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Abstract 

Kin Andersson (2015): Proactivity at work. Örebro Studies in Psychology 32. 

Proactive behaviour implies taking initiative and mastering unexpected 
situations, and hence, is desirable in different situations. The present thesis 
includes three empirical studies intended to understand the consequences 
of proactive behaviour, as well as the factors that contribute to proactive 
behaviour at work and when facing unemployment. More specifically, 
whether job design, as measured by objective work task analysis, provides 
conditions conducive to proactivity in the workplace and when facing un-
employment. The results of proactive behaviour during unemployment 
were also of interest. Study I focused on the influence of job design on 
individuals’ personal initiative and confidence in their ability when facing 
unemployment. Participants were employees at a downsizing Swedish as-
sembly plant. Confidence in one’s ability mediated the relationship be-
tween job design and personal initiative, and personal initiative affected 
job search behaviour when advised to be dismissed. Study II, a longitudi-
nal exploration, focused on the predictors of re-employment in the same 
group as in Study I. Men were more than nine times as likely as women 
to obtain jobs within 15 months. Individuals without children were more 
than seven times as likely as those with children to find work within 15 
months. The desire to change occupation and willingness to relocate also 
increased the probability of being re-employed, whereas anonymous-pas-
sive job-search behaviour and work-related self-efficacy actually de-
creased the probability of re-employment. The number of job applications 
did not impact later re-employment. Study III analysed job design as a 
predictor of group initiative and self-organisational activities in semiau-
tonomous industrial work groups. An input-process-output model 
showed that group processes such as reflexivity mediated the impact of 
job design on proactivity in work groups. Taken together, these studies 
suggest that work task analysis a useful tool, since it provides access to 
information that cannot be obtained with self-report measures. Job design 
indirectly affected proactivity both in the face of unemployment, and in 
industrial work groups. Further, it is worthwhile to continue identifying 
the antecedents and consequences of proactivity, as this seems to be an 
important factor regarding work and unemployment. 

Keywords: Job design, work task analysis, proactivity, unemployment, attitudes, 
personal initiative, job-search behaviour, group initiative, group processes  
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Introduction 
The demands of today’s work life are, in many ways, very different from 
those of 20–30 years ago. Globalisation, technological developments, and 
increased information rate and volume force employees to be more proac-
tive, initiative-taking, and flexible (Näswall, Hellgren, & Sverke, 2008; Van 
den Broeck, Vansteenkiste, Lens, & De Witte, 2010). This applies at work, 
when faced with the threat of being laid off, and when actually being dis-
missed.  

Being active rather than reactive at work may affect both the nature and 
content of work, as well as future employability (Fay & Frese, 2001; Frese 
& Fay, 2001). Proactivity allows individuals to address potential problems 
before they occur, as opposed to being reactive and ‘saving’ situations when 
they are already in effect. 

As adults, we spend a considerable part of our waking hours at work. 
What we encounter at work affects both our health and well-being, and our 
learning and development. To be motivated to carry out our tasks in the 
best way possible is also important, both from an individual and organisa-
tional perspective. The majority of work life research has been based on 
individual’s perceptions or experiences of specific situations. Using ques-
tionnaires and self-reports allows for fast, and therefore cost-effective, col-
lection of data. However, because analyses are based on individual’s sub-
jective judgements, the solutions are often proposed at the individual level. 
In contrast, German work and organisational psychology has a long tradi-
tion of studying job design, i.e., the contribution of work characteristics to 
efficient and humanised work, focusing on the core of actions of work 
(Hacker, 2003). The focus is on analysing organisations and work itself to 
provide a more objective view. This approach also provides information 
about how working conditions can and should be adapted for more healthy 
and stimulating work. Healthy and motivated employees are also more pro-
ductive and innovative (Parker, 2014).  

Proactivity, as well as flexibility and motivation, are qualities often de-
manded in job adverts. Consequences of proactivity have been quite thor-
oughly examined (see for example, Mihail, 2008; Parker, Bindl, & Strauss, 
2010; Saks, Gruman, & Cooper-Thomas, 2011). But questions remain re-
garding what contributes to proactivity. 

This thesis is an extension of previous research on the link between job 
design and personal initiative. Earlier studies have focused on single work 
characteristics, e.g., complexity and autonomy (Frese, Fay, Hilburger, Lang, 
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& Tag, 1997), linked to initiative at work. In Study I we focus on the com-
plete set of work characteristics related to initiative at work and when facing 
the threat of unemployment. Most earlier studies have studied initiative only 
in the work context (Fay & Frese, 2001; Fay & Kamps, 2006; Frese, 2001). 
In Study II, I focus on the relationship between self-reported personal initi-
ative and attitudes related to re-employment after job loss. Earlier studies 
have studied initiative at the individual level (Fay & Frese, 2001; Fay & 
Kamps, 2006; Frese, 2001; Hacker, 1985). In Study III, the focus is ex-
tended to work characteristics related to initiative at the group level.  

General aim  
Proactive behaviour implies taking the initiative, and mastering unexpected 
situations, upcoming problems, and new tasks. Therefore, proactive behav-
iour in form of, for example, personal initiative (Fay & Frese, 2001; Frese 
et al., 1997) is desirable and positive in numerous different situations. The 
general aim of this thesis is to gain an understanding of the factors that 
contribute to proactive behaviour at work and when facing unemployment, 
as well as the consequences of proactive behaviour. More specifically, this 
thesis explores whether job design as measured by objective work task anal-
ysis, provides conditions conducive to proactivity among individuals and 
groups in the workplace, and how person-related variables and attitudes 
relate to proactive behaviour when people face unemployment. The results 
of proactive behaviour during unemployment are of additional interest 

Given that job experiences not only affect behaviour at work, but also in 
other circumstances, there exist studies focusing on the impact of job design 
on, for example, initiative when people are at risk of becoming unemployed.  

Work and proactivity in organised group labour requires that individuals 
communicate internal cognitive and behavioural processes. Therefore, the 
impact of job design on group processes such as reflexivity, cooperation, 
and social support are of interest when studying proactivity in groups.  

 
The general aim was examined in three empirical studies:  
Study I  The first study focused on the impact of job design, captured 

by objective work task analysis, on proactive behaviour in 
the forms of personal initiative, and job search behaviour 
during notice of redundancy. 
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Study II  Study II is a longitudinal study that addressed the question 
of how attitudes, personal initiative, self-efficacy, job search 
behaviour, and demographic variables affect the chance of 
becoming re-employed, 15 months after dismissal.  

Study III  Study III investigated job design as a predictor of initiative 
at the group level and self-organisational activities in work 
groups.  

Proactivity in a work context 
Parker et al. (2010) claimed that ‘Being proactive is about making things 
happen, anticipating and preventing problems, and seizing opportunities’ 
(Parker et al., 2010, p. 827). Proactive behaviour can be defined as ‘taking 
initiative in improving current circumstances or creating new ones; it in-
volves challenging the status quo rather than passively adapting to present 
conditions’ (Crant, 2000, p. 436). The concept is similar to, or overlapping 
with, other constructs such as personal initiative (Frese et al., 1997; Frese, 
Kring, Soose, & Zempel, 1996), taking charge (Morrison & Phelps, 1999), 
and proactive personality (Bateman & Crant, 1993; Parker et al., 2010) to 
name a few. See Tornau and Frese (2013) for a meta-analysis on proactivity 
concepts.  

Personal initiative is conceptualized as behaviours exhibited by people 
who are proactive, self-starting, and persistent (Fay & Frese, 2001; Frese et 
al., 1997; Frese et al., 1996). Self-organisation in teams can be linked to 
proactive behaviour, and the concept of group initiative has evolved from 
measures of personal initiative (Brav, Andersson, & Lantz, 2009).   

Initiative in individuals and groups is beneficial not only for the individ-
ual or the group, but also for the organisation promoting it (Balluerka, 
Gorostiaga, & Ulacia, 2014). A work design that allows and encourages 
staff to be proactive can lead to changes in work characteristics over time 
(Frese, Garst, & Fay, 2007; Li, Fay, Frese, Harms, & Gao, 2014). 

Regarding proactivity during unemployment, job search behaviour can 
be more or less proactive (Meyers & Houssemand, 2010). One can distin-
guish formal and informal job search sources (Mau & Kopischke, 2001; 
Saks & Ashforth, 2000), and active or passive job search behaviours 
(Andersson, 2015; Fugate, Kinicki, & Ashforth, 2004). Different job-search 
strategies are discussed in more detail below. 
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Personal and group initiative  
In this thesis proactivity is captured through the concept of personal initia-
tive, which according to Fay and Frese (2001) is theoretically the same as 
proactivity. The construct of personal initiative pertains to active effort 
(Hacker, 1985) and is seen as ‘a behavioural syndrome, characterised by the 
individual’s taking an active and self-starting approach to work, and going 
beyond what is formally required in a given job’ (Frese & Zapf, 1994). The 
concept of personal initiative was first used to compare employees’ initiative 
in the former East and West Germany after the country was reunited (Frese 
et al., 1996). Western managers operating in the East complained about the 
lack of initiative shown by Eastern employees (Frese, 2001). 

Personal initiative has been found to be of value in a number of areas, 
mainly in the fields of work or education. People with high levels of personal 
initiative achieve better academic results (Fay & Frese, 2001), are more in-
novative (Balluerka et al., 2014), and entrepreneurial (Krauss, Frese, 
Friedrich, & Unger, 2005). Personal initiative has also been shown to be 
important for creativity and in fostering engagement in creative processes 
(Binnewies, Ohly, & Sonnentag, 2007). 

Group initiative and self-organizational activities 
Group initiative derives from the concept of personal initiative (Fay & 
Frese, 2001; Fay & Sonnentag, 2010) and can be designated as ‘a group’s 
proactive approach to work linked to work activities that go beyond the 
stipulated work in order to achieve meaningful change’(Brav et al., 2009) . 

Self-organisation is viewed as a general competency (see, Brav et al., 
2009) including proactive organisation, and self-starting behaviour in per-
forming duties. Similar concepts include autonomous work groups (Rolfsen 
& Johansen, 2014; Thorsrud & Emery, 1970), empowered teams (Brower, 
1995), and self-regulating teams (Antoni, 2005). When differentiating self-
managing or self-organised teams from ‘ordinary’ teams, the focus is often 
on the level of task performance and the group’s responsibilities (Rolfsen & 
Johansen, 2014). 

Self-organising activities, is a related behaviour that presupposes a re-
definition of the process of work through collective reflexivity and initiative 
(Brav et al., 2009; Engeström, 1999; Hacker, 2003; West & Farr, 1989). 
Self-organisational activities are guided by the task goal so that there is pre-
paredness to handle the unpredictable (Frese & Fay, 2001; Hacker, 1985). 
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Proactivity and job design  
A problem with analysing the psychosocial work environment via the sub-
jective opinions of individuals is that the solutions are also proposed at the 
individual level. It is of critical importance to also study the organisational 
structures and strategies that create good work conditions, with the objec-
tive of making structural improvements. 

The idea that we are influenced by how our environment is constituted is 
not new. Several theorists have questioned the behaviouristic view and its 
associated stimuli-response models as too simplistic. There exists compre-
hensive, published knowledge regarding the organisational context and its 
implications, primarily regarding health, but also with respect to learning 
opportunities and mental work load (see e. g. Levi et al., 2000; Parker, 
2014; Rau, 2004). A number of different perspectives have contributed to 
the understanding of the impact of work organisation, including sociotech-
nical systems, the job characteristics model, and action theory or action reg-
ulation theory (see, Torraco, 2010). 

Action regulation theory  
With roots in the culture-historical school, action regulation theory empha-
sises people’s cognitive capability, specifically that human behaviour is gov-
erned by plans and goals, and individuals can actively shape their environ-
ment (Frese et al., 2007; Hacker, 2003). Action regulation theory is a gen-
eral psychological, work, and organisational theory that forms a basis for 
human-centred work-design. The theory focuses on goals, hinders and de-
mands in work and work tasks (Frese & Zapf, 1994; Hacker, 2003). 
Hacker (1985) emphasises that human-centred job design should work to-
ward three parallel goals; enhancing efficiency (which is beneficial for both 
enterprises and employees), optimisation of psycho-physiological strain, 
and enhancement of physical and mental health, including personality de-
velopment due to the learning potential of the job.  

A central object of study is how human behaviour is regulated by plans, 
goals, and sub-goals, and how behaviour and reasoning interact. An action 
contains all steps from goal-setting and planning, through execution, to 
feedback regarding whether the goal has been achieved (Frese & Zapf, 
1994). That is, the relationship between the goals and the actions is regu-
lated by a feedback system, constantly comparing the state in each sequence 
with the goals, in order to make changes to reach the goal. Goal-setting 
implies that individuals or groups re-define the given task into a goal of 
their own (Engeström, 1999; Hacker, 2003). 
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According to action regulation theory, a task or at least a job should 
include a certain amount of different levels of mental regulation. That is, 
the process should consist not only of automated responses, but also 
knowledge-based, and intellectual processes. A work task with all regula-
tion levels is hierarchically complete. Frese and Zapf (1994) give an example 
of the four levels;  

At the lowest, sensorimotor level, regulation occurs with little subjective 
effort and consists of automatic movements that are organised without con-
scious attention. An example is using a hammer to drive a nail into a wall. 

The next level is called the level of flexible action patterns, and is synon-
ymous with schemata; ready-made actions available in memory, which must 
be adjusted to the given situation. An example is to respond to a given signal. 

The third level, the intellectual level of action regulation, is object-oriented 
and consists of complex analyses of situations and actions, e g., planning and 
problem solving.  

The heuristic level, added later by Semmer and Frese (Frese & Zapf, 
1994), is a metacognitive level, with generalised heuristics.  

A sequentially complete task implies that the work not only involves ex-
ecution of the task, but also planning, evaluation, and adjustment (Frese & 
Zapf, 1994). Thus, a complete task or job should be both hierarchically and 
sequentially complete (Hacker, 1985, 2003) 

Research in work and organisational psychology makes a distinction be-
tween subjective and objective data collection methods. Instead of treating 
a working person’s perceptions or behaviour as study object and relying on 
self-reported data, activity theories focus the activity per se as the analysis 
object, using observations and sometimes interviews for data collection. 
This focuses on the actual process wherein the person interact with others 
and the surrounding world (Torraco, 2010). 

Job design and work task analysis 
The interest in the design and characteristics of jobs can be traced back to 
Taylor’s theory of scientific management at the beginning of the 20th cen-
tury (Taylor, 1911). Taylor focused on how work can be organised to be 
most effective and gain wealth, not only for the employer, but also for the 
employees (Carson, 2005). The most important finding of the Hawthorn 
studies in the early 1930s (Turner, 1933) was that human relationships are 
important for motivation and satisfaction among workers. In the late 1950s 
and early 1960s, Herzberg’s two-factor theory for job enrichment, and 
McGregor’s Theory X and Theory Y on management styles, were based on 
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the belief that people’s jobs are not merely a way to produce marketable 
products (Butterfield, Borgen, Amundson, & Maglio, 2005). Work is also 
an important way to satisfy human needs. Hertzberg’s data collection con-
sisted partly of asking workers to identify situations related to their jobs 
when they were feeling particularly good or bad (Carson, 2005). The critical 
incident technique (CIT), an interview and observation method focusing on 
the participant’s perspective and created by Flanagan (1954) has developed 
has developed over several stages and has a wider range of applications to-
day than it did initially. See Butterfield et al. (2005) for an overview. Some 
job diagnostic techniques, such as CIT, are not based on an underlying the-
ory of what causes behaviour. The Job Diagnostic Survey (JDS), created by 
Hackman & Oldham (1975, 1976) was developed to assess the potential of 
jobs to be motivating, and to meet the employee’s need to learn and grow. 
The JDS originates in theories of work motivation and collects survey data 
in terms of five core job characteristics.  

The idea that work should be beneficial both for the employer and the 
employees is also evident in action regulation theory. A number of instru-
ments for work task analysis, with theoretical roots in action regulation 
theory, have been developed in Germany, and some of the instruments have 
been translated into Swedish. VERA (In German: Verfahren zur Ermittlung 
von Regulationserfordernissen in der Arbeitstätigkeit) (Friedrich & 
Larsson, 1990, Volpert, Österreich, Gablenz-Kolokovic, & Resch, 1983) 
analyses the (cognitive) regulatory demands in industrial work, and RHIA 
(In German: Analyse Psychisher Belastung in der Arbeit) (Leitner, Volpert, 
Greiner, Weber, & Hennes, 1987) has been developed to analyse regulation 
obstacles (task-related mental psychological strain) in industrial work. TBS 
(In German: Tätigkeits-Bewertungsystem) is an instrument used for evalua-
tion of opportunities for personality enhancement in a job (Hacker, 
Iwanowa, & Richter, 1983). See Frese and Zapf (1994) for further descrip-
tion of instruments.  

REBA (Pohlant et al., 2007; Richter, Hemman, & Pohlant, 1999), the 
instrument used in Study I and Study III, is developed from the TBS and 
analyses five dimensions of job design that together meet the definition of a 
complete job (Richter et al., 1999). The dimensions are sequential and hier-
archical job completeness, cognitive demands, and demands on coopera-
tion, responsibility, and learning. See Methods and Appendix A for a more 
detailed description.   
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These instruments are aimed to be more objective, that is assessing the 
work task itself, unrelated to one specific individual’s perception, as op-
posed to subjective methods that are linked to individuals’ cognitive and 
emotional processes (Frese & Zapf, 1994). The objective instruments begin 
with detailed standardised observations. REBA and VERA were originally 
meant to capture industrial work characteristics. Some of the analytical in-
struments have been further developed; for example, REBA is currently used 
for analysing interactive jobs such as sales and marketing (Melzer, 2008). 
The use of REBA in Germany implies access to a database where the assess-
ment of different tasks can be compared with each other both as validation 
and to see results after interventions where particular work characteristics 
are changed (Richter et al., 1999).  

There is also an instrument based on the same theoretical tradition de-
veloped in Sweden. ARIA (ARbetsInnehållsAnalys, Swedish for work con-
tent analysis) (Waldenström, 2007, 2009) was developed from VERA and 
RHIA, and is described as having an ‘external’ perspective. The early Ger-
man instruments indicate that the work is assessed by observation of the 
actual work, regardless of who performs it. ARIA is used to examine the 
work from ‘an average’ person’s knowledge and experience (Waldenström, 
2007). The main difference is probably that ARIA consists of interviews 
about the work, and the earlier instruments are based on of observations of 
work tasks, completed with interviews when difficulties. This makes data 
collection with ARIA significantly less resource intensive, especially in terms 
of time and training.  

ARIA assesses the psychosocial work environment, focusing on goals, 
obstacles, and potentials in work. In ARIA, the method consists of initial 
interviews, instead of observations as in the instruments mentioned below.  

Instruments for objective and externally assessed work task analysis have 
been used to, for example, classify high or low strain in work (Rau, 2004), 
psychosocial work characteristics related to a diagnosis of depression and 
anxiety (Waldenström et al., 2008), social support and mental illness 
(Waldenström, 2010), and analysing whether jobs lead to personal devel-
opment (Rau, 2004). These instruments have also been used to compare 
externally assessed and self-reported data on job demand and control 
(Schuller, Roesler, & Rau, 2014; Waldenström & Härenstam, 2008). 
Waldenström and Härenstam (2008) found gender differences in the pat-
tern of discrepancy between externally assessed and self-reported data. For 
example in active jobs (cf. Karasek & Theorell, 1990) external assessment 
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has different directions for men and women, with women having less influ-
ence and more hindrances. 

The relationship between job design and other factors can be more com-
plex than direct cause and effect. As mentioned above, Speier and Frese 
(1997) found that job design, captured as control and complexity, affects 
personal initiative, with self-efficacy as a mediating variable. The relation-
ship between job design and personal initiative can also be reciprocal; work 
that is designed to provide scope for personal or group initiative also implies 
that work characteristics per se can be changed over time by proactive staff 
(Frese et al., 2007; Li et al., 2014). Work designed so that it provides con-
ditions for proactivity is a good start, but not sufficient for proactive behav-
iour. 

Prerequisites for proactivity 
Confidence in one’s own abilities, and the ability to master or learn is im-
portant in situations where proactivity is asked for.  

Self-Efficacy  
According to social-cognitive motivation theories, there are factors that in-
teract to determine whether a behaviour one is motivated to carry out actu-
ally takes place. These include the impact of different degrees of self-efficacy 
on behaviour, but also the impact of earlier experiences on specific and gen-
eral self-efficacy. General self-efficacy refers to a person’s belief in their own 
competence to cope with an extensive variety of challenges. Specific self-
efficacy is limited to a specific domain or a particular task (Luszczynska, 
Scholz, & Schwarzer, 2005). 

Social cognitive theories, such as Bandura’s theory of self-efficacy, de-
scribes the sources of this belief (Bandura, 1977, 1994). Self-efficacy beliefs 
are personal judgements of one’s capabilities to organise and execute actions 
that are required to attain designated types of performance (Bandura, 
1994). Belief in one’s abilities is one prerequisite for exercising control and 
initiative in a number of varying situations, from job-seeking activities 
(Nesdale & Pinter, 2000), to exercise (Strachan, Brawley, Spink, Sweet, & 
Perras, 2015), stressful life transitions (Jerusalem & Mittag, 1995), and cop-
ing strategies (Kokkinos, Panagopoulou, Tsolakidou, & Tzeliou, 2015). 
The higher someone’s self-rated efficacy regarding education fulfilment and 
occupation roles, the greater the range of career options that are considered 
(Bandura, 1995B). Raub and Liao (2012) found that proactive customer 
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service performance was positively related to general self-efficacy and initi-
ative climate in hotel frontline service employees.   

When facing the risk of becoming unemployed, there are more factors 
than self-efficacy that affect whether one is proactive or not. Based on the 
concept of self-efficacy, the concept of competence efficacy was created. 
This was intended to capture the individual’s views of their own compe-
tence, with focus on its value and applicability in places other than the cur-
rent workplace or sector (Lantz & Andersson, 2009). 

Group processes affecting proactivity 
Working in group-based organisations necessitates interactions with col-
leagues. Different types of group processes can mutually influence each 
other and impact, for example, the level of proactive group behaviour. 
Group processes can be labelled, such as based on whether they are instru-
mental or social in nature, and are often interrelated (see, Kozlowski & Bell, 
2003).  

Group behaviour differs from individual behaviour in that the iterative 
processes that are internal in the individual addressing motives, goals, and 
activities; (Hacker, 2003) are regulated by communication in groups 
(Gurtner, Tschan, Semmer, & Nägele, 2007). Team reflexivity is, according 
to (West, Hirst, Richter, & Shipton, 2004) ‘the extent to which team mem-
bers collectively reflect upon team’s objectives, strategies, and processes as 
well as their wider objectives, and adapt them accordingly’ (West et al., 
2004, p. 285). Reflexivity is assumed to enhance performance (Gurtner et 
al., 2007), and was found to be an important predictor of innovation in 
teams, especially in a demanding work environment (Schippers, West, & 
Dawson, 2015).  

Cooperation is an instrumental process that, together with a lack of so-
cial loafing, and successful communication about work task coordination, 
creates a well-structured and well-composed group (Kozlowski & Bell, 
2003). Groups that cooperate are more effective and can spend time in re-
flexivity and discussions (West et al., 2004). Lantz (2011) did not confirm 
a direct impact of cooperation on reflexivity, although interrelated group 
processes still are important. Cooperation and a friendly climate enhances 
possibilities for reflexivity. Mutual cooperation and autonomy seem to be 
important in fostering sustainable, self-managing teams (Rolfsen & 
Johansen, 2014).  

Social context and climate in groups are of interest since they may affect 
both reflexivity and initiative (De Dreu & West, 2001). Social support refers 
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to socio-emotional processes, such as informal interactions, and interper-
sonal understanding. Different forms of social support are given by group 
members that share and discuss upcoming problems and norms 
(Edmondson, 1999). Such social processes are essential for both reflexivity 
and learning processes. Instrumental and social processes are often interre-
lated. Cooperating fellow group members are perceived as more friendly 
and receive more respect for their efforts. In contrast, social loafers are un-
popular, because they do not observe the group’s social climate, which is 
supposed to be based on cooperation. According to Edmondson (1999) and 
West et al. (2004), a good climate allows members to criticise and challenge 
group issues and views. Psychological safety and trust enhances the chances 
for group reflexivity. Later findings have confirmed that cooperation and a 
friendly group climate improve reflexivity and also increase the motivation 
for self-organising activities (Lantz, 2011). Social support and personal ini-
tiative both have a strong relationship with work adjustment (Stroppa & 
Spieß, 2011).  

Proactivity and re-employment 
Structural and labour market changes force individuals and organisations 
to be proactive and prepared to meet new demands. From a psychological 
view, it is important to be proactive (i.e., initiative taking and mobile) in the 
labour market or within organisations (Näswall et al., 2008; Van den 
Broeck et al., 2010). Such an approach provides the individual with the op-
portunity to meet new situations, and face new job requirements that pro-
vide the possibility to not only earn a living, but also personal development, 
learning, and skills development. Being unemployed is often a stressful life 
event, leading to physical and mental symptoms such as psychological dis-
tress (McKee-Ryan, Song, Wanberg, & Kinicki, 2005; Paul & Moser, 
2009), depression, anxiety (Paul & Moser, 2009), and even suicide (Wan-
berg, 2012). Another stressful result of unemployment can be financial 
strain (Dahling, Melloy, & Thompson, 2013).  

Proactive job search behaviour  
Proactivity, as in personal initiative when at risk of getting unemployed, 
may involve starting to look for new jobs in the same or another sectors in 
the neighbourhood or in other parts of the country, or to plan and search 
for competence development in the present occupation or education in com-
pletely new occupational field. Earlier research defined proactive job search 
as an employee’s preventive actions to avoid unemployment, and active job 
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search when facing unemployment (see e.g., Kanfer & Hulin, 1985; 
Romaniuk & Snart, 2000). Preventive and proactive modes of action during 
unemployment imply readiness for change, and taking the initiative instead 
of being passive and reactive. Job search behaviour when at risk of being 
unemployed has been shown to be governed by norms, readiness for change, 
and attractiveness of mobility options (i.e., desirability, Ng, Sorensen, Eby, 
& Feldman, 2007). Research also emphasises the positive relationship be-
tween proactive personality and career initiative (Seibert, Kraimer, & 
Crant, 2001), and job search intensity (Zacher, 2013; Zacher & Bock, 
2014). Wanting more challenging work, a desire to meet career aspirations, 
and attitudes toward moving are other factors which impact individuals’ 
proactive behaviour (Ng et al., 2007).  

Proactive personality, education, and job-search self-efficacy are predic-
tors of proactive job-search behaviour among Italian job-centre users 
(Presti, 2014). Van Hooft, Born, Taris, and van der Flier (2005) found that 
family arrangements affected attitudes towards job search intentions, 
whereby those with families had weaker job search intentions. Whether pro-
active job search behaviour occurs can be explained by personal and social 
factors such as those mentioned above.  

Job-search behaviour and re-employment 
Being motivated to get a new job after having lost a job is intuitively related 
to conducting an intensive job search. Consequently, research interest in 
different job search behaviour (JSB) has been extensive. For a considerable 
period of time, job search research focused on quantitative aspects (i.e., job 
search intensity/effort, Wanberg, Kanfer, & Banas, 2000), and did not dis-
tinguish between different kinds of JSB. A review of the job search literature 
by (Saks, 2005) described research regarding predictors, behaviours, and 
outcomes of job searching. The review showed that the outcomes of a job 
search can vary depending on the type of JSB ((Saks & Ashforth, 2000; Van 
Hooft, Wanberg, & van Hoye, 2012; Vuori & Vesalainen, 1999). Further-
more, job search intensity can be a blunt measure that is not always related 
to job search effectiveness. What the seeker does, rather than the intensity 
of JSB in terms of the number of jobs applied for, has a greater impact on 
re-employment (Van Hooft, Wanberg, & van Hoye, 2012; Vuori & 
Vesalainen, 1999). 
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Different job search strategies 
Research on this topic has been extensive, and somewhat contradictory 
(Saks, 2006). Most studies have focused on either job search intensity or on 
job sources. Wanberg et al. (2000) state that research should focus on the 
quality of the job search, instead of the time spent searching, or the number 
of applications submitted. 

As mentioned above, job search strategies can be distinguished by the 
sources of information used to find new employment (Saks & Ashforth, 
2002). People who use formal job sources (Saks & Ashforth, 2000), or ‘the 
structured job information market’ (Mau & Kopischke, 2001), study job 
advertisements, internet job search sites, and employment agencies. People 
using informal job sources (Saks & Ashforth, 2000), or ‘the hidden job in-
formation market’ (Mau & Kopischke, 2001), turn to informal contacts 
with friends, former co-workers, and relatives, and directly approach desir-
able employers (Saks & Ashforth, 2000).   

The other distinction is between more active or passive approaches to the 
job search. Using one’s own initiative to find job vacancies by contacting 
former and potential employers, friends, and acquaintances in person (i.e., 
informal sources), is a more active approach (Fugate et al., 2004). In con-
trast, reading job advertisements and visiting the local employment office 
for booked meetings (i.e., formal sources) is more passive. In Study II, a 
distinction is made between informal-active and formal-passive job search 
behaviour.  

When used effectively, the informal-active job search approach is a more 
efficient strategy to find a job (Owens & Young, 2008). In informal-active 
job searches, the size of the network and the strengths of the ties affect the 
amount of time spent on job seeking (Hoye, van Hooft, & Lievens, 2009).  

Other predictors of re-employment 

Attitudes and re-employment 
Attitude refers to a conscious or unconscious cognitive approach and emo-
tional reaction to something (Ajzen, 1991). The potential to achieve desired 
goals, such as supporting oneself or having an interesting job, is assumed to 
be affected by attitudes and values. In the theory of planned behaviour 
(TPB) (Ajzen, 1991, 2011), attitudes toward behaviours, subjective norms, 
and perceived behavioural control interact with, and predict, both inten-
tions and specific behaviours.  
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Some decades ago it was not seen as positive to change jobs often. Labour 
market politicians even campaigned against too much mobility (see, for ex-
ample, Furåker (1972). Current advice to those who change jobs frequently 
is to give full account of the behaviour. That is, one should explain the 
choice to change jobs, and illustrate what has been learned as a consequence 
(Näswall et al., 2008; Rolfer, 1999). Modern attitudes are that a mobile 
workforce promotes both economic growth and a high employment rate. 
Mobility also reduces the risk of local labour shortages, and the attendant 
inflationary wage increases (SOU, 2003). 

Being mobile or flexible is a key word in today’s labour market. Attitudes 
toward mobility include a variety of phenomena in addition to purely geo-
graphic mobility. Being mobile is being willing to move or willing to change. 
The desire to change occupation and the willingness to relocate can intui-
tively be seen as enhancing the probability of becoming re-employed.  

Willingness to relocate 
A willingness to relocate can be viewed as form of forced flexibility, which 
can be affected by employment service requirements. For example, in Swe-
den, unemployed people must be prepared to seek jobs across the country 
after a certain period of unemployment. 

Nyberg (2006) studied gender patterns in mobility related to work or 
education, considering commuting, occupational mobility, and geographic 
mobility. In this Swedish population, men and well educated or young peo-
ple had most to gain from moving. Neither women nor men moved often 
for labour market reasons. Men commuted longer distances, but men and 
women spent the same amount of time commuting. Men changed employers 
more often than women. Note that Nyberg suggests (Nyberg, 2006) statis-
tics can be inaccurate; for example, local governments (where most of the 
employees are women) are treated as a single employer, so that women 
working therein can change both their jobs and workplace without being 
registered in the statistics as a ‘job-changer’. Willingness to relocate or com-
mute a long distance is affected by family relationships (Baldridge, Eddle-
ston, & Veiga, 2006; Kulik, 2000). Among other things, women take ac-
count of the family situation in their decisions to a greater extent than men. 
Individuals who prioritise staying in the same area for family reasons often 
face a longer period of unemployment (Challiol & Mignonac, 2005). 
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Desire to change occupation  
The desire to change occupation is intuitively related to dissatisfaction with 
current conditions, e.g., with work demands, content of work, or develop-
ment opportunities, or may simply reflect a desire to do something new. 
Lack of opportunity to change occupation can make individuals in non-
preferred occupations feel ‘locked in’ (Aronsson & Göransson, 1999; 
Wirkkala, 2002).  

Low self-efficacy, competence efficacy and personal initiative can con-
tribute to individuals’ feelings of helplessness and that individuals feel 
locked into an occupation or work place. Research in this area seem to have 
been sparsely conducted. In a study conducted for a Swedish trade union 
(TCO), Wirkkala found that 65% of women and 55 % of men did not 
believe that they could change occupation. And of women 56% and 48% 
of men did not believe that they could change work place (Wirkkala, 2002). 
White-collar workers seemed to be more willing than blue-collar workers 
to change occupation. This difference may reflect educational disparities 
that often correlate with self-efficacy (Otto, Dette-Hagenmeyer, & Dalbert, 
2010). Given that specialised knowledge quickly can become outdated, 
there is reason to believe that many people continue to feel locked in. Ar-
onsson and Göransson (1999) found that being locked-in (i.e., wanting to 
change occupation or workplace while not being able to do so) led to in-
creasing prevalence of symptoms of fatigue, mild depression, and head-
aches.   

Work involvement 
The likelihood of re-employment is also assumed to be related to how im-
portant work is to the individual. Work involvement can be conceptualised 
as the self-reported importance of work, or the extent to which individuals 
want to participate in paid work. Related or synonymous terms are employ-
ment commitment or work centrality (Isaksson, Johansson, Bellaagh, & 
Sjöberg, 2004). Van den Broeck et al. (2010) found that individuals report-
ing high work involvement also demonstrated more flexible attitudes re-
lated to obtaining a job. Unemployed persons’ flexibility, in terms of degree 
and content (e.g., flexibility related to demands, training, and accepting un-
demanding jobs), were related to high work involvement. Older people of 
both sexes generally report higher levels of work involvement (Isaksson et 
al., 2004). 
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Self-efficacy and re-employment 
An individual’s level of motivation, affective state, and actions are based 
more on what he or she believes than on what is objectively the case 
(Bandura, 1995B, p. 2). Self-efficacy can vary according to special life 
events. At transition points (e.g., threat of unemployment) individuals tend 
to report self-efficacy as lower than during unexceptional times (Bandura, 
1977). High levels of self-efficacy are reported to have a positive association 
with job-seeking activities when unemployed (Nesdale & Pinter, 2000) and 
on success in gaining employment (Kanfer & Hulin, 1985). Work-related 
self-efficacy is positively connected to an individual’s interest in education 
and occupational pursuits (Bandura, 1995A).  

Some gender differences have been reported in fields such as information 
and communication technology, with men reporting higher self-efficacy 
than women (Hargittai & Shafer, 2006; Tømte & Hatlevik, 2011). Takaku 
and Williams (2011) found that in some circumstances, men report higher 
self-efficacy than women even when the two sexes are considered to have 
the same competency level. However, other studies have reported no gender 
differences (see, e.g., Nesdale and Pinter (2000). Gender patterns differ ad-
ditionally in demographic variables related to re-employment. 

Demographic variables, job search and re-employment 
Naturally, job search behaviour is an important factor in becoming re-em-
ployed. Nevertheless, demographic variables such as age, gender, education, 
and family circumstances are also of interest when trying to predict re-em-
ployment. Demographic and socioprofessional predictions of job finding 
among newly registered unemployed people showed that more than 60% of 
the subjects could be classified by age and gender (Meyers & Houssemand, 
2010). In particular, older people and women had a lower chance of being 
employed.  

It has been found that younger individuals deploy less effort than older 
people in becoming re-employed. Song, Wanberg, Niu, and Xie (2006) re-
ported a negative relationship between job search intensity and speed of re-
employment for women over 40 years of age and men over 50.  

Unemployed men report using more networking and spend more time 
seeking jobs than women, regardless of education (Kulik, 2000). Women 
use formal sources (e.g., newspaper ads and employment agencies) to a 
greater extent than men. Moreover, women, regardless of education level, 
were more confident than men that an intense job search was worthwhile 
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(Kulik, 2000). Generally, men may be more successful in their efforts to 
discover vacancies (Wanberg, 2012).  

Family responsibilities are known to interfere with job searching and re-
employment (Kulik, 2000), e.g., due to a reduced willingness to relocate or 
commute a long distance, or an inability to accept a job with inconvenient 
working hours. Conversely, family responsibilities can be motivational fac-
tors that intensify JSB. Being in a relationship predicts more intense JSB 
(Šverko, Galić, Serši , & Galeši , 2008) and more rapid re-employment 
(Šverko et al., 2008; Vuori & Vesalainen, 1999). Having a family is posi-
tively related to employment for men and negatively related for women 
(Van Hooft et al., 2005). Financial strain negatively affects job search self-
efficacy, job search outcome expectations, and search goals (Dahling et al., 
2013), which in turn can affect job search behaviour. Van Hooft et al. 
(2012) proposed a model focusing on job search quality and its antecedents 
and outcomes. Among other antecedents they suggest a role for social and 
financial factors. 
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Methods 

Participants  

Study I and II 
The participants in Studies I and II were employees or former employees of 
a large multi-national company in Sweden. The assembly plant was down-
sizing and about one-half of the production line was closed. As a result, 
much of the staff became redundant. Employees were given notice of job 
termination six months before their positions were made redundant. The 
work tasks consisted of assembling, inspecting, quality control, repairing, 
and packing electronic components for telecommunications equipment. 

In Study I and in Study II, Time 1, 201 of 217 (93%) participants com-
pleted a questionnaire within one to three weeks of leaving their jobs. It was 
possible to perform work task analyses of the jobs held by 176 of these 201 em-
ployees while they were still working. All the different positions where staff 
were available was examined. At Time 2, 15 months later (Study II), 142 
persons (70.6%) completed the questionnaire.  

The mean age in Study I and Study II at Time 1 was 38 years (SD = 8.09), 
ranging from 25 to 58 years. There were 66% women, 73.8% had finished 
upper secondary education, and 7% had a university degree. At Time 1, 
71.8% of the participants were married or cohabiting and 59.9% had chil-
dren under the age of 20 years at home. There were no notable changes in 
demographic characteristics between Time 1 and Time 2. There were no 
significant differences in the demographic variables between the partici-
pants who answered the questionnaire at Time 2 and those who did not do 
so.  

Study III 
The participants in Study III were 162 individuals distributed in 31 work 
groups, 83% of which were men. All of the participants were employed at 
four similar Swedish manufacturing companies. The 31 groups were chosen 
because they were assumed to be semi-autonomous workgroups based on 
findings that collective reflection, group initiative, and self-organizational 
activities presuppose an appropriate extent of autonomy (West et al., 2004). 
The companies were selected based on their similar production and produc-
tion technology, production planning, work organizational solutions, or-
ganizational support, and selection criteria for group composition. 
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Measures 
Table 1 presents a list of the measures used in the three studies. 
 
Table 1.  
Variables included in Studies I, II, and III 
Variable 
 

 Study I Study II Study III 

Job design X X

Personal initiative X X

Work-related self-efficacy X X

Competence efficacy X

Proactive job search X

Anonymous-passive JSB1 X

Personal-active JSB1 X

Willingness to relocate X X

Desire to change occupa-

tion 

X

Work involvement X

Reflexivity X

Cooperation X

Social support X

Self-organizational activi-

ties 

X

Group initiative X
1 JSB = Job Search Behaviour

Work task analysis 
Work task analyses were conducted in Studies I and III. The REBA instru-
ment (in German, Rechnergest tztes Dialogverfahren zur psychologischen 
Bewertung von Arbeitsinhalten) is a semi-standardised system of work anal-
ysis (Pohlant et al., 2007; Richter et al., 1999). It provides a heterogeneous 
set of job design variables following a standardised protocol grouped into 
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five interrelated dimensions. The dimensions are: (1) completeness, (2) de-
mands on cooperation, (3) demands on responsibility, (4) cognitive de-
mands, and (5) demands on learning. Taken together, these five dimensions 
meet the above-described criteria for a well-designed job.  

The response options were scaled. For example, the variable ‘amount of 
cooperation’ was defined as ‘the time frame of daily required cooperation 
and communication with subordinates, fellow workers, and superiors’. The 
response options were 1 = cooperation and communication are never or 
rarely required through 5 = cooperation and communication are required 
for the achievement of the assignment for longer time segments or during 
the whole process (more than 2 hours per shift). See Appendix A for com-
plete descriptions and the scales used for all of the REBA items. 

Completeness. Completeness was measured as hierarchical and sequen-
tial completeness (Hacker, 2003). 

Demands on cooperation. Demands on cooperation were measured in 
terms of type of cooperation, extent of cooperation, and content of commu-
nication (Richter et al., 1999). 

Demands on responsibility. Demands on responsibility were measured as 
responsibility in terms of morally or legally specified liability or joint re-
sponsibility for performance outcome (Richter et al., 1999). 

Cognitive demands. Demands on cognition were measured as demands 
on participation in complex planning processes and demands on problem 
solving. Cognitive demands cover a range from mere sensory motor regula-
tion that involves no mental processing to creative thinking processes char-
acterised by large demands on planning and problem-solving capacities 
(Hacker, 2003; Richter et al., 1999; Volpert et al., 1983). 

Demands on learning. Demands on learning refer to maintaining and us-
ing acquired skills and to continuous learning. Maintenance of skills relates 
to formal training and previous work experience. Enlargement of qualifica-
tions and abilities are related to the extent to which the work tasks required 
continuous learning (Richter et al., 1999).  
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Questionnaires 

Study I  
Unless otherwise specified, the response options provided for the main var-
iables in the questionnaire were Likert scales ranging from 1 = strongly dis-
agree to 7 = strongly agree. 

Personal initiative was measured with seven items (e.g. ‘I take initiative 
immediately even when others do not’), based on Frese et al. (1997).  

Work-related self-efficacy was measured by nine items (e.g. ‘I can solve most 
problems at work if I invest the necessary effort’), adapted from the General 
Self-Efficacy scale by Koskinen-Hagman, Schwarzer, and Jerusalem (1999). 

Competence efficacy was measured with six items (e.g. ‘I can often feel 
that I have difficulties to meet the standards in job advertisements’), as con-
structed by Fogde and Lundqvist Medén (2002). 

Proactive job search was measured with 12 items (e.g. ‘How often do you 
read job advertisements?’), modelled on Kanfer and Hulin (1985) job-
search scale and Kinicki and Latack (1990) proactive job search subscale.  

The items suitability was tested in an exploratory study in a company not 
part of this study, and internal consistency was proved to be satisfactory 
(Fogde & Lundqvist Medén, 2002). 

Study II 
As was the case for Study I, unless otherwise specified, the response options 
for the main variables were Likert scales ranging from 1 = strongly disagree 
to 7 = strongly agree. Willingness to relocate was measured using five items 
constructed by Wirkkala (2002) to assess the participants’ willingness to 
relocate a variety of distances, such as to the nearest city or to another coun-
try (e.g. ‘What is your attitude towards moving for work to another city in 
your region?’). The response format was a seven-point Likert scale where 1 
= very negative to 7 = very positive. 

Desire to change occupation was assessed with two variations of a single 
item by Wirkkala (2002) asked at Time 1 and Time 2: ‘To what extent did 
you want to change occupations before the cutbacks in the company?’ and 
‘Do you want to change occupations?’. The response format was a seven-
point Likert scale where 1 = not at all and 7 = very much. 

Work involvement was measured using a four-item scale constructed by 
the author for this Study to assess the importance of work in the participants 
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overall lives (e.g. ‘I have a strong desire to work’ and ‘I usually look forward 
to going back to work after a leave’).  

Work-related self-efficacy and personal initiative were measured exactly 
as they were measured in Study 1. 

Anonymous-passive JSB consisted of three items developed by Kanfer 
and Hulin (1985) as follows: ‘During your unemployment period, how of-
ten did you: (1) read job ads in newspapers, (2) visit Internet sites that ad-
vertise vacancies, (3) visit the employment services’ job bank?’. 

Personal-active JSB consisted of four items constructed by the author for 
the purpose of this Study (e.g. ‘How often have you contacted companies to 
ask if they have job openings?’ and ‘How often have you asked friends and 
family for information on job openings?’). 
Job-search intensity was assessed with responses to the question, ‘How 
many jobs have you applied for since you were dismissed?’ 

Study III 
In Study Ill, all of the responses were given on seven-point scales, ranging 
from 1 = do not agree at all to 7 = agree entirely. 

Reflexivity was measured by four items (e.g. ‘The members of our work 
group discuss the importance of new knowledge about how to carry out the 
work’) as constructed by Edmondson (1999) and Matsson (2001), to cap-
ture collective reflexivity on task-related issues. 

Cooperation was measured by six items (e.g. ‘Members of our work 
group cooperate to get the work done’) following Campion, Medsker, and 
Higgs (1993) and Lantz and Laflamme (1996) to capture cooperative be-
haviour, such as workload sharing, work task information and communi-
cation, and cooperative behaviour in general. 

Social support was measured by five items (e.g. ‘Members of our work 
group are able to bring up problems and tough issues’), which was con-
structed and tested by Campion et al. (1993), Edmondson (1999), and Lantz 
and Laflamme (1996), to capture socio-emotional processes, such as social 
support, psychological safety, and trust.  

Self-organizational activities were measured by four items (e.g. ‘In our 
work group we have initiated change of the framework and prerequisites 
[conditions] for our work in order to work in the most efficient way’), which 
was constructed by the authors for this research.  

Group initiative was measured by six items (e.g. ‘Our work group uses 
opportunities quickly in order to attain our goals’), constructed by Frese et 
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al. (1997), and transformed from the individual level to the group level by 
the authors.  

Procedure 

Study I  
The data in Study I consisted of a work task analysis in position level and 
individual information collected from questionnaires. The work task anal-
ysis was performed in an assembly plant that had given notice of redun-
dancy to about one-half of its staff while the employees where still working. 
The specific procedure that was used for the work task analysis is described 
below. About six to 10 weeks after the work task analysis was conducted, 
the data collection via the questionnaires was conducted. Within one to 
three weeks after their employment was terminated, the former assembly 
work employees individually completed the questionnaires in group settings 
of about 30 persons. Data collection took place at their former workplace 
during informational meetings with personnel from the local employment 
office.  

At the start of these meetings, oral and written information about the 
study and its ethical aspects were provided. The former employees began by 
completing an instrument to assess competence (data not included in any of 
these studies). Completing the competency assessment was believed to help 
stimulate the participants’ recall of aspects of their former jobs.  

The questionnaire data were coded upon completion and the cover sheets 
that showed the participants’ names and addresses for the follow-up ques-
tionnaire (Study II) were removed and separately stored. The participants 
retained an informative letter that included statements on the ethical aspects 
of the study, such as voluntariness, confidentiality, and researcher contact 
details. The last part of the meeting that, took about three hours (including 
a break) consisted of disseminating information about the regional labour 
market presented by the personnel from the local employment office. The 
management was provided with oral and written reports of the study re-
sults. 

Study II 
Study II was a longitudinal follow-up of Study I described above. At Time 
2, 15 months later, questionnaires were distributed by mail to the former 
employees’ home addresses that they had provided at Time 1. Enclosed with 
the questionnaires were postage-paid return envelopes pre-addressed to the 
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researcher. Additionally, there was a letter thanking the participants for 
participating at Time 1, explaining the importance of their continued par-
ticipation, and statements of ethical aspects, such as voluntariness, confi-
dentiality, and researcher contact details. The response rate was considered 
high because more than 70% completed and returned the follow-up ques-
tionnaires, although some of them did so only after a reminder notice was 
sent three or six weeks later.  

Study III 
The Study III data consisted of observations used for work task analyses of 
workgroups, together with the questionnaire data, aggregated to the group 
level. See the specific procedure used for the work task analysis described 
below. When possible, observations of the work task analysis and question-
naire administration were accomplished on same occasion. The four organ-
izations involved provided the sites and allowed the participants to complete 
the questionnaires during work hours. Whenever possible, all of the em-
ployees in the groups participated at the same time. Before the meetings, all 
of the participants written information describing the study and its ethical 
aspects regarding voluntariness and confidentiality. At the meetings, the 
questionnaires was individually completed and coded to identify each par-
ticipant’s group and company. 

Follow-up meetings were held for group members who did not partici-
pate in the first meetings. At each occasion, information about the study 
and its ethical aspects was given orally and in writing. All of the participants 
were invited to meetings in which their company-specific study results were 
presented. The four participating companies were given written information 
with their groups’ results and comparisons of their groups’ results to the 
overall results of the four participating organizations.  

Work task analysis, Study I and Study III 
In Studies I and III, a work task analysis was performed. Data consisted of 
observations, along with complementary interviews of staff members when 
information could not be obtained by observations alone. Questions were 
asked during observations, or afterward if questions could distract them 
while they performed the task. In order to make assessments as accurately 
as possible, questions were asked mainly to understand what was performed 
(none of the researchers were technicians), why (which objectives would be 
achieved by performing that moment or subtask), and sometimes questions 
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about cognitive demands on a specific subtask. The analysis consisted of all 
the specific work tasks performed by staff in a particular position. 

First, before the workflow and structure of each job were studied, back-
ground information, such as technical documents and job descriptions, 
where studied. To create a comfortable atmosphere during the observations, 
the workers were informed about the method, that it was voluntary to par-
ticipate, and that the focus of interest was on their work tasks and not on 
them as individuals.  

The researcher(s) were trained and supervised by a more experienced user 
of the instrument and guided by a handbook (Pohlant et al., 2007). To as-
sess inter-rater reliability (Bakeman & Gottman, 1997), two different ob-
servers were used for the analysis. Initial inter-rater reliability was high in 
both studies. When disagreements regarding assessments of tasks arose, the 
tasks were re-assessed to reach consensus on estimates, supported by dis-
cussions with a more experienced researcher.  

Every position (Study I) and group (Study III) was given a profile of the 
jobs based on the means of the standardized values of all items under ob-
servation. Each work task was measured on an ordinal scale (see Appendix 
A) and categorized into one of the five dimensions of work task analysis 
described above. In Study I, the work task analysis comprised all five di-
mensions. In Study III, 20 of the 22 ordinal scales were used and these were 
grouped into five (Study I) or four (Study III omitted Demands on respon-
sibility) of the dimensions.  

In some REBA dimensions tasks were assessed with respect to all of their 
particular subtasks and some were assessed as overall tasks. For example, 
sequential completeness was assessed for the entire task. Sequential or cyclic 
completeness of the work structure includes activities regarding executing, 
preparing, controlling, and organising. These were assessed from the lowest 
level (‘only executing’) to the highest level (‘executing, preparing, control-
ling, and organising’). For example the dimension conflict quality/quantity 
that involves contradictory demands with respect to for example content 
and scheduling were assessed on each subtask. Another example is level of 
cognitive demand that involves required cognitive performance were as-
sessed on each subtask.  

According to Action Regulation Theory, the hierarchical complete tasks 
comprises several levels of mental regulation, from automated responses to 
knowledge-based and intellectual processes (Frese & Zapf, 1994; Hacker, 
1985 2003). In these studies, it was assessed as cognitive demands. Cogni-
tive demands were measured with two items: ‘degree of participation’ and 
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‘level of mental demands’. The degree of participation includes participation 
in operational planning processes and it was assessed from the lowest level 
(‘no participation’) to the highest level (which included implementing and 
selecting solutions; collecting, evaluating, and transforming information 
into solutions; problem definition; and setting objectives). Cognitive de-
mands, together with the items in the dimension termed ‘completeness’, pro-
vide information about the jobs’ hierarchical and sequential completeness.  

After assessment by observations and interviews, each individual posi-
tions (Study I) or group (Study III) was provided with their job profile. The 
total profile was based on the standardised scales of the analysed items.  

Altogether, 38 (Study I) or 31 (Study III) analyses were conducted by the 
researcher(s). Regarding the total amount of time used, Study I used be-
tween two and five hours for each position, depending on how many sub-
tasks each position required. For example, an assembler could only have 
two subtasks, and a person working with quality control could have five or 
six subtasks. The amount of time used for each group in Study III was be-
tween two and eight hours, depending on whether the studied position or 
group had any task overlap, the number of tasks, and the subtasks that were 
analysed.  

Statistical analyses 

Study I 
Study I investigated the relationship between job design, captured by objec-
tive work task analysis, and self-reported personal initiative and proactivity. 
All five dimensions of job design from REBA were tested. The scales were 
standardised (z-transformed), and the mean of each dimension and an over-
all job design score were calculated for each position. Chi-Square calcula-
tions were assessed to determine the systematic effects of the demographical 
variables on the outcome. Internal consistencies of the measures were as-
sessed by Cronbach’s alpha and found to be satisfactory.  

The hypothesized model was tested using structural equation modelling 
(SEM). The five dimensions of job design were highly inter-correlated and 
(the weakest correlation coefficient among the pairs was .62), therefore, 
treated as one measure in the SEM. The model fit of the analysis was deter-
mined by Chi-Square and root mean square error of approximation 
(RMSEA), which indicated a good fit.  
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Study II 
Study II was a longitudinal study intending to predict re-employment of as-
sembly workers whose employment had been terminated. Three of the pre-
dictors had high correlations (Pearson). Therefore, a confirmatory factor 
analysis was conducted to determine whether the items of the three scales 
represented separate constructs. The analysis employed maximum likeli-
hood estimation and identified a three-factor solution that was a satisfac-
tory model fit (Medsker, Williams, & Holahan, 1994; Schumacker & 
Lomax, 2004) with better fit indices than the one- or two-factor solutions. 
Internal consistency of the measures was determined by Cronbach’s alpha, 
which was satisfactory. 

A hierarchical stepwise logistic regression analysis was performed to 
identify the statistically significant predictors of re-employment at Time 2. 
The model contained four blocks of independent variables: demographic 
variables, attitudinal variables, individual characteristics, and job search be-
haviours. The overall model that included all of the predictors was statisti-
cally significant, indicating that these variables were able to distinguish be-
tween re-employed and unemployed participants 15 months after employ-
ment termination. The Hosmer-Lemeshow test results confirmed the 
model’s goodness-of-fit.  

An independent samples t-test was conducted to further clarify gender 
differences in the independent variables (the sample sizes by gender did not 
allow for stable hierarchical logistic regression analyses), and eta2 values of 
the effect (i.e. the percentage of the variance explained by gender).  

Study III 
Study III investigated job design as a predictor of group initiative and self-
organizational activities. Job design comprised four dimensions based on 
REBA (the omitted dimension was demands on responsibility). Scales were 
standardized (z-transformed). The mean of each dimension and an overall 
job design score were calculated for each job. Internal consistency was as-
sessed by Cronbach’s alpha and was satisfactory. 

Some of the correlations (Pearson) between pairs of the five measures 
were high, so a confirmatory factor analysis was performed to determine 
whether the items in the five scales represented different constructs. The 
analysis employed maximum likelihood estimation and derived a five-factor 
solution as a good model fit (Medsker et al., 1994; Schumacker & Lomax, 
2004). The model had better fit indices than the one- to four-factor solu-
tions. 
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The self-report data from the questionnaire responses were based on 
mean values. To assess the extent of group agreement in the aggregated 
measures, intra-class coefficients ICC1 and ICC2 (Bliese, 2000), computed 
in one-way ANOVAs, and the rwg(j)-index of within-group agreement ac-
cording to (James, Demaree, & Wolf, 1984, 1993) were examined.  

The hypothesized model was tested using SEM. The four dimensions of 
job design were highly inter-correlated and, therefore, they were treated as 
one measure in the SEM. The model fit was determined by Chi-Square and, 
because sample size influences Chi-Square, root mean square error of ap-
proximation (RMSEA) was computed, which indicated a good fit.  

SEM was performed using LISREL 8.30 (Jöreskog & Sörbom, 1993) for 
Study I and AMOS 6 (Arbuckle, 2005) for Study III. Confirmatory factor 
analyses was performed using AMOS 6, and other statistical calculations in 
the three studies was performed using SPSS 14.0 (Norušis, 2006). 
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Summary of studies  

Study I - Personal initiative at work and when facing unemploy-
ment 

Aim 
The aim of Study I was to investigate the relationships between job design 
and proactivity during a period between notice of termination and actual 
termination. Proactive behaviour is seen as positive in a work context, and 
we assumed that proactive behaviour expressed as personal initiative would 
benefit in other situations as well. 

Hypothesis 
We propose that job design influences proactive behaviour at work and in 
other situations, including handling and mastering unexpected situations, 
problems, or new tasks. Figure 1 presents the hypothetical model of the 
relationship between job design (in five dimensions), self-efficacy, compe-
tence efficacy, personal initiative, and preparatory and active job search. 
The arrows between the factors (shown in the ovals) represent the hypoth-
eses. The five dimensions of job design are shown in the rectangles. 

 

 

Figure 1. Hypothetical model of the relationships between job design (in five dimen-
sions), self-efficacy, competence efficacy, personal initiative, and preparatory and 
active job search, Study I. 
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Results 
The work task analyses revealed that the tasks were all satisfactory regard-
ing sequential completeness. In other words, the participants could partici-
pate in preparing, executing, checking, and organising their own work. Re-
garding demands on cooperation, demands on responsibility, cognitive de-
mands, and learning opportunities, the participants were mostly at the 
lower end of the scales. Men tended to have ‘better jobs’ than women in the 
overall job-design assessment.  

The five dimensions of job design were highly inter-correlated and, in the 
SEM, they were treated as one variable (Figure 2). Self-efficacy and compe-
tence efficacy mediated the relationship between job design and personal 
initiative. 

Figure 2. The direct and indirect effects of job design on self-efficacy, competence 
efficacy, personal initiative, and job search behaviour, Study I. 

The final model (Figure 2) confirmed all but one of the hypothesised 
paths shown in Figure 1. By omitting the non-significant path between job 
design and personal initiative and recalculating the coefficients, the final 
model was obtained. Model fit was determined by Chi-Square and root 
mean square error of approximation (RMSEA), both of which indicated 
good fit to the model. Although the hypothesised direct relationship be-
tween job design and personal initiative was not supported, partial regres-
sion analyses found that self-efficacy and competence efficacy mediated the 
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relationship of job design to personal initiative. Self-efficacy and compe-
tence efficacy had substantial direct effects on personal initiative. The sta-
tistics in Figure 2 report the partial regression coefficients. 

Study II - Predictors of Re-employment. – A Question of Attitude, 
Behaviour, or Gender? 

Aim 
The second study was a follow-up to Study I that was conducted 15 months 
later. The general aim was to investigate how the participants’ personal in-
itiative, self-efficacy, and job-related attitudes at Time 1, and how their job 
search behaviour during unemployment between Times 1 and 2, predicted 
their re-employment after 15 months.  

Hypothesis 
The hypotheses were: 

 Willingness to relocate and desire to change occupations are posi-
tively related to re-employment after 15 months.

 Work involvement is positively related to re-employment 15
months after termination.

 Work-related self-efficacy will be positively related to re-employ-
ment.

 Personal initiative is positively related to re-employment.
 Personal active job search behaviour will have a higher positive

prediction value related to re-employment than anonymous passive
job search behaviour.

Results  
Results regarding the effects of gender on re-employment have been 

mixed or not convincing and, thus, we found no firm basis for a hypothesis. 
Hierarchical logistic regression analysis was performed to predict em-

ployment status at Time 2. The full model containing all of the predictors 
was statistically significant, indicating that the model was useful for predict-
ing unemployment among the participants 15 months after notice of termi-
nation.  

The two strongest predictors in the model were demographical factors. 
Those who were re-employed after 15 months were more than nine times 
more likely to be men than women and participants without children were 
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more than seven times more likely to be re-employed after 15 months than 
individuals with children at home.  

Attitudinal measures also contributed to the prediction in that willingness 
to change occupations and willingness to relocate both increased the prob-
ability of re-employment. A high work self-efficacy significantly decreased 
the probability of re-employment. The odds ratio of having a job decreased 
more than two times for every additional degree of work self-efficacy re-
ported. 

Finally, there were differences related to job-search behaviour. Anony-
mous-passive job search behaviour decreased the probability of re-employ-
ment. Personal initiative, work involvement, and job-search quantity did 
not significantly contribute to predicting whether the participants were re-
employed. 
  

Aim 
The aim of Study III was to investigate job design as a predictor of initiative 
at the group level and self-organizational activities in work groups. A model 
in the form of input-process-output was used to scrutinize the relationships. 

Hypotheses 
 Job design, cooperation and social support are each individually

and positively related to reflexivity.
 Cooperation, social support, and reflexivity are each individually

and positively related to group initiative.
 Reflexivity and group initiative are each individually and positively

related to self-organizational activities.

Results 
The final model (Figure 4) was obtained by omitting the statistically non-
significant paths and recalculating the coefficients.  
The results (Figure 4) provide substantial but not complete support for the 
hypothetical model. The widths of the arrows illustrate the strengths of the 
relationships and correspond to the levels of statistical significance. The 
path from social support to reflexivity and the path from group initiative to 
self-organizational activities almost reached significance and were regarded 

Study III - Group initiative and self-organizational activities in industrial work 
groups 
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as tendencies in the predicted direction. Two of the hypothesised relation-
ships, between cooperation and reflexivity and between reflexivity and 
group initiative, were not supported.  

Reflexivity explained most of the variance in self-organizational activi-
ties, but it did not influence group initiative. Cooperation and social support 
in the work group enhanced group initiative to achieve meaningful change.  

In sum, dimensions of job design can influence self-organizational activ-
ities so that a group, using reflexivity, can proactively create conditions and 
organize work to handle uncertainty and master new tasks. 
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Figure 3. Hypothesized model input, process output model of work groups, Study III. 

Figure 4. Final paths, Study III. 
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Discussion 
The overall aim of this thesis was to gain knowledge about the prerequisites 
and implications of proactive behaviour at work, and when facing unem-
ployment. Todays’ working life entails requirements to be flexible and pro-
active in order to adapt to rapid change. Analyses of work tasks were con-
ducted with a theoretical base in action regulation theory to observe how 
job design affects the proactivity of individuals and groups. 

Main findings 
The research question in the first paper addressed the possible implications 
of job design, self-efficacy beliefs, and proactivity on behaviour when at risk 
of losing one’s job.  

Job design 
A job designed with adequate sequential completeness implies that working 
persons have the opportunity to be involved in the work cycle from planning 
and preparing to executing and control. A high level of hierarchical com-
pleteness implies that they participate in the creative process and problem 
solving. It is not farfetched to assume that behaviour and attitudes that peo-
ple develop at work will spread to other situations.  

We assumed that habitual behaviour, or attitudes that arise at work or 
in the work context, affect behaviour away from work as well, such as when 
at risk of becoming unemployed. We also hypothesised that proactive notice 
of unemployment in the form of personal initiative would enhance the oc-
currence of a proactive job search. In line with earlier research (Crant, 
2000), personal initiative was found to be positively related to proactive job 
search when facing the threat of unemployment.  

Although job design has an impact on personal initiative, this occurs 
when self-efficacy and competence efficacy are mediating variables, which 
has been supported in earlier research (Crant, 2000; Frese et al., 2007). The 
structural equation modelling (SEM) analysis in Study I showed that the 
hypothesized direct relationship between job design and personal initiative 
was not supported. This contradicts previous research that showed positive 
direct relationships between aspects of job design (control and complexity) 
and personal initiative (Fay & Frese, 2001; Frese et al., 2007). Jobs with 
relatively low qualification (e.g. cognitive demand and learning opportuni-
ties), as in this study, perhaps do not give prerequisites for exerting personal 
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initiative. Moreover, the explanation is probably more complex than a di-
rect relationship between the nature of the work and a specific behaviour. 
More aspects of the individual's context, such as interaction with the social 
situation, need to be considered. 

Self-efficacy and competence efficacy seemed to be enhanced by aspects 
of job design and thereby to affect personal initiative. Belief in self-efficacy 
is a prerequisite for people to perform actions they are motivated to under-
take (Bandura, 1982; Crant, 2000). However, there was still some question 
as to whether proactivity and job search are enough to obtain new employ-
ment after dismissal. 

Predict re-employment 
The second dissertation study was a follow up conducted 15 months later 
with the group of assembly workers from Study I. They had all been dis-
missed, and the aim of the study was to investigate the re-employment rate 
and identify predictors of re-employment. As hypothesised, high estimates 
regarding the attitude variables of willingness to relocate and desire to 
change occupation made a significant contribution to predicting re-employ-
ment. Desire to change occupations can reflect dissatisfaction with one’s 
current work or work situation. It is not far-fetched that people reporting 
high desire to change occupations were also reemployed to a higher degree. 
Willingness to relocate predicted a greater chance of being reemployed, 
which is also in line with prior research (Challiol & Mignonac, 2005) and 
the hypothesis. Unemployed people in Sweden, according to the employ-
ment service requirement, after a certain period, must be prepared to seek 
jobs across the country. Thus, willingness to relocate can be seen as a form 
of forced flexibility in some situations.  

Work involvement was significantly correlated with personal-active job 
search behaviour (JSB), but it did not contribute to the prediction of re-
employment. It could possibly be fruitful to distinguish between work in-
volvement linked to a specific job and work involvement in general.  

In this study, work related self-efficacy, contrary to the hypothesis, de-
creased the probability of re-employment. In addition, anonymous-passive 
JSB decreased the probability of re-employment. The highest predictive 
value was demographic factors; being male and not having children were 
the greatest contributing factors in the longitudinal hierarchic regression-
model predicting re-employment.  
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People who reported high on the personal initiative scale also conducted 
more extensive proactive job searches when facing the risk of becoming un-
employed (Study I). There was also a significant correlation between per-
sonal initiative and personal-active JSB in Study II. However, when other 
factors were introduced in the regression analysis, the hypothesis about per-
sonal initiative as a predictor of re-employment was not confirmed; personal 
initiative did not predict re-employment. This means that the relationship 
between personal initiative and re-employment remains unclear. One con-
tributing factor may be that the measure of ‘Proactive JSB’ in Study I was 
somewhat blunt (Van Hooft et al., 2012; Vuori & Vesalainen, 1999). In 
Study II, the measure was divided into two qualitatively different measure-
ments focusing on anonymous-passive or personal-active behaviour when 
trying to obtain information about job vacancies and a purely quantitative 
measure (how many jobs applied for). As the jobs held were mostly in the 
lower distribution of job design dimensions regarding cognitive demand and 
learning opportunities, study groups with a wider distribution would prob-
ably show stronger relationships to personal initiative. 

In Study II, the results seemed to indicate that work-related self-efficacy 
actually decreases the odds of re-employment. Eventually, this can be ex-
plained by the phenomenon of being locked in (Aronsson & Göransson, 
1999; Wirkkala, 2002). Considering that self-efficacy may be domain spe-
cific, high rated work-related self-efficacy does not imply that a high value 
is placed on job-search self-efficacy. It would have been desirable to have 
measured not only work-related self-efficacy, but also general and job-
search self-efficacy in Study I and Study II.  

Education has been associated with re-employment (Vesalainen & Vuori, 
1999), emphasising that education makes it easier to get a job. In Study I, 
people with higher education had more qualified jobs according to the job 
design measures, and they reported a greater extent of proactive job search. 
In Study II, measures of education level were included, but variability was 
limited and education did not correlate with variables other than age and 
desire to change occupation, which indicated that education had no signifi-
cant relationship with re-employment status in this study.  

Proactivity and job search behaviour 
Neither active-personal JSB nor job search intensity predicted re-employ-
ment after 15 months (Study II). On the other hand, anonymous-passive JSB 
actually showed a negative predictive value related to re-employment. That 
is, engaging in anonymous-passive JSB actually seemed to harm the chances 
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of re-employment. Possible explanations can be found in motivation theory, 
planned behaviour theory (Ajzen, 1991, 2001), and self-efficacy theory 
(Bandura, 1995A, 1995B); perceived behaviour control is a prerequisite for 
actual behaviour. Consequently, repeated disappointments can decrease the 
self-efficacy people have regarding education fulfilment and occupational 
roles, which in turn can cause narrower career options to be considered 
(Bandura, 1995B). 

Gender differences 
Gender differences were not a pronounced research question from the start 
in this thesis. In Study I, results regarding gender differences were not re-
ported, as the focus was on the impact of organizational factors (job design). 
However, the high predictive value of gender on re-employment in Study II 
evoked the urge to study gender differences further. Study II reported sig-
nificant gender differences in work-related self-efficacy (moderate effect) 
and in anonymous-passive JSB (large effect). Gender differences in re-em-
ployment can be discussed in light of the fact that women generally take 
more responsibility for children (Kulik, 2000, 2001), which can be experi-
enced as an obstacle to re-employment. Responsibility for children means 
that it can be more difficult to accept a job that provides long commuting 
distances or with inconvenient working hours.  

Assembly work is traditionally seen as a male job, so despite the fact that 
this study group consisted mostly of women, it is possible that one expla-
nation for the gender difference in re-employment can be the type of jobs 
participants had. A meta-analysis of gender stereotypes and gender discrim-
ination in working life was presented by Koch, D´Mello, and Sackett (2014). 
They reported that employers often favour men in jobs that are male-dom-
inated, but the corresponding phenomenon is not seen in female-dominated 
jobs. Prejudice against females and a preference for men in areas that have 
been considered ‘male’ occur (Eagly & Karau, 2002) and could be part of 
the explanation for the gender difference in re-employment.  

Gender differences in re-employment can also be associated with patterns 
of different JSB among women and men. Earlier research reports that there 
are gender differences in actual JSB and in how the jobseekers find out about 
vacancies. Men seemed to spend more hours job searching (Kulik, 2000) 
and benefit from the contacts in their network more efficiently than women 
(Wanberg, 2012). Women use more formal sources to find out about va-
cancies and less networking than men (Kulik, 2000). In Study II, women 
reported more passive-anonymous JSB than men did, which is in line with 
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earlier research. Unemployed people in general, and perhaps women in par-
ticular, would benefit from assistance developing their JSB, especially the 
way in which they find information about job vacancies. 

There were gender differences in work-related self-efficacy. This was in 
line with earlier research, where men reported higher self-efficacy in some 
areas (Hargittai & Shafer, 2006). As self-efficacy is seen as a prerequisite 
for actually performing actions you are motivated to perform, this can con-
tribute to the gender differences in re-employment. 

Proactivity in work groups  
In the third dissertation study, the interest was to see if job design had any 
effect on proactivity in the form of initiative at the group level and self-
organizational activities in workgroups.  

The research model consisted of a theoretical model of relationships be-
tween the input variable job design, the interplay between group processes, 
and the output variables of both group initiative and self-organizational ac-
tivities. The results showed that the dimensions of job design were directly 
related to reflexivity in work groups, and that reflexivity in workgroups, in 
turn, led to groups that were more engaged in self-organizational activities. 
The dimensions of job design designated as autonomy and complexity (in 
this study measured as cognitive demand and learning opportunities) ap-
peared to be important regarding whether groups were initiative-taking, 
were creative, and would go beyond the stipulated task (West et al., 2004). 
In our study, cooperation and social support were directly related to group 
initiative, and job design, cooperation, and social support appeared to have 
an indirect influence on self-organizing activities.  

As in Study I, there were no direct relationships between job design and 
proactivity, here measured as group initiative and self-organizational activ-
ities, respectively. Group processes such as cooperation and social support 
are processes that may be enhanced to increase self-efficacy, which is proven 
to be important for proactivity (Bandura, 1995B; Nesdale & Pinter, 2000). 
As the relationship between job design and proactivity (group initiative and 
self-organizational activities) can also be studied as a reciprocal relation-
ship, a longitudinal study design would have been desirable, as it would 
further clarify causal directions. Proactive groups can transform work char-
acteristics, and the work characteristics provide scope for more or less pro-
activity (Frese et al., 2007; Li et al., 2014). 
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Strengths and limitations 
A strength of the thesis studies is their data. Firstly, the data comes from 
different sources: observational data from work task analyses (Study I and 
Study III), self-reported data from questionnaires, and actual results in terms 
of the unemployment situation (Study II). More objective data, such as that 
from the external assessed work task analyses, could be a more adequate or 
complementary way to collect data. Certain types of data, such as work 
complexity or cognitive demands, can be difficult to grasp without struc-
tured methods. On significance for reliability in the work task analysis is 
that the criteria for the measurement was the same for all observations, as 
they established and conducted by the (same) researchers. Data that are 
more objective, not affected by the individual’s emotion and cognition in 
the assessment, is generally seen as less biased (Frese & Zapf, 1994).  

It is satisfying to obtain a high response rate on questionnaires in a lon-
gitudinal study. A contributing factor to this could be that there was a lot 
of time spent on the premises during the data collection. This together with 
pauses in the conversations to discuss work and the purpose of the study 
may have paved the way for a somewhat closer connection between the 
subjects and the researcher, making it less difficult to get the follow-up ques-
tionnaires completed and returned.  

The JSB measures were slightly modified from Study I to Study II. In 
Study I, a scale with 12 items was used. In Study II, this was divided into 
two groups of qualitatively different activities, one regarding the collection 
of information about job vacancies and one that was a purely quantitative 
measure of how many jobs people had applied for. This made it possible to 
distinguish between personal-active and anonymous-passive JSB, which 
were found to influence re-employment in different directions. 

Some of the measures in the three studies had weaknesses; proactive job 
search in Study I is one such weakness. The reliability of the measurement 
may have suffered from that there was not an explicit specified period of 
time in the questions. In addition, the desire to change occupation consisted 
of only one item, and the measurement of cooperation in Study III needs 
further development. 

Since the sample size affects the reliability of SEMs, the limited sample 
size in Study III (31 groups) is a weakness. A strength is that, unlike most 
of the published research on groups, the participants in Study III consisted 
of existing work groups from industrial enterprises and not of psychology 
students in experiments.  
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From a research point of view, it was an advantage that the samples in 
Study I and Study II were homogenous in the sense that all of them were 
dismissed at about the same time, and, consequently, all were unemployed 
in the beginning. They generally had the same formal education, and they 
had largely performed the same types of tasks before their unemployment. 
Since a majority of the study group (Study I and Study II) consisted of 
women in a traditionally male profession, the question of external validity 
is essential. However, it seems to be of critical importance to always include 
and investigate gender effects in studies aiming at identifying predictors 
since factors like proactive behaviour attitudes like job involvement or JSB 
are not enough to explain re-employment. Respondents with a more even 
distribution in demographical measures as well as other professions may 
well be included in forthcoming research.  

In all three studies, the participants' jobs largely consisted of relatively 
low-skill and routine tasks. There may be advantages with homogeneous 
groups when determining, for example, the influence of attitudes. In future 
studies, it would be of value to investigate individuals and groups with 
greater distribution, especially in education and job dimensions such as cog-
nitive requirement, learning demand, and sequential completeness.  

Conclusions  

Work task analysis 
Collecting data with more objective analysis instruments, such as work task 
analysis, is a laborious and time-consuming method of data collection. 
However, it provides the opportunity to obtain information that is hard to 
acquire in other ways. For example, cognitive demand is a dimension that 
is not easily captured by surveys and interviews (Hacker, 2003; Richter et 
al., 1999). The concepts of autonomy and control, which were captured by 
subjective perceptions and self-reported measures, have also been criticized 
for imprecise definitions; thus, to some extent, the results are unclear where 
they have been used (Frese et al., 1997; Speier & Frese, 1997). For example, 
the degree of education has been shown to affect resemblance in people’s 
subjective estimation of work complexity (Morgeson & Campion, 2003). 
In the German computerized method for psychological review of work con-
tent known as REBA (Rechnergestütztes Verfahren zur psychologischen 
Bewertung von Arbeitsinhalten) (Pohlant et al., 2007; Richter et al., 1999), 
the instrument used in Study I and Study III, autonomy is captured as the 
degree of participation in choosing means and setting goals.  
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ARIA (Waldenström, 2007, 2009), the shorter Swedish instrument, with 
its external perspective, takes an intermediate position; it is not as time la-
borious as objective measurement methods (e.g. REBA (Pohlant et al., 2007; 
Richter et al., 1999), but it does not get the individual's total subjective 
perception. 

The conclusion is that it is definitely meaningful to use objective/external 
analysis instruments as complements to self-reported data, as this reduces 
the impact of peoples’ emotional perceptions and reactions. These struc-
tured or semi-structured instruments also allow less room for the re-
searcher's subjective interpretation.  

The knowledge that action (regulation) and human work theories pro-
vide as well as the information that can be obtained through work task 
analyses are important and useful. Information about how various require-
ments and conditions of work affects both the work itself, as well as the 
workers’ proactivity, self-efficacy, creativity, and innovation, can be ac-
quired. This information can also have an impact outside of work, such as 
in other situations where proactivity is required.  

Predictors of re-employment 
The various predictors of re-employment have been somewhat clarified, but 
some of them need to be further investigated. It is not surprising that will-
ingness to relocate and a desire to change occupation were predictors of re-
employment. The role of proactivity as a predictor of re-employment seems 
to be complex and needs further clarification. Gender (being male) and (lack 
of) family responsibility, in this study group, showed surprisingly high pre-
dictive values. The different JSB of men and women could be part of the 
explanation. 

Implications for research and practice 
The longitudinal study of predictors of re-employment for the unemployed 
(Study II) did not report on changes in the attitude variables, such as work 
involvement and willingness to relocate, or changes in personal initiative 
and self-efficacy over time, which is also interesting. There is existing data 
to be further examined and presented on that subject. 

As mentioned above, job design and proactivity (group initiative and self-
organizational activities) can be studied as having a reciprocal relationship 
(Frese et al., 2007; Li et al., 2014). A study with a longitudinal design ex-
amining the reciprocal effect of proactive groups or individuals and job de-
sign would be interesting. 
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Use of this type of analysis instrument in Sweden was uncommon earlier, 
in part because the tradition of action regulation theory has been developed 
and used in Russian and German speaking areas. Instruments such as 
REBA, designed in this theoretical tradition, were for a long time not avail-
able in English or Swedish. The combination of (in Sweden) a relatively un-
known theoretical background and the instruments’ relatively resource in-
tensive design have probably contributed to this.  

However, since action regulation theory focuses on working conditions 
that are beneficial both for organization efficiency and to the individual's 
health and development, application of these theories and use of these in-
struments is recommended.  

Instruments with an objective/external focus are useful for analysing 
work conditions regarding potential for developing and learning in individ-
uals and groups, the possible harmful effects of work, and opportunities to 
improve efficiency by organizing work.  

As gender differences were shown, not only in re-employment but also in 
different JSB preferences, women (unemployed or willing to change occu-
pation) could benefit from exercising the ‘masculine’ approach to finding 
out about vacancies. In other words, women should use their networks to a 
greater extent and more effectively (Wanberg, 2012).  

From a research perspective, it seems more fruitful to distinguish between 
and further evaluate different types of job search strategies. The result that 
family circumstances (i.e. not having children at home) and gender (i.e. be-
ing male) showed such a high predictive value regarding re-employment 
needs to be further examined among respondents with a more even gender 
distribution and in working areas that are not ‘typically’ male.  

In recent years, methods for supporting the unemployed have changed 
and need to continue being developed. Practitioners who guide and counsel 
the unemployed could probably focus more on supporting and developing 
job search strategies that are more effective, and focus less on the number 
of job applications submitted by the unemployed, in order to receive unem-
ployment compensation.  

This thesis has contributed to previous research by demonstrating that it 
is more important to focus on how job search behaviour is performed in-
stead of the number of jobs applied for, and it could be beneficial with ad-
ditional support and assistance in developing more appropriate job search 
strategies for the unemployed. Furthermore, demographic factors, such as 
gender, need to be taken into account to form a better understanding of 
why some obtain re-employment and others do not. This thesis also shows 
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that work task analysis is a useful data collecting method because it provides 
access to information that cannot be obtained through self-reported 
measures. Furthermore, it is worthwhile to continue identifying the ante-
cedents and consequences of proactivity, as this seems to be an important 
factor regarding work and unemployment. 



KIN ANDERSSON  Proactivity at work  59
  

References 
Ajzen, I. (1991). The theory of planned behavior. Organizational Behavior 

and Human Decision Processes. Special Issue: Theories of 
Cognitive Self-regulation, 50(2), 179-211. doi:10.1016/0749-
5978(91)90020-t 

Ajzen, I. (2001). Nature and operation of attitudes. Annual Review of 
Psychology, 52, 27-58. doi:10.1146/annurev.psych.52.1.27 

Ajzen, I. (2011). The theory of planned behaviour: Reactions and 
reflections. Psychology & Health, 26(9), 1113-1127. 
doi:10.1080/08870446.2011.613995 

Andersson, K. (2015). Predictors of re-employment: A question of 
attitude, behavior, or gender? Scandinavian Journal of 
Psychology, 56(4), 438-446. doi:10.1111/sjop.12218 

Antoni, C. (2005). Management by objectives: An effective tool for 
teamwork? The International Journal of Human Resource 
Management, 16(2), 174-184. 
doi:10.1080/0958519042000311381 

Arbuckle, J. L. (2005). Amos 6.0 User's Guide. Spring House, PA, US: 
AMOS Development Corporation. 

Aronsson, G., & Göransson, S. (1999). Permanent employment but not in 
a preferred occupation: Psychological and medical aspects, 
research implications. Journal of Occupational Health 
Psychology, 4(2), 152-163. doi:10.1037/1076-8998.4.2.152 

Baldridge, D. C., Eddleston, K. A., & Veiga, J. F. (2006). Saying no to 
being uprooted: The impact of family and gender on willingness 
to relocate. Journal of Occupational and Organizational 
Psychology, 79(1), 131-149. doi:10.1348/096317905x53174 

Balluerka, N., Gorostiaga, A., & Ulacia, I. (2014). Assessing personal 
initiative among vocational training students: Development and 
validation of a new measure. The Spanish Journal of Psychology, 
17.  Retrieved from 
http://ep.bib.mdh.se/login?url=http://search.ebscohost.com/login.a
spx?direct=true&db=psyh&AN=2014-49381-001&site=ehost-
live&scope=site 

Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral 
change. Psychological Review, 84(2), 191-215.  

Bandura, A. (1982). Self-efficacy mechanism in human agency. American 
Psychologist, 37(2), 122-147.  

Bandura, A. (1994). Self-efficacy. In V. S. Ramachaudran (Ed.), 
Encyclopedia of human behaviour (Vol. 4, pp. 71-81). New York: 
Academic press. 



60  KIN ANDERSSON Proactivity at work 
 

Bandura, A. (1995A). Self-efficacy: The exercise of control. New York, 
NY: Freeman. 

Bandura, A. (1995B). Exercise of personal and collective efficacy in 
changing societies. Self-efficacy in changing societies (pp. 1-45). 
Cambridge: Cambridge university press.  

Bateman, T. S., & Crant, J. M. (1993). The proactive component of 
organizational behavior: A measure and correlates. Journal of 
Organizational Behavior, 14, 103-118.  

Binnewies, C., Ohly, S., & Sonnentag, S. (2007). Taking personal 
initiative and communicating about ideas: What is important for 
the creative process and for idea creativity? European Journal of 
Work and Organizational Psychology, 16(4), 432-455. 
doi:10.1080/13594320701514728 

Bliese, P. D. (2000). Within-group agreement, non-independence, and 
reliability: Implications for data aggregation and analysis. In K. J. 
Klein & S. W. J. Kozlowski (Eds.), Multilevel theory, research, 
and methods in organizations: Foundations, extensions, and new 
directions. (pp. 349-381). San Francisco, CA: Jossey-Bass. 

Brav, A., Andersson, K., & Lantz, A. (2009). Group initiative and self-
organizational activities in industrial work groups. European 
Journal of Work and Organizational Psychology, 18(3), 347-377. 
doi:10.1080/13594320801960482 

Brower, M. F. (1995). Empowering teams: what, why, and how. 
Empowerment in Organizations, 3(1), 13-25. 
doi:http://dx.doi.org/10.1108/09684899510079780 

Butterfield, L. D., Borgen, W. A., Amundson, N. E., & Maglio, A.-S. T. 
(2005). Fifty years of the critical incident technique: 1954-2004 
and beyond. Qualitative Research, 5(4), 475-497. 
doi:10.1177/1468794105056924 

Campion, M. A., Medsker, G. J., & Higgs, A. C. (1993). Relations 
between work group characteristics and effectiveness: 
Implications for designing effective work groups. Personnel 
Psychology, 46, 823-850.  

Carson, C. M. (2005). A historical view of Douglas McGregor's Theory 
Y. Management Decision, 43(3), 450-460. 
doi:10.1108/00251740510589814 

Challiol, H., & Mignonac, K. (2005). Relocation decision-making and 
couple relationships: A quantitative and qualitative study of dual-
earner couples. Journal of Organizational Behavior, 26(3), 247-
274. doi:10.1002/job.311 

Crant, J. M. (2000). Proactive behavior in organizations. Journal of 
Management, 26(3), 435-462. 
doi:10.1177/014920630002600304 



KIN ANDERSSON  Proactivity at work  61
  

Dahling, J. J., Melloy, R., & Thompson, M. N. (2013). Financial strain 
and regional unemployment as barriers to job search self-efficacy: 
A test of social cognitive career theory. Journal of Counseling 
Psychology, 60(2), 210-218. doi:10.1037/a0031492 

De Dreu, C. K. W., & West, M. A. (2001). Minority dissent and team 
innovation: The importance of participation in decision making. 
Journal of Applied Psychology, 86(6), 1191-1201. 
doi:10.1037/0021-9010.86.6.1191 

Edmondson, A. C. (1999). Psychological saftey and learning behaviour in 
work teams. Administrative Science Quarterly, 44, 97-124.  

Engeström, Y. (1999). Innovative learning in work teams: Analyzing 
cycles of knowledge creation in practice. In Y. Engeström, R. 
Miettinen, & R.-L. Punamäki (Eds.), Perspectives on activity 
theory. (pp. 377-404). New York, NY: Cambridge University 
Press. 

Fay, D., & Frese, M. (2001). The concept of personal initiative: An 
overview of validity studies. Human Performance, 14(1), 97-124. 
doi:10.1207/s15327043hup1401_06 

Fay, D., & Kamps, A. (2006). Work characteristics and the emergence of 
a sustainable workforce: Do job design principles matter? Gedrag en 
Organisatie, 19(2), 184-203.  

Fay, D., & Sonnentag, S. (2010). A look back to move ahead: New 
directions for research on proactive performance and other 
discretionary work behaviours. Applied Psychology: An 
International Review. Special Issue: Multi-dimensional work 
performance: Festschrift for Michael Frese, 59(1), 1-20.  

Flanagan, J. C. (1954). The Critical Incident Technique. Psychological 
Bulletin, 51(4), 327-358.  

Fogde, S., & Lundqvist Medén, S. (2002). Motivation till arbete och 
mobilitet: Ett steg i konstruktionen av mätinstrument [Work and 
mobility motivation: a step toward constructing a measurement 
instrument]. Department of Social Science. Mälardalens högskola, 
Eskilstuna.  

Frese, M. (2001). Personal Initiative (PI): The theoretical concept and 
empirical findings. In M. Erez, U. Kleinbeck, & H. Thierry (Eds.), 
Work motivation in the context of a globalizing economy (pp. 99-
110). Mahwah, NJ: Lawrence Erlbaum. 

Frese, M., & Fay, D. (2001). Personal initiative (PI): An active 
performance concept for work in the 21st century. Research in 
Organizational Behavior, 23, 133-187.  

Frese, M., Fay, D., Hilburger, T., Lang, K., & Tag, A. (1997). The 
concept of personal initiative: Operationalizsation, reliability and 



62 KIN ANDERSSON Proactivity at work 

validity in two German samples. Journal of Occupational and 
Organizational Psychology, 70, 139-161.  

Frese, M., Garst, H., & Fay, D. (2007). Making things happen: Reciprocal 
relationships between work characteristics and personal initiative 
in a four-wave longitudinal structural equation model. Journal of 
Applied Psychology, 92(4), 1084-1102. doi:10.1037/0021-
9010.92.4.1084 

Frese, M., Kring, W., Soose, A., & Zempel, J. (1996). Personal initiative at 
work: Differences between East and West Germany. Academy of 
Management Journal, 39(1), 37-63. doi:10.2307/256630 

Frese, M., & Zapf, D. (1994). Action as the core of work psychology: A 
German approach. In H. C. Triandis, M. D. Dunnette, & L. M. 
Hough (Eds.), Handbook of industrial and organizational 
psychology, Vol. 4 (2nd ed.). (pp. 271-340). Palo Alto, CA, US: 
Consulting Psychologists Press. 

Friedrich, P., & Larsson, G. (1990). RHIA: ett instrument för analys av 
den psykiska belastningen i industriellt arbete. Solna: 
Arbetsmiljöinstitutet. Translation from Leitner, K., Volpert, W., 
Greiner, B., Weber, W-G. & Hennes, K., (1987). Analyse 
Psychischer Belastung in der Arbeit, das RHIA-Verfahren”. 
Cologne: Verlag TÜV Rheinland.  

Friedrich, P., & Petersson, B. (1991). VERA-industri: ett instrument för 
analys av handlingsregleringskrav i industriellt arbete. [A method 
to assess demand on regulation in work .] Solna: 
Arbetsmiljöinstitutet Translation of Volpert, W., Oesterreich, R., 
Gablenz-Kilakovic, S., Krogoll, T. & Resch, M. (1983). Verfahren 
zur Ermittlung von Regulationserfordenissen in der 
Arbeitstätigkeit (VERA). Cologne: Verlag TÜV Rheinland.  

Fugate, M., Kinicki, A. J., & Ashforth, B. E. (2004). Employability: A 
psycho-social construct, its dimensions, and applications. Journal 
of Vocational Behavior, 65(1), 14-38.  

Furåker, B. (1972). Hoppjerkadebatten - om rörlighet i 
arbetsmarknadspolitiken ["Hoppjerkadebatten" - on mobility in 
labour market politics]. Sociologisk forskning, 3, 135-153.  

Gurtner, A., Tschan, F., Semmer, N. K., & Nägele, C. (2007). Getting 
groups to develop good strategies: Effects of reflexivity 
interventions on team process, team performance, and shared 
mental models. Organizational Behavior and Human Decision 
Processes, 102(2), 127-142. 
doi:http://dx.doi.org/10.1016/j.obhdp.2006.05.002 

Hacker, W. (1985). Activity: A fruitful concept in industrial psychology. 
In M. Frese & J. Sabini (Eds.), The concept of action in 
psychology (pp. 262-283). Hillsdale, NJ: Erlbaum. 



KIN ANDERSSON  Proactivity at work  63
  

Hacker, W. (2003). Action regulation theory: A practical tool for the 
design  of modern work process? European Journal of Work and 
Organizational Psychology, 12, 105-130.  

Hacker, W., Iwanowa, A., & Richter, P. (1983). Tätigkeits-
Bewertungsystem. Diagnostishes centrum: Berlin. 

Hackman, J. R., & Oldham, G. R. (1975). Development of the Job 
Diagnostic Survey. Journal of Applied Psychology, 60(2), 159-
170. doi:10.1037/h0076546 

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design 
of work: Test of a theory. Organizational Behavior & Human 
Performance, 16(2), 250-279. doi:10.1016/0030-5073(76)90016-
7 

Hargittai, E., & Shafer, S. (2006). Differences in Actual and Perceived 
Online Skills: The Role of Gender. Social Science Quarterly, 
87(2), 432-448.  

Hoye, G. V., van Hooft, E. A. J., & Lievens, F. (2009). Networking as a 
job search behaviour: A social network perspective. Journal of 
Occupational and Organizational Psychology, 82(3), 661-682.  

Isaksson, K., Johansson, G., Bellaagh, K., & Sjöberg, A. (2004). Work 
values among the unemployed: Changes over time and some 
gender differences. Scandinavian Journal of Psychology, 45(3), 
207-214. doi:10.1111/j.1467-9450.2004.00396.x 

James, L. R., Demaree, R. G., & Wolf, G. (1984). Estimating within-
group interrater reliability with and without response bias. 
Journal of Applied Psychology, 69(1), 85-98. doi:10.1037/0021-
9010.69.1.85 

James, L. R., Demaree, R. G., & Wolf, G. (1993). rwg: An assessment of 
within-group interrater agreement. Journal of Applied 
Psychology, 78(2), 306-309. doi:10.1037/0021-9010.78.2.306 

Jerusalem, M., & Mittag, W. (1995). Self-efficacy in stressful life 
transitions. In A. Bandura (Ed.), Self-efficacy in changing 
societies. (pp. 177-201). New York, NY, US: Cambridge 
University Press. 

Jöreskog, K., & Sörbom, D. (1993). Structural Equation Models with 
SIMPLIS Command Language. Chicaco, IL: Scientific Software 
International.  

Kanfer, R., & Hulin, C. L. (1985). Individual differences in successful job 
searches following lay-off. Personnel Psychology, 38(4), 835-847. 
doi:10.1111/j.1744-6570.1985.tb00569.x 

Karasek, R., & Theorell, T. (1990). Healthy work: Stress productivity and 
the reconstruction of working life. New York, NJ: Basic Books. 



64 KIN ANDERSSON Proactivity at work 

Kinicki, A. J., & Latack, J. C. (1990). Explication of the construct of 
coping with involuntary job loss. Journal of Vocational Behavior, 
36(3), 339-360. doi:10.1016/0001-8791(90)90036-2 

Koch, A. J., D´Mello, S. D., & Sackett, P. R. (2014). A Meta-Analyseis of 
Gender Stereotypes and Bias in Experimental Simulations of 
Employment Decision Making. Journal of Applied Psychology, 1-
34. doi:http://dx.doi.org/10.1037/a0036734

Kokkinos, C. M., Panagopoulou, P., Tsolakidou, I., & Tzeliou, E. (2015). 
Coping with bullying and victimisation among preadolescents: 
The moderating effects of self-efficacy. Emotional & Behavioural 
Difficulties, 20(2), 205-222. doi:10.1080/13632752.2014.955677 

Koskinen-Hagman, M., Schwarzer, R., & Jerusalem, M. (1999). Swedish 
Version of the General Self-Efficacy Scale. Retrived from 
www.yorku.ca/faculty/academic/schwarze/swedush.html.  

Kozlowski, S. W. J., & Bell, B. S. (2003). Work Groups and Teams in 
Organizations. Handbook of Psychology. London: Wiley. 

Krauss, S. I., Frese, M., Friedrich, C., & Unger, J. M. (2005). 
Entrepreneurial orientation: A psychological model of success 
among southern African small business owners. European Journal 
of Work and Organizational Psychology, 14(3), 315-344. 
doi:10.1080/13594320500170227 

Kulik, L. (2000). Jobless men and women: A comparative analysis of job 
search intensity, attitudes toward unemployment and related 
responses. Journal of Occupational and Organizational 
Psychology, 73(4), 487-500. doi:10.1348/096317900167173 

Kulik, L. (2001). Impact of length of unemployment and age on jobless 
men and women: A comparative analysis. Journal of Employment 
Counseling, 38(1), 15-27.  

Lantz, A. (2011). Teamwork on the line can pay off down the line. 
Journal of Workplace Learning, 23(2), 75-96. 
doi:10.1108/13665621111108765 

Lantz, A., & Laflamme, l. (1996). Leadership, social support and work 
influence. Industrial Relations, 51, 693-724.  

Leitner, K. W., Volpert, W., Greiner, B., Weber, W. G., & Hennes, K. 
(1987). Analyse Psychisher Belastung in der Arbeit. Das RHIA-
Verfaren. [Analysis of psychological demands in work. The 
RHIA-metod]. Cologne, Verlag TŰV Rheinland.  

Levi, L., Marmot, M., Karasek, R., Theorell, T., Siegrist, J., Peter, R., 
Landbergis, P., et al. (2000). Stressors at the workplace: 
theoreticat models. Occupational Medicine, 15(1), 69-106.  

Li, W.-D., Fay, D., Frese, M., Harms, P. D., & Gao, X. Y. (2014). 
Reciprocal relationship between proactive personality and work 



KIN ANDERSSON  Proactivity at work  65
  

characteristics: A latent change score approach. Journal of 
Applied Psychology, 99(5), 948-965. doi:10.1037/a0036169 

Luszczynska, A., Scholz, U., & Schwarzer, R. (2005). The general self-
efficacy scale: Multicultural validation studies. The Journal of 
Psychology: Interdisciplinary and Applied, 139(5), 439-457. 
doi:10.3200/JRLP.139.5.439-457 

Matsson, I.-B. (2001). Reflektion och lärande i arbetsgrupper [Reflexivity 
and learning in work groups]. Unpublished Masters thesis, 
Department of Social Sciences. Mälardalens högskola, Eskilstuna. 

Mau, W.-C., & Kopischke, A. (2001). Job search methods, job search 
outcomes, and job satisfaction of college graduates: A comparison 
of race and sex. Journal of Employment Counseling, 38(3), 141-
149.  

McKee-Ryan, F., Song, Z., Wanberg, C. R., & Kinicki, A. J. (2005). 
Psychological and Physical Well-Being During Unemployment: A 
Meta-Analytic Study. Journal of Applied Psychology, 90(1), 53-
76. doi:http://dx.doi.org/10.1037/0021-9010.90.1.53 

Medsker, G. J., Williams, L. J., & Holahan, P. J. (1994). A review of 
current praxis for evaluating casual models in organizational 
behavior and human resources management research. Jounal of 
Management, 20(2), 439-464. 
doi:http://dx.doi.org/10.1016/0149-2063(94)90022-1 

Melzer, M. (2008). May the "characteristics of well-designed working 
tasks" (DIN EN ISO 9241-2) be applied to interactive tasks as 
well? - A pilot study. Psychology of Everyday Life Activity, 1(1), 
17-22.  

Meyers, R., & Houssemand, C. (2010). Socioprofessional and 
psychological variables that predict job finding. European Review 
of Applied Psychology/Revue Européenne de Psychologie 
Appliquée, 60(3), 201-219. doi:10.1016/j.erap.2009.11.004 

Mihail, D. M. (2008). Proactivity and work experience as predictors of 
career-enhancing strategies. Human Resource Development 
International, 11(5), 523-537. doi:10.1080/13678860802417668 

Morgeson, F. P., & Campion, M. A. (2003). Work Design. In W. C. 
Borman, D. R. Ilgen, & R. J. Klimoski (Eds.), Handbook of 
Psychology (pp. 423-452). Hoboken, NJ: John Wiley & Sons. 

Morrison, E. W., & Phelps, C. C. (1999). Taking charge at work: 
Extrarole efforts to initiative workplace change. Academi of 
Mangaement Journal, 42(403-419).  

Nesdale, D., & Pinter, K. (2000). Self-efficacy and job-seeking activities in 
unemployed ethnic youth. The Journal of Social Psychology, 
140(5), 608-614. doi:10.1080/00224540009600500 



66  KIN ANDERSSON Proactivity at work 
 

Ng, T. W. H., Sorensen, K. L., Eby, L. T., & Feldman, D. C. (2007). 
Determinants of job mobility: A theoretical integration and 
extension. Journal of Occupational and Organizational 
Psychology, 80(3), 363-386. doi:10.1348/096317906x130582 

Norušis, M. J. (2006). SPSS 14.0 Guide to data analysis. Upper Saddle 
River, NJ: Prentice Hall. 

Nyberg, A. (2006). Är kvinnor mer rörliga på arbetsmarknaden än män? 
[Are women more mobile in the labour market than men?] 
Arbetsmarknad & Arbetsliv, 2, 67-81.  

Näswall, K., Hellgren, J., & Sverke, M. (2008). The individual in the 
changing working life: Introduction. In K. Näswall, J. Hellgren, & 
M. Sverke (Eds.), The individual in the changing working life (pp. 
1-16). Cambridge: Cambridge University Press. 

Otto, K., Dette-Hagenmeyer, D. E., & Dalbert, C. (2010). Occupational 
mobility in members of the labor force: Explaining the willingness 
to change occupations. Journal of Career Development, 36(3), 
262-288. doi:10.1177/0894845309345842 

Owens, L. A., & Young, P. (2008). You're hired! The power of 
networking. Journal of Vocational Rehabilitation, 29(1), 23-28.  

Parker, S. K. (2014). Beyond motivation: Job and work design for 
development, health, ambidexterity, and more. Annual Review of 
Psychology, 65, 661-691. doi:10.1146/annurev-psych-010213-
115208 

Parker, S. K., Bindl, U. K., & Strauss, K. (2010). Making things happen: A 
model of proactive motivation. Journal of Management, 36(4), 
827-856. doi:10.1177/0149206310363732 

Paul, & Moser. (2009). Unemployment impairs mental health: Meta-
analyses. Journal of Vocational Behavior, 74(3), 264-282. 
doi:http://dx.doi.org/10.1016/j.jvb.2009.01.001 

Pohlant, A., Schultze, F., Debitz, U., Hänsgen, C., Lüdecke, S., McClelland, 
C., et al. (2007). Instruction manual with software computer 
assisted evaluation and design of job tasks for health and safety. 
Bochum, Germany: InfoMedia. 

Presti, A. L. (2014). Predictors of job-search behaviors among Italian job-
centers users. Bollettino di Psicologia Applicata, 269(62), 3-16. 
Retrieved from 
http://ep.bib.mdh.se/login?url=http://search.ebscohost.com/login.a
spx?direct=true&db=psyh&AN=2014-15723-001&site=ehost-
live&scope=site 

Rau, R. (2004). Job strain or healthy work: A question of task design. 
Journal of Occupational Health Psychology, 9(4), 322-338. 
doi:10.1037/1076-8998.9.4.322 



KIN ANDERSSON  Proactivity at work  67
  

Raub, S., & Liao, H. (2012). Doing the right thing without being told: 
Joint effects of initiative climate and general self-efficacy on 
employee proactive customer service performance. Journal of 
Applied Psychology, 97(3), 651-667. doi:10.1037/a0026736 

Richter, P., Hemman, E., & Pohlant, A. (1999). Objective task analysis 
and the prediction of mental workload: Results of the application 
on an action oriented software tool (REBA). In M. Wiethoff & F. 
R. H. Ziljstra (Eds.), New Approaches for Modern Problems in 
Work Psychology (Vol. WORC 99.10.001, pp. 67-76). Tillburg, 
Germany: University Press. 

Rolfer, B. (1999). Den goda rörligheten - kompetensväxling och kretslopp 
för nya jobb [The good mobility - skills transfer and cycling of 
new jobs] (5). Stockholm: Svenska EU programkontoret, NUTEC, 
Rådet för arbetslivsforskning. 

Rolfsen, M., & Johansen, T. S. (2014). The silent practice: Sustainable 
self-managing teams in a Norwegian context. Journal of 
Organizational Change Management, 27(2), 175-187. 
doi:10.1108/JOCM-08-2012-0124 

Romaniuk, K., & Snart, F. (2000). Enhancing employability: The role of 
prior learning assessment and portfolios. The Career 
Development International, 5(6), 318-322. 
doi:10.1108/13620430010377373 

Saks, A. M. (2005). Job Search Success: A Review and Integration of the 
Predictors, Behaviors, and Outcomes. In S. D. Brown & R. W. 
Lent (Eds.), Career development and counseling: Putting theory 
and research to work. (pp. 155-179). Hoboken, NJ: Wiley  

Saks, A. M. (2006). Multiple predictors and criteria of job search success. 
Journal of Vocational Behavior, 68(3), 400-415. 
doi:http://dx.doi.org/10.1016/j.jvb.2005.10.001 

Saks, A. M., & Ashforth, B. E. (2000). Change in job search behaviors 
and employment outcomes. Journal of Vocational Behavior, 
56(2), 277-287. doi:10.1006/jvbe.1999.1714 

Saks, A. M., & Ashforth, B. E. (2002). Is job search related to 
employment quality? It all depends on the fit. Journal of Applied 
Psychology, 87(4), 646-654. doi:10.1037/0021-9010.87.4.646 

Saks, A. M., Gruman, J. A., & Cooper-Thomas, H. (2011). The neglected 
role of proactive behavior and outcomes in newcomer 
socialization. Journal of Vocational Behavior, 79(1), 36-46. 
doi:10.1016/j.jvb.2010.12.007 

Schippers, M. C., West, M. A., & Dawson, J. F. (2015). Team reflexivity 
and innovation: The moderating role of team context. Journal of 
Management, 41(3), 769-788. doi:10.1177/0149206312441210 



68 KIN ANDERSSON Proactivity at work 

Schuller, K., Roesler, U., & Rau, R. (2014). Self-reported job 
characteristics and negative spillover from work to private life as 
mediators between expert-rated job characteristics and vital 
exhaustion. European Journal of Work and Organizational 
Psychology, 23(2), 177-189. 
doi:10.1080/1359432X.2012.727555 

Schumacker, R. E., & Lomax, R. G. (2004). Abeginner's guide to 
structural equation modeling. Mahwah, NJ: Erlbaum. 

Seibert, S. E., Kraimer, M. L., & Crant, J. M. (2001). What do proactive 
people do? A longitudinal model linking proactive personality and 
career success. Personnel Psychology, 54(4), 845-874. 
doi:10.1111/j.1744-6570.2001.tb00234.x 

Song, Z., Wanberg, C., Niu, X., & Xie, Y. (2006). Action-state 
orientation and the theory of planned behavior: A study of job 
search in China. Journal of Vocational Behavior, 68(3), 490-503. 
doi:10.1016/j.jvb.2005.11.001 

SOU. (2003). Ökad rörlighet för sysselsättning och tillväxt. 
Slutbetänkande av utredning om rörlighetsstimulanser [Increased 
mobility for employment and growth. Final report of the 
investigation on movement stimuli]. Stockholm: Statens offentliga 
utredningar.  

Speier, C., & Frese, M. (1997). Generalized self-efficacy as a mediator and 
moderator between control and complexity at work and personal 
initiative: A longitudinal field study in East Germany. Human 
Performance, 10(2), 171-192. doi:10.1207/s15327043hup1002_7 

Strachan, S. M., Brawley, L. R., Spink, K. S., Sweet, S. N., & Perras, M. 
G. M. (2015). Self-regulatory efficacy's role in the relationship 
between exercise identity and perceptions of and actual exercise 
behaviour. Psychology of Sport and Exercise, 18, 53-59. 
doi:10.1016/j.psychsport.2015.01.002 

Stroppa, C., & Spieß, E. (2011). International assignments: The role of 
social support and personal initiative. International Journal of 
Intercultural Relations, 35(2), 234-245. 
doi:10.1016/j.ijintrel.2010.09.008 

Šverko, B., Gali , Z., Serši , D. M., & Galeši , M. (2008). Unemployed 
people in search of a job: Reconsidering the role of search 
behavior. Journal of Vocational Behavior, 72(3), 415-428. 
doi:10.1016/j.jvb.2007.11.006 

Takaku, S., & Williams, J. (2011). Effects of self-regulatory behavior on 
ESL student writing. TOHOKU PSYCHOLOGICA FOLIA, 65, 
24-36.  

Taylor, F. W. (1911). The principles of scientific management. New York, 
NY: Harper & Row. 



KIN ANDERSSON  Proactivity at work  69
  

Thorsrud, E., & Emery, F. E. (1970). Industrial democracy in Norway. 
Industrial Relations: A Journal of Economy and Society, 9(2), 
187-196. doi:10.1111/j.1468-232X.1970.tb00505.x 

Tornau, K., & Frese, M. (2013). Construct clean-up in proactivity 
research: A meta-analysis on the nomological net of work-related 
proactivity concepts and their incremental validities. Applied 
Psychology: An international review, 62(1), 44-96. 
doi:10.1111/j.1464-0597.2012.00514.x 

Torraco, R. J. (2010). Work design theory. In J. A. Wagner & J. R. 
Hollenbeck (Eds.), Readings in Organizational Behavior (pp. 234-
253). New York: Routledge. 

Turner, C. E. (1933). Test room studies in employee efffectiveness. 
American Journal of Public Health, 23, 577-584.  

Tømte, C., & Hatlevik, O. E. (2011). Gender-differences in self-efficacy 
ICT related to various ICT-user profiles in Finland and Norway. 
How do self-efficacy, gender and ICT-user profiles relate to 
findings from PISA 2006. Computers & Education, 57(1), 1416-
1424. doi:http://dx.doi.org/10.1016/j.compedu.2010.12.011  

Waldenström, K. (2007). Externally assessed psychological work 
characteristics. -A methodological approach to explore how work 
characteristics are created, related to self-reports and to mental 
illness. (Doctoral dissertation). Karolinska Institutet, Stockholm.    

Waldenström, K. (2009). ARIA Arbetsinnehållsanalys. En metod för att 
bestämma arbetets innehåll, hinder och möjligheter ur ett externt 
perspektiv. Manual version 1.1. [ARIA work content analysis]. 
Arbets- och miljömedicin, Stockholms läns landsting.  

Waldenström, K. (2010). Lågt socialt stöd i arbetet och psykisk ohälsa 
[Low social support at work and mental health]. In E. Härenstam 
& E. Bejerot (Eds.), Sociala relationer i arbetslivet (pp. 57-66). 
Malmö: Gleerups. 

Waldenström, K., Ahlberg, G., Bergman, P., Forsell, Y., Stoetzer, U., 
Waldenström, M., & Lundberg, I. (2008). Externally assessed 
psychosocial work characteristics and diagnoses of anxiety and 
depression. Occupational and Environmental Medicine, 65(2), 
90-96. doi:10.1136/oem.2006.031252 

Waldenström, K., & Härenstam, A. (2008). Does the job demand–control 
model correspond to externally assessed demands and control for 
both women and men? Scandinavian Journal of Public Health, 
36(3), 242-249. doi:10.1177/1403494807085079 

Van den Broeck, A., Vansteenkiste, M., Lens, W., & De Witte, H. (2010). 
Unemployed individuals' work values and job flexibility: An 
explanation from expectancy-value theory and self-determination 



70 KIN ANDERSSON Proactivity at work 

theory. Applied psychology: An international review, 59(2), 296-
317. doi:10.1111/j.1464-0597.2009.00391.x 

Van Hooft, E. A. J., Born, M. P., Taris, T. W., & van der Flier, H. (2005). 
Predictors and outcomes of job search behavior: The moderating 
effects of gender and family situation. Journal of Vocational 
Behavior, 67(2), 133-152. 
doi:http://dx.doi.org/10.1016/j.jvb.2004.11.005 

Van Hooft, E. A. J., Wanberg, C. R., & van Hoye, G. (2012). Moving 
beyond job search quantity: Towards a conceptualization and 
self-regulatory framework of job search quality. Organizational 
Psychology Review. doi:10.1177/2041386612456033 

Wanberg, C. R. (2012). The individual experience of unemployment. 
Annual Review of Psychology, 63, 369-396 

Wanberg, C. R., Kanfer, R., & Banas, J. T. (2000). Predictors and 
outcomes of networking intensity among unemployed job seekers. 
Journal of Applied Psychology, 85(4), 491-503. 
doi:10.1037/0021-9010.85.4.491 

Vesalainen, J., & Vuori, J. (1999). Job-seeking, adaptation and re-
employment experiences of the unemployed: A 3-year follow-up. 
Journal of Community & Applied Social Psychology, 9(5), 383-
394. doi:10.1002/(sici)1099-1298(199909/10)9:5<383::aid-
casp530>3.0.co;2-0 

West, M. A., & Farr, J. L. (1989). Innovation at work: Psychological 
perspectives. Social Behaviour, 4(1), 15-30.  

West, M. A., Hirst, G., Richter, A., & Shipton, H. (2004). Twelve steps to 
heaven: Successfully managing change through developing 
innovative teams. European Journal of Work and Organizational 
Psychology, 13(2), 269-299. doi:10.1080/13594320444000092 

Wirkkala, L. (2002). Att vilja men inte kunna byta jobb [Willing but 
unable to change jobs] (31). Stockholm: TCO. 

Volpert, W., Österreich, R., Gablenz-Kolokovic, S., & Resch, M. (1983). 
Verfahren zur Ermittlung von Regulationserfordernissen in der 
Arbeitstätigkeit (VERA) [A method to assess demand on 
regulation in work]. Cologne;TÜV Rheinland.  

Vuori, J., & Vesalainen, J. (1999). Labour market interventions as 
predictors of re-employment, job seeking activity and 
psychological distress among the unemployed. Journal of 
Occupational and Organizational Psychology, 72(4), 523-538. 
doi:10.1348/096317999166824 

Zacher, H. (2013). Older job seekers' job search intensity: The interplay 
of proactive personality, age and occupational future time 
perspective. Ageing & Society, 33(7), 1139-1166. 
doi:10.1017/S0144686X12000451 



KIN ANDERSSON  Proactivity at work  71
  

Zacher, H., & Bock, A. (2014). Mature age job seekers: The role of 
proactivity. Journal of Managerial Psychology, 29(8), 1082-1097. 
doi:10.1108/JMP-05-2012-0158 

  





KIN ANDERSSON  Proactivity at work 73

Appendix A 
Items and response alternatives in the REBA instrument (REchnergestütztes 
Dialogverfahren zur psychologischen Bewertung von Arbeitsinhalten).  

Completeness  
1. Number of work tasks. (Number of differently demanding sub-ac-

tivities.) Response alternatives from 1 = 1 sub-activity, to 4 = more
than 5 sub-activities.

2. Sequential completeness. (Cyclic or sequential completeness of the
work structure and existence of sub-activities in executing, prepar-
ing, controlling and organising.) Response alternatives from 1 = ex-
ecuting, to 4 = executing, preparing, controlling and organising.

3. Organising functions. (The scope and content of organizational
functions assigned to the employee.) Response alternatives from 1
= no organising functions, to 5 = work assignment includes organ-
isation and contacts with employees/groups/divisions at upper
and/or lower level.

4. Cycle length. (Amount of recurring performances in a workday.)
Response alternatives from 1 = approximately every minute, to 7 =
no recurrences in a workday.

5. Information about the organisation. (Scope of required information
about the work organisation.) Response alternatives from 1 = in-
formation about the work organisation at the employee’s own
work station, to 3 = + additional information about the overall or-
ganisation of the production in the company.

6. Information about results. (Scope of required information about
work results.) Response alternatives from 1 = information about
the result of the employee’s own work, to 3 = information about
the results of anticipated and performed, earlier, later or parallel
work, at upper and lower level.

7. Feedback. (Differentiation of feedback with regard to the quality)
Response alternatives from 1 = no feedback about the quality, to 5
= immediate feedback about the kind and frequency of particular
errors.

8. Predictability. (Anticipation of action demands.) Response alterna-
tives from 1 = events that call for an action cannot be anticipated,
to 4 = the appearance of discrete action demand is such that the
kind/or the scope of the required action can be anticipated.
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9. Temporal degrees of freedom. (Technical or organizational condi-
tional agreements for scheduling the own activities.) Response al-
ternatives from 1 = no temporal degree of freedom: extremely close
temporal binding up to the operations, with very short spans due
to the technique, to 5 = the scheduling at work is to a great extent
arbitrary: up to sets of assignments and a possibility for scheduling
beyond a shift depending on the conditions.

10. Procedural degrees of freedom. (To what extent the employee mod-
ifies the procedures to achieve the task according to the demands.)
Response alternatives from 1 = no procedural degrees of freedom
except the decision between adopting or refusing the assignment,
to 6 = degrees of freedom with respect to sequence of sub-activities,
methods, tools, features or the result, and for independent finding
of tasks.

11. Decision demand. (Possible or required decision-making. Impact of
the decisions on the achievement of the assignment.) Response al-
ternatives from 1 = no decision possible, to 5 = decisions are re-
quired; the alternatives differ from each other with regard to their
effectiveness. The consequences are not obvious but require deduc-
tions and calculations.

12. Variety of movements. (Physical variety of work activities. Variety
of postures and movement patterns.) Response alternatives from 1
= both movements and postures are monotonous, to 4 = both move-
ments and postures are varying.

13. Conflict quality/quantity. (Contradictory demands with respect to
content and scheduling. Possible occurring contradictions between
demands described in the work assignment and the actual or ex-
pected organisational and technological conditions.) Response al-
ternatives from 1 = work assignment and the organisational/tech-
nological conditions always comprise the risk of contradictory de-
mands (permanent goal conflicts), to 3 = the task and the organisa-
tional and technological conditions do not comprise contradictions
(no goal conflict).
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Demand on Cooperation  
14. Amount of cooperation. (Time frame of daily-required cooperation 

and communication with subordinate, fellow workers and superi-
ors.) Response alternatives from 1 = cooperation and communica-
tion is never or rarely required, to 5 = cooperation and communi-
cation is required for the achievement of the assignment for longer 
time segments or during the whole process (more than 2 hours per 
shift). 

15. Forms of cooperation. (Types of required cooperation/communica-
tion that are a consequence of shared organisational and technical 
agreements.) Response alternatives from 1 = isolated individual 
work without cooperation or communication, to 9 = self-organised 
group work with regard to the schedule, methods of work,  division 
of work, and an agreement on the task and the goals. 

16. Contents of communication. (Content of work-related coopera-
tion/communication). Response alternatives from 1 = no coopera-
tion/communication, to 6 = cooperation/communication for solv-
ing problems, and a single solution has to be found in face of dif-
ferent points of view. 

Demand on Responsibility 
17. Content of responsibility. (Individual responsibility in terms of 

morally and legally specified liability.) Response alternatives from 
1 = no explicitly assigned individual responsibility, to 5 = responsi-
bility for quantity and the quality of employee’s own work with 
consequences for the wages and /or social appraisal. Responsibility 
for materials, the work process and responsibility for the safety and 
health of other people.  

18. Group responsibility. (Joint responsibility for performance out-
come.) Response alternatives from 1 = the responsibility for perfor-
mance is solely individually based, to 4 = the attribution of respon-
sibilities takes place through a collective appraisal of the individual 
contributions to the group’s performance; the group as a whole is 
completely responsible for the result. 
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Cognitive demand 
19. Degree of participation. (Level of participation in operational plan-

ning processes with regard to the work system.) Response alterna-
tives from 1 = no participation, to 7 = implementing solutions in
the practice, selections of solutions, transforming information into
solutions, evaluating the information, collection of information,
and problem definition and setting objects.

20. Level of mental demands. (Required cognitive performance.) Re-
sponse alternatives from 1 = work task requires only sensory motor
regulation, to 9 = creative thinking process.

Learning Opportunities 
21. Use of qualifications. (Rate of the performances that demand for

the job expected qualification level). Response alternatives from 1
= the qualification is partly used in the activity, and there is a risk
of forgetting qualification areas, to 5 = the qualification is used in
the activity, and it is improbable that limited qualification areas are
forgotten.

22. Learning potential. (Frequency and content of job-related learning
demands.) Response alternatives from 1 = after acquiring the ex-
pected qualification, there are no permanent learning demands, to
4 = the activity requires a continuous enhancement of abilities and
skills.
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