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ABSTRACT 

With the commencement of the Fourth Industrial Revolution, the discipline of Industrial 

Psychology plays a critical role in determining how employees and organisations can survive 

and thrive in the new and rapidly changing world of work. Proactive behaviour refers to self-

initiated, future-focused, and change-orientated behaviour in the workplace. Proactive 

behaviour leads to career and organisational success and the absence of proactivity can result 

in employees and organisations becoming irrelevant and getting left behind. Given the various 

positive individual and organisational outcomes of proactivity, it is no longer deemed as an 

optional enhancement, but rather a necessity to remain competitive in the new world of work. 

This study therefore focused on determining which factors contribute to the development of 

proactive employees. After a review of literature, various person and situational factors were 

identified, including Job characteristics (Task identity and Job autonomy), Conscientiousness, 

Grit, Role-breadth self-efficacy, Transformational leadership, and an Innovative organisational 

culture. 

The study utilised an ex post facto correlational research design to test the relationships 

between the variables.  The target population were full time South African employees, and a 

non-probability sample was used. A sample of n = 257 completed the questionnaire. 

Psychometric properties of the measurement scales utilised in the questionnaire were 

examined through item and factor analysis. All measurement scales yielded satisfactory 

reliability coefficients. Furthermore, Structural Equation Modelling (SEM) was utilised to 

evaluate the structural model. The close fit null hypothesis was rejected, but the overall basket 

of evidence indicated satisfactory fit. The results confirmed the direct effects of Role-breadth 

self-efficacy, Grit, and Innovative organisational culture on Proactive behaviour as well as the 

indirect effects of Transformational leadership (though Innovative organisational culture), 

Conscientiousness (though Grit) and Job characteristics (through Role-breadth self-efficacy). 

The results did not support the direct effects of Transformational leadership and Job 

characteristics on Proactive behaviour, nor the effect of Transformational leadership on Role-

breadth self-efficacy.   

This study contributes to research on how to develop Proactive behaviour within employees 

and provides recommendations for future research and organisational interventions. With 

further exploration of the antecedents identified, the discipline of Industrial Psychology can 

expand its body of knowledge in terms of how to equip employees and organisations to remain 

competitive during the Fourth Industrial Revolution. 
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OPSOMMING 
 

Met die begin van die Vierde Industriële Revolusie speel die Bedryfsielkunde dissipline 'n 

kritieke rol in die identifisering van hoe werknemers en organisasies kan oorleef en floreer in 

die nuwe en konstante veranderende werkswêreld. Proaktiewe gedrag verwys na self-

geïnisieerde, toekomsgerigte en veranderingsgerigte gedrag in die werkplek. Proaktiewe 

gedrag lei tot loopbaan- en organisatoriese sukses en die afwesigheid van proaktiwiteit  

veroorsaak  dat werknemers en organisasies irrelevant raak en agterbly. Gegewe die 

positiewe individuele en organisatoriese uitkomstes van proaktiwiteit, word Proaktiewe gedrag 

nie meer as ‘n opsionele verbetering beskou nie, maar eerder as 'n noodsaaklikheid om 

mededingend te bly in die nuwe werkswêreld. Die doel van hierdie studie was dus om te 

bepaal watter faktore bydra tot die ontwikkeling van proaktiewe werknemers. 'n Oorsig van 

die literatuur het gelei tot die identifisering van verskillende persoonlike- en situationelefaktore 

naamlik Werkskenmerke, Pligsgetrouheid, Deursettingsvermoë, Rolbreedte 

selfdoeltreffendheid, Transformerende leierskap en 'n Innoverende organisatoriese kultuur.  

 

Die studie het van ‘n ex post facto korrelatiewe navorsingsontwerp gebruik gemaak om die 

verwantskappe tussen die veranderlikes te toets. Die teikenpopulasie het voltydse Suid-

Afrikaanse werknemers behels en 'n onwaarskynlikheidsteekproef was gebruik. 'n Steekproef 

van n = 257 het die vraelys ingevul. Die psigometriese eienskappe van die metingskale wat 

gebruik was in die vraelys, is deur middel van item- en faktorontleding ondersoek. Alle 

metingskale het bevredigende betroubaarheidskoëffisiënte opgelewer. Vir die evaluering van  

die strukturele model, is Strukturele Vergelyksmodellering (SVM) gebruik. Alhoewel die 

nulhipotese van benaderde passing verwerp is, is daar tot die gevolgtrekking gekom dat 

redelike modelpassing verkry is. Ondersteuning is gevind vir die direkte effek van Rol-breedte 

selfdoeltreffendheid, Deurstettingsvermoë en Innoverende organisatoriese kultuur op 

Proaktiewe gedrag, sowel as die indirekte invloed van Transformerende leierskap (deur 

middel van Innoverende organisatoriese kultuur), Pligsgetrouheid (deur middel van 

Deursettingsvermoë) en Werkskenmerke (deur middel van Rolbreedte selfdoeltreffendheid). 

Die resultate ondersteun nie die direkte effek van Transformerende leierskap en 

Werkskenmerke op Proaktiewe gedrag, sowel as Transformasionele leierskap op Rol-breedte 

selfdoeltreffendheid nie. 

 

Hierdie studie dra by tot navorsing oor hoe om Proaktiewe gedrag by werknemers te ontwikkel, 

en maak aanbevelings vir toekomstige navorsing en organisatoriese interventies. Die bestek 

van kennis waaroor die Bedryfsielkunde dissipline beskik, spesifiek in verband met hoe om 

werknemers en organisasies toe te rus om mededingend te bly tydens die Vierde Industriële 
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Revolusie, kan dus verbreed word met die verdere ondersoek van die voorlopers van 

Proaktiewe gedrag wat geïdentifiseer was in hierdie studie. 
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CHAPTER 1: INTRODUCTION, RESEARCH QUESTION AND OBJECTIVES 

1.1 Introduction 

The modern workplace is a constantly changing environment that requires employees and 

organisations to innovate and adapt to change in order to move forward. A quote by Hamel 

and Prahalad on the future of work is of particular relevance which reads: “On the road to the 

future there are drivers, passengers and roadkill” (Hamel & Prahalad, 1994, p. 8). Put 

differently there are employees that create change, employees that observe the change 

happening and employees that are unable to adapt and are therefore left behind. It is thus 

imperative that a company is armed with a team of drivers leading it towards positive future 

change.  

 

Hence, a future-driven perspective entails a mindset of progression. In the zeitgeist of 

Industrial Psychology, the concept of the Fourth Industrial Revolution is particularly relevant. 

According to an article by Margaret Rouse, the Fourth Industrial Revolution evolved from the 

Third Industrial Revolution, which was considered the digital revolution (Rouse, 2017). The 

fourth is seen as its own revolution due to pace technologies are progressing at (Lee, et al., 

2018). Examples of such technologies are the Internet of Things, robotics, artificial intelligence 

and many more (Rouse, 2017). Klaus Schwab, the Founder and Executive Chairman of the 

World Economic Forum says: "The Fourth Industrial Revolution will change the way we work, 

live and relate to one another" (Lee, et al., 2018 p.1); in other words, it is no longer a change 

in the way we do things, but rather a new era where humans co-exist with technology.  

 

In turn, progressive thinking, such as the current business mindset that flowed from the Fourth 

Industrial Revolution, places immense pressure on organisations to become more proactive 

in order to deal with such change (Lee, et al., 2018).  Despite the need for change (and 

expensive investments into technology), the reality remains that most companies still follow a 

reactive approach (Frese & Fay, 2001). Some companies, however, have used proactive 

business models to develop new opportunities. These companies are seen as disruptive by 

traditional companies (Frese & Fay, 2001). For example, in 2015, the number of Uber and Lyft 

drivers in the USA were half as many as taxi and limousine drivers (Cramer & Krueger, 2016). 

Cramer and Krueger (2016) explain that ride-sharing services such as Uber and Lyft use 

internet-based technologies to match a client with a driver and resultingly caused a massive 

disruption in the taxi industry. Another example is Airbnb which created the opportunity for 

individual homeowners to rent out their homes to tourists, without the need for human 

interaction (Guttentag, 2013).  
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Thus, the key factor to take note of is that these technologies have not changed the basic way 

in which these industries operate, but rather brought about exciting and efficient ways for 

companies to interact with their customers (Cramer & Krueger, 2016). It is evident that 

companies like Airbnb and Uber have made it difficult for its competitors (specifically those 

with traditional models) to compete. The fact that companies like Uber and Airbnb are able to 

create disruptive innovations is not only as a result of the technologies available but is also 

attributable to the unique skill of being able to proactively utilize these technologies in a 

completely different and innovative way (Guttentag, 2013). It is therefore crucial for companies 

to create proactive business strategies, as well as an environment where these strategies can 

be followed by the whole company, to create a competitive advantage and survive during the 

Fourth Industrial Revolution. 

 

But how does an organisation become proactive? Proactive organisations need proactive 

employees. With the fast pace of technological advancement comes great pressure for the 

21st-century employee. Technological unemployment is becoming a greater risk in the 

workplace as a result of the Fourth Industrial Revolution (Reif, 2018). According to Reif (2018) 

from the World Economic Forum, a serious concern for CEOs at the moment is the number of 

people they need to lay off because their skillset is simply no longer relevant in the workplace. 

Robotics and Artificial Intelligence are replacing human capital by executing jobs more 

effectively and efficiently, which leads to employees becoming redundant (Reif, 2018). Now 

more than ever employees need to take a proactive approach by anticipating what is needed 

from them to be able to constantly add value and stay relevant in a fast-changing world of 

work (Lee, et al., 2018). 

 

Taking into account the influence technology has on a company's human capital (Reif, 2018), 

the scientific discipline of Industrial Psychology could potentially play a critical role when it 

comes to the challenges that the Fourth Industrial Revolution holds. Through research on 

Proactive behaviour, Industrial Psychology can help to equip employees with the necessary 

tools and strategies to develop a more proactive approach in the way they operate in the 

workplace, as well as to help top management to create a proactive culture throughout the 

company where employees are able to execute Proactive behaviours (Veldsman, 1990). 

1.2 Defining Proactive Behaviour 

Literature defines Proactive behaviour in different ways and according to different factors. 

What is clear, however, is that being proactive does not only mean to think about the future 
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but involves actually executing change for a certain purpose in order to adapt the norm and 

improve the way of doing business (Bateman & Crant, 1999). Chapter 2 will explore the 

dimensions of Proactive behaviour in more detail to understand how it can be developed. 

1.3 Outcomes of Proactive Behaviour 

The importance of Proactive behaviour could be established by considering two factors, 

namely how it affects the employee as an individual, as well as how it affects the organisation 

as a whole (Hong, et al., 2016). 

 

On an individual level, a study by Thomas, et al. (2010) indicates that Proactive behaviour 

leads to an increased level of work performance by referring to high correlations between work 

performance and several proactive constructs, such as a proactive personality and taking 

initiative in the workplace. Other studies examined high performance in various fields of work 

and found high correlations between Proactive behaviour and performance in work tasks 

(Belschak, et al., 2010), entrepreneurial aspects (Frese & Fay, 2001), sales performance 

(Bateman & Crant, 1999) and lastly customer service (Rank, et al., 2007). Thomas, et al. 

(2010) also found correlations between Proactive behaviour and job satisfaction. Job 

satisfaction is not only beneficial for the employee, but also for the organisation as it leads to 

lower employee turnover and absenteeism, higher productivity, and therefore increased profits 

(Wright & Kim, 2004). Proactivity has also been linked to career success in employees, with 

correlations between proactivity and a larger quantity of promotions and higher salaries 

(Belschak, et al., 2010). It is also found that proactive employees can deal better with work 

difficulties such as work stressors or career changes (Frese & Fay, 2001), which could play a 

role in employee well-being. On the other hand, when considering what is expected of an 

employee in the modern workplace, the outcome of not being proactive would be employees 

becoming redundant (Bateman & Crant, 1999). In other words, it can lead to employees not 

being able to add value in a world of work where traditional methods are left behind and 

constant change and innovation is the new norm. 

 

On a collective level, companies are becoming more decentralised with less traditional 

management styles, and therefore need employees who take initiative by identifying and 

solving problems autonomously (Crant, 2000). Proactive behaviour can also massively 

increase the amount and frequency of new products, services and processes being introduced 

into the organisation (Bateman & Crant, 1999). This can create a competitive advantage for 

the company by using disruptive business techniques and constantly progressing and moving 

forward. If a company fails to create an environment where Proactive behaviour is encouraged 
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and developed, the organisation may not be able to handle the constant pressure of the 

modern workplace to innovate and adapt which can cause the company to be left behind and 

ultimately become irrelevant (Belschak & Den Hartog, 2010). When taking abovementioned 

outcomes into account, it is clear that Proactive behaviour is no longer merely an optional 

enhancement in the workplace, but rather a necessity in order to stay relevant and competitive 

in the future world of work. 

1.4 Antecedents of Proactive Behaviour 

Any organisation consists of a diverse staff of employees that have different views, values, 

opinions, and therefore different ways of operating at the workplace. Some employees in an 

organisation would naturally be more proactive and take initiative towards change, where 

others would follow the norm and only do what is expected of them (Bateman & Crant, 1999). 

Personal characteristics (such as certain personality traits) seem to play an important role in 

determining Proactive behaviour, but the situational factors of the organisation as well as the 

wider world of work can also have a significant impact (Hong et al., 2016). The responsibility, 

therefore, does not only lie with the employees to change their behavioural patterns but also 

with the organisation to create an environment in which Proactive behaviour can be 

developed.  

 

However, in order for employees and organisations to develop Proactive behaviour, certain 

questions first need to be addressed. Firstly, what does Proactive behaviour consist of? 

Secondly, is Proactive behaviour something that could be developed over time? Lastly, if it 

can be developed, what factors need to be in place for the workforce to be more proactive? 

To this effect, the study was set out to develop a structural model of Proactive behaviour, 

highlighting both person and situational factors facilitating proactivity in employees and serving 

as a blueprint when developing interventions for Proactive behaviour development. 

1.5 Research Objectives  

To answer abovementioned questions, the following objectives were set out for the study:  

 

Objective 1: To define Proactive behaviour in terms of all its dimensions and therefore 

establish if it could be developed.  

 

Objective 2: To develop a structural model that explicates the person as well as situational 

factors that influence Proactive behaviour. 
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If these objectives are reached, it will not only advance knowledge in the dimensions and 

antecedents of Proactive behaviour but can also serve as a diagnostic model for Proactive 

behaviour interventions. 

1.6 Overview of the Study 

Chapter 1 explained the impact of the Fourth Industrial Revolution, as well as the outcomes 

of Proactive behaviour, to establish the importance of proactivity in the workplace. Chapter 2 

provides a literature study explaining what Proactive behaviour consists of (as well as all the 

variables that influence Proactive behaviour) which resulted in the development of an 

integrated structural model that can serve as a basic model when developing Proactive 

behaviour interventions. Chapter 3 explains the methodology that was followed. This includes 

the statistical hypotheses, research design, sampling, and measurement instruments. Chapter 

4 reports on the results of the statistical analysis and finally, Chapter 5 discusses the results 

in detail and provides limitations of the study, practical implications for organisations and 

managers as well as recommendations for future research. 
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CHAPTER 2: LITERATURE STUDY 

2.1 Introduction 

The focus of this study was to determine which factors influence Proactive behaviour in the 

workplace. Chapter 2 therefore provides an overview of the relevant literature and research 

related to Proactive behaviour in the workplace. The aim of the literature study was to explore 

the variables that influence Proactive behaviour in the modern workplace which resulted in the 

development of an integrated structural model of the antecedents of Proactive behaviour.  

2.2 Conceptualizing Proactive Behaviour 

Proactive behaviour has already been identified as a future-driven mindset together with action 

and purpose to improve on the norm (Bateman & Crant, 1999). Furthermore, it was also 

established that the Fourth Industrial Revolution not only opens this gap of human 

performance in the workplace but actually necessitates it (Belschak & Den Hartog, 2010).  

 

It was thus imperative to study Proactive behaviour more in-depth and explore the dimensions 

of this concept from every angle in order to understand the topic. The opposite stance from 

Proactive behaviour is reactive behaviour (Frese & Fay, 2001). In order to understand 

Proactive behaviour, it is crucial to understand what Proactive behaviour is not. Thus, a 

reactive behaviour style in the workplace will be characterized by passivity instead of action 

(Frese & Fay, 2001). A passive approach is characterized by following the norm, doing what 

one is told, not planning for the future and reactively dealing with problems as and when they 

occur. On the other hand, an active approach consists of proactively dealing with situations, 

actively planning for the future and bringing forth change in one's work environment for the 

better (Frese & Fay, 2001).  

 

According to Parker and Liao (2016), proactivity can be divided into three dimensions, namely 

future-focused, change-orientated, and self-initiated behaviours. A future-focused stance is to 

anticipate what will be needed in the future and thinking ahead. Following an approach where 

one only acts when there is an immediate need or problem is not proactivity, but rather 

reactivity. Hence, proactivity entails following a future-focused paradigm, by antedating 

hypothetical future problems and to also put strategies in place for past problems to not be 

repeated (Parker & Liao, 2016). Bateman and Crant (1999) concurs with this statement and 

refer to proactivity as anticipating problems in order to plan for and prevent risks in a company. 

This is, therefore, an imperative aspect of proactivity, due to the consequences that could 
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occur if certain risks are not prevented or mitigated in a company. By addressing problems 

before they occur, the financial success of a company is greatly influenced by Proactive 

behaviour (Parker & Liao, 2016). 

 

However, the focus should not only be on preventing problems, but also on anticipating future 

opportunities, to gain a competitive advantage. Future-focused behaviour therefore also 

entails constantly seeking opportunities to grow. This includes actively looking for an 

opportunity, instead of waiting for the right opportunity to arise. With the constant changes in 

the modern workplace, an employee and a company have the simple choice between seeing 

these changes as a threat and challenge, or rather as an opportunity to stay competitive and 

relevant in the modern workplace (Belschak, et al., 2010). Furthermore, looking for 

opportunities means to constantly stay up to date with the newest knowledge and skills to find 

the right one. A proactive employee should also be willing to leave their comfort zone and take 

on new and unfamiliar challenges since the right opportunity is not always the most convenient 

option (Parker & Liao, 2016).  

 

The second dimension Parker and Liao (2016) refers to is being change-orientated. It is not 

enough to simply anticipate what will be needed to stay competitive in the future, but also to 

take on opportunities that lead to positive change, and with that set change-orientated goals 

to overcome challenges that may arise. This entails being proactive in setting not only short-

term goals but also long-term goals by considering the bigger picture. It also refers to either 

changing one's situation (such as introducing innovation into the company) or changing 

oneself (such as developing new skills). To overcome resistance to change within the 

company, being proactive also means to persevere no matter what in order to reach one's 

change-orientated goals (Parker & Liao, 2016). 

 

The third dimension of proactivity is that it should be self-initiated. Proactive behaviour does 

not stem from a supervisor's order or someone else's idea. It comes from within and refers to 

an individual using their own judgement of what is needed, taking initiative, and making the 

change happen that they envision (Parker & Liao, 2016). 

 

Further exploration of Proactive behaviour in literature divides this concept into three 

classifications, namely: proactive work behaviour, proactive strategic behaviour, and proactive 

person-environment fit behaviour (Collins & Parker, 2010; Parker & Liao, 2016). Proactive 

work behaviour signifies behaviour that will improve the internal work environment. This 

includes improving the way one approaches teamwork and individual tasks. Proactive work 

behaviour additionally represents identifying problems within the internal work environment 
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and finding innovative ways to address and prevent them from reoccurring. Proactive work 

behaviour may also enhance career success and improve effective work performance (Parker 

& Liao, 2016).  

 

Secondly, proactive strategic behaviour indicate behaviour that improves the fit between the 

organisation and its external environment. Literature (Collins & Parker, 2010; Parker & Liao, 

2016) identifies two forms of proactive strategic behaviour which include strategic scanning 

and issue selling. Strategic scanning is when future opportunities and threats of the company 

are identified as well as when awareness within the organisation is raised with regards to these 

opportunities and threats (Collins & Parker, 2010). Issue selling on the other hand refers to 

informing senior management on important strategic issues in the hopes of persuading them 

to do something about this issue and ultimately creating change within the organisation to 

contribute to the company's strategic competitiveness (Parker & Liao, 2016).  

 

The third type of proactivity is person-environment fit behaviour which refers to behaviours 

aimed at improving an individual's fit within their work environment, such as networking, 

actively seeking feedback and being open for ways to improve work performance. 

Furthermore, it refers to changing one's environment to create a better person-environment 

fit, such as negotiating with management with regards to increased autonomy, better working 

conditions, etc. In other words, this type of Proactive behaviour suggests proactively taking 

charge of one's own career development, needs and goals, to optimally contribute to the 

success of the organisation (Parker & Liao, 2016). 

 

Therefore, when considering the above-mentioned, Proactive behaviour is defined as future-

focused, change-orientated, and self-initiated behaviour that focuses on changing and 

improving oneself and one’s internal environment to adapt to the changes of the external 

environment. It is clear that proactivity is not one dimensional, but rather a combination of 

many factors. Therefore, with the focus on the antecedents of Proactive behaviour, all its 

dimensions were taken into consideration. 

 

2.3 Antecedents of Proactive behaviour 

Early research has connected Proactive behaviour to a fixed personality trait or a kind of 

person (Bateman & Crant, 1993). Conversely, newer research has defined proactivity as 

behaviour which can be influenced by several situational and malleable person factors and 

can, therefore, be developed, learnt, and modified (Belschak & Den Hartog, 2010). Internal 

factors such as managerial attitudes, level of employee motivation, strategic attitudes; as well 
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as external factors, such as the geographical location, and type of industrial location all play a 

major role in influencing proactivity according to a study conducted by Gonzalez-Benito 

(2006). McCormick et al. (2018) furthermore exhibits the pliability of how proactivity can be 

developed based on various theoretical arguments such as extant theory and Lewin's theory. 

In their study, McCormick et al. (2018) exhibits how transformational leaders, for example, 

create proactive employees. Subsequently, to understand how proactivity can effectively and 

successfully be developed in employees and within a company, this chapter attempts to 

uncover the network of antecedents explaining variance in Proactive behaviour. The 

antecedents are categorised into three categories: Job characteristics; leadership and culture; 

and person factors. 

2.3.1 Task identity and Job autonomy as Job characteristics 

A key component in organisational and employee success is the characteristics of the 

profession, how it fits with the employees' needs and how it optimises their performance 

(Martin, 2017). Considering the Hackman and Oldham's job characteristics model (1976) as 

set out in Figure 2.1, the job components that lead to better performance and motivation 

include Skill variety, Task significance, Skill identity, Feedback, and Job autonomy (Boonzaier, 

et al., 2001). According to literature (Boonzaier, et al., 2001; Parker & Liao, 2016), Task 

identity and Job autonomy are the two most prominent Job characteristics connected to 

Proactive behaviour. 

 
Figure 2. 1  
Hackman and Oldham (1974) Job characteristics model 
Hackman and Oldham (1974) Job characteristics model 
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Note. Adapted from “Motivation through the design of work: Test of a theory,” by J. R. Hackman, and 
G. R. Oldham, 1974, Organizational Behaviour and Human Performance, 16(2), p.256. 

 

Task identity refers to the degree to which a job includes the completion of an identifiable 

piece of the work from beginning to end and where the employee can clearly see the outcome 

of the work they have done (Boonzaier, et al., 2001). When an employee is proactive, they 

are doing so to create a certain change in their environment. In other words, the motivation 

behind being proactive is normally to influence certain circumstances (Hong, et al., 2016). It 

stands to reason that the employee would want to see how this change affects their 

environment and what the outcome of it is. It could therefore be argued that an employee 

could only be proactive if they are able to clearly see the impact it has. According to this line 

of reasoning, the larger the Task identity, the more likely the employee would believe that their 

behaviour can have an impact, and subsequently be more inclined to display Proactive 

behaviour.  

 

Job autonomy refers to the degree to which an employee has discretion and freedom over 

their job and the decisions that come with it (Parker, et al., 2006). The outcome of Job 

autonomy, according to the job characteristics model, is that employees feel more responsible 

and accountable for the outcomes of their work (Boonzaier, et al., 2001). It is argued that this 

heightened sense of responsibility will prompt employees to be more proactive as a means to 

achieve job success. Furthermore, on a practical level, autonomy provides the job freedom to 

employees to be able to take calculated risks and create change to improve their work 

environment and optimally contribute to the success of the organisation (Parker & Liao, 2016). 

Finally, increased autonomy allows an employee to proactively take charge of their own career 

development and goals to ultimately stay relevant in a highly competitive work environment.  

 

Furthermore, according to Vroom’s expectancy theory of motivation, instrumentality can 

account for a person’s motivation to perform. Instrumentality refers to the belief that if you 

perform well, it will lead to a favourable and valued outcome (Van Eerde & Thierry, 1996). This 

links with the argument of both Task identity and Job autonomy. Task identity allows an 

employee to clearly see the outcome of their behaviour and Job autonomy enables an 

employee to be directly responsible for the outcomes of their work. According to Vroom’s 

theory, these two Job characteristics would therefore motivate an employee to be more 

proactive. From the above, the following hypothesis was formulated:  

 

Hypothesis 1: Job characteristics are positively related to Proactive behaviour. 
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2.3.2 Leadership and Organisational culture 

Employees cannot be proactive if the organisation does not create an environment where 

Proactive behaviour is encouraged and developed. The organisational culture of the company 

as well as the leadership style of management within the organisation could therefore 

influence whether employees engage in Proactive behaviour. 

2.3.2.1 Leadership 

Transformational leadership refers to a type of leadership style where followers are influenced 

to perform beyond expectation by gaining trust and loyalty from these followers (Abu-Tineh, 

et al., 2008). Transformational leaders are characterised as stimulating, attentive, influential, 

and inspirational. The most prominent feature of Transformational leadership, and the reason 

it is an important factor to be included in the research of Proactive behaviour, is that it creates 

change and inspires and facilitates transformation (Abu-Tineh, et al., 2008). A transformational 

leader needs proactive employees to help with this transformational process. Therefore, a 

transformational leader will guide, motivate, and encourage employees to be proactive 

because, without proactivity, this leader's goals cannot be reached.  

 

Kouzes and Posner's (2002) Transformational leadership model provides five dimensions of 

Transformational leadership which supports the argument that it could influence Proactive 

behaviour. These five dimensions consist of: model the way, inspire a shared vision, challenge 

the process, enable others to act, and encourage the heart (Abu-Tineh, et al., 2008). 

 

Challenge the process: This dimension refers to creating new ideas, changing the norm, 

supporting innovations, and transforming circumstances for the better. These leaders want to 

change the status quo and will overcome any challenges and obstacles in order to do so. They 

are constantly taking risks, experimenting, learning from their mistakes, and improving (Abu-

Tineh, et al., 2008). In other words, this dimension is characterised by the leader being 

proactive in implementing change to reinvent the norm. 

 

Inspire a shared vision: These leaders fully believe that they can make a difference and 

positively impact the organisation. They create a vision for a better future and with this, they 

inspire others to come together and actively work towards change. They motivate their 

followers to envision better circumstances and align their person goals to create these 

improvements (Abu-Tineh, et al., 2008). This dimension therefore suggests that 

transformational leaders have the ability to inspire employees to think proactively.  
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Enable others to act: This dimension refers to empowering employees to believe that they can 

achieve these transformational goals. They achieve this by involving others in their goal 

setting, problem-solving and decision-making processes. They also have the ability to let 

others feel that they can make an impact on the organisation and carry ownership and 

responsibility (Abu-Tineh, et al., 2008). This dimension encourages employees to not only 

think proactively but also execute Proactive behaviour. 

 

Model the way: This dimension refers to these leaders leading by example. By first challenging 

the norm, taking initiative, and acting proactively they motivate and guide others to follow (Abu-

Tineh, et al., 2008). This dimension also correlates with creating an organisational culture 

where proactivity is allowed and encouraged. 

 

Encourage the heart: For employees to be proactive and achieve their goals they need 

motivation and encouragement. Transformational leaders have the capability to not only 

motivate and inspire employees through their words but also through their actions. These 

leaders are characterised by giving thorough feedback and celebrating achievements (Abu-

Tineh, et al., 2008). By doing this, employees feel that their work is being recognized not only 

by their supervisor but also by their colleagues, which ultimately results in better performance. 

This dimension, therefore, correlates with motivating employees to constantly better their 

proactivity within the organisation. 

 

Based on the five dimensions of Transformational leadership the following hypothesis was 

formulated: 

 

Hypothesis 2: Transformational leadership is positively related to Proactive behaviour. 

2.3.2.2 Organisational culture 

Organisational culture is defined by the shared assumptions, values, and beliefs of an 

organisation. These values and beliefs signal to employees what type of behaviour is 

encouraged in an organisation and what types are not (Hatch, 1993). The organisational 

culture, therefore, has a strong influence on employee behaviour and evidently organisational 

performance. Organisational culture is, therefore, an effective mechanism to direct and control 

employees' behaviours, even more so than organisational rules and regulations (Hatch, 1993).   

 

Research shows that when creating the organisational culture of a company it is critical to 

have a culture that matches the demands of the company's external environment (Hatch, 
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1993). As mentioned, the modern workplace environment is one of constant change, which 

demands innovation and proactivity. In today's business environment, it is not only companies 

in the tech-industry that need to constantly innovate, but any company that wants to stay 

competitive (Schiavi & Behr, 2018). Evidently, if a company has a culture characterised by 

stability, tradition, and hierarchy, the company may suffer due to the challenges that come 

with staying competitive in the modern workplace environment.  

 

According to Cameron and Quinn’s (2011) typology of organisational culture, there are four 

types of organisational culture, namely Clan, Hierarchy, Market, and Adhocracy. Clan-oriented 

cultures value mentoring, coaching, loyalty, and tradition. It is characterised by a friendly and 

family-like work environment. Market-oriented cultures are very competitive and goal-oriented 

and focus on achievement, results, and completion of tasks. Hierarchy-oriented cultures are 

structured and controlled and value rules, tradition, and stability. Finally, an adhocracy-

oriented culture is dynamic and entrepreneurial, and values innovation, risk-taking and 

proactivity (Cameron & Quinn, 2011). By taking into account the demands of the modern 

workplace, such as pressure to innovate and constant change, one could argue that an 

adhocracy-oriented culture would be most fitting to an environment that encourages proactivity 

since it is characterised by innovation and risk-taking.  

 

Another typology of organisational culture is the Organisational Culture Profile (OCP) where 

culture can be defined by seven distinct values namely aggressive, outcome-oriented, stable, 

people-oriented, team-oriented, detail-oriented, and innovative. According to the OCP 

framework, companies that value innovation are adaptable, flexible, and proactive and 

experiment with new ideas. These companies have flat structures and encourage creativity, 

autonomy, and risk-taking, by celebrating failures as well as successes (Martins & Terblanche, 

2003). 

 

Taking these two typologies into account, a company that has an adhocracy-oriented culture 

and values innovation will evidently direct their employees to execute proactive behaviours. If 

a company establishes a culture that empowers employees to be proactive, creative and take 

risks, it will not only lead to increased innovations and higher competitive advantage, but it will 

also lead to decreased resistance to innovative changes from employees within the 

organisation (Reif, 2018). For this study, an organisation with an Innovative organisational 

culture is therefore characterised by proactivity, innovation and combined decision-making 

and values creativity, autonomy, adaptability and flexibility and rewards risk-taking as well as 

experimentation with new ideas. 
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Furthermore, studies have found a direct correlation between the organisational leader’s style 

and the organisation’s culture (Abu-Tineh, et al., 2008). The type of leadership style used in 

an organisation is instrumental in creating a company’s culture. Many studies have suggested 

two aspects of leadership contribute to the organisational culture, being the leader’s own 

behaviour, as well as how the leader reacts to the behaviour of others within the company 

(Overstreet, et al., 2013). 

 

Firstly, a leader can enhance the organisational culture by aligning their own actions with the 

values and beliefs of the culture. A transformational leader’s actions consist of being 

innovative, proactive, and challenging the norm as mentioned in the dimension of ‘model the 

way’ (Abu-Tineh, et al., 2008). This type of behaviour will therefore enhance a culture that is 

adhocracy-oriented and values innovation. 

 

Secondly, a leader can enhance how well the culture directs the behaviour of employees, by 

reinforcing behaviours that contribute to the overall culture. Transformational leaders 

encourage and reward proactive, creative, and risk-taking behaviour since these behaviours 

lead to transformation and change (Abu-Tineh, et al., 2008). Evidently, if this type of behaviour 

is rewarded by the leaders, it will contribute to the values and beliefs of an Innovative 

organisational culture. Therefore, Transformational leadership influences a culture that 

encourages proactivity, which provides evidence that organisational culture is enhanced by 

the type of leadership style within the company.  

 

Based on the above, the following two hypotheses for the purpose of this study was 

investigated, namely:  

 

Hypothesis 3:  Transformational leadership is positively related to Innovative organisational 

culture. 

 

Hypothesis 4: Innovative organisational culture is positively related to Proactive behaviour. 

2.3.3 Person factors 

Person factors of an employee could influence their level of Proactive behaviour in the 

workplace. Literature (Hopkins, 2009; Olszewski-Kubilius, 2012; Parker, 1998; Quain, 2019; 

Speier & Frese, 1997) has identified three person factors related to Proactive behaviour: Role-

breadth self-efficacy, Conscientiousness, and Grit. 
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2.3.3.1 Role-breadth self-efficacy 

Self-efficacy refers to an individual’s belief in their ability to execute certain activities 

successfully and reach certain goals (Hopkins, 2009). More specifically, Role-breadth self-

efficacy (RBSE) refers to employees’ perceived ability to execute broader and more proactive 

work tasks that go beyond what is required of them (Parker, 1998). Bandura’s theory of self-

efficacy suggests that any human activity is dependent on self-efficacy, and therefore the 

stronger the level of self-efficacy, the more likely it would be for the person to execute certain 

behaviours (Hopkins, 2009). It includes making the decision to behave in a certain way, the 

effort put into the behaviour of choice and finally continuing with this behaviour despite 

challenges and obstacles since the person believes that they will succeed (Speier & Frese, 

1997).  

 

A part of being proactive is to decide to change current circumstances which leads to better 

outcomes. There are several obstacles to manifesting change, such as resistance to change 

from employees and management (Quain, 2019). A proactive employee might not always get 

the needed support from their supervisor to take initiative. Therefore, an employee needs high 

Role-breadth self-efficacy to persevere during the proactive process of executing change, 

despite these obstacles. An employee who has high levels of Role-breadth self-efficacy would 

be more likely to take risks and go against the norm, due to the fact that they believe their 

efforts will lead to success (Hopkins, 2009). Parker (1998) also found positive correlations 

between Role-breadth self-efficacy and Proactive behaviour. Evidently, if an employee has a 

higher sense of Role-breadth self-efficacy, they will operate more proactively at work.  

 

Hypothesis 5: Role-breadth self-efficacy is positively related to Proactive behaviour 

 

Furthermore, according to Bandura’s theory, there are four sources of self-efficacy, including 

enactive mastery, vicarious experiences, verbal persuasion, and physiological arousal. 

Enactive mastery experiences refer to experiences an individual gains when they take on a 

challenge and succeed. If an individual succeeds in a certain activity, their self-efficacy 

increases with regards to this activity, and this increases the likelihood of them repeating this 

activity (Bandura, 1977). Job autonomy and Task identity can facilitate this experience of 

mastery. The freedom and task involvement provided by Job autonomy and Task identity 

make it possible for people to experiment in the workplace, while also having oversight of the 

results. This allows employees to gradually develop self confidence in their ability to be 

proactive. Empirical support for this can be found in a study by Parker (1998) who 

demonstrated that job enlargement (Task identity) as well as job enrichment (Job autonomy) 
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positively affects Role-breadth self-efficacy.  Job autonomy and Task identity can therefore 

increase an employee’s Role-breadth self-efficacy in terms of Proactive behaviour. Based on 

this, the following hypothesis was formulated: 

 

Hypothesis 6: Job characteristics are positively related to Role-breadth self-efficacy. 

 

Furthermore, vicarious experience refers to experiences an individual obtains by observing 

others perform activities successfully. If they observe someone else succeed in a certain 

activity, it increases their self-efficacy with regards to this activity (McLeod, 2016). As 

mentioned, one of the dimensions of Transformational leadership includes modelling the way, 

where the leader leads by example by acting proactively and challenging the norm (Abu-Tineh, 

et al., 2008). If an employee observes their leader successfully implementing change by being 

proactive, this could increase the employee’s Role-breadth self-efficacy. Furthermore, verbal 

persuasion is another source of self-efficacy which suggests that an individual’s self-efficacy 

will increase with regards to a certain activity, by being persuaded by others that they can 

succeed (McLeod, 2016). Another dimension of Transformational leadership is encouraging 

the heart, which refers to the leader motivating and inspiring others to be proactive and take 

risks (Abu-Tineh, et al., 2008). This relates to verbal persuasion and can increase an 

employee’s Role-breadth self-efficacy. Therefore, the following hypothesis was formulated: 

 

Hypothesis 7: Transformational leadership is positively related to Role-breadth self-efficacy. 

2.3.3.2 Grit 

Duckworth (2019, p.1087) defines Grit as: “Perseverance, stamina and passion for long term 

goals as well as one’s determination to work hard to make one’s future goals a reality.” 

Duckworth (2019) refers to the analogy that Grit is not a sprint but a marathon. Studies show 

that Grit leads to higher performance, increased work-related goals achieved as well as higher 

overall career success (Olszewski-Kubilius, 2012). When referring to the dimension of 

Proactive behaviour; to persevere, despite resistance to change, to reinvent the norm 

(Bateman & Crant, 1993), it is clear that perseverance is critical in order to be proactive. Grit 

is defined by perseverance and could, therefore, be a possible antecedent of Proactive 

behaviour. 

 

Hypothesis 8: Grit is positively related to Proactive behaviour 
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2.3.3.3 Conscientiousness 

The big 5 taxonomy of personality traits categorises the following traits: Agreeableness, 

Emotional Stability, Extraversion, Openness and Conscientiousness. Conscientiousness 

refers to a personality trait that is defined by hard work, order, drive, responsibility, self-control, 

and perseverance (Roberts et al, 2014). People who score high on Conscientiousness are 

usually driven by the goals they want to achieve. They are known to take initiative in setting 

their own goals and putting all their energy into achieving these goals. Most importantly, they 

persevere despite challenges and resistance in order to achieve these goals (Roberts et al, 

2014). As mentioned, Grit is characterised by persevering to achieve goals despite any 

resistance or difficulties. Conscientiousness could, therefore, influence a person’s level of Grit. 

The studies of Duckworth and Quinn (2009) also found a significant correlation of .77 between 

Grit and Conscientiousness.  

 

Considering that the focus of the structural model was on personal growth and development, 

the decision to include a supposedly non-malleable personality trait such as 

Conscientiousness can be questioned (Roberts, et al., 2014). Krueger and Johnson (2008), 

however, challenge the notion of Conscientiousness being a fixed trait through their finding 

that more than 50% of Conscientiousness in people is attributable to environmental influences 

and factors. This provides evidence that Conscientiousness could be developed, and as such, 

the construct fits the criteria set out for inclusion into the structural model. Thus, the following 

hypothesis was examined:  

 

Hypothesis 9: Conscientiousness is positively related to Grit  

 

2.4 Hypothesised Structural Model of the Antecedents of Proactive behaviour. 

Various hypotheses discussed above culminated into a structural model. The graphic 

representation of the proposed structural model as seen in Figure 2.2 illustrates the network 

of antecedents hypothesised to influence levels of proactivity.  
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Figure 2. 2 Proposed integrated structural model for the antecedents of Proactive 
behaviour 
Proposed integrated structural model for the antecedents of Proactive behaviour 

 

Note. η represents endogenous latent variables, and ξ exogenous latent variables. γ signifies the 
relationship between endogenous and exogenous latent variables, and β the relationship between two 
endogenous latent variables.  

2.4 Exclusion of proactive personality 

To understand why proactive personality does not form part of this study, it is first necessary 

to clarify the two research areas of proactivity namely Proactive behaviour and proactive 

personality (Bateman & Crant, 1999). When the focus is on proactive personality, the aim is 

usually to understand the role of proactive personality (amidst other factors) in influencing 

various organisational behaviours – often contextual performance. The proactive personality 

research area also focuses on the measurement of proactive personality (Siebert et al., 2006). 

In contrast, research with Proactive behaviour as the focal point, is focussed on explaining the 

psychological mechanism underlying proactive behaviours – this entails research into various 

person and situational variables (Bateman & Crant, 1993). To then use proactive personality 

as an antecedent of Proactive behaviour would not serve to explain the behaviour. It would 

merely describe behaviour in a reductionist manner. Furthermore, the modern work 

environment consists of a diverse workforce. Certain employees who have proactive 

personality traits will naturally engage in Proactive behaviour, whereas other employees who 

lack this natural ability to take initiative will rather stick to the norm and do what they are told 

(Bateman & Crant, 1999). The purpose of this study is to encourage, reward and develop 

proactive behaviours within the last mentioned employees. Hence, the study attempted to 

understand how proactive behaviours can be developed. By reducing the mechanism to one, 
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all-inclusive disposition, little room is left for development. Taking the above-mentioned into 

consideration, this study excluded proactive personality as a possible antecedent.  

2.5 Conclusion 

Chapter 2 explored possible antecedents of Proactive behaviour, which led to the formulation 

of various hypotheses and a proposed structural model as seen in Figure 2.2. This included 

Job characteristics as part of Hackman and Oldmans’ (1976) job characteristic’s model, 

person variables as well as leadership and culture. In the following chapter, the methodological 

procedure for testing the above-mentioned hypotheses is discussed. Conclusions regarding 

the validity of the proposed structural model subsequently determines the applicability of the 

model for the development of Proactive behaviour in employees.  
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CHAPTER 3: METHODOLOGY 
 

3.1 Introduction 

Chapter 2 provided a detailed review of the literature pertaining to Proactive behaviour and its 

antecedents. Various situational and person factors needed for employees to be proactive in 

the 21st-century workplace were identified. In line with the aim to develop a diagnostic model 

for increasing proactivity, careful consideration was given to the interrelationships between 

these factors. This led to an integrated structural model consisting of the hypotheses as set 

out in Chapter 2. To test whether this theoretical model provides a valid explanation of 

Proactive behaviour, it needs to be tested against data. The trustworthiness of conclusions 

about the validity of the model relied on the methodology followed and whether this process 

met the epistemic ideal of science (Babbie & Mouton, 2017).  

 

To reach the epistemic ideal of science, the research methodology followed should include 

two characteristics, namely rationality and objectivity. Rationality refers to whether or not the 

reasons for accepting or rejecting claims or hypotheses are based on rational thought. For the 

researcher to ensure this, these claims should be submitted to a panel of scientific experts, 

where it is critically examined and peer reviewed. If these claims are accepted, the science 

community can be confident in the quality of conclusions made. Secondly, objectivity refers to 

finding objective evidence by using objective procedures and methods throughout the 

research process. Objectivity has a positive relationship with rationality since objective 

evidence will increase the likelihood of rational claims (Babbie & Mouton, 2017). 

 

It is clear from the foregoing discussion that to have met the epistemic ideal of science, each 

methodological decision needed to be carefully considered and justified, and clearly 

described. The purpose of Chapter 3 is therefore to explain the methodology that was followed 

to test the proactivity theoretical model. This includes the research hypotheses, research 

design, the statistical hypotheses, the sampling method, measurement instruments and 

statistical analyses. 

 

3.2 Substantive Research Hypothesis 

Chapter 2 theorised about the different malleable and situational variables that could influence 

Proactive behaviour, which culminated into the proposed integrated structural model of the 

antecedents of Proactive behaviour. By doing this, various hypotheses were formulated, to 

empirically test the relationships between these variables. To test the validity of the overall 

structural model as set out in Figure 2.2, the researcher formulated the following overarching 
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substantive hypothesis: The proposed integrated structural model set out in Figure 2.2 

provides a valid description of the antecedents of Proactive behaviour in the workplace.  

This hypothesis can further be divided into nine path specific substantive hypotheses 

representing the hypothesised relationships between the variables:  

Hypothesis 1: Job characteristics are positively related to Proactive behaviour 

Hypothesis 2: Transformational leadership is positively related to Proactive behaviour 

Hypothesis 3: Innovative organisational culture is positively related to Proactive behaviour 

Hypothesis 4: Transformational leadership is positively related to Innovative organisational 

culture  

Hypothesis 5: Role-breadth self-efficacy is positively related to Proactive behaviour 

Hypothesis 6: Job characteristics are positively related to Role-breadth self-efficacy. 

Hypothesis 7: Transformational leadership is positively related to Role-breadth self-efficacy. 

Hypothesis 8: Grit is positively related to Proactive behaviour 

Hypothesis 9: Conscientiousness is positively related to Grit  

3.3 Research Design 

The research design of a study answers the question: “How will the researcher conduct the 

study?” Therefore, it is a plan set in place on how to collect evidence to ultimately answer the 

research question (Vogt, 2007). There are four key characteristics that the research design of 

any study should adhere to namely neutrality, reliability, validity, and generalization (Bhat, 

2019). Neutrality suggests that the results gathered from the research design should be 

neutral and free from bias. Reliability refers to whether the research design can assure 

consistent results over time and validity refers to whether the results represent reality. Finally, 

generalization suggests that the outcomes of the research design should apply to the overall 

target population and not just the sample (Bhat, 2019).  

 

Research design can be broadly classified according to two types, namely quantitative and 

qualitative. This study followed a quantitative research design and therefore utilised 

quantitative research methods (Bhat, 2019). A quantitative approach includes assigning 

numerical values to the representative phenomena, which can be analysed in a quantifiable 

Stellenbosch University https://scholar.sun.ac.za



 

 

22 
 

manner through statistical methods, in order to conduct statistical conclusions about specific 

causal effects (Black, 2005). 

 

The quantitative research approach can also be divided into two types, namely experimental 

and non-experimental. This study used a non-experimental, correlational research design, 

more specifically an ex post facto design, which is used when the researcher is unable to 

manipulate or control the independent variables (Gelo, et al., 2008). 

 

Although the ex post facto correlational research design is useful in the context of this specific 

study with advantages such as being less time consuming and more cost-efficient, it also had 

limitations that the researcher took into consideration before conducting this study. First, there 

is no random assignment which could lead to inherent complications within the variables 

studied, such as a lack of representation of the target population, lower levels of generalisation 

of research findings compared to probability sampling and lastly difficulties in estimating 

sampling variability and identifying possible bias. Finally, due to the researcher being unable 

to manipulate the independent variables, the researcher cannot say with confidence that the 

correlations observed between variables are necessarily due to a causal effect, which could 

evidently lead to misguided interpretations (Goes & Simon, 2013). 

 

3.4 Statistical Hypotheses 

To determine if the overall structural model is valid, the overarching hypothesis was translated 

into two hypotheses, namely an exact fit null hypothesis and a close fit null hypothesis.  

The following exact fit null hypothesis was formulated:  

Overarching hypothesis: RMSEA = 0 

Overarching hypothesis: RMSEA > 0  

The overarching substantive hypothesis was also translated into a close fit null hypothesis 

since the exact fit hypothesis is rarely considered a realistic objective. At most, it is expected 

that the structural model would provide an approximation of reality (Diamantopoulos & Siguaw, 

2000). As this is not possible, the following close fit null hypothesis was formulated:  

Overarching hypothesis: RMSEA ≤ .05 

Overarching hypothesis: RMSEA > .05 

Stellenbosch University https://scholar.sun.ac.za



 

 

23 
 

The overarching substantive hypotheses were divided into nine path specific hypotheses, 

which were translated into the following statistical hypotheses:  

Hypothesis 1: Job characteristics are positively related to Proactive behaviour 

H01: γ41 = 0 

Ha1: γ41 > 0 

Hypothesis 2: Transformational leadership is positively related to Proactive behaviour 

H02: γ42 = 0 

Ha2: γ42 > 0 

Hypothesis 3: Innovative organisational culture is positively related to Proactive behaviour 

H03: β42 = 0 

Ha3: β42 > 0 

Hypothesis 4: Transformational leadership is positively related to Innovative organisational 

culture  

H04: γ22 = 0 

Ha4: γ22 > 0 

Hypothesis 5: Role-breadth self-efficacy is positively related to Proactive behaviour. 

H05: β41 = 0 

Ha5: β41 > 0 

Hypothesis 6: Job characteristics are positively related to Role-breadth self-efficacy. 

H06: γ11 = 0 

Ha6: γ11 > 0 

Hypothesis 7: Transformational leadership is positively related to Role-breadth self-efficacy. 

H07: γ12 = 0 

Ha7: γ12 > 0 
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Hypothesis 8: Grit is positively related to Proactive behaviour 

H08: β43 = 0 

Ha8: β43 > 0 

Hypothesis 9: Conscientiousness is positively related to Grit  

H09: γ33 = 0 

Ha9: γ33 > 0 

3.5 Sampling 

In most research studies, it is generally seen as impractical to study a whole population, 

especially for the purposes of this specific study. Researchers, therefore, use sampling as a 

method, which allows them to conclude certain information about a population based on the 

results gathered from a subset of the population, without needing to investigate the whole 

population. In other words, the sample serves as a representation of the overall target 

population. By using this method, the researcher is able to reduce costs and time spent on 

data collection, without compromising the quality of information gathered. However, this is only 

possible if the sample size is large enough to make a valid conclusion about the relationship 

between two variables (Shantikumar, 2018). 

 

The sampling population of this specific study was full-time employees in South Africa. 

Individuals who participated in this study had to meet the following criteria: The individual is a 

full-time South African employee, the individual works at a company that employs more than 

fifteen employees and the individual reports to at least one supervisor. The researcher made 

use of social media to have ensured a large enough sample size, variety in all variables 

measured as well as a representative sample of the target population. 

 

3.5.1 Sampling procedure 

Sampling methods can be divided into two groups, namely probability and non-probability 

sampling. Probability sampling refers to selecting random individuals for the sample, within a 

complete sample frame, where all individuals within the frame have an equal chance to be 

chosen for the specific sample. This procedure is usually more costly and time-consuming. In 

non-probability sampling, the researcher does not start with a complete sample frame, 

evidently excluding certain individuals from being selected for the sample. Although this 

method is more convenient, the effect of sampling error cannot be estimated, which could 
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result in a non-representative sample. For the purposes of this study, a non-probability 

method, namely convenience sampling was used. Convenience sampling refers to choosing 

a sample unsystematically among a readily available set of units (Antonius, 2003). The 

researcher chose this method since the sample was selected based on availability and 

willingness. Although this sample may be prone to bias, it was still possible for the researcher 

to obtain useful results in a practical and cost-efficient manner (Shantikumar, 2018).  

 

3.5.2 Sampling size 

In addition to the sampling method, the size of the sample was also important for valid results. 

Factors such as the statistical power and sampling error of the sample are influenced by the 

size of the sample, as a bigger sample size will lead to greater statistical power and a smaller 

sampling error (Vogt, 2007). The size of this specific study was decided based on how many 

freed model parameters should be estimated, the statistical power as well as the relevant 

practical, financial, and logistical considerations (Hair, et al. 2006).  

 

One of the most basic guidelines often applied in Structural Equation Modelling (SEM) is the 

ratio of sample size to number of free parameters that need to be at least 5:1 (Bentler & 

Chou,1987). The current model had a total of 39 free parameters and 66 degrees of freedom 

when working on the assumption of 2 indicator parcels per latent variable. Therefore, 

according to the number of free parameters, the sample size needed to exceed 195. 

Guidelines from MacCallum et al. (1996) further make provision for specifying the desired 

power (typically .80), significance level (typically .05) and the null and alternative hypothesis 

in terms of RMSEA values (.05 and .08 respectively) for estimating the required sample size. 

According to the Preacher and Coffman syntax (2006), which incorporates the MacCallum et 

al. (1996) framework (and the values specified above), the minimum sample size had to be 

175. All considered, the researcher decided to utilise a sample of 250 or more. After 

completion of the data gathering process, the researcher was able to obtain 257 item 

responses. 

 

3.5.3 Data collection 

Before the researcher commenced the data collecting process, it was first necessary to obtain 

ethical clearance from the Industrial Psychology department of Stellenbosch University. Once 

this was achieved the researcher started the process of recruiting participants on social media 

willing to complete the survey. All details relevant to the data collection process were clearly 

explained to all participants. These details included the purpose of the research study, the 
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process that was followed as well how the participants were protected against possible ethical 

risks. To encourage individuals to take part, the survey was kept short, and the researcher 

outlined why it was important that they participated and that they answered the survey 

honestly. As another incentive, all participants had the option to enter a lucky draw to possibly 

win an R500 Takealot voucher at the end of the study, once they had completed the survey. 

Thereafter online surveys for each variable being measured were sent to all willing 

participants. The participants were able to submit their responses anonymously and 

electronically and only the researcher and supervisor had access to their responses. 

 

3.6 Reflection of Ethical Risks Associated with the Research 

An important part of conducting a high standard study was to firstly consider all possible ethical 

risks that could have occurred. These risks cannot be ignored or underestimated, especially 

when the study requires participants to share personal information about themselves. 

Researchers cannot ensure participants are protected against all possible risks but can make 

the participants aware of these risks and how these will be mitigated.  

 

This study was categorised as a ‘low risk’ study as there was little potential for discomfort or 

inconvenience on the part of participants and where such potential did exist, the predicted 

discomfort or inconvenience was minor. Participation in the study was completely voluntary 

and anonymous and participants were informed that they were allowed to withdraw at any 

time by exiting the online web browser. 

 

A possible risk posed was the violation of privacy as well as gathering information that could 

lead to difficulties for the participant if this information were made public (de Vos, et al., 2011). 

Therefore, the researcher communicated to all relevant parties that the study was only for 

research purposes and that all responses were only used for the mentioned research. Only 

the researcher and supervisor had access to the results which was stored on the researcher’s 

personal computer in a secured folder with a password lock. 

 

It was also important that all participants made an informed decision on whether or not they 

wanted to take part. This entailed being informed about the purpose and objectives of the 

study, the process that was followed, how results were interpreted and utilised as well as what 

the participant's rights were throughout the overall process. An informed consent form was 

therefore compiled to protect the participant's right to make a voluntary and informed decision 

to participate, making reference to the possible ethical risks and how the researcher will 

protect the participants against these risks. The consent form included the following 
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information: that participation was voluntary, that the participant's identities was kept 

anonymous for the purposes of this study and no personal information was shared publicly 

and that they were allowed to withdraw at any time during the study if they felt uncomfortable. 

The participants were required to carefully read the statement and sign the document as an 

indication that they were aware of the risks and accepted them voluntarily (Babbie & Mouton, 

2017).  

 

3.7 Measurement Instruments 

The following section discusses the seven measurement instruments that was used to 

measure the latent variables of the structural model as set out in Figure 2.2. The measurement 

instruments were selected based on the following criteria: the instrument is available and 

accessible, the instrument is psychometrically sound and finally, the variable measured 

through the use of this instrument corresponds with the definition of the latent variable as set 

out in Chapter 2. Where the researcher was unable to find an instrument that meets this 

criterion, the researcher developed a new measurement instrument for this specific study.  

 

3.7.1 Job characteristics 

As mentioned in Section 2.3.1, both Job autonomy and Task identity are Job characteristics 

included in Hackman and Oldman’s Job characteristic model (1976). The Job Diagnostic 

Survey (JDS) is based on this model and was developed to measure the five Job 

characteristics, three psychological states and outcomes as set out in the theory. Recently the 

JDS has been revised to provide a more reliable psychometric instrument for the 

measurement of Job characteristics, with a reliability mean of .70 across different studies 

(Boonzaier, et al., 2001).  

For the purposes of this study, the revised instrument, called the Job diagnostic revised (JDS-

R) version, was used to measure the two Job characteristics that influence Proactive 

behaviour, namely Job autonomy and Task identity. Since this study only focused on these 

two characteristics, only specific questions in sections one and two of the JDS-R was included 

in the questionnaire. Participants answered questions on a seven-point Likert scale ranging 

from “very accurate” to “very inaccurate”. An example of a test item for Job autonomy included: 

‘The job gives me a chance to use my personal initiative and judgement in carrying out the 

work’, while an example item for Task identity included: ‘The job is arranged so that I can have 

the chance to do an entire piece of work from beginning to end’ (Boonzaier, et al., 2001). 
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3.7.2 Role-breadth self-efficacy 

Given the conceptualisation of Role-breadth self-efficacy in this study, it was decided to use 

the Role-breadth self-efficacy measure developed by Parker (1998). This was used since it 

measures a participant’s perceived confidence to execute broader and more proactive work 

tasks that go beyond what is required of them. It was found to have an internal consistency of 

.96 (Parker, 1998). The assessment consisted of ten items with a five-point rating scale 

ranging from ‘not at all confident’ to ‘extremely confident’. A total score was calculated by 

obtaining an average score from all item responses, where a higher score indicated higher 

Role-breadth self-efficacy. Examples of the test items included: ‘Analyzing a long-term 

problem to find a solution’ and ‘Representing your work area in meetings with senior 

management’ (Parker, 1998). 

 

3.7.3 Grit 

Grit was measured through the use of the Grit Scale developed by Angela Duckworth (2009). 

This scale is in the public domain and has proven to have an internal consistency of .85. The 

Grit scale measures the extent to which individuals are able to maintain focus and interest, 

and persevere in obtaining long-term goals, which corresponds with the definition of Grit 

discussed in Section 2.3.3.2. The measurement scale has 12 items (positively and negatively 

worded items) and participants responded on a five-point Likert type scale. After completion 

of the items, an overall Grit score ranging from no Grit (0) to high Grit (5) was calculated. 

Examples of the test items included: ‘I finish whatever I begin’ and ‘Setbacks do not discourage 

me’ (Duckworth, 2019).  

 

3.7.4 Conscientiousness 

There are various personality tests available that measure Conscientiousness, however, for 

the purposes of this study, the HEXACO Personality Inventory-Revised was chosen since it is 

in the public domain. According to the inventory, people who score high on the 

Conscientiousness scale organise their time and their physical surroundings, work in a 

disciplined way toward their goals, put all their energy into achieving these goals and 

persevere despite challenges in order to achieve these goals. This relates to the definition of 

Conscientiousness outlined in Section 2.3.3.3. 

 

The coefficient alpha for the Conscientiousness items was found to be .81, which indicates a 

good internal consistency (Moshagen, et al., 2019). This study utilised the self-report version, 

which consists of 60 items, but participants were only required to complete items relating to 
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Conscientiousness. The participants responded on a five-point Likert scale ranging from 

‘strongly agree’ to ‘strongly disagree’. This scale has positively and negatively worded items. 

Examples of the test items included: ‘I plan ahead and organize things, to avoid scrambling at 

the last minute’ and ‘I often push myself very hard when trying to achieve a goal’ (Lee & 

Ashton, 2009). 

 

3.7.5 Innovative organisational culture 

For the purposes of this study, the researcher defined an Innovative organisational culture as 

a culture which is characterised by proactivity, innovation and combined decision-making, 

values creativity, autonomy, adaptability and flexibility and rewards risk-taking and 

experimentation with new ideas. 

 

The researcher was unable to find a scale that measured organisational culture in terms of all 

these aspects. The researcher, therefore, developed a scale that reflected the definition of 

Innovative organisational culture for the purposes of this study. This organisational culture 

scale was tested through item analysis and dimensionality analysis. Participants responded 

based on a five-point Likert scale ranging from ‘totally agree’ to ‘totally disagree’. The following 

eight items were used:  

 

Table 3. 1Test items of Innovative organisational culture 

Test items of Innovative organisational culture 

Item 
Number 

This organisation: The aspects of an Innovative organisational 
culture which it measures: 

1 Allows for an environment that encourages 
lateral and creative problem-solving 

strategies. 

• Values creativity 

2 Strongly encourages Proactive behaviour 
which includes engaging in initiative and 

calculated risk-taking behaviour. 

• Rewards risk-taking 

• Values proactivity 

3 Has a flat (i.e., non-hierarchical) 
organisational structure where lower-level 

employees can make decisions. 

• Characterised by combined decision 
making 

• Values autonomy 

4 Place great value on inclusive and combined 
decision-making. 

• Characterised by combined decision 
making. 

5 Is open to and rewards individual and original 
inputs and innovations. 

• Values creativity 

• Values autonomy 

• Rewards experimentation with new ideas 
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Table 3. 1 (continued) 

Test items of Innovative organisational culture 

6 Values constant change within the 
organisation to stay competitive. 

• Values flexibility and adaptability 

7 Constantly look for opportunities to gain 
competitive advantage. 

• Characterised by innovation and 
proactivity 

8 Rewards risk-taking and innovation. • Rewards risk-taking 

 

3.7.6 Transformational leadership 

To measure the five aspects of Transformational leadership as defined in Section 2.3.2.1 (i.e., 

enable others to act, challenge the process, encourage the heart, inspire a shared vision, and 

model the way), the researcher made use of the Transformational leadership measurement 

developed by Overstreet et al. (2013). The scale yielded a coefficient alpha of .96, indicating 

high internal consistency (Overstreet et al.,2013). However, closer inspection of the items 

indicated that the items do not fully account for all the aspects of Transformational leadership 

defined in Chapter 2. The researcher therefore added four items to the scale (Item 10, 11, 12 

and 13). The complete item list can be seen in Table 3.2 as well as the aspects of 

Transformational leadership which it reflects.  

 

Table 3. 2 Test items for Transformational leadership 

Test items of Transformational leadership  

Item 

number 

Statements Dimension of Transformational 
leadership which it measures 

1 Communicates a clear and positive vision of the 
future. 

Inspire a shared vision 

2 Treat staff as individuals, support and encourages 
their development. 

Encourages the heart 

3 Gives encouragement and recognition to staff. Enable others to act 

4 Fosters trust, involvement, and collaboration between 
team members. 

Enable others to act 

5 Encourages thinking about problems in new ways and 
questions assumptions. 

Challenge the process 

6 Is clear about his/her values. Models the way 

7 Practices what he/she preaches Models the way 
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Table 3. 2 (continued) 

Test items of Transformational leadership  

8 Instils pride and respect in others. Encourages the heart 

9 Inspires other by being highly competent. Models the way 

10 Experiment with new ideas to transform the 
organisation for the better. 

Challenge the process 

11 Support innovations to create change in the 
organisation. 

Challenge the process 

12 Provide others with resources and authority to take 
initiative. 

Enable others to act 

13 Creates an appealing vision of the future that others 
feel part of. 

Inspire a shared vision 

Note. Adapted from “Leadership Style and Organizational Innovativeness Drive Motor Carriers Toward 
Sustained Performance” by R. E. Overstreet, J. B. Hanna, T. A. Byrd, C. G. Cegielski, and B. T. Hazen, 
2013, The International Journal of Logistics Management, 24(2), p.256. 

 

3.7.7 Proactive behaviour 

Previous research on Proactive behaviour has led to various measurement scales being 

developed (Belschak & Den Hartog, 2010; Hong, et al., 2016; Rank, et al., 2007; Thomas, et 

al., 2010). Proactive behaviour is defined in Section 2.2 as future-focused, change-orientated, 

and self-initiated behaviour that focuses on changing oneself and one’s internal environment 

to adapt to the changes of the external environment. It was concluded that none of the existing 

scales included all the relevant dimensions of Proactive behaviour as defined in Chapter 2. 

 

Therefore, the researcher developed a questionnaire based on all the relevant dimensions of 

proactivity for the purposes of this study. This proactivity scale was tested through item 

analysis and dimensionality analysis. The items were answered on a five-point Likert scale 

ranging from ‘totally agree' to ‘totally disagree'. Test items were constructed which can be 

seen in Table 3.3. 
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Table 3. 3 Test items of Proactive behaviour 

Test items of Proactive behaviour 

Item 

Numbers 

The employee of this organisation: Aspects of Proactive behaviour which it 
measures 

1 Set change-orientated goals to positively 
influence my company. 

Change-oriented 

2 Constantly look for opportunities to grow and 
improve themselves to stay relevant in a 
constantly changing work environment. 

Future-focused 

3 Constantly try to anticipate possible risks to 
plan for and prevent them. 

Change-oriented 

4 Take on opportunities that lead to positive 
change. 

Change-oriented 

5 Identify problems within their internal work 
environment and find innovative ways to 

address them and prevent them from 
reoccurring. 

Change-oriented 

6 Initiate new and unfamiliar ideas that they 
hope can improve their company. 

Self-initiated 

7 Can persevere in achieving their goals, 
despite the challenges that stand in their way. 

Change-oriented 

8 Constantly adapt to changes in their 
workplace to stay competitive. 

Self-initiated 

9 Proactively take charge of their own career 
development. 

Change-oriented 

 

3.8 Statistical Analysis 

The measurement properties of each scale were evaluated through item analysis and, 

dimensionality analysis to assess the reliability and the unidimensionality of the scales. In 

addition, Confirmatory Factor Analysis (CFA) was performed on certain measurement scales 

that required further analysis, as well as on the overall measurement model. Structural 

Equation Modelling (SEM) was employed to test the fit of the structural model to the data, and 

subsequently to evaluate the level of support for the research hypotheses.     

 

3.8.1 Missing Values 

It is often found that certain survey items are unanswered, although, ideally, researchers would 

want all answers completed. Although this is out of the control of the researcher, it is important 

that the researcher focuses on how to approach the missing data. To do so, the researcher 

Stellenbosch University https://scholar.sun.ac.za



 

 

33 
 

first considered to which extent data is missing. There are also various methods to consider 

when deciding how to approach it (Hair et al., 2006). 

 

A sample of 257 respondents was required to complete a 64-item questionnaire (i.e., 16 448 

required data points). There were however 36 missing values, and therefore only a total of 16 

412 completed item responses (i.e., completed data points). Thus; .22% of the total item 

responses were unanswered. However, only four respondents did not fully complete the 

questionnaire.  Three of the four respondents left out a significant number of responses 

ranging from nine unanswered items to fourteen unanswered items and the other respondent 

left out only one item response.   

 

In order to deal with the missing values, two different methods, namely the listwise deletion 

method and the hot deck imputation method was utilised (Jönsson & Wohlin, 2004). With the 

listwise deletion method, incomplete cases (usually with a significant number of incomplete 

items) are deleted from the dataset. However, by using this method, the sample size is 

reduced, and the researcher runs the risk that valuable data may be lost which could influence 

the study’s results (Jönsson & Wohlin, 2004). The second method utilised was the imputation 

method. By utilising this method, the researcher does not remove any missing data, but rather 

replace the missing values with substitute values to increase the amount of data that can be 

used for the study. Although there are a few imputation methods available, the researcher 

utilised the hot deck method, and more specifically, the k-nearest neighbour (k-NN) method. 

This method replaces missing data with values by evaluating the values’ neighbours that have 

complete cases (Jönsson & Wohlin, 2004).  

 

As mentioned, three respondents left out a significant number of items. Respondent one had 

fourteen unanswered items (21.88%), respondent two failed to complete twelve items 

(18.75%) and respondent three left out nine items (14.06%). Due to the large number of 

missing values within these three cases, it was considered to utilise the listwise deletion 

method. Since the researcher aimed for a sample of 250 respondents, and the deletion of 

these three respondents would result in a sample of 254 respondents, the researcher felt 

comfortable to delete these cases, as leaving them in could have resulted in other distortions 

in the findings. Due to the other respondent only leaving out one item, the k-NN method was 

utilised by replacing the missing value, with the value of its completed neighbour. 
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3.8.2 Item analysis 

In order to ensure the quality of the test items of each scale used to measure the relevant 

variables, the researcher conducted item analyses. Item analysis is a process that examines 

responses to individual test items to assess the reliability, validity, bias, and overall quality of 

the test items (McCowan & McCowan, 1999). It can, therefore, be used to eliminate any 

ambiguous or misleading items as well as items that do not measure the same variable and 

could compromise the results of the study (Diamantopoulos & Siguaw, 2000). After the item 

analysis was conducted, the researcher had to decide whether or not to eliminate certain items 

by examining item characteristic statistics which included item-total correlations, the squared 

multiple correlation, scale reliability and variance when items are removed, inter-item 

correlation and finally item means and standard deviations.  

 

Furthermore, the Cronbach’s alpha was also analysed and reported on to identify the internal 

consistency of the test items (Foxcroft & Roodt, 2018). A Cronbach alpha value close to 1 

indicates a good internal consistency of the items in the scale. However, as a rule of thumb, 

an internal consistency value of .70 or higher is still deemed as acceptable (Foxcroft & Roodt, 

2018). The researcher also examined whether the deletion of any item would increase the 

Cronbach alpha, therefore improving the internal consistency, of the measurement scale, and 

where this was the case, the item was considered to be removed (Gliem & Gliem, 2003). 

 

3.8.3 Dimensionality Analysis Using Exploratory Factor Analysis  

The measurement scales were also tested for unidimensionality. If a scale is unidimensional, 

it means that a single factor accounts for the variance among the items, which is expected if 

the scale is designed to measure a single latent variable (Hair et al., 2006). In order to evaluate 

the unidimensionality of the measurement scales, Exploratory Factor Analysis (EFA) was 

utilised1. The main purpose of EFA was to identify underlying relationships between the 

measured variables, especially when developing a new measurement scale. It can help the 

researcher to determine how many underlying factors there are, whether or not these factors 

are correlated, and which variables best measure each factor (Foxcroft & Roodt, 2018). 

However, EFA can also be used to test the researcher’s expectation about a fixed number of 

factors. The researcher therefore loaded all indicators on one factor to first confirm whether it 

 
1 It is important to note that an alternative strategy to utilise would be to measure the unidimensionality of the scale 

through Confirmatory Factor Analysis (CFA). The researcher utilised EFA by forcing a one factor model, therefore 

equivalent to the CFA process. However, the researcher decided to utilise EFA, as it reserved the opportunity to analyse 

the measurement scales in an explorative manner in the case of the redundant residual not confirming unidimensionality. 

This process is also seen as a simpler method to that of the CFA.  
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is unidimensional. Where the results indicated otherwise, the scales were further explored.  

For this purpose, the SPSS Data Reduction procedure, utilising principle axis factoring (FA) 

with oblique rotation, was used.  

 

The researcher examined various statistics to confirm the undimensionality of the scales. 

Firstly, the Kaiser-Meyer-Olkin (KMO) value and the Bartlett's Test of Sphericity was 

examined. The KMO is a measure of sampling adequacy and provides the researcher with an 

indication of whether the structure is acceptable for factor analysis. This value should be as 

close to 1 as possible, with a value above 0.5 being deemed as acceptable. The Bartlett's Test 

of Sphericity indicates that sufficient correlations between variables exist and should be 

statistically significant (sig. <.50) in order to continue with factor analysis (Antonius, 2003).  

After it was confirmed that that the measurement scales were acceptable for factor analysis, 

the researcher further examined the factor loadings, variance extracted and finally the 

percentage of nonredundant residuals with absolute values above .05 to confirm 

unidimensionality (Antonius, 2003). The best indicator for unidimensionality is the percentage 

of nonredundant residuals. This percentage explains the extent of the difference between the 

actual correlations and reproduced correlations. In other words, it depicts the variance 

explained by error and this percentage should thus be below 30% to confirm the 

undimensionality of the scale. If the percentage is above 30%, the scale should be further 

examined (Antonius, 2003).   

Furthermore, when conducting factor analysis, factor loadings are produced which reflect the 

relationships between the variables (items) and the factor(s). When interpreting the factors, 

the loadings are used to determine the strength of the relationships. The researcher had to 

decide on a cut-off score for statistically significant factor loadings. To determine the cut-off 

score, the sample size was considered. The general rule of thumb is that if the sample size is 

at least 300, a factor loading of at least .32 can be considered statistically significant (Yong & 

Pearce, 2013). However, according to Hair, et al. (2006), factor loadings need to be .5 or 

greater to be considered practically significant. Factor loadings should therefore ideally fall 

above the cut-off criteria of .05. Finally, the average variance extracted indicates how much 

variance is extracted through the one factor and should be .05 or more (Hair et al., 2006). 

3.8.4 Further exploration of the measurement scales 

Due to the Conscientiousness and Grit measurement scales failing the test for 

unidimensionality, Confirmatory Factor Analysis (CFA) was utilised to obtain further 

information. By following a CFA process, the researcher was able to gain valuable insights 
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into how the scale deviated from a unidimensional scale through evaluating the fit statistics of 

the scales.  Where good fit with CFA of the one factor model was found, it was accepted that 

the scale was unidimensional.   

 

Various fit indices were examined to evaluate the fit including the Root Mean Square Error of 

Approximation (RMSEA), the Standardized Root Mean Square Residual (SRMR), the 

Comparative Fit Index (CFI), and the Tucker-Lewis Index (TLI) (Brown & Moore, 2012). The 

RMSEA measures the difference between the hypothesised model and the population’s 

covariance matrix and should therefore be as close to 0 as a possible to indicate a close fit. 

However, more realistically, a RMSEA value less than .05 is indicative of good fit, a value 

between .05 and under .08 indicate a reasonable fit, a value between .08 and .10 indicate a 

mediocre fit and finally, values greater than .10 indicate a poor fit (Diamantopoulos & Siguaw, 

2000). 

The SRMR measures the difference between the residuals of the sample’s covariance matrix 

and the hypothesized covariance matrix and should therefore also be as close to 0 as possible 

to indicate a close fit. For a good fit, the SRMR should ideally be close to or below .08 (Brown 

& Moore, 2012).  The CFI and TLI are incremental fit indices and should preferably be as close 

to 1 as possible, with values above .90 being indicative of an acceptable fit and values of 

above .95 being indicative of a good fit (Hu & Bentler, 2009). 

 

Furthermore, the fit of the second-order model for Job Characteristics was also tested through 

CFA. Within the structural model of this study Job characteristics is utilised as a higher order 

variable (representing the two first order variables namely Job autonomy and Task identity), 

instead of including the two first order latent variables in the model. To justify this approach 

the researcher had to confirm the structure of the implied second order factor model by 

evaluating the fit thereof. Thereafter it was transformed to a bifactor model through the 

Schmid-Leiman transformation method. 

 

Researchers utilise second order models when there is a higher-order factor that is 

hypothesized to account for the relationship among the lower-order factors (Fang et al., 1990), 

as in the case of the Job Characteristics scale. The second order factor is therefore 

represented by Job Characteristics, and the first order factors are represented by Job 

autonomy and Task identity. The second-order factor model is based on the loading pattern 

shown in the pattern matrix after conducting EFA, and the fit of the model is then tested 

through the use of CFA. The purpose of this was to evaluate to what extent the items of the 

subscales reflect the second order construct, by capturing the shared variance in the extracted 
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first order factors (Fang et al.,1990).  To determine the fit of the model, the fit indices were 

evaluated which is explained above. 

 

After evaluating the fit of the model, it was transformed to a bifactor model, since this 

transformation makes it possible for the researcher to directly examine the strength of the 

relationships between the domain specific factors and its associated items by evaluating the 

factor loadings. These relationships cannot be directly tested in the second-order factor model. 

The bifactor model is able to specify the covariance among a set of item responses accounted 

for by the general factor that reflect the common variance of all scale items as well as the 

group factors that reflect additional common variance among item clusters. The size of the 

general factor (in this case Job characteristics) therefore represents the shared variance, and 

the size of the group factors represent the unique variance explained by only Job Autonomy 

or Task identity. The size of the group factors thus represents the error variance. If the size of 

the general factor (the shared variance) is big enough, the scale can be regarded as 

essentially unidimensional. The researcher was able to determine the variance in the 

measurement scale explained by the general factor by evaluating McDonald’s hierarchical 

omega (omega h), an alternative reliability measure, which should be as close to 1 as possible 

(Fang et al., 1990).   

 
3.8.5 Parcelling as a measurement practice 

Before examining the fit of the comprehensive measurement and structural model, the 

researcher first considered the utilisation of parcelling. Parcelling is a measurement practice 

used most commonly with latent-variable analysis techniques such as Confirmatory Factor 

Analysis (CFA) and Structural Equation Modelling (SEM). Parcels are defined as ‘aggregate-

level indicators comprised of the sum (or average) of two or more items.’ Parcelling can 

alleviate numerous psychometric issues that are typically present in individual items such as 

lower reliability, lower communality, a smaller ratio of common-to-unique factor variance, and 

a greater likelihood of distributional violations. Item-indicators may also have fewer or larger 

equal intervals between scale points. Furthermore, it has also been found that parcels can 

stabilize parameter estimates and improve model fit (Little et al., 2002). 

 

Little, et al. (2002) analysed the utility and validity of parcelling and concurred that parcelling 

can be particularly effective when items from a unidimensional scale are parcelled. A simple 

method for constructing parcels with unidimensional scales is to assign each item randomly 

to one of the parcel groupings. Random assignment parcelling was therefore used for all 
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unidimensional scales, after unidimensionality was confirmed. Random assignment parcels of 

a scale should contain roughly equal common factor variance (Little et al., 2002). 

 

Furthermore, with the Job characteristics scale, due to it having two subscales, facet-

representative parcelling was utilised. Through utilising the facet-representative parcelling 

approach, a parcel was created for each of the indicators, namely Job autonomy and Task 

identity, which represented specific facets. The latent variable, namely Job characteristics, 

represents the shared variance between these facets. The shared variance of the latent 

variable therefore negates the unique variance of the respective facets (Little, et al., 2002). 

Thus, the items of the various scales were parcelled before analysing the fit of the 

measurement and structural model. 

 

3.8.6 Fitting the measurement model through Confirmatory Factor Analysis 

As part of the Structural Equation Modelling (SEM) process, two models are specified namely 

the measurement model (representing how measured variables come together to represent 

constructs) and the structural model (showing how constructs are associated with each other) 

(Hair, et al., 2006).  According to Hair et al. (2006), specifying the measurement model (i.e., 

assigning indicator variables to the constructs they should represent) is a critical step in 

developing a SEM model.  

 

Confirmatory Factor Analysis (CFA) was therefore utilised to measure the fit of the overall 

measurement model before evaluating the structural model as it aims to confirm the fit 

between the specified measurement model and the observed data. By evaluating the fit of the 

measurement model, CFA also serves as a further confirmation of the reliability and validity of 

the various measurement instruments (Hair, et al., 2006).   

 

Various fit indices with the following cut-off scores were evaluated including the RMSEA (< 

.08), the SRMR (< .08), the CFI (> .90), and the TLI (> .90) which is explained above in Section 

3.8.4 (Brown & Moore, 2012). Upon being satisfied with the fit, the researcher further examined 

the indicator loadings. The standardised indicator loading estimates were analysed by 

evaluating the size of the loading as well as whether it was statistically significant. The size of 

the indicator loadings should ideally be .50 or higher. Furthermore, to evaluate the statistical 

significance, the z value should fall above the cut-off point of 1.96 (Hair et al., 2006).  
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3.8.7 Fitting the structural model through Structural Equation Modelling 

After the researcher was satisfied with the fit of the measurement model, the structural model 

was evaluated. The integrated structural model of this study represents the hypothesized 

antecedents of Proactive behaviour. The fit of the structural model examines the overarching 

substantive hypothesis as well as the various path specific hypotheses to determine whether 

they are supported by the data (Hooper, et al., 2008). The fit of the model was tested through 

Structural Equation Modelling (SEM). Through SEM the researcher was able to evaluate the 

fit indices, the significance and strength of the estimated parameters as well as variance 

accounted for in the endogenous variables (Weston & Gore, 2006). 

 

Firstly, the Chi Square value was examined, which determines whether the model exactly fits 

the data. If the Chi Square is non-significant (p > .05) the model fits the data perfectly. 

However, research found this is rarely the case and should not be expected (Hair et al.,2006).  

Instead, the Chi Square is usually statistically significant (p < .05), therefore indicating that the 

model does not perfectly fit the data. Therefore, other fit indices should be evaluated to 

determine whether the model fits the data closely (Weston & Gore, 2006).  

 

To determine close fit the p value(close) of the RMSEA should be smaller than .05. Even if 

close fit is also rejected, the researcher can still examine whether the model has a good fit by 

evaluating the value of RMSEA which should be above .08. Furthermore, cut-off scores for 

other fit indices were used as indicators of a good fit which included the SRMR (< .08), TLI (> 

.90), and the CFI (> .90) (Hooper, et al., 2008). The purpose of these indicators is outlined 

above in Section 3.8.5. It is important to note that these cut-off scores should not be treated 

as golden rules. The process of data interpretation is subjective, and a wide range of evidence 

should therefore be considered to examine the fit, instead of only focusing on a single fit index 

(Marsh, Hau & Wen 2004). 

 

Furthermore, the individual parameters of the path specific hypotheses were also examined 

to determine whether they were statistically significant. The path coefficients also known as 

partial regression coefficients, measures the impact one latent variable has on another when 

keeping other influencing variables constant. It was firstly determined whether the paths were 

statistically significant by evaluating the z value. Estimates are statistically significant if the z 

value is greater than 1.96 for two-tailed tests, and 1.64 for one-tailed tests. Given the fact that 

Stellenbosch University https://scholar.sun.ac.za



 

 

40 
 

all loadings of the indicators are hypothesised to be positive, the cut-off score of 1.64 was 

utilised, therefore interpreting it as a one-tailed test (Weston & Gore, 2006)2. 

 

The direction and size of the path coefficient was also examined to determine whether it was 

aligned with what was hypothesised. With regards to the direction of the path coefficient, a 

value greater than zero indicates a positive relationship and a value less than zero indicates 

a negative relationship. Finally, the strength of the relationship between the hypothesised 

variables is represented by the size of the path coefficient (Babbie & Mouton, 2017: Hair et 

al., 2006). The variance extracted from each independent variable was also evaluated to show 

how much of the variance in the dependent variables can be explained by the independent 

variable. This should ideally be .50 or more (Hair et al., 2006). 

  

Finally, the standardised residuals and modification indices were evaluated. Although the fit 

of the model is a good indicator, the residuals cannot be ignored, as they provide valuable 

information in terms of which aspects of the data are not as effectively captured by the 

structural model. Standardized residuals are calculated as the observed covariance minus the 

estimated covariance derived from the model parameter estimates. The standardized 

residuals provide information in terms of overestimation or underestimation of the model where 

large residuals are found. Positive large residuals (> +2.58) indicate underestimation of the 

model and suggest the possible need to add certain paths to the model through modification 

by freeing certain parameters, and negative large residuals (-2.58) indicate overestimation of 

the model and suggest the possible need to remove certain paths of the model through 

modification by fixing certain parameters (Diamantopoulos & Siguaw, 2000). 

 

In conjunction with this, the modification indices were also inspected. Modification indices 

show possible cross loadings between constructs that are not hypothesised to relate. Large 

modification indices indicate that the model fit would improve if the identified indicators were 

allowed to load onto each other. Values greater than 6.64 are considered noteworthy, 

indicating a statistically significant decrease in the Chi Square value, since 6.64 is the critical 

value of the Chi Square statistic, with 1 degree of freedom at the 1% significance level. This 

could therefore be a further indication to free certain parameters within the model (Hair et al., 

2006). However, the purpose of this analysis was not to make changes to the structural model, 

but to rather provide information for future research on where certain paths can be removed 

or added. 

 
2 Although 1.96 is the convention to follow for the cut-off score of the z-values as seen in the discussion of the 
measurement model, the latent variables in the structural model were interpreted as a one-tailed test, thus 
utilizing 1.67 as the cut-off score. 
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CHAPTER 4: RESULTS 
 

4.1 Introduction 

The objective of this study was to increase the understanding of Proactive Behaviour, identify 

factors that influence this type of behaviour in the workplace and develop a structural model 

to explain the antecedents thereof. Chapter 1 explained the impact of the Fourth Industrial 

Revolution, as well as the importance of Proactive behaviour to succeed in the changing world 

of work. Chapter 2 entailed a literature study explaining what Proactive behaviour consists of 

and dealt with the variables influencing Proactive behaviour, which culminated into the 

proposed structural model. Chapter 3 explained the methodology used to the test the study’s 

set-out hypotheses.  

 

Chapter 4 aims to report on the data found based on the statistical analyses explained in 

Chapter 3.  The chapter elaborates on the items and dimensionality of each measurement 

scale as well as the fit of the overall measurement model and structural model. Furthermore, 

the results of the path coefficients and the set out hypotheses of the structural model are also 

discussed in detail in this chapter. 

 

4.2 Evaluation of Measurement Scales 

Prior to evaluating the structural and measurement model for Proactive behaviour, it was firstly 

necessary to examine the various measurement scales. The researcher conducted an item 

and dimensionality analysis for each scale. Dimensionality analysis was conducted through 

Exploratory Factor Analysis (EFA) to confirm the theoretical structure and psychometric 

properties of the different measurement scales (Foxcroft & Roodt, 2018).  More specifically, 

to evaluate unidimensionality, a forced one-factor model was specified for each scale, and the 

percentage of nonredundant residuals was assessed. Item analysis was conducted to 

evaluate the reliability of the test items (McCowan & McCowan, 1999). 

 

Where the results for unidimensionality were inconclusive, an additional analysis was 

performed to evaluate the factor structure. Since Job characteristics is utilised as a higher 

order variable in the structural model (representing the two first order variables namely Job 

autonomy and Task identity), instead of including the two first order latent variables in the 

model, the fit of the second order model was also evaluated.  Thereafter, the second order 

model was transformed to a bifactor model to determine the common variance accounted for 

by the general Job characteristics factor and whether this could be considered essentially 

unidimensional (Fang et al.,1990). The results of each scale are discussed below to showcase 
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whether the respective scales successfully measured the latent variables outlined in the 

structural model. 

 

4.2.1 Job characteristics 

As mentioned, both Job autonomy and Task identity are Job characteristics included in 

Hackman and Oldman’s Job characteristic model (1976). The Job Diagnostic Survey (JDS) is 

based on this model and was developed to measure the five Job characteristics, three 

psychological states and outcomes as set out in the theory (Hackman & Oldham, 1976). 

However, for the purposes of this study, the revised instrument, called the Job diagnostic 

revised version (JDS-R) was used to measure the two Job characteristics that influence 

Proactive behaviour, namely Job autonomy and Task identity. Since the study only focused 

on these two characteristics, the items for Task Identity and Job autonomy were utilised. Both 

the item analysis and dimensionality analysis yielded satisfactory results for the respective 

subscales. Further analysis of the second order model and bifactor model confirmed that the 

Job characteristics scale could be regarded as essentially unidimensional. 

 

4.2.1.1 Exploratory Factor Analysis  

The researcher examined various statistics to confirm the undimensionality of the scales 

through EFA. Firstly, the Kaiser-Meyer-Olkin (KMO) value and the Bartlett's Test of Sphericity 

were examined. The KMO is a measure of sampling adequacy and provides the researcher 

with an indication of whether the structure is acceptable for factor analysis. This value should 

be as close to 1 as possible, with a value above .50 being deemed as acceptable. The 

Bartlett's Test of Sphericity indicates that sufficient correlations between variables exist and 

should be statistically significant (sig. <.50) in order to continue with factor analysis (Antonius, 

2003). 

The researcher further examined the factor loadings, variance extracted and finally the 

percentage of nonredundant residuals with absolute values above .05 to confirm 

unidimensionality (Antonius, 2003). The non-redundant residuals depict the percentage of 

variance explained by error and should be below 30% to confirm unidimensionality. 

Furthermore, factor loadings reflect the strengths of the relationships between the variables 

(items) and the factor(s) and should ideally fall above .05. Finally, the average variance 

extracted indicates how much variance is extracted by the one factor and should be .05 or 

more (Antonius, 2003). 
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The Kaiser-Meyer-Olkin (KMO) for Task Identity was .66 and the Bartlett's Test of Sphericity 

produced a value of 1296.092 (df = 3; p < .05). For Job autonomy, the KMO was .73 and the 

Bartlett's Test of Sphericity indicated a value of 383.464 (df = 3; p < .05), which demonstrated 

that the researcher was able to conduct factor analysis for these scales (Antonius, 2003).  

 

The factor loadings for Job autonomy ranged between .80 and .89 which were above .50 and 

can be seen in Table 4.1. The variance extracted by the one factor was 60.46% which was 

deemed as acceptable. Finally, the percentage of nonredundant residuals were 0%, which 

confirmed that the Job autonomy scale is unidimensional (Antonius, 2003). The factor loadings 

for Task identity as seen in Table 4.2 ranged between .60 and .93 and the variance extracted 

was 69.69% which was deemed as acceptable. Finally, the percentage of nonredundant 

residuals were 0%, which indicated that Task identity scale is unidimensional (Antonius, 2003).  

 

Unidimensionality for the separate subscales were therefore confirmed. However, within the 

structural model of this study Job characteristics was utilised as a higher order variable 

(representing the two first order variables namely Job autonomy and Task identity), instead of 

including the two first order latent variables in the model (Fang et al.,1990).  Further analysis 

was therefore necessary to confirm whether the Job Characteristics scale could be deemed 

as essentially unidimensional. This is elaborated on in Section 4.2.1.3 

 

Table 4. 1 Factor Matrix for the Job autonomy subscale 

Factor Matrix for the Job autonomy subscale 

Item Factor 1 

AUT1 .81 

AUT2 .80 

AUT3 .89 

 
Table 4. 2 Factor Matrix for the Task identity subscale 

Factor Matrix for the Task identity subscale 
 

Item Factor 1 

TI1 .60 

TI2 .93 

TI3 .76 
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4.2.1.2 Item Analysis 

After confirming unidimensionality of the scales, the reliability of the test items was evaluated 

to ensure the quality of the test items of each scale used to measure the relevant variables 

(McCowan & McCowan, 1999). The Cronbach alpha was analysed to identify the internal 

consistency of the test items and should be as close to 1 as possible. However, as a rule of 

thumb, an internal consistency value of .70 or higher is still deemed as acceptable (Foxcroft 

& Roodt, 2018). Furthermore, by assessing whether the deletion of any item would increase 

the Cronbach alpha, it was possible to determine whether the internal consistency may 

improve through removing this item (Gliem & Gliem, 2003). Another indicator of internal 

consistency was the average inter-item correlation which should preferably range between 

0.15 to 0.50 to indicate a good level of internal consistency (Murphy & Davidshofer, 2014). 

 

The item-total correlations of the items were also analysed which indicated whether the items 

and the overall scale measure the same underlying construct. The item-total correlations 

should ideally be positive and large, since a positive correlation indicates that the item and the 

scale measure the same construct, and a large correlation indicates that the measure is able 

to discriminate between high and low scores on the scale (Murphy & Davidshofer, 2014).  

 

The Autonomy subscale had a Cronbach alpha of .87 and the Task Identity subscale had a 

Cronbach alpha of .80, which both exceeded the cut-off point of .70 (Foxcroft & Roodt, 2018). 

In conjunction with this, the average inter-item correlations of both Job autonomy (0.70) and 

Task identity (0.59) was also indicative of an acceptable level of internal consistency within 

the scales (Murphy & Davidshofer, 2014). The two subscales’ item-total statistics showed 

satisfactory correlations and the results indicated that the Cronbach alpha would not improve 

significantly if any of the items were removed scales (Murphy & Davidshofer, 2014). The Job 

autonomy subscale item-total correlations ranged from .73 to .79 which can be seen in Table 

4.3. The Task Identity subscale item-total correlations ranged from .56 to .74. This can be 

seen in Table 4.4.  

 
Table 4. 3 Job autonomy reliability analysis 

Job autonomy Reliability analysis 

Item Item-total correlations Alpha if deleted 

AUT1 .74 .83 

AUT2 .73 .84 

AUT3 .79 .78 
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Table 4. 4 Task identity reliability analysis 

Task Identity reliability analysis  

Item Item-total correlations Alpha if deleted 

TI1 .56 .83 

TI2 .74 .63 

TI3 .66 .72 

 

4.2.1.3 Further analysis 

As stated, within the structural model of this study, Job characteristics was utilised as a higher 

order variable (representing the two first order variables namely Job autonomy and Task 

identity), instead of including the two first order latent variables in the model. To justify this 

approach the researcher was required to confirm the structure of the implied second order 

factor model (Fang et al.,1990). The fit of the second factor model was therefore also 

evaluated through utilising CFA. Various fit indices with the following cut-off scores were 

evaluated including the RMSEA (< .08), the SRMR (< .08), the CFI (> .90), and the TLI (> .90) 

(Hair et al., 2006). The RMSEA value of .05 indicated a satisfactory fit, and the hypothesised 

close fit was confirmed (p > .05). The SRMR value of .02, the TLI value of .96 and CFI value 

of .99, were all indicative of a good fit as seen in Table 4.5. 

Table 4. 5 Goodness of fit statistics of the second factor order model for Job 
characteristics 
Goodness of fit statistics of the second factor order model for Job characteristics 

 

Thereafter the model was transformed to a bifactor model through the Schmidt-Leiman 

transformation method. The purpose of the bifactor model was to determine the common 

variance accounted for by the general Job characteristics factor and whether the scale could 

be considered essentially unidimensional (Fang et al.,1990). The results indicated good 

reliability of the bifactor model with an Omega h value of .79. The variance explained by the 

one factor (Job characteristics) was therefore large enough and thus confirmed the 

unidimensionality of the scale. 

   

RMSEA p value (close) SRMR TLI CFI 

.05 .47 .02 .96 .99 
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4.2.2 Role-breadth self-efficacy 

Given the conceptualisation of Role-breadth self-efficacy in this study, the Role-breadth self-

efficacy measure developed by Parker (1998) was utilised. Item analysis and dimensionality 

analysis was conducted, and both yielded satisfactory results. 

 

4.2.2.1 Dimensionality Analysis 

The KMO for the Role-breadth self-efficacy scale was .93 and the Bartlett's Test of Sphericity 

produced a value of 1597.732 (df = 45; p < .001) which indicated that the researcher was able 

to conduct factor analysis for this scale (Antonius, 2003). The factor loadings for the scale’s 

indicators ranged between .64 and .85 and was therefore deemed as statistically significant. 

This can be seen in Table 4.6. The variance extracted by the one factor was 56.31% which 

was deemed as acceptable. Finally, the percentage of nonredundant residuals were 26%, and 

was below 30% which therefore confirmed the unidimensionality of the Role-breadth self-

efficacy scale. 

 

Table 4. 6 Factor Matrix for the Role-breadth self-efficacy scale 

Factor Matrix for the Role-breadth self-efficacy scale 

Item Factor 1 

SE1 .70 

SE2 .78 

SE3 .85 

SE4 .81 

SE5 .80 

SE6 .77 

SE7 .78 

SE8 .64 

SE9 .70 

SE10 .75 

 

4.2.2.2 Item Analysis 

Based on the reliability analysis results, the scale showed good internal consistency with a 

Cronbach alpha of .93 (Foxcroft & Roodt, 2018).  In conjunction with this, the average inter-

item correlation value of 0.56 was also indicative of good internal consistency (Murphy & 

Davidshofer, 2014). The scale’s item-total statistics showed satisfactory correlations and the 

Stellenbosch University https://scholar.sun.ac.za



 

 

47 
 

results indicated that the Cronbach alpha would not improve significantly if any of the items 

were removed (Gliem & Gliem, 2003). The item-total correlations ranged from .52 to .81 which 

can be seen in Table 4.7. 

 

Table 4. 7 Role-breadth self-efficacy reliability analysis 

Role-breadth self-efficacy reliability analysis 

Item Item-total correlations Alpha if deleted 

SE1 .67 .92 

SE2 .74 .92 

SE3 .81 .91 

SE4 .77 .91 

SE5 .76 .92 

SE6 .74 .92 

SE7 .75 .92 

SE8 .52 .93 

SE9 .68 .92 

SE10 .72 .92 

  

4.2.3 Grit 

Grit was measured by using the Grit Scale developed by Angela Duckworth (2019). Item and 

dimensionality analyses were conducted. All items, except for item “GRIT2” yielded 

satisfactory results. Unidimensionality of the scale was not confirmed, which required further 

exploration. 

 

4.2.3.1 Dimensionality Analysis 

The KMO for the Grit scale was .85 and the Bartlett's Test of Sphericity produced a value of 

625.910 (df = 28; p < .001) which indicated that the researcher was able to conduct factor 

analysis for this scale (Antonius, 2003). The factor loadings for the scale’s indicators were all 

close to and above .50 ranging from .48 to .74, except for item “GRIT2” which had a factor 

loading of .12. This can be seen in Table 4.8. The variance extracted by the one factor was 

37.82% which was quite low and the percentage of nonredundant residuals were 53%. As this 

which was larger than 30%, the results suggested that the Grit scale may not be 

unidimensional (Antonius, 2003) and further exploration was required which is discussed 

below in Section 4.2.3.3.  
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Table 4. 8 Factor Matrix for the Grit scale 

Factor Matrix for the Grit scale 

Item Factor 1 

GRIT1R .58 

GRIT2 .12 

GRIT3R .73 

GRIT4 .48 

GRIT5R .68 

GRIT6R .75 

GRIT7 .66 

GRIT8 .68 

 

4.2.3.2 Item Analysis 

Based on the reliability analysis results, the scale showed an acceptable internal consistency 

with a Cronbach alpha of .80 (Foxcroft & Roodt, 2018). Together with this, the average inter-

item correlation value of 0.35 was also indicative of good internal consistency (Murphy & 

Davidshofer, 2014). When evaluating the item-total statistics, excluding item “GRIT2”, the 

correlations ranged from .44 to .66. Acceptable results were obtained for all items (Gliem & 

Gliem, 2003) except item “GRIT2”, which yielded a low correlation of .11. The results also 

indicated that if this item would be removed, the internal consistency of the measurement 

scale could improve with a Cronbach Alpha of .84 as seen in Table 4.9. 

 

Table 4. 9 Grit reliability analysis 

Grit reliability analysis  

Item Item-total correlations Alpha if deleted 

GRIT1R .50 .77 

GRIT2 .11 .84 

GRIT3R .63 .74 

GRIT4 .44 .78 

GRIT5R .59 .75 

GRIT6R .66 .74 
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Table 4. 9 (continued) 

Grit reliability analysis  

GRIT7 .6 .75 

GRIT8 .58 .76 

 

4.2.3.3 Further analysis 

The researcher further tested the possible unidimensionality of Grit through conducting CFA 

to measure the fit of a single factor model. As mentioned, “GRIT2” proved to be problematic 

and was therefore excluded from the CFA. The RMSEA value of .13 indicated a poor fit, and 

the hypothesised close fit of the model was rejected (p < .05). The SRMR should be as close 

to 0, but since it was below .08 with a value .07, it was still deemed as an acceptable fit. The 

TLI value of .90 showed an acceptable fit, but the CFI value of .85 indicated a poor fit, since it 

should fall above 0.90 (Hair et al., 2006). The model was therefore found to overall have a 

poor fit as seen in Table 4.10  

 

The modification indices were inspected and large residual correlations between item “GRIT8” 

and two other items (“GRIT1R” and “GRIT7”) were found. It was thus decided to test the model 

without item “GRIT8” which provided a good fit as seen in Table 4.11. With the removal of item 

“GRIT8”, the RMSEA value of .04 confirmed a good fit, and the hypothesised close fit of the 

model was confirmed (p > .05). Furthermore, SRMR had a value of .04 and both the TLI and 

CFI had values of .99 which indicated good fit for the single factor model (Hair et al., 2006). 

The unidimensionality of the scale was therefore confirmed with the exclusion of items “GRIT2” 

as well as “GRIT8”. It was thus decided to continue with the analysis of the measurement and 

structural model without these items. 

 
Table 4. 10 Goodness of fit statistics for the single factor Grit scale excluding item 
“GRIT2” 
Goodness of fit statistics for the single factor Grit scale excluding item “GRIT2” 

 

 
 
 
 
 
 
 

RMSEA p value (close) SRMR TLI CFI 

.13 .00 .07 .90 .85 
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Table 4. 11 Goodness of fit statistics for the single factor Grit scale excluding items 
“GRIT2” and “GRIT8” 
Goodness of fit statistics for the single factor Grit scale excluding item “GRIT2” and “GRIT8” 

RMSEA p value (close) SRMR TLI CFI 

.04 .72 .04 .99 .99 

 

4.2.4 Conscientiousness 

The HEXACO Personality Inventory-Revised was utilised to measure Conscientiousness, and 

only items relating to this personality construct were used. The item analysis yielded 

satisfactory results. However, the dimensionality analysis required further exploration. 

 

4.2.4.1 Dimensionality Analysis 

The KMO for the Conscientiousness scale was .89 and the Bartlett's Test of Sphericity 

produced a value of 875.036 (df = 45; p < .001) which indicated that the researcher was able 

to conduct factor analysis for this scale (Antonius, 2003). The factor loadings for the scale’s 

indicators were all close to and above .50 ranging from .49 to .76 and was therefore deemed 

as statistically significant, as seen in Table 4.12. However, the variance extracted by the one 

factor was 39.85% which was quite low and the percentage of nonredundant residuals were 

46%. As this was larger than 30%, the results suggested that the Conscientiousness scale 

may not be unidimensional (Antonius, 2003). The researcher believed that the reason for this 

was the presence of positively and negatively worded items of the scale, which will further be 

discussed below in Section 4.2.4.3. 

 
Table 4. 12 Factor matrix for Conscientiousness scale 

Factor matrix for Conscientiousness scale 

Item Factor 1 

CONC1 .67 

CONC2 .58 

CONC3R .67 

CONC4R .71 

CONC5R .68 

CONC6R .56 

CONC7 .49 

CONC8R .53 
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Table 4. 12 (continued) 

Factor matrix for Conscientiousness scale 

 CONC9 .63 

CONC10R .76 

 

4.2.4.2 Item Analysis 

Based on the reliability analysis results, the scale for Conscientiousness showed good 

internal consistency with a Cronbach alpha of .87 (Foxcroft & Roodt, 2018). In conjunction 

with this, the average inter-item correlation value of 0.40 was also indicative of good internal 

consistency (Murphy & Davidshofer, 2014).  The scale’s item-total statistics indicated 

satisfactory results as there were no poor performing items (Gliem & Gliem, 2003). The item-

total correlations ranged from .45 to .69 and can be seen in Table 4.13. 

 

Table 4. 13 Conscientiousness reliability analysis 

Conscientiousness reliability analysis 

Item Item-total correlations Alpha if deleted 

CONC1 .61 .85 

CONC2 .55 .86 

CONC3R .63 .85 

CONC4R .66 .84 

CONC5R .62 .85 

CONC6R .51 .86 

CONC7 .45 .86 

CONC8R .49 .86 

 CONC9 .58 .85 

CONC10R .69 .84 

 

4.2.4.3 Further analysis 

To further explore the reason for a lack of unidimensionality the researcher conducted EFA, 

by applying the eigen value greater than 1 rule (Antonius, 2003). This resulted in the extraction 

of a second factor. To evaluate whether the presence of a second factor was due to positively 

and negatively worded items, the pattern matrix was evaluated to examine whether the items 
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were grouped on the two factors based on whether they were positively or negatively worded, 

which did not seem to be the case as seen in Table 4.14.  

 

Table 4. 14 Pattern matrix for Conscientiousness scale 

Pattern matrix for Conscientiousness scale 

Items Factor 1 Factor 2 

CONC1 .35 .37 

CONC2 .34 .30 

CONC3R .60 .13 

CONC4R .68 .09 

CONC5R .19 .57 

CONC6R -.05 .70 

CONC7 .65 -.12 

CONC8R -.00 .61 

CONC9 .59 .13 

CONC10R .45 .37 

 

As a final attempt to measure the undimensionality of the instrument, a basic CFA was 

conducted. The fit statistics indicated an acceptable fit of the one factor model as seen in 

Table 4.15. The RMSEA value of .08 indicated a mediocre fit, but the hypothesised close fit 

had to be rejected (p < .05). The SRMR value of .05 was below .08 and close to .05 and 

therefore indicated a good fit. Finally, although the TLI value of .92 and CFI value of .94 fell 

below .95 it was above .9 and therefore indicated a reasonable fit (Hair et al., 2006).  This 

therefore confirmed that the Conscientiousness scale measures a single factor since the 

single factor model showed an acceptable fit. 

 
Table 4. 15Goodness of fit statistics for the single factor Conscientiousness scale 

Goodness of fit statistics for the single factor Conscientiousness scale 

 

 

4.2.5 Innovative organisational culture 

As mentioned in Section 3.7.5, a new scale was developed to measure the construct according 

to the definition of an Innovative organisational culture for the purposes of this study. The 

RMSEA p value (close) SRMR TLI CFI 

.08 .10 .05 .92 .94 
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reason for this was that the researcher was unable to find a scale that measured organisational 

culture in terms of all the defined aspects. The proposed scale consisted out of eight items. 

Satisfactory results were yielded for the item analysis. However, the results of the 

dimensionality analysis required further exploration. 

 

4.2.5.1 Dimensionality Analysis 

The KMO for the Innovative organisational culture scale was .90 and the Bartlett's Test of 

Sphericity produced a value of 1235.774 (df = 28; p < .001) which indicated that the researcher 

was able to conduct factor analysis for this scale (Antonius, 2003). The factor loadings for the 

scale’s indicators ranged between .66 and .82, and was deemed as statistically significant, as 

seen in Table 4.16. The variance extracted by the one factor was 56.69% which was deemed 

as acceptable. However, the percentage of nonredundant residuals were 35%. As this was 

larger than 30%, the results suggested that the scale may not be unidimensional (Antonius, 

2003). The reason for this was further explored as discussed in Section 4.2.5.3. 

 

Table 4. 16 Factor matrix for Innovative organisational culture scale 

Factor matrix for Innovative organisational culture scale 

Item Factor 1 

OC1 .78 

OC2 .75 

OC3 .66 

OC4 .80 

OC5 .82 

OC6 .72 

OC7 .66 

OC8 .82 

 

4.2.5.2 Item Analysis 

Based on the reliability analysis results, the scale for Innovative organisational culture showed 

good internal consistency with a Cronbach alpha of .91 (Foxcroft & Roodt, 2018). In 

conjunction with this, the average inter-item correlation value of 0.57 was also indicative of 

good internal consistency (Murphy & Davidshofer, 2014). The scale’s item-total statistics 

indicated satisfactory results as there were no poor performing items (Gliem & Gliem, 2003). 

The item-total correlations ranged from .62 to .78 as seen in Table 4.17. 
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Table 4. 17 Innovative organisational culture reliability analysis 

Innovative organisational culture reliability analysis  

Item Item-total correlations Alpha if deleted 

OC1 .74 .90 

OC2 .71 .90 

OC3 .63 .91 

OC4 .76 .89 

OC5 .78 .89 

OC6 .68 .90 

OC7 .62 .91 

OC8 .77 .89 

 

4.2.5.1 Further analysis 

For further exploration into why the dimensionality analysis results did not confirm 

unidimensionality, the eigen value rule of greater than 1 was applied (Antonius, 2003). After 

applying this rule, the items loaded onto one factor. Furthermore, although the residuals were 

larger than expected, the factor loadings were still deemed acceptable, and the reliability 

analysis did not report any problematic items. Thus, it was concluded that since the items of 

the Innovative Organisational culture scale loaded onto one factor, the measurement scale 

can be regarded as unidimensional.  

 

4.2.6 Transformational leadership 

To measure Transformational leadership the measurement scale developed by Overstreet et 

al. (2013) was utilised. However, as mentioned in Section 3.7.6, closer inspection of the items 

indicated that they do not fully account for all the aspects of Transformational leadership 

defined for this study. The researcher therefore added four items to the scale. The item 

analysis and dimensionality analysis yielded satisfactory results. 

 

4.2.6.1 Dimensionality Analysis 

The KMO for the Transformational leadership scale was .95 and the Bartlett's Test of 

Sphericity produced a value of 2967.309 (df = 78; p < .001) which indicated that the researcher 

was able to conduct factor analysis for this scale (Antonius, 2003). The factor loadings for the 
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scale’s indicators ranged between .75 and .85 and was therefore deemed as statistically 

significant as seen in Table 4.18. The variance extracted by the one factor was 65.29% which 

was deemed as acceptable. Finally, the percentage of nonredundant residuals were 17%, 

which fell below 30% and therefore confirmed the unidimensionality of the Transformational 

leadership scale (Antonius, 2003). 

 

Table 4. 18 Factor matrix for Transformational leadership scale 

Factor matrix for Transformational leadership scale 

Item Factor 1 

TL1 .80 

TL2 .84 

TL3 .77 

TL4 .82 

TL5 .80 

TL6 .78 

TL7 .83 

TL8 .85 

TL9 .78 

TL10 .75 

TL11 .79 

TL12 .83 

TL13 .85 

 

4.2.6.2 Item Analysis 

Based on the reliability analysis results, the Transformational leadership scale indicated good 

internal consistency with a Cronbach alpha of .96 (Foxcroft & Roodt, 2018). In conjunction 

with this, the average inter-item correlation value of 0.66 was also indicative of good internal 

consistency (Murphy & Davidshofer, 2014).  The scale’s item-total statistics indicated 

satisfactory results as there were no poor performing items (Gliem & Gliem, 2003).  The item-

total correlations which can be seen in Table 4.19 ranged from .73 to .83.  
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Table 4. 19 Transformational leadership reliability analysis 

Transformational leadership reliability analysis  

Item Item-total correlations Alpha if deleted 

TL1 .78 .96 

TL2 .82 .96 

TL3 .76 .96 

TL4 .80 .96 

TL5 .78 .96 

TL6 .77 .96 

TL7 .81 .96 

TL8 .83 .96 

TL9 .77 .96 

TL10 .73 .96 

TL11 .78 .96 

TL12 .81 .96 

TL13 .83 .96 

 

4.2.7 Proactive behaviour 

As mentioned in Section 3.7.7, it was concluded than none of the existing scales include all 

the relevant dimensions of Proactive behaviour as defined for this study, and therefore a scale 

based on all the relevant dimensions of proactivity was developed. The results of the item and 

dimensionality analysis yielded satisfactory results. 

 

4.2.7.1 Dimensionality Analysis  

The KMO for the Proactive behaviour scale was .93 and the Bartlett's Test of Sphericity 

produced a value of 1225.169 (df = 36; p < .001) which indicated that the researcher was able 

to conduct factor analysis for this scale (Antonius, 2003). The factor loadings for the scale’s 

indicators ranged between .63 and .81 and was therefore deemed as statistically significant 

as seen in Table 4.20. The variance extracted by the one factor was 54.35% which was 

deemed as acceptable. Finally, the percentage of nonredundant residuals were 19%, which 

fell below 30% and therefore confirmed that the Proactive behaviour scale is unidimensional 

and only measures one factor (Antonius, 2003). 
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Table 4. 20 Factor matrix for Proactive behaviour scale 

Factor matrix for Proactive behaviour scale 

Item Factor 1 

PB1 .73 

PB2 .74 

PB3 .72 

PB4 .81 

PB5 .79 

PB6 .70 

PB7 .63 

PB8 .77 

PB9 .73 

 

4.2.7.2 Item Analysis 

Based on the reliability analysis results, the scale developed for Proactive behaviour indicated 

good internal consistency with a Cronbach alpha of .91 (Foxcroft & Roodt, 2018). Together 

with this, the average inter-item correlation value of 0.54 was also indicative of good internal 

consistency (Murphy & Davidshofer, 2014).  The scale’s item-total statistics indicated 

satisfactory results as there were no poor performing items (Gliem & Gliem, 2003). The item-

total correlations ranged from .60 to .77 as seen in Table 4.21. 

 

Table 4. 21 Proactive behaviour reliability analysis 

Proactive behaviour reliability analysis  

Item Item-total correlations Alpha if deleted 

PB1 .70 .90 

PB2 .70 .90 

PB3 .69 .90 

PB4 .77 .90 

PB5 .75 .90 

PB6 .67 .91 

PB7 .60 .91 

PB8 .73 .90 

PB9 .70 .90 
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4.2.8 Summary of results 

Overall, the results yielded from the item and dimensionality analysis were satisfactory. 

However, the measurement scales for Innovative organizational culture, Conscientiousness 

and Grit required further exploration after conducting the item and dimensionality analyses.  

 

After evaluating the Grit scale, the item analysis revealed item “GRIT2” to be problematic. 

Furthermore, after the removal of item “GRIT8”, good fit of the one factor measurement scale 

was found through CFA. It was therefore decided to continue with the analyses of the 

measurement and structural model without items “GRIT2” and “GRIT8”.   

 

For the Innovative organisational culture scale, after applying the eigen value greater than 1 

rule (Antonius, 2003), still only one factor was extracted. Acceptable fit was also found for the 

Conscientiousness one factor model which confirmed the unidimensionality of the scale. 

Based on these results, the researcher could continue to analyse the fit of the overall 

measurement model. A summary of the results can be seen below in Table 4.22. 

 

Table 4. 22 Summary of individual scales' results 

Summary of individual scales' results 

Measurement scales Items deleted Remaining items Reliability estimate 

Job Characteristics - 6 0.79 

Role-breadth self-efficacy - 10 0.93 

Grit 2 6 0.78 

Conscientiousness - 10 0.85 

Innovative organisational culture - 8 0.93 

Transformational leadership - 13 0.96 

Proactive behaviour - 9 0.91 

 

4.3 Assessment of the comprehensive measurement model 

As part of the Structural Equation Modelling (SEM) process, two models were specified, 

namely the measurement model (representing how measured variables come together to 

represent constructs) and the structural model (showing how constructs are associated with 

each other) (Hair, et al., 2006).  After evaluating the measurement properties of the individual 

scales, the overall measurement model comprising of the various variables was analysed.  

According to Hair et al. (2006), it was important to first inspect the fit of measurement model, 

to determine whether the model was a valid representation of the constructs and their 
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respective indicators. Only once good fit was confirmed, the fit of the structural model could 

be examined to determine how the constructs and their respective indicators in the 

measurement model relate to each other (Hair, et al., 2006).  Confirmatory Factor Analysis 

(CFA) was therefore conducted on the combined indicator-latent variable relationships to test 

the fit of the measurement model. 

 

For the evaluation of the measurement and structural model, parcelling was utilised, which is 

a practice used most commonly with latent-variable analysis techniques such as Confirmatory 

Factor Analysis (CFA) and Structural Equation Modelling (SEM). Little, et al. (2002) analysed 

the utility and validity of parcelling and concurred that parcelling can be particularly effective 

when items from a unidimensional scale are parcelled. A simple method for constructing 

parcels with unidimensional scales was utilised which entailed assigning each item randomly 

to one of the parcel groupings. Random assignment parcelling was used for all unidimensional 

scales except for the Job characteristics scale. 

 

Facet-representative parcelling was utilised for the Job characteristics scale since it consists 

out of two subscales (facets). This entailed creating a parcel for each of the indicators (Job 

autonomy and Task identity) which included their respective items. These parcels represent 

specific facets, and the latent variable, namely Job characteristics, represent the shared 

variance between these facets (Little et al., 2002). 

 

4.3.1 Assessment of the fit  

 

In order to evaluate the fit of the model, the fit indices produced through the CFA process were 

examined and interpreted. The fit indices analysed in this study included the root mean square 

error of approximation (RMSEA), standardised root mean square residual (SRMR), the tucker-

lewis indicator (TLI) and the comparative fit index (CFI) (Hair et al., 2006). The RMSEA 

measures the difference between the hypothesised model and the population’s covariance 

matrix and should therefore be as close to 0 as a possible to indicate a close fit. However, 

more realistically, a RMSEA value less than .05 is indicative of good fit, a value between .05 

and under .08 indicates a reasonable fit, a value between .08 and .10 indicates a mediocre fit 

and finally, values greater than .10 indicate a poor fit (Diamantopoulos & Siguaw, 2000). 

 

The SRMR measures the difference between the residuals of the sample’s covariance matrix 

and the hypothesized covariance matrix and should therefore also be as close to 0 as possible 

to indicate a close fit. For a good fit, the SRMR should ideally be close to or below .08 (Brown 

& Moore, 2012).  The CFI and TLI are incremental fit indices and should preferably be as close 
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to 1 as possible, with values above .90 being indicative of an acceptable fit and values of 

above .95 being indicative of a good fit (Hu & Bentler, 2009). The results of the fit indices can 

be seen below in Table 4.23.  

 

Table 4. 23 Goodness of fit statistics for the Comprehensive Measurement Model 

Goodness of fit statistics for the Comprehensive Measurement Model 

RMSEA P value (close) SRMR CFI TLI 

.06 .00     .06 .95 .94 

 

The RMSEA value indicates how well the model, with optimally chosen parameter estimates, 

fits the population’s covariance matrix. The RMSEA value of .06 indicated a satisfactory fit, 

but the hypothesised close fit had to be rejected (p < .05). Although the SRMR of .06 fell above 

.05 it was still below the cut-off point of .08, which indicated that the fit is acceptable (Brown 

& Moore, 2012). Furthermore, both the CFI of .95 and the TLI of .94 indicated a good fit. The 

overall measurement model therefore indicates a good fit. 

 

4.3.2 Estimates for indicator loadings  

 

It was further important to determine if the indicators in the measurement model faithfully 

represented the latent variables they were designed to reflect. By evaluating the size of the 

loadings of the indicators on the latent variables, it was possible to understand the strength of 

the relationship between the indicators and latent variables. A value of .50 and above is 

recommended to indicate a satisfactory relationship (Hair et al., 2006). To establish the 

statistical significance of the indicators, the z values were evaluated, which should fall above 

the cut-off point of 1.96 (Hair et al., 2006).  The indicator loadings can be seen below in Table 

4.24. 

 

Table 4. 24 Comprehensive Measurement Model estimates for indicator loadings 

Comprehensive Measurement Model estimates for indicator loadings 

Latent Variables Item z value p value Indicator 
estimates 

Conscientiousness Conc_p3 30.78 < .05 .85 

 Conc_p2 18.76 < .05 .75 

 Conc_p1 30.76 < .05 .84 

GRIT Grit_p3 14.28 < .05 .78 
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Table 4. 24 (continued) 

Comprehensive Measurement Model estimates for indicator loadings 

 Grit_p1 10.49 < .05 .69 

 Grit_p2 15.58 < .05 .78 

Organisational culture OC_P1 63.88 < .05 .93 

 OC_P3 54.35 < .05 .90 

 OC_P2 44.92 < .05 .88 

Proactive behaviour PB_P1 43.78 < .05 .88 

     PB_P2 44.91 < .05 .89 

 PB_P3 41.64 < .05 .87 

Self-efficacy SE_P2 56.78 < .05 .90 

 SE_P3 48.89 < .05 .88 

 SE_P1 67.58 < .05 .93 

Transformational 
leadership 

TL_P3 72.45 < .05 .94 

 TL_P1 105.76 < .05 .95 

 TL_P2 86.59 < .05 .94 

Job Characteristics AUT 18.32 < .05 .83 

 TI 16.86 < .05 .79 

 

As seen above in Table 4.24, all of the indicator items fell above the cut-off value of .50 ranging 

from .69 to .95. The sizes of indicator estimates were therefore satisfactory (Hair et al., 2006). 

Furthermore, all indicator estimates were found to be statistically significant, with z values 

above 1.96 (Hair et al., 2006). All of the measurement scales’ indicators therefore yielded 

satisfactory results in terms of measuring their respective latent variables. 

 

Furthermore, the correlation coefficients of the non-zero relationships between the variables 

in the measurement model can be seen in Table 4.25. The researcher was more interested in 

the structural path coefficients discussed in Section 4.4.2, since it shows the effect of one 

latent variance on another while keeping other effects in the model constant (Hailu et al., 

2016). In other words, it shows the unique contribution of each variable within the constraints 

of the larger model. The bivariate correlation coefficients, on the other hand, refer to the 

association between pairs of latent variables without any controls. While the focus in structural 

equation modelling is on the former (the structural path coefficients), the latter (structural path 

coefficients) provide some diagnostic information about the associations between variables 

that could be further explored in the case of non-significant structural path coefficient (Hailu et 
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al., 2016). As seen below, all hypothesised latent variables showed mutual association (p < 

.05). 

Table 4. 25 Correlation coefficients of the non-zero relationships between the variables 
in the measurement model 

Correlation coefficients of the non-zero relationships between the variables in the 

measurement model  

Variables Correlations z value p value 

Self-efficacy ↔ Job Characteristics .61 11.14 < .05 

Self-efficacy ↔ Transformational leadership .37 5.63 < .05 

Organisational culture ↔ Transformational leadership .86 38.75 < .05 

Conscientiousness ↔ Grit .75 11.86 < .05 

Proactive behaviour ↔ Job characteristics .59 9.61 < .05 

Proactive behaviour ↔ Self-efficacy .79 20.75 < .05 

Proactive behaviour ↔ Transformational leadership .55 9.12 < .05 

Organisational culture ↔ Proactive behaviour .59 10.34 < .05 

Grit ↔ Proactive behaviour .53 6.02 < .05 

 

4.4 Assessment of the structural model  

As mentioned, the measurement model describes the latent variables in terms of their 

respective indicators, whereas the proposed structural model aims to explain the possible 

causal relationships between the latent variables. Structural equation modelling (SEM) was 

utilised to test the structural model in order to assess whether the model accurately 

represented the psychological mechanism underlying Proactive behaviour (Hair et al., 2006).  

To establish whether the structural model accurately reflects the observed data, the fit of the 

model was examined by evaluating the fit indices, the strength and statistical significance of 

the estimated parameters as well as the variance accounted for in endogenous variables 

(Weston & Gore, 2006).  

 

4.4.1 Assessment of the fit  

As mentioned, to examine the fit of the model, certain fit indices were evaluated. Firstly, to 

determine whether the model perfectly accounts for reality, the exact fit null hypotheses was 

examined by evaluating the Chi Square statistic. It is important to note that it is very rare for 

this hypothesis to be confirmed, since the chances are slim that the proposed structural model 

perfectly represents reality (Hair et al., 2006). The researcher therefore also examined the 
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root mean square error of approximation (RMSEA), standardised root mean square residual 

(SRMR), the comparative fit index (CFI), as well as the tucker-lewis index (TLI) to determine 

fit of the model (Hair et al., 2006), which is further elaborated on above in Section 4.3.1. The 

fit indices can be seen in Table 4.26. 

 

A Chi Square value of 432.62 (p value = .00) and 158 degrees of freedom was obtained, which 

indicated that the exact null hypothesis was rejected (p < .05). As mentioned, this is not 

unlikely as the chances are very slim for the structural model to perfectly account for reality 

(Hair et al., 2006).  The close fit hypothesis was therefore examined by analysing the RMSEA 

value. The RMSEA value of .08 indicated a mediocre fit, but the hypothesised close fit had to 

be rejected (p < .05).  The SRMR value of .08 showed acceptable fit. The CFI obtained a value 

of .94 and the TLI obtained a value .93 and therefore indicated an acceptable fit (Hair et al., 

2006).  Upon evaluation of the overall fit statics, it was concluded that, although the model did 

not obtain close fit, a reasonable fit was obtained. 

 

Table 4. 26 Goodness of fit statistics for structural model with parcels 

Goodness of fit statistics for structural model with parcels 

Chi square Df p value RMSEA p value 
(close) 

SRMR TLI CFI 

432.62 158 .00 .08 .00 .08 .93 .94 

 

4.4.2 Structural parameter estimates  

The structural parameter estimates aim to explain the causal relationship between the latent 

variables. The parameter estimates were therefore evaluated to determine whether the 

hypothesised causal relationships were supported by the data. (Hair et al., 2006). In order to 

evaluate the structural parameter estimates, the statistical significance of the paths as well as 

the direction and size of the path coefficients were examined (Hair et al., 2006). This can be 

seen in Table 4.27. The variance extracted of each variable within the structural model was 

also assessed. 

 

Table 4. 27 Proactive behaviour structural model parameter estimates 

Proactive behaviour structural model parameter estimates 

Variables Standardised 
path coefficients 

z value 

Job Characteristics → Self-efficacy .67 5.34 
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Transformational leadership → Self-efficacy   -.03 -.21 

 

Table 4. 27 (continued) 

Proactive behaviour structural model parameter estimates 

Transformational leadership → Organisational culture .86 38.64 

Conscientiousness → Grit  .81 11.13 

Job characteristics → Proactive behaviour  -.04 -.44 

Self-efficacy → Proactive behaviour  .59 7.72 

Transformational leadership → Proactive behaviour .11 .84 

Organisational culture → Proactive behaviour .21 1.74 

Grit → Proactive behaviour ~ .27 2.91 

 
As seen above, three out of the nine parameter estimates were found to be statistically non-

significant. With path coefficient sizes ranging between .03 and .11, these three parameter 

estimates had z values below the cut-off point of 1.67 (Hair et al., 2006).  The direct effects of 

Transformational leadership and Job characteristics on Proactive behaviour was found to be 

statistically non-significant. Although correlations between these two independent variables 

and Proactive behaviour was found, they did not explain unique variance in Proactive 

behaviour. The effect of Transformational leadership on Role-breadth self-efficacy were also 

proven to be statistically non-significant.  

The six other parameter estimates had z values above the cut-off point of 1.67. As mentioned, 

due to it being interpreted as a one-tailed test, z values above 1.67 indicate statistical 

significance (Weston & Gore, 2006). Furthermore, the direction of the relationships was found 

to be in line with what was theoretically hypothesised, and the sizes of the path coefficients 

were satisfactory ranging from .21 to .86. Although the path coefficient sizes of the effect of 

Grit and Innovative organisational culture on Proactive behaviour was relatively lower than the 

other paths of the structural model, it was still found to be statistically significant with z values 

above 1.67. Figure 4.1 demonstrates the standardised path coefficients in the proposed 

structural model and also includes the paths that was found to be statistically non-significant 

(z < 1.67).  
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Figure 4. 1 The proposed structural model with path coefficients 

The proposed structural model with path coefficients 

 

Note. * p < .05 (one-tailed; critical z-value = 1.67) 

 

Finally, the variance extracted represents the proportion of variance that is explained in each 

endogenous latent variable by the model and should ideally be above .05 (Hair et al., 2006). 

The variance extracted of the variables ranged from .54 to .89. Additionally, by analysing the 

variance extracted of the focal variable of interest, the model explained a satisfying 76% of 

the variance found in Proactive behaviour. This can be seen in Table 4.28. 

 
Table 4. 28 Variance extracted of variables part of the structural model 

Variance extracted of variables part of the structural model 
 

Variables Variance extracted 

Conscientiousness .66 

Grit .54 

Organisational Culture .82 

Self-efficacy .81 

Transformational leadership .89 

Job characteristics .63 

Proactive behaviour .76 
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4.4.3 Evaluation of the hypothesized relationships 

Based on the findings of the Structural Equation Modelling (SEM), the statistical significance 

of the nine path specific research hypotheses as explained in Chapter 3 is discussed below. 

The results of these hypotheses are further elaborated on in Chapter 5 together with what this 

implies for the study as well as for future research and organisational interventions. 

 

Hypothesis 1: Job characteristics are positively related to Proactive behaviour 

The parameters between Job characteristics and Proactive behaviour were not supported by 

the data and showed a non-significant relationship (SEM path coefficient= -.042). These 

results were not in favour of the theorised hypothesis. Consequently, the null hypothesis, H01: 

γ41 = 0, could not be rejected. 

 

Hypothesis 2: Transformational leadership is positively related to Proactive behaviour 

The relationship between Transformational leadership and Proactive behaviour was non-

significant (SEM path coefficient= .11). These results were not in favour of the theorised 

hypothesis and the null hypothesis, H02: γ42 = 0, could therefore not be rejected. 

 

Hypothesis 3: Innovative organisational culture is positively related to Proactive behaviour 

Innovative organisational culture proved to have a significant influence on Proactive behaviour 

(SEM path coefficient = .21). The null hypothesis, H03: β42 = 0, was therefore rejected in favour 

of the alternative hypothesis, H03: β42 > 0. 

 

Hypothesis 4: Transformational leadership is positively related to Innovative organisational 

culture. 

The parameter estimate for the relationship between Transformational leadership and 

Innovative organisational culture was found to be significant (SEM path coefficient = .86) in 

the hypothesised direction. The null hypothesis, H04: γ22 = 0, was therefore rejected, in favour 

of the alternative hypothesis, Ha4: γ22 > 0. 

 

Hypothesis 5: Role-breadth self-efficacy is positively related to Proactive behaviour. 

The parameter estimate for the relationship between Role-breadth self-efficacy and Proactive 

behaviour was found to be significant (SEM path coefficient = .59) in the hypothesised 

direction. The null hypothesis, H05: β41 = 0, was therefore rejected, in favour of the alternative 

hypothesis, Ha5: β41 > 0. 
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Hypothesis 6: Job characteristics are positively related to Role-breadth self-efficacy. 

The parameter estimate for the relationship between Job characteristics and Role-breadth 

self-efficacy was found to be significant (SEM path coefficient = .67) in the hypothesised 

direction. The null hypothesis, H06: γ11 = 0, was therefore rejected, in favour of the alternative 

hypothesis, Ha6: γ11 > 0. 

 

Hypothesis 7: Transformational leadership is positively related to Role-breadth self-efficacy. 

The hypothesised relationship between Transformational leadership and Role-breadth self-

efficacy was found to be non-significant (SEM path coefficient = -.026) and the null hypothesis, 

H07: γ12 = 0, was therefore not rejected. 

 

Hypothesis 8: Grit is positively related to Proactive behaviour. 

The parameter estimate for the relationship between Grit and Proactive behaviour was found 

to be significant (SEM path coefficient = .27) in the hypothesised direction. The null hypothesis, 

H08: β43 = 0, was therefore rejected, in favour of the alternative hypothesis, Ha8: β43 > 0. 

 

Hypothesis 9: Conscientiousness is positively related to Grit. 

The parameter estimate for the relationship between Conscientiousness and Grit was found 

to be significant (SEM path coefficient = .81) in the hypothesised direction. The null hypothesis, 

H09: γ33 = 0 was therefore rejected, in favour of the alternative hypothesis, Ha9: γ33 > 0. 

 

4.4.4 Standardized residuals and modification indices 

Standardized residuals provide an indication of whether the model may be underestimated or 

overestimated. Large positive residuals (> 2.58) indicate underestimation and large negative 

residuals (> -2.58) indicate overestimation of the model (Diamantopoulos & Siguaw, 2000).  

It was found that the majority of large residuals were positive, indicating that there could be 

underestimation of the structural model (Diamantopoulos & Siguaw, 2000).  However, only 8% 

of the indicators had large residuals. 

 

To inspect where the underestimation of the model could lie, the modification indices between 

the variables were analysed which can be seen in Table 4.29. Modification indices show 

possible cross loadings between constructs that are not hypothesised to relate. Large 

modification indices indicate that the model fit could improve if the identified indicators were 
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allowed to load onto each other. Values greater than 6.64 are considered noteworthy, 

indicating a statistically significant decrease in the Chi Square value (Diamantopoulos & 

Siguaw, 2000). Modification indices should however be inspected in conjunction with the 

Standardised Estimate Parameter Change (SEPC) to determine whether the freeing of the 

parameter would significantly impact the model (Diamantopoulos & Siguaw, 2000). If the 

modification index together with the SEPC value are large enough (i.e., > 6.64), it could be 

considered for future research. It is important to note that the modification indices were not 

inspected to modify the current structural model for this specific study, but rather to inform 

future research. 

 

According to Diamantopoulos & Siguaw (2000), only when a large modification index is 

associated with a large SEPC (i.e., > 6.64), it would make substantive sense to free the 

parameter since doing so would result in a significant change in the parameter value as well 

as a large enough decrease in the Chi Square statistic. However, when a large modification 

index is associated with a small SEPC, the small change in the parameter suggest that 

reduction in the Chi Square statistic may be trivial (Diamantopoulos & Siguaw, 2000).  

 

The influence of Conscientiousness (independent variable) on Proactive behaviour 

(dependent variable), was the only path that yielded a large modification index of 10.70 as 

well as a large SEPC value as seen in Table 4.29. This additional path in the structural model 

could therefore be considered for future research. Although the inspection of various other 

paths revealed large modification indices, the associated SEPC values were small, therefore 

indicating that the impact of adding these paths to the model would not be of significant value 

(Diamantopoulos & Siguaw, 2000).  

 

Table 4. 29 Modification indices 

Modification indices 

Variables Modification 
indices 

Standardised Estimate 
Parameter Change 

(SEPC) 

Self-efficacy → Organisational Culture 10.33 0.29 

Grit → Self-efficacy   16.26 1.25 

Proactive behaviour → Self-efficacy 25.12 0.40 

Conscientiousness → Self-efficacy  25.40 0.16 

Self-efficacy → Organisational Culture 14.22 -0.02 

Proactive behaviour → Organisational Culture 9.50 0.15 
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Job characteristics → Organisational Culture 6.92 0.02 

Conscientiousness → Proactive behaviour 10.70 -0.97 

Self-efficacy → Job characteristics 25.40 0.36 

 

Table 4. 29 (continued) 

Modification indices 

Organisational Culture → Job characteristics 8.00 0.28 

Proactive behaviour → Job characteristics 8.26 -3.14 

Self-efficacy → Transformational leadership 25.39 -0.48 

Organisational Culture → Transformational leadership 5.40 -0.08 

Proactive behaviour → Transformational leadership 15.64 0.46 

Self-efficacy → Conscientiousness 25.40 -0.10 

Proactive behaviour → Conscientiousness 28.30 0.29 

. 

4.5 Conclusion  

Chapter 4 aimed to interpret and report the findings and results of the statistical analysis 

discussed in Chapter 3. Before examining the measurement and structural model, it was first 

necessary to evaluate each measurement scale through item and dimensionality analysis. 

The scales were found to be satisfactory in terms of measuring the specified latent variables. 

However, items “GRIT2” and “GRIT8” was removed before continuing with the evaluation of 

the models, as it proved to be problematic. Thereafter, CFA was utilised to examine the fit of 

the measurement model, which yielded satisfactory results.  

 

Based on this, it was possible to continue with SEM, to measure the fit of the structural model 

and examine the causal relationships between the specified latent variables. The results of 

the path specific research hypotheses formulated in Chapter 3 were also discussed. Finally, 

the results of the modification indices and standardized residuals were also reported to be 

considered for future research. Chapter 5, the final chapter, elaborates on these findings and 

outline the conclusions of the study. In Chapter 5 the limitations of the study, practical 

considerations for organisations and managers as well as recommendations for future 

research is also discussed. 
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CHAPTER 5: DISCUSSION AND CONCLUSIONS  

5.1 Introduction  

Proactive employees play an important role in the success of organisations, especially during 

the Fourth Industrial Revolution where innovation, proactivity, and flexibility are key success 

factors (Belschak, et al., 2010).  By equipping employees with the necessary skills to be more 

proactive, together with the creation of a work environment where proactivity is encouraged, 

an organisation could establish a competitive advantage during this time of constant change 

(Veldsman, 1990). 

 

Proactive behaviour was defined as future-focused, change-orientated, and self-initiated 

behaviour that focuses on changing and improving oneself and one’s internal environment to 

adapt to the changes of the external environment (Parker & Liao, 2016). An overview of 

literature also confirmed that Proactive behaviour could be developed. The importance of 

Proactive behaviour was established by considering two factors, namely how it affects the 

employee as an individual, as well as how it affects the organisation as a whole (Hong, et al., 

2016). 

 

On an individual level, Proactive behaviour leads to higher work performance, job satisfaction, 

lower employee turnover, reduced absenteeism, higher productivity, and therefore increased 

profits (Thomas, et al., 2010) as well as increased employee well-being (Frese & Fay, 2001). 

On the other hand, the outcome of not being proactive would be that employees may become 

redundant (Bateman & Crant, 1999). On a collective level, Proactive behaviour can increase 

the amount and frequency of new products, services, and processes being introduced into the 

organisation (Bateman & Crant, 1999). If a company does not make proactivity part of their 

culture and business practices, it could lead to the company becoming irrelevant in an 

innovative and constantly changing world of work (Belschak & Den Hartog, 2010). 

 

Proactive behaviour can therefore be deemed as a necessity to not only survive but thrive 

during the Fourth Industrial Revolution. In order to better understand the fostering of Proactive 

Behaviour within employees, this study aimed to investigate the factors that influence the 

presence of proactivity, as well evaluate how these factors interact in order to develop 

proactive employees. It was therefore important to answer the research-initiating question: 

“What factors need to be in place for a workforce to be more proactive”? 

 

Stellenbosch University https://scholar.sun.ac.za



 

 

71 
 

To answer this question, specific objectives were set out for this study. The first objective was 

to define Proactive behaviour in terms of all its dimensions and therefore determine if it could 

be developed, which was established in Chapter 2. The second objective was to develop a 

structural model that explicates the person as well as situational factors that influence 

Proactive behaviour. The identified factors included Job characteristics, Role-breadth self-

Efficacy, Grit, Conscientiousness, Innovative organisational culture, and Transformational 

leadership. 

 

Chapter 2 elaborated on what Proactive behaviour consists of and presented research 

hypotheses about possible person, job-related, and situational variables that could influence 

Proactive behaviour. Together, the causal relationships between the various variables were 

depicted as a structural model representing the psychological mechanism determining the 

levels of Proactive behaviour. In Chapter 3, the researcher discussed what research 

methodology was followed as well as what measurement scales were used. Chapter 4 

reported on the statistical results of the model as well as the nine path-specific research 

hypotheses. Chapter 5, the final chapter, considers the theoretical implications of the findings, 

discusses the limitations of the study, provides recommendations for future research and deals 

with practical implications for managers and organisations in order to develop proactivity within 

the workplace.  

 

5.2 Discussion of Results  

Based on the results depicted in Chapter 4, this section aims to summarise the overall findings 

and conclusions of the study, in terms of the set out hypotheses. 

 

5.2.1 Discussion of the measurement model results 

The RMSEA value of .06 indicated a good fit, but the hypothesised close fit had to be rejected 

(p < .05). Furthermore, the SRMR of .06 indicated an acceptable fit and both the CFI value of 

.95 and the TLI value of .94 indicated a good fit (Hair et al., 2006). A good fit of the overall 

measurement model was therefore confirmed. 

 

Furthermore, the indicator loadings were above .50 ranging from .75 to .95 and the sizes were 

therefore satisfactory. All indicator estimates were found to be statistically significant, with z 

values above 1.96 (Hair et al., 2006).  The measurement scales’ indicators therefore yielded 

satisfactory results in terms of measuring the respective latent variables. All seven 

measurement scales also yielded satisfactory reliability coefficients.  
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5.2.2 Discussion of the structural model results 

An evaluation of the fit of the model indicated a Chi Square value of 432.62 (p < .05) and 158 

degrees of freedom was obtained, which indicated that the exact null hypothesis was rejected 

(p <.05). This is not unusual since the researcher cannot expect the model to perfectly fit the 

data (Hair et al., 2006).  

 

The RMSEA value of .08 indicated a mediocre fit, but the hypothesised close fit had to be 

rejected (p < .05). The SRMR value of .08 also showed acceptable fit and the CFI value of .94 

and the TLI value of .93 were indicative of a good fit (Hair et al., 2006).   Upon evaluation of 

the overall fit statics, it was concluded that, although the model did not obtain close fit, an 

acceptable fit was confirmed. 

 

Furthermore, by examining the parameter estimates, it was found that six out of the nine 

parameters were statistically significant with z values above the cut-off point of 1.67. This cut-

off point was determined on the basis of a one-tailed test (Weston & Gore, 2006). The direction 

of these six relationships were also found to align with what was theoretically hypothesised, 

and the sizes of the standardised path coefficients were satisfactory ranging from .21 to .86 

(Hair et al., 2006). The path coefficient sizes of the effect of Grit and Organisational Culture 

on Proactive behaviour was relatively lower than the other paths of the structural model.  It 

was, however, still found to be statistically significant with z values above 1.67 (Hair et al., 

2006). 

 

Evidence was therefore found that supported the direct effect of Grit, Role-breadth self-

efficacy and Innovative organisational culture on Proactive behaviour. The results also 

supported the indirect effect of Transformational leadership on Proactive behaviour through 

Innovative organisational culture, the indirect effect of Conscientiousness on Proactive 

behaviour through Grit as well as the indirect effect of Job Characteristics on Proactive 

behaviour through Role-breadth self-efficacy. Finally, the results indicated that 75% of the 

variance in Proactive behaviour is explained by the structural model.   

5.2.3 Theoretical implications 

As discussed, this study aimed to provide an explanation for the causes of proactivity in order 

to develop this type of behaviour within employees, given the positive outcomes thereof for 

career and organisational success (Bateman & Crant, 1999; Frese & Fay, 2001; Thomas, et 

al., 2010). As mentioned, various person and environmental factors that influence Proactive 
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behaviour were suggested, which were tested throughout this study.  These factors will be 

discussed below, in order to elaborate on whether Proactive behaviour is influenced by the 

hypothesised factors.  

 

The overarching substantive hypothesis stated that the structural model for Proactive 

behaviour provides a valid indication of the pathways toward proactivity. This hypothesis was 

further divided into nine path specific substantive hypotheses representing the hypothesised 

relationships between the variables. Support for six out of the nine path hypotheses was found. 

 

Firstly, the relationship between Role-breadth self-efficacy and Proactive behaviour (H05) was 

found to be statistically significant with a path coefficient of .59. Bandura’s theory of self-

efficacy suggests that any human activity is dependent on the individual’s level of self-efficacy 

regarding the specific behaviour, and therefore the stronger the level of self-efficacy, the more 

likely it would be for the person to execute this type of behaviour (Bandura, 1977). It was 

further argued that an employee who has high levels of Role-breadth self-efficacy would be 

more likely to take risks and go against the norm, as well as persevere in their efforts to create 

change, despite resistant from others, due their belief that they will succeed (Quain, 2019).  

This argument was also supported by a study from Parker (1998) who found positive 

correlations between Role breadth self-efficacy and Proactive behaviour. 

 

The relationship between Job characteristics and Proactive behaviour (H01) was found to be 

statistically non-significant with a path coefficient of -.04. This hypothesis was partially based 

on Hackman and Oldham’s Job characteristics model (1976). The model suggests that 

employees with higher Job autonomy are more likely to take responsibility for the success of 

their work, which resulted in the conclusion that employees would therefore be more likely to 

engage in Proactive behaviour due to the positive outcomes thereof (Hackman & Oldham, 

1976). With regards to Task identity, it was suggested that an employee would me more likely 

to engage in proactivity, if they are able to see and understand the positive contribution and 

outcomes of their efforts (Hong, et al., 2016). Furthermore, Vroom’s construct of 

instrumentality was also taken into consideration to support both the influence of Job 

autonomy and Task Identity (Van Eerde & Thierry, 1996). Evidence to support this hypothesis 

was not found. This indicates that Job characteristics did not explain unique variance in 

Proactive behaviour within the existing model. However, a non-zero correlation of 0.79 was 

found between Job characteristics and Proactive behaviour, indicating that although a direct 

effect could not be concluded, the variables are nonetheless associated. 
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However, the direct effect of Job characteristics on Role-breadth self-efficacy (H06) was found 

to be statistically significant with a path coefficient of .67. According to the test of joint 

significance, it can be expected that an indirect effect will be statistically significant if all the 

direct paths, within the compound path, are statically significant (Leth-Steensen & Gallitto, 

2016). This therefore indicates that Job characteristics has an indirect influence on Proactive 

behaviour through Role-breadth self-efficacy, since Role breadth self-efficacy directly 

influences proactivity. This argument was based on Bandura’s theory which outlines enactive 

mastery as one of the four sources of self-efficacy. Enactive mastery suggests that individuals 

will feel more confident to engage in a specific type of behaviour if they experience continuous 

success when executing that behaviour (Bandura, 1977). It was argued that the presence of 

Job autonomy and Task identity can facilitate the experience of mastery since the freedom 

and task involvement provided by these characteristics make it possible for employees to 

experiment in the workplace, while also having oversight of the results.  This was further 

supported by a study of Parker (1998) who demonstrated that modifying the characteristics of 

a job through job enlargement (Task identity) as well as job enrichment (Job autonomy) 

positively affects Role-breadth self-efficacy.   

 

The hypothesised relationship between Grit and Proactive Behaviour (H08) was found to be 

statistically significant with a path coefficient of .27. This hypothesis was based on Duckworth’s 

(2019) definition of Grit: “Perseverance, stamina and passion for long term goals as well as 

one’s determination to work hard to make one’s future goals a reality.” Perseverance was 

found to be a critical part of Proactive behaviour and it was therefore argued that Grit may 

influence whether an employee will remain proactive, despite the resistance and obstacles 

they may face. 

 

Furthermore, the direct influence of Conscientiousness on Grit (H09) was found to be 

statistically significant with a path coefficient of .81. Conscientiousness therefore has an 

indirect influence on Proactive behaviour through Grit. This argument was based on the Big 5 

taxonomy of personality traits, with Conscientiousness being the best predictor of hard work, 

drive, responsibility, and perseverance (Roberts et al, 2014). Conscientious employees are 

known to persevere despite challenges and resistance in order to achieve their goals (Roberts 

et al, 2014). As Grit was defined by perseverance, it was argued that a Conscientious 

employee may be more likely to foster Grit in the workplace. This was further supported by 

studies of Duckworth and Quinn (2009) who found a significant correlation of .77 between Grit 

and Conscientiousness. 
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The hypothesised relationship between Innovative organisational culture and Proactive 

behaviour (H03) was also found to be statistically significant with a path coefficient of .21. This 

hypothesis was based on the argument that organisational culture is a much more effective 

mechanism to direct and control the behaviour of employees, as opposed to rules and 

regulations. Organisational culture is defined by the shared assumptions, values, and beliefs 

of an organisation. These values and beliefs signal to employees what type of behaviour is 

encouraged in an organisation and what types are not (Hatch, 1993). The construct of 

Innovative organisational culture was developed based on Cameron and Quinn’s (2011) 

definition of an adhocracy-oriented culture as well as the Organisational Culture Profile 

(OCP)’s definition of an innovative culture. It was argued that an organisation with an 

Innovative organisational culture will direct their employees to execute proactive behaviours, 

since it empowers employees to be innovative, creative, and risky, and allows employees to 

embrace change rather than resist it (Reif, 2018).  

 

The direct effect of Transformational leadership on Proactive behaviour (H02) was found to be 

statistically non-significant with a path coefficient of .11.  This hypothesis was based on the 

five dimensions of Transformational leadership as outlined by Kouzes and Posner (2002). 

Each of these dimensions support the notion that transformational leaders develop and foster 

proactivity within employees. Transformational leaders create change and inspire others to be 

proactive, creative and take risks to transform the norm. Nonetheless, evidence to support this 

hypothesis was not found. This indicates that Transformational Leadership did not explain 

unique variance in Proactive behaviour within the existing model. However, a non-zero 

correlation of 0.55 was found between Transformational leadership and Proactive behaviour, 

indicating that although a direct effect could not be concluded, the variables are nonetheless 

associated.  

 

However, the findings did support the direct effect of Transformational leadership on 

Innovative organisational culture (H04), with a path coefficient of 0.86. Transformational 

leadership therefore indirectly affects Proactive behaviour through Innovative organisational 

culture as implied in the structural model. Studies have found a direct correlation between the 

organisational leader’s management style and the organisation’s culture (Abu-Tineh, et al., 

2008). It was further found that two aspects of leadership contribute to the organisational 

culture, including the leader’s own behaviour, as well as how the leader reacts to the behaviour 

of others within the company (Overstreet, et al., 2013). It was argued that transformational 

leaders’ actions consist of being innovative, proactive, and challenging the norm which will 

enhance an innovative culture. Furthermore, transformational leaders encourage and reward 

proactive, creative, and risk-taking behaviour (Abu-Tineh, et al., 2008). Evidently, if this type 
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of behaviour is rewarded by the leaders of an organisation, it will contribute to the values and 

beliefs of an Innovative organisational culture.  

 

The model further implied that Transformational Leadership influences Proactive behaviour 

indirectly through Role-breadth self-efficacy. For this hypothesis, however, no support was 

found as the effect of Transformational Leadership on Role-breadth self-efficacy (H07) was 

statistically non-significant. The postulated relationship between Transformational Leadership 

and Role-breadth self-efficacy was based on the two sources of self-efficacy outlined by 

Bandura (1977), namely vicarious experience and verbal persuasion. It was argued that, if 

employees observe their leaders engaging in Proactive behaviour, it will facilitate vicarious 

experience and therefore increase their Role-breadth self-efficacy. This was based on the 

dimension of Transformational leadership called “modelling the way” (Abu-Tineh, et al., 2008). 

Furthermore, it was also argued that verbal persuasion will be facilitated by the 

transformational leader, based on the dimension of Transformational leadership called 

“encouraging the heart” (Abu-Tineh, et al., 2008). Employees would therefore experience 

increased Role-breadth self-efficacy if they are persuaded by their leader that they will 

succeed (Bandura, 1977). Nonetheless, this hypothesis was not supported by the researcher’s 

findings. This indicates that Transformational Leadership did not explain unique variance in 

Role-breadth self-efficacy within the existing model. However, a non-zero correlation of 0.37 

was found between Transformational leadership and Role-breadth self-efficacy, indicating that 

although a direct effect could not be concluded, the variables are nonetheless associated. 

 

5.3 Limitations of the Research Study 

This study made use of an ex-post-facto correlational study. Although this method has 

advantages such as being cost-efficient and less time consuming, it also has limitations that 

was taken into consideration. Since the study did not make use of random assignment, 

inherent complications within the variables studied could have arisen, such as a lack of 

representation, lower levels of generalisation and finally difficulties in estimating sampling 

variability and identifying possible bias (Gelo, et al., 2008). 

 

The researcher was also not able to claim causal effects since the researcher was unable to 

manipulate the independent variables. This study also made use of the non-probability, 

convenience sampling method. This limited generalisability of results, since the participants 

may not have been fully representative of the target population due to the researcher using a 

non-randomised sample (Goes & Simon, 2013).  
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Another limitation was the interpretation of the questionnaire which was distributed. As a result 

of the questionnaire only being available in English, which was most likely not each 

participant's first language, coupled with a lack of opportunity for the researcher to explain the 

content of the survey to each participant, it was difficult to ensure that each statement was 

interpreted correctly. Furthermore, it was also difficult to ensure participants answered 

honestly and thoroughly, since they were able to complete it in their own time. It was therefore 

critical that the researcher informed all participants of the importance of answering truthfully 

and to the best of their abilities. 

 

Finally, response bias was also a limitation since this study made use of self-report 

questionnaires. Response bias refers to various conscious or unconscious biases that can 

influence survey responses and could lead to survey data being less useful since it is seen as 

inaccurate. Furthermore, social desirability bias, which is a type of response bias, refers to 

participant's responses being adapted in order to make themselves appear more socially 

desirable (van de Mortel, 2008). This could have influenced the accuracy of this specific 

study's results since employees could want to seem proactive in order to impress their 

employer. It was therefore important to explain to the participants that only the researcher and 

supervisor had access to the responses and that it was kept anonymous.  

 

5.4 Recommendations for Future Research 

This specific study should only serve as a foundation for further research into Proactive 

behaviour, given its limitations discussed in Section 5.3. Researchers could study the 

antecedents of Proactive behaviour further by testing additional factors that may influence 

Proactive behaviour, adding specific paths to the structural model or further testing the 

hypothesised antecedents by utilising alternative, and perhaps more controlled, research 

methods.  Longitudinal and intervention studies for future research can also be utilised to 

further explore the temporal linkages between antecedents and proactive behaviour. 

 

Upon inspection of the modification indices, it was found that the pathway between 

Conscientiousness and Proactive behaviour could have been included in the structural model 

in order to possibly explain more variance in the latent variable of interest. The current 

structural model hypothesised on the indirect effect of Conscientiousness on Proactive 

behaviour through Grit, which was found to be statistically significant. However, it may be 

valuable to examine whether conscientious employees would be more willing to engage in 

Proactive behaviour, independent from Grit. Conscientious individuals are usually driven by 

goals they want to achieve. They are known to take initiative in setting goals and putting all 
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their energy into achieving these goals (Roberts et al, 2014). Conscientiousness could 

therefore influence a person’s level of proactivity, since Proactive behaviour entails setting 

goals to bring forth change and changing one’s own personal behaviour to prepare for the 

future (Parker & Liao, 2016). Furthermore, in the current fast changing work environment, 

Proactive behaviour would result in the best outcomes for an individual and its organisation to 

remain competitive (Bateman & Crant, 1999).  Conscientious individuals are more aware of 

the impact their behaviour has on others as well their environment (Roberts et al, 2014).  It 

could therefore be argued that a conscientious individual would anticipate the correct way to 

behave in order to have the most positive impact on their environment, therefore engaging in 

proactivity to remain competitive and achieve career success. 

  

Future researchers could also consider excluding the direct pathways between 

Transformational Leadership and Proactive behaviour, Job characteristics and Proactive 

behaviour as well as Transformational Leadership and Role-breadth self-efficacy, as this was 

found to be statistically non-significant (z value < 1.67).  Finally, as mentioned, the ex-post 

facto correlational research design which was used for this study had several limitations that 

could influence the accuracy and generalisability of data collected (Gelo, et al., 2008). The 

antecedents of Proactive behaviour as set out in the structural model in Figure 2.2 could, 

therefore, be further tested through the use of an experimental research design, where 

variables can be controlled.  

 

The structural model could also be tested in a practical setting within specific organisations, 

by implementing the practical recommendations discussed below in Section 5.5. 

Organisational surveys before and after interventions could then be utilised to measure 

behavioural change and determine whether the interventions focused on the identified 

antecedents improved Proactive behaviour within employees. 

 

5.5 Practical Considerations/ Managerial Implications 

Since it was established, that Proactive behaviour can be developed, employees and 

organisations should work together to actively foster these types of behaviours within their 

workplace, to ensure they are able to remain competitive in the new world of work. As seen in 

the discussion of the results, it was found that certain person and environmental factors seem 

to play a significant part in whether employees engage in proactivity at work. These factors 

include Grit, Role-breadth self-efficacy and Innovative organisational culture.  
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The Job characteristics of an employee’s role can also influence Proactive behaviour. This is 

done through increasing an employee’s level of Role-breadth self-efficacy and 

Transformational leadership which in turn can influence proactivity through fostering an 

Innovative organisational culture. Finally, Grit can be improved by developing the trait of 

Conscientiousness within employees to improve proactivity at work. Management will, 

therefore, be able to use this knowledge to identify problematic areas in terms of proactivity 

and develop unique interventions aimed at the identified factors to create a proactive 

workforce. 

 

Firstly, awareness sessions should be held to inform management on the importance of 

Proactive behaviour. It is important to explain the positive outcomes of Proactive behaviour 

on the individual level as well as the organisational level previously discussed in Section 1.3 

(Bateman & Crant, 1999; Frese & Fay, 2001; Thomas, et al., 2010). This is necessary to gain 

buy-in from management to prioritise the development of proactivity within employees. 

Interventions focused on the antecedents identified in this study can only be implemented 

thereafter to create a workforce of proactive and competitive employees. 

 

In order to develop proactive employees, a culture should be created that supports and 

encourages the development and execution of proactive behaviours. There are various factors 

of an innovative culture that organisations can focus on including constant feedback loops, 

open communication, combined decision making, flat structures, continuous performance 

management and reward systems focused on risk taking and innovative behaviour. However, 

a combination of all these aspects is necessary to foster this type of culture and create 

proactive employees  (Cameron & Quinn, 2011). Organisations therefore need to analyse their 

current culture and business practices and decide whether they are willing to commit to a 

change journey in terms of their culture to ensure they are able to remain competitive in a fast 

changing world of work.  

 

Creating an innovative culture will also require support from the leaders of the company. By 

equipping leaders with transformational skills, through leadership developmental sessions, 

they will be able lead by example to show employees what is expected of them, and they will 

also be able to follow a leadership approach where aspects such as combined decision 

making, innovative and creative thinking and risk taking are encouraged (Abu-Tineh, et al., 

2008). 

 

The next focus area of development should be creating a conscientious workforce. Employees 

need to be equipped with the skills to persevere and overcome obstacles, to ultimately improve 
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their Grit and therefore engage in proactivity, despite the challenges it could hold. Although 

Conscientiousness may often be seen as a fixed personality trait, Krueger and Johnson 

(2008), challenged this notion through their finding that more than 50% of Conscientiousness 

in people is attributable to environmental influences and factors. This provides evidence that 

Conscientiousness could be developed.   

 

Firstly, personality psychometric assessments such as the 15FQ+ can be utilised to not only 

recruit conscientious individuals, but also to identify individuals already employed who may 

require development in this specific trait. Thereafter, the identified employees should engage 

in developmental workshops focused on goal setting, planning, prioritising, time management 

and personal accountability (Roberts et al, 2014). 

 

Furthermore, leadership is often described as the ability to influence others. An effective leader 

moves followers into action not with coercion, but rather by actively displaying the types of 

behaviours they want to see in their followers (Overstreet, et al., 2013). Personality 

assessments can therefore also be utilised for the succession planning of future leaders and 

managers, to ensure the selected leaders of the organisation showcase conscientious 

behaviours to lead by example. 

 

In order to develop Role-breadth self-efficacy, three of Bandura’s sources of self-efficacy as 

outlined in the model can be considered, including enactive mastery, vicarious experience and 

verbal persuasion (Bandura, 1977). As mentioned previously, enactive mastery suggests that 

an individual will feel more confident to engage in a specific type of behaviour, if they 

experience continuous success when executing that behaviour (Bandura, 1977). 

Organisations and management could therefore increase an employee’s Role breadth self-

efficacy levels by setting small and achievable change-oriented and future-focused goals. It is 

important that the goals should still challenge the employees so that they do not become bored 

or feel under stimulated (Locke,1979). However, by setting smaller and more achievable 

goals, employees may experience success more often, to quickly build up their confidence to 

engage in innovative and proactive behaviours.  

 

Secondly, vicarious experience refers to the notion that employees will feel more confident in 

executing a specific behaviour if they see others succeed (Bandura, 1977). Organisations can 

therefore create platforms where other employees and management share their success 

stories where they were innovative, engaged in healthy risk-taking behaviour and created 

change within the company. The third source, namely, verbal persuasion, entails the employee 

receiving positive feedback regarding the specific behaviour and therefore being more 
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confident in the future to do it again. It is important for feedback to not only be focused on what 

the employee can do better, but to also make time for positive recognition and feedback. 

Showing appreciation for work well done makes it more likely that an employee will repeat the 

behaviour and perhaps even execute it more effectively (Lee et al., 2021). Management and 

mentors should therefore be equipped with the necessary tools and skills to provide 

continuous positive feedback to employees who show initiative and who try to create change 

within their teams, departments, and the organisation. 

 

To further improve Role-breadth self-efficacy, the characteristics of the employee’s job could 

also be modified. To increase Job autonomy, management should involve employees in 

important decisions that influence their work and encourage them to apply their own 

judgement when solving problems. Management should also be equipped with the correct 

leadership tools and skills to avoid directive styles of management, excessive monitoring, or 

unnecessary approvals as this could constrain autonomy (Lunenburg, 2011). 

 

To increase Task identity, management should learn to delegate more aspects of the project 

process to the employee. Employees should be allowed to take ownership of all parts of the 

process such as planning, reporting, and evaluation of projects, rather than just “doing” the 

project.  It is also important to continuously communicate a clear vision to employees so that 

they understand how their activities and work contribute to this vision and the success of the 

organisation and how their role fits into the bigger picture. A final critical aspect and simple 

technique is to allow employees to finish any work they start, so that they can see the outcome 

of their hard work (Lunenburg, 2011). 

4.6 Conclusion 

This study aimed to answer the research question: "What are the possible antecedents of 

Proactive behaviour in the workplace?" The researcher, therefore, formulated two objectives. 

The first objective was to define Proactive behaviour in terms of all its dimensions and 

therefore establish if it could be developed. The second objective was to develop a structural 

model that explicates the person as well as situational factors that influence Proactive 

behaviour. The researcher identified several antecedents that culminated into an integrated 

structural model depicting the network of antecedents determining the level of Proactive 

behaviour.  

 

Through various statistical analyses, supporting evidence was found for the direct influence of 

Grit, Role-breadth self-efficacy and Innovative organisational culture on Proactive behaviour 
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as well as the indirect impact of Conscientiousness, Task identity, Job autonomy and 

Transformational leadership on proactivity in the workplace. The findings of this study will 

contribute positively to current research on Proactive behaviour within the field of Industrial 

Psychology and may serve as a strong basis for future research. The results and discussions 

of this study can also contribute to managerial knowledge around the development of 

proactivity within employees, to be utilised for the creation of unique interventions aimed at 

the various person and environmental factors identified to create a proactive workforce. 
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Research 
Protocol/Proposal 

REVISED JANA-MARI BOTHA RESEARCH PROPOSAL 15 JANUARY 

2021 
15/01/2021 Revised final 

Recruitment material Revised Recruitment material Jana-Mari Botha 15 January 2021 15/01/2021 Revised final 

Default FINAL THESIS 04/02/2021 FINAL 
TURNITIN 

Default Revised DESC Report J-M Botha 04 02 2021 07/02/2021 FINAL 

  

If you have any questions or need further help, please contact the REC office at cgraham@sun.ac.za.  

Sincerely, 

Clarissa Graham 

REC Coordinator: Research Ethics Committee: Social, Behavioral and Education Research 

National Health Research Ethics Committee (NHREC) registration number: REC-050411-032. 
The Research Ethics Committee: Social, Behavioural and Education Research complies with the SA National Health Act No.61 2003 as it 

pertains to health research. In addition, this committee abides by the ethical norms and principles for research established by the 

Declaration of Helsinki (2013)  and the Department of Health Guidelines for Ethical Research: Principles Structures and Processes (2nd
 

Ed.) 2015. Annually a number of projects may be selected randomly for an external audit.  
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