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Abstract 
With the development of digital technology, enterprises are facing complex 
internal and external environmental changes, and how to enhance the com-
petitive advantage of enterprises by promoting employees’ constructive beha-
viors has become a focal issue in academic circles. Based on social exchange 
theory and individual-situational interaction theory, this study constructs the 
mechanism of action of organizational virtue influencing employees’ construc-
tive behavior through constructive responsibility perception and explores the 
boundary role of proactive personality. Through regression analysis of the data 
from a sample of 311 corporate employees, it was found that organizational 
virtue positively influenced employees’ constructive talk behavior; construc-
tive responsibility perception partially mediated the positive relationship be-
tween organizational virtue and employees’ constructive talk behavior; proac-
tive personality strengthened the positive influence of organizational virtue 
and constructive responsibility perception, and also moderated the influence 
of organizational virtue on employees’ constructive talk behavior through con-
structive responsibility perception. 
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1. Introduction 

With the advent of the digital economy, the key to creating value within an organ-
ization changes from money and machines and equipment to knowledge-based 
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employees associated with emerging technologies, and the outside of an organi-
zation becomes highly uncertain due to digital technology development, and or-
ganizational development faces a new crisis. In this context, companies can only 
adapt to the complex, dynamic and competitive external market environment by 
promoting internal organizational change and innovation. In the new era of the 
community of destiny and value creation, the evaluation of enterprises is not 
only limited to product value and service, but also respecting ethics and moral 
code and taking more social responsibility within the enterprise can gain wide 
attention and recognition from the society. Therefore, how to promote sustaina-
ble development and enhance organizational core competitiveness through 
practicing organizational virtues has become a key concern for corporate man-
agement. 

Organizational virtue, as a concept combining positive psychology and busi-
ness ethics, refers to the overall organizational ethical characteristics embodied 
by the collective or individual, climate, structure, and policy procedures in an 
organization (Bright et al., 2006; Liu, 2012). In recent years, the positive effects 
of organizational virtues on individuals and organizations have received in-
creasing academic attention. The development of digital technology has led to 
changes in business models and organizational patterns, etc., as well as the gen-
eration of work behaviors beyond the scope of responsibilities of employees, and 
how to promote employees’ constructive behaviors in the new working condi-
tions has also become a focal issue in the fields of organizational behavior and 
human resources. Advocacy behavior is an extra-role behavior in which em-
ployees initiate constructive ideas to improve their work or organizational status 
(Van & Lepine, 1998). This behavior is more closely related to the individual’s 
own intrinsic and organizational extrinsic motivational characteristics; therefore, 
it is possible that organizational virtue is an important antecedent variable of 
employee constructive behavior. A review of the relevant literature reveals that 
studies have examined the relationship between organizational virtue and related 
outcome variables, but fewer studies have examined the relationship between 
organizational virtue and employee constructive behavior. Therefore, this study 
examines the effect of organizational virtue on employee constructive behavior 
in the Chinese context. 

Social exchange theory states that the provision of material or emotional re-
sources by one party to another during social interactions based on the principle 
of reciprocity leads to a sense of responsibility on the part of the other party to 
maintain their exchange relationship in return. Constructive responsibility per-
ception is the individual’s belief that it is his or her obligation as an employee 
within the organization to bring about constructive change (Fuller et al., 2006). 
Organizational virtues are the high ethical and moral characteristics presented 
by the organization such as optimism, integrity, trust, and tolerance, which create 
a good organizational context for the members of the organization and provide 
employees with a psychological feeling of tolerance and care, as well as help in 
their personal growth and career development, which in turn will motivate em-
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ployees to actively participate in social exchange and actively and positively 
propose ideas that will help the organization to enhance organizational progress 
responsibility (Zhang et al., 2020). Employees with a high sense of constructive 
responsibility consider the organization from their hearts and perform behaviors 
that are beneficial to the organization’s development such as improving organi-
zational processes and increasing organizational efficiency. Therefore, this study 
expected that organizational virtue would promote employees’ constructive re-
sponsibility perceptions to facilitate employees’ constructive behaviors. Accord-
ing to the individual-situational interaction theory, employees’ behavioral choices 
are influenced by both individual traits and the organizational context in which 
they are placed (Magnusson & Stattin, 1998), so it is hypothesized that proactive 
personality is likely to be a factor in employees’ perceptions of increased con-
structive responsibility perceptions brought about by organizational virtues and 
thus facilitates employees’ constructive behaviors. Therefore, based on social 
exchange theory and individual-situational interaction theory, this study inves-
tigates the influence of organizational virtues on employees’ constructive beha-
viors through the mediation of constructive responsibility perceptions, as well as 
the moderating mechanism of proactive personality to provide theoretical guid-
ance and practical reference for later related studies. 

The theoretical contributions of this study: First, it further expands the factors 
affecting employees’ constructive behavior and enriches the research on the rela-
tionship between organizational virtue and employees’ constructive behavior; 
second, it constructs and validates the theoretical model of organizational virtue 
→ constructive responsibility perception → employees’ constructive behavior 
with constructive responsibility perception as the mediating variable, which bet-
ter explains the “black box” affecting employees’ constructive behavior. Thirdly, 
it explores the moderating effect of employees’ proactive personality in the rela-
tionship between organizational virtue and employees’ constructive behavior, 
and better understands the mechanism of organizational virtue → constructive 
responsibility perception → employees’ constructive behavior, which provides 
new ideas for later research and also provides reference and reference for moti-
vating constructive behavior. 

2. Theoretical Basis and Research Hypothesis  
2.1. The Influence of Organizational Virtue on Employees’  

Constructive Behavior  

The term “virtue” originates from an ancient Chinese philosophical concept, 
which first appeared in the Zhong Yong: “Therefore, the gentleman respects 
virtue and the way of learning”, i.e., the gentleman respects moral cultivation 
and pursues knowledge and learning. According to Confucianism, “virtue” here 
refers to the natural endowment of human beings. Modern Neo-Confucianism 
also defines virtue as moral qualities. The understanding of “virtue” in tradition-
al Chinese philosophy and ethics is equivalent to “de”, and it has two meanings. 
One is the “virtue of man”, which emphasizes the internal cultivation of “virtue” 
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and regards it as an ideal state; the other is the “external establishment of its vir-
tue”, which emphasizes the external practice of “virtue” and regards it as a code 
of conduct, and advocates that human words and actions should have the virtue 
of conforming to etiquette and having ideal personality and inner moral charac-
teristics. The term “virtue” has been commonly used in Western philosophy and 
ethics, initially at the individual level to describe individual characteristics, i.e., 
the high ethical temperament or moral appearance unique to an individual 
(Aristotle, 1995). Later, the study of virtue at the organizational level gradually 
emerged in the West with the development of positive organizational science. 
Formal organizations can also act like a person who possesses what is evaluated 
as a virtuous or evil character within the organization (Klein, 1988). Unlike the 
individual level, organizational virtue is a presentation of the holistic ethical 
characteristics of the organization and is a concentration of the elements within 
the organization in terms of ethical qualities (Bright et al., 2006). It has been 
shown that organizational virtue not only has a positive effect on individual af-
fective commitment (Cameron et al., 2004), organizational loyalty (Rego et al., 
2011), insider identity perception (Wang et al., 2019) and sense of organizational 
support (Wang et al., 2020), but also positively predicts employee extra-role be-
havior and organizational performance (Rego et al., 2010; Searle & Barbuto, 
2011). 

Employee suggestion behavior is an extra-role behavior in which employees 
take a proactive approach to offer constructive work-related opinions in order 
to contribute to the improvement of organizational management processes and 
long-term sustainability (Morrison, 2014), which can facilitate organizational 
adaptation to developmental changes and improve organizational efficiency (Or-
gan et al., 2006; Liang et al., 2012) categorized employee suggestions into facilit-
ative and inhibitory suggestions. The former refers to new ideas and approaches 
that involve improving organizational effectiveness, while the latter refers to 
suggestions that involve unfavorable organizational work practices. Since em-
ployee suggestion behavior is a behavior that disrupts the existing situation and 
environment of the organization, expressing views and ideas may be perceived 
by leaders or colleagues as a disruptor of the balance, which in turn exposes the 
suggestion maker to interpersonal risks, and it is a behavior with certain risks 
and challenges (Wang & Duan, 2021), employees need to obtain recognition 
from within the organization when implementing suggestion behavior. Studies 
have shown that in a high organizational virtue context, employees support and 
recognize the organization’s behaviors and values, develop a high sense of iden-
tification and belonging, and are more willing to actively devote their energy and 
time to organizational development (Rego et al., 2011) and actively offer all con-
structive opinions. When employees perceive a high organizational virtue situa-
tion, they are more likely to enhance their cognition and emotion towards the 
organization, view organizational development as one with their personal de-
velopment, and contribute to driving organizational change (Kooshki & Zeina-
badi, 2016), thus willingly engaging in extra-role behaviors beyond the scope of 
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their job responsibilities; furthermore, in a high organizational virtue organiza-
tion, employees understand each other, trust and tolerance, forming harmonious 
interpersonal relationships within the organization, which can reduce the inter-
personal risks of employees due to their constructive behaviors, and thus are 
more conducive to motivating positive expressions of views and opinions among 
employees. Therefore, this paper proposes the following hypothesis. 

Hypothesis 1: Organizational virtue has a significant positive effect on em-
ployees’ constructive behavior. 

2.2. The Mediating Role of Constructive Responsibility Perception 

Responsibility perception reflects a belief in the degree to which individuals are 
responsible for the outcome of their own work (Hackman & Oldham, 1976). Con-
structive responsibility perception, which originates from responsibility percep-
tion, is an important self-worth concept that refers to an individual’s belief that 
he or she has an obligation to bring about constructive change in the develop-
ment of the organization and reflects the individual willingness of employees to 
proactively invest more resources to achieve organizational process improve-
ment and development and thus make the organization better (Culbert, 1974; 
López-Domínguez et al., 2013). High constructive responsibility perception em-
ployees have a strong motivation to serve the organization’s development (Zhu 
& Akhtar, 2019), will try to overcome difficult problems, take the initiative to do 
more and contribute to the organization, and start all actions in the interest of 
the organization, which is conducive to the development of organizational 
change (Fuller et al., 2012). Organizational virtue refers to the moral traits pre-
sented by the organization as a whole (Bright et al., 2006), and consists of five 
main aspects namely optimism, trust, compassion, integrity, and forgiveness, 
which are considered to be the main motivators to further motivate the mem-
bers of the organization to maintain internal dynamics (Cameron et al., 2004). 
Organizations with high organizational virtues create an inclusive work envi-
ronment, which encourages employees to enhance the sharing of knowledge, 
information, and skills among each other, which promotes harmonious inter-
personal relationships among members and makes employees realize their re-
sponsibility and mission as a member of the organization, and thus better con-
tribute to the development of the organization (Wang & Kim, 2013). According 
to the social exchange theory, employees in an organizational virtue situation 
perceive the care and sincerity brought by the organization, and based on the 
principle of reciprocity, they will consider organizational development as their 
own responsibility at work, take the initiative to bear the burden of the organiza-
tion, and deeply realize that they should do what is right for organizational 
change and development, which will lead to a strong sense of constructive re-
sponsibility (Wu et al., 2006). In addition, an organization in an organizational 
virtue context is tolerant of its employees and does not impose serious costs on 
them for mistakes in their words or actions, which brings employees pleasure in 
their work and makes them feel fulfilled to do what is good for the organization 
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and enhances their experience of constructive responsibility perceptions (Fuller 
et al., 2006). Therefore, this paper proposes the following hypothesis. 

Hypothesis 2: Organizational virtue has a positive effect on the perception of 
constructive responsibility. 

Constructive responsibility perception is an important psychological driver of 
employees’ constructive behavior (Fuller et al., 2012), and when employees real-
ize that they have a strong sense of responsibility to the organization at work, 
they not only help to do well in their duties, but also look for other ways or 
means to improve organizational effectiveness (Yan et al., 2020). Employees with 
a high constructive sense of responsibility believe that they deserve to give them-
selves to the organization, and if they choose to “lie flat” in the organization, 
they will have a strong sense of guilt (Yang et al., 2016), see challenging and risky 
ideas as opportunities to improve their work, and are willing to take the risks 
associated with new ideas (Zhou & Qian, 2021). Empirical studies have shown 
that constructive responsibility perceptions can promote employees’ construc-
tive ideas for corporate development as their outward expression (Liang, 2014), 
and constructive responsibility perceptions promote employees’ constructive be-
haviors (Yan & Hao, 2020). In summary, organizational virtue not only provides 
a cordial organizational context for employees to propose new ideas and pers-
pectives, but also strengthens employees’ perceptions of organizational respon-
sibility and mission through intra-organizational communication and exchange 
learning. According to the social exchange theory, employees get psychological 
support and career development opportunities from the organization, and will 
be more willing to give back to the organization and take up responsibilities 
beyond their work duties. With the further increase of constructive responsibili-
ty perception, employees will clarify the relationship between self-worth and or-
ganizational goals, and take the initiative to produce behaviors that break the ex-
isting pattern and facilitate the organization’s adaptation to the competitive en-
vironment. Therefore, this study expects that organizational virtues will enhance 
employees’ constructive responsibility perceptions and motivate employees’ ad-
vocacy behaviors. Therefore, the following hypotheses are proposed in this pa-
per. 

Hypothesis 3: Constructive responsibility perception plays a mediating role in 
the influence of organizational virtue on employees’ constructive behavior. 

2.3. The Moderating Effect of Proactive Personality  

Proactive personality refers to a unique personality trait that is relatively stable 
in individuals who are able to take the initiative to act positively and try to 
change things (Bateman & Crant, 1993). In general, individuals with proactive 
personality traits are good at grasping new opportunities, adopting appropriate 
ways and means to try to change the status quo, and achieving certain results 
through persistent efforts; on the contrary, individuals with low proactive per-
sonality traits are less sensitive to new opportunities, usually adopt a compro-
mising attitude toward the reality of the organization, have difficulty in identi-
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fying opportunities and actively seeking changes, and remain in a state of passive 
acceptance (Seibert et al., 2001; Zhang et al., 2012). Existing research shows that 
employees with high proactive personality have a positive effect on changing 
their environment and seeking opportunities, which is conducive to better work 
outcomes (Horng et al., 2016); employees with high proactive personality re-
spond to the changing and complex environment of the organization with a pos-
itive mindset and do not choose behaviors that are detrimental to the organiza-
tion (Zhang et al., 2022). Therefore, employees with different levels of proactive 
personality react differently to the environment they are in, and employees with 
higher levels are more sensitive to the external environment and will engage in 
proactive behaviors (Su & Lin, 2018). 

Based on the individual-situational interaction theory, individual traits and 
organizational situations are a complex and dynamic system, and a single indi-
vidual or organizational factor cannot determine individual attitudes and beha-
viors, but only when they both interact with each other will they further influ-
ence individual perceptions, attitudes, and behaviors (Magnusson & Stattin, 1998). 
The present study suggests that proactive personality moderates the relationship 
between organizational virtues and constructive responsibility perceptions. Em-
ployees with a high proactive personality treat environmental changes more sen-
sitively, actively and positively seek opportunities, and when they perceive a har-
monious and inclusive organizational virtue situation from within the organiza-
tion, they will put more effort in order to work and perceive themselves as hav-
ing a greater role in influencing organizational responsibility, and will see the 
various work elements done for organizational development as their responsibil-
ity and duty (Zhang & Yang, 2017) and thus generate a stronger perception of 
constructive responsibility. In contrast, employees with low initiative personality 
will lack initiative, they will not actively make specific behaviors to change prob-
lems, and even in good organizational virtue situations, they will maintain a more 
restful, get-it-done state at work out of the instinct to avoid harm (Su & Lin, 2018), 
and they will only be responsible for things within the scope of their duties, and 
they will not be responsible for organizational duties outside of other things or 
new problems of organizational development are faced with a negative attitude, 
and they do not consider organizational development as their own responsibility 
and obligation, which in turn produces less constructive responsibility percep-
tions among employees. Therefore, this study proposes the following hypothesis. 

Hypothesis 4: Employee proactive personality plays a moderating role in the 
positive relationship between organizational virtues and constructive responsi-
bility perceptions. That is, the higher the employee’s proactive personality, the 
stronger the positive effect of organizational virtues on constructive responsibil-
ity perceptions; and vice versa, the weaker the positive effect. 

Constructive perception of responsibility transmits the influence of organiza-
tional virtues on employees’ constructive behavior, but the magnitude of this in-
fluence is regulated by proactive personality. Organizational virtues create a 
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good organizational context for employees, so that they see organizational de-
velopment as their responsibility and duty based on the principle of reciprocity, 
help the organization improve its problems and adapt to the needs of the digital 
age, and thus generate positive behaviors for the benefit of the organization. 
Highly motivated employees understand the current needs of the organization 
and do what they can to advance the organization, while less motivated em-
ployees believe that doing their jobs is sufficient and are less likely to engage in 
extra-role positive behaviors to advance the organization. Therefore, we propose 
the mediating role with moderation hypothesis. 

Hypothesis 5: Organizational virtue is mediated by proactive personality through 
constructive responsibility perceptions on employees’ constructive behaviors. That 
is, the higher the employee’s proactive personality, the stronger the mediating 
effect of constructive responsibility perception on the relationship between or-
ganizational virtue and employee’s constructive behavior (Figure 1). 

3. Study Design 
3.1. Sample Selection and Data Collection 

This study used online research to obtain the sample data, and the selected re-
search subjects were employees of state-owned enterprises, private enterprises 
and other enterprises and institutions, through two surveys across time, in April 
2022 and June 2022, respectively. A total of 862 questionnaires were collected in 
the two surveys, of which 456 were collected for the first time and 406 for the 
second time. The second collection was based on the screening of the first 456 
questionnaires, and contact information was kept for 406 valid questionnaires 
after eliminating invalid ones. The recovery rate of valid questionnaires was 76.6%. 
Among the 311 questionnaires, 50.80% were men and 49.20% were women; 
58.20% were under 25 years old, 36.33% were 25 - 30 years old, and 5.47% were 
over 30 years old; 5.47% were educated in college and below, 67.85% in bache-
lor’s degree, and 26.69% in master’s degree and above; 44.05% were under 1 year 
of work experience, and 44.05% were under 1 year of work experience. 44.05%, 1 
- 3 years 42.12%, 3 - 5 years 8.68%, more than 5 years 2.57%; state-owned enter-
prises accounted for 26.69%, private and foreign enterprises accounted for 
42.13%, institutions accounted for 31.19%. 

3.2. Variable Measurement 

1) Organizational virtue uses a scale developed by Cameron et al. (2004), 
which includes 15 questions on five dimensions: optimism, trust, compassion, 
integrity, and tolerance, such as “We are optimistic that we will succeed, even if 
we encounter great challenges”, “Employees trust each other”, “Compassionate 
behavior is common”, “The company has a high sense of integrity”, “It is a tole-
rant and compassionate company”, etc. The Cronbach’s α values for each di-
mension were 0.865, 0.876, 0.850, 0.873 and 0.868, and the total Cronbach’s α 
value was 0.974. 
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Figure 1. Theoretical model. 

 
2) Constructive responsibility perceptions were based on a five-item scale de-

veloped by Liang et al. (2012), such as “I have an obligation to express my own 
opinion to the organization”, with a Cronbach’s alpha value of 0.930. 

3) The 10-item scale developed by Liang et al. (2012), which includes two di-
mensions of facilitative and discouraging constructs, was used to measure em-
ployees’ constructs, such as “I will actively make suggestions that are beneficial 
to the organization’s development” and “I will discourage my colleagues from 
doing behaviors that are detrimental to job performance. I will discourage my 
colleagues from behaving in a way that is detrimental to their work perfor-
mance”. The Cronbach’s alpha values for each dimension were 0.897 and 0.891, 
respectively, and the total Cronbach’s alpha value was 0.964. 

4) Proactive personality was measured using a 10-item scale developed by 
Seibert et al., 2001, e.g., “I am always looking for new ways to improve my life.” 
The Cronbach’s alpha value was 0.950. 

Define abbreviations and acronyms the first time they are used in the text, 
even after they have been defined in the abstract. Abbreviations such as IEEE, SI, 
MKS, CGS, sc, dc, and rms do not have to be defined. Do not use abbreviations 
in the title or heads unless they are unavoidable. 

4. Empirical Analysis  
4.1. Common Method Bias Test and Validation Factor Analysis 

In this study, the Harman one-factor test was used to verify the common me-
thod bias, and the results showed that the unrotated first factor explained 
39.084% of the variance (less than 40%), and there was no serious common me-
thod bias. In addition, validation factor analysis was performed using AMOS 
24.0, and the results are shown in Table 1. Each fit index of the four-factor 
model was better than the other models and met the standard requirements, 
λ2/df = 2.705, RMSEA = 0.074, CFI = 0.908, IFI = 0.909, and TLI = 0.901. each 
variable had good discriminant validity.  

4.2. Descriptive Statistics and Correlation Analysis  

The means, standard deviations and correlation coefficients of the variables are 
shown in Table 2. organizational virtue was positively correlated with construc-
tive responsibility perception (r = 0.214, p < 0.001), employee constructive beha-
vior (r = 0.454, p < 0.001), proactive personality (r = 0.343, p < 0.001); construc-
tive responsibility perception was positively correlated with employee construc-
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Constructive 
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Perception

Employee Constructive 
Behavior

Proactive 
Personality
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tive behavior (r = 0.243, p < 0.001), proactive personality (r = 0.253, p < 0.001) 
were positively correlated; employee constructive talk behavior was positively 
correlated with proactive personality (r = 0.252, p < 0.001). The correlations be-
tween the variables provide the prerequisites for the mediation analysis below. 

4.3. Research Hypothesis Testing 

From M1 in Table 3, it can be seen that organizational virtue positively acts on 
employee constructive responsibility behavior (β = 0.457, p < 0.001) and hypo-
thesis 1 holds. According to M2, it is known that organizational virtue has a sig-
nificant positive effect on constructive responsibility perception (β = 0.215, p < 
0.001) and constructive responsibility perception has a positive effect on em-
ployee constructive talk behavior (β = 0.243, p < 0.001), and hypothesis 2 is veri-
fied. 
 
Table 1. Results of validation factor analysis. 

Variables λ2/df RMSEA CFI IFI TLI 

Four-factor model 2.705 0.074 0.908 0.909 0.901 

Three-factor model 4.111 0.100 0.827 0.827 0.815 

Two-factor model 5.634 0.122 0.741 0.742 0.724 

One-factor model 8.910 0.160 0.557 0.559 0.529 

Note: Single-factor model: organizational virtue + constructive responsibility perception 
+ employee constructive behavior + proactive personality; two-factor model: organiza-
tional virtue, constructive responsibility perception employee constructive behavior + 
proactive personality; three-factor model: organizational virtue, constructive responsibil-
ity perception, employee constructive behavior + proactive personality; four-factor mod-
el: organizational virtue, constructive responsibility perception, employee constructive 
behavior, proactive personality (This table is from the author). 

 
Table 2. Results of descriptive statistics and correlation analysis of variables. 

Variables 1 2 3 4 5 6 7 8 9 

Gender          

Age −0.135*         

Education Level 0.068 −0.017        

Working years −0.154** 0.672*** −0.300***       

Nature of enterprise 0.196** −0.119** 0.156** −0.249***      

Organizational virtue 0.083 −0.036 0.017 0.026 −0.039     

Constructive responsibility 
perception 

0.050 −0.049 −0.046 −0.045 −0.016 0.214***    

Employee constructive 
behavior 

0.036 −0.054 0.060 −0.061 −0.004 0.454*** 0.243***   

Proactive personality −0.046 0.006 0.030 0.065 0.028 0.343*** 0.253*** 0.252***  

Mean value 1.492 1.498 2.212 1.775 2.392 3.183 3.355 3.230 3.237 

Standard deviation 0.501 0.681 0.527 0.902 1.183 1.016 0.914 0.929 1.062 

Note: N = 311; ***p < 0.001; **p < 0.01; *p < 0.05 (This table is from the author). 
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Table 3. Stratified regression results of mediation and moderating effects. 

Variables 

Employee  
constructive 

behavior 

Constructive  
responsibility  

perception 

Employee  
constructive  

behavior 

M1 M2 M3 M4 M5 

Gender −0.012 0.031 0.110 0.017 −0.017 

Age 0.010 0.016 0.016 −0.036 0.008 

Educational level 0.031 −0.073 −0.036 0.070 0.042 

Working years −0.074 −0.084 −0.087 −0.007 −0.061 

Nature of enterprise −0.006 −0.022 −0.021 −0.021 −0.003 

Organizational virtue 0.457*** 0.215*** 0.230***  0.424*** 

Constructive responsibility 
perception 

   0.243*** 0.153*** 

proactive personality   0.183***   

Organizational virtue*  
proactive personality 

  0.626***   

R2 0.213 0.054 0.472 0.067 0.235 

Adjustment R2 0.197 0.035 0.458 0.048 0.217 

F 13.698 2.900 33.693 3.613 13.298 

SE 0.832 0.897 0.673 0.906 0.821 

Note: N = 311; ***p < 0.001; **p < 0.01; *p < 0.05 (This table is from the author).  
 

Meanwhile, organizational virtue and constructive responsibility perception 
were put into the regression analysis, and it can be seen from M5 that the coeffi-
cient of the effect of organizational virtue on employees’ constructive behavior 
decreased from 0.457 to 0.424, and constructive responsibility perception played 
a partial mediating role between organizational virtue and employees’ construc-
tive behavior, and hypothesis 3 was verified. In addition, Bootstrap was used to 
further test the mediating effect, as shown in Table 4, the value of the mediating 
effect of constructive responsibility perception is 0.030 with 95% confidence in-
terval [0.008, 0.061], which does not contain 0. This indicates that the mediating 
effect is significant and hypothesis 3 is valid. 

To verify the moderating role of proactive personality between organizational 
virtue and constructive responsibility perceptions, first put in will organizational 
virtue, proactive personality, and test the effect on constructive responsibility 
perceptions, and then put in the interaction of organizational virtue and proac-
tive personality. The results are shown in Table 3 (M3), and hypothesis 4 is 
supported by the positive moderating effect of proactive personality between 
organizational virtues and constructive responsibility perceptions (β = 0.626, p < 
0.001)). In order to visualize the moderating role of proactive personality, this 
paper draws a moderating role diagram based on the suggestion of Aiken and 
West (1991). Figure 2 shows that the higher the employee’s proactive personali-
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ty, the stronger the positive relationship between organizational virtue on con-
structive responsibility perceptions. 

Bootstrap was used to test the mediated effect with moderation, and the re-
sults are shown in Table 5. When proactive personality was high, the mediated 
effect value for constructive responsibility perception was 0.126 with a 95% con-
fidence interval of [0.045, 0.217], which did not contain 0. When proactive per-
sonality was low, the mediated effect value for constructive responsibility per-
ception was −0.058 with a 95% confidence interval of [−0.101, −0.021], which 
does not contain 0. This indicates that the mediating effect of being moderated is 
significant and hypothesis 5 holds. 

 
Table 4. The mediating role of constructive responsibility perceptions in the relationship 
between organizational virtue and employee constructive behavior. 

 Effect BootSE BootLLCI BootULCI 

Indirect Effect 0.030 0.013 0.008 0.061 

Direct effect 0.385 0.051 0.285 0.486 

Total effect 0.415 0.049 0.316 0.508 

Note: This table is from the author. 
 

Table 5. Mediating effects at different levels of the moderating variables and their 95% 
confidence intervals. 

 proactive personality Effect BootSE BootLLCI BootULCI 

constructive  
responsibility 

perception 

eff1(M-1SD) −0.058 0.02 −0.101 −0.021 

eff2(M) 0.034 0.014 0.01 0.066 

eff3(M+1SD) 0.126 0.044 0.045 0.217 

Note: This table is from the author. 
 

 
Figure 2. The moderating role of proactive personality in the relationship between orga-
nizational virtue and constructive responsibility perception. Note: This figure table is 
from the author. 
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5. Study Results and Discussion  

The study concludes that 1) organizational virtues can positively influence em-
ployees’ constructive behaviors. The characteristics of optimism, integrity, trust, 
compassion and tolerance presented by organizational virtues create a more re-
laxed and trustworthy atmosphere for employees, which provides a harmonious 
environment for the generation of employees’ constructive behaviors and enables 
employees to integrate their self-worth with organizational values and believe 
that their own behaviors are beneficial to their career development and organi-
zational development, and are more likely to generate more constructive beha-
viors for the benefit of the organization; 2) Organizational virtue positively in-
fluences employees’ perceptions of responsibility through the mediation of con-
structive responsibility. Organizational virtues can enhance employees’ construc-
tive responsibility perceptions and thus improve employees’ constructive beha-
viors. Organizational virtues, as a good organizational context, can make em-
ployees better engaged in their work, and better interpersonal relationships can 
enhance employees’ identification with organizational values, which can impli-
citly influence employees’ attitudes and behaviors and make employees enhance 
their sense of responsibility for their work. Employees with a strong constructive 
responsibility perception are more alert and sensitive to the internal and external 
environment of the organization, and can easily obtain elements that are benefi-
cial to themselves and the organization; 3) The higher the degree of employees’ 
proactive personality, the more obvious the effect of organizational virtue on 
employees’ constructive responsibility perception. Employees with high proac-
tive personality are more likely to be influenced by the organization’s positive 
situation, which is conducive to the organization to better cultivating and pro-
moting the occurrence of constructive responsibility perception ability of em-
ployees, and then enabling them to obtain more personal and organizational in-
formation in their work and produce behaviors that are beneficial to the develop-
ment of the organization. 

5.1. Theoretical Significance  

1) Most current research on employee constructive behavior focuses on lea-
dership style and other aspects, and fewer studies have focused on the effect of 
organizational virtue on it. This study verifies the positive effect of organization-
al virtue on employees’ constructive behavior, fills the gap in the research on or-
ganizational virtue and employees’ constructive behavior, enriches the antece-
dent variables on constructive behavior in organizational context, and again ve-
rifies the influence of organizational virtue on employees’ constructive behavior. 

2) This study investigated the influence of organizational virtue on employees’ 
constructive behavior through the mediating role of constructive responsibility 
perception. The study shows that organizational virtue can facilitate employees’ 
constructive talk behavior by enhancing constructive responsibility perceptions. 
This study opens the “black box” of organizational virtue and constructive re-
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sponsibility perceptions, broadens the theoretical study of constructive respon-
sibility perceptions, and enriches the study of social exchange and individu-
al-situational interaction theory. 

3) This study further explores the boundary conditions of employees’ con-
structive behavior by considering proactive personality as a moderating effect. 
Proactive personality significantly moderated the positive relationship between 
organizational virtue and constructive responsibility perceptions, i.e., the higher 
the employee’s proactive personality, the stronger the positive effect of organiza-
tional virtue on constructive responsibility perceptions. In addition, proactive 
personality moderates the path of organizational virtues → constructive respon-
sibility perceptions → employees’ constructive behaviors. 

5.2. Management Insights  

Enterprises should incorporate organizational virtue into their daily management, 
increase the construction and cultivation of organizational virtue, guide employees 
to produce virtuous behavior by formulating and improving relevant systems that 
support virtuous behavior, cultivate organizational virtue from shallow to deep, 
and form a good organizational culture atmosphere that values social benefits 
and fulfills social responsibilities. In addition, managers should also widely pub-
licize organizational virtuous culture and philosophy, advocate that managers 
should maintain a good working style of frank trust and mutual collaboration 
between superiors and subordinates, and regularly carry out special actions to 
care for the organization’s employees, so as to better provide a good organiza-
tional context for promoting employees’ constructive behavior and further create 
potential conditions for the enhancement of the organization’s competitive ad-
vantage. 

Enterprises should strengthen the cultivation of constructive responsibility per-
ception of employees, managers should establish the awareness of responsibility 
to take the initiative to undertake organizational development changes, and ex-
press the expectation for employees to actively take responsibility for organiza-
tional development in employee interactions to encourage and promote employees 
to enhance constructive responsibility perception. In addition, in human resource 
management activities, organizations can also stimulate constructive responsi-
bility perception by communicating the organization’s strategies and goals to em-
ployees, clarifying the responsibilities and assessment contents of employee po-
sitions, strengthening training on job skills, enhancing employees’ expectations 
of their job roles, and making employees aware of the importance of their jobs to 
the organization, so as to promote employees’ constructive responsibility beha-
vior. 

Enterprises in practice of high initiative personality employees are usually able 
to take the initiative to put forward new views, break the silent scene in the or-
ganization, will influence other colleagues through their own behavior, can make 
more beneficial to the organization’s words and actions, and this personality 
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trait once formed in the short term is difficult to change. Therefore, companies 
should increase the measurement of personality traits of candidates in the hu-
man resources recruitment process, and screen employees with matching job 
characteristics to ensure that they can play a corresponding personality advan-
tage in the relevant positions, especially in innovative positions, and give priority 
to employees with high initiative personality in positions that involve important 
organizational change decisions. 

5.3. Research Limitations and Perspectives  

This study did not focus on a specific industry, and future research could further 
expand the sample selection. In addition, constructive responsibility perception 
mediates the relationship between organizational virtues and employees’ con-
structive behaviors in this study, but there are still other mechanisms. In addi-
tion, this study introduces proactive personality as a moderating variable to ex-
plore the role of boundaries, and future research can clarify the influence of or-
ganizational virtues on employees’ constructive behaviors from different leader-
ship styles. 
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