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Purpose: Workplace friendships are typically complicated, serving various goals, imposing 
varying levels of expectation on the members, and representing the interaction among employ-
ees. Recent research has highlighted the multifaceted nature of friendship; however, the purpose 
of this study is to quantify the benefits of friendship at work. The study investigates the impact of 
supervisor behavioral integrity on employee proactive behavior. Moreover, it constructed 
a moderated mediation model based on attachment theory to examine the function of affective 
commitment as a mediator and workplace friendship as a moderator.
Methods: In three stages, 266 employee data from 20 Pakistani service industries were 
gathered (including seven banks, four educational institutes, five travel firms, and four 
telecom providers). Data on supervisor behavioral integrity, workplace friendship, affective 
commitment, employee proactive behavior, and demographics were collected between March 
and September 2020.
Findings: The findings indicated that supervisor behavioral integrity had a beneficial impact 
on employee proactive behavior. Affective commitment mediates the relation between super-
visor behavioral integrity and employee proactive behavior. Furthermore, workplace friend-
ship moderates the relationship between supervisor behavioral integrity and affective 
commitment and the indirect impact of supervisor behavioral integrity on employee proac-
tive behavior through affective commitment.
Conclusion: According to the findings of this study, workplace friendship is an essential 
informal aspect in any organization. Leadership as a formal organizational component would 
be greatly agitated even when employees have a low level of workplace friendship. 
Friendship in the workplace inspires employees to take action in order to succeed.
Keywords: supervisor behavioral integrity, affective commitment, employee proactive 
behavior, workplace friendship, attachment theory

Introduction
The importance of leaders’ words and deeds in exercising leadership behavior has 
been proven through extensive research. Supervisors must demonstrate professional 
quality and ethics in their daily management functions, such as fairness, honesty, 
and virtue. Simons originally defined supervisor behavioral integrity as “a percep-
tion of the consistency of a leader’s words and deeds from the employee’s 
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perspective.” Employees are frequently involved in daily 
affairs with their supervisors, and their emotions and beha-
viors are primarily dependent on supervisor interaction. 
Employees can intuitively understand their direct super-
iors’ words and actions, reflecting leadership qualities.1 

According to theoretical and practical groups, supervisory 
behavioral integrity is widely recognized as a commuting 
force in bringing positive outcomes to a firm through 
employee in-role performance, trust, and organizational 
citizenship behavior.2–4 Employees respect a trustworthy 
supervisor, and are motivated to go beyond the supervi-
sor’s expectations. When a supervisor-employee relation-
ship is built on credibility, integrity, and camaraderie, it 
inspires workers to engage in constructive behaviors like 
OCB.5 Nonetheless, deception by leaders is expected in 
the real world, and it can have a wide range of negative 
consequences for subordinates, teams, and even organiza-
tions. As a result, supervisor behavioral integrity will 
impact significant leadership exertion in the workplace.6 

As a result, it’s critical to understand the influence 
mechanism and boundaries of supervisory behavioral 
integrity.

Leaders are known as agents of the organization 
because of employee-leaders relationship characteristics.7 

In an organizational role, the leader offers the essential 
support and insight to promote a sense of belonging.2 

Employees’ belief in management, affective 
commitment.8 job satisfaction,9 and intent to stay10 can 
all be influenced by behavioral integrity. Thus their turn-
over intentions decrease if employees have a strong emo-
tional attachment to an organization. Furthermore, 
individuals with high levels of commitment are more 
likely to identify with the organization and participate 
actively in work. Employees’ affective or emotional 
attachment to their employer is referred to as affective 
commitment.11 Employees are more likely to acquire 
affective commitment if their managers encourage them 
to do so. They may respond to superiors’ ethical leadership 
behavior to increase their affective commitment to the 
leaders and organization.12,13 In a nutshell, when super-
visors’ words and actions foster employee commitment 
and acceptance within a company, employees’ affective 
commitment to the supervisor and company may increase.

The term “workplace friendship” refers to an informal 
and deliberate relationship amongst members of an 
organization.14 This kind of relationship makes employees 
more connected to the organization and aids in minimizing 
negativity.15 Supervisor behavioral integrity is one of the 

organizational supports felt by workers, ensuring that 
employees recognize, trust, and respect the organization. 
Although supervisory behavioral integrity is a formal con-
sideration, other informal factors such as workplace 
friendship can impact organizational outcomes. 
Employees who perform well and exhibit innovative beha-
vior have a strong sense of belonging to their supervisors. 
Such employees are more likely to try new things and 
present their tasks efficiently and ideally.14,16 Workplace 
friendship motivates members to go the extra mile to 
achieve the desired goal,17 which benefits the organization.

Bowlby proposed attachment theory as “Attachment is 
characterized by specific, such as seeking proximity to the 
attachment figure when upset or threatened”.18 Attachment 
theory, according to this research, is a crucial theoretical 
framework for comprehending proactivity. According to 
research, employees who receive inconsistent support 
from their leaders are more likely to become preoccupied 
with their own attachment needs. Employees who have 
their behavioral attachment system activated may become 
dissociated from their leaders or engage in attention- 
seeking behaviors, both of which are counterproductive 
to work. Employees who are less emotionally connected 
to their bosses are less likely to trust them.19 On the other 
hand, Associated employees are hyper-sensitive and overly 
reliant on leaders’ approval.20 According to one study, 
even when leaders did not exhibit transformational char-
acteristics, friendly, attached followers rated them as 
transformational.21 Similarly, subordinates who do not 
have a friendly attachment may be resistant to leadership 
as a result of previous unsupportive relationships (Keller, 
2003). In conclusion, This study backs up the theory that 
workplace friendship will moderate the relationship 
between behavior integrity and proactive behavior.

The formal aspects of the workplace, such as leader-
ship and management styles, have received ample atten-
tion from researchers.22,23 However, it is crucial to 
capitalize on the informal workplace characteristics. As 
a result, the focus of this study is on the moderating 
effect of workplace friendship, an informal component 
that necessitates further research into the formal effect 
process. This study adds to the current body of knowl-
edge by thoroughly investigating the link between super-
visor behavioral integrity and employee proactive 
behavior based on attachment theory. The addition of 
affective commitment as a mediator and workplace 
friendship as a moderator strengthens the overall rela-
tionship. Furthermore, this study is significant for 

https://doi.org/10.2147/PRBM.S329905                                                                                                                                                                                                                                

DovePress                                                                                                                         

Psychology Research and Behavior Management 2021:14 1448

Guohao et al                                                                                                                                                         Dovepress

Powered by TCPDF (www.tcpdf.org)Powered by TCPDF (www.tcpdf.org)

https://www.dovepress.com
https://www.dovepress.com


organizations to understand the emotional state of work-
ers as supervisors, develop a clear feeling of affective 
commitment and promote proactive employees’ 
behavior.

Hypotheses Development
Supervisor Behavioral Integrity and 
Employee Proactive Behavior
Behavioral integrity in the workplace has traditionally 
been regarded as a positive factor, with roots in transfor-
mational and charismatic leadership styles. Employees are 
eager to put their faith in leaders to influence their attitudes 
and behavior.24 Previous research has suggested that 
improving psychological safety and job roles flexibly 
will help leaders endorse employees’ proactive 
behavior.10,25,26 Strauss et al27 explained the readiness of 
employees to do the work and try many new things in 
good relations with the supervisor. Integrity in leadership 
fosters a work environment where employees are valued. 
They have their psychological needs met, and they are 
more likely to realize and achieve their goals.28 Workers 
can even be motivated to actively contribute to themselves 
and the organization by their leaders’ integrity, compas-
sion, and ethical behavior, encouraging them to go beyond 
their responsibilities.

Emotional communications are involved in the rela-
tionship between supervisor behavioral integrity and 
proactive employee behavior. The outcomes are more pro-
ductive if expectations and responsibilities are clear, loy-
alty and faith are stronger, and relationships between 
employees and organizations are robust.29 To strengthen 
employees’ deep organizational support feelings, organi-
zations implement ethical activities, rules of equality, and 
a caring environment. To ensure long-term growth in 
a harmonious and trustworthy working environment, 
employees must take proactive measures.30 Employees 
actively promote the interaction with work or organization 
when their emotional fulfillment needs are met, increasing 
job satisfaction and organizational commitment. It estab-
lishes a clear emotional commitment, which will signifi-
cantly impact employees’ proactive behavior.31 Employees 
satisfied with their supervisors show extra dedication and 
loyalty to the organization.32,33 Leaders with moral per-
sonality qualities motivate workers to reach their full 
potential, urge them to take on additional organizational 
tasks, and inspire them to confront difficulties.34

Substitutes are qualities or variables that can be used to 
replace certain leadership behaviors. According to Kerr 
and Jermier35 in their Substitutes for Leadership Theory, 
contextual variables can influence the effects of leadership. 
Contextual variables such as the work environment, task, 
and employee characteristics can compensate for or cancel 
out the effects of a leader’s actions. The moral behavior of 
leaders shapes the altruistic environment. As a result, the 
altruistic environment can be used as a contextual variable, 
as suggested by the substitutes for leadership theory.35,36 

Assume that, as a result of their emotional commitment, 
employees engage in proactive behavior toward the orga-
nization. Therefore, the leaders do not have to make 
further efforts to encourage them to show positive beha-
vior. This perspective also addresses the point that

employees who perceive their supervisors to have beha-
vioral integrity are more likely to engage in proactive 
behaviors than supervisors who lack behavioral integrity. 

Therefore, this research explored the effect of super-
visor behavioral integrity on employee proactive behavior 
by expanding the above research paths and put forward the 
following hypothesis:

Hypothesis 1: Supervisor behavioral integrity positively 
affects employee proactive behavior.

Mediating Role of Affective Commitment
Affective commitment is a psychological state formed by 
employees’ evaluation of the organizational environment, 
which will affect employees’ predictions of corporate 
events and work results.37 When treated respectfully dur-
ing interactions with superiors, employees with clear per-
sonal commitment comprehend the company’s aims and 
actively contribute to the organization, demonstrating bet-
ter organizational recognition, loyalty, and responsibility. 
Therefore, the consistency in the leader’s words and deeds 
is the most reasonable and adequate indicator for assessing 
employees’ affective commitment and is highly dependent 
on respect and trust between leader and employee.38 This 
trust can create a harmonious environment for the employ-
ees, resulting in a high-quality “leader-member” 
relationship.39

Discussion on affective commitment in the current 
academic circles mainly focused on employees’ organiza-
tional citizenship behavior.40–42 An employee’s psycholo-
gical state is a prerequisite for proactive behavior, 
motivating subordinates to invest high enthusiasm in the 
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work process. Employees recognized and rewarded for 
meeting their emotional needs and have a high degree of 
trust exhibit a more favorable work attitude and behavior. 
It can stimulate employees’ extra-role actions, encourage 
employees to complete work tasks, and achieve organiza-
tional goals.43,44

Managers may improve employees’ emotional commit-
ment and psychological contract by providing an ethical 
workplace and developing a pleasant organizational cli-
mate, enhancing employee proactive behavior.45 

Organizations that fostered a caring and established ethical 
environment instill a sense of security and fairness in their 
employees, resulting in a desire to proactively respond to 
the organization’s treatment with a positive work attitude, 
as well as stimulate professional commitment and con-
structive behavior.12,46 When employees perceive super-
visor behavioral integrity at a low level, the resulting role 
ambiguity and role conflict will restrain employees from 
forming an emotional attachment.47

In summary, Affective commitment has a mediating 
effect on supervisor behavioral integrity and employee 
proactive behavior. Based on the above discussion, this 
research proposed the following hypothesis:

Hypothesis 2: Affective commitment mediates the rela-
tionship between supervisor behavioral integrity and 
employee proactive behavior.

Moderated Mediation of Workplace 
Friendship
Elton Mayo48 brought workplace friendships to light; he 
was the first to advocate the role of emotional factors in 
determining employee behavior and argue that the extent 
to which employees received social satisfaction in the 
workplace has been the most influential on productivity. 
Workplace friendship was initially defined as “A unique, 
non-compulsive interpersonal relationship formed based 
on voluntary principles”.49 Apart from the official task 
assigned, this type of friendship refers to an interpersonal 
relationship that employees develop. This encourages 
employees to form responsibilities and obligations to 
their coworkers and supervisors voluntarily, thereby 
strengthening their emotional bonds with other company 
members.16 Research suggests that workplace friendship 
can improve an organization’s performance because 
friendly staff like to help each other with tasks, commu-
nicate with moral behaviors, have limited communication 

problems, and can thus increase efforts and production 
rates.50

Healthy supervisor-employee relationships are built on 
the foundations of friendship, respect, and trust. These 
qualities can help both the supervisor and the employee, 
as well as the entire workplace. According to previous 
research, supervisory behavioral integrity significantly 
impacts employee proactive behavior, so the relationship 
is strengthened when workplace friendship exists between 
supervisors and employees. This friendship can buffer 
during difficult times, encouraging employees to stay 
proactive and trust their supervisor.15,51 Employees’ 
attachment and emotional connection to the organization 
may be strengthened through workplace friendship, which 
improves their feeling of belonging and promotes their 
commitment to the firm.17 On the one hand, employees 
take the initiative to act based on their leaders’ integrity 
behaviors; on the other, their actions are strengthened by 
friendship at the workplace. To put it another way, 
employees will exhibit positive behaviors as a result of 
improved emotional relationships.

Employees must demonstrate a professional and more 
profound connection with their bosses, while supervisors 
must treat their employees with respect and dignity.52 

Affective commitment can be characterized as employees’ 
willingness to assist in the achievement of the organiza-
tion’s goals and their levels of identification, loyalty, and 
involvement. Employees develop a network of relatively 
familiar relationships, which increases their trust and 
boosts overall productivity. This idea of friendship fosters 
the innate drive to work.53 Strengthening employees’ 
internal identity perceptions and consolidating affective 
commitment is an important part of the organization. As 
a result, employees will take several steps to help the 
company grow.54

The affective commitment brought by interpersonal 
relationships’ satisfaction in the workplace will also pro-
mote employees’ positive work behavior. According to 
Hui et al41 workplace friendship provides emotional sup-
port to employees, improves work attitudes, and positively 
impacts work-related outcomes such as proactive behavior. 
As a result, it provides emotional support to employees to 
effectively achieve institutional participation, creates 
a supportive environment, and improves employees’ job 
satisfaction.55 The main structure of Bowlby’s18 attach-
ment theory is the system of affection, which motivates 
people to perform better under the support of others. 
Hence a better and more profound connection will lead 
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to a high relationship between supervisor behavioral integ-
rity and proactive employee behavior.56

Based on the above discussion, this research proposed 
workplace friendship will moderate the overall relation-
ship, hence proposed the following hypothesis:

Hypothesis 3: Workplace friendship moderates the indirect 
relationship between supervisor behavioral integrity and 
proactive behavior through affective commitment.

To sum up, this research aims to discuss the impact of 
supervisor behavioral integrity on employee proactive 
behavior based on attachment theory. Also, it discusses 
affective commitment (mediating variable) and workplace 
friendship (moderating variable) in the moderated media-
tion model. The theoretical model can be seen in Figure 1

Methodology
Data Collection
The survey was developed as a web link and sent to HR 
managers in 20 different service industries (including 7 
banks, 4 educational institutes, 5 travel companies, and 4 
telecom companies). 18 questionnaires were distributed to 
corresponding HR managers for distribution among 
employees. Because the questionnaire had to be completed 
in three stages with time intervals, each respondent was 
assigned a code.

The first round of data collection, which began in 
March 2020, focused on workplace friendship, supervi-
sor behavioral integrity, and demographic information. 
A total of 360 questionnaires were mailed, with 322 
being returned. Incomplete and influenced questionnaires 
were discarded at each stage of evaluating the returned 
questionnaires. As a result, 316 legitimate questionnaires 
were obtained during Phase One. The second round of 
data collection on affective commitment was completed 
in July 2020. 316 questionnaires were distributed to 

employees, and 303 were returned. During this time 
period, the legitimate questionnaire recorded a total of 
299. The third phase of data collection began in 
September 2020. A total of 299 questionnaires were 
distributed in order to assess employees’ proactive beha-
vior, with 272 responses. When the questionnaires were 
finally validated, 266 valid data samples were obtained, 
accounting for 73.89% of all valid data samples.

All research processes have been meticulously moni-
tored and standardized. Participants were required to com-
plete the survey items consistently over the course of the 
allotted time, and the research objective was communi-
cated. As a result, the acquired data’s neutrality, confiden-
tiality, and legitimacy were all ensured to some extent.

Measures and Variables
The average number was calculated after respondents 
reported a Likert 5-point scoring method between 1 
(strongly disagree) and 5 (strongly agree). Higher scores 
indicated that employees were in a better situation.

This research measured supervisor behavioral integrity 
through the seven items scale developed by Simons et al.57 

One of the items from the scale states, “My manager 
delivers on a promise.” Respondents were asked to rate 
the point on a 5-point Likert scale. Higher scores indicate 
a better understanding of supervisor behavior integrity. 
Cronbach’s Alpha reliability for the scale was 0.862.

Allen and Mayers37 affective commitment subscale 
was coupled with continuous commitment and normative 
commitment to producing an organizational commitment 
full scale, which was employed in this study. This subscale 
has six items, and one of the items states, “I would be very 
happy to spend the rest of my career with this organiza-
tion.” This research used a Likert 5-point scale to measure 
affective commitment. Cronbach’s Alpha was 0.718 in this 
research, which met the basic standard of psychometrics.

Figure 1 Theoretical model.

Psychology Research and Behavior Management 2021:14                                                                    https://doi.org/10.2147/PRBM.S329905                                                                                                                                                                                                                       

DovePress                                                                                                                       
1451

Dovepress                                                                                                                                                         Guohao et al

Powered by TCPDF (www.tcpdf.org)Powered by TCPDF (www.tcpdf.org)

https://www.dovepress.com
https://www.dovepress.com


For measuring employee proactive behavior, the Frese 
et al58 scale was used in this research, having a Cronbach 
Alpha value of 0.847. Responses were collected using 
a 5-point Likert scale. One of the seven items states, 
“Whenever the opportunity arises, I will take the initiative.”

The workplace friendship scale was developed by 
Nielson et al59 and revised by Cho et al.8 Five items are 
used to measure friendship opportunity, and four items are 
used to measure friendship strength. One of the items states, 
“I can work with my colleagues to solve problems.” These 
two dimensions together explained the existence and the 
extent of friendship in the workplace. This research’s mea-
surement showed that Cronbach’s Alpha of the scale was 
0.853 and attained the psychometric standard.

Control Variables
Gender, age, education, tenure, and income were among 
the demographic information recorded. According to 
a review of the existing literature, this demographic 
research information may affect employees’ mental state, 
and behavioral responses can significantly impact the 
study’s results.60,61 As a result, during the analysis pro-
cess, demographic information should be controlled.

Ethical Issues
This study was carried out according to the recommenda-
tions of the Ethical Principles of Psychologists and Code of 
Conduct by the American Psychological Association (APA). 
The research was granted access by the ethics committee of 
the School of Management, Jiangsu University, Zhenjiang, 
People’s Republic of China, and COMSATS University, 
Pakistan. The participating companies’ HR departments 
were informed, and all the participants provided the written 

consent. The research was conducted in compliance with the 
Declaration of Helsinki.

Findings and Discussions
The proportion of male employees in the effective sample 
subject was 54.14%. Employees aged 20–25 made up 
33.08%, employees aged 26 to 30 accounted for 11.28%, 
employees aged 31 to 35 accounted for 36.84%, employees 
aged 36 to 40 made up 17.67%, and employees aged 41 and 
up made up 1.13%. The proportion of bachelor’s degree and 
above was 92.86%. The proportion of tenure in the current 
company below one year was 9.77%, the proportion of 1 to 3 
years was 39.47%, the proportion of 4 to 7 years was 40.98%, 
the proportion of 8 to 11 years was 8.27%, the proportion for 
12 years and above was 1.50%. The proportion of earning 
15,000–20,000 per month was 53.76%, the proportion of 
earning 21,000–35,000 per month was 16.54%, the propor-
tion of earning 36,000–50,000 per month was 19.55%, the 
proportion of earning 51,000–100,000 per month was 5.64%, 
and the proportion for more than 100,000 was 4.51%. In 
contrast, 137 employees were reported as having the same 
gender as their direct supervisors and accounted for 51.50% 
of the total samples. The majority of employees stayed with 
the same company for more than two years, and a significant 
proportion of supervisors stayed for more than four years.

Descriptive Statistics and Correlation 
Analysis
Descriptive statistics and correlation analysis results are 
exhibited in Table 1: Supervisor behavioral integrity is 
positively related to employee proactive behavior 
(r=0.315, p<0.001), supervisor behavioral integrity is posi-
tively related to affective commitment (r=0.243, p<0.001), 
affective commitment is positively related to employee 

Table 1 Descriptive Statistics and Correlation Analysis

Mean SD 1 2 3 4 5 6 7 8 9

Gender 1.459 0.499 –

Age 2.425 1.154 −0.163** –

Education 2.756 0.897 0.049 −0.155* –

Tenure 2.530 0.869 −0.023 0.245*** −0.041 –

Income 1.906 1.167 −0.055 0.069 0.028 0.191** –

SBI 3.690 0.876 −0.245*** 0.128* −0.056 0.134* 0.038 0.740

AC 3.551 0.828 −0.064 0.021 0.054 −0.020 0.101 0.243*** 0.645

EPB 3.453 0.965 −0.140* 0.101 0.073 0.010 0.181** 0.315*** 0.642*** 0.723

WF 3.174 0.920 0.034 −0.100 0.157* 0.118 0.069 −0.038 0.191** 0.196* 0.687

Notes: 1) ***p<0.001, **p<0.01, *p<0.05. 2) The numbers on the diagonal are 
ffiffiffiffiffiffiffiffiffi
AVE
p

. 
Abbreviations: SBI, supervisor behavioral integrity; WF, workplace friendship; AC, affective commitment; EPB, employee proactive behavior.
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proactive behavior (r=0.642, p<0.001), workplace friend-
ship is positively related to affective commitment 
(r=0.191, p<0.01) and employee proactive behavior 
(r=0.196, p<0.05). As a result, the above findings prelimi-
narily confirmed the research’s theoretical hypothesis.

Measurement Models
Harmon’s one-factor test was conducted to check common 
method deviation. An unrotated factor analysis was per-
formed on all items and extracted four factors with values 
greater than 1. The cumulative variance was reported at 
65.4%. The first-factor variance was recorded as 21.2%, 
far below the standard empirical value of 50%. The results 
supported no single factor can explain most variation,62 

hence there was no serious common method deviation. 
Furthermore, every factor loading is higher than 0.50, 
stating that the variables have good convergent validity.

To assess discriminant validity, this study used the Fornell 
Larcker test. Supervisor behavioral integrity (0.740), affective 
commitment (0.645), employee proactive behavior (0.723), 
and workplace friendship (0.687) have more significant AVE 
square root values than other correlation coefficients in the 
same rows and columns. This implies that the variables have 
a significant level of discriminant validity.

This research also conducted CFA using the AMOS to 
check structure validity among four variables. Table 2 
shows that the four-factor model’s fitting index has 
reached the ideal standard and is significantly better than 
other factor models, indicating that the variables have 
good structure validity.

Hypothesis Testing
Process Macro has recently received a lot of attention and is 
a useful tool for testing hypotheses.63,64 The theoretical 
hypotheses are classified as direct effect, indirect effect, 
and moderated mediation. The Hayes Models 4 and 7 
were used in this study to investigate the direct, indirect, 
and moderated mediation effects.65 Condition process mod-
eling was used to investigate the direct effect of supervisor 

behavioral integrity on employee proactive behavior, the 
mediating effect of affective commitment between super-
visor behavioral integrity and employee proactive behavior 
(indirect effect), and the moderating effect of workplace 
friendship in moderated mediation. The findings are sum-
marized in Table 3: Supervisor behavioral integrity had 
a direct effect of 0.170 on employee proactive behavior. 
The values for CI=[LLCI=0.064, ULCI=0.277] at 95% con-
fidence interval did not include 0. As a result, the direct 
effect has reached a significant level and supports 
Hypothesis 1. On the other hand, through the mediating 
effect of affective commitment, the indirect effect of super-
visor behavioral integrity on employee proactive behavior 
was 0.161. The indirect effect has reached a significant 
level, as the 95% confidence interval CI=[LLCI=0.0793, 
ULCI=0.259] did not include 0. As a result of the findings, 
Hypothesis 2 is supported.

Prior to testing the moderated mediation model, the 
moderating role of workplace friendship between super-
visor behavioral integrity and affective commitment 
should be investigated. The interaction item of supervisor 
behavioral integrity and workplace friendship has 
a significant positive impact on affective commitment 
(=0.079, p0.05), as shown in Table 4, Model 4. 
Supervisor behavioral integrity has a significant positive 
impact on affective commitment (=0.227, p0.001), with 
both coefficients pointing in the same direction. This 
investigation found that workplace friendship has 
a stronger moderating effect on the relationship between 
supervisor behavioral integrity and affective commitment.

Table 2 CFA

Model Factor χ2 df χ2/df RMSEA NFI IFI TLI CFI

Four-factor model SBI,WF,AC,EPB 1252.214 371 3.375 0.059 0.977 0.949 0.922 0.946

Three-factor model SBI+WF,AC,EPB 2106.700 374 5.633 0.132 0.745 0.705 0.845 0.801

Two-factor model SBI+WF+AC.EPB 2463.191 376 6.551 0.145 0.635 0.604 0.651 0.599

One-factor model SBI+WF+AC+EPB 2679.401 377 7.107 0.152 0.309 0.342 0.286 0.337

Abbreviations: SBI, supervisor behavioral integrity; WF, workplace friendship; AC, affective commitment; EPB, employee proactive behavior.

Table 3 Main Effect

Effect 95% 
LLCI

95% 
ULCI

Direct Effect of Supervisor Behavioral 

Integrity on Employee Proactive Behavior

0.185 0.065 0.288

Indirect Effect(s) of Supervisor 

Behavioral Integrity on Employee 

Proactive Behavior

0.152 0.076 0.237
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Subsequently, this study created a schematic diagram 
of the interaction effect to visualize the direction and 
intensity of the workplace friendship moderating effect. 
As shown in Figure 2, When there is a low level of 
workplace friendship, the regression slope of supervisor 
behavioral integrity to affective commitment is gentler and 
lower. When there is a high level of workplace friendship, 
the regression slope of supervisor behavioral integrity to 
affective commitment is more inclined and higher. The 

increased moderating effect of workplace friendship has 
been graphically evidenced.

The Hayes Model 7 was used to examine the moderat-
ing effect of workplace friendship in the indirect effect of 
supervisor behavioral integrity on employee proactive 
behavior via affective commitment. The indirect effect is 
not significant in the case of low workplace friendship 
(95% confidence interval CI=[LLCI=−0.065, 
ULCI=0.193], which includes 0). However, the indirect 
effect is significant in high workplace friendship (95% 
confidence interval CI=[LLCI=0.128, ULCI=0.375], 
which does not include 0). As a result, the moderated 
mediation model is significant, and the results support 
Hypothesis 3. The results of the moderated mediation 
model are shown in Table 5.

Discussions
Previous studies suggested that supervisor behavioral 
integrity positively affects both employees and 
organizations.56 The outcomes of this research are in line 
with previous studies. When employees are treated with 
dignity and integrity, their faith in the company grows. 
They behave as excellent soldiers for the organization, 
according to PaustianUnderdahl and Halbesleben 2014.66 
Integrity in the workplace can take various forms. 
However, it primarily relates to outstanding character qua-
lities and work ethics, such as intellectual honesty, trust-
worthiness, reliability, and loyalty. According to the 
findings, integrity may lead to ethical thinking and better 
decision-making, leading to improved work performance. 
If integrity is not a workforce trait, the entire business will 

Table 4 Moderating Role

Affective Commitment

Model 
1

Model 
2

Model 
3

Model 
4

Control Variable

Gender −0.097 −0.001 −0.002 0.002

Age 0.017 0.006 0.014 0.023

Education 0.051 0.059 0.046 0.037

Tenure −0.042 −0.070 −0.083 −0.109

Income 0.073 0.073 0.070 0.073

Independent Variable

Supervisor Behavioral Integrity 0.237*** 0.241*** 0.227***

Moderating Variable

Workplace Friendship 0.189** 0.097*

Interaction Item

Supervisor Behavioral Integrity 

* Workplace Friendship

0.079*

F 0.990 3.464** 3.567** 3.586**

R2 0.019 0.067 0.086 0.100

Adjusted R2 0.000 0.055 0.061 0.072

ΔR2 0.019 0.048 0.019 0.014

Notes: ①***p<0.001, **p<0.01, *p<0.05.

Figure 2 Workplace friendship moderating effect.
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be plagued by severe internal issues such as corruption, 
which will finally bring the company apart.

Secondly, this study discovered that affective com-
mitment has a mediation function between supervisor 
behavioral integrity and proactive employee behaviors. 
Which is to state, supervisor behavioral integrity can 
influence workers proactive behavior directly and indir-
ectly through increasing employees’ affective commit-
ment to the organization. Many studies show that 
someone’s emotional state has a big influence on the 
overall personality. As the company’s representative, the 
supervisor has the most frequent contact with employ-
ees, and leadership behavior directly impacts employ-
ees’ affective commitment to the company. Employees’ 
esteem, support, and insight are reflected in manage-
ment’s concern, assistance, and empathy. When guided 
by the concept of reciprocity, especially in Pakistani 
culture, which places a high value on human sentiments, 
it is easier to inspire workers’ appreciation and return, 
improve their emotional return to supervisors and orga-
nizations, and thus boost their initiative at work.

Finally, the findings suggested that when there is a low 
level of workplace friendship, supervisor behavioral integrity 
to affective commitment is lower, and when there is a high 
level of workplace friendship, it is higher. To support our 
reasoning, we used attachment theory in this study. 
Attachment theory has recently been proposed as 
a promising theoretical framework for investigating the 
effects of workplace friendship.17 Specifically, unlike pre-
vious research that focused on the formal aspects of the 
workplace, this research included workplace friendship as 
an informal variable that can significantly impact. On the 
other hand, for employees who have a poor sense of work-
place friendship, the effect of supervisor behavioral integrity 
on affective commitment will be weaker, even insignificant, 
and employees proactive behavior will be reduced. This is in 
line with substitute theory, which states that the substitute 
element’s effect may be stronger than the original element’s 
and can exert an effect in place of the leadership.

To summarize the results of this study revealed super-
visor behavioral integrity’s relationship on employee 
proactive behavior, supplementing the positive influence 
results related to supervisor behavioral integrity. 
Employees with a higher level of supervisor behavioral 
integrity are more likely to engage in proactive behavior. 
On the other hand, employees with a lower level of super-
visor behavioral integrity are more likely to refrain from 
engaging in proactive behaviors, which refers to low- 
intensity retaliation. This study also discovered a link 
between supervisor behavioral integrity and employee 
proactive behavior via affective commitment. Employees 
can have a high affective commitment because of their 
supervisor’s behavioral integrity, leading to proactive 
behavior. As a result, this study complemented how an 
employee’s behavioral reaction to a supervisor’s beha-
vioral integrity supplemented affective commitment’s the-
oretical and practical research findings.28,38

Theoretical Contributions
This research explicated that workplace friendship can 
positively moderate supervisor behavioral integrity on 
employee proactive behavior through affective commit-
ment in a moderated mediation model. Boğan and 
Dedeoğlu66 proposed that employees who were seriously 
engaged in workplace friendship can enhance their profes-
sional and emotional resources obtained from other orga-
nizational members. They will report positive emotions, 
perform well to try out new affairs at work, and add career 
success chances. Nevertheless, empirical test results also 
showed that workplace friendship would moderate the 
formal factors’ (supervisor behavioral integrity) influence 
process as an informal factor in the workplace. When the 
informal factor is at a low level, even the formal factors 
are not operative, which is also consistent with substitute 
for leadership theory. Hence, this study settles workplace 
friendship as a blessing. It helps create deep ties to people, 
enhances a person’s overall satisfaction, and increases the 
productivity and commitment culture in the organization. 
The claim of this study of friendship as a blessing is 
consistent with the previous researchers.67 According to 
attachment theory, the effect of supervisor behavioral 
integrity on affective commitment and employee proactive 
behavior is more prominent for employees who have 
a better sense of workplace friendship. In contrast, When 
there is a low sense of workplace friendship, the mediating 
mechanism of affective commitment is weakened, and the 
influence process of formal factor (supervisor behavioral 

Table 5 Moderated Mediation

Effect 95% LLCI 95% ULCI

Low Workplace Friendship 0.101 −0.002 0.206

High Workplace Friendship 0.203 0.114 0.310

Difference 0.102 0.020 0.221
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integrity) effects on employee proactive behavior is 
insignificant.

Pakistan’s service sector is one of the country’s fastest- 
growing industries. This sector is primarily made up of 
private companies that rely heavily on good relationships 
between employees and supervisors to retain employees 
and make them proactive for the company. The majority of 
research in the Pakistan service sector has focused on the 
formal side of the organizational setting, and there is still 
much room for research in other informal aspects of orga-
nization. To the best of our knowledge, this is the first 
study to look into these sets of variables, particularly 
workplace friendship in Pakistan’s service sector. This 
study validates Wu and Parker56 assertion, based on 
attachment theory, that the supervisor plays a critical role 
in the development of proactive employee behavior.

Practical Implications
Interestingly, some employees perceived low supervisor 
behavioral integrity during the survey process, but they 
remained committed to their jobs. Such employees see 
proactive behavior as a part of their workplace obligation, 
regardless of their direct supervisor’s behavior. This sense 
of responsibility stems from a better personal relationship 
with leaders or a positive work attitude that allows them to 
demonstrate their competence, exceed supervisory expec-
tations, and reduce the risk of punishment from super-
visors. On the other hand, workplace friendship has 
received both positive and negative support as a relevant 
and influential organizational unit in the workplace. 
Encouragement of workplace friendship development 
comes with many risks, especially when workplace friend-
ship is negative. As a result of the two-sided nature of 
workplace friendship, organizations should not invest 
heavily in its development.

Employees who perceive a supervisor’s lack of beha-
vioral integrity limit their proactive behavior and are less 
likely to encourage further development. Many organiza-
tions now operate in a highly competitive market, and 
supervisors may change their instructions to employees 
on a regular basis. Objective setbacks caused by rising 
competitive pressure may cause them to behave in 
a specific way that leads to duplicity. They may also 
have a negative impact on employee recognition and affec-
tive commitment to the organization, resulting in less 
proactive behavior. This study advocates for supervisor 
behavioral integrity to be endorsed and encouraged in the 
workplace.

Conclusion
This is the first study to investigate these variables in 
Pakistan’s service industry sector, emphasizing the impor-
tance of supervisor behavioral integrity in fostering 
employee work enthusiasm and organizational develop-
ment. The major contribution of this study is to the attach-
ment theory literature by investigating the mediating effect 
of affective commitment and the moderating effect of 
workplace friendship in the process of supervisor beha-
vioral integrity influencing employee proactive behavior. 
This study primarily supported the importance of work-
place friendship in the organization. Workplace friendship 
can meet employees’ social needs, thereby improving their 
workforce through emotional attachment.

Limitations and Future Directions
This research also inevitably has some limitations. Firstly, 
this research collected time-lagged data. A further vertical 
investigation should be carried out for a relatively long 
period to determine a direct causal relationship between 
supervisor behavioral integrity and employee proactive 
behavior. The test results obtained from the collected 
data will be more reliable.

Second, this study only gathered information from 
employees. Employees may rate themselves higher in 
order to create better impression management. Future 
research should include data collection from supervisors 
and employees to form pairing samples. This type of 
multilevel research will aid in a better understanding of 
this relationship.

Thirdly, other control variables related to employee 
proactive behavior are not set except for the demographic 
information factors. An individual’s sense of control over 
performance payment and clear perception of fair distribution 
are conducive to maintaining high proactive behavior.12 Job 
competence, self-efficacy, and an appropriate atmosphere can 
raise an employee’s perception of organizational justice and 
affective commitment.46 Employee proactive behavior can 
be influenced by a cooperative and service environment, 
which can contribute to positive interpersonal communica-
tion, enhance interpersonal trust, and improve the reliability 
of mutual assistance between members.2 Furthermore, leader 
duplicity is more likely to manifest itself only in a small 
number of employees. According to the leader’s point of 
view, supervisor behavioral integrity is linked to employees’ 
role definition. Future research should look into the impact of 
employees’ role definitions from a leader’s perspective.
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Finally, this study did not look into the perspectives of 
employees on supervisory behavior integrity. Employees, 
for example, will not be offended if they do not perceive 
the positive effects of supervisor behavioral integrity on 
themselves. This phenomenon can also be explained by 
incorporating inference theory. Future research should 
focus on the above issues to better understand how 
employees perceive supervisory behavioral integrity.
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