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Abstract - Innovative behavior in organizations is influenced by both individual factors and contextual factors. Innovation in 
general and Innovative Work Behavior (IWB) in particular have been identified as important for sustained competitive 
advantage and a significant theme of Organizational Studies in suggesting recommendations for practical interventions in 
Human Resource Management. This paper considers career anchors as individual factors and organizational culture as context 
in addition to self-efficacy and suggests the configuration of individual and contextual factors that lead to self-efficacy and  
innovative Work Behavior.  It also proposes that self-efficacy by itself may be a more important variable, the management of 
which is likely to elicit Innovative Work Behavior. 
 
Keywords - Innovative Work Behavior, Career Anchors, Organizational Culture, Context, Self-Efficacy. 
 
I. INTRODUCTION 
 
The current conceptions of the employee-organization 
relationship, Social Exchange model (Blau, 1964) and 
Inducements- Contribution model (March and Simon, 
1958) are based on expectations of reciprocal 
exchange. In addition Jose and Mampilly (2017) has 
proposed a conduciveness model conceiving of the 
employee - organization relationship (EOR) from an 
ecological psychology point of view. This view 
attributes behavior not merely to individual factors but 
also to the context of behavior and the interaction 
between the two. In this paper, career anchors serve as 
the individual factors and organizational culture as the 
context, both of which influence self-efficacy 
evaluations and behavior, specifically Innovative 
Work Behavior (IWB). In addition to the interaction of 
the perceived context upon both the career anchor - 
self efficacy relation and the career anchor - IWB 
relation, self-efficacy is examined as a cognitive 
variable that contributes to IWB by itself. Over and 
above the individual and contextual factors, 
self-efficacy is also examined as a cognitive 
antecedent of IWB. 
 
The individual in an organization is a situated person. 
The term ‘situated’ conceives the individual as part of 
the context, in the present instance, the organization. 
She brings in her talents, abilities,  motives,  needs, 
attitudes and values (Schein, 1978) to the behavior 
setting (Barker, 1968), the organization, characterized 
by interaction between individuals, leading to shared 
values, assumptions and beliefs, the organizational  
culture (Schein,1984; Hofstede, 1980) which is the 
context  (Jones, 2006) for further interaction and for  
initiating new members into the setting.  Innovative 
work behavior (Scott and Bruce, 1994; Kanter, 1988) 
denotes that behavior characterized by recognition, 
finding solutions, building legitimacy and support for 

and implementation of the solution to a problem. 
Interactionist theory (Bandura, 1986) and ecological 
psychology (Gibson, 1950) considers behavior as an 
outcome of the individual factors interacting with the 
contextual factors. The basic assumption is that 
context affords and constrains behavior. One of the 
functions of Human Resource Management (HRM), 
through the application of behavioral sciences 
knowledge is the creation and maintenance of a 
conducive context for elicitation of the desired 
behavior. The individual however, is not a passive 
organism that merely responds to the context, but an 
active efficacious being, having own evaluations of 
action capability also termed self-efficacy (Bandura, 
1986). Positive self- evaluation of efficacy may be an 
outcome of the individual perceiving and exploiting a 
conducive context and at times rising over the 
constraining context and therefore could be a strong 
predictor of innovative work behavior. 
 
II. CAREER ANCHORS AS INDIVIDUAL 
FACTORS AND ORGANIZATIONAL 
CULTURE AS CONTEXT 
 
Career anchors are those features of the job that the 
individual would not want to give up even when he 
changes the jobs and is a concept developed on the 
individual talents, abilities, motives, needs, attitudes 
and values (Schein, 1978). The concept distils the 
work related individual. 
The concept of culture denotes the shared values and 
assumptions of a group that distinguishes one group 
from another. Hatch (1997) described organizational 
culture as that context to which organizational 
members routinely orient their identity, experience 
and activity. Organizational Culture has been 
operationalized in terms of dimensions by Hofstede 
(1980) and are, result vs process oriented, parochial vs 
professional, open vs closed, people vs task oriented, 
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normative vs pragmatic and loose vs tight control. The 
organizational culture concept encapsulates the 
context, the much searched for ‘organizational’ in 
Organizational Behaviour. 
 
III. EMPLOYEE - ORGANIZATION 
RELATIONSHIP (EOR) 
 
Among the current conceptions of the 
employee-organization relationship are the Social 
Exchange model (Blau, 1964), Inducements- 
Contribution model (March and Simon, 1958) and the 
conduciveness model proposed by Jose and Mampilly 
(2017), the last one based on an ecological psychology 
view. 
 
IV. ECOLOGICAL PSYCHOLOGY: 
CONCEIVING INDIVIDUAL AND CONTEXT 
AS A UNIT 
 
Ecological psychology considers the organism in 
relation to the environment in studying behavior. The 
use of the term ecological psychology denotes a 
concern with considering psychological phenomena 
and behavior, as the product of a correspondence of 
factors of environmental or situational nature and 
individual factors.  In ecological theory, the meaning 
of an object is a relational property that depends upon 
the observing person and the environment, and is 
considered as existing neither in the perceiver nor in 
the physical environment but as part of an ‘econiche’ 
which is defined as the aggregate sum of the relations 
between the perceiver and the environment. In this 
way, the concept of affordance as introduced by 
Gibson provides a way to describe the world in a way 
cutting across subject- object dualities. 
 
Self-efficacy refers to one’s convictions and 
confidence about abilities to mobilize the motivation, 
cognitive resources and courses of action needed to 
successfully execute a task within a given context 
(Stajkovic and Luthans, 1998). It is described further 
as a psychological resource capacity. Following the 
same arguments, it could be  postulated that 
environments (organizational cultures) which are 
perceived as either enriching or not enriching, in 
consonance with one’s talents, abilities, motives, 
needs, values and attitudes (components of career 
anchors) might,  influence one’s general self-efficacy. 
 
Given that one of the antecedents of self-efficacy is 
actual mastery, it is possible to deduce that 
self-efficacy is affected depending on whether the 
situation is perceived as constraining or enabling for 
such mastery and the career anchor - perceived 
organizational culture interaction is significantly 
correlated to Self-Efficacy.  The different perceived 
organizational culture dimensions may have an 
interaction effect on the different career anchor – self 
efficacy relationship (Jose and Mampilly, 2017). 

In addition to the above arguments, study of 
Ramamoorthy et al (2005), showed Job autonomy has 
direct effects on IWB. Scott and Bruce (1994) 
contends organization’s culture is linked to IWB. 
Autonomy (Independence) is one among the career 
anchors. Therefore drawing from ecological 
psychology, it may be possible to propose 
configurations of complementary career anchors and 
organizational cultures. 
 
In general, it may be proposed that the interaction of 
the perceived organizational culture as context upon 
career anchors may influence IWB (Jose and 
Mampilly, 2017). The different perceived 
organizational culture dimensions may have an 
interaction effect on the different career anchor – IWB 
relationship. The ecological psychology perspective 
discussed so far logically brings forth the hypotheses 
as below: 
 
V. HYPOTHESES 
 

1. The different perceived organizational 
culture dimensions interact differently with 
the career anchor – self efficacy 
relationships. 

2. The different perceived organizational 
culture dimensions interact differently with 
the career anchor - IWB relationships. 

3. Self-efficacy is positively related to 
Innovative Work Behavior 

 
VI. METHODOLOGY 
 
An explanatory design was resorted to for the research. 
The pattern of relations between the variables, career 
anchors, perceived organizational culture dimensions, 
self-efficacy and IWB was sought to be brought to 
light. 
Theoretical support for selection of organizations 
likely to have less variation in the organizational 
cultures was drawn from Thompson’s (1967) 
technology typology of organizations which is based 
on underlying value creation logic. 
Nine different organizations following the criteria of 
long linked technology were chosen for the study. 
Data from the nine organizations were pooled and 
analysed.  The population of the study comprised all 
the officers of the selected organizations located in and 
around the industrial commercial capital Kochi, in  
Kerala, India. From discussions with the HR officials 
of the organizations the size of the population of 
officers was 1040. 
 
VII. SAMPLING DESIGN 
 
A multi stage approach was used in selecting the 
sample. Choosing long linked technology 
organizations in and around the locale comprised the 
first stage.  Concentrating on this particular aspect 
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required and justified purposive sampling. Taro 
Yamane (1973) formula for sample size n= N/1+N(e)2 
yielded  a minimum sample size of 285. 
 
Second stage involved distribution and collection of a 
total of 423 usable responses using convenience 
sampling from the officers of the nine organizations. 
 
VIII. TOOLS FOR DATA COLLECTION 
 
Internal Career Anchors orientation inventory by 
Edgar Schein (1978), Organizational Culture, 
questionnaire based on practices developed by 
Hofstede (1980), New General Self-efficacy 
questionnaire developed by Chen, Gully and Eden 
(2000) and Innovative Work Behavior questionnaire 
by Scott and Bruce (1994) a six item scale designed to 
assess employee innovative behaviors at work were 
used as the tools for data collection. Employees were 
asked to report on the extent to which they engage in 
and display innovative behaviors at work. The 
developers reported significant correlation with 
objective measures of filed invention disclosures 
(r=0.33). Previous studies (Carmeli and Spretzer, 2009) 

reported eigenvalue of 4.61 accounting for 14.88 
percentage of variance and factor loadings ranging 
from 0.74 to 0.82. 
 
The final questionnaire consisted of 58 questions 
relating to the variables under study. They included 26 
statements relating to career anchors, 18 statements 
relating to perceived organizational culture 
dimensions, 8 statements relating to self-efficacy and 
6 statements relating to IWB. Testing for internal 
consistency revealed acceptable Cronbach alpha 
values and composite reliability for all the variables. 
 
IX. STATISTICAL ANALYSIS 
 
Statistical Packages for Social Sciences (SPSS) for 
Multiple regression, and PROCESS plug in of Hayes 
(2013) for checking interaction effects. Significant 
relationships at p< 0.05 were accepted and the others 
rejected. WarpPLS a PLS based Structural Equation 
modelling software was used to show the pattern of 
relation between the different variables showing 
significant relations. 
 

 
X. ANALYSIS AND INTERPRETATION 
 
A. The interaction of contextual factors on career anchor - self efficacy relation. 
The data revealed that the perceived organizational culture dimensions illustrated in table 1 interacted 
significantly with the corresponding anchors shown against each leading to self-efficacy. 

 
1. Technical/ Functional Competence – Pragmatic 
orientation - Self Efficacy relationship 
Analysis using the process macro (Hayes, 2013) in 
SPSS revealed the following statistic: 
F (df1, df2) = F(3,419)  = 18.3; p< 0.05;  R2 = 12 
The interaction of perceived Pragmatic Orientation 
with career anchor Technical/Functional Competence 
explains 12% of the variation in the officer’s 
self-efficacy evaluation. 
 
2. The Independence – Task orientation – Self 
efficacy relationship 
Analysis using the process macro (Hayes, 2013) in 
SPSS revealed the following statistic: 
F (df1, df2) = F(3,419) = 10.5  p< 0.05 R2 = 09 

The interaction of perceived task orientation with 
career anchor Independence explains 9% of the 
variation in the officers’ self-efficacy evaluation. 
 
3. The Job Security – Pragmatic orientation – Self 
efficacy relationship 
Analysis using the process macro (Hayes, 2013) in 
SPSS revealed the following statistic: 
F (df1, df2) = F(3,419) = 9.7  p< 0.05 R2 = 4.6 
The interaction of perceived pragmatic orientation 
with career anchor job security   explains 4.6% of the 
variation in the respondents’ self-efficacy evaluation. 
 
4. The  Entrepreneurial Creativity – Professional  
orientation – Self efficacy relationship 
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Analysis using the process macro (Hayes, 2013) in 
SPSS revealed the following statistic: 
F (df1, df2) = F(3,419)  = 8.18  p< 0.05 R2 = 5.8 
The interaction of perceived professional orientation 
with career anchor entrepreneurial creativity explains 

5.8% of the variation in the respondents’ self-efficacy 
evaluation. 
The hypotheisis that the different perceived 
organizational culture dimensions interact differently 
with the career anchor – self efficacy relationships 
stands supported. 

 
B. The interaction of contextual factors on career anchor –IWB relation 

 
1. General Managerial Anchor- process orientation 
– IWB relationship 
Analysis using the process macro (Hayes, 2013) in 
SPSS revealed the following statistic: 
F (df1, df2) = F(3,419) = 5.19  p< 0.05 R2 = 5.4 
The interaction of perceived process orientation with 
the general managerial career anchor explains 5.4% of 
the variation in the respondents’ reported IWB. 
2. General Managerial Anchor-Closed nature – 
IWB relationship 
Analysis using the process macro (Hayes, 2013) in 
SPSS revealed the following statistic: 
F (df1, df2) = F(3,419) = 7.8  p< 0.05 R2 = 4.75 
The interaction of perceived closed nature with the 
general managerial career anchor explains 4.75 % of 
the variation in the respondents’ reported IWB. 
3. The lifestyle integration anchor – professional 
orientation – IWB relationship 
Analysis using the process macro (Hayes, 2013) in 
SPSS revealed the following statistic: 
F (df1, df2) = F(3,419) = 5.34  p< 0.05 R2 = 4.1 
The interaction of perceived professional  orientation 
with the lifestyle integration career anchor explains 
4.1 % of the variation in the respondents’ reported  
IWB. 
4. The lifestyle integration anchor – tight  control – 
IWB relationship 
Analysis using the process macro (Hayes, 2013) in 
SPSS revealed the following statistic: 
F (df1, df2) = F(3,419)  = 9.84  p< 0.05 R2 = 6.5 
The interaction of perceived tight  control with the 
lifestyle integration career anchor explains 6.5 % of 
the variation in the respondents’ reported IWB. 
5. The Job security anchor – process orientation – 
IWB relationship 
Analysis using the process macro (Hayes, 2013) in 
SPSS revealed the following statistic: 
F (df1, df2) = F(3,419) = 1.4  p< 0.05 R2 = 1.6 
 

The interaction of perceived process  orientation with 
the job security career anchor explains 1.6 % of the 
variation in the respondents’ reported IWB. 
 
6. The pure challenge anchor – process  orientation 
– IWB relationship 
Analysis using the process macro (Hayes, 2013) in 
SPSS revealed the following statistic: 
F (df1, df2) = F(3,419) = 5.4  p< 0.05 R2 = 6.3 
The interaction of perceived process orientation with 
the pure challenge anchor explains 6.3  % of the 
variation in the respondents’ reported  IWB. 
The hypothesis that the  different perceived 
organizational culture dimensions interact differently 
with the career anchor - IWB relationships stands 
supported. 
 
XI. STRUCTURAL EQUATION MODELLING 
SHOWING THE RELATIONS BETWEEN THE 
CAREER ANCHORS, ORGANIZATIONAL 
CULTURE, SELF-EFFICACY AND 
INNOVATIVE WORK BEHAVIOR. 
 
A  SEM (Structural Equation Modelling) Analysis was 
done to depict the relations between the variables 
using Warp PLS. PLS (Partial Least Square Method) 
SEM is considered a very general and flexible 
technique for predictive inferences that generalizes 
and combines features from multiple regression and 
principal component analysis. PLS regression is a tool 
of choice in the social sciences as a multivariate 
technique for both non-experimental and experimental 
data. R2 is an important measure to assess the 
predictive ability of the model (goodness of fit) and is 
equivalent to the regression R2. The path co-efficients 
indicate the strength of relationship between 
constructs and are expressed in standardised form to 
permit comparison of the relative strength (Yue, 2004). 
Altogether, PLS SEM is a convenient tool that gives a 
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snapshot view of relationships when all the variables in a multivariable model are considered together. 

 
Fig- 1 Structural Equation modelling showing the relations between the combined pattern of career anchors, organizational culture, 

self-efficacy and Innovative Work Behavior. Significant relations shown. 
 
As per the PLS SEM analysis, shown in fig. 11 career 
anchors Autonomy/Independence, Life Style and Pure 
Challenge have a significant relation to self-efficacy 
evaluations. People scoring higher on these career 
anchors showed higher self-efficacy evaluations. 
Similarly perceived result orientation and Tight 
Control as Context also contributed to higher 
self-efficacy with a combined R2 of 0.21. However 
what is of importance in here is the strength of. 
self-efficacy (B=0.45;p=<0.01) in predicting 
Innovative Work behavior over and above either 
individual factors or perceived contextual factors. A 
major chunk, 45 % of the contribution is of 
self-efficacy towards IWB as against the combined 
contribution of the different career anchors and 
organizational Contextual dimensions 
 
DISCUSSION 
 
The results indicate the primacy of self-efficacy over 
and above that of individual predilections and the 
context in which the individual is situated. This does 
not however eliminate the importance of either 
individual differences or the context rather only 
reinforces the key role of self-evaluations in looking 
for alternatives, generating support for the alternative 
ideas and implementing them in the organizations. 
 
A number of insights can be gathered from the study. 
The conducive combinations of career anchors and 
organizational culture dimensions for effecting 
self-efficacy are Technical / Functional Competence 
and Pragmatic orientation; Independence and Task 

orientation; Job security and Pragmatic orientation and 
Entrepreneurial Creativity and Professional 
orientation. 
Similarly the conducive combinations of career 
anchors and organizational culture dimensions for 
eliciting Innovative Work Behavior are General 
Managerial anchor and Process orientation, General 
Managerial anchor and Closed nature, Lifestyle and 
Professional  orientation, Lifestyle and Tight  control, 
Job security and Process orientation, Pure Challenge 
and Process orientation. 
 
This provides support to and a test of the 
configurational approach of Delery and Doty (1996) 
for HR practices to devise appropriate combinations of 
individual and organizational components privileged 
over universalistic or contingency approaches. 
 
Conduciveness approach seems to be more humanistic 
than the inducement and social exchange models of 
employee organizational relationships both of which 
rely on reciprocal instrumental approaches of both 
employee and organizations. A non-instrumental 
approach may be capable of producing an intrinsic 
motivation for employees to contribute in an 
environment of exploration than exploitation. The 
study conclusively proves that self-efficacy has a 
much larger influence in eliciting IWB. 
 
CONCLUSION 
 
Ecological Psychology is a new way of looking at the 
employee – organization relations. Over and above the 
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context is the primacy of the internally occurring 
self-efficacy evaluations in predicting Innovative 
Work Behavior. 
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