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ABSTRACT 

 

Facing fierce global competition, organizations need employees to have an 

effective response to the constant challenges in the business world. Employee 

adaptivity and proactivity have become critical for organizations’ success in such 

contexts. Employers must understand how their employees’ performance changes 

with uncertainty, providing implications for how to select employees who possess 

passion and how to cultivate such passions within the company. In this research, 

I investigate the relationships of those variables for companies. I propose that 

Negative Affect (NA) mediates the relationship between Perceived Uncertainty 

in Organizational Change (PUOC) and Adaptive Performance (AP)/Proactive 

Performance (PP). Moreover, Harmonious Passion (HP) for work weakens the 

mediation effect, while Obsessive Passion (OP) for work strengthens it. Therefore, 

the main proposition of the thesis is that both HP and OP moderate the 

relationship between uncertainty and negative emotions, which in turn affect the 

employees’ performance.  

 

I used a time-lagged survey approach to testing the model. The data were 

collected in two different time periods and reached 300 employees with a survey 

in both time periods. The results show that NA is a mediator between PUOC and 

AP/PP while OP is a moderator of the relationship between PUOC and NA. The 

thesis contributes to the extant literature in three areas: (1) the relationship 

between PUOC and AP/PP; (2) the extent to which NA serves as a mediator and 

has a negative impact on AP and PP, and (3) the impact of Passion as a moderator 

on NA. 
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Chapter 1   Introduction 

 
 

“If you don’t have a passion, you’ll give up.”          – Steve Jobs 

 

“Passion is energy. Feel the power that comes from focusing on what excites you.”

           

             – Oprah Winfrey 

 
 

1.1 Background of the Study 
 
 
 

With fierce global competition and rapidly changing factors, dealing with 

uncertainty is inevitable for everyone in society and in business. The 21st century 

has constituted a continually evolving business environment, which means that 

organizations have often had to refine their strategic directions, structures, and 

staffing to remain competitive (Armenakis & Bedeian, 1999; Cascio, 1995). In 

my observation, most employees in companies prefer stability rather than change 

when it comes to their life and work. Most often, perceived change brings more 

impact than actual change. It is human nature that perceived uncertainty is usually 

undesirable and brings negative consequences. In particular, the COVID-19 

pandemic in 2020 radically disrupted individuals’ daily lives and workplace 

functioning (Centers for Disease & Control Prevention, 2020). During the 

lockdown period in the recent pandemic, most business activities were unable to 

operate as usual. Managers and their subordinates were required to change their 

work patterns, such as shifting to working from home instead of in an office. 

Employees may even have felt that they could lose their jobs anytime, which 

brings tremendous pressure and Negative Affect (NA) in their daily lives. 

Coming to work late, committing multiple mistakes, and failing to listen to 

customers are common whenever changes can be felt, and negative emotions are 
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generated as a result. The pandemic also facilitated the digital transformation of 

organizations, increased the use of temporary and part-time employees, changed 

work tasks for new product development, and produced an urgent need for 

frequent quality communication between organizational management and its 

employees (Contreras et al., 2020). 

 

Even without the effects of COVID-19, businesses that undergo transformations 

to tackle the rapidly changing challenges and requirements may bring 

unfavorable consequences to employees. Managerial innovation, mergers and 

acquisitions, structural changes, and restructuring of departmental functions are 

essential for companies to achieve competitive advantages over their competitors 

(Kim & Park, 2008; Amiot, Terry, & McKimmie, 2012). As a result, studying the 

impact of organizational change and its events is not only important to employees’ 

mental perception but also their experiences. Indeed, organizational behavior 

researchers have suggested that supporting workers through events of change can 

contribute to the success of companies (Bennett & Durkin, 2000). Failure to adapt 

to change is frequently related to negative outcomes for employees and 

companies, such as uncertainty, frustration, isolation, less job security, poor 

productivity, and diminished management-worker relationships (Ashford, 1989; 

Burke, 2002; Oreg, 2003). Furthermore, perceived change in the organization is 

a major source of stress at work, because roles, positions, and practical job skills 

can also be changed. When employees feel highly uncertain about their work and 

future, companies have a more difficult time being successful (Ashford, 1988; 

Roney & Cooper, 1997; Schabracq & Cooper, 1998). 

 

In the earlier stages of change, if a company cannot take appropriate steps towards 

coping with perceived uncertainty in change, the resultant pressure is enormous. 
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It is common for organizations to encounter negative effects, such as fear and 

nervousness (Patzelt & Shepherd, 2011). The negative thoughts in employees’ 

minds can be deleterious, because negative ideas will lead to less opportunity, 

discovery (Perry, Smith, & Coff, 2011; Tang et al., 2012), evaluation, and 

exploitation (Foo, 2011; Grichnik et al., 2010; Welpe et al., 2012). Some studies 

have reported the failure rate of companies without initiative coping with 

perceived organizational change (Beer & Nohria, 2000), reaching 80% to 90% in 

some cases (Burnes, 2011; Cartwright & Schoenberg, 2006). Some people can 

adapt to change quickly and continue to perform well, while others adapt more 

slowly. If companies can cope with perceived uncertainty in a better way, then 

employee adaptivity and proactivity will be high, and organizational success will 

be much more likely. 

 

Obviously, perception in uncertainty brings employees a loss of security and a 

sense of desperation about what the future may hold. They might anticipate 

setbacks in the presence of new tasks and increased responsibilities (Coch & 

French, 1948). Some studies have shown that a failure to accommodate to change 

can cause resistance to work (Spiker, 1994), which leads to the consequence of 

Negative Affect (NA) (Ford et al., 2008; Kotter, 1995; Lines, 2004). This may 

further lead to an unwillingness to take part in any change in an organization 

(Armenakis & Bedeian, 1999; Kiefer, 2002; Strebel, 1996). Conversely, 

researchers studying reluctance to change have even suggested that a signal of an 

individual’s unwillingness to support change is NA (Judson, 1991; Schraeder & 

Swamidass, 2006) and identified it as a major reason for the failure of 

organizational change (Nippa, 1996).   
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Throughout my working career over 20 years in the financial industry and as a 

member of senior management, which involves managing many employees and 

customers, instead of actual change, I developed insights about how perceived 

uncertainty in change alters the attitude, affective, and behaviors of employees. 

During my observations at work, perceived uncertainty in change has been more 

impactful to performance among all observed factors. Moreover, I discovered 

different factors related to mitigating NA, which improves employees’ 

performance. My experience has involved coaching employees to adapt to 

company learning and fulfilling changing customer expectations to increase top 

tier revenue for different banking services. In discovering the most effective 

factors in changing attitudes towards perceived change, from my observations, 

personal capability is not the solo contributing factor to work performance. 

Instead, I found that passionate employees react differently to organizational 

change in various ways. Passionate employees view uncertainty in change as 

more positive, offering flexibility and greater acceptance to experience the world 

in a non-defensive manner. Passionate employees have inspired my curiosity 

about their working processes, giving me the desire to further investigate their 

specific traits. From my point of view, the critical drive to motivation and action 

in organization is passion within employees, which produces organizational 

success.  

     

Vallerand and colleagues (2003) proposed a new conceptualization of passion, 

i.e., the dualistic model of passion (DMP). The DMP (Vallerand et al., 2003) 

distinguishes between obsession and Harmonious Passion, and is defined as a 

strong aspiration to become involved in an activity in which one finds value and 

a high level of enjoyment, and in which one gains intrinsic satisfaction from 

devoting one’s time and effort toward it. My research investigates whether work 
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events elicit NA, which subsequently influences work performance with different 

levels of passion. I also examine how much work events trigger negative affective 

reactions before testing a more comprehensive model of passion for work. 

Particularly, drawing on affective events theory (AET; Weiss & Cropanzano, 

1996), I suggest that employees not only have negative emotional reactions to 

events, but these emotional reactions will influence work role performance 

outcomes (e.g., Proactive Performance and Adaptive Performance).   

 

Griffin et al. (2010) developed a new research model of individual work role 

performance in uncertain and interdependent contexts. In this model, three wider 

dimensions are described for each behavior and include: (1) proficient work role 

performance; (2) proactive work role performance; and (3) adaptive work role 

performance. In this study, I examine Proactive Performance and Adaptive 

Performance because proactive and Adaptive Performance are conceptually 

closer to organizational change and more relevant in the context of organizational 

change. In particular, change-oriented behaviors (employees’ behaviors in 

accommodating to changing conditions and proactively acting or reacting to new 

challenges) can be more important than proficient and predictable behaviors 

(Griffin et al., 2007; Pulakos et al., 2000). 

 

1.2 Research Objectives  

 
In my research, I establish the following research objectives: 

 

(1)  Perception in organizational change is highly influential to work 

performance, particularly in the most recent pandemic situation. I address 

the extent to which Perceived Uncertainty in Organizational Change 
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influences work performance, which is measured by two constructs: 

Proactive Performance and Adaptive Performance.  

 

 

(2)  Perceived uncertainty in organizational change can affect the Negative 

Affect (NA) of employees, which in turn may affect their performance. I 

address the mediating effect on the correlation between perceived 

uncertainty in change and employees’ performance.  

 

(3)  Passion is instrumental for company successes, and therefore I examine 

how different types of passion (Harmonious Passion and Obsessive 

Passion) moderate the relationship between Negative Affect and Perceived 

Uncertainty in Organizational Change, which in turn affects job 

performance outcomes.  
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1.3 Structure of this Paper        

 

 
This paper consists of six chapters: 

 

Chapter 1 provides information about the background of the topic and elaborates 

on the research objectives. 

 

Chapter 2 presents an overview of the literature review, related theories, and 

research gaps.   

 

Chapter 3 given the results and summary of the literature review and proposes 

hypotheses for empirical testing. The constructs are Harmonious and Obsessive 

Passion for work (HP/OP), Negative Affect (NA), and the work role performance 

of proactivity and adaptability.   

 

Chapter 4 presents the research method, survey instrument development, control 

variable selection, and sample and data collection. 

 

Chapter 5 provides the results of the statistical analysis. 

 

Chapter 6 discusses the theoretical and practical contributions, practical 

implications, and research limitations, with suggested directions for future 

research. Significant insights developed by this thesis are also provided.   
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Chapter 2.  Literature Review  
 

 

2.1 Affective Events Theory  

 
Affective events theory (AET) was proposed by Weiss and Cropanzano (1996). 

They stated that organizational change is the cause of emotional reactions, and 

“Things happen to people in work settings and people often react emotionally to 

these events. These affective experiences have direct influences on behaviors and 

attitudes” (Weiss & Cropanzano, 1996). AET provides a comprehensive 

explanation of causes, consequential outcomes, and structures of affective 

experience at work. In the main appraisal stage of the theory, employees assess 

the relevance between the event and individual goodness. Some theorists have 

asserted that the evaluation of concern relevance (Frijda, 1993) is based upon the 

significance of the event, which might advance or impede the progress of personal 

goals and values (Cropanzano et al., 1993; Weiss & Cropanzano, 1996). 

Therefore, the main appraisal involves a gross evaluation of advantages and 

disadvantages, resulting in a common positive or negative affective direction of 

the emotion. Most cognitive appraisal theorists have argued that after a primary 

appraisal a secondary one will follow, i.e., the interpretive meaning analysis level 

(Smith & Pope, 1992), which brings designated discrete emotions that people 

experience. In this secondary appraisal, the context of the event is examined along 

with such aspects as probability of coping, attribution of agency (self-versus 

others), and certainty of outcome. Despite the fact that particular appraisal aspects 

vary among theorists (Ortony et al., 1988; Smith & Ellsworth, 1987; Stein et al., 

1993), a consensus was reached that, among discrete emotions, the secondary 

evaluation of contextual features is responsible for differentiation.    
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The appraisal of AET provided an explanation of the psychological effect when 

employees first encounter an uncertain event in organizations. In section 2.3, an 

additional explanation will be added to the relationship between NA and 

Perceived Uncertainty in Organization Change (PUOC). However, AET provides 

linkages between events, affect, and attitude. This provides a framework for the 

fundamental relationship between PUOC, NA, and Performance. Therefore, in 

the following sections, I define the construct and propose some reasons why 

organizational change is an external work environment that involves some kind 

of work event that would generate individual affective reactions (e.g., NA), and 

that those emotional reactions generate driven behaviors (e.g., Proactive 

Performance and Adaptive Performance). This constitutes the whole mediation 

process. Therefore, I adopt emotions (NA) as the mediator instead of others’ 

relationships. 

 

 

2.2 Perceived Uncertainty in Organizational Change (PUOC) 

 
Changes bring uncertainty to one’s life. Organizational change, such as changing 

from working in the office to working at home, constitutes a structural change 

that imparts instability onto employees. Some changes can be perceived easily, 

while some others are subtle. In organizational theory, many researchers have 

established uncertainty as a construct. During an organizational change event, one 

of the most typical psychological conditions is uncertainty perceived by 

employees (Bordia et al., 2004). Some conceptualizations of uncertainty have 

been described as a shortage of clarification of information, general uncertainty 

of causal relations (Lawrence & Lorsch, 1967), and a deficiency of knowledge 

and skills about organizational consequences of decisions and the ability to 
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associate probabilities to organizational success (Duncan, 1972). Presumably, 

uncertainty may comprise a negative state for the individual in the organization 

with a lack of predictability of the consequences of a choice (Milliken, 1987). 

Experiencing uncertainty in organizational change triggers anxiety (Miller & 

Monge, 1985) and stress among employees (Callan, 1993; Terry & Jimmieson, 

2003). Employees’ unwillingness to change or adapt to uncertainty is sometimes 

caused by Perceived Uncertainty in Organizational Change (PUOC), which also 

creates resistance to information-sharing, and/or constitutes a linear relationship 

to previous norms and paradigms (Clampitt & William, 2005). One example of 

this is the merger of two corporations, when employees may not be able to 

determine what will happen to their position. In the target company, employees 

can even experience more of a sense of insecurity as they may struggle to know: 

what the combined organization will be like; what they can anticipate regarding 

their job in the future, role responsibilities, rewards, and status; and whether they 

will benefit from the merger (DiFonzo & Bordia, 1998; Terry et al., 1996).    

 

PUOC is highly related to NA, which coincides with AET. Existing research on 

human relationships, reporting lines, group division borders, employee and work 

unit condition, and social identities affiliated to memberships has shown that the 

structure of organizations can be disrupted by organizational change (Paulsen et 

al., 2003; Terry & Jimmieson, 2003). Even though change can be viewed as a 

positive event (e.g., to adapt to a changing environment, to remain competitive, 

etc.), negative responses are more common among employees, largely because of 

the associated pressure, stress, and increased uncertainty for them (Armenakis & 

Bedeian, 1999; McHugh, 1997). Moreover, employees may experience negative 

perceived change because of the negative personal outcomes involved (e.g., loss 

of a job, change in work practices, etc.). The main reason for the failure to adapt 
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to change is that the effect of the resistance to change is highly exacerbated by a 

high rate of change failure when employees attempt to change. The emotional 

output of employees’ reaction to the change constitutes the source of resistance, 

as anxiety arises from uncertainty about the future and the actual or perceived 

threat of loss (e.g., Kanter, 1985; Robbins et al., 1994). Resistance to change is 

exhibited in active responses to employees’ dissatisfaction, such as voicing 

dissatisfaction or their exit from the organization (Farrell, 1983; Van Dyne et al., 

2003).   

 

More negative affective responses could also be triggered by change. Such 

responses include anger (e.g., Fugate et al., 2002; Kiefer, 2005), stress (e.g., 

Amiot et al., 2006; Bordia et al., 2006), and active aggression (e.g., Ramirez & 

Bartuek, 1989) as forms of resistance. Research has shown that employees that 

are irritated or saddened as the result of change in organizations may actively 

spread criticism and have a reduced willingness of information- and view-sharing 

with their peers (Maynes & Podsakoff, 2014; Ramirez & Bartunek, 1989). 

Employee turnover rate can also be an indicator of employees’ inertia to change 

(e.g., Fugate et al., 2011; Schweiger & Denisi, 1991). A high turnover rate may 

have significant negative consequences for change due to the extra costs of 

recruiting and training new employees (e.g., Shaw et al., 1998) and diminished 

organizational and team performance (Koys, 2001; Ton & Huckman, 2008). Co-

workers may be overloaded, their work morale could be reduced, and negative 

contagion effects may be increased (Bartunek et al., 2008; Felps et al., 2009). In 

the short-term, resistance to change is mostly detrimental to both the organization 

and its employees. In addition, some damage to company functions can be 

produced, such as in the case of strikes (e.g., Kanter et al., 1992). Ramirez and 

Bartunek (1989) reported that the effect of aggressive behaviors could be the 
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consequence when employees’ reluctance to change persists, e.g., in their study, 

the change unit was unable to continue effectively, and some of the crucial and 

essential changes required for immediate actions had to be postponed to an 

unforeseeable time in the future.   

 

Negative consequences to employees are brought by perceived uncertainty in 

organizational changes because of their association with role ambiguity. Welsch 

and LaVan (1981) demonstrated an inverse association between role conflict/role 

ambiguity and company commitment. People with role conflict feel less 

responsible for their positions and tasks at work and have a lower sense of 

belonging and worse role commitment as role conflict increases, which 

negatively influences identification with the organization (Morris & Sherman, 

1981), role ambiguity and careers (Ashford, 1988), fear or nervousness (Terry et 

al., 2001), communication (Lewis, 2000), and new roles, relationships, and skills 

(Gueron, Levin, & Rubenstein, 1996). During the course of change, some 

employees may also experience difficulty with disconnection from the traditional 

company, mainly emotionally, as a feeling of loss is perceived from having to 

“let go” of the old and high-value structures, rules, and methods (Amiot et al., 

2006; Nadler, 1987). Indeed, this is a highly typical situation when people are 

socialized to appreciate the organization’s values, norms, and history, and when 

values are communicated within the organization. Unavoidably, some change can 

also eliminate some positive organizational culture. For instance, company 

history may be lost when relocating from an old building or as a result of a change 

in service. Employees may perceive differences in the company as a loss to the 

organization’s status or prestige (Amiot et al., 2006; Elsbach & Kramer, 1996), 

and they may express their negative feelings about the change through being 

angry, upset, fearful, and/or frustrated. 
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2.3 Negative Affect (NA)  

 
In this section, I focus more on NA. Under AET theory, events will trigger affect, 

which will then influence attitudes. Recently, affect has become more crucial to 

work attitudes and behavior (e.g., Ashforth & Humphrey, 1995; Fisher & 

Ashkanasy, 2000; Forgas & George, 2001; Rafaeli & Worline, 2001; Weiss & 

Cropanzano, 1996). Some employees are highly appreciated and are expected to 

overcome the psychological effect of PUOC, which could deter their efforts 

towards company objectives and their ability to self-regulate. NA, which can have 

adverse effects on work role achievement, can arise when employees are faced 

with appraisals of failure, harm, and threat associated with PUOC. 

 

NA can also bring positive outcomes and negative consequences to individuals, 

such as voice or creativity (e.g., George & Zhou, 2002), and unique conditions 

exist to engender such effects. One example of this is the positive correlation 

between NA and creativity. Negative moods signal that the status quo is 

unsatisfactory and that extra effort to identify novel and useful ideas is required 

(Frijda, 1988; Martin et al., 1993). As a consequence, since employees with 

negative moods apply additional effort to identify truly new and innovative ideas, 

under these circumstances, negative moods may be positively correlated with 

creativity. In comparison with negative moods, positive ones may be inversely 

linked to creativity, because people with positive moods believe in their existing 

work and effort and view the extra effort as not useful (Amabile, 1996; Campbell, 

1960; Hogarth, 1980). When employees have both recognition and rewards, 

negativity exhibits a positive correlation with innovation and clarity of feelings 

(George & Zhou, 2002). When both are low, however, negative mood appears to 
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have a weak correlation with creativity (George & Zhou, 2002). Negative mood 

impedes creativity through cognitive mechanisms (Isen, 1984, 1999).  

 

Based on AET, work environment characteristics influence attitude directly 

through a cognitive and affective route, which determine the occurrence of 

positive or negative affective work events. Negative and positive affective 

reactions can be attributed to daily problems and successes, which may produce 

feeling-driven behaviors and work attitudes. In general, NA and adaptive and 

proactive behaviors at work have an inverse relationship.  

 

Affect is also dynamic and multi-dimensional and includes feelings, expressive 

behaviors, and neurological/mental changes (Davidson et al., 2000; Frijda, 1993; 

Izard, 1991). Beliefs about self-efficacy and the value of outcomes are elevated 

by positive emotions, together with increasing subsequent goal difficulty, goal 

quantity, and commitment. For instance, feeling Positive Affect (PA) in response 

to feedback will adjust goals upward, while NA adjusts goals downward (Ilies & 

Judge, 2005). This issue depends on whether the NA is regarded as motivational 

information; for example, when the employee has a strong desire to succeed, NA 

in response to feedback has been discovered to be less likely to lower goals than 

that with a weaker learning goal orientation (Cron et al., 2005). 

 

NA is commonly depicted in empirical research as referring to people 

experiencing distress and dissatisfaction, who often think deeply about their 

failures and weaknesses and are more introspective. Such individuals are inclined 

to remain pessimistic, in general, and possess a worse self-image. Furthermore, 

they are often dissatisfied with themselves and their lives. Energy, attention, 

cognition, and action flexibility are impeded by NA and result in less proactive 



 

 
 

 

15 
 

work performance (e.g., Den Hartog & Belschak, 2007). The behavioral 

inhibition system (BIS) is related to NA. BIS supports survival by developing 

avoidance-type behaviors when the organism encounters potentially threatening 

or aversive conditions (v, 1987). Lazarus (1999) labelled NA, such as anger, guilt, 

anxiety, unhappiness, and shame, as “stress emotions” (p. 36) and emphasized 

the close relationship between stress and NA. Watson and Clark (1984) pointed 

out that people with high NA tend to focus differently on their life experiences, 

other people, and the world in general. In most situations, high NA individuals 

are more likely to encounter significant levels of distress than low NA individuals. 

Individuals with a high level of NA significantly overestimate the size of failure-

related stimuli (Zahn, 1960) and interpret ambiguous stimuli more negatively 

(Goodstein, 1954; Haney, 1973; Phare, 1961). They may also encounter high 

levels of cross-situational distress, such as in situations involving psychological 

or physical stressors. This NA can persist for as much as 10 years later (Costa & 

McCrae, 1980). Furthermore, a broader consensus has been reached that those 

shared negative feelings, such as anger, guilt, fear, anxiety, and nervousness, 

influence or inhibit social integration (Gouaux, 1971; Hareli & Rafaeli, 2008; 

Jones & Kelly, 2013; Rhee, 2007).   

 

As mentioned in the previous section PUOC is related to affective states (NA), 

which in turn are correlated with role performance at work. Therefore, I suggest 

that NA mediates the relationship between PUOC and work role performance. 

Although the NA caused by PUOC has been empirically demonstrated in the 

workplace (for a review, see Batt & Applebaum, 1995; Judson, 1991; Bordia et 

al., 2004; Kiefer, 2005), I propose that the AET developed by Weiss and 

Cropanzano (1996) is the best existing tool to understand emotional response 

elicitation and is the most relevant framework for the workplace.   
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2.4 Adaptive and Proactive Performance at Work  

 
Attitude is the consequence of PUOC. Attitude will influence adaptive and 

proactive performance. Over the past decade, organizational change has been 

ubiquitous, with organizations struggling to acquire talent to join their teams 

(Pearce & Manz, 2005). Job specifications mostly require employees to be both 

proactive and adaptive for organizational criteria, which may not be stated in the 

usual job descriptions (Anderson & Prussia, 1997; Baba et al., 2009; Griffin et 

al., 2007; Wood et al., 1990). Prior to the new model of work role performance, 

the full range of results was highly difficult to obtain for research. Particularly in 

the presence of high uncertainty, work roles are hard to formulate by means of 

detailed job descriptions (Wall et al., 2002). Indeed, anticipating all variables and 

contingencies and formalizing task requirements is impossible (Ilgen & 

Hollenbeck, 1991). In this case, work roles must emerge dynamically in response 

to changing situations and demands (Katz & Kahn, 1978). Consequently, Griffin 

et al. (2010) proposed a new model of individual work role performance in 

uncertain and interdependent contexts that is a multi-faceted construct and 

includes change-oriented behaviors regarding tasks, teams, and organizations 

(Griffin et al., 2007, 2010). 

 

Specifically, each behavior consists of three dimensions to form work role 

performance: (1) proficient work role performance (i.e., proficient for task, team, 

and organization); (2) adaptive work role performance (i.e., adaptability to the 

task, the team, and the organization); and (3) proactive work role performance 

(i.e., proactivity toward task, team, and organization). In this study, only 
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proactivity performance and adaptivity performance are considered, because 

change-oriented behaviors, which people adapt to changing circumstances and 

proactively act to predict new challenges, could be more change-oriented than 

their proficient behaviors (Griffin et al., 2007; Pulakos et al., 2000). Moreover, 

change-oriented behaviors, such as proactivity and adaptivity, could be 

considered as an emerging form of behavior. Because their content is highly 

challenging to standardize, pre-specify, or describe for specific actions (Griffin 

et al., 2007), people initiate these performances, rather than them being imposed 

by others (Grant & Ashford, 2008; Vandewalle et al., 1995). 

 

Two important performance indicators can be used to measure the impact of 

employees’ productivity: Adaptive Performance (AP) and Proactive Performance 

(PP). Adaptive performance/behavior can be measured by people responding 

positively to unexpected and new situations, which is gradually significant and 

impactful for employees in rapidly changing environments (Ilgen & Pulakos, 

1999). Griffin et al. (2007) described AP as the extent to which people deal with, 

respond to, and support changes, resulting in more effective individual 

contribution in their roles. Pulakos et al. (2002) developed a universal model of 

AP and identified eight attributes: (1) tackle uncertainty or unforeseeable work 

settings; (2) dealing with emergencies or crises; (3) solving problems 

innovatively; (4) handling work tension; (5) learning new jobs, technologies, and 

processes; (6) demonstrating social adaptability; (7) demonstrating cultural 

adaptability; and (8) manifesting physical adaptability. Later, Charbonnier-

Voirin and Roussel (2012) identified five additional aspects of “adaptive 

performance”; “innovation”; “reactivity in the face of emergencies”; 

“interpersonal adaptability”; “training attempts”; and dealing with work stress. It 

is also worth noting that adaptive performance includes both anticipatory (i.e., 



 

 
 

 

18 
 

learning and applying new behaviors and strategies in anticipation of a change) 

and reactive (i.e., learning and applying novel behaviors and strategies in 

response to an unpredicted change in which a correlated performance decrease 

may have already occurred) components (Jundt et al., 2015).   

 

In contrast to AP, a type of change-oriented behavior is proactive 

performance/behavior, which contributes to efficiency when work criteria are 

unpredictable. Demonstrative behavioral theories include proactive problem-

solving (Crant, 2000; Parker et al., 2006), taking charge (Morrison & Phelps, 

1999), and personal initiative (Frese et al., 1996). Grant and Ashford (2008, p. 8) 

stated that proactive behavior is “anticipatory action that employees take to 

impact themselves and/or their environments” to create “meaningful change, 

including planning, collecting information, and seeking feedback” (Zhu et al., 

2014), as well as being a self-initiator in changing one’s situation, future-oriented 

to improve the environment, and persistent to overcome challenges. In addition, 

successes in organizational change and survival depend on proactivity, i.e., some 

impacts on the self or the environment can be brought by anticipatory actions 

(Bateman & Crant, 1993; Parker, Williams, & Turner, 2006). Proactive behaviors 

can benefit organizations in various areas, including workers voicing important 

problems (Morrison & Milliken, 2000; Van Dyne & LePine, 1998). Proactive 

behavior has also been regarded by some researchers as a threat (Frese & Fay, 

2001; Miceli & Near, 1994; Parker et al., 2006), an ingratiation attempt (Bolino, 

1999), or an ill-timed distraction (Chan, 2006). Whereas adaptivity focuses on 

successfully accommodating the uncertainty change initiated externally, 

proactivity emphasizes self-started change to actively change oneself or the 

environment (Griffin et al., 2010).  

 



 

 
 

 

19 
 

Proactive work performance is widely recognized as an important factor that may 

bring benefits to organizational effectiveness and sustainability, especially in 

dynamic and uncertain environments (Searle & Rooney, 2013; Strauss & Parker, 

2014). Employees who make contributions to traditional work performance might 

be more motivated to undertake proactive performance at work, which involves 

challenging the status quo and working towards what “could be” (Carpini et al., 

2017). However, management sometimes views proactive behaviors as a threat 

(Frese & Fay, 2001; Miceli & Near, 1994) or an ill-timed distraction (Chan, 2006), 

instead of contributing behaviors. When adapting to changes under a very busy 

schedule and stressful conditions, change agents may be incapable of adapting to 

short-term disturbances, which is attributable to change proactivity, and thus its 

long-term benefits are sacrificed.    

 

PP and AP are more recognizable at the beginning of change at work: PP stresses 

self-started change to proactively improve the self or the environment, whereas 

AP focuses on successful accommodation, with the difference identified in the 

literature being between primary and secondary control, respectively (Morling & 

Evered, 2006). Primary control refers to effort to change external environments 

to fulfil personal needs (Rothbaum et al., 1982). Specifically, the self’s actions or 

behaviors constitute the methods, and the outcome is the social or behavioral 

change (Skinner, 1996). Defining secondary control is more challenging, but an 

adaptive response is treated as a control that involves an adjustment to 

accommodate a changing environment (e.g., Heckhausen, 1997). For PUOC, 

secondary control concerns embracing the change and adjusting the self to it. 

Accordingly, from my perspective, in order to predict the performance of 

adaptivity and proactivity, relevant personal factors have to be identified during 

the organizational change. Three types of people were identified in this study: (1) 
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those who made things happen; (2) those who observed what happened; and (3) 

those who wondered what happened (Parker et al., 2010). “Making things happen” 

is how proactivity is defined. One of the means through which behaviors can be 

learned and/or modified is proactivity, e.g., by changing a person’s motivation. 

This implies that all people possess the ability to be proactive. Changing current 

work situations can be facilitated by proactive behaviors, which may improve 

overall long-term working conditions (Frese et al., 2007). Positive changes can 

be led by positive employees for both individuals and the whole organization. For 

instance, overall organizational effectiveness can be revitalized by enhanced 

work efficiency and improved customer care. Accordingly, employees who 

exhibit proactive behavior by identifying problems and deciding to solve them 

during PUOC may be desired. 

 

Three characteristics of proactivity have been identified in the literature that have 

trigger behaviors distinct from the more passive forms. First, being proactive is 

future-oriented and involves prediction and thinking forward. A reflexive 

response to a problem or crisis is hardly proactive, because a pressing need 

arouses an action to change. However, in order to prevent the issue’s recurrence, 

employees may take more future-focused initiatives, such as attempting to fix the 

fundamental causes of PUOC problems. Proactivity is then considered in this 

situation, because thinking about the future and possessing a mindset is involved 

and focuses on solutions without resistance to change. When the challenges of 

PUOC confront an employee, especially those challenges that obstruct the 

employee’s career development, passive employees wait for or rely on their 

supervisors to guide them in terms of self-enrichment training to prevail over the 

changes. Alternatively, employees might proactively anticipate that they will 
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need particular new knowledge or different skills to adapt successfully to the 

impending restructuring of their organization. 

 

Second, change triggers proactivity in which expecting the demand for new 

techniques alone is often inadequate. To a certain extent, proactivity means taking 

action firmly on that assertion. Proactive employees that are aware of the skills 

required later can act proactively by making efforts to acquire those skills during 

PUOC. They might, for instance, select some relevant training courses to obtain 

sufficient skills and search for appropriate locations to attend such courses. 

Alternatively, they might look to their supervisors in an attempt to obtain a new 

opportunity in a new position that will assist them in acquiring the requisite skills 

during PUOC. More importantly, being proactive also means that both the 

situation (e.g., introducing new work methods in PUOC) and the individual (e.g., 

developing new skills in PUOC) are changing in parallel.  

 

Third, self-starting is one of the characteristics of proactivity. If employees 

acquire particular skills for an impending organizational restructure because their 

management demands that they do so, they are not being proactive; proactivity 

must constitute voluntary motives or actions and cannot be coerced or required. 

Employees would then take proactive action because of the belief that the change 

is important or interesting to them. Moreover, they also know that taking the 

action will achieve a future outcome that they consider to be worthwhile. 

 

The Latin word “to adapt” led to “to fit” or “to join” (Savickas, 2005). In terms 

of career construction theory, adaptivity refers to possessing the flexibility or 

willingness to change one’s personality. The willingness to confront career 

disequilibrium or transition also denotes adaptiveness. The point in time for 



 

 
 

 

22 
 

initiating both interpersonal and intrapersonal processes that guide goal-directed 

activity starts when an employee perceives difficulty to accommodate to the 

changes and persevere in their routine activities. At this point, the employee needs 

to adjust to the current disequilibrium by changing the self, the context, or both. 

These required accommodations typically evoke feelings of distress, which then 

drive the personal motivation and willingness to adapt (Mark al et., 2012). It is 

important to note, however, that individuals can vary in their willingness or 

readiness to change. 

 

In addition, AP is defined as employees’ capability to adapt to rapidly changing 

work situations (Allworth & Hesketh, 1999). AP was highlighted in relation to 

understanding the dynamic nature of employee performance in current rapidly 

changing business environments (Allworth & Hesketh, 1999; Griffin & Hesketh, 

2005; Pulakos et al., 2002). Park and Park (2019) defined AP as resilient work 

behaviors that help workers accommodate themselves to change by illustrating 

excellence in problem-solving, uncertainty management and stress/crisis 

management, acquiring new knowledge, and possessing adaptability in regard to 

people, culture, and their environments. Jundt et al. (2015) compared AP to 

adaptability and described adaptability as a multi-dimensional composite of 

knowledge, skills, and dispositions. The general capability of a person and a 

greater proclivity to engage in AP is then established (Chan, 2006; Ployhart & 

Bliese, 2006).  

 

Savickas and Porpheli (2012) asserted that adaptability refers to a series of 

individual responses in an attempt to overcome the negative effects of PUOC, 

participate in work life, and adapt to unexpected needs connected to changing 

work conditions. Specifically, at the personal level, AP can facilitate positive 
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outcomes, including enhancement of career success and performance capability 

(Griffin et al., 2007; Shoss et al., 2012). Some researchers have considered 

adaptability under a broad variety of unpredictable and uncertain work situations 

(Pulakos et al., 2000). These situations can be the result of numerous factors, 

including formal organizational restructuring, shifting business priorities, and 

consolidations (Ashford, 1986; Dix & Savickas, 1995; Goodman, 1994; Hall & 

Mirvis, 1995; Weiss, 1984). Based on Mischel and Shoda’s (1995) cognitive 

affective system theory of personality, people with more receptiveness to dealing 

with work role changes are more able to react to a clearer and more compelling 

vision by becoming more adaptive. Being adaptive constitutes a type of 

secondary control that involves both accepting a situation and adapting oneself to 

better accommodate the change situation (Morling & Evered, 2006).   

 

 

2.5 Self-determination Theory (SDT) 

 
Self-determination theory (SDT) provides the theoretical foundation for research 

on passion, which supports the effects of Harmonious Passion (HP) and 

Obsessive Passion (OP). SDT is a psychological theory that investigates human 

motivation and the mental position of some factors for individuals to pursue an 

activity and influence one’s perception and feelings about a particular activity 

according to the time and energy investments to it (Deci & Ryan, 1985, 2002). 

These elements are essential for competence (to interact effectively with the 

environment), autonomy (to feel a sense of personal initiative), and relatedness 

(to feel connected to significant others). With these needs, individuals can 

optimize their performance in a given situation (Reinboth et al., 2004; Ryan & 

Deci, 2000, 2008; Sheldon et al., 2011). In addition, when the three basic 
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psychological needs align with self-identity, are congruent with personal goals, 

and are integrated with the self-concept, the aspiration to take part in the activity 

is a self-decision (Deci & Ryan, 2002; Gagne & Deci, 2005).   

 

Based on SDT, when an individual takes part in job activities, they make a 

positive perception of their work environment settings (work cognition). When 

more mental satisfaction can be experienced, the individual’s participation in the 

activity should be more perceived as being self-determined. They desire to 

maintain their involvement in that activity, and they develop a passion for it 

(Vallerand et al., 2014). With time and experience, many people eventually start 

to exhibit a preference for certain activities, especially those that are enjoyable 

and facilitate satisfaction of the basic psychological needs mentioned previously. 

Among these activities, a few could be deemed as enjoyable and significant and 

as having some resonance with one’s identity or how one sees oneself. Those are 

the activities that become passionate activities. 

 

In this study, I integrate AET with the theoretical framework of my research. SDT 

is the theoretical foundation of my passion for work construct. This is why I used 

SDT in my study to describe the moderating effect. Specifically, it helps to 

explore whether HP/ OP for work will have different effects on the impact of 

perceived organizational change.   

 

In accordance with the above, Vallerand et al. (2003) used SDT to explain the 

processes highlighting personal passion for a favorite activity. They concluded 

that the internalization of a favorite activity into one’s identity generated HP and 

OP. The HP generation process is autonomous, without any contingencies, in the 

sense that people have freely accepted the activity as crucial (e.g., social 
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pressures). According to SDT (Deci & Ryan, 2000), this type of internalization 

stems from the inner self and engenders a sense of volition and personal 

endorsement.   

 

 

2.6 Passion for Work and the Dualistic Model of Passion (DMP) 
 
 

Passion can be divided into many categories. With SDT, the dualistic model of 

passion should be the most suitable model to explain the phenomenon that I 

observed in this study. Passion refers to suffering or being acted on, according to 

the Greek (pathos) and Latin (patio). Passion may cause someone to suffer, 

endure an emotional state, and finally accept one’s fate (Vallerand et al., 2015). 

Twentieth century psychologists, such as Ribot (1907) and Joussain (1928), have 

stated that emotion is only a temporary state of mind, whereas passion constitutes 

a way of life (Joussain, 1928). Clearly, passion is not a fleeting emotion, but is 

rather something more permanent in relation to a specific object (Vallerand, 

2015). Today, one’s persistence toward achieving a goal in the face of adversity 

is often equated with passion (Duckworth et al., 2007). Indeed, passion is 

instrumental to work, relationships, science, politics, arts and entertainment, 

sports, etc. Steve Jobs has highlighted the role of passion in persistence, and 

business mogul Donald Trump has advocated its importance in providing 

motivation to achieve one’s goals. Albert Einstein and Tony Robbins have also 

stated that passion plays a primary role in creativity, and Tiger Woods has praised 

passion for its contribution to his consistently high performance. Passion 

produces enthusiasm, which is indispensable to consistently attain the highest 

level of achievement. It is widely accepted that no one can be truly successful and 

achieve excellence unless they embrace passion. Furthermore, people become 
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more active in relation to their passion, and adaptive benefits will ensue whenever 

individuals are in positive control of their passions (Vallerand, 2015). 

 

Yet, passion can also have negative effects. For instance, depressive or 

pessimistic people with passion can create suffering. Negative emotions can be 

produced, which leads to inflexible, and even rigid, persistence that is deleterious 

to a well-balanced and successful life (Vallerand et al., 2015). Overall, passion 

appears to be a crucial variable that is involved in several major life parameters 

and outcomes, both positive and negative, while being inextricably woven into 

every fabric of life.   

 

Vallerand et al. (2003, 2008) proposed the dualistic model of passion (DMP), 

which concerns a strong priority over a self-defining activity that a person devotes 

themselves to and considers important (or even loves), and for which they are 

willing to commit a considerable amount of time and energy. The major aspect 

of passion is its internalization of the person’s identity. The passion for work 

framework model suggests that employees become highly involved in their work 

following two individual processes (Deci & Ryan, 1985, 2000). The self-

determined or autonomous internalization of work may occur when employees 

take part in their job because it is entertaining or developmental (Vallerand & 

Houlfort, 2003).   

 

Harmonious Passion for work specifies a chosen and controllable job 

involvement. In that situation, work is regarded as crucial, but not completely 

consuming (Ho & Pollack, 2014). In this sort of passion, a person freely opts to 

engage in the activity for the pleasure derived from it, and not due to imposed 

external or internal pressures. HP for work is also characterized by flexible 
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persistence in pursuing an activity with energy and time reserved for other life 

avenues (Vallerand et al., 2003). For instance, individuals will continue to 

practice an activity that leads to positive emotions and consequences provided 

that no major conflicts arise. Moreover, HP for work has been linked to a variety 

of beneficial results, including in-role performance, organizational commitment, 

and positive results. It also has been reported to be negatively correlated to role 

conflict, job overload, and burnout (cf. Curran et al., 2015; Marsh et al., 2013). 

Conversely, an employee experiencing unfortunate or negative experiences (e.g., 

physical injuries or family conflicts) may suspend their work or completely 

withdraw from it because of the flexible persistence of HP for work. 

 

In contrast, Obsessive Passion for work refers to a high priority allocated to work 

and a strong motivation to engage in work (Forest et al., 2011). OP for work has 

been connected to a variety of negative results, such as NA, burnout, rumination, 

role conflict, and work/family conflict (cf. Curran et al., 2015; Marsh et al., 2013). 

OP plays a role in a controlled internalization of that activity to the mindset of a 

person and occurs when people internalize their activity in a manner in which 

they feel pressured to be involved in the activity (Mageau et al., 2009). Intra- or 

inter-personal pressures (or both) are also internalized, and drive the person to 

participate in a passionate activity (Mageau et al., 2009). As a result, the 

individual might be tempted to finish the activity because various central 

contingencies cannot be detached from the activity, such as maintaining one’s 

value or sense of self-worth (Mageau et al., 2009). People with OP for work 

continue the activity with a delicate and contingent sense of self-esteem (Crocker, 

2002; Kernis, 2003) and eventually become defensive, rather than accepting, 

about new experiences. Under such conditions, individuals become more 

personally attached to the passionate work and more subject to emotional 
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suffering in the case of any setbacks. Furthermore, the lack of flexibility in OP 

for work may also potentially interrupt or inhibit creativity (Vallerand et al., 

2010).  

 

 

2.7 Research Gaps and Contributions 

 

In summary, this literature review highlighted and identified the following 

research gaps: 

 

(1) PUOC and AP/PP are not well studied. Other investigations have reported 

that uncertainty could have some influence on PP. Studies from other scholars 

have not empirically tested the degree to which PUOC is correlated to employee 

job performance. Despite the importance of negative emotions’ deleterious 

effects on employees’ behaviors, thinking, and interactions on organizational 

change achievement, there is scarce empirical research on employees’ NA 

connected to PUOC. This thesis addresses the important differences in the 

literature by reacting to demands for more research on negative emotions in 

organizational change and job performance.   

 

 

(2) To what extent NA acts as a mediator between PUOC and AP/PP is not well 

established. AP and PP are relatively new constructs to measure outcomes of the 

organization. They have never been linked to negative emotions, which are 

affected by passion. Therefore, this study contributes more knowledge of how 

much an individual is correlated to PUOC and AP through NA. 
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(3) A contribution is made to the literature of individual difference in work 

passion as a condition to uncertainty and performance relationship via NA. In 

addition to point (1), passion has never been studied regarding its effect on AP 

and PP. Passion has been demonstrated to be a key factor in determining negative 

emotions. The extant literature has shown that HP for work is associated with 

high levels of positive emotions, and OP for work has been associated with high 

levels of negative emotions. However, research has not yet identified how HP/OP 

for work influences the relationship between PUOC and NA. Therefore, this 

study identifies an individual difference factor that shapes employees’ response 

to their PUOC. 
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Chapter 3    Hypotheses Development 

 
Affective events theory (AET) relates to how emotions influence work settings 

and thus are reflected in employees’ work attitude and performance. AET 

suggests that work events will raise emotions and then attitudes towards a 

person’s work, which helps to understand the role of affect in work settings. 

Consequently, it is suitable to apply in my research, which connects work 

performance to affective states (in our case NA), which are then interconnected 

to PUOC, as unanticipated change will create negative emotions. Although the 

negative effects previously have been empirically studied in the workplace (Batt 

& Applebaum, 1995; Judson, 1991; Bordia et al., 2004; Kiefer, 2005), I suggest 

that AET developed by Weiss and Cropanzano (1996) enables better 

understanding of emotional responses to uncertainty, which consequently 

influence work performance.    

 

Self-determination theory (SDT) explains how people are motivated and 

determined to respond based on their psychological needs, which provide a 

foundation of the influence of passion on work settings. SDT is a psychological 

theory which studies how human self-motivation plays a role in a person who 

pursues an activity and influences an individual’s feelings toward the activity, 

together with time and energy investment (Deci & Ryan, 1985, 2002). SDT also 

addresses the relationship between psychological needs and the perception of 

work with autonomous and controlled motivations. Therefore, under SDT, 

passion could be motivation, which should be considered in work settings. How 

NA is influenced by PUOC should also be considered. AET could help develop 

hypotheses 1 to 5 with SDT, which supports the reasoning of hypotheses 6 and 7. 
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3.1 Perceived uncertainty in organizational change, Negative 

Affect, and adaptive and proactive performance at work 
 

 

Based on my literature review, AET provided a framework to understand affect 

in a workplace, which states that people have internal patterns of affect, such as 

personality-based predispositions towards certain emotions (Larsen & Ketelaar 

1991). The simple structure explaining AET theory is events-emotions-attitude.  

 

To provide greater details of my proposition, I first describe that the effect of 

PUOC on performance. Perceived uncertainty is triggered by organizational 

change. Previous research on the context of organizational change has suggested 

that uncertainty is connected to higher stages of employee pressure and strain, 

lower satisfaction and commitment at work, and an increased desire to escape 

from the organization (Ashford, 1988; Ashford et al., 1989; Matteson & 

Ivancevich, 1990; Pollard, 2001; Terry & Jimmieson, 2003). A key element of 

job insecurity, they pointed out, is a sense of powerlessness in which one cannot 

influence outcomes during PUOC. Schweiger and DeNisi (1991) found that 

uncertainty and stress had a moderate correlation, which in turn produces poor 

performance. 

 

When people cannot predict the future outcome of an event or process with some 

certainty, they experience a lack of predictive ability and, in turn, are uncertain 

(DiFonzo & Bordia, 1998). For instance, mergers are a kind of uncertainty in 

organizational change. In a merger, employees often cannot predict what the 

structure of the merged firm will “look like” or what the consequences of the 

change will be for their position or department (Matteson & Ivancevich, 1990). 

This is an aversive state (Schuler, 1980), because the incapability to forecast what 



 

 
 

 

32 
 

the future may entail prevents employees from being able to prepare for future 

performance outcomes. Furthermore, this inability to prepare often leads to 

anxiety (Zaleski, 1996). These findings, in the context of uncertainty in 

organizational change and job outcomes when negative emotions are created, will 

be explained below.  

  

In addition to the relationship between PUOC and job outcomes mentioned in the 

previous paragraph, the relationship between affect and performance at work is 

established at the employee level of analysis. Individuals’ NA has the potential 

to diminish motivation for proactive problem prevention, grow negative voice 

behavior, and affect the lack of taking charge due to information processing and 

motivational processes (Cangiano et al., 2019). PUOC increases the level of NA 

to more negatively stimulate performance, e.g., PUOC has already generated a 

negative effect, increased employees’ NA, and more negatively influenced them 

to deviate their self-regulatory focus from the goals to be carried out (Beal et al., 

2005). An avoidant, rather than an approach, orientation (Carver, 2006; Higgins, 

1997) is the result, which ultimately produces goal blockage (Berkowitz, 1989) 

associated with resistance to change. Furthermore, persistent high NA likely 

contributes to physical and mental states of exhaustion (Gross & John 2003) when 

individuals experience a high level of PUOC. Employees with high NA may show 

inhibited attention, cognition, energy, and action flexibility, thus producing less 

proactive work performance (Den Hartog & Belschak, 2007). Moreover, in 

general, workers with high NA may be more sensitive to problems and injustices, 

which may cause the organization to attribute their proactive behaviors to “bad 

attitudes”. In addition, NA may make organizations treat the behavior as a 

liability for a worker (Ames, Flynn, & Weber, 2004), and give the worker less 

credit for their efforts. NA may cause organizations to regard the behavior as 
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having been produced from counterproductive intentions. For example, if a 

worker with high NA voices their concerns about problems, this behavior in a 

negative tone could be interpreted as producing complaints and criticisms rather 

than a suggestion of constructive organizational change. In contrast, the 

deficiency of negative emotions signals free choice, self-determination, and 

higher levels of engagement (Gagne & Deci, 2005). Therefore, when employees 

express low NA, the organization may infer that those employees are willingly 

involved in proactive behavior with the constructive intention of making the 

organizational change situation better (Dossett & Greenberg, 1981). 

 

Based on my literature analysis, my hypothesis regarding the relationship 

between PUOC and performance factors is as follows: 

 

H1: Perceived uncertainty in organizational change will be negatively related to 

Proactive Performance (H1a) and Adaptive Performance (H1b).     

 

According to AET (Weiss & Cropanzano, 1996), PUOC elicits NA, which 

subsequently influences how employees perform their jobs. PUOC can also 

produce a negative mood in targets for a few reasons. First, organizational change 

causes employees to experience a reaction process (Kyle, 1993). With uncertainty 

in organizational change, a movement occurs from the existing situation to the 

novel situation. This situation may create a job need for more effort and resources 

to achieve work goals in the new desired situation. Obtaining insights from the 

job demand resource model (Bakker & Demerouti, 2007), change in companies 

could be regarded as a work demand, in which people will experience higher 

stress as a result of upcoming needs for resources in the new circumstances 

(Edwards et al., 1998), often leading to negative reactions, such as burnout. 
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Without resources to achieve the new job demand, turnover intention and burnout 

will occur together. Indeed, employees with high burnout have a greater 

disposition to quit. Second, according to Barak (2018), employees without 

resilience demonstrated overall reluctance, as they may fear failure in adopting to 

new settings after the change process. A lack of flexibility (Barak, 2018) and fear 

of unexpected events (Ali et al., 2019) are exacerbated in each other’s presence, 

and together heighten resistance towards change. While reviewing earlier studies 

on change, Piderit (2000) described three dimensions of resistance to change: (1) 

the behavior dimension response to change, (2) the cognitive dimension is faith 

in change, and (3) the affection dimension is feelings about the situation. 

Together, these three dimensions form a complex personal mental response to 

change, which is often negative. Specifically, the affective component reflects 

how one feels about the change (e.g., angry, upset), and the cognitive component 

reflects how one thinks about the change (e.g., Is it necessary? Will the outcomes 

be negative?). According to AET, when employees perceive uncertainty in an 

organization or feel threatened, this triggers NA (Judge et al., 2006). Therefore, 

to the extent that PUOC represents some unpleasant work events that may reduce 

valued social relationships, employees’ NA is a probable consequence.  

While perceived uncertainty increases NA of an individual, as described in the 

previous section, affect can influence individuals’ subjective interpretation of the 

importance of internal and external information. People with NA spend more time 

focusing on negative information (Bower, 1991; Schwarz & Clore, 2003). Affect 

also influences how individuals process information. In a task situation, “as 

people implicitly assess their current understanding, expectations, and 

inclinations, positive affective feelings may be experiences as self-efficacy” 

(Schwarz & Clore, 2003). In contrast, individuals with NA are more self-centered 

(Abele, 1985). Additionally, employees’ negative feelings spread to other 
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feelings, including those associated with distress, such as anxiety, tension, and 

worry. This effect is achieved by modifying the situations that provoke NA, 

helping to deploy attention and cognitively reappraise affect-eliciting events and 

supporting the expression of negative feelings (Gross & Thompson, 2007). On 

the other hand, employees can also enact behaviors to worsen the affect of the 

other, such as using destructive criticizing, being unresponsive, or giving the 

“cold shoulder” (Niven et al., 2011) during the perceived organizational change. 

Therefore, employees’ affect is directly influenced by their PUOC.   

 

Based on the literature above, I set the following hypothesis about PUOC and NA:  

 

H2: Perceived uncertainty in organizational change will be positively related to 

Negative Affect. 

 

 

After establishing the hypothesis about PUOC and NA, I proceed to the NA and 

performance factors. Attempting to explain performance and employee work 

behaviors, Weiss and Cropanzano (1996) developed AET and started to introduce 

affective experience to complement prior cognitive appraisal models. According 

to AET, affective reactions are central to discovering how PUOC (workplace 

events) influences employee behaviors (Weiss & Cropanano, 1996). In essence, 

emotional reactions, either positive or negative, are elicited by workplace events 

that are linked to features of the work environment. In turn, the affect state 

influences employee behaviors at work (Weiss & Cropanzano, 1996). Consistent 

with AET, Perceived Uncertainty in Organizational Change, negatively, is an 

affect-elucidating workplace event, as it constitutes a form of resistance to change, 

especially nervousness arising from uncertainty over the future and the actual or 

perceived threat of loss (Kanter, 1985; Robbins et al., 1994) or negative feelings 

towards the target. Employees’ negative emotional responses would, 
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consequently, inhibit AP and PP. From this perspective, I theorize that PUOC is, 

negatively, an unhappy work event that elicits feelings of irritation, anger, and 

anxiety (i.e., negative emotions) that inhibit AP and PP. 

 

Having discussed the relationship between PUOC, NA, and performance, I will 

now elaborate further on the performance factors. PP involves thinking ahead, 

anticipating situations, and seeking feedback. AP comprises learning new 

concepts to perform a job or learning different skill sets or tasks for the 

furtherance of a new job or career (Kinicki & Latack, 1990; Noe & Ford, 1992; 

Patrickson, 1987; Thach & Woodman, 1994). During PUOC, change increases 

employees’ NA and can be interpreted as a threat to the self (Easterbrook, 1959) 

and likely produces opposition to organizational change (Frijda, 1969) as well as 

depression, which may diminish proactive and adaptive performance. Therefore, 

PUOC triggers the negative emotion to produce negative PP and AP.  

 

Based on the previous findings, I would like to test the following hypothesis:  

 

H3: Negative affect mediates the relationship between PUOC and Proactive 

Performance (H3a) and Adaptive Performance (H3b). 

 

3.2 The moderating effect of HP for work /OP for work 
 

Dispositions can also influence the way in which events produce affective 

reactions. While many dispositional and situational determining factors of NA 

have been identified (e.g., David et al., 1997; Diener et al., 1984; Feist et al., 

1995), such studies have focused on the dynamic interplay of both categories of 

influence on NA. In line with this interactionists’ view of NA, the purpose of the 
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present research is to examine how employees’ type of passion for work (i.e., 

harmonious for work vs. obsessive for work; Vallerand et al., 2003) moderates 

the impact of PUOC on daily NA. 

 

According to AET (Weiss & Cropanzano, 1996), affective disposition is a key 

condition of the affective effect. Since passion for work is one of the most 

important affective dispositions, and in line with AET, there is a theoretically 

reasonable condition of affective effect. On the other hand, SDT theory provides 

support for the intrinsic and extrinsic motivation (autonomous and controlled 

motivation), as mentioned in the literature review. Therefore, I chose passion for 

work as a moderator (condition). I propose that Obsessive Passion (OP) and 

Harmonious Passion (HP) for work have different impacts on aspects of 

employees’ experience of emotions and cognition when facing uncertainties 

associated with organizational change. Vallerand and colleagues (2003) 

demonstrated that at work, only HP is negatively associated with NA and shame. 

Furthermore, only HP is linked to higher status of positive affect following work 

involvement when positive emotions are measured retrospectively (Vallerand et 

al., 2003). However, employees with OP might not invest and/or indulge 

themselves in other parts of their lives because they tend to overvalue (Ratelle et 

al., 2007), rigidly persist in (Ratelle et al., 2004; Rip et al., 2006; Vallerand et al., 

2003), and over-identify with work they are passionate about (Vallerand et al., 

2003).  

 

In my study, the negative relationship between PUOC and NA was moderated by 

HP for work/OP for work. For employees in general, the more organizational 

change confronted by them, the more negative emotions they generate. I propose 
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that employees’ PUOC leads to increased NA, which, in turn, negatively 

influences their AP and PP. However, when employees are harmoniously 

passionate about their work, the work plays a significant role in their identity, but 

not to an overwhelming extent. They have control over their work when engaged 

in it, which can help employees deal with identity challenges. First, due to the 

existing integrative identity processes, HP for work likely offers employees more 

resources required to cope with the negative emotional response which identity-

threatening situations accompany, for example, the evaluation of a proposal for 

potential opportunities during the organizational change. As such, despite the 

PUOC, low HP employees are more capable of defending emotional distress 

commonly found in challenging situations related to uncertainty and are more 

flexible to uncertainty threats due to the sense of security and self-value that 

characterizes this type of passion (LeRouge et al., 2006).   

Second, employees with low HP will feel a high self-value or importance that 

will moderate the threat posed by the uncertainty. In addition, since high HP work 

employees keep full control over uncertain situations (Vallerand et al., 2003), 

they can accommodate uncertainty-related threatening situations without losing 

their composure and can move on without residing mentally in mistakes that they 

might have made. Moreover, in passion for work and organizational change 

interactions, employees’ perceptions of HP for work may be crucial in this regard, 

i.e., employees with high passion for work will experience Perceived Uncertainty 

in Organizational Change less negatively and thus experience a reduced negative 

effect on performance. Most importantly, HP for work is associated with adaptive 

outcomes; whereas, OP for work is associated with negative outcomes, including 

defensive and compensatory behaviors and depressive symptoms (Vallerand & 

Houlfort, 2019). On the one hand, high HP work employees may view PUOC less 

negatively than those with low HP for work. Because of their HP for work, they 
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will possess higher levels of engagement attitude associated with organization 

change. Employees are more positive regarding PUOC, which does more good 

than harm in an organization. They will mitigate the NA to meet the challenges 

and try this again when employees encounter impediments. In addition, 

employees high in HP for work weaken the relationship between PUOC and NA, 

because high HP work employees encourage themselves to focus on resolving 

situations with a conflict regarding PUOC. Therefore, high HP work employees 

will attenuate the interactive relationship of PUOC and NA with positive 

outcomes.  

 

I would like to test the hypothesis for HP on the relationship between PUOC and 

NA:  

 

H4: Harmonious Passion for work moderates the relationship between Perceived 

Uncertainty in Organizational Change and Negative Affect, such that the 

relationship is weaker when Harmonious Passion is higher than when it is lower. 

 

In contrast to HP, OP for work stems from a controlled or pressured 

internalization of work into personal identity, meaning that the person is involved 

in the work and regards it as significant regarding consequences or situations 

linked to the work, for example, social acceptance, self-value, and superiority 

(Vallerand et al., 2003). As a result, pressures and outcomes define the person 

and compel them to pursue the work to reach and maintain these outcomes. 

Therefore, with this type of passion, the work is not under the person’s control, 

as it occupies a dominant space in the person’s identity, which likely exacerbates 
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identity threats. First, because of the internally controlling rather than integrative 

identity processes at play (Vallerand et al., 2003), the low OP for work will 

probably be unable to provide abundant resources for employees to contain the 

negative emotional responses that accompany uncertain situations. With OP for 

work, an employee’s identity is attached contingently to the work, such that their 

self-worth depends on doing well in the organizational change (Lafrenere et al., 

2011). Since protecting one’s self worth and avoiding a “loss of face” are primary 

concerns for obsessively passionate employees, low OP for work will probably 

increase the negative pressure connected to the probability of organizational 

change failure. As a result, under the threat of being unable to evaluate 

uncertainty in organizational change, situations are likely to become highly self-

threatening for these employees, since uncertainty might cause the organizational 

change failure to be regarded as proof of their low capability and competence. 

Because they are largely dependent on working well for judges (e.g., maintaining 

their role identity and their sense of self-worth) (Vallerand et al., 2007), high OP 

work employees are highly likely to be sensitive to and aware of uncertainty in 

organizational change damages or threats, and therefore are more likely to come 

across NA in these circumstances. Since employees with high OP do not have 

control at work that they are passionate about (Vallerand et al., 2003), they might 

not have the requisite flexibility to accommodate uncertainty-related threatening 

situations with control of their emotions.   

Second, low OP work employees tend to psychologically stick to mistakes they 

made while putting extra effort in to fix those mistakes (Philippe et al., 2009). 

Because low OP work employees feel stressed to take part in the work that they 

have passion for, they will be capable of focusing on the task at present. In 

addition, they will probably find it hard to fully disconnect performance thoughts 

associated with organizational change. OP for work often induces insecurity, 
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which will help promote obstructive in-task cognition (e.g., rumination, 

catastrophizing, worrying) (Curran et al., 2015). High OP work employees are 

more likely to have low-level concentration, learning, and flow while performing 

the work. As a result of their high sensitivity to information connected to their 

own and to the performance of their competitors during uncertainty in 

organizational change (Mageau et al., 2011; Vallerand et al., 2007) and their low 

task concentration, low OP work employees will probably have heightened 

processing and perceptions of uncertainty situation failure-relevant information, 

alongside which their negative emotion responses from organizational change are 

increased. This is in contrast to HP for work, which achieves a balance between 

other works and aspects of an employee’s life; Obsessive Passion for work 

assumes a more important role in an organization’s identity and is more likely to 

lead to a worse emotional response to identity threats.   

Moreover, employees with high OP for work fail to invest in other aspects of their 

lives. As such, they would derive more NA from uncertainty in organizational 

change compared to employees with high HP for work. In this regard, employees 

who exhibit high levels of OP for work toward their occupation are more likely 

to perceive conflict between work and other life domains, whereas those with 

high Harmonious Passion toward their work are less likely to experience such 

conflicts (Vallerand et al., 2010, 2019). High OP for work moderates the role of 

organizational change’s impact on employees’ reactions, such that relationship 

reactions provoke negative emotions toward employees’ perceptions of higher 

(rather than lower) uncertainty in organizational change.    

Similarly, with the above arguments and findings, I expect passion for work to 

moderate the relationship between PUOC and NA. Higher OP work employees 

may protect themselves when they perceive uncertainty in organizational change 
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(e.g., resistance to change). Because of their OP for work, they will strengthen 

the negative relationship between PUOC and NA. Employees presenting negative 

emotions limit thought-action repertories to instinctual human functioning, 

leading to more short-term thinking and undesirable organizational outcomes 

(Avey, Wernsing, & Luthans, 2008). In fact, employees with higher OP for work 

may view uncertainty in organizational change as a loss to the organization’s 

prestige or condition (Amiot et al., 2006; Elsbach & Kramer, 1996). Their anxiety 

arises from uncertainty over the future, and the actual or perceived threat of loss 

(e.g., Kanter, 1985; Robbins et al., 1994) may trigger strong negative emotions 

towards the negative outcomes.     

 

Accordingly, I would like to test the hypothesis for OP on the relationship 

between PUOC and NA:  

 

H5: Obsessive Passion for work moderates the relationship between Perceived 

Uncertainty in Organizational Change and Negative Affect, such that the 

relationship is stronger when Obsessive Passion is higher than when it is lower. 

 

 

3.3 The Moderated Mediation Model 
 

I integrate AET and the dualistic model of passion as the theoretical basis of my 

research and propose that passion for work moderates the relationship between 

PUOC and AP and PP via NA. According to both AET, increasing psychological 

need satisfaction (competence, autonomy, and relatedness) (Deci & Ryan, 1985), 

minimizing pressure to acknowledge the target individual’s feelings and 

perspectives (Williams et al., 1996), and, along with SDT, HP/OP for work is 
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likely to extend the indirect effect of PUOC on PP and AP through emotion (NA). 

Employees with higher levels of HP for work produce higher levels of self-

growth (Vallerand, 2015), and positive psychological effects and energy are 

evoked in them. Indeed, these are necessary conditions for generating high 

performance (Tims et al., 2013) (e.g., PP and AP). In contrast, when employees 

with a higher level of OP for work are presumed to create unfavorable negative 

situations, this leads to conflicts and negative cognitive and behavioral 

consequences (Vallerand et al., 2013). Under such circumstances, HP for work 

weakens the mediation effect, whereas OP for work strengthens the mediation 

effect. As a consequence, as depicted in Figure 1, I formulate the following 

moderated mediation relationships:  

I combine the effects predicted in H2, H3, H4, and H5 to propose H6 and H7:  

H6: Harmonic passion for work moderates the mediation effect of Perceived 

Uncertainty in Organizational Change and Adaptive Performance 

(H6a)/Proactive Performance (H6b) via Negative Affect, such that the mediation 

relationship is weaker when Harmonious Passion is higher than when it is lower. 

 

H7: Obsessive Passion for work moderates the mediation effect of Perceived 

Uncertainty in Organizational Change and Adaptive Performance 

(H6a)/Proactive Performance (H6b) via NA, such that the mediation 

relationship is stronger when Obsessive Passion is higher than when it is lower. 
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Chapter 4 Method 

 
 

4.1 Research Design  

 
The research methodology used in this study was a mix of quantitative and 

qualitative (use of a questionnaire). Using a questionnaire survey, I was able to 

gather data with a large amount of variables observable in an economical and 

rapid manner (Kerlinger, 1986). This combined methodology also allowed me to 

conduct my empirical study with a statistical analysis technique to discover 

relationships in my research model (Cook & Campbell, 1979; Fowler, 2014).  

 

 

4.2 Sample and Procedure 

 

 
The sample consisted of employees from five multi-national organizations in 

Hong Kong. I surveyed 300 employees and supervisors chosen from different 

sectors. With identical participants, a two-wave longitudinal study was conducted 

in three months (October to December) to obtain survey responses at different 

times. To set apart their completion of the identical questionnaire, a time window 

of four weeks was adopted. I collected the data by soliciting the responses of 

employees and supervisors through a survey using a physical form of 

questionnaire. The first wave took place from October 1 to October 31, 2021, and 

the second wave was conducted from December 1 to December 31, 2021. After 

successfully completing both waves of the survey, the respondents were informed 
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that they would be rewarded with a HKD50 supermarket voucher from a 

supermarket in Hong Kong. 

 

I divided the questionnaire into two phases. In the first phase, I used my literature 

review to develop the measurement scales, the questionnaire was consolidated, 

and comments were solicited from academics. The questionnaire pilot test was 

included in the second phase, which was carried out after making adjustments 

based on the comments from the employees and their supervisors. The sample 

questionnaire was delivered to 50 employees, supervisors, and academics. Based 

on the results from the pilot test, some items were deleted from the final 

questionnaire because the questions duplicated a meaning or produced 

redundancy during the second phase of the pilot test. All of the questions were 

constructed in the English language only, as the target contributors generally use 

English for work.   

 

Sample Collection Procedures 

 

 

In addition to distributing the questionnaires through my social network and the 

dyadic approach, I delivered a set of questionnaires to the management of five 

companies and invited 300 respondents to take part in the questionnaire survey 

(Fowler, 2014). The respondents filled out the survey with the guidance of the 

managers and sent it back to me through email. I delivered hard copies of the 

questionnaires, and soft copies of the questionnaires were sent to personal email 

addresses and then collected from October 2021 to December 2021. 
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Dyadic Approach of Survey Administration 

 

I carried out a dyadic approach in the survey. This approach deals with the known 

deficiencies of the conventional self-report questionnaire (Fowler, 2014). 

Podsakoff et al. (2003) showed that self-report questionnaire format has two 

disadvantages: common method variance and diminished power of significant or 

non-significant relationships. Common method variance happens when the same 

participants give the same questionnaire data; this occurs for both the independent 

and dependent variables. Since the same person gives both measures, any flaws 

in the source of the data may affect the measures in the same variation direction 

of the constructs and the relationships among the constructs. The second 

shortcoming is that the variance shared with the same referent domains might 

mistakenly diminish the power of significant or non-significant relationships. The 

common method variance issue will be alleviated in my study. I conduct a dyadic 

approach with related, but separated, questionnaire surveys to collect data from 

two distinct sources: the employees and the employees’ supervisors (Fowler, 

2014; Sekaran, 2016).     

Another issue could be addressed with the dyadic approach in self-report surveys, 

which is social desirability. The social desirability problem reflects the tendency 

of participants to articulate their subjective point of view in a socially desirable 

or favorable manner (Johnson et al., 2011; Podsakoff et al., 2003), especially 

regarding sensitive issues, such as adaptive and proactive performance (e.g., 

employees tend to rank themselves highly in terms of their own performance). In 

my study, the supervisors’ points of view to appraise employees’ proactive and 

adaptive performance in their daily work were used to prevent the issue of social 

desirability arising from employees’ self-report performance.  
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4.3 Measurement 
 
 

4.3.1 Perceived uncertainty in organizational change 
 

Perceived uncertainty in organizational change (PUOC) was measured using a 

13-item scale with four dimensions developed by Miliken (1987). A 5-point 

Likert-type scale was used for the response, ranging from 1 (extremely likely) to 

5 (not at all likely) or a 5-point Likert-type scale ranging from 1 (not at all) to 5 

(a great deal). The mean of these items was computed as the participants’ PUOC. 

 

 

4.3.2 Passion for work 

 
Passion was measured using the 14-item scale developed by Vallerand et al. 

(2003). The items were distributed into two subscales. The first is Harmonious 

Passion (HP) for work with 7 items. The second was Obsessive Passion (OP) for 

work with 7 items. The responses were rated on a 7-point Likert-type scale 

ranging from 1 (strongly disagree) to 7 (strongly agree). The average of these 

items was calculated as the participants’ passion for work. 

 

 

4.3.3 Positive Affect and Negative Affect (PANA) 

 
Positive Affect and Negative Affect (PANA) consists of 20 mood descriptors 

arrayed in various orders and was developed by Watson et al. (1988). The 

responses were rated on a 5-point Likert-type scale ranging from 1 (very slightly 
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or not at all) to 5 (extremely). The mean of these items was computed as the 

participants’ Positive Affect (PA) and Negative Affect (NA).   

 

4.3.4 Proactive Performance 

 
Proactive performance was assessed with Griffin et al.’s (2007) 3-item instrument. 

The average of these items was computed as the participants’ Proactive 

Performance.   

 

 

4.3.5 Adaptive Performance 

 
Adaptive performance was measured using the 5-item scale developed by Griffin 

et al. (2007). The three items were constrained to load on a single factor. The 

responses were rated on a 5-point Likert-type scale ranging from 1 (very little) to 

5 (a great deal). The average of these items was calculated as the participants’ 

Adaptive Performance.  

 

 

4.3.6 Proficiency Performance  
 

Proficiency performance was examined with Griffin et al.’s (2007) three-item 

instrument. The responses were rated on a 5-point Likert-type scale ranging from 

1 (very little) to 5 (a great deal). The average of these items was calculated as the 

participants’ Proactive Performance.   
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4.4 Control Variables 

 
To confine the probability that the role of passion for work would be affected by 

other factors and would limit the relationships tested in this research, control 

measures were implemented for several items in the statistical analysis. First, as 

other scholars mentioned (Byrnes et al., 1999; Choi, 2007; Liang et al., 2012), 

person-level variables, for example, age, gender, and tenure with supervisors, 

were set as the main control variables because male participants were discovered 

to be more likely to take on risks than were female participants (Byrnes et al., 

1999), while tenure with supervisors provides a proxy for knowledge and 

experience that their supervisors possessed (Tierney & Farmer, 2002). In addition, 

the length of the supervisors’ and employees’ relationship at work influences 

supervisors’ ratings of their employees (Duarte, Goodson, & Klich, 1994). 

Personality traits related to change were also examined, such as openness to 

experience, emotional stability in the Big-Five personality framework, 

dispositional attitudes to change, and general attitudes toward change. Gender 

was a dummy variable as 1 = male, 0 = female. The duration of the dyadic 

relationship was designed for its possible impacts on the quality of supervisor-

subordinate relationships. 

 

The Big-Five inventory was also included as a control variable. The Big-Five 

inventory was assessed with Gosling et al.’s (2003b) 10-item instrument. The 

responses were rated on a 5-point Likert-type scale ranging from 1 (disagree 

strongly) to 5 (agree strongly). The mean of these items was computed as the 

participants’ Big-Five inventory.   
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Chapter 5 Data Analysis and Results 

 
5.1 Preliminary results   
 
 

5.1.1Descriptive Summary 

 
After cleaning the missing data and handling abnormalities in the dataset, such as 

reluctance to provide information, the summary statistics of the demographic 

information are presented in Table 1. The descriptive statistics of the data are 

shown below with a sample size of 189 observations. The sample size was 

obtained by surveying 300 respondents with their supervisors. An incentive of a 

HKD50 coupon was provided to the respondents, and the response rate was 63% 

(189 out of 300). 

 

Table 1. Descriptive statistics of employee and supervisor. 

 

 

Note: Mean is for Age, Tenure (Employer), Tenure (Position), Tenure (Supervisor); Mode is for Gender and Function  

Descriptive Statistics (N =189) 

  Employee Supervisor 

  Min Max Mean/Mode 

Std. 

Deviation Min Max Mean/Mode 

Std. 

Deviation 

A. Gender 1 2 1.46 .50 1 2 1.41 .46 

B. Age 1 7 3.15 1.78 2 8 4.76 1.36 

C. Education 1 4 2.51 .92 1 4 3.08 .91 

D. Department 1 11 3 1.32 1 11 2 1.16 

E. Tenure (Employer) 1 454 78.10 77.28 2 360 115.12 83.46 

F. Tenure (Position) 1 233 43.46 40.83 2 201 57.43 41.05 

G. Tenure (Supervisor) 1 240 48.06 44.64 1 200 46.02 41.19 
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A. Gender = Gender of the participants. 1:  Male 2: Female  

B. Age = Age of the participants. 1: Under 30, 2: 31 to 35, 3: 36 to 40, 4: 41 to 45, 5: 46 to 50, 6: 51 to 55, 7: 56 to 60, 8: 61 

to 65, 9: 65 or over  

C. Degree = Highest attained education level. 

     1: Form 5/Form 7, 2: Diploma, 3:  Bachelor’s degree, 4: Master’s degree, 5: Doctorate 

D. Function = The department of the respondents  

1: Sales, 2: Marketing, 3: Supply Chain, 4: Finance, 5: Human Resources, 6: Administration, 7: Information Technology, 8: 

Legal, 9: Customer service, 10: Engineering, 11: Research and Development, 12: Others 

E. Total tenure with the current employer; F. Total tenure with current Position; G. Total tenure with the current Supervisor 

 

 

 

My sample was obtained within the departments in the five mentioned companies, 

which will be described later. The coverage of the data was aimed to provide a 

diverse list of backgrounds of the respondents to reflect the population parameters. 

For respondents, 101 out of 189 employee respondents are male (53%) and 88 

are female (47%). For supervisors, 110 out of 189 supervisor respondents were 

male (58%) and 79 were female (42%).   

 

The mode of employees was located in the group under 30, with 46 respondents 

out of 189, which accounts for 23.4% of the total respondents. The median was 

in the range of 36 to 40. For the supervisor respondents, the model was located in 

the group of 41- 45 with 65 respondents out of 189, which accounts for 34.4% of 

the total respondents. 

 

For the distribution of employees and supervisors, it can be seen that the 

respondents from the employee groups were younger than those from the 

supervisor groups, and the data is skewed to younger groups of employees. This 

is reasonable, as it usually takes years for an employee to be promoted to a 

supervisory position. Moreover, being generally mature and experienced, 

supervisors are more capable of answering abstract or detailed questions related 

to performance. 
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The supervisors’ and employees’ interview responses came from the same 

department to ensure that the supervisors’ experience was sufficient enough to 

provide the performance evaluation. Since my aim was to obtain enough data to 

represent all of the people in the entire company, I surveyed representatives from 

each department, as shown below.  

 

Most of the respondents and supervisors were mainly from the Sales Department 

(30 people, 15.9%), followed by the Marketing Department and Human 

Resources (19 people each, 10.1%). From the demographic information, it was 

confirmed that the sample included the necessary elements based on random 

draws in the stratified sampling.  

 

 

Regarding tenure time with current employers, on average, the respondents had 

worked for the company for 6.5 years (78 months). The respondents remained in 

the same position for approximately 3.8 years (43 months), and they worked with 

their current supervisors for more than 4 years (48.1 months). These results 

indicate that the respondents have the capability to answer questionnaires related 

to internal change, and the supervisors can provide reasonable assessments of 

their performance. 

 

 

5.1.2 Common Method Bias  

 
In my survey design, dependent variables, such as Adaptive Performance (AP) 

and Proactive Performance (PP), were answered by both employees and 

supervisors. Independent variables, such as Perceived Uncertainty in 

Organizational Change (PUOC), and other types of variables, were answered by 
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employees only. Common method bias may occur in the questionnaire when all 

of the data come from the same respondents at the same time. This can be 

addressed by using a longitudinal survey and evaluating the performances of 

different entities.  

 

First, for the same set of surveys, the data were collected at different dates (time 

1 and time 2), which occurred six months apart. In this way, common method 

bias can be significantly reduced (Podsakoff et al., 2003). For the data analysis, I 

used the data collected in time 1 for the variables of Perceived Uncertainty in 

Organizational Change, Harmonious Passion, and Obsessive Passion. The data 

collected in time 2 were for the variables of Negative Affect, Adaptive 

Performance, and Proactive Performance. Second, I created two sets of data for 

Adaptive Performance and Proactive Performance, which include the answers by 

both employees and supervisors. The supervisors’ evaluation was used for my 

modelling. Common method bias can be reduced by these two designs.  

 

To confirm the absence of common method bias for the data from the same 

respondents, I made use of Harman’s single-factor test (Harman, 1976) and 

connected the entire measurement question sets to one single factor. If these 

particular factors can explain most of the variance, then common method bias is 

present. Using Varimax rotation as the principal component rotation method, 18 

factors with eigenvalues equal to or greater than 1 could be found with a total 

explained variance of 87.62%. With the one-factor model, only 16.17% of the 

total variance could be explained. Therefore, it can be concluded that common 

method bias is not a problem for my analysis. 
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5.2 Preliminary Results  
 

As all the supervisors were questioned to rate their employees in terms of their 

AP and PP, my data may present some concerns about the independence of 

observation. According to DeCoster (2002), the intercorrelation coefficient (ICC) 

has been used to ensure that there is no group effect (Appendix F). 

In my analysis of Table 2, PUOC is statistically significantly correlated to NA (r 

= .42, p <.01), PP (r = -.66, p <.01), and AP (r= -.20, p <.01). This provides solid 

evidence for testing all of my hypotheses. PP is statistically negatively correlated 

to PUOC (r = -.66, p <.01), OP (r = -.59, p <.01), NA (r = -.36, p <.01), and AP 

(r = .35, p <.01). This means that endogenous and exogenous variables are 

correlated with some relationships that should be investigated further. HP is 

negatively correlated to PUOC (r = -.15, p <.01), NA (r = .25, p <.01), AP (r = .19, 

p <.01), and PP (r = -.20, p <.01)
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Table 2. Means, Standard Deviations, Coefficient Alphas, and Correlations Among Variables. 

Note: The sample size is 189. Values in bold and italics along the diagonal are reliability coefficients.  

#PUOC = Perceived Uncertainty in Organizational Change.  

* Correlation is significant at the 0.05 level (2-tailed). ** Correlation is significant at the 0.01 level (2-tailed).   

  1 2 3 4 5 6 7 8 9 10 11 12 13 14 

1. Gender 1              

2. Age -.30** 1             

3. Education .01 -.21** 1            

4. Extraversion -.05 .05 .06 1           

5. Agreeableness -.03 .07 -.04 .04 1          

6. Conscientiousness -.01 .02 -.06 .06 .13 1         

7. Neuroticism .00 .12 -.05 .00 .10 .23** 1        

8. Openness -.07 .07 .01 -.01 .05 .01 .14 1       

9. PUOC# (T1) -.05 .06 -.03 .15* .57** .03 .06 -.00 .86      

10. Obsessive Passion (T1) -.08 .10 .01      .49** .41** .12 .12 -.04 .49** .73     

11. Harmonious Passion (T1) .04 -.11 .06 .00 -.01 .18* -.02 -.04 -.15 -.10 .66    

12. Negative Affect (T2) .04 -.02 -.06 .18* .27** .15* .07 .06 .42** .35** -.25 .85   

13. Adaptive Performance (T2) .03 -.10 .09 .31** -.14 .17* -.07 -.07 -.20* -.13 .19* -.29** .87 
 

14. Proactive Performance 

(T2) .04 -.14 .04 -.16* -.59** -.06 -.11 -.08 -.66** -.59** .20 -.36** .35** .93 

Mean 1.46 3.15 2.51 3.11 3.15 3.35 3.29 2.96 3.19 2.82 2.78 2.69 3.18 3.11 

Standard Deviation  .50 1.78 .92 .76 .95 .81 .79 .77 .93 .82 1.12 .90 .90 .97 
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5.3 Confirmatory Factor Analysis  

 
In the confirmatory factor analysis, with my conceptual framework, the aim is to 

confirm that my latent variables are valid by assessing the model goodness-of-fit, 

estimating factor loadings, and testing reliability and validity. There are six latent 

variables to test: PUOC, NA, OP, HP, PP, and AP.  

 

 

5.3.1 Assessment of goodness-of-fit 

 

 
There are three indices that should be examined to assess the goodness-of-fit of 

my model: absolute fit indices; incremental fit indices; and parsimonious fit 

indices. I will mainly focus on the first two, as the last one is for model 

comparison, which is discussed later. These three categories are calculated in 

Table 3.  

 

 

5.3.1.1 Absolute Fit Indices 

 
 

In the absolute fit indices, it is important to determine how well the hypothetical 

model fits the observed data. Traditionally, chi-square, GFI, SRMR, and RMSEA 

are indices used to assess the absolute fit of the model to the observed data.  

 

For the chi-square test in Table 3, the null hypothesis was checked, i.e., whether 

the predicted model and observed data are equal, and is rejected or not based on 
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the data collected. If the covariance matrix of the observed data is denoted as S, 

and the covariance matrix of the predicted data is denoted as X, the null 

hypothesis can be shown as follows:  
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 Table 3.  Indices for Goodness-of-Fit. 

 

Note: Absolute Fit Indices: Chi-square/degree of freedom, Goodness-of-Fit (GFI), and Root Mean Square Error of Approximation (RMSEA) 

Incremental Fit Indices: Normed Fit Index (NFI), Comparative Fit Index (CFI), and Tucker–Lewis Index (TLI) 

Parameters Chi-

square/degree 

of freedom  

GFI RMSEA SRMR CFI TLI NFI 

Model 1: Full model  2.08 .92 .07 .06 .96 .94 .93 

Model 2: Five-factor (combining OP and HP) 3.76 .75 .11 .10 .79 .74 .77 

Model 3: Four-factor (combining OP HP and NA) 5.83 .48 .17 .15 .57 .49 .53 

Model 4: One-factor model 15.80 .30 .23 .18 .31 .23 .29 
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The test statistics follow a chi-square distribution. However, due to the sensitivity 

to the sample size of the test, many researchers accept the ratio of chi-

square/degree of freedom as the indicator. If the ratio is below three, the model is 

considered acceptable after considering its complexity and statistical significance. 

The ratio of chi-square/degree of freedom for this study is lower than three, which 

indicates that my hypothesized model is not rejected and is acceptable to explain 

the covariance of the data. 

 

The Goodness-of-Fit (GFI) and Root Mean Square Error of Approximation 

(RMSEA) of my model were .92 and .08, respectively, which exceeds the 

acceptable GFI threshold of .90 and surpasses the acceptable RMSEA of .08. This 

shows that that my model is of sufficient explanatory power.  

 

 

5.3.1.2 Incremental Fit Indices 

 
For the incremental fit indices, the relative position between the saturated model 

and the independent model was measured. In the independent model, each 

measured variable was linked to the other measured variables (with no latent 

constructs), and thus produced results that are indicative of poor fit with the data. 

In the saturated model, the maximum available parameters are used to guarantee 

a perfect fit. For the incremental fit indices, such as Normed Fit Index (NFI), 

Comparative Fit Index (CFI), and Tucker–Lewis Index (TLI), the saturated model 

is usually one, and the independent model is usually zero. The NFI, CFI, and TLI 

of my model were .93, .96, and .94, respectively, which exceeds the required 
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threshold of .90, meaning that my hypothetical model is acceptable considering 

the position between the saturated model and the independent model.  

 

5.3.1.3 Model Comparison  

 
In order to indicate that the above model is the best for the following structural 

equation modelling, model comparisons were performed. First, I disconnected 

OP as a moderator and observed the model performance. The results showed that 

the five-factor model, which combined OP and HP (chi-square/n = 3.77, Tucker-

Lewis index= .74, comparative fit index=.79, goodness of fitness=.75), was 

outperformed by the original model (chi-square/n = 2.08, Tucker-Lewis 

index= .94, Comparative Fit Index=.96, Goodness of Fitness=.93). The four-

factor model, which combined OP, HP, and NA, was even worse (chi-square/n = 

5.83, Tucker-Lewis index= .49, Comparative Fit Index=.57, Goodness of 

Fitness=.49). Overall, the changes of chi-square and degree of freedom for the 

five-factor model were 1.68 and 3.75 from the full model, respectively. A one-

factor model was also performed, which showed the worst performance (chi-

square/n = 15.81, Tucker-Lewis index= .23, comparative fit index=.31, goodness-

of-fit =.31). 

 

5.4 Reliability and Validity 

 
Reliability and validity tests are crucial steps in a confirmatory factor analysis to 

determine that the constructs or latent variables can be accurately measured.  
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Table 4. Cronbach’s Alpha. 

For the reliability test, Cronbach’s alpha is the most common way to measure the 

internal consistency of the constructs and latent variables, as shown in Table 4.    

 

For the control variables of five items from 4 to 8, the Cronbach’s alpha was 

higher than 0.6, meaning that the control variable constructs are of high reliability 

(see Appendix G). 

 

Table 5 shows that all latent variables have Cronbach’s alpha indices higher than 

0.6 (recommended by Hair, 1997). The latent variable with the highest score was 

Proactive Performance (.94), followed by Adaptive Performance (.93), Negative 

Affect (.89), Perceived Uncertainty in Organizational Change (.85), and 

Obsessive Passion (.83). The latent variable with the lowest score was 

Harmonious Passion (.78). 

Latent Factors  Cronbach Alpha 

Perceived Uncertainty in Organizational Change  .85 

Negative Affect  .89 

Obsessive Passion  .83 

Harmonious Passion  .78 

Proactive Performance  .94 

Adaptive Performance  .93 
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Table 5. Hierarchical Linear Results 

 

                                                                                                        Dependent Variables        

 Mediator: Negative Affect    Proactive Performance    Adaptive Performance  

Variable M1 M2 M3 M4  M5 M6 M7 M8 M9  M10 M11 M12 M13 M14 

Gender .05(.14) .07(.13) .04(.18) .06(.12)  .03(.18) -.04(.16) -.06(.12) -.05(.10) -.06(.12)  .01(.13) -.01(.15) -.01(.14) -.03(.11) -.05(.11) 

Age -.02(.02) -.03(.04) -.08(.11) -.03(.05)  -.03(.12) -.06(.04) -.03(.05) -.03(.04) -.05(.06)  -.04(.05) -.03*(.05) -.03(.04) -.03(.04) -.03(.06) 

Education -.05(.07) -.04(.06) -.05(.23) -.06(.03)  -.04(.08) .05(.38) .01(.08) .03(.05) .05(.05)  .04(.07) .02(.07) .06(.05) .02(.04) .06(.09) 

Neuroticism .07(.08) .03(.08) .11(.17) .08(.03)  -.06(.25) -.10(.47) -.05(.06) -.05(.08) -.05(.07)  -.07(.08) -.03(.04) -.05(.08) -.05(.09) -.03(.07) 

PUOC  .35**(.08) .30**(.06) .32**(.07)   -.35**(.13) -.32**(.11) -.33**(.08)    -.25**(.02)  -0.32*(.15) -.26**(.08) -.22**(.05) -.22**(.06) 

OP    .56**(.21)      -.21*(.07)      -.11**(.06) 

HP   .33(.28)      .11(.21)      .13(.23)  

OP x PUOC   .36**(.10)          -.25**(.05)     -.23**(.05) 

HP x PUOC  -.22(.21)      .05(.15)      .15(.29)  

Negative Affect        -.25**(.05) -.22**(.06) -.21**(.08)   -.33**(.11) -.32**(.13) -0.35**(.12) 

R2 0 .25 .30 .45  0 .30 .43 .47 .51  0 .12 .17 .33 .38 

R2 change  .25 .05 .15   .30 .13 .05 .04   .12 .05 .16 .05 

 

Note: ** Correlation is significant at the .01 level (2-tailed). * Correlation is significant at the .05 level (2-tailed). 

PUOC = Perceived Uncertainty in Organizational Change 

OP = Obsessive Passion 

HP = Harmonious Passion 



 

 
 

 

63 
 

5.5 Hypothesis Testing  

 
This section explains how the hypotheses were tested by performing the 

Hierarchical Linear Model in Table 5. 

 

 

5.5.1 The Direct Effect of Perceived Uncertainty in Organizational 

Change on the Performance Factors 

 
 

Hypothesis 1a: Perceived Uncertainty in Organizational Change will be 

negatively related to Proactive Performance. 

 

With the Hierarchical Linear Model, it was found that the performance factors, 

i.e., PP and AP, were negatively correlated to PUOC.  

 

In Model 6, control variables, such as demographic information (gender, age, 

education, and neuroticism from five inventory items) were adapted. PUOC was 

statistically negatively related to PP (b = -.35, Sb = .13, p <0.01).  

 

Hypothesis 1a, Perceived Uncertainty in Organizational Change will be 

negatively related to Proactive Performance, and Hypothesis 1b, Perceived 

Uncertainty in Organizational Change will be negatively related to Adaptive 

Performance, were proven to be supported. 
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However, with the same control variables, in Model 11, PUOC was weakly 

statistically significant and negatively related to AP (b = -.32, Sb = .15, p <0.05).  

 

Hypothesis 1b, Perceived Uncertainty in Organizational Change will be 

negatively related to Adaptive Performance, was weakly supported.  

 

 

5.5.2 Mediation effect by the relationship between Perceived 

Uncertainty in Organizational Change and performance factors 

through Negative Affect 
 

The mediation effect of NA, i.e., Hypothesis 2, Hypothesis 3a, and Hypothesis 

3b, was tested.  

 

Hypothesis 2: Perceived Uncertainty in Organizational Change will be positively 

related to Negative Affect. 

 

From Model 2, Perceived Uncertainty in Organizational Change and Negative 

Affect were significant and positively related (b = .35, Sb = .08, p < 0.01).  

 

Hypothesis 2, i.e., Perceived Uncertainty in Organizational Change will be 

positively related to Negative Affect, was proven to be supported. 

 

Hypothesis 3a: Negative Affect mediates the relationship between Perceived 

Uncertainty in Organizational Change and Proactive Performance. 
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From Model 7, the relationship between NA and PP was significant and 

negatively related (b = -.25, Sb = .05, p < 0.01). Together with the previous 

significant relationship of Hypothesis 2, it was confirmed that the indirect effect 

was significant. In addition, in Model 7, it was shown that the relationship 

between PUOC and PP was significant and negatively related (b = -.32, Sb = .11, 

p < 0.01). 

 

Table 6. Sobel Test Result for Mediating Effect of Proactive Performance. 

  

The Sobel test was also performed to confirm the mediation effect of NA in Table 

6. The result shows that the mediating effect of NA was significant, and the 

mediation hypothesis was supported (Z = -2.85, p < .01). 

 

Hypothesis 3a, i.e., Negative Affect mediates the relationship between Perceived 

Uncertainty in Organizational Change and Proactive Performance, was proven to 

be supported. 

 

Hypothesis 3b: Negative Affect mediates the relationship between Perceived 

Uncertainty in Organizational Change and Adaptive Performance. 

 

For AP, from Model 12, PUOC and AP were significant and negatively related 

(b = -.26, Sb = .08, p < .01). The relationship between NA and AP weas 

insignificant (b = -.33, Sb = .11, p < .01). Together with the previous significant 

Input   Test statistic: Std. Error: P-value: 

a  .41 Sobel test: -2.86 .01 .00 

b -.10 Aronian test: -2.85 .01 .00 

Sa .03 Goodman test: -2.87 .01 .00 

Sb .04     



 

 
 

 

66 
 

relationship, it was confirmed that NA negatively mediates the relationship 

between PUOC and AP. The results of the Sobel test are shown in Table 7. 

 

 

 Table 7. Sobel Test Result for the Mediating Effect of Adaptive Performance. 

 

 

Similarly, the Sobel test was performed to confirm the mediation effect of NA on 

AP in Table 9. The result shows that the mediating effect of NA was significant 

(Z = -2.66, p < .01). 

 

Hypothesis 3b, i.e., Negative Affect mediates the relationship between Perceived 

Uncertainty in Organizational Change and Adaptive Performance, was proven to 

be supported. 

 

To solidify my findings, I carried out structural equation modelling to prove the 

mediation effect. Figure 1 illustrates the mediation relationship of NA through 

both the indirect and direct effect of PUOC.  

 

 

Input   Test statistic: Std. Error: P-value: 

a  .41 Sobel test: -2.66 .05 .01 

b -.33 Aronian test: -2.65 .05 .01 

Sa .03 Goodman test: -2.67 .05 .01 

Sb .12     
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Figure 1 Structural equation modelling in Amos. 

 

As described in Appendix E, the mediation relationship can be divided into 

different categories. My main focus was whether the existence of NA is important 

in explaining the relationship between PUOC and performance factors. For this 

reason, the significance of the indirect relationship was studied. 

 

In Table 8, the path of PUOC to NA is shown to be significant, and the paths of 

NA to AP/PP were significant. I confirmed that the indirect effect of PUOC was 

significant. Therefore, the mediation effect of NA is present.  
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Table 8. The output for structural equation modelling.  

 Estimate  S.E. C.R. P 

NA <--- PUOC 0.987 .066 14.957 *** 

AP <--- NA -0.829 .086 -9.645 *** 

PP   <--- NA -1.039 .081 -12.857 *** 

 

5.5.3 The moderating effect of the relationship between Perceived 

Uncertainty in Organizational Change and Negative Affect 

through Obsessive Passion and Harmonious Passion 

 
Hypothesis 4: Harmonious Passion for work moderates the relationship between 

Perceived Uncertainty in Organizational Change and Negative Affect, such that 

the relationship is weaker when Harmonious Passion is higher than when it is 

lower. 

 

Given the negative sign of the coefficient from Hypothesis 4, i.e., the relationship 

is weaker when HP is higher than when it is lower, and when the level of HP is 

high, the relationship between them seems to disappear. The moderating effect of 

HP exists, but unlike OP, it hampers the relationship between PUOC and NA.  

 

From Model 3 in the hierarchical linear of Table 6, the interactive variable of HP 

and PUOC (HPXPUOC) was insignificant (b = -.22, Sb = .21, n.s.). Hypothesis 

4, i.e., that Harmonious Passion for work moderates the relationship between 

Perceived Uncertainty in Organizational Change and Negative Affect, was not 

supported. 
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Hypothesis 5: Obsessive Passion for work moderates the relationship between 

Perceived Uncertainty in Organizational Change and Negative Affect, such that 

the relationship is stronger when Obsession Passion is higher than when it is 

lower. 

 

From Model 4, the interactive variable of OP and PUOC (OP x PUOC) was 

significant (b = .36, Sb = .10, p < .01). Hypothesis 5, i.e., that Obsessive Passion 

for work moderates the relationship between Perceived Uncertainty in 

Organizational Change and Negative Affect, was supported. Given the positive 

sign of the coefficient, the relationship is stronger when OP is higher than when 

it is lower. The relationship is shown in Figure 1. 

 

 

Figure 2 The moderation effect of Obsessive Passion on the relationship between Perceived Uncertainty in Organizational 

Change and Negative Affect 

 

Figure 2 shows that, irrespective of whether the level of obsession with passion 

is high or low, PUOC is positively correlated to NA. However, the relationship 
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between them is strengthened when OP is high, meaning that the moderation 

effect exists in the relationship. 

 

To further investigate the moderation effect of HP and OP, structural equation 

modelling was conducted again in Amos, as shown in Figure 3. To test the 

interaction effect of HP and OP, I created two extra variables, HP*PUOC and 

OP*PUOC. When the coefficients of these two variables are not zero, the 

moderation effect exists. 

 
Figure 3 Structural equation modelling in Amos for moderation 
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In Table 9, while OP*PUOC is significantly positively correlated to NA in the 

model, HP*PUOC is not significantly correlated to NA. The results confirmed 

my findings in the hierarchical linear regression model.  

 

 

Table 9. The output for structural equation modelling.  

 Estimate  S.E. C.R. P 

NA<--- OP*PUOC 0.229 .057 4.016 *** 

NA<--- HP*PUOC 0.116 .058 2 0.046 

 

 

5.5.4 The moderated mediation effect by the relationship between 

Perceived Uncertainty in Organizational Change and Performance 

Factors through Obsessive Passion and Harmonious Passion 
 

Hypothesis 6a: Harmonious Passion for work moderates the mediation effect of 

Perceived Uncertainty in Organizational Change and Adaptive Performance via 

Negative Affect, such that the mediation relationship is stronger when 

Harmonious Passion is higher than when it is lower. 

 

In Model 13, the interaction effect of HP between PUOC and NA was 

insignificant (b = .15, Sb = .29, n.s.). Hypothesis 6a was shown not to be 

supported. 

 

Hypothesis 6b: Harmonious Passion for work moderates the mediation effect of 

Perceived Uncertainty in Organizational Change and Proactive Performance via 
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Negative Affect, such that the mediation relationship is stronger when 

Harmonious Passion is higher than when it is lower. 

 

In Model 8, the interaction effect of HP between PUOC and NA was not 

significant and was negative (b = .05, Sb = .15, n.s). Thus, Hypothesis 6b was not 

supported. 

 

Hypothesis 7a: Obsessive Passion for work moderates the mediation effect of 

Perceived Uncertainty in Organizational Change and Adaptive Performance via 

Negative Affect, such that the mediation relationship is stronger when Obsession 

is higher than when it is lower. 

 

In Model 14, the interaction effect of OP between PUOC and NA was significant 

and positive (b = -.23, Sb = .05, p < .01). Furthermore, the relationship between 

NA and AP was significant and negative (b = -.35, Sb = .12, p < .01). Hypothesis 

7a was supported. In Table 10, the indirect effect of NA on AP for a low level of 

OP was positive and significant (indirect effect = .07, 95% CL = [-.04, .17]). For 

a high level of OP, the effect was more positive and significant (indirect effect 

= .18, 95% CL = [.11, .24]). The high level of OP refers to the value of one 

standard deviation above the mean, while the low level refers to one standard 

deviation below the mean. In conclusion, the differences in the indirect effect of 

NA between high level of OP and low level of OP was significant for AP (indirect 

effect = -.21, 95% CL = [-.21, -.01]). 

 

Hypothesis 7b: Obsessive Passion for work moderates the mediation effect of 

Perceived Uncertainty in Organizational Change and Proactive Performance via 
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Negative Affect, such that the mediation relationship is stronger when Obsessive 

Passion is higher than when it is lower. 

 

In Model 9, the interaction effect of OP between PUOC and NA was significant 

and positive (b = -.25, Sb = .05, p < .01). Furthermore, the relationship between 

NA and PP was significant and negative (b = -.21, Sb = .08, p < .01).  

 

To confirm the moderated mediation effect of the suggested model, in Table 9, a 

moderated path analysis was carried out to calculate the bias-corrected Cis for 

significance testing with 5,000 bootstrap samples. In Table 10, the indirect effect 

of NA on PP for a low level of OP was positive and significant (indirect effect 

= .20, 95% CL = [.08, .38]). For a high level of OP, the effect was more positive 

and significant (indirect effect = .45, 95% CL = [.27, .62]). The high level of OP 

refers to the value of one standard deviation above the mean, while the low level 

refers to one standard deviation below the mean. In conclusion, the differences in 

the indirect effect of NA between high level of OP and low level of OP was 

significant for PP (indirect effect = -.25, 95% CL = [-.43, -.07]). 

 

Table 10. Bootstrapping results of 5,000 samples. 

  Proactive Performance   Adaptive Performance  

Variables Indirect Effect SE 95% CI (BCB) Indirect Effect SE 95% CI (BCB) 

High OP .45* .05 [.27, .62] .18* .02 [.11, .24] 

Low OP  .20* .05 [.08, .38] .07 .03 [-.04, .17] 

Difference  -.25* .06 [-.43, -.07] -.11* .03 [-.21, -.01] 
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Chapter 6 Discussion 

 
The research results and findings of this study are summarized in this chapter. 

The theoretical contributions and practical implications are also discussed. 

Finally, the major limitations are identified and suggested directions for future 

research are provided.  

 

6.1 Summary of Research Findings 
 

For the research findings, I tested seven hypotheses to fill the research gaps 

identified in the literature review. After performing a correlation analysis and a 

confirmatory factor analysis, hierarchical linear modelling was conducted to 

investigate the moderation effect of Harmonious Passion (HP) and Obsessive 

Passion (OP) with a mediator of Negative Affect (NA) to Proactive Performance 

(PP) and Adaptive Performance (AP). The majority of the Hypotheses (7 out of 

11) were supported in the study. The significant results mostly involved 

Perceived Uncertainty in Organizational Change (PUOC), OP, NA, and PP. One 

hypothesis was weakly supported: PUOC will be negatively related to AP. Two 

hypotheses were not supported, which include HP as a moderator. The results are 

presented in Table 11.  

 

To summarize, Hypotheses 1a, 1b, 2, 3a, 3b, 5, 7a, and 7b were supported, but 

Hypotheses 4, 6a, and 6b were rejected. 
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Table 11. Summary of research findings. 

 Hypothesis Result 

1a Perceived Uncertainty in Organizational Change will be negatively related 

to Proactive Performance 

Supported 

1b Perceived uncertainty in Organizational Change will be negatively related 

to Adaptive Performance  

Weakly supported 

 

2 Perceived Uncertainty in Organizational Change will be positively related 

to Negative Affect  

Supported 

3a Negative Affect mediates the relationship between Perceived Uncertainty 

in Organizational Change and Proactive Performance  

Supported 

3b Negative Affect mediates the relationship between Perceived Uncertainty 

in Organizational Change and Adaptive Performance  

Supported 

 

4 Harmonious Passion for work moderates the relationship between 

Perceived Uncertainty in Organizational Change and Negative Affect, such 

that the relationship is weaker when Harmonious Passion is higher than 

when it is lower. 

Rejected 

5 Obsessive Passion for work moderates the relationship between Perceived 

Uncertainty in Organizational Change and Negative Affect, such that the 

relationship is stronger when Obsession is higher than when it is lower. 

Supported 

6a Harmonious Passion for work moderates the mediation effect of Perceived 

Uncertainty in Organizational Change and Adaptive Performance via 

Rejected 
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Negative Affect, such that the mediation relationship is stronger when 

Harmonious is higher than when it is lower. 

6b Harmonious Passion for work moderates the mediation effect of Perceived 

Uncertainty in Organizational Change and Proactive Performance via 

Negative Affect, such that the mediation relationship is stronger when 

Harmonious Passion is higher than when it is lower. 

Rejected 

7a Obsessive Passion for work moderates the mediation effect of Perceived 

Uncertainty in Organizational Change and Adaptive Performance via 

Negative Affect, such that the mediation relationship is stronger when 

Obsession is higher than when it is lower. 

Supported 

7b Obsessive Passion for work moderates the mediation effect of Perceived 

Uncertainty in Organizational Change and Proactive Performance via 

Negative Affect, such that the mediation relationship is stronger when 

Obsessive Passion is higher than when it is lower. 

Supported 
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Figure 4 Summary of research model. 

 

The main research findings, which align with the research gaps, are shown in 

Figure 4. For the first research gap, PP and AP were proven to be significantly 

and negatively related to PUOC. 

 

For the second research gap, as a mediator, NA successfully plays a role between 

PUOC and PP/AP.  

 

For the third research gap, OP is a very effective moderator, which increases the 

relationship between PUOC and NA, which augments the strength of the positive 

effect when the level of OP is high. However, the hypothesis of HP as a moderator 

was not supported, which reduces the positive relationship between PUOC and 

NA.  
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6.2 Theoretical Contributions 

 
 

Based on my research gaps, I made three theoretical contributions. From the 

literature, the first research gap mentioned was that the relationship between 

PUOC and AP/ PP has not been well studied, although the literature indicates that 

AP and PP are important performance measures when change is discussed. I filled 

this gap by demonstrating how PUOC influences employee AP and PP. 

 

The second research gap was that the extent that NA acts as a mediator between 

PUOC and AP/PP has not been well established. Throughout the literature about 

the relationship between NA and PUOC, as well as the relationship between NA 

and AP/PP, with the Sobel test and HLM, I found that NA as a mediator has a 

negative impact on AP and PP. The first two contributions confirmed AET theory 

in explaining the effect of PUOC on employee behavioral responses through NA. 

 

For the third contribution, I filled the research gap where the literature of 

individual difference in work passion as a condition to the uncertainty could be 

better developed. I contributed to the organizational change literature by 

identifying the importance of individual differences in passion. 
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6.3 Managerial Implications  
 
 

There were two main managerial implications in this thesis. 

 

PUOC has a highly negative impact on work performance. Determination of how 

to best handle perceived uncertainty is important. Better communication between 

employers and employees could be one of the implemented improvement 

methods. Organizational communication provides information flow to reinforce 

employees’ understanding and helps decrease uncertainty by offering clarity and 

predictability in people’s work environment (Vander Elst, Baillien, De Cuyper, 

& De Witte, 2010). Indeed, there is empirical evidence supporting a negative 

association between organizational communication and job insecurity (Adkins, 

Werbel, & Farh, 2001). Therefore, organizations should set up different channels, 

such as emails, Facebook, and Instagram, to convey information to employees, 

especially during major events with high uncertainty. Overall, management 

should make an effort to communicate well with employees. 

 

While organizations can cultivate HP, they have to be very cautious about OP 

with employees. I suggest two parts to reduce OP: (1) an employee caring 

program, and (2) For the employee caring program, if employees are more 

obsessed with economic benefits of the organizations, they should consider 

holding events or activities by creating a sense of belonging. For experienced HR 

programs, those who are more experienced can take care of junior employees so 

that they can have peers who support and reduce the NA. Overall, OP should be 
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minimized in organizations. People with high OP should be carefully selected, as 

they might bring harm to the organizations.  

 

Relieving the level of PUOC will decrease negative emotions, including being 

distressed, guilty, hostile, irritable, nervous, and afraid. The relationship between 

the perception of the change and these negative emotions can be mitigated or 

augmented by passion for work. This thesis has proven that OP will increase 

negative emotions. Overall, the higher the level of OP, the greater the level of 

influence the PUOC has on negative emotions.  

 

 

6.4 Limitations and Future Research 

 
 
 

My data was collected from five companies. The type of industry or company 

structure could influence the relationship between PUOC and the performance 

factors through NA as a mediator.  

 

The business cycle could be another factor that affected my research. When the 

economy is booming, supervisors tend to be satisfied with the performance of 

their employees, as they will be less worried about their job security and may 

receive greater monetary bonuses. In addition, the performance scores that they 

give can be more generous or they may be the same. Further investigation, which 

I plan to conduct in the future, is needed to clarify this issue.  
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Company size can also be a factor that influences PUOC. In a small company, 

strategies and company actions can be felt more easily than they can be in a large 

company. Therefore, company size can be an additional factor when perceived 

change is measured. Company size and company dummies could be control 

variables that I hope to control in future work.  

 

The market value of the company, gross domestic product, and other macro-

economic factors may also be included in future models, as they can improve the 

explanatory power of this research. It is reasonably anticipated that when the 

economy is flourishing, PUOC will influence AP and PP to a lesser extent. 

 

Incentive variables can also be added to the model. OP helps people internalize 

an activity with a pressure that drives the person towards their own goals. 

Incentive levels can effectively change one’s OP level, which consequently 

changes the level of negative emotions and, subsequently, job performance. 

 

Job performance can be measured by AP and PP. However, financial data, such 

as return on assets and profit margin, can provide a more holistic understanding 

of how company performance can be affected. In addition, they are more 

susceptible to business cycles and external factors, such as government fiscal and 

monetary policies. Overall, they are what managers and investors care most about. 

It may be necessary to establish a time series model with more data and different 

assumptions to capture the effect of PUOC to company performance as a whole. 

 

AP and PP were used in this study as dependent variables, which measure the 

impact of the perception of change in an organization. For future research 
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directions, an experiment could be conducted to measure the effectiveness of 

training workshops and mentor care programs mentioned in the managerial 

implications section. The degree of uncertainty and negative emotions can be 

measured, as I did, by distributing the survey to employees, while performance 

can be measured in a similar way by supervisors. Then, certain incentive schemes 

can be implemented, such as pay-raises or awards that may change their negative 

emotions or hamper OP. After a certain period of time, the degree of uncertainty, 

negative emotions, and performance can be assessed. Whether or not such 

incentive schemes are useful to increase company performance can then be 

determined. In addition, panel data can be modelled with time series models, if 

applicable.  

 

Passion is an intriguing construct or factor to investigate. Stallard (2019) 

discussed how to ignite passion, and thus improve creativity and productivity in 

a team setting. Job performance is highly correlated to productivity and creativity, 

depending on the nature of the job and position. Therefore, they could be 

important variables if one aims to obtain a complete understanding of the 

moderation effect by passion. The development of passion can be studied using 

the set of surveys. Although the data collection can be labor-intensive, it could be 

possible to observe or monitor the progress of OP and HP within a single 

participant. One of the challenges can be external factors that disturbed the 

accuracy of the measurement. It may be necessary to obtain sufficient data to 

eliminate individual effects. Based on the obtained data, a fixed effects or random 

effects model could be used to identify the relationship between the change in 

policy and the level of passion development.  
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Houlfort et al. (2014) investigated the conceptual position of passion for work as 

a predictor of organizational outcomes by testing whether the effect of passion 

for work was independent of those motivations. Their variables can be used as 

moderators to further expand my results. By adding depression, intention to quit, 

tenure, weekly hours worked, and work satisfaction, how perseverant a person is 

towards his or her job can be determined, which may or may not strengthen the 

relationship between PUOC and NA.  

 

Martin (1981) investigated, with Price and Muceller, how job performance 

affected turnover rate. They examined the relationship between the withdrawal 

rate of registered nurses and their performance as evaluated by their supervisors. 

To further highlight the importance of my research, how turnover rate is affected 

by passion may be studied. By using the same method as I did for PP and AP, the 

moderated mediation effect of NA, as well as HP and OP, could be elucidated. 

 

 

6.5 Conclusion 
 
 

Due to rapid global challenges, particularly during the COVID-19 pandemic, 

employees’ performance has been highly affected by perceived uncertainty. As a 

consequence, the competitiveness and productivity of firms has been and may 

continue to be undermined. A theory framework was developed to test the 

relationship between Perceived Uncertainty in Organizational Change, Proactive 

Performance, and Adaptive Performance through Negative Affect as a mediator, 

as well as Harmonious Passion and Obsessive Passion as moderators. A 

descriptive statistics analysis was first performed to obtain summary statistics, 
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such as a correlation matrix. Then, a confirmatory factor analysis and Cronbach’s 

alpha were used to test the validity of the variables and construct. With 

hierarchical linear modelling, the theoretical framework was examined. 

 

From the hierarchical linear modelling, this study successfully made 

contributions to the literature and filled the identified research gaps: (1) PUOC 

was found to be significantly positively correlated to PP/AP; (2) the extent that 

NA acts as a mediator between PUOC and AP/PP was established and the Sobel 

test proved that NA is a mediator between PUOC and AP/PP with high statistical 

significance; and (3) individual differences in work passion as a condition to 

uncertainty could be better developed. It was also found that OP exerts a 

significant positive mediation effect of NA, while HP does not mitigate the effect 

of the relationship between PUOC and the performance factors.  
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Appendix A: Survey for Employee 

 
This is the survey distributed to employees 

 

Dear Sir/Madam, 

 

This is an academic research project about organizational change, which is 

closely related to your working environment. I cordially invite you to participate 

in this questionnaire survey. 

 

This is a 2-phase study and you are currently in Phase 2.  Kindly spend about 5-

10 minutes to respond to the questions according to your immediate judgment.  

Please understand that this academic study has no predetermined opinion or 

position in the questionnaire.   

 

All data collection in this survey will be treated strictly CONFIDENTIAL by 

the research team and will be solely used for academic purposes.  All analyses 

will be based on the overall data instead of individual data.  The data you provide 

will be combined with the responses from other participants in the survey.  

 

Should you have questions at any time about this survey, you may contact the 

researcher Ivy Kwai at 16446798@life.hkbu.edu.hk.  If you feel your rights as a 

participant in this research have been violated during the course of this project, 

you may contact the Research Ethics Committee by email at 

hkbu_rec@hkbu.edu.hk , or by mail to Graduate School, Hong Kong Baptist 

University, Kowloon, Hong Kong.   

 

mailto:16446798@life.hkbu.edu.hk
mailto:hkbu_rec@hkbu.edu.hk
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Your participation in this study is entirely voluntary. You may decline to 

participate.  This letter also serves as a consent-to-participate form. By 

completing the survey means you have read and understood the above terms and 

agree to participate in the study.  Please complete the survey on or before 20 Dec 

2021.  I greatly appreciate your assistance.  A HK$50 Cash Coupon will be sent 

to you after your successful return of the completed 2-phase questionnaires in Q4 

2021.   

 

Best Regards, 

Ivy Kwai 

DBA candidate, Hong Kong Baptist University 
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Part 1    Questionnaires  

 

You participate in DBA evaluation study.  Please express your viewpoints based on your situation, behavior and feelings by 

circling the numbers in Part 1 as to the extent to which you agree or disagree to each statement on the left column.  Please 

tick (√) or answer the questions in Part 2 at the corresponding box. (e.g., Work email address). 

 

A. According to your own experience, what is the best to describe the changes that occurred in your work currently.   

B.  
 Please circle the numbers that best fits your feeling most 

in the right column. 

  
Strongly  

Disagree 
Disagree 

Somewhat 

Disagree 

Somewhat 

Agree 
Agree 

Strongly  

Agree 

Frequent 

change (FC) 

1. Change frequently occurs in my unit. 
1 2 3 4 5 6 

2. It is difficult to identify when changes start and end. 
1 2 3 4 5 6 
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3. It feels like change is always happening. 
1 2 3 4 5 6 

Uncertainty 

change (UC) 

4. My work environment is changing in an unpredictable manner. 
1 2 3 4 5 6 

5. I am often uncertain about how to respond to change. 
1 2 3 4 5 6 

6. I am often unsure about the effect the change on my work 

unit. 
1 2 3 4 5 6 

7. I am often unsure how severe the change will affect my work 

unit. 
1 2 3 4 5 6 
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 Please circle the numbers that the best describes your feeling 

most in the right column. 

 

 

  

Not at all Slightly Moderately Much  
A great 

deal 

Planned change 

(PC) 

1. Change has involved prior preparation and planning by my manager 

or unit. 
1 2 3 4 5 

2. Change has been the result of a deliberate decision to change by my 

manager/unit. 
1 2 3 4 5 

3. Change has occurred due to new goals developed by my manager or 

unit 
1 2 3 4 5 

Transformation 

Change (TC) 

4. To what extent have you experienced the organization/work 

environment large-scale change which significantly alter your unit’s 

goals. 
 

1 2 3 4 5 

5. To what extent have you experienced the organization/work 

environment changes that affect your work unit’s structure. 
1 2 3 4 5 

6. To what extent have you experienced the organization/work 

environment changes to the values of your work unit. 
 

1 2 3 4 5 
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B. Please think about your work “that was very dear to your heart”.  Please complete the items while referring to 

your work.  

 
 Please circle the numbers that the best describes your feeling most in 

the right column. 

  

Do not 

agree at 

all 

Disagree 
Somewhat 

Disagree 
Neutral 

Somewhat 

Agree 
Agree 

complete

ly 

Agree 

Harmonio

us passion 

for work 

(HP) 

1. Your work allows you to gain a variety of experiences. 
 

1 2 3 4 5 6 7 

2. The new things that you discover with your work allow you to appreciate your 

work even more. 
 

1 2 3 4 5 6 7 

3. Your work allows you to have memorable experiences. 
 

1 2 3 4 5 6 7 

4. Your work reflects the life qualities that you like about yourself. 

 
1 2 3 4 5 6 7 

5. Your work is in harmony with the other works in your life. 
 

1 2 3 4 5 6 7 

6. For you, it is a passion that you manage to control. 
 

1 2 3 4 5 6 7 

7. You are completely taken with/devote in your work. 

 
 

1 2 3 4 5 6 7 
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Obsession 

passion 

for work 

(OP) 

8. You cannot live without your work. 

 
 

1 2 3 4 5 6 7 

9. The urge is so strong; you can't help doing your work. 
 

1 2 3 4 5 6 7 

10. You have difficulty imaging your life without work. 
 

1 2 3 4 5 6 7 

11. You have emotionally dependent on your work. 
 

1 2 3 4 5 6 7 

12. You have a tough time controlling yourself to do your work. 

 
1 2 3 4 5 6 7 

13. You have almost an obsessed with your work. 
 

1 2 3 4 5 6 7 

14. Your mood depends on you are able to do your work. 
 

1 2 3 4 5 6 7 



 

 
 

 

133 
 

 

      C. Please rate the extent to which you had experienced each mood 

states, feelings and emotions recently.   

 

This scale consists of a number of 

words that describe different feelings 

and emotions recently.  Read each 

item and then circle the appropriate 

answer in each question. 
 
 

Very Slightly 

or not at all 
A little Moderately Quite a bit Extremely 

Interested 1 2 3 4 5 

Distressed 1 2 3 4 5 

Excited 1 2 3 4 5 

Upset 1 2 3 4 5 

Guilty 1 2 3 4 5 

Strong 1 2 3 4 5 

Scared 1 2 3 4 5 

Hostile 1 2 3 4 5 

Enthusiastic 1 2 3 4 5 

Proud 1 2 3 4 5 

Irritable 1 2 3 4 5 

Alert 1 2 3 4 5 

Ashamed 1 2 3 4 5 

Inspired 1 2 3 4 5 

Nervous 1 2 3 4 5 
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Determined 1 2 3 4 5 

Attentive 1 2 3 4 5 

Jittery 1 2 3 4 5 

Active 1 2 3          4 5 

Afraid 1 2 3 4 5 

 

 

 D. How often you had carried out the behavior/performance recently? 

 

Please circle the numbers that the 

best describes recently in the right 

column. 

  

Very Little Little Somewhat Much A great deal 

1. Adapted well to changes in core tasks 1 2 3 4 5 

2. Coped with changes to the way you 

have to do your core tasks. 
1 2 3 4 5 

3. Learned new skills to help you adapt 

to changes in your core tasks. 
1 2 3 4 5 

 

Please circle the numbers that the best 

describes recently in the right column.  
Very Little Little Somewhat Much A great deal 

1. Initiated better ways of doing your core 

tasks. 
1 2 3 4 5 

2. Come up with ideas to improve the way 

in which your core tasks are done. 
1 2 3 4 5 

3. Made changes to the way your core tasks 

are done. 
1 2 3 4 5 
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Please circle the numbers that the best 

describes recently in the right column.  Very Little Little Somewhat Much 
A great 

deal 

1. Carried out the core parts of your job 

well 
1 2 3 4 5 

2. Completed your core tasks well using the 

standard procedures 1 2 3 4 5 

3. Ensured your tasks were completed 

properly 
1 2 3 4 5 

 

 

E. How well do the following statements describe your personality? 

 

Please circle a number to indicate the 

extent to which you agree or disagree 

with that statement.  
 

 

I see Myself as someone who... 

Disagree 

strongly 

Disagree a 

little 

Neither agree 

nor disagree 
Agree a little 

Agree 

strongly 

…is reserved 
1 2 3 4 5 

…is generally trusting 
1 2 3 4 5 

…tends to be lazy 
1 2 3 4 5 

…is relaxed, handles stress well 
1 2 3 4 5 
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…has few artistic interests 
1 2 3 4 5 

…is outgoing, sociable 
1 2 3 4 5 

…tends to find fault with others 
1 2 3 4 5 

…does a thorough job 
1 2 3 4 5 

…gets nervous easily 
1 2 3 4 5 

…has an active imagination 
1 2 3 4 5 

 

Part 2  

 

1. Your Gender is: 
 

□Male □Female  

2.  Your work email 
address: 

 
____________________ 
 

3. Your Age is: 
 

□<=30 □31-35 □36-40  
□41-45 □46-50  
□51-55 □56-60 □>=61 
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4. Your highest education 
level is: 

 

□Form 5/ Form 7 □Diploma 
□Bachelor Degree  
□Master Degree □Doctoral 
Degree  

5. Your current job duty is:  
 

□ Sales  

□ Marketing  
□ Supply Chain  
□ Finance  
□ Human Resources  
□ Administration  
□ Information Technology (IT)  
□ Legal  

□ Customer Service  

□ Engineering  
□ Research & Development 
(R&D)  
□ Others: _____________  
 
 

6. Your total tenure with 
your current Employer is:  

 

______ Months (please fill 

in a number) 

 

7. Your total tenure in your 
current Position is:  

 

______ Months (please fill 

in a number)  
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8. Your total tenure with 
your current Supervisor 
is:  

 

______ Months (please fill 

in a number)  

 

 

~~~~~~~~ Thank you for your kind completion, please return~~~~~~~~~~  
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Appendix B: Survey for supervisors  

 
This is the survey distributed to supervisors 

 

Dear Managers, 

 

This is an academic research project about organizational change, which is 

closely related to your working environment.  I cordially invite you to participate 

in this questionnaire survey.   

 

This is a 2-phase study and you are currently in Phase 2.  Kindly spend about 5-

10 minutes to respond to the questions according to your immediate judgment.  

Please understand that this academic study has no predetermined opinion or 

position in the questionnaire.   

 

All data collection in this survey will be treated strictly CONFIDENTIAL by 

the research team and will be solely used for academic purposes.  All analyses 

will be based on the overall data instead of individual data. The data you provide 

will be combined with the responses from other participants in the survey. 

  

Should you have questions at any time about this survey, you may contact the 

researcher Ivy Kwai at 16446798@life.hkbu.edu.hk.  If you feel your rights as a 

participant in this research have been violated during the course of this project, 

you may contact the Research Ethics Committee by email at 

hkbu_rec@hkbu.edu.hk , or by mail to Graduate School, Hong Kong Baptist 

University, Kowloon, Hong Kong.   

 

mailto:16446798@life.hkbu.edu.hk
mailto:hkbu_rec@hkbu.edu.hk
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Your participation in this study is entirely voluntary. You may decline to 

participate.  This letter also serves as a consent-to-participate form. By 

completing the survey means you have read and understood the above terms and 

agree to participate in the study.  Please complete the survey on or before 20 Dec 

2021.  I greatly appreciate your assistance.  A HK$50 Cash Coupon will be sent 

to you after your successful return of the completed 2-phase questionnaires in Q4 

2021.   

 

 

Best Regards, 

Ivy Kwai 

DBA candidate, Hong Kong Baptist University 
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Part 1    Questionnaires 

  

You are a Supervisor (Senior Manager/Manager/General manager) in supervising 

your subordinates on behalf of your organization.  Please appraise their 

performance and give your rating to the individual employee under your 

supervision, and express your viewpoints by circle the number in Part 1 to 

indicate the extent to which you agree or disagree to each statement on the left 

column.  Please tick (√) or answer the questions in Part 2 at the corresponding 

box. (e.g., work email address)  

 

How often this employee had carried out the behavior/performance recently? 

 

Please circle the numbers that the best 

describes recently in the right column.  

Very Little Little Somewhat Much A great deal 

1.This employee adapted well to changes in 

core tasks 
1 2 3 4 5 

2. Coped with changes to the way this 

employee has to do his/her core tasks. 
1 2 3 4 5 

3. Learned new skills to help him/her adapt 

to changes in his/her core tasks. 
1 2 3 4 5 

 

 

Please circle the numbers that the best 

describes recently in the right column. 

 

 
 

Very Little Little Somewhat Much A great deal 

1. This employee Initiated better ways of 

doing his/her core tasks. 
1 2 3 4 5 
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Part 2  

1. Your Gender is: 
 

□Male □Female  
 
 

2. The work email 
address of the 
employee you are 
evaluating in this 
questionnaire: 

 

 
 
_______________________ 

2. This employee comes up with ideas to 

improve the way in which his/her core tasks 

are done. 

1 2 3 4 5 

3. This employee made changes to the way 

his/her core tasks are done. 
 

1 2 3 4 5 

Please circle the numbers that the best 

describes recently in the right column.  
Very Little Little Somewhat Much A great deal 

1. This employee carried out the core parts 

of his/her job well 
1 2 3 4 5 

2. This employee completed his/her core 

tasks well using the standard procedures 
1 2 3 4 5 

3. This employee ensured his/her tasks 

were completed properly 1 2 3 4 5 
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3. Your work email 
address: 

 
_______________________ 

4. Your Age is: 
 

□<=30 □31-35 □36-40  
□41-45 □46-50  
□51-55 □56-60 □>=61 

 
5. Your highest education 

level is: 
 

□Form 5/ Form 7 □Diploma 
□Bachelor Degree  
□Master Degree □Doctoral 
Degree  

6. Your current job duty 
is:  

 

□ Sales  

□ Marketing  
□ Supply Chain  
□ Finance  
□ Human Resources  
□ Administration  
□ Information Technology (IT)  
□ Legal  

□ Customer Service  

□ Engineering  
□ Research & Development 
(R&D)  
□ General Management  
□ Others: __________  
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7. Your total tenure with 
your current Employer 
is:  

 

______ Months (please fill 

in a number) 

 

8. Your total tenure in 
your current Position 
is:  

 

______ Months (please fill 

in a number)  

 

9. Your total tenure with 
the Employee, you are 
evaluating is:  

 

______ Months (please fill 

in a number)  

 

 

~~~~~~~~~~ Thank you for your kind completion, please return~~~~~~~~~  
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Appendix C: Frequency tables for 

employees and supervisors  
 

In this Appendix, I supplement the figure 1.1 and 1.2 with frequency tables of age &gender for 

employees and supervisors. 

 Frequency Table of Age & Gender for Employee 

 

 

 

 

 

 

 

Frequency Table of Age & Gender for Supervisor 

 

 

 

 

 

 

 

Employee  Male  Female  Total Percentage 

Under 30 19 27 46 24.3% 

31-35 16 17 33 17.5% 

36-40 12 20 32 16.9% 

41-45 18 16 34 18.0% 

46-50 13 7 20 10.6% 

51-55 16 0 16 8.5% 

56-60 7 1 8 4.2% 

60 or over 0 0 0 0.0% 

Total 101 88 189 100% 

Supervisor  Male Female Total Percentage 

Under 30 0 0 0 0.0% 

31-35 3 3 6 3.2% 

36-40 12 11 23 12.2% 

41-45 32 33 65 34.4% 

46-50 24 17 41 21.7% 

51-55 24 5 29 15.3% 

56-60 11 10 21 11.1% 

60 or over 4 0 4 2.1% 

Total 110 79 189 100% 
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Appendix D: Reliability, Convergence and 

Discriminant Validity 
 

 

In this appendix, I will provide an alternative to test reliability, convergence and discriminant 

validity. Although Cronbach’s Alpha is commonly used in the literature, researchers also use 

Composite Reliability, Average Variance Extracted and Heterotrait-monotrait ratio of 

correlations to test reliability, convergence and discriminant validity. 

 

Reliability  

For reliability test, we will make use of Cronbach alpha to measure the internal consistency of 

my questions. Composite Reliability (CR) and Average Variance Extracted (AVE) were 

computed.   

Composite Reliability and Average Variance Extracted 

  

A composite reliability of 0.7 or above is recommended by Hair, 1997 and 0.6 is recommended 

by Fornell and Lacker, 1981. Compared to the benchmark score, my model parameters are of 

Latent factors  Composite Reliability (CR)  Average Variance Extracted (AVE) 

Perceived uncertainty of change  0.859 0.685 

Negative Affect  0.852   0.593 

Obsession Passion  0.730 0.499 

Harmonious Passion  0.656 0.490 

Proactivity Performance  0.925 0.810 

Adaptivity Performance  0.866  0.690 
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acceptable reliability. On the other hand, 0.685 score of Average Variance Extracted meant 

68.5% of the variation can be explained by the indicative questions.  Equation 1 and 2 shows 

how we can obtain Variance Extracted or Average Variance Extracted (AV) and Composite 

Reliability (CR). 

                (1) 

                                                                                    (2) 

Where L is the standardized loading of indicative questions, ε is the error term of the questions. 

Convergent Validity  

For validity tests, we have convergent validity and discriminant validity. Convergent validity 

measures whether the indicators or measurement questions can share a high proportion of 

variance in common. While reliability is an indicator of convergent validity, Mean Square 

Variance (MSV) is also an indicator, combined with the AVE used. 

Maximum Shared Variance (MSV) 

 

 

 

 

 

Latent factors  Maximum Squared Variance (MSV) 

Perceived uncertainty of change  0.314 

Negative Affect  0.181   

Obsession Passion  0.362 

Harmonious Passion  0.124 

Proactivity Performance  0.075 

Adaptivity Performance  0.562 
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MVS of a construct is the largest square of the correlation between the construct and other 

constructs. Fornell and Lacker (1981) recommended composite reliability should be great than 

Average Variance Extracted which cannot be lower than 0.5 and all factor loadings should be 

greater than 0.5, which is shown in the table above.  

Discriminant Validity  

The discriminant validity measures the constructs can be measured in a way that distinct 

variance is captured by its latent factor no other factors. Fornell and Lacker, 1981 suggested 

that If Average Variance Extracted is greater Mean Square Variance, the discriminant validity 

is acceptable for latent variables. From the table above we can see the AVE of all latent factors 

are greater than those MSV.  

Heterotrait-monotrait ratio of correlations 

 

Heterotrait-monotrait ratio of correlations (HTMT) is suggested to be smaller than 0.9 in order 

to prove discriminant validity is acceptable. In table 8, we can see that all the ratios for my 

latent variables are smaller than 0.9.  

 Latent Variables 1 2 3 4 5 6 

1.Perceived uncertainty of change (T1) /           

2.Negative Affect (T1) 0.485 / 
   

  

3.Obsession Passion (T1) 0.8 0.423 / 
  

  

4.Harmonious Passion (T2) 0.244 0.149 0.434 / 
 

  

5.Proactivity Performance (T2) 0.182 0.033 0.228 0.193 /   

6. Adaptivity Performance (T2) 0.607 0.422 0.738 0.162 0.346 / 
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Appendix E: Mediation Effect 

 
In this Appendix, I strived to break down the mediation effect into 5 categories: Full mediation, 

Direct relationship, Partial mediation, Indirect relationship and no relationship. I first examined 

two figures below involving the independent variable(X) and dependent variable(Y) excluding 

mediation effect and including mediation effect. 

 

 

 

 

Fig 5. X and Y relationship (excluding Mediation Effect) 

In the above figure, the relationship between X and Y variables can be shown with the 

parameter c’, which will be used in the following analysis. 

 

 

 

 

 

 

 
X variable  Y variable 

C’ 

X variable  Y variable 
C’ 
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Fig 6. X and Y relationship (Including Mediation Effect) 

 

the relationship between X and Y variables can be shown in two paths, with c (direct effect) 

and a & b (indirect effect).  

 

 

 

 

 

 

 

 

 

 
c 

 Mediator  

X variable  Y variable 

a 
b 

c 

 Mediator  

X variable  Y variable 

a 
b 
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Fig 7. Hierarchy of Mediation Relationship 

 

 

 

 

 

 

 

 

 

 

P≥0.05 P<0.05 

P≥0.05 

P≥0.05 

P≥0.05 

For c 

a & b  a & b  

    C’ 

Direct 
Relationship 

Full 
Mediation  

Partial 
Mediation 

Indirect 
Relationship 

No 
Relationship 

P<0.05 

P<0.05 P<0.05 

P≥0.05 P<0.05 

P≥0.05 

P≥0.05 

P≥0.05 

For c 

a & b  a & b  

    C’ 

Direct 

Relationship 

Full 

Mediation  Partial 

Mediation 

Indirect 

Relationship 
No 

Relationship 

P<0.05 

P<0.05 P<0.05 



 

 
 

 

152 
 

In the above table, I can first determine if c, direct relationship between X and Y, is significant. 

If it is not significant and a&b, indirect relationship between X and Y through mediator, is 

significant, that is a indirect relationship. If a&b is not significant, there is no relationship 

between X and Y. On the other hand, if c’ is significant and a&b are insignificant, that is a 

direct relationship between X and Y. If c’ is significant and a&b is significant, I have to 

determine if c’, total effect between X and Y, is significant. If c’ is significant, I call it partial 

mediation and if c’ is insignificant, I call it full mediation.  

  

 

Mediation Effect of Negative Affect 

  

 Total effect (c’) Indirect effect (a&b) Direct effect (c) Result 

Proactive Performance  Significant & 

Negative 

Significant & 

Negative  

Significant & 

Negative  

Partial Mediation  

Adaptive Performance  Insignificant 

 

Significant & 

Negative 

insignificant  Indirect 

Relationship 
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Appendix F: Intercorrelation Coefficient 

 
I then make use of the Intercorrelation coefficient (ICC) which is the indicator to 

show how strong the variance can be attributable to the dyads, ICC (1), or the 

difference between dyads, ICC (2) of testing whether choosing a supervisor or 

employee rated scores as my dependent variables will affect the result. The ICC 

(1) for Adaptive performance and Proactive performance are 0.04 and 0.03 and 

the ICC (2) are 0.23 and 0.27 respectively. My group design effect is calculated 

by the formula design effect = 1 + (K-1) ICC (1) = 1 + (6 - 1) ICC (1) = 1.15, 

which was below than 2. I can assure that the concern of the class will not cause 

substantial harm to my findings. 
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Appendix G: Cronbach’s Alpha for Control 

Variables of Big Five Items   

 
I can see Cronbach’s Alpha is higher than 0.6, meaning the control variable 

constructs are of high reliability.  

 

 

 

 

 

Cronbach’s Alpha for Big Five Items 

 

 

 

  

Latent Factors  Cronbach Alpha 

Extraversion .78 

Agreeableness .64 

Conscientiousness .70 

Neuroticism .81 

Openness .76 
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