21.4 31.6 

Agree 331 47.5 47.5 79.1 

Strongly Agree 146 20.9 20.9 100.0 

Total 697 100.0 100.0  
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Table 4.21: Frequency Pro_Pre2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 14 2.0 2.0 2.0 

Disagree 25 3.6 3.6 5.6 

Neither Disagree Nor Agree 69 9.9 9.9 15.5 

Agree 329 47.2 47.2 62.7 

Strongly Agree 260 37.3 37.3 100.0 

Total 697 100.0 100.0  

 

Table 4.22: Frequency Pro_Pre3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 14 2.0 2.0 2.0 

Disagree 40 5.7 5.7 7.7 

Neither Disagree Nor Agree 103 14.8 14.8 22.5 

Agree 360 51.6 51.6 74.2 

Strongly Agree 180 25.8 25.8 100.0 

Total 697 100.0 100.0  

 

Aff_Com1, Aff_Com2, Aff_Com3, Aff_Com4, Aff_Com5 and Aff_Com6 belonged to Affective 

Commitment variable in the study. 230 respondents agreed with the question “I would be happy 

to work at my organization until I retire” of Item Aff_Com1, 342 agreed with question “I am 

proud to tell others I work at my organization” of item Aff_Com2, 332 respondents out of 697 

agreed with the statement “I feel that problems faced by my organization are also my problems” 

of item Aff_Com3. 285 respondents out of 697 agreed with the statement “I feel „emotionally 

attached‟ to this organization” of item Aff_Com4, 323 respondents agreed with the question 

“This organization has a great deal of personal meaning for me” of Item Aff_Com5 and 

322respondents agreed with the question “I feel a „strong‟ sense of belonging to my 

organization” of item Aff_Com6. 

All the statements of proactive behaviour and affective commitment were positive and most of 

the respondents agreed with positive statements, therefore it may be right to state that the 

managers who were part of the study were proactive and committed. 
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Table 4.23: Frequency Aff_Com1 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 43 6.2 6.2 6.2 

Disagree 64 9.2 9.2 15.4 

Neither Disagree Nor Agree 166 23.8 23.8 39.2 

Agree 230 33.0 33.0 72.2 

Strongly Agree 194 27.8 27.8 100.0 

Total 697 100.0 100.0  

 

Table 4.24: Frequency Aff_Com2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 13 1.9 1.9 1.9 

Disagree 20 2.9 2.9 4.7 

Neither Disagree Nor Agree 50 7.2 7.2 11.9 

Agree 342 49.1 49.1 61.0 

Strongly Agree 272 39.0 39.0 100.0 

Total 697 100.0 100.0  

 

Table 4.25: Frequency Aff_Com3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 10 1.4 1.4 1.4 

Disagree 31 4.4 4.4 5.9 

Neither Disagree Nor Agree 86 12.3 12.3 18.2 

Agree 332 47.6 47.6 65.9 

Strongly Agree 238 34.1 34.1 100.0 

Total 697 100.0 100.0  

 

Table 4.26: Frequency Aff_Com4 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 26 3.7 3.7 3.7 

Disagree 62 8.9 8.9 12.6 

Neither Disagree Nor Agree 138 19.8 19.8 32.4 

Agree 285 40.9 40.9 73.3 

Strongly Agree 186 26.7 26.7 100.0 

Total 697 100.0 100.0  
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Table 4.27: Frequency Aff_Com5 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 15 2.2 2.2 2.2 

Disagree 49 7.0 7.0 9.2 

Neither Disagree Nor Agree 130 18.7 18.7 27.8 

Agree 323 46.3 46.3 74.2 

Strongly Agree 180 25.8 25.8 100.0 

Total 697 100.0 100.0  

 

Table 4.28: Frequency Aff_Com6 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 13 1.9 1.9 1.9 

Disagree 27 3.9 3.9 5.7 

Neither Disagree Nor Agree 111 15.9 15.9 21.7 

Agree 322 46.2 46.2 67.9 

Strongly Agree 224 32.1 32.1 100.0 

Total 697 100.0 100.0  
 

PCB1, PCB2, PCB3, PCB4, and PCB5 belonged to Psychological Contract Breach variable in 

the study. Items PCB1, PCB2 and PCB3 were positive but the variable psychological contract 

breach is negative therefore they were reversed coded. 333 respondents disagreed with the 

question “Almost all the promises made to me by my employer during recruitment have not been 

kept so far” of Item PCB1, the responses were reversed to reflect the negativity of the variable 

itself.  361disagreed with question “My employer has not fulfilled all the promises made to me 

when I was hired” of item PCB2, again the responses were reversed to reflect the negativity of 

the variable itself. 347 respondents out of 697 disagreed with the statement “So far my employer 

has not done an excellent job of fulfilling its promises to me” of item PCB3 and here too the 

responses were reversed to reflect the negativity of the variable itself. 211 respondents out of 697 

agreed with the statement “I have not received everything promised to me in exchange for my 

contributions” of item PCB4, this item was already negative therefore there was no need to 

reverse code it. Lastly, 206respondents agreed with the question “My employer has broken many 
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of its promises to me even though I've upheld my end of the deal” of Item PCB5. This item also 

was already negative therefore there was no need to reverse code it. 3 items were positive and 

reversed while 2 items were negative so no need to reverse them. 

Table 4.29: Frequency PCB1 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 121 17.4 17.4 17.4 

Disagree 333 47.8 47.8 65.1 

Neither Disagree Nor Agree 162 23.2 23.2 88.4 

Agree 62 8.9 8.9 97.3 

Strongly Agree 19 2.7 2.7 100.0 

Total 697 100.0 100.0  

 

Table 4.30: Frequency PCB2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 105 15.1 15.1 15.1 

Disagree 361 51.8 51.8 66.9 

Neither Disagree Nor Agree 163 23.4 23.4 90.2 

Agree 58 8.3 8.3 98.6 

Strongly Agree 10 1.4 1.4 100.0 

Total 697 100.0 100.0  

 

Table 4.31: Frequency PCB3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 106 15.2 15.2 15.2 

Disagree 347 49.8 49.8 65.0 

Neither Disagree Nor Agree 183 26.3 26.3 91.2 

Agree 43 6.2 6.2 97.4 

Strongly Agree 18 2.6 2.6 100.0 

Total 697 100.0 100.0  

 

Table 4.32: Frequency PCB4 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 94 13.5 13.5 13.5 

Disagree 211 30.3 30.3 43.8 

Neither Disagree Nor Agree 191 27.4 27.4 71.2 

Agree 153 22.0 22.0 93.1 

Strongly Agree 48 6.9 6.9 100.0 

Total 697 100.0 100.0  
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Table 4.33: Frequency PCB5 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 104 14.9 14.9 14.9 

Disagree 206 29.6 29.6 44.5 

Neither Disagree Nor Agree 173 24.8 24.8 69.3 

Agree 156 22.4 22.4 91.7 

Strongly Agree 58 8.3 8.3 100.0 

Total 697 100.0 100.0  

 

Stru1, Stru2, Stru3, Stru4, Stru5, Stru6, Stru7, and Stru8 belonged to Structure which is the first 

sub variable of Organizational Climate in the study.  

Stru1, Stru3, Stru4 were positive questions about structure while the Stru2, Stru5, Stru6, Stru7, 

and Stru8 were negative but the variable organizational climate is positive therefore they were 

reversed coded. 401 respondents agreed with the question “The jobs in my organization are 

clearly defined and logically structured” of Item Stru1. 197 agreed with question “It is 

sometimes clear who has the formal authority to make a decision” of item Stru2, the responses 

were reversed to reflect the positivity of the variable. 398 respondents out of 697 agreed with the 

statement “The policies and structure have been clearly explained” of item Stru3, this item was 

already positive therefore there was no need to reverse code it. 279 respondents out of 697 

agreed with the statement “Red-tape is kept to a minimum in my organization” of item Stru4, 

this item was also positive therefore there was no need to reverse code it. 248respondents neither 

agreed nor disagreed with the question “Excessive rules, administrative details, and red-tape does 

not make it difficult for new and original ideas to receive consideration” of Item Stru5, the 

responses were reversed to reflect the positivity of the variable. 217respondents out of 697 

agreed with the statement “My productivity sometimes does not suffer from lack of organization 

and planning.” of item Stru6 and again the responses were reversed to reflect the positivity of the 

variable. 235 respondents out of 697 agreed with the statement “In some of the projects I‟ve been 
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on, I have been sure exactly who my boss was” of item Stru7 and here too the responses were 

reversed to reflect the positivity of the variable. 319 respondents out of 697 disagreed with the 

statement “The management is so concerned about formal authority, but concentrates on getting 

the right people together to do the job” of item Stru8 and here too the responses were reversed to 

reflect the positivity of the variable. 

3 items were positive while 5 were negative and therefore reversed so that structure would be 

positive under organizational climate. 

Table 4.34: Frequency Stru1 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 22 3.2 3.2 3.2 

Disagree 48 6.9 6.9 10.0 

Neither Disagree Nor Agree 96 13.8 13.8 23.8 

Agree 401 57.5 57.5 81.3 

Strongly Agree 130 18.7 18.7 100.0 

Total 697 100.0 100.0  

 

Table 4.35: Frequency Stru2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 55 7.9 7.9 7.9 

Disagree 186 26.7 26.7 34.6 

Neither Disagree Nor Agree 185 26.5 26.5 61.1 

Agree 197 28.3 28.3 89.4 

Strongly Agree 74 10.6 10.6 100.0 

Total 697 100.0 100.0  

 

Table 4.36: Frequency Stru3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 20 2.9 2.9 2.9 

Disagree 33 4.7 4.7 7.6 

Neither Disagree Nor Agree 98 14.1 14.1 21.7 

Agree 398 57.1 57.1 78.8 

Strongly Agree 148 21.2 21.2 100.0 

Total 697 100.0 100.0  
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Table 4.37: Frequency Stru4 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 19 2.7 2.7 2.7 

Disagree 78 11.2 11.2 13.9 

Neither Disagree Nor Agree 255 36.6 36.6 50.5 

Agree 279 40.0 40.0 90.5 

Strongly Agree 66 9.5 9.5 100.0 

Total 697 100.0 100.0  

 

Table 4.38: Frequency Stru5 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 61 8.8 8.8 8.8 

Disagree 197 28.3 28.3 37.0 

Neither Disagree Nor Agree 248 35.6 35.6 72.6 

Agree 151 21.7 21.7 94.3 

Strongly Agree 40 5.7 5.7 100.0 

Total 697 100.0 100.0  

 

Table 4.39: Frequency Stru6 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 58 8.3 8.3 8.3 

Disagree 193 27.7 27.7 36.0 

Neither Disagree Nor Agree 180 25.8 25.8 61.8 

Agree 217 31.1 31.1 93.0 

Strongly Agree 49 7.0 7.0 100.0 

Total 697 100.0 100.0  
 

Table 4.40: Frequency Stru7 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 53 7.6 7.6 7.6 

Disagree 184 26.4 26.4 34.0 

Neither Disagree Nor Agree 136 19.5 19.5 53.5 

Agree 235 33.7 33.7 87.2 

Strongly Agree 89 12.8 12.8 100.0 

Total 697 100.0 100.0  
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Table 4.41: Frequency Stru8 

 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 65 9.3 9.3 9.3 

Disagree 319 45.8 45.8 55.1 

Neither Disagree Nor Agree 167 24.0 24.0 79.1 

Agree 110 15.8 15.8 94.8 

Strongly Agree 36 5.2 5.2 100.0 

Total 697 100.0 100.0  

 

Rew1, Rew2, Rew3, Rew4, Rew5and Rew6 belonged to Reward which is the second sub 

variable of Organizational Climate in the study.  

Rew1, Rew2, Rew3 were positive questions about reward while the Rew4, Rew5, and Rew6, 

were negative but the variable organizational climate is positive therefore they were reversed 

coded. 

339 respondents agreed with the question “We have a promotion system that helps the best 

performer to rise to the top” of Item Rew1. 307 agreed with question “The rewards and 

encouragements I get usually outweigh the threats and the criticism” of item Rew2. 366 

respondents out of 697 agreed with the statement “In my organization people are rewarded in 

proportion to their job performance” of item Rew3; these 3 items were already positive therefore 

there was no need to reverse code it. 218 respondents out of 697 neither agreed nor disagreed 

with the statement “There is not a great deal of criticism in my organization” of item Rew4, the 

responses were reversed to reflect the positivity of the variable. 235 respondents agreed with the 

question “There is enough reward and recognition given in my organization for doing good 

work” of Item Rew5, the responses were reversed to reflect the positivity of the variable. 

210respondents out of 697 neither agreed nor disagreed with the statement “If I make a mistake I 

will not be punished in my organization” of item Rew6 and again the responses were reversed to 

reflect the positivity of the variable. 
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3 items were positive while 3 were negative and therefore reversed so that reward would be 

positive under organizational climate. 

Table 4.42: Frequency Rew1 

 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 21 3.0 3.0 3.0 

Disagree 65 9.3 9.3 12.3 

Neither Disagree Nor Agree 92 13.2 13.2 25.5 

Agree 339 48.6 48.6 74.2 

Strongly Agree 180 25.8 25.8 100.0 

Total 697 100.0 100.0  

 

Table 4.43: Frequency Rew2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 17 2.4 2.4 2.4 

Disagree 75 10.8 10.8 13.2 

Neither Disagree Nor Agree 219 31.4 31.4 44.6 

Agree 307 44.0 44.0 88.7 

Strongly Agree 79 11.3 11.3 100.0 

Total 697 100.0 100.0  
 

Table 4.44: Frequency Rew3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 19 2.7 2.7 2.7 

Disagree 58 8.3 8.3 11.0 

Neither Disagree Nor Agree 122 17.5 17.5 28.6 

Agree 366 52.5 52.5 81.1 

Strongly Agree 132 18.9 18.9 100.0 

Total 697 100.0 100.0  

 

Table 4.45: Frequency Rew4 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 53 7.6 7.6 7.6 

Disagree 169 24.2 24.2 31.9 

Neither Disagree Nor Agree 218 31.3 31.3 63.1 

Agree 195 28.0 28.0 91.1 

Strongly Agree 62 8.9 8.9 100.0 

Total 697 100.0 100.0  
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Table 4.46: Frequency Rew5 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 65 9.3 9.3 9.3 

Disagree 170 24.4 24.4 33.7 

Neither Disagree Nor Agree 133 19.1 19.1 52.8 

Agree 235 33.7 33.7 86.5 

Strongly Agree 94 13.5 13.5 100.0 

Total 697 100.0 100.0  
 

Table 4.47: Frequency Rew6 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 63 9.0 9.0 9.0 

Disagree 186 26.7 26.7 35.7 

Neither Disagree Nor Agree 210 30.1 30.1 65.9 

Agree 169 24.2 24.2 90.1 

Strongly Agree 69 9.9 9.9 100.0 

Total 697 100.0 100.0  

 

Warm1, Warm2, Warm3, Warm4, and Warm5 belonged to warmth which is the third sub 

variable of Organizational Climate in the study. Warm1, Warm2,and Warm5 were positive 

questions about warmth while the Warm3 and Warm4were negative but the variable 

organizational climate is positive therefore they were reversed coded. 

390 respondents agreed with the question “A friendly atmosphere prevails among the people in 

my organization” of Item Warm1. 348 agreed with question “My organization has a relaxed, 

easy-going working climate” of item Warm2. 256 respondents out of 697 agreed with the 

statement “It‟s not very hard to get to know people in my organization” of item Warm3, the 

responses were reversed to reflect the positivity of the variable. 223 respondents out of 697 

agreed with the statement “People in my organization don‟t tend to be distant towards each 

other” of item Warm4, the responses were reversed to reflect the positivity of the variable. 284 

respondents agreed with the question “There is a lot of warmth in the relationships between 

management and workers in my organization” of Item Warm5.  
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Table 4.48: Frequency Warm1 

 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 10 1.4 1.4 1.4 

Disagree 32 4.6 4.6 6.0 

Neither Disagree Nor Agree 92 13.2 13.2 19.2 

Agree 390 56.0 56.0 75.2 

Strongly Agree 173 24.8 24.8 100.0 

Total 697 100.0 100.0  

 

Table 4.49: Frequency Warm2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 20 2.9 2.9 2.9 

Disagree 76 10.9 10.9 13.8 

Neither Disagree Nor Agree 137 19.7 19.7 33.4 

Agree 348 49.9 49.9 83.4 

Strongly Agree 116 16.6 16.6 100.0 

Total 697 100.0 100.0  

 

Table 4.50: Frequency Warm3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 38 5.5 5.5 5.5 

Disagree 171 24.5 24.5 30.0 

Neither Disagree Nor Agree 165 23.7 23.7 53.7 

Agree 256 36.7 36.7 90.4 

Strongly Agree 67 9.6 9.6 100.0 

Total 697 100.0 100.0  

 

Table 4.51: Frequency Warm4 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 44 6.3 6.3 6.3 

Disagree 189 27.1 27.1 33.4 

Neither Disagree Nor Agree 174 25.0 25.0 58.4 

Agree 223 32.0 32.0 90.4 

Strongly Agree 67 9.6 9.6 100.0 

Total 697 100.0 100.0  
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Table 4.52: Frequency Warm5 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 23 3.3 3.3 3.3 

Disagree 76 10.9 10.9 14.2 

Neither Disagree Nor Agree 192 27.5 27.5 41.8 

Agree 284 40.7 40.7 82.5 

Strongly Agree 122 17.5 17.5 100.0 

Total 697 100.0 100.0  

 

Supp1, Supp2, Supp3, Supp4, and Supp5 belonged to support which is the fourth sub variable of 

Organizational Climate in the study. Supp2, Supp4, and Supp5 were positive questions about 

support while the Supp1and Supp3were negative but the variable organizational climate is 

positive therefore they were reversed coded.240 respondents neither agreed nor disagreed with 

the question “I get much sympathy from higher-ups if I make a mistake” of Item Supp1, the 

responses were reversed to reflect the positivity of the variable. 322 agreed with question 

“Management makes an effort to talk to me about my career aspirations” of item Supp2. 241 

respondents out of 697 agreed with the statement “People in my organization really trust each 

other” of item Supp3, the responses were reversed to reflect the positivity of the variable. 314 

respondents out of 697 agreed with the statement “The philosophy of our management 

emphasizes the human factor, how people feel, etc” of item Supp4. 284 respondents agreed with 

the question “When I am on a difficult assignment I can usually count on getting assistance from 

my boss and co-workers” of Item Warm5.  

Table 4.53: Frequency Supp1 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 41 5.9 5.9 5.9 

Disagree 175 25.1 25.1 31.0 

Neither Disagree Nor Agree 240 34.4 34.4 65.4 

Agree 191 27.4 27.4 92.8 

Strongly Agree 50 7.2 7.2 100.0 

Total 697 100.0 100.0  
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Table 4.54: Frequency Supp2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 30 4.3 4.3 4.3 

Disagree 112 16.1 16.1 20.4 

Neither Disagree Nor Agree 172 24.7 24.7 45.1 

Agree 322 46.2 46.2 91.2 

Strongly Agree 61 8.8 8.8 100.0 

Total 697 100.0 100.0  

 

Table 4.55: Frequency Supp3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 52 7.5 7.5 7.5 

Disagree 170 24.4 24.4 31.9 

Neither Disagree Nor Agree 157 22.5 22.5 54.4 

Agree 241 34.6 34.6 89.0 

Strongly Agree 77 11.0 11.0 100.0 

Total 697 100.0 100.0  

 

Table 4.56: Frequency Supp4 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 20 2.9 2.9 2.9 

Disagree 94 13.5 13.5 16.4 

Neither Disagree Nor Agree 204 29.3 29.3 45.6 

Agree 314 45.1 45.1 90.7 

Strongly Agree 65 9.3 9.3 100.0 

Total 697 100.0 100.0  

 

Table 4.57: Frequency Supp5 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 15 2.2 2.2 2.2 

Disagree 53 7.6 7.6 9.8 

Neither Disagree Nor Agree 139 19.9 19.9 29.7 

Agree 366 52.5 52.5 82.2 

Strongly Agree 124 17.8 17.8 100.0 

Total 697 100.0 100.0  

 

Lastly, Iden1, Iden2, Iden3, and Iden4 belonged to support which is the fifth sub variable of 

Organizational Climate. Iden1 and Iden2 were positive questions about identity while the Iden3 
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and Iden4 were negative but the variable organizational climate is positive therefore they were 

reversed coded.367 respondents agreed with the question “People are proud of belonging to my 

organization” of Item Iden1 while 389 agreed with question “I feel that I am a member of a well-

functioning team” of item Iden2. 216 respondents out of 697 agreed with the statement “There 

isn‟t a high amount of personal loyalty to the company” of item Iden3, the responses were 

reversed to reflect the positivity of the variable. 221 respondents out of 697 agreed with the 

statement “People look out for their own interests” of item Iden4, the responses were reversed to 

reflect the positivity of the variable. 

Table 4.58: Frequency Iden1 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 13 1.9 1.9 1.9 

Disagree 28 4.0 4.0 5.9 

Neither Disagree Nor Agree 120 17.2 17.2 23.1 

Agree 367 52.7 52.7 75.8 

Strongly Agree 169 24.2 24.2 100.0 

Total 697 100.0 100.0  
 

Table 4.59: Frequency Iden2 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 7 1.0 1.0 1.0 

Disagree 16 2.3 2.3 3.3 

Neither Disagree Nor Agree 67 9.6 9.6 12.9 

Agree 389 55.8 55.8 68.7 

Strongly Agree 218 31.3 31.3 100.0 

Total 697 100.0 100.0  

 

Table 4.60: Frequency Iden3 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 58 8.3 8.3 8.3 

Disagree 188 27.0 27.0 35.3 

Neither Disagree Nor Agree 161 23.1 23.1 58.4 

Agree 216 31.0 31.0 89.4 

Strongly Agree 74 10.6 10.6 100.0 

Total 697 100.0 100.0  
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Table 4.61: Frequency Iden4 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly Disagree 63 9.0 9.0 9.0 

Disagree 201 28.8 28.8 37.9 

Neither Disagree Nor Agree 221 31.7 31.7 69.6 

Agree 159 22.8 22.8 92.4 

Strongly Agree 53 7.6 7.6 100.0 

Total 697 100.0 100.0  

 

Table 4.62 to 4.66 shows the demographics of the respondents in the study. Table 4.62 represents 

the gender in the study; there were 82 females and 615 males as Pakistan is a male dominant 

society. According to table 4.63, there were 680 private and 17 public organizations in the study. 

The third demographic variable and also the moderating variable was experience or tenure. Table 

4.64 shows frequency of experience of managers, none of the managers had less than one year 

experience, 495 managers had experience between one and nine years while 202 managers had 

more than nine years of experience in their respective organizations. Therefore this variable 

became a dichotomous variable automatically. Table 4.65 shows the data about the age of the 

managers in the study. 46 respondents were aged 25 or less, 146 respondents were aged between 

26 to 30 years, 191 respondents were aged between 31 to 35 years, 103 respondents were aged 

between 36 to 40 years, 97 respondents were aged between 41 to 45 years and lastly 114 

respondents were aged more than 45 years. The last table 4.66 represents the frequencies of 

different sectors in which the study was conducted.172 managers were from pharmaceutical 

sector, 214 were from banking sector, 170 were from education sector and 141 were from textile 

sector. If we combine them into service or manufacturing sectors then two of them belong to 

service sector while two belong to manufacturing sector. 313 were from manufacturing sector 

(pharmaceutical and textile) while 384 were from the service sector (education and banking 
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sector). The pie diagram (Figure 4.1) also shows this division of 697 respondents across four 

sectors.  

Table 4.62: Frequency Gender 

 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Male 615 88.2 88.2 88.2 

Female 82 11.8 11.8 100.0 

Total 697 100.0 100.0  

 

Table 4.63: Frequency Organization 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Public 17 2.4 2.4 2.4 

Private 680 97.6 97.6 100.0 

Total 697 100.0 100.0  

 

Table 4.64: Frequency Experience 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Less than 1 Year 0 0 0 0 

1 To 9 Years 495 71.0 71.0 71.0 

More than 9 Years 202 29.0 29.0 100.0 

Total 697 100.0 100.0  

 

Table 4.65: Frequency Age 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 25 years or less 46 6.6 6.6 6.6 

26 to 30 years 146 20.9 20.9 27.5 

31 to 35 years 191 27.4 27.4 54.9 

36 to 40 years 103 14.8 14.8 69.7 

41 to 45 years 97 13.9 13.9 83.6 

more than 45 years 114 16.4 16.4 100.0 

Total 697 100.0 100.0  
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Table 4.66: Frequency Sector 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid Pharmaceutical 172 24.7 24.7 24.7 

Banking 214 30.7 30.7 55.4 

Education 170 24.4 24.4 79.8 

Textile 141 20.2 20.2 100.0 

Total 697 100.0 100.0  

 

Figure 4.1: Pie Chart of sector wise distribution of data sample 

 

 

 

 

 

 

 

 

 

The next step was to run Exploratory Factor Analysis in SPSS but there was no need to run it as 

all the variables and sub variables have been taken from already established measures for 

assessing the constructs conceptualized in this study. All these measures had good reliabilities in 

previous studies as mentioned in chapter 3 of the dissertation therefore only confirmatory factor 

analysis is required to confirm each of the factors or variables of the study. 

4.8 Confirmatory Factor Analysis 

Confirmatory factor analysis can be used to analyze the fit of proposed measurement 

model. CFA was applied to analyze the fitness of the measurement model for the construct 
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altogether in Amos 19. Firstly, factor structure was analyzed for the 52 items in the study (i.e. 

excluding demographic and moderating variable experience or tenure). As there were various 

sub variables of construct “Proactive work behaviour” and “Organizational Climate” therefore 

second order CFA was conducted for all the items altogether. Secondly, construct reliabilities, 

convergent validities and discriminant validities of the constructs were measured.  

For the estimation of parameters, several goodness of fit statistics were employed such as, Chi-

square (χ2), Comparative Fit Index (CFI), Root Mean Square Error of Approximation(RMSEA), 

Goodness-of-fit Index (GFI), Tucker-Lewis Index (TLI), and CMIN/DF were employed. This 

study has used these fit indices because they have been frequently used for reporting results of 

SEM in various studies and were recommended by Schreiber et al., (2006). Table 4.67 provides a 

list of these fit indices and their threshold values. These threshold values are recommended by 

Byrne (2010) and Kline (2011). Also in this table, the threshold values of construct reliabilities, 

convergent and discriminant validities have also been provided (Hair et al., 2010). 

Firstly, Chi-square test measures the closeness of fit and identifies if the sample has been taken 

from the population or not (Gaur & Gaur, 2006).  Further, the chi square difference test shows 

that an insignificant difference in chi-square between the measurement model and theoretical 

structural model reflects that this model is properly fit into the sample data. Secondly, 

Comparative Fit Index (CFI) measures complete co-variation in the data. Value which is greater 

than >.90 indicates an acceptable fit of the model to the data. Thirdly, Root Mean Square Error 

of Approximation (RMSEA) is the difference per degree of freedom and should have values 

below .06which indicates acceptability level and a good fit. It is in terms of population. 

Additionally, values up to .08 are also appropriate. The fourth index is Goodness of Fit Index 

(GFI) which offers an overall degree of acceptability and fit and values >=0.95represents a 
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perfect fit. The fifth index is known as Tucker-Lewis Index (TLI) whose values must also be > 

0.9 to reflect a good fit. Lastly, Normed-Chi square (CMIN/df) in which ratio of x
2
(chi square) to 

df (degrees of freedom) should be ≤ 2 or 3 according to Hair et al (2010). 

Table 4.67: Fit Indices with Threshold Values 

 

Indexes  Shorthand General rule for acceptable fit if data are continuous  

      

Absolute/predictive fit 

Chi-square χ2 Lower value shows good model fit 

Normed Chi-square χ2/df Ratio of χ2 to df ≤ 2 or 3 

      

Comparative fit Comparison to a baseline (independence) or other model 

      

Tucker–Lewis index   TLI ≥ .95 can be 0 > TLI > 1 for acceptance 0.96 

Comparative fit index  CFI ≥ .95 for acceptance 0.95 

      

Other 

Goodness-of-fit index   GFI ≥ .95 

Root mean square error of 

approximation  

RMSEA < .06 to .08 with confidence interval < .06 

Source: Adapted from Hair et al, (2010) 

As far as the sample size is concerned; there is a general rule of thumb according to (Hair, et al., 

2010) that five observations must be there for each estimated parameter. SEM assumptions 

require at least a sample of 100 to 400 respondents, because analysis of small samples is 

skeptical and lacks power (Reisinger, et al., 2006). The sample size (N=697) is therefore in 

accordance with the recommended size. 

Second order confirmatory factor analysis was conducted to confirm the eleven latent constructs 

out of which five belonged to Organizational Climate Construct, and four belonged to proactive 

work behaviour  latent construct, and two latent construct did not have their second order form 

namely; “Psychological contract breach” and “Affective Commitment”. There were total 52 

observed variables. Figure 4.2 shows the first hypothesized measurement model that was created 

to run second order CFA. The CFA model was run few times in order to improve the goodness 
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of the fit indices i.e. CMIN/DF, TLI, CFI, GFI, RMSEA, and Chi Square. Figure 4.3 shows the 

hypothesized model with standardized coefficients. 

Table 4.68 summarizes the measurement model with various specifications; the final 

hypothesized model. It also represents the values of chi square x2, degrees of freedom df, 

CMIN/DF, GFI, TLI, CFI and RMSEA. The final measurement model is a good fit.  

In the first model; Chi Square =5166.286 (p value <0.01) with degrees of freedom 1259, the 

goodness of fit indices CMIN/DF=4.103 (must be < 3), TLI=0.606(must be >= 0.95; Schreiber, 

Stage, King, Nora, Barlow, 2006), CFI=0.626(must be >= 0.95; Schreiber, Stage, King, Nora, 

Barlow, 2006), GFI= 0.667(>=0.95; Schreiber, Stage, King, Nora, Barlow, 2006), 

RMSEA=0.067 (must be <0.06 to 0.08; Schreiber, Stage, King, Nora, Barlow, 2006). All the fit 

indices were not good enough as they were all out of the acceptable threshold.  

The regression weights of all the paths were checked and it was found that few items had 

insignificant values in regression estimates in Amos output; such as Stru7 (p=0.101>0.05) Stru6 

(p=0.055>0.05), Rew4 (p=0.266>0.05), Rew6 (p=0.746>0.05), Warm4 (p=0.411>0.05), Supp1 

(p=0.762>0.05), Supp3 (p=0.110>0.05), and Iden3 (p=0.470>0.05). All these items were 

therefore removed.  
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Figure 4.2: Hypothesized Measurement Model 
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Figure 4.3: Hypothesized Model with standardized coefficients; CFI=4.103; RMSEA=0.067, 

Chi-square=5166.286 df =1259; e= error 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 4.68: Summary of Models 

  x2 df CMIN/DF GFI TLI CFI RMSEA 

Measurement MODEL 1 5166.286 1259 4.103 0.667 0.606 0.626 0.067 

Measurement MODEL 2 3131.650 930 3.367 0.798 0.731 0.748 0.058 

Measurement MODEL 3 2447.7 804 3.044 0.843 0.784 0.799 0.054 

Measurement MODEL 4 946.789 419 2.260 0.917 0.912 0.920 0.043 

Measurement MODEL 5 854 362 2.359 0.919 0.913 0.922 0.044 

Hypothesized Measurement Model 734.11 356 2.062 0.930 0.932 0.940 0.039 
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The model was run the second time. In the second model; Chi Square =3131.650 (p value <0.01) 

with degrees of freedom 930, the goodness of fit indices CMIN/DF=3.367 (must be < 3), 

TLI=0.731 (must be >= 0.95; Schreiber, Stage, King, Nora, Barlow, 2006), CFI=0.748(must be 

>= 0.95; Schreiber, Stage, King, Nora, Barlow, 2006), GFI= 0.798( >=0.95; Schreiber, Stage, 

King, Nora, Barlow, 2006), RMSEA=0.058 (must be <0.06 to 0.08; Schreiber, Stage, King, 

Nora, Barlow, 2006). All the fit indices were not good enough except RMSEA as they were all 

out of the acceptable threshold.  

The regression weights of all the paths were checked and it was found that few items had 

insignificant values in regression estimates in Amos output; such as Stru2 (p=0.101>0.05) Stru5 

(p=0.066>0.05) and Supp3 (p=0.154). All these items were therefore removed.  

The model was run the third time. In the third model re-specification; Chi Square =2447.7 (p 

value <0.01) with degrees of freedom 804 , the goodness of fit indices CMIN/DF= 3.044 (must 

be < 3), TLI= 0.784 (must be >= 0.95; Schreiber, Stage, King, Nora, Barlow, 2006), CFI=0.799 

(must be >= 0.95; Schreiber, Stage, King, Nora, Barlow, 2006), GFI= 0.843 (>=0.95; Schreiber, 

Stage, King, Nora, Barlow, 2006), RMSEA= 0.054 (must be <0.06 to 0.08; Schreiber, Stage, 

King, Nora, Barlow, 2006). All the fit indices were not good enough except RMSEA as they 

were all out of the acceptable threshold.  

The regression weights of the entire paths had significant p values. Further all the standardized 

regression weights were checked (threshold value >0.5) and few values did not have values 

greater than 0.5. After inspection, it was found that Voice1=0.398, Voice2=0.322, Pro_pre1= 

0.445, PCB4=0.139, PCB5=0.209, Stru4=0.246, Stru8=-0.096, Rew5=0.090, Warm3=0.101, 

Supp5=0.470, and Iden4=0.112 therefore all these items were removed. 
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The model was re-run after making changes for the fourth time. In the fourth measurement 

model; Chi Square =946.789 (p value <0.01) with degrees of freedom 419 , the goodness of fit 

indices CMIN/DF= 2.260 (must be < 3), TLI= 0.912 (must be >= 0.95; Schreiber, Stage, King, 

Nora, Barlow, 2006), CFI=0.920 (must be >= 0.95; Schreiber, Stage, King, Nora, Barlow, 2006), 

GFI= 0.917 (>=0.95; Schreiber, Stage, King, Nora, Barlow, 2006), RMSEA= 0.043 (must be 

<0.06 to 0.08; Schreiber, Stage, King, Nora, Barlow, 2006). All the fit indices were good enough 

as they were all at least close to the acceptable threshold.  

The regression weights of the entire paths had significant p values. Further all the standardized 

regression weights were checked (threshold value >0.5) and all the values had greater than 0.5 

except Tak_Char3=0.484 and Rew2=0.492. Therefore both these items were removed. 

The fifth time the model was run and all the values were again reviewed. Chi Square =854.004 

(p value <0.01) with degrees of freedom 362 , the goodness of fit indices CMIN/DF= 2.359 

(must be < 3), TLI= 0.913 (must be >= 0.95; Schreiber, Stage, King, Nora, Barlow, 2006), 

CFI=0.922 (must be >= 0.95; Schreiber, Stage, King, Nora, Barlow, 2006), GFI= 0.919 (>=0.95; 

Schreiber, Stage, King, Nora, Barlow, 2006), RMSEA= 0.044 (must be <0.06 to 0.08; Schreiber, 

Stage, King, Nora, Barlow, 2006). All the fit indices were good enough as they were all at least 

close to the acceptable threshold.  

The regression weights of the entire paths had significant p values. Further all the standardized 

regression weights were checked (threshold value >0.5) and all the values had greater than 0.5. 

Moreover Modification Indices were checked, between the error terms of items within same 

constructs were extremely correlating with one another and also had values above 10 

(threshold<10); (i.e.) e16-e18 with MI from 21.672 between items Affec_com3 and Affec_com5, 

e17-e18 with MI 38.469 from Affec_com4 and Affec_com5, e18-e19 with MI 22.516 from 
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Affec_com5and Affec_com6, e15-e18 with MI 27.465 from Affec_com2 and Affec_com5, e15-

e16 with MI 14.373 from Affec_com2 and Affec_com3 and e14-e15 with MI 18.505 from 

Affec_com1 and Affec_com2 . All the error terms in their corresponding constructs were 

correlated using the correlation symbol. After correlating the error terms, the model was run 

again. 

Finally the model was run sixth and final time for CFA analysis in AMOS. Chi Square =734.11 

(p value <0.01) with degrees of freedom 356 , the goodness of fit indices CMIN/DF= 2.062 

(must be < 3), TLI= 0.932 (must be >= 0.95; Schreiber, Stage, King, Nora, Barlow, 2006), 

CFI=0.940 (must be >= 0.95; Schreiber, Stage, King, Nora, Barlow, 2006), GFI= 0.930 (>=0.95; 

Schreiber, Stage, King, Nora, Barlow, 2006), RMSEA= 0.039 (must be <0.06 to 0.08; Schreiber, 

Stage, King, Nora, Barlow, 2006). All the values improved; however TLI and CFI were still less 

than 0.95 but the fit indices were good according to Schreiber, Stage, King, Nora, Barlow (2006) 

(table 75); as they were all closer to the acceptable threshold.   

All the paths were significant, all standardized regression weights were greater than 0.5, Chi- 

square value was significant at p=0.000, all the goodness of fit indices showed good threshold 

values and the model of CFA was a good fit and finally all the modification indices in which 

error variance of same construct items correlated were then correlated in the model therefore the 

sixth model is the final hypothesized model which will be further taken for structural analysis 

(mediation through bootstrapping) and subsequently in the Process macro of Hayes (2013) for 

moderated mediation.  
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Figure 4.4: Final Hypothesized Model; CFA=0.940, RMSEA=0.039, Chi-square= 734.1, df 

=356, e=error 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4.4represents the final hypothesized measurement model generated in AMOS 18 after the 

re-specifications. The figure above represents the association among observed and latent 

variables.  

Organizational climate had 5 latent variables; Structure had two observed variables in the final 

measurement model namely Stru1 and Stru3, Reward had two observed variables in the final 

measurement model i.e. Rew1 and Rew3, Warmth had three observed variables left known as; 

Warm1, Warm2 and Warm5, Support had two observed variables left in the final measurement 
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model which were, Supp2 and Supp4 and Identity had Iden1 and Iden2 as the two observed 

variables in the final model. Proactive work behaviour had 4 latent variables; Taking charge had 

two observed variables in the final measurement model which were Tak_Char1 and Tak_Char2; 

Voice also had two observed variables Voice3 and Voice4; Individual innovation had three 

observed variables Ind_Inn1, Ind_Inn2 and Ind_Inn3 and Problem Prevention had two observed 

variables left in the final measurement model namely; Pro_Pre2 and Pro_Pre3. Besides these 

there were two more latent variables named affective commitment and psychological contract 

breach which was explained 9 observed variables. Affective commitment had six observed 

variables namely; Aff_Com1, Aff_Com2, Aff_Com3, Aff_Com3, Aff_Com4, Aff_Com5 and 

Aff_Com6. Psychological contract breach had three observed variables PCB1, PCB2 and PCB3. 

A total of 29 observed variables have been attained after running confirmatory factor analysis. 23 

items or observed variables have been removed either due to their insignificancy, or due to the 

fact that its standardized coefficient was not greater than 0.5. The table 4.69 below shows the 

standardized, and unstandardized coefficients (betas) and the standard errors (SE) of the first 

order CFA for each of the observed variables retained which explain the latent or endogenous 

variables in the final hypothesized measurement model while table 4.70 represents the 

standardized and unstandardized coefficients and the standard errors of the second order latent 

variables in the final hypothesized measurement model. All the standardized regression 

coefficients were greater than 0.5 (threshold value). 
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Table 4.69: Standardized and Unstandardized Coefficients for CFA (First Order) 

 

Observed Variable  Latent Construct β B SE 

Tak_Char1 Taking Charge 0.651 1  

Tak_Char2 Taking Charge 0.667 0.977 0.08 

Voice3 Voice 0.554 1  

Voice4 Voice 0.642 1.229 0.105 

Ind_Inn1 Individual Innovation 0.696 1  

Ind_Inn2 Individual Innovation 0.728 1.034 0.07 

Ind_Inn3 Individual Innovation 0.519 0.752 0.067 

Pro_Pre2 Problem Prevention 0.663 1  

Pro_Pre3 Problem Prevention 0.642 0.99 0.09 

Aff_Com1 Affective Commitment 0.611 1  

Aff_Com2 Affective Commitment 0.688 0.819 0.055 

Aff_Com3 Affective Commitment 0.654 0.812 0.062 

Aff_Com4 Affective Commitment 0.701 1.046 0.074 

Aff_Com5 Affective Commitment 0.682 0.916 0.072 

Aff_Com6 Affective Commitment 0.741 0.941 0.066 

PCB1 Psychological Contract Breach 0.626 1  

PCB2 Psychological Contract Breach 0.787 1.152 0.076 

PCB3 Psychological Contract Breach 0.757 1.134 0.079 

Stru1 Structure 0.75 1  

Stru3 Structure 0.704 0.904 0.066 

Rew1 Reward 0.708 1  

Rew3 Reward 0.717 0.949 0.076 

Warm1 Warmth 0.657 1  

Warm2 Warmth 0.619 1.1 0.099 

Warm5 Warmth 0.506 0.929 0.107 

Supp2 Support 0.666 1  

Supp4 Support 0.571 0.806 0.078 

Iden1 Identity 0.723 1  

Iden2 Identity 0.741 0.901 0.068 

 

Table 4.70: Standardized and Unstandardized Coefficients for CFA (Second Order) 

 

Observed Variable  Second Order Latent Construct β B SE 

Taking Charge Proactive Work Behaviour  0.853 1  

Voice Proactive Work Behaviour  0.992 0.944 0.091 

Individual Innovation Proactive Work Behaviour  0.836 1.086 0.097 

Problem Prevention Proactive Work Behaviour  0.779 0.98 0.098 

Structure Organizational Climate 0.795 1  

Reward Organizational Climate 0.742 0.961 0.087 

Warmth Organizational Climate 0.658 0.655 0.068 

Support Organizational Climate 0.812 0.98 0.089 

Identity Organizational Climate 0.753 0.851 0.076 
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4.9 Convergent Validity, Discriminant Validity and Composite or Construct Reliability 

Validity refers to the degree to which a variable measures which it is believed to measure 

(Harrington, 2009). Validities of a construct can be checked by two methods; namely 

discriminant validity and convergent validity (Koeske, 1994).  

Convergent validity refers to the extent to which the items of a construct have inter-item 

correlations to make sure that they are evaluating a similar concept.  

While Discriminant validity measures the degree to which two constructs are different from each 

other (low inter-factor correlation). It compares the shared variance (squared correlation) 

between each constructs against the AVEs of the two constructs. Composite Reliability refers to 

the internal consistency of a variable. Table 4.71 represents the threshold values of Discriminant 

validities, convergent validities and Composite reliabilities.  

Validities both Convergent and discriminant were calculated along with composite or construct 

reliabilities using stats tool package of Hayes 2013. Table 4.72 represents all the validities and 

reliabilities for the four latent constructs (two second order latent constructs; organizational 

climate and proactive work behaviour and two first order latent constructs affective commitment 

and psychological contract breach).  

All construct reliabilities CR were greater than 0.7 (must be > 0.7) while all the values of AVE 

(Average variance extracted) were greater than 0.5 except affective commitment whose AVE 

(Average variance extracted) was 0.463 less than 0.5 so only one construct had issue of 

convergent validity but not so much.  

Discriminant validity was assessed based on AVE (Average variance extracted).When AVE for 

two factors is above the square root of the correlation among the two factors then discriminant 

validity exists. Also AVE should be greater than MSV. The matrix demonstrates that the square 
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root of the AVE for Affective Commitment is less than the value of the correlations with another 

factor therefore it had issue of discriminant validity. Also AVE for affective commitment is less 

than MSV (Maximum shared variance) 0.463<0.498 (AVE must be greater than MSV) which 

shows that affective commitment did not have discriminant validity.  

 

Table 4.71: CFA Threshold for Construct Validity  

 

Source: Hair et al, (2010) 

 

Table 4.72: Convergent Validities, Discriminant Validities and Construct Reliabilities 

 
 CR AVE MSV ASV Proactive_ 

work behaviour  

Affective_ 

Commitment 

Psychological_ 

Contract breach 

Org_ 

climate 

Proactive_ 

workbehaviour  

0.924 0.754 0.419 0.328 0.869    

Affective_ 

Commitment 

0.838 0.463 0.498 0.437 0.647 0.681   

Psychological_ 

Contract breach 

0.769 0.528 0.468 0.353 -0.444 -0.627 0.727  

Org_climate 0.868 0.568 0.498 0.445 0.608 0.706 -0.684 0.754 

 

4.10 Common Method Variance 

If measures are affected by measurement method instead of the construct then Common 

Method Variance or Common Method Bias occurs. This method variance threatens the validity 

of the conclusions about the relationship between constructs. The intercorrelations can be 

inflated or deflated subject to a number of factors (Eichhorn, 2014). There are few techniques to 

control these method biases; namely; Harman‟s single-factor test, Common Latent factor test and 

Common marker variable test. In this study there were no marker variables kept in the instrument 

therefore common marker variable test cannot be conducted. Only Harman‟s single-factor test 
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and Common latent factor test were conducted to measure the method variance if any in this 

study. 

4.10.1 Harman’s Single-Factor Test. 

Herman‟s test was used to identify method biasness in the data. This technique uses 

exploratory factor analysis (EFA) in which all the items were loaded on one factor. This factor is 

then constrained to have no rotation (Podsakoff et al, 2003). This single factor is not the actual 

model but it is introduced only to analyse method biasness in the data and is discarded 

afterwards. If the new factor explains more than 50% of the variance in the data then common 

method bias exists (Eichhorn, 2014). 

Table 4.73shows the Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) and Bartlett's 

Test of Sphericity values and table 4.74 shows the variance explained by the single factor. All 

the 52 items were loaded on one single factor and it was kept fixed to identify how much 

variance was explained. It was found that only one factor explained 17.218% of the data 

therefore it is less than 50% which confirms that common method bias was not a problem in the 

study.  

 

Table 4.73: Harman Single Factor Test: KMO and Bartlett‟s Test of Sphericity 

 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .884 

Bartlett's Test of Sphericity Approx. Chi-Square 11453.408 

df 1326 

Sig. .000 

 

 

Table 4.74: Harman Single Factor Test: Total Variance Explained 

 

Component Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 8.954 17.218 17.218 8.954 17.218 17.218 

2 5.134 9.874 27.092       

3 2.395 4.607 31.699       

4 1.743 3.353 35.051       
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5 1.643 3.160 38.211       

6 1.458 2.804 41.015       

7 1.348 2.593 43.608       

8 1.315 2.529 46.137       

9 1.192 2.292 48.429       

10 1.165 2.240 50.669       

11 1.094 2.104 52.773       

12 1.075 2.068 54.841       

13 1.032 1.984 56.825       

14 .998 1.919 58.744       

15 .975 1.875 60.619       

16 .950 1.828 62.447       

17 .913 1.755 64.202       

18 .883 1.699 65.901       

19 .826 1.588 67.489       

20 .793 1.525 69.015       

21 .779 1.497 70.512       

22 .757 1.456 71.968       

23 .747 1.437 73.405       

24 .697 1.341 74.746       

25 .687 1.321 76.067       

26 .655 1.259 77.326       

27 .644 1.239 78.565       

28 .631 1.213 79.778       

29 .600 1.153 80.931       

30 .597 1.147 82.079       

31 .587 1.130 83.208       

32 .561 1.078 84.287       

33 .544 1.046 85.333       

34 .526 1.011 86.344       

35 .514 .989 87.333       

36 .501 .963 88.296       

37 .486 .934 89.230       

38 .481 .925 90.156       

39 .465 .895 91.051       

40 .444 .854 91.904       

41 .430 .827 92.732       

42 .423 .814 93.546       

43 .409 .786 94.332       

44 .404 .777 95.109       

45 .376 .723 95.832       

46 .369 .710 96.542       

47 .350 .673 97.215       

48 .319 .613 97.828       

49 .316 .607 98.435       

50 .301 .579 99.014       

51 .268 .515 99.529       

52 .245 .471 100.000       
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4.10.2 Common Latent Factor. 

The second technique used to identify common method bias creates a new latent variable 

which loads all the items on it. All the paths are constrained and kept equal and named “a” and 

the variance of the common latent factor is constrained to 1. The only difference that CLF 

analysis has with that of Harman Single Factor test is that the research model‟s latent factors and 

their relationships are kept in the analysis. The common variance before standardization is 

measured as the square of the common latent factor for each path. If the square of the CLF for 

each path is >50% then method bias exists (Eichhorn, 2014). This test assesses measurement 

error of each factor and focuses on each path which may be responsible for common method bias 

(Eichhorn, 2014).Therefore the second test was applied to measure common method variance in 

the data by CLF. All the paths from CLF were kept constrained to “a” and CLF‟s variance was 

kept to 1 and then the test was run.  

Table 4.75: Common Latent Factor Test 

 

      Estimate Estimate
2 

S.E. C.R. P 

takch <--- CLF 0.101 0.317805 0.041 2.459 0.014 

voice <--- CLF 0.101 0.317805 0.041 2.459 0.014 

indinnovat <--- CLF 0.101 0.317805 0.041 2.459 0.014 

structure <--- CLF 0.101 0.317805 0.041 2.459 0.014 

reward <--- CLF 0.101 0.317805 0.041 2.459 0.014 

warmth <--- CLF 0.101 0.317805 0.041 2.459 0.014 

support <--- CLF 0.101 0.317805 0.041 2.459 0.014 

identity <--- CLF 0.101 0.317805 0.041 2.459 0.014 

proprev <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Tak_Char1 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Tak_Char2 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Voice3 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Voice4 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Ind_Inn1 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Ind_Inn2 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Ind_Inn3 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Pro_Pre2 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Pro_Pre3 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Aff_Com1 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Aff_Com2 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Aff_Com3 <--- CLF 0.101 0.317805 0.041 2.459 0.014 
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Aff_Com4 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Aff_Com5 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Aff_Com6 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

PCB1 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

PCB2 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

PCB3 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Stru1 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Stru3 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Rew1 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Rew3 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Warm1 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Warm2 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Warm5 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Supp2 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Supp4 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Iden1 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

Iden2 <--- CLF 0.101 0.317805 0.041 2.459 0.014 

 

Figure 4.5: Common Latent Factor (CLF) Model 
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Table 4.75 shows all the paths which loaded in CLF (common latent factor) and their respective 

estimates or regression weights. Each regression weight was then square rooted to find whether 

they were <0.5 or not. It was found out that all the estimates were 0.101 and their square root 

was 0.317805 <0.5 therefore it can be concluded that there was no common method bias in the 

study. Figure 4.5 shows the Common Latent Factor model which was created in Amos 18 to 

calculate the method bias in the data. All the paths show their respective regression weights and 

their CLF weights.  

4.11 Hypotheses Testing 

All the hypotheses were tested using structural equation modelling. After CFA, the 

correlated paths were deleted to create independent and dependent paths in the structural model. 

Psychological contract breach and organizational climate are the exogenous variables while 

affective commitment and proactive work behaviour are the endogenous variables.  There were 

two structural models created separately; first structural model comprised of psychological 

contract breach, affective commitment and proactive work behaviour and the second structural 

model was composed of organizational climate, affective commitment and proactive work 

behaviour using the same data of 697 cases. Relationships among these variable were 

hypothesized as already mentioned in 1.7 of chapter 1 in this study. Direct, indirect and total 

effects of each path were calculated. The hypothesized relationships were analyzed separately 

and overall the path model was also analyzed.  

4.11.1 First Structural Equation Model. 

The first model was composed of psychological contract breach, affective commitment 

and proactive work behaviour. Figure 4.6 shows all the paths of the first model; i.e. path a from 

psychological contract breach to affective commitment, path b from affective commitment to 
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proactive work behaviour and path c from psychological contract breach to proactive work 

behaviour. Figure 4.7 presents the first structural model with regression weights.  

Figure 4.6: First Structural Equation Model 

 

 

 

 

 

 

 

 

 

 

 

The goodness of fit indices of the first model were Chi square 255.476, df= 121,CMIN/DF 

2.111, TLI 0.958, CFI 0.967, RMSEA 0.040, GFI0.960.  Furthermore, the individual hypotheses 

of each paths of the first model were tested as follows. 

H1:  Psychological contract breach is negatively related to the affective commitment of 

employees 

The first hypothesis was to assess the relationship between Psychological contract breach and 

affective commitment (path a). Direct effect (unstandardized) between psychological contract 

breach and affective commitment was significant with -0.694 (p<0.05). Direct effect 

(standardized) was -0.628. The hypothesis therefore was accepted and the negative coefficient 
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shows that the relationship is negative and significant. R
2 

was 0.39 and standard error was 0.073 

as shown in table 4.76.  

Figure 4.7: First Structural Equation Model with regression estimates. Comparative Fit 

index=0.967; Root Mean Square Error of Approximation=0.040; Chi square=255.476; df= 121. 

e=error. 

 

 

 

 

 

 

 

 

 

 

 

 

 

H2: Affective commitment is positively related to proactive behaviour  

The second hypothesis assesses the relationship between affective commitment and proactive 

work behaviour (path b). Direct effect (unstandardized) between affective commitment and 

proactive work behaviour was significant with 0.431 (p<0.05). Direct effect (standardized) was 
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0.620. The hypothesis was supported by the data and the positive coefficient shows that the 

relationship is positive and significant.  

H3: Psychological contract breach is negatively related to proactive behaviour  

The third hypothesis assesses the relationship between psychological contract breach and 

proactive work behaviour (path c). Direct effect (unstandardized) between psychological contract 

breach and proactive work behaviour was insignificant with -0.043 (p>0.05). Direct effect 

(standardized) was -0.056. The hypothesis was not supported by the data. The relationship was 

negative and insignificant. R
2 
was 0.43 and standard error was 0.047 as shown in table 4.76. It 

shows that there is no direct relationship between these two variables and therefore there are 

significant chances of full mediation. 

H4: Affective commitment mediates the relationship between Psychological contract 

breach and proactive behaviour  

The next step was to check the indirect effects (path ab) and total effect (path c‟) to know 

whether there is any mediation and whether that mediation is partial or full. Table 4.76 shows all 

the standardized and unstandardized regression coefficients of all the paths; direct, indirect and 

total of the entire model. This model tested the relationship between psychological contract 

breach, affective commitment and proactive work behaviour.  

The results showed that the direct effect of psychological contract breach on proactive work 

behaviour was insignificant with point estimate -0.056 (p>0.05) (standardized) and -0.043 

(p=0.361>0.05) (unstandardized), the indirect effect (ab) of psychological contract breach on 

proactive work behaviour was significant with point estimate -0.389 (standardized) and -0.299 

(unstandardized). The total effect (c‟) is also significant with point estimate -0.445(standardized) 
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and -0.342(unstandardized). The total effect is significant only because of the indirect effect 

therefore it is full mediation.  

Table 4.76: Direct, Indirect and Total effects of First Structural Model 

Standardized Regression Coefficients Unstandardized Regression Coefficients 

  β B 

Model Psychological 

Contract Breach 

Affective 

commitment 

Psychological 

Contract Breach 

Affective 

commitment 

SE R2 

             

Direct             

Affective 

Commitment 

-0.628**   -0.694**   0.073 0.39 

Proactive Work 

Behaviour  

-0.056 0.620** -0.043 0.431** 0.047 0.43 

             

Indirect             

Affective 

Commitment 

            

Proactive Work 

Behaviour  

-0.389**   -0.299**       

             

Total             

Affective 

Commitment 

-0.628**   -0.694**       

Proactive Work 

Behaviour  

-0.445** 0.620** -0.342** 0.431**     

N=697, p<0.05*, p<0.01** 

Table 4.77 shows the upper and lower bounds of bias corrected percentile method to measure the 

significance of indirect, total and direct paths of the first structural model at 95% confidence 

interval. The indirect effect is significance and is confirmed based on the bias corrected lower 

and upper bounds at 95% confidence interval are -0.49 and -0.304 (standardized) and -0.416 and 

-0.207 (unstandardized) which means that there is no zero in between the lower and upper 

bounds  therefore affective commitment fully mediates the relationship between psychological 

contract breach and proactive work behaviour . The total effect is significance and is confirmed 

based on the bias corrected lower and upper bounds at 95% confidence interval are -0.527 and -

0.361 (standardized) and -0.443 and -0.262 (unstandardized) which means that there is no zero in 
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between the lower and upper bounds therefore affective commitment fully mediates the 

relationship between psychological contract breach and proactive work behaviour . The direct 

effect is insignificance and is confirmed based on the bias corrected lower and upper bounds at 

95% confidence interval are -0.174 and -0.068 (standardized) and -0.131 and -0.054 

(unstandardized) which means that there is a zero in between the lower and upper bounds. The 

total effect was significant only due to the indirect effect; thus full mediation occurs in the 

model. 

Table 4.77: Point estimates and BC 95% CI for Indirect effects 

  Standardized Unstandardized 

    Bootstrapping   Bootstrapping 

  Point Estimate BC 95% CI Point Estimate BC 95% CI 

  Lower Upper Lower Upper 

Indirect effects (Affective Commitment) -0.389** -0.49 -0.304 -0.299** -0.416 -0.207 

Direct  -0.056 -0.174 0.068 -0.043 -0.131 0.054 

Total -0.445** -0.527 -0.361 -0.342** -0.443 -0.262 

N=697, p<0.05*, p<0.01** 

 

4.11.2 Second Structural Equation Model. 

The second model was composed of organizational climate, affective commitment and 

proactive work behaviour. Figure 4.8 shows all the paths of the second model; i.e. path a from 

organizational climate to affective commitment, path b from affective commitment to proactive 

work behaviour and path c from organizational climate to proactive work behaviour. Figure 4.9 

presents the second structural model with regression weights. The goodness of fit indices of the 

first model were Chi square 585.832, df= 280, CMIN/DF 2.092, TLI 0.935, CFI 0.944, RMSEA 

0.040, GFI 0.938.  Furthermore, the individual hypotheses of each paths of the first model were 

tested as follows. 
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Figure 4.8: Second Structural Equation Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

H5: Organizational climate is positively related to the affective commitment of employees. 

The fifth hypothesis was to assess the relationship between organizational climate and affective 

commitment (path a). Direct effect (unstandardized) between organizational climate and 

affective commitment was significant with 0.859 (p<0.05). Direct effect (standardized) was 

0.710. The hypothesis therefore was accepted and the positive coefficient shows that the 
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relationship is positive and significant. R
2 

was 0.50 and standard error was 0.087 as shown in 

table 4.78.  

Figure 4.9: Second Structural Equation Model with regression estimates. Comparative Fit 

index=0.944; Root Mean Square Error of Approximation=0.040; Chi square=585.832; df= 280. 

e=error. 
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H6: Affective commitment is positively related to proactive behaviour. 

The sixth hypothesis assesses the relationship between affective commitment and proactive work 

behaviour (path b). Direct effect (unstandardized) between affective commitment and proactive 

work behaviour was significant with 0.313 (p<0.05). Direct effect (standardized) was 0.451. The 

hypothesis was supported by the data and the positive coefficient shows that the relationship is 

positive and significant.  

H7: Organizational climate is positively related to proactive behaviour. 

The seventh hypothesis assesses the relationship between organizational climate and proactive 

work behaviour (path c). Direct effect (unstandardized) between organizational climate and 

proactive work behaviour was significant with 0.242 (p<0.05). Direct effect (standardized) was 

0.289. The hypothesis was supported by the data. The relationship was positive and significant. 

R
2 

was 0.47 and standard error was 0.063 as shown in table 4.78. It shows that there is direct 

relationship between these two variables and therefore there are significant chances of partial 

mediation. 

H8: Affective commitment mediates the relationship between organizational climate and 

proactive behaviour. 

The next step was to check the indirect effects (path ab) and total effect (path c‟) to know 

whether there is any mediation and whether that mediation is partial or full. Table 4.78 shows all 

the standardized and unstandardized regression coefficients of all the paths; direct, indirect and 

total of the entire model. This model tested the relationship between organizational climate, 

affective commitment and proactive work behaviour.  

The results showed that the direct effect of organizational climate on proactive work behaviour 

was significant with point estimate 0.289 (p<0.05) (standardized) and 0.242 (p<0.05) 
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(unstandardized), the indirect effect (ab) of organizational climate on proactive work behaviour 

was significant with point estimate 0.320 (standardized) and 0.268 (unstandardized). The total 

effect (c‟) is also significant with point estimate 0.609(standardized) and 0.510(unstandardized). 

The total effect is significant due to both direct and indirect effects therefore it is partial 

mediation as organizational climate directly and indirectly through affective commitment effects 

proactive work behaviour.  

Table 4.78: Direct, Indirect and Total effects of Second Structural Model 

 Standardized Regression Coefficients Unstandardized Regression Coefficients 

  β B 

Model Organizational 

Climate 

Affective 

commitment 

Organizational 

Climate 

Affective 

commitment 

SE R2 

              

Direct             

Affective 

commitment 

0.710   0.859   0.087 0.5 

proactive work 

behaviour  

0.289 0.451 0.242 0.313 0.063 0.47 

              

Indirect             

Affective 

commitment 

            

proactive work 

behaviour  

0.320   0.268       

              

Total             

Affective 

commitment 

0.710   0.859       

proactive work 

behaviour  

0.609 0.451 0.510 0.313     

N=697, p<0.05*, p<0.01** 

Table 4.79 shows the upper and lower bounds of bias corrected percentile method to measure the 

significance of indirect, total and direct paths of the second structural model at 95% confidence 

interval. The indirect effect is significance and is confirmed based on the bias corrected lower 

and upper bounds at 95% confidence interval are 0.22 and 0.435 (standardized) and 0.176 and 

0.394 (unstandardized) which means that there is no zero in between the lower and upper bounds 
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therefore affective commitment mediates the relationship between organizational climate and 

proactive work behaviour . The total effect is significance and is confirmed based on the bias 

corrected lower and upper bounds at 95% confidence interval are 0.504 and 0.70 (standardized) 

and 0.378 and 0.663 (unstandardized) which means that there is no zero in between the lower 

and upper bounds therefore affective commitment mediates the relationship between 

organizational climate and proactive work behaviour . The direct effect is also significant and is 

confirmed based on the bias corrected lower and upper bounds at 95% confidence interval are 

0.125 and 0.45 (standardized) and 0.108 and 0.408 (unstandardized) which means that there is no 

zero in between the lower and upper bounds. The total effect was significant to both the indirect 

and direct effect; thus there is partial mediation in the model. 

Table 4.79: Point Estimates and BC 95% CI for Indirect effects 

  Standardized Unstandardized 

    Bootstrapping   Bootstrapping 

  Point Estimate BC 95% CI Point Estimate BC 95% CI 

  Lower Upper Lower Upper 

Indirect effects (Affective Commitment) 0.320** 0.220 0.435 0.268** 0.176 0.394 

Direct  0.289** 0.125 0.450 0.242** 0.108 0.408 

Total 0.609** 0.504 0.700 0.510** 0.378 0.663 

N=697, p<0.05*, p<0.01** 

 

Further this dissertation moves on to test the hypotheses of the moderated mediation of tenure in 

both the models separately i.e. firstly; whether tenure moderates the relationship between 

psychological contract breach and proactive work behaviour  mediated through affective 

commitment and secondly; whether tenure moderates the relationship between organizational 

climate and proactive work behaviour  mediated through affective commitment. These two 

models are same as model no 58 of Hayes, 2013 in the PROCESS Macro which will be used for 

further investigation (Figure 4.10). In order to run the bootstrapping results for moderated 

mediation in PROCESS Macro, all the variables in Amos 18 were imputed. This data imputation 
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was done on the items retained from confirmatory factor analysis conducted previously. Data 

imputation was carried out using command in tools-data imputation in Amos version 18. Then a 

new data file was created in which all the retained items were summed up in their respective sub 

variables and variables. Then PROCESS Macro was used to measure the moderated mediation of 

tenure and affective commitment in SPSS. Moderated mediation occurs when the strength of an 

indirect effect depends on the level of a moderator. PROCESS MACRO measures the 

conditional indirect effect of an independent variable on dependent variable through a mediator, 

conditional on a moderator of the path from independent variable to mediator and path from 

mediator to dependent variable.5000 Number of bootstrap samples for bias corrected bootstrap 

confidence intervals were run in PROCESS Macro with 95% confidence interval for both the 

models separately. The first model had independent variable X “psychological contract breach” 

as PCB, mediator M “affective commitment” as AC, dependent variable Y “proactive work 

behaviour” as PWB and moderator W “Tenure” as EXP (experience). The second model has 

independent variable X “organizational climate” as OC, mediator M “affective commitment” as 

AC, dependent variable Y “proactive work behaviour” as PWB and moderator W “Tenure” as 

EXP (experience). 
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Figure 4.10: Statistical Model No. 58  

 

 

 

 

 

 

 

 

 

Source: Andrew F. Hayes 2013Model Templates for PROCESS for SPSS and SAS 

The first model was run in PROCESS Macro with independent variable psychological contract 

breach (X), mediator affective commitment (M), moderator tenure or experience (W) and 

dependent variable proactive work behaviour (Y).  

H9: Tenure moderates the relationship between psychological contract breach and 

affective commitment. 

This hypotheses tests whether psychological contract breach directly affects affective 

commitment (path a
1
), secondly, whether moderator directly affects affective commitment (path 

a
2
) and the interaction term int_1 (PCB*EXP) affects affective commitment (path a

3
). The results 

showed that psychological contract breach (PCB) directly affects affective commitment (AC) 

p<0.05; path a
1
 is significant. The moderator tenure or Experience (Exp) does not affect affective 

commitment path a
2
 is insignificant as p=0.1343 while the interaction term int_1 also does not 

affect affective commitment as p=0.426. Therefore path a
3
 is also insignificant. Table 4.80 and 

4.81 shows all the direct effects of psychological contract breach (X) on affective commitment 
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(M), moderating variable tenure or Exp (W) on affective commitment (M) and interaction effect 

(PCB*EXP) on affective commitment (M). 

Table 4.80: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7313 0.5348 0.1802 265.559 3 693 0.000 

 

Table 4.81: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 3.9109 0.1046 37.4035 0.0000 3.7056 4.1162 

PCB -0.9575 0.1585 -6.0421 0.0000 -1.2687 -0.6464 

Exp 0.0662 0.0441 1.4989 0.1343 -0.0205 0.1528 

int_1 0.0550 0.069 0.7966 0.426 -0.0805 0.1905 

 

H10: Tenure moderates the relationship between affective commitment and proactive 

behaviours. 

This hypotheses tests whether affective commitment directly affects proactive work behaviour  

(path b
1
), secondly, whether moderator directly affects proactive work behaviour  (path b

2
) and 

the interaction term int_2 (AC*EXP) affects proactive work behaviour  (path b
3
). The results 

showed that affective commitment (AC) directly affects proactive work behaviour (PWB) 

p<0.05; path b
1
 is significant. The moderator tenure or Experience (Exp) directly affects 

proactive work behaviour path b
2
 is also significant p<0.05 and the interaction term int_2 also 

affects proactive work behaviour as p<0.05, path b
3
 is significant.  

Lastly, psychological contract breach (PCB) does not directly affect proactive work behaviour 

(PWB) as p=0.7423. 

Table 4.82 and 4.83 shows all the direct effects of psychological contract breach (X) on 

proactive work behaviour  (Y), the direct effects of  affective commitment (M) on proactive 
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work behaviour  (Y), moderating variable tenure or Exp (W) on proactive work behaviour  (Y) 

and interaction effect (AC*EXP) on proactive work behaviour  (Y). 

Table 4.82: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7609 0.5789 0.0735 237.822 4 692 0.000 

 

Table 4.83: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 2.1164 0.3452 6.1302 0.0000 1.4385 2.7942 

AC 0.3378 0.0901 3.7478 0.0000 0.1608 0.5148 

PCB 0.0092 0.0279 0.3289 0.7423 -0.0456 0.064 

Exp -0.3287 0.1455 -2.26 0.0241 -0.6143 -0.0431 

int_2 0.0793 0.038 2.0897 0.0370 0.0048 0.1538 

 

 

H11: Tenure will moderate the negative and indirect effect of psychological contract 

breach on proactive work behaviour (mediated through affective commitment).  

Table 4.84 shows all the conditional indirect effects of independent variable, psychological 

contract breach (X) on dependent variable, proactive work behaviour (Y) at the three different 

values of moderator (M) tenure or Exp. The three values of tenure or exp are less than 1 year, 1 

year to 9 years and more than 9 years but as the data collected contained managers had 

experience between 1 to 9 years and more than 9 years therefore this variable of tenure turned 

out to be dichotomous.   

 

Table 4.84: Point Estimates and BC 95% CI for Conditional Indirect Effects of PCB on PWB at 

Values of the Moderator 

Mediator Exp Effect Boot SE BootLLCI BootULCI 

AC 2.0000 -0.4208 0.0415 -0.5092 -0.3447 

AC 3.0000 -0.4563 0.0704 -0.6127 -0.3314 
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The conditional indirect effects show the moderated mediation. The conditional indirect effects 

demonstrate that bias corrected lower and upper bounds at 95% confidence interval are all have 

no zero; therefore tenure strengthens the relationship between psychological contract breach and 

proactive work behaviour mediated through affective commitment. As the tenure increases, 

psychological contract breach is reduced and proactive work behaviour also increases through 

increase in affective commitment. The effect of moderated mediation is negative and significant 

-0.4208 when the tenure is moderate (i.e. between 1and 9 year), while the effect of moderated 

mediation is negative and significant -0.4563 when the tenure is high (i.e. more than 9 years). 

Table 4.85: Test of Equality 

  Index SE (Boot) BootLLCI BootULCI 

AC -0.0356 0.0757 -0.1976 0.1048 

 

When the moderator is dichotomous, table 4.85 shows a test of equality of the conditional 

indirect effects in the two groups. The results show that the two groups are different from each 

other. 

The second model was run in PROCESS Macro with independent variable organizational climate 

(X), mediator affective commitment (M), moderator tenure or experience (W) and dependent 

variable proactive work behaviour (Y).  

H12: Tenure moderates the relationship between organizational climate and affective 

commitment. 

This hypotheses tests whether organizational climate directly affects affective commitment (path 

a
1
), secondly, whether moderator tenure or exp directly affects affective commitment (path a

2
) 

and the interaction term int_1 (OC*EXP) affects affective commitment (path a
3
). The results 

showed that organizational climate (OC) directly affects affective commitment (AC) p<0.05; 
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path a
1
 is significant. The moderator tenure or Experience (Exp) does not directly affects 

affective commitment path a
2
 is insignificant as p=0.2825 and also the interaction term int_1 

does not affect affective commitment as p=0.4607. Therefore path a
2
 and a

3
 are insignificant. 

Table 4.86 and 4.87 shows all the direct effects of organizational climate (X) on affective 

commitment (M), moderating variable tenure or Exp (W) on affective commitment (M) and 

interaction effect (OC*EXP) on affective commitment (M). 

Table 4.86: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.8184 0.6699 0.1279 468.6858 3 693 0.000 

 

Table 4.87: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 0.0187 0.4571 0.041 0.9673 -0.8787 0.9161 

OC 1.1217 0.1426 7.8686 0.0000 0.8418 1.4016 

Exp 0.2129 0.1979 1.0756 0.2825 -0.1757 0.6015 

int_1 -0.0453 0.0613 -0.7382 0.4607 -0.1657 0.0752 

 

H13: Tenure moderates the relationship between affective commitment and proactive 

behaviour s.  

This hypotheses tests whether affective commitment directly affects proactive work behaviour 

(path b
1
), secondly, whether moderator directly affects proactive work behaviour (path b

2
) and 

the interaction term int_2 (AC*EXP) affects proactive work behaviour (path b
3
). The results 

showed that affective commitment (AC) directly affects proactive work behaviour (PWB) 

p<0.05; path b
1
 is significant. The moderator tenure or Experience (Exp) directly affects 

proactive work behaviour path b
2
 is also significant p<0.05 and the interaction term int_2 also 

affects proactive work behaviour asp<0.05. Therefore path b
3
 is significant.  

Lastly, organizational climate (OC) directly affects proactive work behaviour (PWB) as p<0.05. 
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Table 4.88 and 4.89 shows all the direct effects of organizational climate (X) on proactive work 

behaviour  (Y), the direct effects of affective commitment (M) on proactive work behaviour  (Y), 

moderating variable tenure or Exp (W) on proactive work behaviour  (Y) and interaction effect 

(AC*EXP) on proactive work behaviour  (Y). 

Table 4.88: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7806 0.6093 0.0682 269.7926 4 692 0.000 

 

Table 4.89: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 1.903 0.3217 5.9153 0.0000 1.2714 2.5347 

AC 0.1793 0.0867 2.0683 0.0390 0.0091 0.3495 

OC 0.2548 0.0347 7.3463 0.0000 0.1867 0.3229 

Exp -0.3052 0.1400 -2.1807 0.0295 -0.5800 -0.0304 

int_2 0.0735 0.0365 2.012 0.0446 0.0018 0.1452 

 

H14: Tenure will moderate the positive and indirect effect of organizational climate on 

proactive work behaviour (mediated through affective commitment).  

Table 4.90 shows all the conditional indirect effects of independent variable, organizational 

climate (X) on dependent variable, proactive work behaviour (Y) at the three different values of 

moderator (M) tenure or Exp. The three values of tenure or exp are less than 1 year, 1 year to 9 

years and more than 9 years but as the data collected contained managers had experience 

between 1 to 9 years and more than 9 years therefore this variable of tenure turned out to be 

dichotomous.   

Table 4.90: Point estimates and BC 95% CI for Conditional Indirect Effects of OC on PWB at 

values of the Moderator 

Mediator Exp Effect Boot SE BootLLCI BootULCI 

AC 2.0000 0.3364 0.0413 0.2561 0.4174 

AC 3.0000 0.3941 0.0656 0.2718 0.5323 
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The conditional indirect effects show the moderated mediation. The conditional indirect effects 

demonstrate that bias corrected lower and upper bounds at 95% confidence interval are all have 

no zero; therefore tenure strengthens the relationship between organizational climate and 

proactive work behaviour mediated through affective commitment. As the tenure increases, 

organizational climate increases and proactive work behaviour also increases through increase in 

affective commitment. The effect of moderated mediation is positive and significant 0.3364 

when the tenure is moderate (i.e. between 1 and 9 years) and the effect of moderated mediation is 

positive and significant 0.3941 when the tenure is high (i.e. more than 9 years). 

Table 4.91: Test of Equality  

  Index SE (Boot) BootLLCI BootULCI 

AC 0.0577 0.0684 -0.0684 0.1994 

When the moderator is dichotomous, table 4.91 shows a test of equality of the conditional 

indirect effects in the two groups. The results show that the two groups are different from each 

other. 

Table 4.92: Summary of Hypotheses Testing 

Hypotheses Results 

H1  Psychological contract breach is negatively related to the affective commitment of employees Accepted 

H2 Affective commitment is positively related to proactive behaviour  Accepted 

H3 Psychological contract breach is negatively related to proactive behaviour  Not Accepted 

H4 Affective commitment mediates the relationship between Psychological contract breach and 

proactive behaviour  

Accepted 

H5 Organizational climate is positively related to the affective commitment of employees Accepted 

H6 Affective commitment is positively related to proactive behaviour  Accepted 

H7 Organizational climate is positively related to proactive behaviour  Accepted 

H8 Affective commitment mediates the relationship between organizational climate and proactive 

behaviour  

Accepted 

H9 Tenure moderates the relationship between psychological contract breach and affective 

commitment 

Not Accepted 

H10 Tenure moderates the relationship between affective commitment and proactive behaviour s Accepted 

H11: Tenure will moderate the negative and indirect effect of psychological contract breach on 

proactive work behaviour  (mediated through affective commitment) 

Accepted 

H12: Tenure moderates the relationship between organizational climate and affective commitment Not Accepted 

H13: Tenure moderates the relationship between affective commitment and proactive behaviours.  Accepted 

H14: Tenure will moderate the positive and indirect effect of organizational climate on proactive 

work behaviour  (mediated through affective commitment) 

Accepted 
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4.12 Sector wise Moderated Mediation 

4.12.1 Pharmaceutical Sector. 

The first sector is the pharmaceutical sector with 172 cases or respondents in the data set. 

The moderated mediation was tested for this sector separately to give in depth insight into sector 

wise mediated moderations.   

The first model was tested in the pharmaceutical sector in which it was tested that whether 

psychological contract breach is negatively related to proactive work behaviour mediated 

through affective commitment and is moderated by tenure. 

Therefore firstly it was tested whether psychological contract breach directly affects affective 

commitment (path a
1
), whether moderator directly affects affective commitment (path a

2
) and 

whether the interaction term int_1 (PCB*EXP) affects affective commitment (path a
3
). The 

results showed that psychological contract breach (PCB) directly affects affective commitment 

(AC) p<0.05; path a
1
 is significant. The moderator tenure or Experience (Exp) does not affect 

affective commitment path a
2
 is insignificant as p=0.3704 while the interaction term int_1 also 

does not affect affective commitment as p=0.9011. Therefore path a
3
 is also insignificant.  

Table 4.93: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7246 0.525 0.1776 61.8964 3 168 0.000 

 

Table 4.94: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 3.8408 0.2156 17.8146 0.0000 3.4151 4.2664 

PCB -0.8561 0.3426 -2.499 0.0134 -1.5323 -0.1798 

Exp 0.0842 0.0938 0.8982 0.3704 -0.1009 0.2693 

int_1 0.0192 0.1539 0.1245 0.9011 -0.2847 0.3230 
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Table 4.93 and 4.94 show all the direct effects of psychological contract breach (X) on affective 

commitment (M), moderating variable tenure or Exp (W) on affective commitment (M) and 

interaction effect (PCB*EXP) on affective commitment (M). 

Secondly it was tested whether affective commitment directly affects proactive work behaviour 

(path b
1
), whether moderator directly affects proactive work behaviour (path b

2
) and whether the 

interaction term int_2 (AC*EXP) affects proactive work behaviour (path b
3
). The results showed 

that affective commitment (AC) directly affects proactive work behaviour (PWB) p<0.05; path 

b
1
 is significant. The moderator tenure or Experience (Exp) does not affect proactive work 

behaviour path b
2
 is insignificant p=0.1709 and the interaction term int_2 does not affect 

proactive work behaviour as p=0.1460, path b
3
 is insignificant.  

Thirdly, psychological contract breach (PCB) does not directly affect proactive work behaviour 

(PWB) as p=0.9059. 

Table 4.95: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7341 0.5389 0.0862 48.802 4 167 0.000 

 

Table 4.96: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 0.3136 0.8171 0.3837 0.7017 -

1.29997 

1.9268 

AC 0.8233 0.2144 3.8400 0.0002 0.4000 1.2466 

PCB 0.0072 0.0608 0.1184 0.9059 -0.1128 0.1272 

Exp 0.4944 0.3595 1.3752 0.1709 -0.2153 1.2041 

int_2 -0.1377 0.0942 -1.4607 0.1460 -0.3237 0.0484 

 

 

Table 4.95 and 4.96 shows all the direct effects of psychological contract breach (X) on 

proactive work behaviour  (Y), the direct effects of  affective commitment (M) on proactive 

work behaviour  (Y), moderating variable tenure or Exp (W) on proactive work behaviour  (Y) 

and interaction effect (AC*EXP) on proactive work behaviour  (Y). 
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Table 4.97 shows all the conditional indirect effects of independent variable, psychological 

contract breach (X) on dependent variable, proactive work behaviour  (Y) at the three different 

values of moderator (M) tenure or Exp in the pharmaceutical sector. The three values of tenure 

or exp are less than 1 year, 1 year to 9 years and more than 9 years but as the data collected 

contained managers had experience between 1 to 9 years and more than 9 years therefore this 

variable of tenure turned out to be dichotomous.   

Table 4.97: Point Estimates and BC 95% CI for Conditional Indirect Effects of PCB on PWB at 

values of the Moderator 

Mediator Exp Effect Boot SE BootLLCI BootULCI 

AC 2.0000 -0.4481 0.0962 -0.6459 -0.2729 

AC 3.0000 -0.3277 0.1126 -0.5372 -0.101 

 

Lastly, conditional indirect effects were measured. The conditional indirect effects show the 

moderated mediation. The conditional indirect effects demonstrate that bias corrected lower and 

upper bounds at 95% confidence interval are all have no zero; therefore tenure moderates the 

relationship between psychological contract breach and proactive work behaviour mediated 

through affective commitment. The results show that psychological contract breach is reduced 

and proactive work behaviour  increases through increase in affective commitment but tenure 

does not strengthen this relationship, in fact as the tenure increases the effect is lesser and 

weaker. The effect of moderated mediation is negative and significant -0.4481 when the tenure is 

moderate (i.e. between 1and 9 year), while the effect of moderated mediation is negative and 

significant -0.3277 when the tenure is high (i.e. more than 9 years). 

Table 4.98: Test of Equality 

  Index SE (Boot) BootLLCI BootULCI 

AC 0.1204 0.1418 -0.1403 0.4114 
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When the moderator is dichotomous, table 4.98 shows a test of equality of the conditional 

indirect effects in the two groups. The results show that the two groups are different from each 

other. 

The second model was tested in the pharmaceutical sector in which the model was run in 

PROCESS Macro with independent variable organizational climate (X), mediator affective 

commitment (M), moderator tenure or experience (W) and dependent variable proactive work 

behaviour  (Y). 

Firstly it was measured that whether organizational climate directly affects affective commitment 

(path a
1
), secondly, whether moderator tenure or exp directly affects affective commitment (path 

a
2
) and the interaction term int_1 (OC*EXP) affects affective commitment (path a

3
). The results 

showed that organizational climate (OC) directly affects affective commitment (AC) p<0.05; 

path a
1
 is significant. The moderator tenure or Experience (Exp) does not directly affects 

affective commitment path a
2
 is insignificant as p=0.7471 and also the interaction term int_1 

does not affect affective commitment as p=0.8623. Therefore path a
2
 and a

3
 are insignificant. 

Table 4.99 and 4.100 shows all the direct effects of organizational climate (X) on affective 

commitment (M), moderating variable tenure or Exp (W) on affective commitment (M) and 

interaction effect (OC*EXP) on affective commitment (M). 

Table 4.99: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.8471 0.7176 0.1056 142.3117 3 168 0.000 

 

Table 4.100: Point estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 0.2447 0.8998 0.2720 0.7860 -1.5316 2.021 

OC 1.0511 0.2798 3.7564 0.0002 0.4987 1.6034 

Exp 0.1314 0.4069 0.3230 0.7471 -0.6718 0.9346 

int_1 -0.0219 0.1261 -0.1737 0.8623 -0.2707 0.2270 
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Secondly it was tested whether affective commitment directly affects proactive work behaviour 

(path b
1
), secondly, whether moderator directly affects proactive work behaviour (path b

2
) and 

the interaction term int_2 (AC*EXP) affects proactive work behaviour (path b
3
). The results 

showed that affective commitment (AC) directly affects proactive work behaviour (PWB) 

p<0.05; path b
1
 is significant. The moderator tenure or Experience (Exp) does not affect 

proactive work behaviour path b
2
 is insignificant p=0.2086 and the interaction term int_2 also 

does not affect proactive work behaviour as p=0.1838. Therefore path b
3
 is also insignificant.  

Thirdly, organizational climate (OC) directly affects proactive work behaviour (PWB) as p<0.05. 

Table 4.101 and  4.102 shows all the direct effects of organizational climate (X) on proactive 

work behaviour  (Y), the direct effects of affective commitment (M) on proactive work 

behaviour  (Y), moderating variable tenure or Exp (W) on proactive work behaviour  (Y) and 

interaction effect (AC*EXP) on proactive work behaviour  (Y). 

Table 4.101: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7566 0.5725 0.08 55.9074 4 167 0.000 

 

Table 4.102: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 0.3082 0.7674 0.4016 0.6885 -1.2069 1.8234 

AC 0.5769 0.2130 2.7085 0.0075 0.1564 0.9975 

OC 0.2891 0.0798 3.6221 0.0004 0.1315 0.4467 

Exp 0.4374 0.3465 1.2623 0.2086 -0.2467 1.1214 

int_2 -0.1212 0.0908 -1.3345 0.1838 -0.3006 0.0581 

 

Table 4.103 shows all the conditional indirect effects of independent variable, organizational 

climate (X) on dependent variable, proactive work behaviour (Y) at the three different values of 

moderator (M) tenure or Exp in the pharmaceutical sector. The three values of tenure or exp are 

less than 1 year, 1 year to 9 years and more than 9 years but as the data collected contained 
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managers had experience between 1 to 9 years and more than 9 years therefore this variable of 

tenure turned out to be dichotomous.   

Table 4.103: Point Estimates and BC 95% CI for Conditional Indirect Effects of OC on PWB at 

values of the Moderator 

Mediator Exp Effect Boot SE BootLLCI BootULCI 

AC 2.0000 0.3369 0.0945 0.1637 0.5323 

AC 3.0000 0.2101 0.0892 0.049 0.4053 

 

Lastly, conditional indirect effects were measured. The conditional indirect effects show the 

moderated mediation. The conditional indirect effects demonstrate that bias corrected lower and 

upper bounds at 95% confidence interval are all have no zero; therefore tenure moderates the 

relationship between organizational climate and proactive work behaviour mediated through 

affective commitment. The results show that organizational climate increases and proactive work 

behaviour  increases through increase in affective commitment but tenure does not strengthen 

this relationship, in fact as the tenure increases the effect is lesser and weaker. The effect of 

moderated mediation is positive and significant 0.3369 when the tenure is moderate (i.e. between 

1 and 9 years) and the effect of moderated mediation is positive and significant 0.2101 when the 

tenure is high (i.e. more than 9 years) but lesser than previous. 

Table 4.104: Test of Equality  

  Index SE (Boot) BootLLCI BootULCI 

AC -0.1268 0.1119 -0.3449 0.0933 

 

When the moderator is dichotomous, table 4.104 shows a test of equality of the conditional 

indirect effects in the two groups. The results show that the two groups are different from each 

other. 
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4.12.2 Banking Sector. 

The second sector taken is the banking sector with 214 cases or respondents in the data 

set. The moderated mediation was tested for this sector separately to give in depth insight into 

sector wise mediated moderations.   

The first model was tested in the banking sector in which it was tested that whether 

psychological contract breach is negatively related to proactive work behaviour mediated 

through affective commitment and is moderated by tenure. 

Therefore firstly it was tested whether psychological contract breach directly affects affective 

commitment (path a
1
), whether moderator directly affects affective commitment (path a

2
) and 

whether the interaction term int_1 (PCB*EXP) affects affective commitment (path a
3
). The 

results showed that psychological contract breach (PCB) directly affects affective commitment 

(AC) p<0.05; path a
1
 is significant. The moderator tenure or Experience (Exp) does not affect 

affective commitment path a
2
 is insignificant as p=0.9724 while the interaction term int_1 also 

does not affect affective commitment as p=0.2115. Therefore path a
3
 is also insignificant.  

Table 4.105: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7354 0.5407 0.2003 82.4192 3 210 0.000 

 

Table 4.106: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 4.0272 0.2108 19.1002 0.0000 3.6116 4.4429 

PCB -1.187 0.2905 -4.0867 0.0001 -1.7596 -0.6144 

Exp 0.0031 0.0906 0.0346 0.9724 -0.1754 0.1817 

int_1 0.1608 0.1283 1.2532 0.2115 -0.0921 0.4137 
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Table 4.105 and 4.106 show all the direct effects of psychological contract breach (X) on 

affective commitment (M), moderating variable tenure or Exp (W) on affective commitment (M) 

and interaction effect (PCB*EXP) on affective commitment (M). 

Secondly it was tested whether affective commitment directly affects proactive work behaviour 

(path b
1
), whether moderator directly affects proactive work behaviour (path b

2
) and whether the 

interaction term int_2 (AC*EXP) affects proactive work behaviour (path b
3
). The results showed 

that affective commitment (AC) does not affect proactive work behaviour (PWB) p=0.2041; path 

b
1
 is significant. The moderator tenure or Experience (Exp) affects proactive work behaviour 

path b
2
 is significant p<0.05 and the interaction term int_2 affects proactive work behaviour as 

p<0.05, path b
3
 is significant.  

Thirdly, psychological contract breach (PCB) does not directly affect proactive work behaviour 

(PWB) as p=0.6051. 

Table 4.107: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.8011 0.6418 0.0717 93.6256 4 209 0.000 

 

Table 4.108: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 2.5493 0.5950 4.2848 0.0000 1.3764 3.7222 

AC 0.2011 0.1579 1.2739 0.2041 -0.1101 0.5123 

PCB 0.0245 0.0472 0.5178 0.6051 -0.0687 0.1176 

Exp -0.6098 0.2482 -2.4570 0.0148 -1.0991 -0.1205 

int_2 0.1574 0.0661 2.3809 0.0182 0.0271 0.2877 

 

Table 4.107 and 4.108 shows all the direct effects of psychological contract breach (X) on 

proactive work behaviour  (Y), the direct effects of  affective commitment (M) on proactive 

work behaviour  (Y), moderating variable tenure or Exp (W) on proactive work behaviour  (Y) 

and interaction effect (AC*EXP) on proactive work behaviour  (Y). 
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Table 4.109 shows all the conditional indirect effects of independent variable, psychological 

contract breach (X) on dependent variable, proactive work behaviour  (Y) at the three different 

values of moderator (M) tenure or Exp in the banking sector. The three values of tenure or exp 

are less than 1 year, 1 year to 9 years and more than 9 years but as the data collected contained 

managers had experience between 1 to 9 years and more than 9 years therefore this variable of 

tenure turned out to be dichotomous.   

 

Table 4.109: Point Estimates and BC 95% CI for Conditional Indirect Effects of PCB on PWB at 

values of the Moderator 

Mediator Exp Effect Boot SE BootLLCI BootULCI 

AC 2.0000 -0.4464 0.0719 -0.599 -0.3194 

AC 3.0000 -0.4744 0.1461 -0.7731 -0.2106 

 

Lastly, conditional indirect effects were measured. The conditional indirect effects show the 

moderated mediation. The conditional indirect effects demonstrate that bias corrected lower and 

upper bounds at 95% confidence interval are all have no zero; therefore tenure strengthens the 

relationship between psychological contract breach and proactive work behaviour mediated 

through affective commitment. As the tenure increases, psychological contract breach is reduced 

and proactive work behaviour also increases through increase in affective commitment. The 

effect of moderated mediation is negative and significant -0.4464 when the tenure is moderate 

(i.e. between 1and 9 year), while the effect of moderated mediation is negative and significant -

0.4744 when the tenure is high (i.e. more than 9 years). 

Table 4.110: Test of Equality 

  Index SE (Boot) BootLLCI BootULCI 

AC -0.028 0.1462 -0.3354 0.2388 
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When the moderator is dichotomous, table 4.110 shows a test of equality of the conditional 

indirect effects in the two groups. The results show that the two groups are different from each 

other. 

The second model was tested in the banking sector in which the model was run in PROCESS 

Macro with independent variable organizational climate (X), mediator affective commitment 

(M), moderator tenure or experience (W) and dependent variable proactive work behaviour  (Y). 

Firstly it was measured that whether organizational climate directly affects affective commitment 

(path a
1
), secondly, whether moderator tenure or exp directly affects affective commitment (path 

a
2
) and the interaction term int_1 (OC*EXP) affects affective commitment (path a

3
). The results 

showed that organizational climate (OC) directly affects affective commitment (AC) p<0.05; 

path a
1
 is significant. The moderator tenure or Experience (Exp) does not directly affects 

affective commitment path a
2
 is insignificant as p=0.5179 and also the interaction term int_1 

does not affect affective commitment as p=0.6064. Therefore path a
2
 and a

3
 are insignificant. 

Table 4.111 and 4.112 shows all the direct effects of organizational climate (X) on affective 

commitment (M), moderating variable tenure or Exp (W) on affective commitment (M) and 

interaction effect (OC*EXP) on affective commitment (M). 

Table 4.111: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.8299 0.6888 0.1357 154.946 3 210 0.000 

 

Table 4.112: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 0.0439 0.7717 0.0569 0.9547 -1.4774 1.5652 

OC 1.1152 0.2423 4.6029 0.0000 0.6376 1.5927 

Exp 0.2177 0.3361 0.6476 0.5179 -0.4449 0.8803 

int_1 -0.0541 0.1047 -0.5161 0.6064 -0.2605 0.1524 
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Secondly it was tested whether affective commitment directly affects proactive work behaviour 

(path b
1
), secondly, whether moderator directly affects proactive work behaviour (path b

2
) and 

the interaction term int_2 (AC*EXP) affects proactive work behaviour (path b
3
). The results 

showed that affective commitment (AC) does not affect proactive work behaviour (PWB) 

p=0.6172; path b
1
 is insignificant. The moderator tenure or Experience (Exp) directly affects 

proactive work behaviour path b
2
 is significant p<0.05 and the interaction term int_2 directly 

affects proactive work behaviour as p<0.05. Therefore path b
3
 is also significant.  

Thirdly, organizational climate (OC) directly affects proactive work behaviour (PWB) as p<0.05. 

Table 4.113 and 4.114 shows all the direct effects of organizational climate (X) on proactive 

work behaviour  (Y), the direct effects of affective commitment (M) on proactive work 

behaviour  (Y), moderating variable tenure or Exp (W) on proactive work behaviour  (Y) and 

interaction effect (AC*EXP) on proactive work behaviour  (Y). 

Table 4.113: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.8099 0.6559 0.0689 99.596 4 209 0.000 

 

Table 4.114: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 2.4748 0.5502 4.4978 0.0000 1.3901 3.5596 

AC 0.0754 0.1506 0.5006 0.6172 -0.2215 0.3722 

OC 0.1754 0.059 2.9721 0.0033 0.0591 0.2918 

Exp -0.5935 0.2414 -2.4586 0.0148 -1.0693 -0.1176 

int_2 0.1525 0.0643 2.3725 0.0186 0.0258 0.2793 

 

Table 4.115 shows all the conditional indirect effects of independent variable, organizational 

climate (X) on dependent variable, proactive work behaviour (Y) at the three different values of 

moderator (M) tenure or Exp in the banking sector. The three values of tenure or exp are less 

than 1 year, 1 year to 9 years and more than 9 years but as the data collected contained managers 
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had experience between 1 to 9 years and more than 9 years therefore this variable of tenure 

turned out to be dichotomous.   

Table 4.115: Point Estimates and BC 95% CI for Conditional Indirect Effects of OC on PWB at 

values of the Moderator 

Mediator Exp Effect Boot SE BootLLCI BootULCI 

AC 2.0000 0.3831 0.0751 0.2355 0.5281 

AC 3.0000 0.5079 0.1254 0.2538 0.7399 

 

Lastly, conditional indirect effects were measured. The conditional indirect effects show the 

moderated mediation. The conditional indirect effects demonstrate that bias corrected lower and 

upper bounds at 95% confidence interval are all have no zero; therefore tenure strengthens the 

relationship between organizational climate and proactive work behaviour mediated through 

affective commitment. As the tenure increases, organizational climate increases and proactive 

work behaviour also increases through increase in affective commitment. The effect of 

moderated mediation is positive and significant 0.3831 when the tenure is moderate (i.e. between 

1 and 9 years) and the effect of moderated mediation is positive and significant 0.5079 when the 

tenure is high (i.e. more than 9 years). This moderated mediation is highly significant in banking 

sector and very strong as well. 

Table 4.116: Test of Equality  

  Index SE (Boot) BootLLCI BootULCI 

AC 0.1248 0.1289 -0.1432 0.3525 

 

When the moderator is dichotomous, table 4.116 shows a test of equality of the conditional 

indirect effects in the two groups. The results show that the two groups are different from each 

other. 
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4.12.3 Education Sector. 

The third sector taken is the education sector with 170 cases or respondents in the data 

set. The moderated mediation was tested for this sector separately to give in depth insight into 

sector wise mediated moderations.   

The first model was tested in the education sector in which it was tested that whether 

psychological contract breach is negatively related to proactive work behaviour mediated 

through affective commitment and is moderated by tenure. 

Therefore firstly it was tested whether psychological contract breach directly affects affective 

commitment (path a
1
), whether moderator directly affects affective commitment (path a

2
) and 

whether the interaction term int_1 (PCB*EXP) affects affective commitment (path a
3
). The 

results showed that psychological contract breach (PCB) directly affects affective commitment 

(AC) p<0.05; path a
1
 is significant. The moderator tenure or Experience (Exp) does not affect 

affective commitment path a
2
 is insignificant as p=0.1612 while the interaction term int_1 also 

does not affect affective commitment as p=0.8512. Therefore path a
3
 is also insignificant.  

Table 4.117: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7477 0.559 0.1481 70.1404 3 166 0.000 

 

Table 4.118: Point estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 3.9039 0.1753 22.2671 0.0000 3.5577 4.25 

PCB -0.8202 0.2780 -2.9500 0.0036 -1.3692 -0.2713 

Exp 0.1011 0.0718 1.4072 0.1612 -0.0407 0.2429 

int_1 0.0222 0.1179 0.1878 0.8512 -0.2107 0.2550 
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Table 4.117 and 4.118 show all the direct effects of psychological contract breach (X) on 

affective commitment (M), moderating variable tenure or Exp (W) on affective commitment (M) 

and interaction effect (PCB*EXP) on affective commitment (M). 

Secondly it was tested whether affective commitment directly affects proactive work behaviour 

(path b
1
), whether moderator directly affects proactive work behaviour (path b

2
) and whether the 

interaction term int_2 (AC*EXP) affects proactive work behaviour (path b
3
). The results showed 

that affective commitment (AC) significantly affects proactive work behaviour (PWB) p<0.05; 

path b
1
 is significant. The moderator tenure or Experience (Exp) does not affect proactive work 

behaviour path b
2
 is insignificant p=0.0930 and the interaction term int_2 does not affect 

proactive work behaviour as p=0.1060, path b
3
 is insignificant.  

Thirdly, psychological contract breach (PCB) directly affects proactive work behaviour (PWB) 

as p<0.05. 

Table 4.119: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.8034 0.6454 0.0531 75.0847 4 165 0.000 

 

Table 4.120: Point estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 1.9698 0.6514 3.0239 0.0029 0.6836 3.2560 

AC 0.3720 0.1644 2.2635 0.0249 0.0475 0.6966 

PCB 0.1380 0.0485 2.8426 0.0050 0.0421 0.2338 

Exp -0.4505 0.2666 -1.6898 0.0930 -0.9769 0.0759 

int_2 0.1088 0.0669 1.6252 0.1060 -0.0234 0.2410 

 

 

Table 4.119 and 4.120 shows all the direct effects of psychological contract breach (X) on 

proactive work behaviour  (Y), the direct effects of  affective commitment (M) on proactive 

work behaviour  (Y), moderating variable tenure or Exp (W) on proactive work behaviour  (Y) 

and interaction effect (AC*EXP) on proactive work behaviour  (Y). 
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Table 4.121 shows all the conditional indirect effects of independent variable, psychological 

contract breach (X) on dependent variable, proactive work behaviour  (Y) at the three different 

values of moderator (M) tenure or Exp in the education sector. The three values of tenure or exp 

are less than 1 year, 1 year to 9 years and more than 9 years but as the data collected contained 

managers had experience between 1 to 9 years and more than 9 years therefore this variable of 

tenure turned out to be dichotomous.   

Table 4.121: Point Estimates and BC 95% CI for Conditional Indirect Effects of PCB on PWB at 

values of the Moderator 

Mediator Exp Effect Boot SE BootLLCI BootULCI 

AC 2.0000 -0.4575 0.0656 -0.6040 -0.3460 

AC 3.0000 -0.5265 0.1362 -0.8202 -0.2907 

 

Lastly, conditional indirect effects were measured. The conditional indirect effects show the 

moderated mediation. The conditional indirect effects demonstrate that bias corrected lower and 

upper bounds at 95% confidence interval are all have no zero; therefore tenure strengthens the 

relationship between psychological contract breach and proactive work behaviour mediated 

through affective commitment. As the tenure increases, psychological contract breach is reduced 

and proactive work behaviour also increases through increase in affective commitment. The 

effect of moderated mediation is negative and significant -0.4575 when the tenure is moderate 

(i.e. between 1and 9 year), while the effect of moderated mediation is negative and significant -

0.5265 when the tenure is high (i.e. more than 9 years). Tenure strengthens the mediated 

relationship between psychological contract breach and proactive work behaviour. 

Table 4.122: Test of Equality 

  Index SE (Boot) BootLLCI BootULCI 

AC -0.069 0.1338 -0.3703 0.1519 
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When the moderator is dichotomous, table 4.122 shows a test of equality of the conditional 

indirect effects in the two groups. The results show that the two groups are different from each 

other. 

The second model was tested in the education sector in which the model was run in PROCESS 

Macro with independent variable organizational climate (X), mediator affective commitment 

(M), moderator tenure or experience (W) and dependent variable proactive work behaviour  (Y).  

Firstly it was measured that whether organizational climate directly affects affective commitment 

(path a
1
), secondly, whether moderator tenure or exp directly affects affective commitment (path 

a
2
) and the interaction term int_1 (OC*EXP) affects affective commitment (path a

3
). The results 

showed that organizational climate (OC) directly affects affective commitment (AC) p<0.05; 

path a
1
 is significant. The moderator tenure or Experience (Exp) does not directly affects 

affective commitment path a
2
 is insignificant as p=0.8175 and also the interaction term int_1 

does not affect affective commitment as p=0.7417. Therefore path a
2
 and a

3
 are insignificant. 

Table 4.123 and 4.124 shows all the direct effects of organizational climate (X) on affective 

commitment (M), moderating variable tenure or Exp (W) on affective commitment (M) and 

interaction effect (OC*EXP) on affective commitment (M). 

Table 4.123: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.8042 0.6468 0.1186 101.3238 3 166 0.000 

 

Table 4.124: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 0.6793 1.0389 0.6538 0.5141 -1.3719 2.7304 

OC 0.9608 0.3173 3.0278 0.0029 0.3343 1.5873 

Exp -0.1023 0.4427 -0.2311 0.8175 -0.9765 0.7718 

int_1 0.0442 0.134 0.3301 0.7417 -0.2203 0.3087 
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Secondly it was tested whether affective commitment directly affects proactive work behaviour 

(path b
1
), secondly, whether moderator directly affects proactive work behaviour (path b

2
) and 

the interaction term int_2 (AC*EXP) affects proactive work behaviour (path b
3
). The results 

showed that affective commitment (AC) does not affect proactive work behaviour (PWB) 

p=0.2256; path b
1
 is insignificant. The moderator tenure or Experience (Exp) also does not affect 

proactive work behaviour path b
2
 is insignificant p=0.0740 and the interaction term int_2 does 

not affect proactive work behaviour as p=0.0853. Therefore path b
3
 is also insignificant.  

Thirdly, organizational climate (OC) does not affect proactive work behaviour (PWB) as 

p=0.2404.Table 4.125 and 4.126 shows all the direct effects of organizational climate (X) on 

proactive work behaviour (Y), the direct effects of affective commitment (M) on proactive work 

behaviour (Y), moderating variable tenure or Exp (W) on proactive work behaviour  (Y) and 

interaction effect (AC*EXP) on proactive work behaviour  (Y). 

Table 4.125: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7945 0.6312 0.0553 70.5865 4 165 0.000 

 

Table 4.126: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 2.4074 0.6416 3.7522 0.0002 1.1406 3.6742 

AC 0.2032 0.1670 1.2164 0.2256 -0.1266 0.5329 

OC 0.0833 0.0707 1.1781 0.2404 -0.0563 0.2229 

Exp -0.4883 0.2716 -1.7978 0.0740 -1.0245 0.0480 

int_2 0.1181 0.0682 1.7314 0.0853 -0.0166 0.2527 

 

Table 4.127 shows all the conditional indirect effects of independent variable, organizational 

climate (X) on dependent variable, proactive work behaviour (Y) at the three different values of 

moderator (M) tenure or Exp in the education sector. The three values of tenure or experience 

(exp) are less than 1 year, 1 year to 9 years and more than 9 years but as the data collected 
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contained managers had experience between 1 to 9 years and more than 9 years therefore this 

variable of tenure turned out to be dichotomous.   

Table 4.127: Point Estimates and BC 95% CI for Conditional Indirect Effects of OC on PWB at 

values of the Moderator 

Mediator Exp Effect Boot SE BootLLCI BootULCI 

AC 2.0000 0.4609 0.0853 0.3118 0.6438 

AC 3.0000 0.6094 0.1785 0.2900 0.9685 

 

Lastly, conditional indirect effects were measured. The conditional indirect effects show the 

moderated mediation. The conditional indirect effects demonstrate that bias corrected lower and 

upper bounds at 95% confidence interval are all have no zero; therefore tenure strengthens the 

relationship between organizational climate and proactive work behaviour mediated through 

affective commitment. As the tenure increases, organizational climate increases and proactive 

work behaviour also increases through increase in affective commitment. The effect of 

moderated mediation is positive and significant 0.4609 when the tenure is moderate (i.e. between 

1 and 9 years) and the effect of moderated mediation is positive and significant 0.6094 when the 

tenure is high (i.e. more than 9 years).  

Table 4.128: Test of Equality  

  Index SE (Boot) BootLLCI BootULCI 

AC 0.1485 0.1750 -0.1650 0.4953 

 

When the moderator is dichotomous, table 4.128 shows a test of equality of the conditional 

indirect effects in the two groups. The results show that the two groups are different from each 

other. 

This moderated mediation is highly significant in education sector and very strong for both the 

models hypothesized in this study. This moderated mediation has turned out be the strongest in 
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education sector among all other sectors and also highly significant. Tenure strengthens the 

relationship between psychological contract breach and proactive work behaviour mediated 

through affective commitment and Tenure strengthens the relationship between organizational 

climate and proactive work behaviour mediated through affective commitment. 

4.12.4 Textile Sector. 

The fourth sector taken is the textile sector with 141 cases or respondents in the data set. 

The moderated mediation was tested for this sector separately to give in depth insight into sector 

wise mediated moderations.   

The first model was tested in the education sector in which it was tested that whether 

psychological contract breach is negatively related to proactive work behaviour mediated 

through affective commitment and is moderated by tenure. 

Therefore firstly it was tested whether psychological contract breach directly affects affective 

commitment (path a
1
), whether moderator directly affects affective commitment (path a

2
) and 

whether the interaction term int_1 (PCB*EXP) affects affective commitment (path a
3
). The 

results showed that psychological contract breach (PCB) directly affects affective commitment 

(AC) p<0.05; path a
1
 is significant. The moderator tenure or Experience (Exp) does not affect 

affective commitment path a
2
 is insignificant as p=0.7720 while the interaction term int_1 also 

does not affect affective commitment as p=0.8595. Therefore path a
3
 is also insignificant.  

Table 4.129: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7095 0.5034 0.1855 46.2878 3 137 0.000 
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Table 4.130: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 3.9808 0.2509 15.8685 0.0000 3.4848 4.4769 

PCB -1.0011 0.4038 -2.4791 0.0144 -1.7997 -0.2026 

Exp 0.0302 0.1039 0.2904 0.7720 -0.1752 0.2355 

int_1 0.0302 0.1700 0.1774 0.8595 -0.3061 0.3664 

 

Table 4.129 and 4.130 show all the direct effects of psychological contract breach (X) on 

affective commitment (M), moderating variable tenure or Exp (W) on affective commitment (M) 

and interaction effect (PCB*EXP) on affective commitment (M). 

Secondly it was tested whether affective commitment directly affects proactive work behaviour 

(path b
1
), whether moderator directly affects proactive work behaviour (path b

2
) and whether the 

interaction term int_2 (AC*EXP) affects proactive work behaviour (path b
3
). The results showed 

that affective commitment (AC) does not affect proactive work behaviour (PWB) p=0.7189; path 

b
1
 is insignificant. The moderator tenure or Experience (Exp) does not affect proactive work 

behaviour path b
2
 is insignificant p=0.1368 and the interaction term int_2 does not affect 

proactive work behaviour as p=0.1889, path b
3
 is insignificant.  

Thirdly, psychological contract breach (PCB) directly affects proactive work behaviour (PWB) 

as p<0.05. 

Table 4.131: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.6982 0.4874 0.0724 32.3333 4 136 0.000 

 

Table 4.132: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 3.2464 0.7342 4.4217 0.0000 1.7945 4.6983 

AC 0.0707 0.1959 0.3607 0.7189 -0.3168 0.4582 

PCB -0.1740 0.0705 -2.4679 0.0148 -0.3135 -0.0346 

Exp -0.4667 0.3119 -1.4965 0.1368 -1.0834 0.1500 

int_2 0.1100 0.0833 1.3206 0.1889 -0.0547 0.2747 
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Table 4.131 and 4.132 shows all the direct effects of psychological contract breach (X) on 

proactive work behaviour  (Y), the direct effects of  affective commitment (M) on proactive 

work behaviour  (Y), moderating variable tenure or Exp (W) on proactive work behaviour  (Y) 

and interaction effect (AC*EXP) on proactive work behaviour  (Y). 

Table 4.133 shows all the conditional indirect effects of independent variable, psychological 

contract breach (X) on dependent variable, proactive work behaviour  (Y) at the three different 

values of moderator (M) tenure or Exp in the textile sector. The three values of tenure or exp are 

less than 1 year, 1 year to 9 years and more than 9 years but as the data collected contained 

managers had experience between 1 to 9 years and more than 9 years therefore this variable of 

tenure turned out to be dichotomous.   

Table 4.133: Point Estimates and BC 95% CI for Conditional Indirect Effects of PCB on PWB at 

values of the Moderator 

Mediator Exp Effect Boot SE BootLLCI BootULCI 

AC 2.0000 -0.2735 0.0690 -0.4292 -0.1540 

AC 3.0000 -0.3649 0.0995 -0.5913 -0.1976 

 

Lastly, conditional indirect effects were measured. The conditional indirect effects show the 

moderated mediation. The conditional indirect effects demonstrate that bias corrected lower and 

upper bounds at 95% confidence interval are all have no zero; therefore tenure strengthens the 

relationship between psychological contract breach and proactive work behaviour mediated 

through affective commitment. As the tenure increases, psychological contract breach is reduced 

and proactive work behaviour also increases through increase in affective commitment. The 

effect of moderated mediation is negative and significant -0.2735 when the tenure is moderate 

(i.e. between 1and 9 year), while the effect of moderated mediation is negative and significant            
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-0.3649 when the tenure is high (i.e. more than 9 years). Tenure strengthens the mediated 

relationship between psychological contract breach and proactive work behaviour. 

Table 4.134: Test of Equality 

  Index SE (Boot) BootLLCI BootULCI 

AC -0.0914 0.1119 -0.3213 0.1191 

 

When the moderator is dichotomous, table 4.134 shows a test of equality of the conditional 

indirect effects in the two groups. The results show that the two groups are different from each 

other. 

The second model was tested in the textile sector in which the model was run in PROCESS 

Macro with independent variable organizational climate (X), mediator affective commitment 

(M), moderator tenure or experience (W) and dependent variable proactive work behaviour  (Y).  

Firstly it was measured that whether organizational climate directly affects affective commitment 

(path a
1
), secondly, whether moderator tenure or exp directly affects affective commitment (path 

a
2
) and the interaction term int_1 (OC*EXP) affects affective commitment (path a

3
). The results 

showed that organizational climate (OC) directly affects affective commitment (AC) p<0.05; 

path a
1
 is significant. The moderator tenure or Experience (Exp) does not directly affects 

affective commitment path a
2
 is insignificant as p=0.1617 and also the interaction term int_1 

does not affect affective commitment as p=0.12278. Therefore path a
2
 and a

3
 are insignificant. 

Table 4.135 and 4.136 shows all the direct effects of organizational climate (X) on affective 

commitment (M), moderating variable tenure or Exp (W) on affective commitment (M) and 

interaction effect (OC*EXP) on affective commitment (M). 

Table 4.135: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7722 0.5962 0.1508 67.4392 3 137 0.000 
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Table 4.136: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant -1.003 1.1209 -0.8948 0.3724 -3.2195 1.2135 

OC 1.4286 0.3577 3.9938 0.0001 0.7213 2.1359 

Exp 0.6515 0.4630 1.4069 0.1617 -0.2642 1.5671 

int_1 -0.1785 0.1473 -1.2115 0.2278 -0.4699 0.1128 

 

Secondly it was tested whether affective commitment directly affects proactive work behaviour 

(path b
1
), secondly, whether moderator directly affects proactive work behaviour (path b

2
) and 

the interaction term int_2 (AC*EXP) affects proactive work behaviour (path b
3
). The results 

showed that affective commitment (AC) does not affect proactive work behaviour (PWB) 

p=0.9498; path b
1
 is insignificant. The moderator tenure or Experience (Exp) also does not affect 

proactive work behaviour path b
2
 is insignificant p=0.3426 and the interaction term int_2 does 

not affect proactive work behaviour as p=0.4043. Therefore path b
3
 is also insignificant.  

Thirdly, organizational climate (OC) directly affects proactive work behaviour (PWB) as p<0.05. 

Table 4.137 and 4.138 shows all the direct effects of organizational climate (X) on proactive 

work behaviour  (Y), the direct effects of affective commitment (M) on proactive work 

behaviour  (Y), moderating variable tenure or Exp (W) on proactive work behaviour  (Y) and 

interaction effect (AC*EXP) on proactive work behaviour  (Y). 

Table 4.137: Regression of Direct Effects 

R R-sq MSE F df1 df2 p 

0.7845 0.6154 0.0543 54.4061 4 136 0.000 

 

Table 4.138: Point Estimates and BC 95% CI for Direct Effects 

  coefficient se t p LLCI ULCI 

constant 1.8839 0.6424 2.9325 0.0039 0.6135 3.1543 

AC -0.0107 0.1694 -0.0631 0.9498 -0.3458 0.3244 

OC 0.4913 0.0673 7.3056 0.0000 0.3583 0.6243 

Exp -0.2589 0.2719 -0.9524 0.3426 -0.7966 0.2787 

int_2 0.0607 0.0725 0.8366 0.4043 -0.0827 0.2041 
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Table 4.139 shows all the conditional indirect effects of independent variable, organizational 

climate (X) on dependent variable, proactive work behaviour (Y) at the three different values of 

moderator (M) tenure or Exp in the textile sector. The three values of tenure or experience (exp) 

are less than 1 year, 1 year to 9 years and more than 9 years but as the data collected contained 

managers had experience between 1 to 9 years and more than 9 years therefore this variable of 

tenure turned out to be dichotomous.   

Table 4.139: Point Estimates and BC 95% CI for Conditional Indirect Effects of OC on PWB at 

values of the Moderator 

Mediator Exp Effect Boot SE BootLLCI BootULCI 

AC 2.0000 0.1186 0.0641 -0.0075 0.2471 

AC 3.0000 0.1530 0.0758 0.0258 0.3183 

 

Lastly, conditional indirect effects were measured. The conditional indirect effects show the 

moderated mediation. The conditional indirect effects demonstrate that bias corrected lower and 

upper bounds at 95% confidence interval has a zero in the first category of tenure or experience 

(exp) Boot LLCI -0.0075 and Boot ULCI 0.2471; therefore tenure does not strengthen the 

relationship between organizational climate and proactive work behaviour  mediated through 

affective commitment. The effect of moderated mediation is insignificant 0.1186 when the tenure 

is moderate (i.e. between 1 and 9 years) and the effect of moderated mediation is positive and 

significant 0.1530 when the tenure is high (i.e. more than 9 years).  

Table 4.140: Test of Equality  

  Index SE (Boot) BootLLCI BootULCI 

AC 0.0344 0.0730 -0.1068 0.1827 
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When the moderator is dichotomous, table 4.140 shows a test of equality of the conditional 

indirect effects in the two groups. The results show that the two groups are different from each 

other. 

This moderated mediation is not significant in textile sector and especially for the second model 

hypothesized in this study. Tenure strengthens the relationship between psychological contract 

breach and proactive work behaviour mediated through affective commitment but Tenure does 

not strengthen the relationship between organizational climate and proactive work behaviour 

mediated through affective commitment. 

 

 

 

 

 

 

 

 

 

 

 

 

 



Effect of Moderated Mediation on Proactive Work Behaviours 234 
 

Chapter 5: Discussion, Future Research, Implications and Conclusion 

5.1 Discussion 

The data has been analysed and all the results have been presented above in chapter 4. 

Overall hypothesized and theoretical model was tested for four sectors altogether having 697 

cases or respondent‟s data and the results were significant.  

This study significantly contributes to the existing literature by expanding and developing the 

role of affective commitment and proactive work behaviours in the organizational setting and 

reasons that affective commitment is fundamental in the relationship between psychological 

contract breach and proactive work behaviours and organizational climate and proactive work 

behaviours. Therefore two models were created. 

The first model tested whether the psychological contract breach affects proactive work 

behaviour mediated through affective commitment; and whether tenure strengthens this 

relationship. The first model confirms that the perception of PCB reduces affective commitment. 

PCB does not directly increase proactive work behaviour but affective commitment mediates the 

relationship between psychological contract breach and job behaviour such as, proactive work 

behaviour s. Hence there is full mediation of the first model and the findings of this research 

confirm the notion of integrating affective commitment with PCB and proactive work behaviour 

in the workplace in a Pakistani context. Also as the tenure increases of an employee in a 

company, this relationship also strengthens.  

The second model tested whether organizational climate affects proactive work behaviour 

mediated through affective commitment; and whether tenure moderates this mediation and 

strengthens it. The results confirmed that cognition of organizational climate increases affective 

commitment. Organizational climate also directly increases proactive work behaviour and 
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affective commitment also mediates the relationship between organizational climate and job 

behaviour i.e., proactive work behaviour s. This mediation was partial as organizational climate 

also directly affects proactive work behaviour. Also as the tenure increases the mediation 

becomes stronger and more significant. The results of this research approve the notion of 

integrating affective commitment with organizational climate and job behaviour in the workplace 

in a Pakistani context. 

The sector wise moderated mediation shows that education sector showed the strongest 

moderated mediation among all the sectors for both the models while textile sector did not have 

significant moderated mediation for the second model. Also, banking and pharmaceutical sector 

showed significant results for both the models hypothesized in this study. 

5.2 Limitations  

This study has some limitations, Firstly, the data was not collected from few sources and 

thereby issues of same-source bias may be present (Podsakoff,  MacKenzie, Lee, &Podsakoff, 

2003). 

Secondly, a central limitation of the study is the use of self-report measures and 697 managers 

only. However, at least concerning individual assessment of variables such as proactive work 

behaviour, self-ratings seem to be the best way because proactive behaviour is a discretionary 

behaviour and colleagues and supervisors might not always be able to fully observe and evaluate 

this behaviour.  

Third limitation is the opinions of the managers documented in the questionnaire. Their opinions 

could not necessarily be a true representative of reality since an individual„s opinions only 

cannot be treated as an absolute reality. Fourthly, the generalizability of this study may be 

questionable as no previous studies have taken up this type of model. Also this study is based on 
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four sectors; the results of this research therefore are restricted to the sectors under consideration 

and can hardly be generalized to other sectors.  

Fifthly, previous researches have shown that climate impacts the outcome variables for example 

performance, nonetheless reciprocal relationships may also exist proposing that outcome 

variables might in return influence climate (Ryan, Schmit & Johnson, 1996; Schneider, Hanges, 

Smith & Salvaggio, 2003;Van de Voorde, Van Veldhoven & Paauwe, 2010) therefore one may 

say that proactive work behaviours may also influence the organizational climate in the sense 

that it may reinforce these behaviours for future employees or new employees to learn when 

socializing. This study has not taken up this model therefore, future studies can do it. Future 

studies may also investigate that organizational climate may moderate the relationship between 

affective commitment and proactive work behaviours which this study has not taken up 

(Noordin, et al, 2010). 

Sixth of all, there was no usage of multiple methodological approaches such as triangular 

methods e.g. observation, interview, focus group etc as only questionnaire method was only 

taken up due to time constraints of respondents as they were all full-time working managers in 

their respective sectors. If other methods would have been taken up then it would have given an 

in-depth insight about the model and its outcomes better. 

5.3 Future Research 

Beyond addressing study limitations, the present research suggests several important 

areas and directions that need further research.  

Firstly, future research should focus on other theory driven and integrated individual and 

situational antecedents on proactive behaviours which may provide in depth insights. There is 

still more opportunity to understand these relationships comprehensively. For instance, studies 
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on positive outcomes of proactive behaviour have been conducted but possible negative 

outcomes have not been studied until now (Spychala, 2010).  

Other studies may use other independent variables in the same model such as Leader Member 

Exchange (LMX) theory which has been found to be positively linked with individual innovation 

behaviours (Janssen & Van Yperen, 2004) but findings regarding the relationship between 

supportive leadership with proactive behaviours were inconsistent across studies. 

Secondly, it is possible that alternative model paths exist. Such as organizational climate may 

decrease psychological contract breach which will in turn shall increase affective commitment 

will increase proactive work behaviour. The present data has not tested such a model. Further the 

current hypothesized model did not moderate the relationship between psychological contract 

breach and proactive work behaviour and between organizational climate and proactive work 

behaviour. 

Thirdly, research on proactivity has generally been focused on a somewhat static view on 

proactive behaviour, assuming that being proactive is a single event. Thus the dynamic processes 

involved in being proactive have largely been ignored. Bindl and Parker (2009) proposed a 

process model of proactivity. These authors proposed a four phased model attained from 

reflection of action theory (Frese & Zapf, 1994; Hacker, 1985).  

The first phase is known as “envisioning”; in which proactivity related goals are planned, set and 

decided by employees. For instance, an employee may realize that a particular task is 

inefficiently completed therefore he may identify different ways to improve this task.  

The second phase is known as “planning”; which constitutes the preparation required to engage 

in proactivity. For instance, employees may think through and consider all the possible 

alternatives of how to bring about the desired change.  
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The third phase is known as the “enacting” phase, in which the actual involvement in proactive 

behaviour takes place. This phase is explored in previous proactivity researches. The fourth and 

the last phase is known as the “reflecting” phase, which focuses on the retrospective thinking of 

employees and their efforts regarding the success, failure, consequences, and implications of 

their proactive behaviour. According to Bindl and Parker (2009) even though these four phases 

of process model of proactivity are sequential logically and theoretically but they may not be 

applied sequentially in reality or go in organized form in a practical context.  

Bindl and Parker (2009) displayed that how these different phases of proactive behaviour at work 

are meaningfully differentiated. Hence future research can be conducted to investigate how 

employees involve in these different phases and, moreover, how this process can be 

distinguished from other forms of proactive work behaviour (Belschak & Den Hartog, 2010; 

Parker & Collins, 2010).  

Fourthly, furthering the discussion for future research, this study was static and conducted at one 

point in time; other studies should conduct longitudinal approach using the same model over a 

period of time across different respondents and it was also recommended by Bindl and Parker 

(2010) regarding the relationship between organizational climate and proactivity.  

Fifthly, the conceptual scheme is not exhaustive in considering other possible moderator 

variables. Future research could also study few other possible moderating variables (such as, 

personality characteristics, casual attribution or organizational justice perceptions) that may 

effect the relationship between psychological contract breach and affective commitment (Arain, 

Hameed, & Farooq, 2012). 

Sixth recommendation is that additional research is compulsory in order to evaluate the 

mediating role of affective commitment in relationship between PCB and other work related 
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outcomes. Reduced affective commitment and increased psychological contract beach in the 

relationship between employees and their employer may have a negative effect on employees‟ 

work attitudes, particularly, job satisfaction and turnover intention. According to past researches, 

performance is a function of satisfaction. These researches proved that satisfied employees are 

better performers than dissatisfied employees. Accordingly, dissatisfied employees had reduced 

affective commitment and increased psychological contract breach. On the other hand, increase 

in turnover or turnover intentions can cause severe problems for the organization as it is difficult 

to replace highly skilled workers, and the cost of replacement can disrupt organizational budget. 

Future research may also incorporate these attitudes like job satisfaction, turnover intention and 

in-role and extra-role performance as an outcome variable. 

Further other commitment components such as normative and continuous commitment may also 

be considered useful as mediators in the model in upcoming studies.  

Seventh recommendation for future research is that cultural context (such as collectivist versus 

individualistic culture) may also impact the stated relationship hence studies across different 

cultures can be assessed. Also comparisons based on countries from different continents can also 

be assessed. 

Eighthly, other studies could replicate this research by collecting data from different samples 

such as other industries and organizations to investigate the generalizability of these findings. In 

sum, it is hoped that this study provides a basis for future research to address these and other 

behavioural issues. 

Ninthly, further integration of workplace proactivity in related fields of research, like 

entrepreneurship (e.g., Baron, 2008), and proactive coping in stress management (e.g., 
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Aspinwall& Taylor, 1997) may also help to combine and expand knowledge (Bindl and Parker 

2010). 

Tenthly, concerning methodology, it would be advisable to employ a mixed-method approach, 

that is, a combination of both qualitative and quantitative research methods. Qualitative data 

collection may be useful to identify different affective reactions to different forms of 

psychological contract breach and how those affective reactions can impact individuals work 

behaviour and attitudes in the Pakistani context. When the data is collected through qualitative 

methods, further quantitative methods can be applied to collect data so that a comprehensive and 

complete conclusion can be reached (Arain, Hameed, & Farooq, 2012). 

Eleventh recommendation is that, as this is the first study using this model with PCB and 

organizational climate and work attitudes and behaviour s in a Pakistani context, it is strongly 

suggested that future researchers conduct more studies in this region and other developing 

countries in Asia. It would also be useful for them to investigate and generalize the findings of 

this study (Arain, Hameed, & Farooq, 2012). 

Lastly, one major argument needs to be raised with respect to outcomes of proactive work 

behaviours. In today‟s modern workplaces employees need to plan into the future and prepare for 

possible threats and challenges by taking proactive initiatives instead of reacting and adapting to 

changes in their environment at that moment. Generally, research has substantiated beneficial 

results in relation with engaging in proactive behaviour but at times proactive work behaviour 

may also lead to negative effects, like increased stress. Therefore, employees need to reflect on 

the risk-reward trade off and consider the potential costs of being proactive at work. 
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There is a strong evidence for the notion that proactive employees display increased work 

performance i.e. they perform better on their core tasks, they receive favourable evaluations from 

their supervisors and they have more entrepreneurial success. 

Simultaneously, proactive employees are characterized by higher commitment and higher 

satisfaction with their organization, job and career.  

To sum it up, proactive work behaviour appears to generate a win-win situation for both the 

organization and the individual where the employee and the organization are likely to flourish. 

In a longitudinal study conducted by Seibert et al. (2001) it was confirmed that proactive 

employees who demonstrated individual innovations and career initiatives received higher 

salaries and more promotions than non-proactive employees. It was also found that proactive 

employees are more quickly able to get a new job after being laid off. 

Scholars mostly referred any negative (side) effects of proactive behaviour as accidental while 

searching to support the positive consequences of proactivity. Seibert (2001) identified that one 

specific type of proactive behaviour; i.e. voice was found to be damaging to an employee‟s 

career success. Employees who voiced many problems received lower salaries and few 

promotions as compared to those who voiced fewer problems. 

A potential explanation for this phenomenon is found in the “initiative paradox”, coined by 

Donald Campbell (2000).  

According to this phenomenon, employers expect their employees to work proactively; and 

alternatively, they often punish proactive employees if their proactive initiatives are not in 

accordance with the company‟s policies, values and interests. They then label this behaviour as a 

“misguided or deviant” behaviour. As such, voicing too many problems may seem to be 
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annoying to one‟s supervisor. Also it may create an employee‟s image to be a complainer or a 

whiner in office, which will result in poor performance appraisals. 

To conclude, proactive work behaviours may result in doing something extra along with their 

usual work demands which increases their work pressure and higher stress levels. Also it may 

lead to excess work for other employees who will now need to spend extra time in learning new 

methods and systems. Thus, it will harm the reputation of proactive employees among their 

colleagues and these colleagues and peers will then criticize proactive workers and sabotage their 

work or play politics to remove them from their work teams as they themselves will feel insecure 

about their job and work. Hence, it may lead to tension and conflict in the organizational 

environment. 

As this short review of the potential disadvantages of proactivity at work demonstrates, 

individuals and organizations should be aware of the dangers that come with proactive 

behaviour. Well understood and well managed proactivity yields positive outcomes but 

proactivity may yield negative outcomes too and ignoring the potential negative implications of 

proactivity at workplace may impede both organizational and individual growth and 

development. Therefore future research can focus on the negative outcomes of proactive work 

behaviour instead of positive outcomes.  

5.4 Practical Implications for Management 

Management of organizations can contribute significantly by supporting numerous career 

development activities within the organization. Managers may enhance job control of their 

employees. To realize higher job control, managers may involve employees in decisions about 

rules for working procedures, award complex tasks, and it should be upon the employees 

themselves to decide which steps are necessary to fulfil the tasks. However, to prevent overload, 
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managers may support their employees through information systems (Leach et al., 2003) or 

creating a positive feedback environment (Sparr & Sonnentag, 2008) in which managers can 

communicate and guide employees where they need improvement so that they can meet the 

organizational challenges accordingly. Therefore if employees are not involved in proactive 

work behaviours, managers can monitor their behaviour, identify and give feedback to potential 

promotional candidates. This will not only help employees in their career development but also 

assist organization to innovate and achieve its goals and profits as proactive work behaviour 

contributes to individual and firm success (Fay & Frese, 2001; Parker et al., 2006; Raabe et al., 

2007). 

With regard to affective commitment and psychological contract beach in the relationship 

between employees and their employer, the cost of reactions as their consequences can be very 

high. They create a negative impact on employees‟ health in the form of stress, mental 

exhaustion or burnout which can reduce their proactivity in the workplace and further diminish 

their satisfaction and task performance.  

In cases in which employees show reduced commitment and reduced proactive behaviours in 

response to their perceptions of psychological contract breach and a non-supportive 

organizational climate, managers should take steps to address those issues.  

This study offers important insights to managers, employers, and administrators of all types of 

organizations in the world that management should attempt to avoid psychological contract 

breach perceptions of employees by making genuine promises to them at the time of recruitment. 

Wanous, Poland, Premack, and Davis(1992) state that effective HR policies and practices, 

realistic recruitment processes, transparent information to the stakeholders, and carefully planned 
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and integrated procedures, such as social events and mentoring, can create a work environment 

that limits the possibility of unrealistic expectations among new recruits.  

For current employees, regular discussion, meetings and feedback between administrators and 

employees are likely to effect employee‟s perceptions of breach. Discussion can also be useful in 

implementing the bottom up distribution of information. Organizations can then take actions to 

avoid perceptions of psychological contract breach, such as implement communications 

campaigns, allow employees participation in decision making, and make any essential changes in 

the employment relationship. The result of these efforts is likely to be a more efficient, effective, 

creative and healthy work environment for everyone. 

With respect to organizational climate, the findings of this study have a few implications for 

human resource management (HRM). The climate of an organization affects employee‟s 

physical and mental exertion. The physical exertion affects their bodies and the mental exertion 

affects their minds. To utilize positive outcomes of proactive work behaviour, incorporation of a 

compatible organizational climate might be helpful (Baer & Frese, 2003). HRM practitioners 

should try to help create positive employee perceptions as those positive perceptions are the heart 

of the organizations climate and employee commitment. They should develop strategies to retain 

employees in order to avoid high employee turnover in the future.  

Finally, incongruent expectations and perspectives of employees and their supervisors with 

regard to proactive work behaviour might have implications for motivation, performance 

evaluations and payment as supervisors may reward this behaviour less than anticipated by the 

employees. To align expectations, supervisors may set greater importance to exchange ideas with 

their employees, to regular appraisal and feedback discussions, and they may also more often 

informally talk to their employees.  
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5.5 Conclusion 

Although organizational scholars have conducted extensive research on specific proactive 

behaviours in recent decades, little theory exists to explain the more general dynamics of 

proactivity at work. This research attempted to develop an integrative framework of the 

individual antecedents, situational antecedents, and a moderator. It is hoped that this study 

proves useful in enabling researchers to take an increasingly proactive approach to constructing, 

evaluating, and cumulating theory about proactive behaviour at work. 

This dissertation extended research on antecedents of proactive work behaviour by showing that 

(1) mechanisms that link positive workplace characteristics (i.e. organizational climate) to 

proactive work behaviour can also be applied for negative individual characteristics (i.e., 

psychological contract breach), (2) prior models on antecedents of proactive behaviour can be 

generalized to an organizational level of analysis, and (3) moderators have to be taken into 

account when examining antecedents of proactive work behaviour. 

 

 

 

 

 

 

 

 

 

 



Effect of Moderated Mediation on Proactive Work Behaviours 246 
 

References 

Aarons, G., A., Sawitzky, A., C. (2006). Organizational culture and climate and mental health  

provider attitudes toward evidence-based practice. Psychological Services 3, 61–72 

Abbasi, S., & Hollman, K. (2000). Turnover: The Real Bottom-line. Public Personnel  

Management, 29(3), 333-342. 

Agarwal, U. A., & Bhargava, S. (2013). Effects of Psychological Contract Breach on  

Organizational Outcomes: Moderating Role of Tenure and Educational  

Levels. VIKALPA, 38(1), 13. 

Ahmad, Z., Ali, L. and Ahmad, N., 2012. Organizational climate: A study of pharmaceutical  

industry in Pakistan, African Journal of Business Management, 6(49): 11880-11886. 

Ahmed, P.K. (1998). Culture and climate for innovation. European Journal of Innovation  

Management, 1(1), 30-43. 

Aiswarya, B. and Ramasundaram, G., 2012. A Study on Interference of Work–Life Conflict  

between Organizational Climate and Job Satisfaction of Women Employees in the  

Information Technology Sector, Asia-Pacific Journal of Management Research and  

Innovation, 8(3): 351–360. 

Allen, D.K. (2003). Organizational climate and strategic change in higher education:  

Organizational insecurity. Higher Education, 46(1), 61−92. 

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance,  

and normative commitment to the organization. Journal of Occupational Psychology, 63,  

1–18. 

Alutto, J. A., & Hrebiniak, L. G. (1975). Research on commitment to employing organizations:  

Preliminary findings on a study of managers graduating from engineering and MBA  



Effect of Moderated Mediation on Proactive Work Behaviours 247 
 

programs. Academy of Management meetings, New Orleans 

Anderson, N., De Dreu, C. K., & Nijstad, B. A. (2004). The routinization of innovation research:  

A constructively critical review of the state‐of‐the‐science. Journal of organizational  

Behaviour, 25(2), 147-173. 

Anderson, N. R., & West, M. A. (1998). Measuring climate for work group innovation:  

development and validation of the team climate inventory. Journal of Organizational  

Behaviour, 19(3), 235-258. 

Anderson, N., & Schalk, R. (1998). The psychological contract in retrospect and  

prospect. Journal of organizational behaviour, 19(S1), 637-647. 

Angle, H. L., & Perry, J. L. (1981). An Empirical Assessment of Organizational Commitment  

and Organizational Effectiveness. Administrative Science Quarterly, 27, 1-14. 

Angle, H., Perry, J. (1981). An empirical assessment of organizational commitment and  

organizational effectiveness. Administrative Science Quarterly, 26(1), 1-14.  

Appelbaum, S.H., Iaconi, G.D. and Matousek, A., (2007). Positive and negative deviant  

workplace behaviours: causes, impacts, and solutions, Corporate Governance, 7(5): 586-

598. 

Aragon-Correa, J. A. (1998). Strategic proactivity and firm approach to the natural environment.  

Academy of Management Journal, 41, 556–567. 

Arain, G. A., Hameed, I., Lacaze, D., & Peretti, J. M. (2011, June). Integrating Affect With  

Psychological Contract Breach (PCB) and Work Attitudes: A Case of Pakistani  

University Teachers. In The Proceedings of the 10th European Conference on Research  

Methodology for Business and Management Studies (p. 17). Academic Conferences  

Limited. 



Effect of Moderated Mediation on Proactive Work Behaviours 248 
 

Arain, G. A., Hameed, I., & Farooq, O. (2012). Integrating workplace affect with psychological  

contract breach and employees' attitudes. Global Business and Organizational  

Excellence, 31(6), 50-62. 

Argyris, C. (1958). Some problems in conceptualizing organizational climate: A case study of a  

bank. Administrative Science Quarterly, II, 501-520. 

Argyris, C. (1960), Understanding Organizational Behaviour, Dorsey Press, Homewood, IL. 

Armstrong, A. (2003). Corporate governance: Can governance standard change corporate  

behaviour? Australian Journal of Professional and Applied Ethics, 5(2) pp 1-10.  

Aryee, S., Chay, Y.W. and Chew, J. (1994). An investigation of the predictors and outcomes of  

career commitment in three career stages. Journal of Vocational Behaviour, 44, 1-16. 

Aselage, J., & Eisenberger, R. (2003). Perceived organizational support and psychological  

contracts: A theoretical integration. Journal of Organizational Behaviour, 24(5), 491-

509. 

Ash, M. K. (1995). Mary Kay. Rocklin, Calif.: Prima. 

Ashford, S. J., & Black, J. S. (1996). Proactivity during organizational entry: Antecedents,  

tactics, and outcomes. Journal of Applied Psychology, 81, 199–214. 

Ashford, S. J., & Cummings, L. L. (1985). Proactive feedback seeking: The instrumental use of  

the information environment. Journal of Occupational Psychology, 58, 67–79. 

Ashforth, B. E., & Humphrey, R. H. (1995). Emotion in the workplace: A reappraisal. Human  

relations, 48(2), 97-125. 

Ashford, S. J., & Tsui, A. S. (1991). Self-regulation for managerial effectiveness: The role of  

active feedback seeking. Academy of Management Journal, 34, 251–280. 

Ashford, S. J., Rothbard, N. P., Piderit, S. K., & Dutton, J. E. (1998). Out on a limb: The role of  



Effect of Moderated Mediation on Proactive Work Behaviours 249 
 

context and impression management in selling gender-equity issues. Administrative  

Science Quarterly, 43, 23–57. 

Ashforth, B.E. (1985). Climate formation: Issues and extensions. Academy of Management  

Journal, 10(4), 837−847. 

Ashforth, B.E. (1995). Climate formation: Issues and extensions. Academy of Management  

Review, 10(4), 837-847. 

Asif, F. (2011). Estimating the impact of Denison‟s (1996), “What is the difference between 

organizational culture and organizational climate? A native‟s point of view on a decade  

of paradigm wars”. Journal of Business Research, 64, 454-459. 

Aspinwall, L. G., & Taylor, S. E. (1997). A stitch in time: self-regulation and proactive  

coping. Psychological bulletin, 121(3), 417. 

Axtell, C. M., Holman, D.J., Unsworth, K, L., Wall, T. D., Waterson, P. E., & Harrington  

(2000). Shop floor innovation: Facilitating the suggestion and implementation of ideas.  

Journal of Occupational and Organizational Psychology, 73, 265-285. 

Baer, M., & Frese, M. (2003). Innovation is not enough: Climates for initiative and  

psychological safety, process innovations, and firm performance. Journal of  

organizational Behaviour, 24(1), 45-68. 

Baker, G. A., III. & Glass, C. (2000). The McClelland –Atkinson Model. In G. A. Baker III.& 

Associates. Organizational concepts and theories in the public sector. (pp. 57- 80). 

Raleigh, NC: N C State University. 

Bal, M. P., Chiaburu, D. S., & Diaz, K. L. (2011). Does psychological contract breach decrease 

Proactive behaviours? The moderating effect of emotion regulation. Group & 

Organization Management, 36, 722-758. 



Effect of Moderated Mediation on Proactive Work Behaviours 250 
 

Bal, P. M., De Lange, A. H., Jansen, P. G. W., & Van der Velde, M. E. G. (2008). Psychological  

contract breach and job attitudes: A meta-analysis of age as a moderator. Journal of  

Vocational Behaviour, 72, 143-158. 

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

Company. 

Barney. J. B. (1995). Looking inside for Competitive Advantage. The Academy of Management  

Executive. 9 (4), 49-61. 

Bartram, D., & Hambleton, R.K. (Eds.) (2006). Computer-based testing and the Internet. 

Chichester, UK: Wiley and Sons. 

Bashir, S., & Ramay, M. I. (2008). Determinants of Organizational Commitment A Study of  

Information Technology Professionals in Pakistan. Institute of behavioural and applied  

management, 7(4), 226-238. 

Bateman, T. S., & Crant, J. M. (1993).The proactive component of organizational behaviour. 

Journal of Organizational Behaviour, 14, 103–118. 

Bateman, T. S., & Porath, C. (2003).Transcendent behaviour. In K. S. Cameron, J. E. Dutton, & 

R. E. Quinn (Eds.), Positive organizational scholarship: Foundations of a new discipline  

(pp. 122–137). San Francisco, CA: Berrett-Koehler. 

Bateman, T. S., & Strasser, S. (1984). A longitudinal analysis of the antecedents of  

organizational commitment. Academy of management journal,27(1), 95-112. 

Becherer, R. C., & Maurer, J. G. (1999). The proactive personality disposition and  

entrepreneurial behaviour among small company presidents. Journal of Small Business  

Management, 38, 28–36. 

Beck, N. & Wilson, J. (2000). Development of affective organizational commitment: A  



Effect of Moderated Mediation on Proactive Work Behaviours 251 
 

cross sequental examination of change with tenure.  Journal of Vocational Behaviour.     

56, 114-136 

Bellou, V. (2007). Identifying employees‟ perceptions on organizational obligations: A  

comparison between the Greek public and private sector. International Journal of Public  

Sector Management, 20(7), 608-621. 

Bellou, V. (2009). Profiling the desirable psychological contract for different groups of  

employees: Evidence from Greece. The International Journal of Human Resource  

Management, 20(4), 810-830. 

Bellou, V. and Andronikidis, A.I., (2009). Examining organizational climate in Greek hotels  

from a service quality perspective, International Journal of Contemporary Hospitality  

Management, 21(3), 294-307. 

Belschak, F. D., & Den Hartog, D. N. (2013). Different foci of proactive behaviour: The role of  

transformational leadership. Journal of Occupational and Organizational Psychology. 

Bindl, U. K., & Parker, S. K. (2010a). Proactive work behaviour: Forward-thinking and change  

oriented action in organizations. In S. Zedeck (Ed.), APA handbook of industrial and  

organizational psychology , 2, 567-598. Washington, DC: American Psychological 

Association 

Bindl, U. K., & Parker, S. K. (2010b). Feeling good and performing well?  

Psychologi engagement and positive behaviours at work. In S. Albrecht (Ed.), The hand  

of employee engagement: Models, measures and practice (pp. 385-398). Northampton, 

UK: Edward-Elgar.” 

Bindl, U.K. and Parker, S.K., (2011). Proactive Work Behaviour: Forward-Thinking and  

Change- Oriented Action in Organizations, Institute of Work Psychology, University of  



Effect of Moderated Mediation on Proactive Work Behaviours 252 
 

Sheffield, United Kingdom, 1-71. 

Binnewies, C., Ohly, S., & Sonnentag, S. (2007). Taking personal initiative and communicating  

about ideas: what is important for the creative process and for idea creativity?. European  

Journal of Work and Organizational Psychology, 16(4), 432-455. 

Birdi, K., Allan, C. and Warr, P. (1997). Correlates and perceived outcomes of four types of  

employee development activity. Journal of Applied Psychology, 82, 845-57. 

Blau, P. M. (1964). Exchange and power in social life. New York: Wiley. 

Block, J. 1995. A contrarian view of the five-factor approach to personality description. 

Psychological Bulletin, 117, 187-215. 

Blomme, R. J., Van Rheede, A., & Tromp, D. M. (2010). The use of the psychological contract  

to explain turnover intentions in the hospitality industry: A research study on the impact  

of gender on the turnover intentions of highly educated employees. The International  

Journal of Human Resource Management, 21(1), 144-162. 

Bowen, D. E., Ostroff, C. (2004). Understanding HRM-firm performance linkages: The role of  

the “Strength” of the HRM system. Academy of Management Review, 29(2), 203-221. 

Brief, A. P., & Weiss, H. M. (2002). Organizational behaviour: Affect in the workplace. Annual  

review of psychology, 53(1), 279-307. 

Brown, S.P., & Leigh, T.W. (1996). A new look at psychological climate and its relationship to  

job involvement, effort and performance. Journal of Applied Psychology, 81(4),  

358−368. 

Buchanan, B. 1974 Building Organizational Commitment: The Socialization of Managers in  

Work Organizations. Administrative Science Quarterly, 19, 533-546. 

Burke, W.W., & Litwin, G.L. (1989). A causal model of organizational performance.In J.W. 



Effect of Moderated Mediation on Proactive Work Behaviours 253 
 

              Pfeiffer (Ed.), The 1989 annual: Developing human resources. San Francisco,  

              CA: Pfeiffer, an imprint of Jossey-Bass. 

Burke, W. W., & Litwin, G. H. (1992). A causal model of organizational performance and  

change. Journal of Management, 18(3), 523-545. 

Burns, A. C., & Bush, R. F. (2006).Marketing research. Globalization, 1(7). 

Burrell, G. (1996) Normal Science, Paradigms, Metaphors, Discourses and Genealogies of  

Analysis. In Handbook of Organization Studies, edited by S. Clegg, C. Hardy, and W. 

Nord, pp. 642–58. London: Sage. 

Burton, R. M., Lauridsen, J., & Obel, B. (2004). The impact of organizational climate and  

strategic fit on firm performance. Human Resource Management, 43 (1), 67-82. 

Byrne, B. M. (2010). Structural equation modelling with AMOS: basic concepts, applications,  

and programming (2nd ed.). New York: Routledge. 

Cameron, K. S., & Lavine, M. (2006). Making the impossible possible: leading extraordinary  

performance--the Rocky Flats story. Berrett-Koehler Publishers. 

Cameron, K., Dutton, J., & Quinn, R. E. (Eds.). (2003). Positive organizational scholarship:  

Foundations of a new discipline. Berrett-Koehler Publishers. 

Campbell, D. J. (2000). The proactive employee: Managing workplace initiative. Academy of  

Management Executive, 14, 52–66. 

Campbell, J. P., Dunnette, M. D., Lawler, E. E. & Weick, K. E. (1970).Managerial behaviour,  

performance, and effectiveness. New York, NY: McGraw-Hill.  

Cantisano, G. T., Domínguez, J. F. M., & Depolo, M. (2008). Psychological contract breach and  

outcomes: Combining meta-analysis and structural equation models. Psicothema, 20(3),  

487-496. 



Effect of Moderated Mediation on Proactive Work Behaviours 254 
 

Carter, A. and West, M. (1999).Sharing the burden: Team work in health care settings, In J. 

Firth-Cozens and R. Payne (eds), Stress in Health Professionals: Psychological and  

organisational causes and interventions. Chicester: John Wilet & Sons, 191-202. 

Cartwright, D., & Zander, A. (Eds.). (1968). Group dynamics: Research and theory (3rd ed.).  

New York: Harper & Row. 

Castro, M. L., & Martins, N. (2010). The relationship between organizational climate and  

employee satisfaction in a South African information and technology organization. SA  

Journal of Industrial Psychology, 36(1), 1-9. 

Chen, Z. X., Tsui, A. S., & Zhong, L. (2008). Reactions to psychological contract breach: A dual  

perspective. Journal of Organizational Behaviour, 29(5), 527-548. 

Choudhury, G., (2011). The Dynamics of Organizational Climate : An Exploration, Research  

Scholar, Faculty of Management Studies, Banaras Hindu University, Varanasi, 7(2):  

111-116. 

Colarelli, S.M., Dean, R.A. and Konstans, C. (1987). Comparative effects of personal and  

situational influences on job outcomes of new professionals. Journal of Applied  

Psychology, 72, 558-66. 

Cole, L.L., Grubb, P.L., Sauter, S.L., Swanson, N.G., & Lawless, P. (1997). Psychosocial  

correlates of harassment, threats and fear of violence in the workplace. Scandinavian  

Journal of Work, Environment & Health, 23, 450-457. 

Conway, N., & Briner, R. (2002). A daily diary study of affective responses to psychological  

contract breach and exceeded promises. Journal of Organizational Behaviour, 23, 287– 

302. 

Conway, N., & Briner, R. B. (2005). Understanding psychological contracts at work. A critical  



Effect of Moderated Mediation on Proactive Work Behaviours 255 
 

evaluation of theory and research. Oxford, UK: Oxford University Press. 

Cooper, D. R., Schindler, P. S., & Sun, J. (2006). Business research methods, 9. New  

York: McGraw-hill. 

Cooper-Hakim, A., & Viswesvaran, C. (2005). The construct of work commitment: testing an  

integrative framework. Psychological bulletin, 131(2), 241. 

Corporate sector of Pakistan. (n.d.). In Wikipedia. Retrieved December 14, 2014, from  

  http://en.wikipedia.org/wiki/Corporate_sector_of_Pakistan 

Cotton, P. (2004). Developing an optimal organisational climate. Paper presented at Towards 

Australia‟s Safest Workplaces, Australia. 

Coyle-Shapiro, J. A.-M., & Kessler, I. (1998). The psychological contract in the UK public  

sector: employer and employee obligations and contract fulfilment. In Academy of  

Management Proceedings, San Diego, August. 

Coyle-Shapiro, J. A-M. (2002). A psychological contract perspective on organizational  

citizenshipbehaviour. Journal of Organizational Behaviour, 23(8), 927–946. 

Coyle-Shapiro, J., & Kessler, I. (2000). Exploring employee reciprocity through the lens of the  

psychological contract. Paper presented at the 15th annual conference of the Society of  

Industrial and Organizational Psychology, New Orleans, LA, 14–16 April. 

Coyle-Shapiro, J., Shore, L., Taylor, M., & Tetrick, L. (2004). Commonalities and conflicts  

between different perspectives of the employment relationship: Towards a unified  

perspective. In Coyle-Shapiro, J., Shore, L., Taylor, M.S., & Tetrick, L. (Ed.), The  

employment relationship: Examining the psychological and contextual perspectives,  

Oxford: Oxford University Press. 

Coyle-Shapiro, J. A., & Conway, N. (2005). Exchange relationships: examining psychological  

http://en.wikipedia.org/wiki/Corporate_sector_of_Pakistan


Effect of Moderated Mediation on Proactive Work Behaviours 256 
 

contracts and perceived organizational support. Journal of applied psychology, 90(4),  

774. 

Crant, J. M. (1995). The Proactive Personality Scale and objective job performance among real  

estate agents. Journal of Applied Psychology, 80, 532–537. 

Crant, J. M. (2000). Proactive behaviour in organizations. Journal of management, 26(3), 435- 

462. 

Cropanzano, R., James, K., & Konovsky, M. A. (1993). Dispositional affectivity as a predictor of  

work attitudes and job performance. Journal of Organizational Behaviour, 14(6), 595- 

606. 

Culbertson, A., & Rodgers, W. (1997). Improving managerial effectiveness in the workplace:  

The case of sexual harassment of Navy women. Journal of Applied Social Psychology,  

27, 1953-1971. 

Cummings, L.L., & deCotiis, T.A. (1973). Organizational correlates of perceived stress in a  

professional organization. Public Personnel Management, 2, 275-282. 

Cuyper, N., & Witte, H. (2006). The impact of job insecurity and contract type on attitudes,  

well‐being and behavioural reports: a psychological contract perspective. Journal of  

Occupational and Organizational Psychology, 79(3), 395-409. 

Dailey, R. C. (1988). Understanding people in organizations. St. Paul, MN: West Publishing. 

Dalal, R. S. (2005). A meta-analysis of the relationship between organizational citizenship  

behaviour and counterproductive work behaviour. Journal of applied psychology, 90(6),  

1241. 

Dawson, J.F., Gonzalez-Roma, V., Davis, A. and West, M.A., (2008). Organizational climate  

and climate strength in UK hospitals, European Journal of Work and Organizational  



Effect of Moderated Mediation on Proactive Work Behaviours 257 
 

Psychology, 17(1): 89-111. 

DeCotiis, T.A., &Summers, T.P. (1987). A path analysis of a model of the antecedents and  

consequences of organizational commitment. Human Relations, 40, 445-471. 

Den Hartog, D. N., & Belschak, F. D. (2007). Commitment, affect and initiative at work. Journal  

of Occupational and Organizational Psychology, 80, 601-622. 

Denison, D. R. (1996). What is the difference between organizational culture and organizational  

climate? A native‟s point of view on a decade of paradigm wars. Academy of  

Management Review, 21, 619–654. 

Denison, D. R. (1996). What Is the difference between organizational culture and organizational  

climate? A native's point of view on a decade of paradigm wars. Academy of  

Management Review, 21(3), 619-654.  

De Vos, A., Buyens, D., & Schalk, R. (2003). Psychological contract development during  

organizational socialization: Adaptation to reality and the role of reciprocity. Journal of  

Organizational Behaviour, 24(5), 537-559. 

Dickson, M.W., Resick, C.J. and Hanges, P.J., (2006). When Organizational Climate Is  

Unambiguous, It Is Also Strong, Journal of Applied Psychology, 91(2): 351–364. 

Dulac, T., Coyle-Shapiro, J. A., Henderson, D. J., & Wayne, S. J. (2008). Not all responses to  

breach are the same: The interconnection of social exchange and psychological contract  

processes in organizations. Academy of Management Journal, 51(6), 1079-1098. 

Dunham, R. B., Grube, J. A., & Castaneda, M. B. (1994). Organizational commitment: The  

utility of an integrative definition. Journal of Applied Psychology, 79(3), 370. 

Dutton, J. E., & Ashford, S. J. (1993). Selling issues to top management. Academy of  

Management Review, 18, 397–428. 



Effect of Moderated Mediation on Proactive Work Behaviours 258 
 

Dutton, J. E., Ashford, S. J., O‟Neill, R. M., Hayes, E., & Wierba, E. E. 1997. Reading the wind:  

How middle managers assess the context for selling issues to top managers. Strategic  

Management Journal, 18: 407-423. 

Edwards, J. R. (1994). Regression analysis as an alternative to difference scores. Journal of  

Management, 20(3), 683-689. 

Eichhorn (2014), B. R. Common Method Variance Techniques. 

Enders, C. K. (2010). Applied Missing Data Analysis (1st ed.). New York: Guildford Press. 

English, B., Morrison, D., & Chalon, C. (2010). Moderator effects of organizational tenure on  

the relationship between psychological climate and affective commitment. Journal of  

Management Development, 29(4), 394-408. 

Farkas, A., & Tetrick, L. 1989. A three-wave longitudinal analysis of the causal ordering of  

satisfaction and commitment on turnover decisions. Journal of Applied Psychology, 74,  

855-868 

Farrell, D., & Stamm, C. L. (1988).Meta-analysis of the correlates of employee absence. Human  

Relations, 41(3), 211-227. 

Fay, D., & Frese, M. (2001). The concept of personal initiative: An overview of validity  

studies. Human Performance, 14(1), 97-124 

Fay, D., & Sonnentag, S. (2002). Rethinking the effects of stressors: A longitudinal study on  

personal initiative. Journal of Occupational Health Psychology, 7(3), 221. 

Field, R. G., & Abelson, M. A. (1982). Climate: A reconceptualization and proposed model.   

Human Relations, 35(3), 181-201. 

Fink, S. L. (1992). High commitment workplaces. New York: Quorum Books. 

Fischer, R., & Smith, P. B. (2004). Values and organizational justice: Performance and seniority  



Effect of Moderated Mediation on Proactive Work Behaviours 259 
 

based allocation criteria in UK and Germany. Journal of Cross-Cultural Psychology, 6,  

669- 688. 

Fischer, R., & Smith, P. B. (2006). Who cares about justice? The moderating effect of values on  

the link between organizational justice and work behaviour. Applied Psychology, 55(4),  

541-562. 

Fleishman, E.A. (1953). A leadership climate, human relations training, and supervisory  

behaviour. Personnel Psychology, 6, 205-222. 

Forehand, G. A. (1968). On the interaction of persons and organizations. In R. Tagiuri & G. H. 

Litwin (Eds.), Organizational climate: Explorations of a concept. Boston, MA: Harvard  

University. 

Forehand, G., Von Gilmer, B. (1964). Environmental variations in studies of organizational  

            behaviour. Psychological Bulletin, 62, 362-381. 

Forehand, G.A., & Glimer, B.H. (1964). Environmental variation in studies of organizational  

behaviour. Psychological Bulletin, 62:127-143. 

Fouts, H. M. (2004). Organizational climate of North Carolina cooperative extension. 

French, Ray., Rayner, Charlotte., and Schermerhorn, R, John., Jr. (2008). Organizational  

Behaviour. John Wiley & Sons  

Freese, C., Schalk, R., & Croon, M., (2008). The Tilburg Psychological Contract  

Questionnaire. Gedrag & Organisatie, 21(3), 278-294.  

Frese, M. & Fay, D. (2001). Personal Initiative: An active performance concept for work in the  

21st century. Organizational Behaviour, 23, 133-187. 

Frese, M., Garst, H., & Fay, D. (2007). Making things happen: Reciprocal relationships between  

            work characteristics and personal initiative in a four-wave longitudinal structural  



Effect of Moderated Mediation on Proactive Work Behaviours 260 
 

            equation model. Journal of Applied Psychology, 92(4), 1084. 

Frese, M., Kring, W., Soose, A., & Zempel, J. (1996). Personal initiative at work: Differences  

between East and West Germany. Academy of Management Journal, 39, 37–63. 

Frese, M., Teng, E. and Wijnen, C. J. D. (1999). Helping to improve suggestion systems:  

predictors of making suggestions in companies. Journal of Organizational Behaviour, 

20(7),1139-1156. 

Friedlander, F. & Margulies, N. (1969). Multiple effects of organizational climate and individual  

value systems upon job satisfaction. Personnel Psychology, 22, 171-183.  

Fritz, C., & Sonnentag, S. (2007). Antecedents of day-level proactive behaviour: A look at job  

stressors and positive affect during the workday. Journal of Management. 

Frone, M. R. (1999). Work stress and alcohol use. Alcohol Research & Health, 23, 284–291. 

Furnham, A. and Goodstein. D. L. (1997). The organizational climate questionnaire (OCQ).The  

1997 Annual: volume 2, Consulting; Pfeiffer. 

Gaertner, K. N., & Nollen, S. D. (1989). Career experiences, perceptions of employment  

practices, and psychological commitment to the organization. Human relations, 42(11),  

975-991. 

Gaur, A. S., & Gaur, S. S. (2006). Statistical Methods for Practice and Research: A Guide to  

Data Analysis Using SPSS: Sage Publications Pvt. Ltd. 

Gellatly, I. R. (1995). Individual and group determinants of employee absenteeism: Test of a  

causal model. Journal of organizational behaviour, 16(5), 469-485. 

Gerber, F.J. (2003). Die invloed van organisasieklimaat op werksmotivering [The influence of  

organisational climate on work motivation]. Unpublished MComm dissertation,  

University of South Africa, Pretoria. 



Effect of Moderated Mediation on Proactive Work Behaviours 261 
 

Gershon, R.M., Stone, P.W., Bakken, S., Larson, E. (2004) Measurement of Organisation  

 Culture and Climate in Healthcare, Journal of Nursing Administration, 2004 Jan; 34(1)  

 33-40. 

Giles, P., (2010). The Impact of Adult Degree-Completion Programs on the Organizational  

Climate of Christian Colleges and Universities, Doctoral Thesis, Walden University. 

Glick, W. H. (1985). Conceptualizing and measuring organizational and psychological climate:  

pitfall in multilevel research. Academy of Management Review, 10, 601–616. 

Glick, W. H. (1988). Response: organizations are not central tendencies. Shadowboxing in the  

dark, round 2. Academy of Management Review, 13, 133–137. 

Glission, C., & James, L.R. (2002). The cross-level effects of culture and climate in human  

service teams. Journal of Organizational Behaviour, 23(6), 767−794. 

Gouldner, A. W. (1960). The norm of reciprocity: a preliminary statement. American  

Sociological Review, 25, 161-178. 

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: Development  

of leader-member exchange (LMX) theory of leadership over 25 years: Applying a multi- 

level multi-domain perspective. The leadership quarterly, 6(2), 219-247. 

Grant, A. M., & Ashford, S. J. (2008).The dynamics of proactivity at work. Research in  

Organizational Behaviour, 28, 3-34. 

Grant, A. M., Parker, S. K., & Collins, C. G. (2009). Getting credit for proactive behaviour:  

Supervisor reactions depend on what you value and how you feel. Personnel Psychology,  

62. 31-55. 

Gregersen, H.B. and Black, J.S. (1996). Multiple commitments upon repatriation: The Japanese  

Experience. Journal of Management, 22(2): 209-229.  



Effect of Moderated Mediation on Proactive Work Behaviours 262 
 

Griffin, M. A., Neal, A., & Parker, S. K. (2007). A new model of work role performance:  

             Positive behaviour in uncertain and interdependent contexts. Academy of Management  

             Journal, 50, 327–347. 

Griffin, M. A., Parker, S. K., & Mason, C. M. (2010). Leader vision and the development of  

adaptive and proactive performance: a longitudinal study. Journal of Applied  

Psychology, 95(1), 174. 

Grimmer, M., & Oddy, M. (2007). Violation of the psychological contract: the mediating effect  

of relational versus transactional beliefs. Australian Journal of Management, 32(1), 153- 

174. 

Groth, M., Goldman, B. M., Gilliland, S. W., & Bies, R. J. (2002). Commitment to legal  

claiming: Influences of attributions, social guidance and organizational tenure. Journal of  

Applied Psychology, 87(4), 781. 

Guerrero, S., & Herrbach, O. (2008). The affective underpinnings of psychological contract  

fulfilment. Journal of Managerial Psychology, 23, 4-17. 

Guzley, R. M. (1992). Organizational climate and communication climate predictors of  

commitment to the organization. Management Communication Quarterly, 5(4), 379-402. 

Guzzo, R. A., Noonan, K. A., & Elron, E. (1994). Expatriate managers and the psychological  

contract. Journal of Applied psychology, 79(4), 617. 

Hackett, R. D., Bycio, P., & Hausdorf, P. A. (1994). Further assessments of Meyer and Allen‟s  

(1991) three-component model of organizational commitment. Journal of Applied  

Psychology, 79, 15–23. 

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of a  

theory. Organizational behaviour and human performance, 16(2), 250-279. 



Effect of Moderated Mediation on Proactive Work Behaviours 263 
 

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate Data Analysis (7th  

ed.). Upper Saddle River: NJ: Prentice Hall. 

Hall, R. H., & Buttram, R. T. (1994). Sociology of work: Perspectives, analyses, and issues. CA:  

Pine Forge Press, Thousand Oaks. 

Harrington, D. (2009). Confirmatory Factor Analysis. New York: Oxford University Press. 

Hatton C., Rivers M., Mason H., Mason L., Emerson E., Kiernan C., Reeves D. & Alborz A.  

(1999) Organizational culture and staff outcomes in services for people with intellectual  

disabilities. Journal of Intellectual Disability Research, 43, 206-218.  

Hatton C., Rivers M., Mason H., Mason L., Kiernan C., Emerson E., Alborz A. & Reeves D.  

(1999). Staff Stressors and Staff Outcomes in Services for Adults with Intellectual  

Disabilities: The Staff Stressor Questionnaire. Research in Developmental Disabilities, 

20, 269–85. 

Hatton, C., Emerson, E., Rivers, M., Mason, H., Swarbrick, R., Kiernan, C., Reeves, D., and  

Alborz A., (1999). Factors Associated with Job Stress and Work Satisfaction in Services  

for People with Intellectual Disability, Journal of Intellectual Disability Research,  

43(4), 253. 

Hayes. F. A. (2013). In Model Templates for PROCESS for SPSS and SAS 2013, Retrieved on  

December 14, 2014 from http://www.afhayes.com/ 

Hecker, R. and Grimmer, M. (2006). The evolving psychological contract, in: P. Holland and H.  

De Cieri (Eds) Contemporary Issues in Human Resource Development, pp. 183 – 210  

(Frenchs Forest: Pearson Education Australia). 

Hellriegel, D. & Slocum, J. W. (1974). Organizational climate: Measures, research, and  

contingencies. Academy of Management Journal, 17(2), 255-280. 



Effect of Moderated Mediation on Proactive Work Behaviours 264 
 

Helmreich, R. L., Sawin, L. L., & Carsrud, A. L. (1986). The honeymoon effect in job  

performance: Temporal increases in the predictive power of achievement motivation. 

Journal of Applied Psychology, 71(2), 185-188. 

Herriot, P., Manning, W. E. G., & Kidd, J. M. (1997).The content of the psychological contract. 

British Journal of Management, 8(2), 151-162. 

Heung, M. F., & Chiu, W. C. (2005). Effects of psychological contract fulfilment, perceived  

organizational support, leader-member exchange, and work outcomes: A test of a  

mediating model. Hong Kong Polytechnic University: Working Paper. 

Heyart, B. A., (2011). The Role of Organizational Climate and Culture in Service Encounters,  

Doctoral Thesis, Wayne State University. 

Holloway, J.B., (2012). Leadership Behaviour and Organizational Climate: An Empirical Study  

in a Non-profit Organization, Emerging Leadership Journeys, 5(1): 9- 35. 

Holmbeck, G.N. (1997). Toward terminological, conceptual, and statistical clarity in the study  

of mediators and moderators: examples for the child-clinical and pediatric psychology  

literatures. Journal of Consulting and Clinical Psychology, 65, 599-610. 

Homans, G. C. (1961). Social behaviour: Its elementary forms. New York: Harcourt Brace  

Jovanovich. 

House, R., Rousseau, D. M., & Thomas-Hunt, M. 1995. The meso paradigm: A framework for  

the integration of micro and macro organizational behaviour. In L. L. Cummings & B. M. 

Staw (Eds.), Research in organizational behaviour, 17, 71-114. Greenwich, CT: JAI  

Press 

Ibarra, H. (2003). Working identity: Unconventional strategies for reinventing your career. 

Harvard Business Press. 



Effect of Moderated Mediation on Proactive Work Behaviours 265 
 

Idrus, S., Naziman, Y. H. N. M., Omar, S., Masnan, A., Noordin, F., & Baistaman, J. (2012,  

June). Organizational climate and its influence on organizational commitment: Case in  

Jakarta. In Humanities, Science and Engineering Research (SHUSER), 2012 IEEE  

Symposium on (pp. 1445-1449). IEEE. 

Ilgen, D. R., & Pulakos, E. D. (1999). The Changing Nature of Performance: Implications for  

Staffing, Motivation, and Development. Frontiers of Industrial and Organizational  

Psychology. Jossey-Bass Inc., Publishers, 350 Sansome Street, San Francisco, CA 94104. 

Ilgen, D.,& Hollenbeck, J. (1991). The structure of work: Job design and roles. In Dunnette, M. 

D.,&Hough, L. M. Eds. Handbook of industrial and organizational psychology. 2  

(pp.165 208). Palo Alto: Consulting Psychologists Press. 

Iverson, R.D. (1996), “Employee acceptance of organizational change: the role of organizational  

commitment”, The International Journal of Human Resource Management, 7(1), 122-49. 

James, L. R. (1982). Aggregation bias in estimates of perceptual agreement. Journal of Applied  

Psychology, 67, 219–229. 

James, L. R., & Brett, J. M. (1984).Mediators, moderators, and tests for mediation. Journal of  

Applied Psychology, 69, 307–321. 

James, L. R., & Jones, A. P. (1974). Organizational climate: A review of theory and research.  

Psychological Bulletin, 81(12), 1096-1112. 

James, L. R., James, L. A., & Ashe, D. K. (1990). The meaning of organizations: The role of  

cognition and values. In B. Schneider (Ed.), Organizational climate and culture, 40 -84. 

San Francisco: Jossey-Bass. 

James, L. R., Joyce, W. F., & Slocum, J. W., Jr. (1988). Comment: organizations do not cognize.  

Academy of Management Review, 13, 129–132. 



Effect of Moderated Mediation on Proactive Work Behaviours 266 
 

Jaramillo, F., Carrillat, F.A., and Locander, W.B. (2005). A meta-analytic comparison of  

managerial ratings and self-evaluations. Journal of Personal Selling & Sales  

Management, 25(4), 315-29. 

Johnson, J. L., & O‟Leary-Kelly, A. M. (2003). The effects of psychological contract breach and  

organizational cynicism: Not all social exchange violations are created equal. Journal of  

Organizational Behaviour, 24, 627-647. 

Johnston, M.W., Parasuraman, A., Futrell, C.M. and Black, W.C. (1990). A longitudinal  

assessment of the impact of selected organizational influences on salespeople‟s  

organizational commitment during early employment. Journal of Marketing Research, 2,  

333-44. 

Jolson, M. A. (1974). Criteria for promotion and tenure: A faculty view. The Academy of  

Management Journal, 17(1), 149-154. 

Jones, A.P., & James, L.R. (1979). Psychological climate: Dimensions and relationships of  

individual and aggregated work environment perceptions. Organizational Behaviour and  

Human Performance, 23, 201-250. 

Jong, A. D., & De Ruyter, K. (2004). Adaptive versus Proactive Behaviour in Service Recovery:  

The Role of Self‐Managing Teams. Decision Sciences, 35(3), 457-491. 

Joyce, W. F., & Slocum, J. W., Jr. (1979).Climates in organizations. In S. Kerr (Ed.). 

Organizational behaviour. Columbus, OH: Grid. 

Joyce, W. F., & Slocum, J. W., Jr. (1982). Climate discrepancy: Refining the concepts of  

psychological and organizational climate. Human Relations, 35, 951-972. 

Kabanoff, B., Jimmieson, N. L., & Lewis, M. J. (2000). Psychological contracts in Australia: a  

„Fair Go‟ or a „Not- So-Happy Transition‟? In D. M. Rousseau, & R. Schalk (Eds.),  



Effect of Moderated Mediation on Proactive Work Behaviours 267 
 

Psychological contracts in employment: Cross national perspectives, 29–46.  

Thousand Oaks, CA: Sage 

Kanfer, R., Wanberg, C. R., & Kantrowitz, T. M. (2001). Job search and employment: A  

personality-motivational analysis and meta-analytic review. Journal of Applied  

Psychology, 86: 837-855. 

Kanten, P., & ErÜlker, F. (2013). The Effect of Organizational Climate on Counterproductive  

Behaviours: An Empirical Study on the Employees of Manufacturing Enterprises. The  

Macro theme Review, 2(4), 144-160. 

Kickul, J., & Gundry, L. K. (2002). Prospecting for strategic advantage: The proactive  

entrepreneurial personality and small firm innovation. Journal of Small Business  

Management, 40, 85–97. 

Kim, B. C. P., Murrmann, S. K., & Lee, G. (2009). Moderating effects of gender and  

organizational level between role stress and job satisfaction among hotel employees.  

International Journal of Hospitality Management, 28(4), 612- 619. 

Kim, T. Y., & Wang, J. 2008. Proactive personality and newcomer feedback seeking: The  

moderating roles of supervisor feedback and organizational justice. In M. A. Rahim  

(Ed.), Current topics in management, 13, 91-108. London: Transaction Publishing. 

Klein, K. J., & Kozlowski, S. W. (2000). From micro to meso: Critical steps in conceptualizing  

and conducting multilevel research. Organizational research methods, 3(3), 211-236. 

Kline, R. B. (2011). Principles and Practice of Structural Equation Modeling (3rd ed.). New  

York: The Guilford Press. 

Koeske, G. F. (1994). Some recommendations for improving measurement validation in social  

work research. Journal of Social Service Research, 18(3/4), 43–72. 



Effect of Moderated Mediation on Proactive Work Behaviours 268 
 

Kohn, M. L., & Schooler, C. (1978). The reciprocal effects of the substantive complexity of  

work and intellectual flexibility: A longitudinal assessment. American Journal of  

sociology, 24-52. 

Konovsky, M. A., & Cropanzano, R. (1991). Perceived fairness of employee drug testing as a  

predictor of employee attitudes and job performance. Journal of applied  

psychology, 76(5), 698.  

Kopelman, R. E., Brief, A. P., & Guzzo, R. A. (1990). The role of climate and culture in  

productivity. In B. Schneider (Ed.), Organizational climate and culture. (pp. 282-318).  

San Francisco: Jossey-Bass. 

Koys, D.J., & deCotiis, T.A. (1991). Inductive measures of psychological climate. Human  

Relations, 44, 265-285. 

Kozlowski, S., & Doherty, M. (1989). Integration of climate and leadership: Examination of a  

            neglected topic. Journal of Applied Psychology, 74, 546-553. 

LaFollette, W. R., & Sims Jr, H. P. (1975). Is satisfaction redundant with organizational  

climate?. Organizational behaviour and human performance, 13(2), 257-278. 

Lambert, L. S., Edwards, J. R., & Cable, D. M. (2003). Breach and fulfilment of the  

psychological contract: A comparison of traditional and expanded views. Personnel  

Psychology, 56(4), 895-934. 

Lawler, E.E., Hall, D.T., & Oldham, G.R. (1974). Organizational climate: Relationship to  

organizational structure, process and performance. Organizational Behaviour& Human  

Decision Processes, 11, 139-155. 

Lazarus, R.S. (1991a). Emotion and adaptation. New York: Oxford University Press.  

Lazarus, R.S. (1991b). Progress on a cognitive-motivational-relational theory of emotion. 



Effect of Moderated Mediation on Proactive Work Behaviours 269 
 

American Psychologist, 46, 819-834. 

Leigh, J. H., Lucas, G. H., & Woodman, R. W. (1988). Effects of perceived organizational  

factors on role stress job attitude relationships. Journal of Management, 14(1), 41.  

Lemire, L., & Rouillard, C. (2005). An empirical exploration of psychological contract violation  

and individual behaviour: The case of Canadian federal civil servants in Quebec. Journal  

of Managerial Psychology, 20(2), 150-163. 

LePine, J. A., & Van Dyne, L. (1998). Predicting voice behaviour in work groups. Journal of  

Applied Psychology, 83, 853-868. 

Lester, S. W., Turnley, W. H., Bloodgood, J. M., & Bolino, M. C. (2002). Not seeing eye to eye:  

Differences in supervisor and subordinate perceptions of and attributions for  

psychological contract breach. Journal of Organizational Behaviour, 23(1), 39-56. 

Lewin, K. (1951). Field theory in social science. New York: Harper. 

Lewin, K. (1951). In D. Cartwright, (Ed.). Field theory in social science. New York: Harper. 

Lewin, K., Lippit, r., & White, R.K. (1939). Patterns of aggressive behaviour in experimentally  

created “social climates”. Journal of Social Psychology, 10:271-299. 

Liden, R. C., Wayne, S. J., & Sparrowe, R. T. (2000). An examination of the mediating role of  

psychological empowerment on the relations between the job, interpersonal relationships,  

and work outcomes. Journal of applied psychology,85(3), 407. 

Liden, R. C., Wayne, S. J., Zhao, H., & Henderson, D. (2008). Servant leadership: Development  

of a multidimensional measure and multi-level assessment. The Leadership  

Quarterly, 19(2), 161-177. 

Likert, R. (1961). New patterns of management. New York: McGraw-Hill. 

Lin, J.S. and Lin, S., (2011). Moderating effect of organizational climate on the relationship of  



Effect of Moderated Mediation on Proactive Work Behaviours 270 
 

organizational support and service oriented organizational citizenship behaviours, African  

Journal of Business Management, 5 (2): 582-595. 

List of banks in Pakistan. (n.d.).In Wikipedia. Retrieved December 14, 2014, from  

  http://en.wikipedia.org/wiki/List_of_banks_in_Pakistan#cite_note-1 

List of pharmaceutical industries in Karachi Pakistan. (April,2014). In Medimoon. Retrieved  

December 14, 2014, from http://medimoon.com/2014/04/list-of-pharmaceutical-

industries-in-karachi-pakistan/ 

List of schools in Karachi. (n.d.).In Wikipedia. Retrieved December 14, 2014, from  

  http://en.wikipedia.org/wiki/List_of_schools_in_Karachi 

Litwin, G.H., & Stringer, R. A. (1968). Motivation and organizational climate. Boston, MA:  

Harvard Business School Press 

Litwin, G.H., & Stringer, R.A. (1966). The influence of organizational climate. Boston, MD:  

Harvard University Press. 

Lo, S., & Aryee, S. (2003). Psychological contract breach in a Chinese context: An integrative  

approach. Journal of Management Studies, 40(4), 1005-1020. 

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.),  

Handbook of Industrial and Organizational Psychology, 1297-1349. Chicago, IL:  

Rand McNally.  

Locke, E. A., Shaw, K. N., Saari, L. M., & Latham, G. P. (1981). Goal setting and task  

             performance: 1969–1980. Psychological bulletin, 90(1), 125. 

Lockwood, C. M., & MacKinnon, D. P. (1998). Bootstrapping the standard error of the mediated  

effect. Proceedings of the 23
rd

 annual meeting of SAS Users Group International (pp. 

997–1002). Cary, NC: SAS Institute, Inc. 

http://en.wikipedia.org/wiki/List_of_banks_in_Pakistan#cite_note-1
http://medimoon.com/2014/04/list-of-pharmaceutical-industries-in-karachi-pakistan/
http://medimoon.com/2014/04/list-of-pharmaceutical-industries-in-karachi-pakistan/
http://en.wikipedia.org/wiki/List_of_schools_in_Karachi


Effect of Moderated Mediation on Proactive Work Behaviours 271 
 

Lok, P., & Crawford, J. (2001). Antecedents of organizational commitment and the mediating  

role of job satisfaction. Journal of Managerial Psychology, 16(8), 594-613. 

Luthans, F. (2002a). Positive organizational behaviour: developing and maintaining  

Psychological strengths. Academy of Management Executive, 16, 57–72. 

MacKinnon, D. P., Lockwood, C. M., & Williams, J. (2004). Confidence limits for the indirect  

effect: Distribution of the product and resampling methods. Multivariate Behavioural  

Research, 39, 99–128. 

MacMahon, J., Curtain, Mac. S., & Turner, T. (2008). Examining climate in the context of a  

changing healthcare system; the particular case of an intellectual disability service  

provider in  Ireland. Proceedings from ILPC 2009: International Labour Process  

Conference, Edinburgh. 

March, J. G., & Simon, H. A. (1958).Organizations. 

Marinova, S. V., Moon, H., & Van Dyne, L. (2010). Are all good soldier behaviours the same?  

Supporting multidimensionality of organizational citizenship behaviours based on 

rewards and roles. Human Relations, 63, 1463-1485. 

Mathieu, J. E., & Zajac, D.M. 1990. A review and meta-analysis of the antecedents, correlates,  

and consequences of organizational commitment. Psychological Bulletin, 108, 171-194. 

Mathieu, JE, Hoffman, DA and Farr, JL (1993) Job perception – job satisfaction relationships: an  

empirical comparison of three competing theories, Organizational Behaviour and Human  

Decision Processes, 56, 370-387 

McAllister, D. J. (1995). Affect- and cognition-based trust as foundations for interpersonal  

cooperation in organizations. Academy of Management Journal, 38, 24–59. 

McDonald, D. J., & Makin, P. J. (2000). The psychological contract, organisational commitment  



Effect of Moderated Mediation on Proactive Work Behaviours 272 
 

and job satisfaction of temporary staff. Leadership & Organization Development  

Journal, 21(2), 84-91. 

McGregor, D. (1960). The human side of enterprise. New York, NY: McGraw-Hill. 

McMurray, A.J. (2003). The relationship between organizational climate and organizational  

culture. Journal of American Academy of Business, 3(1/2), 1−8. 

McNabb, D. E. & Sepic, E. T. (1995). Culture, climate, and total quality management:  

Measuring readiness for change. Public Productivity and Management Review, 18(4),  

369-385. 

Meyer, H. H. (1968). Achievement motivation and industrial climate. In R. Tagiuri & G. H. 

Litwin, (Eds.), Organizational climate: Explorations of a concept. Boston, MA: Harvard  

University. 

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational  

commitment. Human Resource Management Review, 1, 61-98. 

Meyer, J.P., & Allen, N.J. (1988). Links between work experiences and organizational  

commitment during the first year of employment: A longitudinal analysis. Journal of 

Occupational Psychology, 61, 195-210. 

Meyer, J.P., Allen, N.J. & Smith, C.A. (1993). Commitment to organizations and occupations:  

Extension and test of a three-component conceptualization. Journal of Applied  

Psychology, 78, 538-551. 

Meyer, J.P., Stanley, D.J., Herscovitch, L. & Topolnytsky, L. (2002). Affective, Continuance,  

and Normative Commitment to the Organization: A Meta-analysis of Antecedents,  

Correlates, and Consequences. Journal of Vocational Behaviour, 61, 20–52. 

Millward, L. J., & Brewerton, P. M. (1999). Contractors and their psychological  



Effect of Moderated Mediation on Proactive Work Behaviours 273 
 

contracts. British Journal of Management, 10(3), 253-274. 

Mirvis, P. H., & Hall, D. T. (1996). New organizational forms and the new career. In D. T. Hall  

& Associates (Eds.), The career is dead, long live career: A relational approach to 

careers: 72-101. San Francisco: Jossey-Bass. 

Mitchell, T.R., Holtom, B.C., Lee, T.W., Sablynski, C.J. & Erez, M. (2001). Why people stay:  

Using job embeddedness to predict voluntary turnover. Academy of Management  

Journal, 44.1102-1121. 

Moghimi, S. and Subramaniam, I.D., (2013). Employees‟ Creative Behaviour: The Role of  

Organizational Climate in Malaysian SMEs, International Journal of Business and  

Management, 8(5): 1-13. 

Mok, E. and Au-Yeung, B., 2002. Relationship between organizational climate and  

empowerment of nurses in Hong Kong, Journal of Nursing Management, 10: 129–137. 

Moorman, R. H. (1991). Relationship between organizational justice and organizational  

citizenship behaviours: do fairness perceptions influence employee citizenship?. Journal  

of applied psychology, 76(6), 845. 

Moran, E.T., & Volkswein, J.F. (1992).The cultural approach to the formation of organisational  

climate. Human Relations, 45, 19-48. 

Morrison EW, Robinson SL. (1997). When employees feel betrayed: a model of how  

psychological contract violation develops. Academy of Management Review, 22, 226-  

256. 

Morrison, E. W. (1993a). Longitudinal study of the effects of information seeking on newcomer  

socialization. Journal of Applied Psychology, 78, 173–183. 

Morrison, E. W. (1993b). Longitudinal study of the effects of information seeking on newcomer  



Effect of Moderated Mediation on Proactive Work Behaviours 274 
 

socialization. Journal of Applied Psychology, 78, 173–183. 

Morrison, E. W., & Phelps, C. C. (1999). Taking charge at work: Extrarole efforts to initiative  

workplace change. Academy of Management Journal, 42, 403–419. 

Morrison, E. W., & Robinson, S. L. (1997). When employees feel betrayed: A model of how  

psychological contract violation develops. Academy of Management Review, 22, 226- 

256. 

Morrison, E.W. (2002). Newcomers‟ relationships: The role of social network ties during  

socialization. Academy of Management Journal, 45, 1149–1160. 

Morrow, P. C., & McElroy, J. C. (1987). Work commitment and job satisfaction over three  

career stages. Journal of Vocational Behaviour, 30(3), 330-346. 

Moss-Kanter, R. (1983).The Change Masters: Innovation for Productivity in the American  

Corporation. New York: Simon & Schuster. 

Mowdy, R. T., L. W. Porter, and R. M. Steers. (1982). Employee-organization linkages: The  

Psychology of commitment, Absenteeism, and Turnover. New York: Academic Press.  

Muchinsky, P. M. (1977). Organizational communication: Relationships to organizational  

climate and job satisfaction. Academy of Management Journal, 20(4), 592-607. 

Mudrack, P.E. (1989). Group cohesiveness and productivity: A closer look. Human Relations,  

42, 771-786. 

Muller, D., Judd, C. M., & Yzerbyt, V. Y. (2005). When moderation is mediated and mediation  

is moderated. Journal of Personality and Social Psychology, 89, 852–863. 

Nadin, S., & Cassell, C. (2007). New deal for old? Exploring the psychological contract in a  

small firm environment. International Small Business Journal, 25(4), 417-443. 

Nair, N. (2006). Climate studies and associated best practices to improve climate issues in the  



Effect of Moderated Mediation on Proactive Work Behaviours 275 
 

workplace. Paper presented at Women in Engineering Programs and Advocates Network,  

Pennsylvania. 

Newman, J.E. (1975). Understanding the organizational structure-job attitude relationship though  

perceptions of the work environment. Organizational Behaviour and Human 

Performance, 14, 371-397. 

Newman, J.E. (1977). Development of a measure of Perceived Work Environment (PWE). 

Academy of Management Journal, 20(4), 520- 534. 

Newton T & Finlay P, (1996). Playing God: The performance of appraisal. Human Resource  

Management Journal, 6 (3). 42-58. 

Ng, T. W., Feldman, D. C., & Lam, S. S. (2010). Psychological contract breaches, organizational  

commitment, and innovation-related behaviours: a latent growth modeling  

approach. Journal of applied Psychology, 95(4), 744. 

Noordin F., Omar S., Seham S. and Idrus S. (2010). Organizational climate and its influence  

on  organizational commitment. International Business and Economics Research  

Journal, 9(2), 1-9.  

Norris-Watts, C. and Levy, P.E. (2004). The mediating role of affective commitment in the  

relation of the feedback environment to work outcomes. Journal of Vocational  

Behaviour, 65, 351-65. 

Nunnally Jr, M. D. (1976). U.S. Patent No. 3,941,265. Washington, DC: U.S. Patent and  

Trademark Office. 

Ohly, S., Sonnentag, S., & Pluntke, F. (2006). Routinization, work characteristics and their  

relationships with creative and proactive behaviours. Journal of Organizational  

Behaviour, 27, 257-279. 



Effect of Moderated Mediation on Proactive Work Behaviours 276 
 

O'Reilly, C. A., & Chatman, J. (1986). Organizational commitment and psychological  

attachment: The effects of compliance, identification, and internalization on prosocial  

behaviour. Journal of Applied Psychology, 71, 492-499. 

Orsburn, J.D., Moran, L., Musselwhite, E. & Zenger, J.H. (1990). Self-directed work teams: The 

new American challenge. Illinois: Business One Irwin.  

Ostroff, C., & Bowen, D. E. (2000). Moving HR to a higher level: HR practices and  

organizational effectiveness. 

Ostroff, C., & Kozlowski, S. (1993). The role of mentoring in the information gathering  

processes of newcomers during early organizational socialization. Journal of Vocational  

Behaviour, 42, 170-183. 

Ostroff, C., Kinicky, A., & Tamkins, M.M. (2003). Organizational culture and climate.In W.C. 

Borman, D.R. Ilgen, & R.J. Klimoski (Eds.), Handbook of psychology, 12, Industrial  

and Organizational. Hoboken, NJ: Wiley and Sons. 

Parker, C.P., Baltes, B.B., Young, S.A. and Huff, J.W. (2003). Relationships between  

psychological climate perceptions and work outcomes: a meta-analytic review. Journal  

of Organizational Behaviour, 24, 389- 416. 

Parker, S. K. (1998). Enhancing role breadth self-efficacy: The roles of job enrichment and other  

organizational interventions. Journal of Applied Psychology, 83, 835–852. 

Parker, S. K. (2000). From passive to proactive motivation: The importance of flexible role  

orientations and role breadth self-efficacy. Applied Psychology: An International  

Review, 49, 447–469. 

Parker, S. K., & Collins, C. G. (2010). Taking Stock: Integrating and Differentiating Multiple  

Proactive Behaviours. Journal of Management, 36(3), 633-662. 



Effect of Moderated Mediation on Proactive Work Behaviours 277 
 

Parker, S. K., Bindl, U. K., & Strauss, K. (2010). Making things happen: A model of proactive  

motivation. Journal of Management, 36, 827-856. 

Parker, S. K., Wall, T. D., & Jackson, P. R. (1997). That‟s not my job: Developing flexible  

employee work orientations. Academy of Management Journal, 40, 899–929. 

Parker, S. K., Williams, H. M., & Turner, N. (2006). Modeling the antecedents of proactive  

behaviour at work. Journal of Applied Psychology, 91, 636–652. 

Patterson, M.G., Warr, P.B. and West, M.A., (2004). Organizational climate and company  

performance: the role of employee affect and employee level, Journal of Occupational  

and Organizational Psychology, 77: 193–216. 

Patterson, M.G., West, M.A., Shackleton, V.J., Dawson, J.F., Lawthom, R., Maitlis, S.,  

Robinson, D.L. and Wallace, A.M., (2005). Validating the organizational climate 

measure: links to managerial practices, productivity and innovation, Journal of 

Organizational Behaviour, 26, 379–408. 

Payne, R. (1990). Madness in our method: A comment on Jackofsky and Slocums “A  

            longitudinal study of climate”. Journal of organizational behaviour, 11, 77-80. 

Pena-Suarez, E., Muniz, J., Campillo-Alvarez, A., Fonseca-Pedrero, E. and Garcia-Cueto, E., 

(2013). Assessing organizational climate: Psychometric properties of the CLIOR Scale,  

Psicothema, 25(1): 137-144. 

Pettigrew, A. M. (1979). On studying organizational culture. Administrative Science Quarterly,  

24, 570-581. 

Pfeffer, J. (1983). Organizational demography. Research in Organizational Behaviour, 5 (1),  

299-357. 

Pharmaceutical industries in Karachi.(2010). In Pakistan Pharmacist Association. Retrieved  



Effect of Moderated Mediation on Proactive Work Behaviours 278 
 

December 14, 2014, fromhttp://ppapak.org.pk/karachi.php 

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). Organizational  

citizenship behaviours: A critical review of the theoretical and empirical literature and  

suggestions for future research. Journal of Management,  26,513–563. 

Podsakoff, P.M., MacKenzie, S.M., Lee, J., & Podsakoff, N.P. (2003). Common method  

variance in behavioural research: A critical review of the literature and recommended  

remedies. Journal of Applied Psychology, 88, 879-903. 

Porter, L. W., Pearce, J. L., Tripoli, A. M., & Lewis, K. M. (1998). Differential perceptions of  

employers' inducements: implications for psychological contracts. Journal of  

Organizational Behaviour, 19(S1), 769-782. 

Porter, L.W., Steers, R..M., Mowday, R.T., & Boulian, P.V. (1974). Organizational commitment,  

job satisfaction, and turnover among psychiatric technicians. Journal of Applied  

Psychology, 59, 603-609. 

Preacher, K. J., & Hayes, A. F. (2004). SPSS and SAS procedures for estimating indirect effects  

in simple mediation models. Behaviour Research Methods, Instruments, & Computers,  

36, 717– 731. 

Preacher, K. J., Rucker, D. D., & Hayes, A. F. (2007). Addressing moderated mediation  

hypotheses: Theory, methods, and prescriptions. Multivariate behavioural  

research, 42(1), 185-227. 

Pugh, S. D., Skarlicki, D. P., & Passell, B. S. (2003). After the fall: Layoff victims‟ trust and  

cynicism in re-employment. Journal of Occupational and Organizational Psychology, 

76, 201-212 

Pulakos, E. D., Arad, S., Donovan, M. A., & Plamondon, K. E. (2000). Adaptability in the  

http://ppapak.org.pk/karachi.php


Effect of Moderated Mediation on Proactive Work Behaviours 279 
 

workplace: development of a taxonomy of adaptive performance. Journal of applied  

psychology, 85(4), 612. 

Quinn, R. E., Rohrbauch, J. (1983). A spatial model of effectiveness criteria: Towards a  

competing values approach to organizational analysis. Management Science, 29, 363– 

377. 

Rahimić, Z., (2013). Influence of Organizational Climate on Job Satisfaction in Bosnia and  

Herzegovina Companies, International Business Research, 6(3): 129-139. 

Rainey, H. G. (2003). Understanding and managing public organizations. Jossey-Bass Inc Pub. 

Raja, U., Johns, G., & Ntalianis, F. (2004). The impact of personality on psychological  

contracts. Academy of Management Journal, 47(3), 350-367. 

Rank, J., Carsten, J. M., Unger, J. M., & Spector, P. E. (2007). Proactive customer service  

performance: Relationships with individual, task, and leadership variables. Human  

Performance, 20, 363-390. 

Rank, J., Nelson, N. E., Allen, T. D., & Xu, X. (2009). Leadership predictors of innovation and  

task performance: Subordinates‟ self-esteem and self-presentation as moderators. Journal  

of Occupational and Organizational Psychology. 

Rank, J., Pace, V. L., & Frese, M. (2004). Three avenues for future research on creativity,  

innovation, and initiative. Applied Psychology: An International Review, 53, 518–528. 

Reichers, A. E. (1986). Conflict and organizational commitments. Journal of Applied  

Psychology, 71(3), 508. 

Reichers, A. E., & Schneider B. (1990). Organizational climate and culture: An evolution of  

constructs. In B. Schneider (Ed.).Organizational climate and culture, 5- 39. San  

Francisco: Jossey-Bass.  



Effect of Moderated Mediation on Proactive Work Behaviours 280 
 

Reilly, N.P. and Orsak, C.L. (1991). A career stage analysis of career and organizational  

commitment in nursing. Journal of Vocational Behaviour, 39, 311-30. 

Reisinger, Y., Mavondo, F., Moutinho, L., & Rita, P. (2006). Structural equation modeling:  

Critical issues and new developments. Journal of Travel & Tourism Marketing, 21(4),  

41-71. 

Reynolds, J. (2003). You can‟t always get the hours you want: Mismatches between actual and  

preferred work hours in the US. Social Forces, 81(4), 1171-1199. 

Rhoades, L., Eisenberger, R., & Armeli, S. (2001). Affective commitment to the organization:  

the contribution of perceived organizational support. Journal of applied  

psychology, 86(5), 825. 

Riggle, R.J., (2007). The Impact of Organizational Climate Variables of Perceived  

Organizational Support, Workplace Isolation, and Ethical Climate on Salesperson  

Psychological and Behavioural Outcomes, Doctoral Thesis, University of South Florida. 

Riketta, M. (2002). Attitudinal organizational commitment and job performance: a meta analysis.  

Journal of Organizational Behaviour, 23, 257-266. 

Robinson, S. L. (1996). Trust and breach of the psychological contract. Administrative Science  

Quarterly, 41, 574–599. 

Robinson, S. L., & Morrison, E. W. (2000). The development of psychological contract breach  

and violation: A longitudinal study. Journal of Organizational Behaviour, 21, 525-546. 

Robinson, S. L., & Morrison, E.W. (1995). Psychological contracts and OCB: the effect of  

unfulfilled obligations on civic virtue behaviour. Journal of Organizational Behaviour, 

16, 289–298 

Robinson, S. L., & Rousseau, D. M. (1994). Violating the psychological contract: Not the  



Effect of Moderated Mediation on Proactive Work Behaviours 281 
 

exception but the norm. Journal of organizational behaviour, 15(3), 245-259. 

Robinson, S. L., Kraatz, M. S., & Rousseau, D. M. (1994). Changing obligations and the  

psychological contract: A longitudinal study. Academy of Management Journal, 37, 137- 

152. 

Rogelberg, S. G., & Stanton, J. M. (2007). Introduction understanding and dealing with  

organizational survey nonresponse. Organizational Research Methods, 10(2), 195-209. 

Rogers, J. D., Clow, K. E., & Kash, T. J. (1994). Increasing job satisfaction of service personnel.  

Journal of Services Marketing, 8, (1), 14-26. 

Rose, D. M., Douglas, M., Griffin, M. A., Linsley, C. (2002). Making HR work: Symposium–  

Managing the relationship: commitment and work effectiveness. Australian Human  

Resources Institute HR Practices Day 2002. Brisbane, Australia. 

Rose, D. M., Waterhouse, J. M. (2004). Experiencing new public management: employee  

reaction to flexible work practices and performance management. Industrial European  

Conference, Utrecht, Netherlands. 

Rose, J., Jones, C., and Elliott, J.L. (2000). Differences in Stress Levels between Managers and  

Direct Care Staff in Group Homes, Journal of Applied Research in Intellectual  

Disabilities, 13 (4), 276  

Rousseau, D. M. (1985). Issues of level in organizational research: Multi-level and cross-level  

perspectives. Research in organizational behaviour, 7(1), 1-37. 

Rousseau, D. M. (1989).Psychological and implied contracts in organizations. Employee  

Responsibilities and Rights Journal, 2, 121–139. 

Rousseau, D. M. (1990). New hire perceptions of their own and their employer‟s obligations: a  

study of psychological contracts. Journal of Organizational Behaviour, 11, 389–400. 



Effect of Moderated Mediation on Proactive Work Behaviours 282 
 

Rousseau, D. M. (1995).Psychological contracts in organizations: Understanding written and  

unwritten agreements. Thousand Oaks, CA: SAGE. 

Rousseau, D. M., & McLean Parks, J. (1993).The contracts of individuals and organizations. 

Research in Organizational Behaviour, 15, 1-43. 

Rousseau, D.M. (1998). Why workers still identify with organizations. Journal of  

Organizational Behaviour, 19(3), 217- 233. 

Rusbult, C. E., Farrell, D., Rogers, G. and Mainous III, A. G. (1988). Impact of exchange  

variables on exit, voice, loyalty, and neglect: An integrative model of responses to  

declining job satisfaction. Academy of Management Journal, 31, 599-627. 

Schaubroeck, J., May, D.R. and Brown, F.W. (1994). Procedural justice explanations and  

employee reactions to economic hardship: a field experiment. Journal of Applied  

Psychology, 79, 455-60. 

Schein, E. H. (1971). Occupational socialization in the professions: The case of role innovation.  

Journal of Psychiatric Research, 8, 521–530. 

Schein, E. H. (1984). Coming to a new awareness of organizational culture. Sloan Management  

Review, 3-16. 

Schein, E. H. (1985). Organizational culture and leadership. San Francisco, CA: Jossey-Bass. 

Schein, E. H. (1992). Organizational culture and leadership. San Francisco, CA: Jossey-Bass.  

Schein, E.H. (1980), Organizational Psychology, 3rd ed., Prentice-Hall, Englewood Cliffs, NJ. 

Schmidt, W. H., & Posner, B. Z. (1983). Managerial values in perspective. AMA Membership  

Publications Division, American Management Associations. 

Schnake, M. E. (1983). An empirical assessment of the effects of affective response in the  

measurement of organizational climate. Personnel Psychology, 36(4), 791-804. 



Effect of Moderated Mediation on Proactive Work Behaviours 283 
 

Schneider, B. & Reichers, A. E. (1983).On the etiology of climates. Personnel Psychology,  

56(1), 19-39. 

Schneider, B. (1972). Organizational climate: Individual preferences and organizational realities.  

Journal of Applied Psychology, 56(3), 211-217. 

Schneider, B. (1975). Organizational climates: An essay. Personnel Psychology, 28, 447-479. 

Schneider, B. (1985). Organizational behaviour. Annual Review of Psychology, 36, 573–611. 

Schneider, B. (1990). Organizational Climate and Culture.San Fransico: Jossey Bass. 

Schneider, B. (1990). The climate for service: An application of the climate construct. In B. 

Schneider (Ed.), Organizational climate and culture, 383-412. San Francisco:  

Jossey-Bass. 

Schneider, B. (2000). The psychological life of organizations. In N.M. Ashkanasy, C.P.M. 

Wilderom & M.F. Peterson (Eds.).Handbook of organizational culture and climate (pp. 

xvii-xxi). California: Sage. 

Schneider, B., & Bartlett, C.J. (1970). Individual differences and organizational climate II:  

Measurement of organizational climate by the multi-rater matrix. Personnel Psychology,  

23, 493-512. 

Schneider, B., & Reichers, A. E. (1983).On the etiology of climates. Personnel Psychology, 36,  

19-39. 

Schneider, B., Brief, A., & Guzzo, R. (1996). Creating a climate and culture for sustainable  

             organizational change. Organizational Dynamics, 24(4), 7-19. 

Schott, C. (2008). The Influence of the Organizational Climate- Strategy Fit on Strategic  

Behaviour: Mediated by Affective Commitment and Moderated by the Strength of HR  

Climate, Bachelor Thesis, University of Twente, Netherlands. 



Effect of Moderated Mediation on Proactive Work Behaviours 284 
 

Schreiber, J. B., Stage, F. K., King, J., Nora, A., & Barlow, E. A. (2006). Reporting Structural  

Equation Modeling and Confirmatory Factor Analysis Results: A Review. The Journal of  

Educational Research, 99(6), 323-337. 

Scott T., Mannion R.,  Davies H., Marshall M. (2003). The quantitative measurement of  

organizational culture in health care: a review of the available instruments. Health  

Services Research, 38 (3), 923-957 

Scott, S. G., & Bruce, R. A. (1994). Determinants of innovative behaviour: A path model of  

individual innovation in the workplace. Academy of Management Journal, 37, 580-607. 

Searle, T. P. (2011). A multilevel examination of proactive work behaviours: Contextual and  

individual differences as antecedents. 

Searle, T. P., and Barbuto, J. r. (2011).Servant  leadership, hope, and organizational   

virtuousness: A framework exploring  positive micro and macro behaviours and   

performance impact. Journal of Leadership and Organizational Studies, 18(1), 107-117. 

Seibert, S. E., Crant, J. M., & Kraimer, M. L. (1999).Proactive personality and career success. 

Journal of Applied Psychology, 84, 416–427. 

Seibert, S. E., Kraimer, M. L., & Crant, J. M. (2001). What do proactive people do? A  

longitudinal model linking proactive personality and career success. Personnel  

Psychology, 54, 845–874. 

Sekaran, U. (2006). Research methods for business: A skill building approach. John Wiley & 

Sons 

Seligman, M. E., & Csikszentmihalyi, M. (2000). Positive psychology: An introduction. 

American Psychological Association. 55(1), 5 

Sels, L., Janssens, M., & Van den Brande, I. (2004). Assessing the nature of psychological  



Effect of Moderated Mediation on Proactive Work Behaviours 285 
 

contracts: a validation of six dimensions. Journal of Organizational Behaviour, 25(4),  

461-488. 

Seo, M.-G., Barrett, L. F., & Bartunek, J. M. (2004). The role of affective experience in work  

motivation. Academy of Management Review, 29: 423-439. 

Settoon, R. P., Bennett, N., & Liden, R. C. (1996). Social exchange in organizations: Perceived  

organizational support, leader–member exchange, and employee reciprocity. Journal of  

applied psychology, 81(3), 219. 

Shaw, G.B. (1984). Mrs. Warren`s profession. Stuttgart: Reclam. 

Shore, L. M., & Barksdale, K. (1998). Examining degree of balance and level of obligation in the  

employment relationship: A social exchange approach. Journal of organizational  

behaviour, 19 (s1), 731-744. 

Shrout, P. E., & Bolger, N. (2002). Mediation in experimental and nonexperimental studies: New  

procedures and recommendations. Psychological Methods, 7, 422–445. 

Siders, M. A., George, G., & Dharwadkar, R. (2001). The relationship of internal and external  

commitment foci to objective job performance measures. Academy of Management  

Journal, 44(3), 570-579. 

Simard, M., & Marchand, A. (1995). A multilevel analysis of organizational factors related to the  

taking of safety initiatives by work groups. Safety Science, 21, 113–129. 

Smircich, L. (1983). Concepts of culture and organizational analysis. Administrative science  

quarterly, 339-358. 

Smither, R. D., Houston, J. M., & McIntire, S. A. (1996). Organizational development:  

Strategies for changing environments. New York: Harper Collins College Publishers. 

Sonnentag, S. (2003). Recovery, work engagement, and proactive behaviour: A new look at the  



Effect of Moderated Mediation on Proactive Work Behaviours 286 
 

interface between nonwork and work. Journal of Applied Psychology, 88, 518–528. 

Sparrow, P. R. (1996). Transitions in the psychological contract: Some evidence from the  

banking sector. Human Resource Management Journal, 6(4), 75-92. 

Sparrowe, R. T., Liden, R. C., Wayne, S. J., & Kraimer, M. L. (2001). Social networks and the  

performance of individuals and groups. Academy of management journal, 44(2), 316-325. 

Spector, P.E. (1997). Job Satisfaction: Applications, Assessment, Cause and Consequences.  

Sage. 

Speier, C., & Frese, M. (1997). Generalized self-efficacy as a moderator between control and  

complexity at work and personal initiative: A longitudinal study in East Germany.  

Human Performance, 10, 171-192 

Spychala, A., & Sonnentag, S. (2011). The dark and the bright sides of proactive work behaviour  

           and situational constraints: Longitudinal relationships with task conflicts. European  

           journal of work and organizational psychology,20 (5), 654-680. 

Staw, B. M., & Boettger, R. D. (1990). Task revision: A neglected form of work performance.  

Academy of Management Journal, 33, 534–559. 

Staw, B. M., & Ross, J. (1980). Commitment in an experimenting society: A study of the  

attribution of leadership from administrative scenarios. Journal of Applied Psychology,  

65(3), 249 

Steel, R. P., K. R. Jennings, A. J. Mento and W. H. Hendrix. (1992). Effects of Perceived  

Decision-Making Influence on Labor Relations and Organizational Outcomes. Group & 

Organization Management, 17, 24-43. 

Steel, R.P., Shane, G.S., & Kennedy, K.A. (1990). Effects of social system factors on  

absenteeism, turnover, and job performance. Journal of Business and Psychology, 4, 423- 



Effect of Moderated Mediation on Proactive Work Behaviours 287 
 

430. 

Steers, R. M. (1977).Antecedents and outcomes of organizational commitment. Administrative  

Science Quarterly, 22, 46-56. 

Stevens J. M., Janice M. B., Harrison M. T. (1978). Assessing personal, role, and organizational  

predictors of managerial commitment. The Academy of Management Journal, 21(3) , 

380-396. 

Stringer, R. A. (2002). Leadership and organizational climate. Upper Saddle River: Prentice  

Hall. 

Stumpf, S. A., & Hartman, K. (1984). Individual exploration to organizational commitment or  

withdrawal. Academy of Management Journal, 27(2), 308-329. 

Suárez, E. P., Fernández, J. M., Alvarez, A. C., Pedrero, E. F., & Cueto, E. G. (2013). Assessing  

organizational climate: Psychometric properties of the CLIOR Scale. Psicothema, 25(1),  

137-144. 

Suazo, M. M. (2009). The mediating role of psychological contract violation on the relations  

between psychological contract breach and work-related attitudes and behaviours.  

Journal of Managerial Psychology, 24, 136-160. 

Suliman, A., & Iles, P. (2000). Is continuance commitment beneficial to organizations?  

Commitment performance relationship: A new look. Journal of Managerial  

Psychology, 15(5), 407-422. 

Super, D. (1957). The Psychology of Careers. Harper & Row, New York, NY. 

Tabachnick, B. G., & Fidell, L. S. (2007). Using multivariate statistics. Boston: Pearson  

International Edition. 

Tagiuri, R. (1968a). The concept of organizational climate. In R. Tagiuri and G. H. Litwin  



Effect of Moderated Mediation on Proactive Work Behaviours 288 
 

(Eds.). Organizational Climate: Explorations of a Concept, 11-34. Boston, MA:  

Division of Research, Harvard Business School, Harvard University. 

Tagiuri, R. (1968b). Executive climate. In R. Tagiuri and G. H. Litwin (Eds.). Organizational  

Climate: Explorations of a Concept, 225-241. Boston, MA: Division of Research,  

Harvard Business School, Harvard University. 

Taylor, M. S., & Tekleab, A. G. (2004). Taking stock of psychological contract research:  

Assessing progress, addressing troublesome issues, and setting research priorities. In J. A. 

M. Coyle-Shapiro, L. M. Shore, M. S. Taylor, & L. E. Tetrick (Eds.), The employment  

relationship. Examining psychological and contextual perspectives (pp. 253-283). 

Oxford, UK: Oxford University Press. 

Tekleab, A. G., Takeuchi, R., & Taylor, M. S. (2005). Extending the chain of relationships  

among organizational justice, social exchange, and employee reactions: The role of  

contract violations. Academy of Management Journal, 48(1), 146-157. 

Textile in Karachi Pakistan. (n.d.). In Business list. Retrieved December 14, 2014, from  

http://www.businesslist.pk/category/textile/city:karachi 

Textile. (2014). In Board of investment. Retrieved December 14, 2014, from  

  http://www.boi.gov.pk/Sector/SectorDetail.aspx?sid=6 

Thomas, J. P., Whitman, D. S., & Viswesvaran, C. (2010). Employee proactivity in  

organizations: A comparative meta-analysis of emergent proactive constructs. Journal of  

Occupational and Organizational Psychology, 83, 275-300. 

Thompson, J. A. (2005). Proactive personality and job performance: A social capital perspective.  

Journal of Applied Psychology, 90, 1011–1017. 

Thumin, F.J., & Thumin, L.J. (2011). The measurement and interpretation of organizational  

http://www.businesslist.pk/category/textile/city:karachi
http://www.boi.gov.pk/Sector/SectorDetail.aspx?sid=6


Effect of Moderated Mediation on Proactive Work Behaviours 289 
 

climate. The Journal of Psychology,145, 93-109. 

Tsui, A., Wang, D., (2002) Employment relationships from the employer‟s perspective: current  

research and future directions. International Review of Industrial and Organizational  

Psychology, 17, 78-113. 

Turnley, W. H., & Feldman, D. C. (1998). Psychological contract violations during corporate  

restructuring. Human resource management, 37(1), 71-83. 

Turnley, W. H., & Feldman, D. C. (1999). The impact of psychological contract violations on  

exit, voice, loyalty, and neglect. Human Relations, 52, 895–922. 

Turnley, W. H., & Feldman, D. C. (2000). Re-examining the effects of psychological contract  

violations: unmet expectations and job dissatisfaction as mediators. Journal of  

Organizational Behaviour, 21, 25–42. 

Turnley, W. H., Bolino, M. C., Lester, S. W., & Bloodgood, J. M. (2003). The impact of  

psychological contract fulfilment on the performance of in-role and organizational  

citizenshipbehaviours. Journal of Management, 29, 187–206. 

Tustin, C.M. (1993). A consensus approach to the measurement of organisational climate. South  

African Journal of Industrial Psychology, 19(1), 1−4. 

Uhl-Bien, M., & Maslyn, J. M. (2003). Reciprocity in manager-subordinate relationships:  

Components, configurations, and outcomes. Journal of Management, 29(4), 511-532. 

Unsworth, K. L., & Parker, S. K. (2003). Proactivity and innovation: Promoting a new workforce  

for the new workplace. In D. Holman, T. D. Wall, C. W. Clegg, P. Sparrow, & A. 

Howard (Eds.), The new workplace: A guide to the human impact of modern working  

practices (pp. 175–196). Chichester, England: Wiley. 

Van de Kamp, E. (2010). Is proactive behaviour reciprocal? A study on organizational support,  



Effect of Moderated Mediation on Proactive Work Behaviours 290 
 

         affective commitment, personality and proactive behaviour 

Van Dierendonck, D. (2011). Servant leadership: A review and synthesis. Journal of  

Management, 37(4), 1228-1261. 

Van Dyne, L., & Ang, S. (1998). Organizational citizenship behaviour of contingent workers in  

Singapore. Academy of management Journal, 41(6), 692-703 

Van Dyne, L., & LePine, J. (1998). Helping and voice extra-role behaviours: Evidence of  

construct and predictive validity. Academy of Management Journal, 41, 108-119. 

Van Maanen, J. (1979). The fact of fiction in organizational ethnography. Administrative Science  

Quarterly, 539-550. 

Vandenberg, R. J., & Self, R. M. (1993). Assessing newcomers' changing commitments to the  

organization during the first 6 months of work. Journal of Applied Psychology, 78,  

557−568 

Varona F. (2002). Conceptualization and management of communication satisfaction and  

organizational commitment in three Guatemalan organizations. American  

Communication  Journal, 5(3). 

Vartia, M. (2008). The sources of bullying: Psychological work environment and organizational  

climate. European Journal of Work and Organizational Psychology, 5(2), 203-214. 

Viswesvaran, C. (2001). Assessment of individual job performance: A review of the past century  

and a look ahead. In N. Anderson, D. S. Ones, H. K. Sinangil, & C. Viswesvaran (Eds.),  

Handbook of industrial, work and organizational psychology, 1, 95–125. Thousand Oaks, 

CA: Sage. 

Wall, T. D., Cordery, J. L., & Clegg, C. W. (2002). Empowerment, performance, and operational  

uncertainty: A theoretical integration. Applied Psychology, 51(1), 146-169. 



Effect of Moderated Mediation on Proactive Work Behaviours 291 
 

Watkin, C., & Hubbard, B. (2003). Leadership motivation and the drivers of share price: The  

business case for measuring organisational climate. Leadership and Organization  

Development Journal, 24(7), 380−386. 

Wayne, S. J., Shore, L. M., & Liden, R. C. (1997). Perceived organizational support and leader- 

member exchange: A social exchange perspective. Academy of Management  

journal, 40(1), 82-111. 

Weiss, H. M., & Cropanzano, R. (1996). Affective events theory: A theoretical discussion of the  

structure, causes and consequences of affective experiences at work. In B. M. Staw & L. 

L. Cummings (Eds.), Research in organizational behaviour: An Annual Series of  

Analytical Essays and Critical Reviews, 18, 1-74. Greenwich, CT: JAI. 

Wellins, R.S., Byham, W.C. & Wilson, J.M. (1991).Empowered teams: creating self-directed  

workgroups that improve quality, productivity and participation. San Francisco: Jossey- 

Bass. 

Williams, K. Y., & O‟Reilly, C. A. (1998). Demography and diversity in organizations: A review  

of 40 years of research. Research in Organizational Behaviour, 20(20), 77-140. 

Woodman, R. W., & King, D. C. (1978). Organizational climate: Science or folklore. Academy  

of Management Review, 816-826. 

Wright, T. A., & Bonett, D. G. (2002). The moderating effects of employee tenure on the relation  

between organizational commitment and job performance: A meta-analysis. Journal of  

Applied Psychology, 87(6), 1183-1190. 

Wrzesniewski, A., & Dutton, J. E. (2001). Crafting a job: Revisioning employees as active  

crafters of their work. Academy of Management Review,26(2), 179-201. 

Zajonc, R. B. (1998). Emotions. 



Effect of Moderated Mediation on Proactive Work Behaviours 292 
 

Zammuto, R. F., & Krakower, J. Y. (1991). Quantitative and qualitative studies in organizational  

culture. Research in Organizational Change and Development, 5, 83– 113. 

Zangaro, G. A. (2001). Organizational commitment: A concept analysis. Nursing  

Forum, 36 (2,), 14-21. Blackwell Publishing Ltd. 

Zhang, J. and Liu, Y., 2010. Organizational Climate and its Effects on Organizational Variables:  

An Empirical Study. International Journal of Psychological Studies, 2(2): 189-201. 

Zhao, H., Wayne, S. J., Glibkowski, B. C., & Bravo, J. (2007). The impact of psychological  

contract breach on work-related outcomes: A meta-analysis. Personnel Psychology, 60,  

647-680. 

 

 

 

 

 

 

 

 

 

 

 

 

 



Effect of Moderated Mediation on Proactive Work Behaviours 293 
 

Appendix 

Blank Questionnaire  

 

Dear Respondent,  

I am a researcher in Management at Iqra University, Karachi, Pakistan and I am conducting a 

study on; 

“The Effect of Moderated Mediation of Affective Commitment and Tenure on Proactive 

Work Behaviour: Role of Individual and Situational Antecedents” 

I need your assistance in understanding the relationship of proactive work behaviour with its 

antecedents.  

I would request you to participate in this study and answer questions in the attached 

questionnaire. It will only take up 15 minutes of your precious time but will help a researcher. 

I would also like to have your visiting card attached with the questionnaire; nonetheless your 

identity will be kept anonymous. Also this personal information and any information related to 

your demographics will not be given to anyone excluding official entities. 

If you require any assistance regarding the questionnaire or anything related to participating in 

this study, you can contact me at sania@iqra.edu.pk. Further you may also ask for research 

findings of this study via this email.  

 

Thank you for your support,  

Sincerely,  

SANIA USMANI 

PhD Scholar,  

Iqra University, Karachi, Pakistan. 

Cell# 0333-3442468 
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Please circle your desired response: For example, if your response is 4 

(Agree) than make circle around 4           like this   

 

 

Proactive Work Behaviour 
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 Taking Charge 

01 I try to bring about improved procedures in my workplace 1            2           3            4        5 

02 I try to institute new work methods that are more effective  1            2           3            4        5 

03 I try to implement solutions to pressing organization problems 1            2           3            4        5 

 Voice 

01 I communicate my views about work issues to others, even if they 

disagree with me 
1            2           3            4        5 

02 I speak up and encourage others to get involved with issues that affect 

me 
1            2           3            4        5 

03 I am well informed about issues where my opinion might be useful 1            2           3            4        5 

04 I speak up about new ideas or changes in procedures 1            2           3            4        5 

 Individual innovation 

01. I try to generate creative ideas 1            2           3            4        5 

02. I search out new techniques, technologies or product ideas 1            2           3            4        5 

03. I promote and champion ideas to others 1            2           3            4        5 

 Problem prevention 

01. I try to develop systems that are effective in the long run, even if they 

slow things down in the beginning  
1            2           3            4        5 

02. I try to find the root cause of things that go wrong 1            2           3            4        5 

03. I spend time planning how to prevent recurring problems 1            2           3            4        5 

4 



Effect of Moderated Mediation on Proactive Work Behaviours 295 
 

Affective Commitment  

01. I would be happy to work at my organization until I retire 1            2           3            4        5 

02. I am proud to tell others I work at my organization 1            2           3            4        5 

03. I feel that problems faced by my organization are also my problems 1            2           3            4        5 

04. I feel „emotionally attached‟ to this organization 1            2           3            4        5 

05. This organization has a great deal of personal meaning for me 1            2           3            4        5 

06. I feel a „strong‟ sense of belonging to my organization 1            2           3            4        5 

Psychological Contract Breach 

 

01. Almost all the promises made to me by my employer during 

recruitment have been kept so far  
1            2           3            4        5 

02. My employer has fulfilled all the promises made to me when I was 

hired  
1            2           3            4        5 

03. So far my employer has done an excellent job of fulfilling its promises 

to me  
1            2           3            4        5 

04. I have not received everything promised to me in exchange for my 

contributions 
1            2           3            4        5 

05. My employer has broken many of its promises to me even though I've 

upheld my end of the deal 
1            2           3            4        5 

 

 

 

Organizational Climate 
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 Structure 

01. The jobs in my organization are clearly defined and logically structured  1            2           3            4        5 

02. It is sometimes unclear who has the formal authority to make a decision  1            2           3            4        5 

03. The policies and structure have been clearly explained  1            2           3            4        5 
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04. Red-tape is kept to a minimum in my organization.  1            2           3            4        5 

05. Excessive rules, administrative details, and red-tape make it difficult for 

new and original ideas to receive consideration 

 1            2           3            4        5 

06. My productivity sometimes suffers from lack of organization and 

planning. 

 1            2           3            4        5 

07. In some of the projects I‟ve been on, I haven‟t been sure exactly who 

my boss was 

 1            2           3            4        5 

08. The management isn‟t so concerned about formal authority, but 

concentrates on getting the right people together to do the job 

 1            2           3            4        5 

 Reward 

01. We have a promotion system that helps the best performer to rise to the 

top 

 1            2           3            4        5 

02. The rewards and encouragements I get usually outweigh the threats and 

the criticism 

 1            2           3            4        5 

03. In my organization people are rewarded in proportion to their job 

performance 

 1            2           3            4        5 

04. There is a great deal of criticism in my organization  1            2           3            4        5 

05. There is not enough reward and recognition given in my organization 

for doing good work 

 1            2           3            4        5 

06. If I make a mistake I will be punished in my organization  1            2           3            4        5 

 Warmth  

01. A friendly atmosphere prevails among the people in my organization.  1            2           3            4        5 

02. My organization has a relaxed, easy-going working climate.  1            2           3            4        5 

03. It‟s very hard to get to know people in my organization  1            2           3            4        5 

04. People in my organization tend to be distant towards each other  1            2           3            4        5 

05. There is a lot of warmth in the relationships between management and 

workers in my organization 

 1            2           3            4        5 
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Please tick (         ) on appropriate choice 

Gender:  Male                          Female                

Organization:  Public                  Private 

Experience in current organization:  Less than 1 year   

              1 to 9 years  

              More than 9 years   

Age:          25 years or less   26 to 30 years  31 to 35 years 

  36 to 40 years  41 to 45 years  more than 45 years 

Sector      Pharmaceutical       Banking 

      Education  Textile     

Comments:___________________________________________________________________________

______ 

 Support 

01. I don‟t get much sympathy from higher-ups if I make a mistake  1            2           3            4        5 

02. Management makes an effort to talk to me about my career aspirations  1            2           3            4        5 

03. People in my organization don‟t really trust each other  1            2           3            4        5 

04. The philosophy of our management emphasizes the human factor, how 

people feel, etc 

 1            2           3            4        5 

05. When I am on a difficult assignment I can usually count on getting 

assistance from my boss and co-workers 

 1            2           3            4        5 

 Identity  

01. People are proud of belonging to my organization  1            2           3            4        5 

02. I feel that I am a member of a well functioning team  1            2           3            4        5 

03. There isn‟t a high amount of personal loyalty to the company  1            2           3            4        5 

04. People look out for their own interests  1            2           3            4        5 


