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CHAPTER ONE

CONCEPTUAL UNDERSTANDING OF LOCALLY
BASED WORKFORCE DIVERSITY,
MOTIVATION, CORPORATE VALUE,
ORGANIZATIONAL CULTURE AND CITIZENSHIP

EMRAH ATAR!

1. The Concepts of Motivation

Scholars have been studying motivation continuously, and their methods
of defining motivation are diverse and different. For example, Harris and
Cameron (2005) pointed out that motivation is a state within a person,
through which people could achieve their goals by being motivated,
inspired and guided to take corresponding actions. Moreover, personal
motivation can prompt individuals to take action to obtain self-satisfaction.
Robbins and Luthans (2003) believed that motivation is a person’s desire
to do something, but only if the result of this behavior can satisfy a
person’s specific needs. This kind of need refers to the attractiveness that
can make up for certain physical or psychological deficiencies. In addition,
motivation is considered to be a course of behavior that can be regarded as
“individuals make efforts to satisfy their own needs or to achieve a certain
goal” (Lang, 2010). It could be explained as when an individual has an
idea to do something, the reason is that there is a certain motivation to
promote and support him/her to complete the task.

How to motivate employees has long been a topical issue in the field of
economics and management. With the continuous deepening of research,
the definition of work motivation has also been continuously improved. In
general, an important function of motivation in an enterprise is to induce

! Assistant Professor of Political Science and Public Administration at Recep
Tayyip Erdogan University, Turkey
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and drive employees to complete their desired work results. Herbert
(1976) identified work motivation as a process that makes employees work
hard on their own initiative. It also refers to a set of variables that can
influence individuals’ perceptions of their work tasks, as well as the
constraints of the working environment on their own behaviors. In
addition, it and can also explain the direction and persistence of their
individual behaviors. Sun (1986) claimed that work motivation is a
process of mental activity, in which people are motivated inherently to
move toward their desired goal.

Steer and Porter (1991) also indicated that work motivation is a process.
This process occurs in an organisational context, and individuals’
behaviors are stimulated, guided and maintained. Pinder (1998) stated that
work motivation is an internal, hypothetical, and intangible structure; that
is to say, various internal and external forces simultaneously stimulate
employees’ work behaviors through determining these behaviors’ direction,
method, intensity, and duration. Stephen Robbins (1998) pointed out that
satisfying certain needs of individuals who wish to achieve organisational
goals through high-level efforts is the basis of work motivation. Zhao
(2000) defined work motivation as a kind of internal work drive, which
prompts employees to achieve organisational goals in order to meet certain
self-demand. Robins and Luthans (2003) stated that work motivation is a
process, which originates from a certain physical or psychological
deficiency of the individual, and inspires corresponding behaviors, or in
other words, urges the person to strive towards a specific goal.

Although researchers' definitions of work motivation are different, they
have particular points in common. Firstly, a specific need of the
individual, which is a desire for something, leads to the emergency of
work motivation. To be specific, desire motivates them to have this or that
kind of motivation. Secondly, work motivation is generated for a certain
corporate goal. To work towards the desired goal, individuals hope to put
in their unremitting efforts, and this behaviour is driven by work
motivation. Thirdly, individual behaviors’ direction, method and duration
within an organisation is determined by work motivation. In addition,
work motivation guides the behaviors of individuals internally, that is to
say, work motivation is the internal driving force of individual behaviors.
To conclude, these definitions highlight the relationship of motivation and
needs, goals, as well as behaviors. Therefore, this study supposes that
work motivation is to meet employees' certain needs and encourage them
to move toward specific organisational goals. Additionally, it is an internal
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drive that can determine the direction, manner, and duration of an
individual’s behavior

a) Theories of Motivation

The stage when the concept of motivation is fully developed is the 20th
century. Three famous theories were formed during this period: the
hierarchy of needs theory, the theory X and theory Y, and the two-factor
theory. In this section, the important theories mentioned above will be
discussed in details.

Maslow’s hierarchy of needs theory is considered one of the most famous
motivation theories, which proposes that people’s minds are preserved in
the five levels of needs (Soni and Soni, 2016). They are physiological
needs (including solving natural physical needs such as hunger, shelter and
sex), safety needs (including personal, mental, psychological and physical
safety requirements from harm), social needs (including love, belonging,
acceptance and friendship), respect needs (including internal factors such
as self-dignity, self-achievement and self-dominance, as well as external
respect factors such as social status, social recognition and social
attention), and self-realisation needs (including self-growth, development
of self-potential and self-realisation). Maslow (1954) believed that these
five internal needs are rising step by step. In other words, when one need
is basically met, the next level of demand will become the dominant need
of the person. From the driving perspective, this theory holds that even
when a need is not fully satisfied, as long as the demand is generally met,
it will no longer have an incentive effect. In the workplace context, if
managers want to motivate someone, according to Maslow’s hierarchy of
needs theory, they need to understand which level of needs the person is
currently in and then focus on meeting this need or satisfying higher-level
needs. In fact, many scholars and experts have recognised Maslow’s
hierarchy of needs theory due to the simplicity and ease of understanding,
especially by those managers who are engaged in actual work in
enterprises. Nevertheless, it is a pity that this theory still lacks research
evidence to be tested (Harrigan et al., 2015).

From the perspective of human nature, McGregor and Cutcher-Gershenfeld
(1960) proposed two hypotheses. One hypothesis supposes that human
nature is negative, which is called Theory X. Conversely, the other
hypothesis assumes that human nature is positive, which is called Theory
Y. There are four assumptions regarding Theory X. First of all, employees
do not love their work by nature, and as long as they have the right
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opportunity, they will avoid work. Secondly, it is necessary to adopt
coercive measures or to use punishment to make them achieve their goals
because they do not love their jobs. Thirdly, employees will evade their
responsibilities as long as there are suitable opportunities, and they will
only comply with express regulations. Last but not least, most employees
suppose that security is higher than other work-related factors and have no
ambitions.

In contrast to these negative views on human nature, McGregor also
proposed Theory Y, which is also based on the four assumptions about
human nature. Firstly, the employees regard work as natural as rest and
entertainment without boredom. If an employee makes a promise to
accomplish a certain goal, he/she will take the initiative to guide and
control himself/herself. Moreover, learning to take responsibility is
recognised by workers, and they are even pursuing responsibility. Last but
not least, making creative decisions is a universal ability that people have,
not just managers. Theory X considers that lower-level needs determine
individuals' behavior, but Theory Y considers that higher-level needs
determine an individual’s behavior (Senarathne, 2020). Actually, McGregor
supported Theory Y due to its practicality and validity of it. Therefore, it
has been usually believed that employees’ work motivation can be mobilised
by using some methods, such as making the management process more
democratic, allowing employees to participate more in the process of
making decisions, and offering more challenging and responsible work to
employees, as well as building relax and harmonious group relationships
(Noland, 2014).

The two-factor theory was put forward by the psychologist Herzberg.
Herzberg (1968) believed that the relationship between an individual and
his/her work is the most fundamental relationship, and the success of work
tasks is highly related to a person’s attitude towards work. A survey
conducted by Herzberg found that people who are satisfied and dissatisfied
with their jobs have different answers. In their answers, some factors are
always related to job satisfaction, while others are always related to job
dissatisfaction. The causes of these different factors could be divided into
internal causes and external causes (Holmberg et al., 2018). Job satisfaction
is often related to internal reasons, such as being recognised by superiors,
gaining personal progress, achieving growth, and taking responsibility.

On the other hand, employees who are dissatisfied with their jobs tend to
complain about external factors, such as company management system,
salary and benefits, internal fairness, working environment, and colleague
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relations. Herzberger (1968) concluded that satisfaction and dissatisfaction
are not two opposite sides. He argued that both the opposite of “satisfied”
and “dissatisfied” is “not satisfied”. According to Herzberger’s point of view,
the factors related to job satisfaction and dissatisfaction are independent
and completely different. Therefore, if managers only pay attention to the
dissatisfaction factors of employees in the management process and strive
to eliminate these dissatisfaction factors, the possible result is only likely
to bring peace to the workplace, instead of producing motivational effects
(Lundberg et al., 2009). That is to say, these factors can only alleviate the
dissatisfaction factors of employees, but employees cannot be really
motivated. The factors that really motivate employees are usually related
to the work itself, like improving personal abilities, promotion, leaders’
affirmations, responsibility and achievement. To conclude, these factors
are inherently rewarding and can stimulate the human’s inherent potential
(Thant and Chang, 2021).

b) Job Motivation in the Public Sector

Every country has both public and private sectors and the main difference
between the two is the ownership. Political communities own public
organizations, while private companies are owned by shareholders (Rainey
et al., 1976). Thus, organizational characteristics are likely to differ between
public sector organisations and private sector firms. However, how much
difference there is has been constantly disputed by scholars. After
analyzing 34 empirical studies, Boyne found that three hypotheses gained
majority acceptance: “public organizations are more bureaucratic, and
public managers are less materialistic and have weaker organizational
commitment than their private-sector counterparts” (Boyne, 2002:97). In
the public-sector model of work motivation, Wright (2001) suggested that
sector employment choice can influence work context and impact work
motivation. However, controversy has existed on the topic of inspiration in
the public and private sectors. Public agencies generally have a hierarchy,
and especially in China, high power distance is typical in those public
sector organisations (Hofstede, 2011). The top-down communication, the
vagueness of goals and poor employee commitment in the public sector
may all hinder job motivation to different degrees. Still, other scholars
argue that this is the case in the private rather than the public sector
(Buelens and Van Den Broeck, 2007). On the other hand, public
organizations often have broader missions and are able to have a more
direct and profound impact on society and citizens. Workers in these kinds
of organisations are likely to experience a sense of fulfillment through
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serving others; job security in the public sector may be relatively higher
(Kjeldsen and Hansen, 2018), while some research studies say the opposite
(Crewson, 1997).

In China, the core purpose of all Chinese public services is “wei ren min
fu wu”, which was proposed by the first chairman of the Communist Party
of China, Zedong Mao. These five Chinese characters represent the public
sector's mission, which is to “serve the people” (Liu et al., 2008). Chinese
people call jobs in the public sector “tie fan wan” which means the “iron
rice bowl” showing that once an individual gets a job there, he or she will
not have any possibility of losing it. This job security is one of the first
things Chinese people would think of in the public sector (Zhang, 2017).
The relationship between motivation and job satisfaction is more robust in
public sector organisations than in private ones. Employees in the public
sector are stereotyped as lazy, self-serving and misguided (Wright, 2001).
Therefore, it is necessary to have a deeper understanding of employee
motivation in the Chinese public sector. Li and Zhang (2017) have
suggested some deficiencies in the incentive mechanism of Chinese public
services. The first is that many organizations do not pay enough attention
to the incentive to work and do not focus on the reward system and
performance appraisal. Second, there are defects in the incentive system.
Incentive indicators lack overall goal orientation, and there is no
differentiation in the hierarchy. Third, the lack of understanding of the
needs of different positions and different types of employees makes
incentives less targeted.

2. Dimensions and Measurements of Corporate Values

The concept of value can be traced back to 1951, when Kluckhohn (1954)
proposed that value is an idea that affects the behavior mode, approach,
and purpose of an individual or group. In 1973, Rokeach (1973) defined
values as preferences, ends, and enduring beliefs that lead an individual or
society to believe in specific conduct or life. The ultimate and instrumental
value systems identified by Rockeach in his values questionnaire
emphasize the consequences and processes of value connotation, namely
the end goal and the means of achieving the end goal, respectively.

The early research of scholars on values mainly focused on psychology
and sociology. As corporate culture appeared in the field of scholars’ eyes,
corporate values were also studied by more and more scholars. Ardichivili
(2002) proposed five characteristics of corporate ethical culture, among
which mission and values-driven are the core elements. The consensus of
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many scholars’ research results is that values are the core and cornerstone
of corporate culture (Hunt et al., 1989), and the values upheld by a company
gradually form institutional norms with corporate characteristics after
precipitation and accumulation (Thomsen, 2004). In his study, Campell et
al. (2006) pointed out that corporate values are the philosophical thinking
of enterprises, expressing the belief and value principles between
enterprises and normative social structures (Adams, 2017). To sum up,
corporate values are the reflection of corporate mission, vision, and social
responsibility. The values of an enterprise represent the attitude and
judgment of the enterprise towards things and are the basic beliefs and
ultimate goals respected by the enterprise in the process of operation
(Cambra-Fierro et al., 2008), which are accepted by the enterprise and
employees (Hemingway and Maclagan, 2004). Although there is no
definite quantitative standard for corporate values, it plays a leading role in
decision-makers and employees (Schmeltz, 2014). Corporate values give
employees direction and norms of behavior to better achieve corporate
goals (Sadri and Lees, 2001).

Scholars’ research on corporate values is based on corporate culture.
Corporate values are the core of corporate culture. There are also many
dimensional models in the research on the dimension and measurement of
corporate values. Schein’s value framework divides corporate values into
external adaptation and internal integration (Schein et al., 2000). External
adaptation includes government, community, partners, customers, and
natural environment, while internal integration includes leadership and
decision-making style, personal ethics, expectations of employees, group
to group, individual to individual, and individual to group (Maltz and
Schein, 2012). In 2015, Zhang Qiang integrated a new two-dimensional
corporate values framework based on the research of Schein’s two-
dimensional values framework, and the external adaptive values include
the government, community, suppliers, competitors, customers, and natural
environment. The factors of internal integration include decision-making
style, job requirements for employees, employees’ attitude towards work,
individual to individual, individual to the group, group to group. In 2003,
Li Xiaodong constructed his corporate values framework from six
dimensions: culture, labor, status, interests, enterprise, and market. In
2009, Doron proposed a three-dimensional framework of corporate values.
He believed that corporate values could be divided into social-ethical,
economic-practical, and emotional-development. The social-ethical dimension
is morally oriented and regulates people's behaviour in organizations.
Economy-utility is performance-oriented and reflects how individuals and
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organizations compete and develop. The emotion-development dimension
is oriented to satisfy emotional needs and refers to personal development
opportunities and the realization of personal value.

To conclude, most scholars divide the dimensions of corporate values
from the perspective of morality and performance. However, the
emotional dimension introduced by Doron makes the division of corporate
values more perfect and has richer connotations.

3. Dimensions and Measurements of Organizational
Identity

The concept of organizational identity belongs to the field of organizational
behavior. The earliest concept was put forward by Dearborn and Simon
(1958)and other scholars on the basis of social identity theory in 1958. In
the 1980s, Ashforth and Mael (1989) introduced the concept of organizational
identity into the study of organizational behavior, pointing out that
organizational identity is a perception of self-belonging of individuals in
an organization and establishes a psychological connection between
employees and organizations. It can be considered that corporate identity
reflects the specific identity and psychological state of individuals in
connection with the organization and can prompt employees to show some
attitudes and behaviors from the organisation's interests (Eksi et al., 2020).

So far, there is no unified result on the connotation of organizational
identity in the academic circle; there are different perspectives, such as
emotion and cognition, but most of the research on the purpose of
organizational identity is based on social identity theory (Abdollahi et al.,
2021). Albert et al. (2000) defined organizational identity as the cognition
that enables individuals and organizations to maintain consistency in
organizational goals (Hatch and Schultz, 2004). Starting from self-definition
(Whetten, 2006), Hall and other scholars believe that organizational identity
is the consistency between individual self-definition and organizational
values (Witting, 2006). Hsu and Elsbach (2013) pointed out that corporate
identity is the perceptual process of integrating individual emotion and
organizational emotion (Bankins and Waterhouse, 2019). According to
JohnM. T. Lamer, organizational identity is actually the psychology and
behavior beneficial to the organization shown by individuals who contact
the organization (Erat et al., 2020). It can be found from the research of
some scholars that although the definition of organizational identity varies
from different perspectives, a high organizational identity will make
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employees show the attitude and behavior of maintaining the organization
and create a harmonious working atmosphere.

Although scholars have different descriptions of the connotation of
organizational identity, some common points can be observed.
Organizational identity comes from the perception of a matching degree
between employee self-definition and organizational definition, which is a
psychological recognition and psychological contract. With high
organizational identity, employees will have a high sense of identity,
belonging, dependence and responsibility to the organization, and feel
more satisfied with the organization, which is reflected in their attitude and
behavior, increasing team cohesion and bringing many benefits to the
enterprise.

Scholars have many different research results on the dimension division of
organizational identity, and there are also differences in different regions,
including one-dimensional, two-dimensional, three-dimensional, and four-
dimensional structures. In 1992, Mael and Ashforth (1992) proposed a
single-dimension organizational identity structure, including six items in
total. This scale has been proved by many scholars to be very reliable and
valid and is a one-dimensional scale with wide application. From the
perspective of social identity theory, they define organizational identity as
employees’ psychological identification with the organization, which is a
subjective psychological feeling. Karasawa divides organizational identity
into two dimensions: self-identity and identity of other members (Heere and
Xing, 2012). In 1983, Cheney proposed a three-dimension organizational
identity scale with three dimensions of similarity, membership, and loyalty
(Cheney and Christensen, 2001). The three-dimensional scale developed
by Cheney contains 26 items, and this model has been questioned by later
scholars for its overlapping items and low reliability and validity due to its
excessive items. In 2004, Dick (2004) proposed a four-dimensional
organizational identity scale based on the research of social identity
theory. He divided organizational identity into four dimensions: cognition,
emotion, evaluation, and behavior.

4. Organisational Culture

Organisational culture is difficult to define, and no widely accepted
definition can be found in the literature, with different definitions ranging
from psychology, sociology, economics, etc. This distinction is rooted in
the fact that some people see culture as a fundamental metaphor, while
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others see organisational culture as a variable. These two distinctions also
lead to two distinct questions, one being “what does an organisation mean
to its members” and the other being “what does organisational culture do”
(Schultz, 2012). From the perspective of the first question, organisational
culture can be defined as the values, beliefs etc., shared by the members of
an organisation (Miron et al., 2004). Watkins (2013) used social media
platforms to initiate a discussion on what organisational culture is and
received a number of different responses. The common and easily
understood answers were that organisational culture is a reflection of how
an organisation does things; that it is a description shared by the
organisation itself; that it is the sum of values and rituals, and is likened to
glue because it enables members of an organisation to integrate better; that
it is the immune system of an organisation because it helps the
organisation to differentiate between people and find the right people. In
that it helps the organisation differentiate between people and find the
right people for the organisation; in some responses, organisational culture
is also considered a presence that is influenced by the organisation itself
and society.

a) Types of organisational culture

There are elaborative and structural approaches to classifying organisational
culture, with the interpretive approach represented by Johnson et al. (2008)
culture web model and the structural approach best known for Hofstede et
al. (1991) five culture dimensions. This research will not trace the first two
cultural classifications but rather summarise the research perspectives of
other scholars. Deal and Kennedy (2000) proposed four types of
organisational culture: the tough-guy culture, which is highly relevant to
individualists and is formed in high-risk, fast-feedback companies such as
advertising, construction and sports, where employees are expected to be
optimistic, strong and always motivated.

The second is a culture of working hard and playing hard. The requirements
for employees are to work hard and play hard, to be sociable, to be
friendly and to have a strong belief in “finding a need and satisfying it”;
the third is the culture of bet-your-company, which is formed in companies
with high risks and slow feedback, such as aerospace companies, where
the requirements for employees are to weigh and consider everything
carefully, to make up one’s mind and not to change it easily. The fourth is
a process culture, formed in low-risk and slow feedback, such as insurance
and public utilities, where employees are expected to be disciplined and
careful.
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Scholars also propose four types of organizational cultures, but the
classification criteria are different from those mentioned above. According
to Cameron and Quinn (2011), the first is a rational culture, which
emphasizes work orientation and goal attainment, employees are compliant
based on contract, the motivation behind which is competence, leaders are
efficient and goal-oriented, and their performance criteria are efficiency
and productivity; the second is a developmental culture, which emphasizes
innovation, intuitive information processing, employee compliance based
on ideology, the motivation behind which is growth, and leaders who are
creative and risk-taking, whose performance criteria are adaptability and
external legitimacy, and whose goal is the pursuit of development and
resources; the third is the consensus culture, which emphasises interpersonal
relationships and loyalty. Collective information processing (e.g. discussion,
involvement, consensus) is the means to an end. Employees conform
based on a sense of belonging, the motivation behind which is a sense of
attachment, leadership, is caring and supportive, performance is measured
based on involvement and support, and the goal is human development;
the fourth is a bureaucratic culture, which emphasises the primacy of rules
and stability. Formalised information processing (e.g. records, evaluations,
etc.) is the means to an end. Employees are compliant based on regulations.
The motivation behind this is security, and leaders are conservative and
cautious, with the goal of stability and control.

Although types of organisational culture are defined differently in the
literature by different scholars, one point that has been made many times
in relation to types of corporate culture is that the various kinds of culture
do not exist in isolation and that there should be more than one type of
organisational culture in an organisation (Hampden-Turner and Trompenaars,
1993; Cameron and Quinn, 2011).

b) Roles of organisational culture

According to Barney (1991), the role of organisational culture, which can
help companies achieve sustained competitive advantage, and which can
likewise help people understand and manage the people within an
organisation, and which can be seen as a key factor when implementing
organisational change (Cabrera et al., 2001), is increasingly being appreciated,
and although the way in which it is measured varies from one academic to
another, the variables studied are always strikingly similar, according to
Aydin and Ceylan (2009), they measured organisational culture in terms of
dimensions such as information transfer, communication and collaboration,
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and ultimately found that all the dimensions studied were significantly
related to organisational effectiveness. Other scholars measured corporate
culture in terms of dimensions such as adaptability and consistency and
eventually found that it was positively related to organisational effectiveness.
In addition to organisational effectiveness, organisational performance is
one of the common variables studied. According to Lapina et al. (2015),
organisational culture is directly related to organisational effectiveness and
performance, suggesting that the stronger the organisational culture, the
more effective the organisation. Using a sample of nine banks of various
types in Ghana, which account for more than half of the market, and
interviewing nearly 300 employees at various job levels, The research has
shown that, overall, there is a positive relationship between organisational
culture and performance in the Ghanaian banking sector (Poku et al.,
2013).

In conclusion, organisational culture's role is wide-ranging, and this
research only summarises the essential parts or those of personal interest
to the author. It is worth noting that organisational culture has also been
treated as a mediating factor in some research, which is also part of the
role of organisational culture, and it is because of the wide range of roles
of organisational culture that the importance of its research is evident.

¢) The Interdependence of Organisational Culture
and Organisational Identification

Organisational culture and organisational identification are two closely
related concepts that are both interrelated and distinct from each other.
Hatch and Schultz (2004) studied the interdependence model of
organisational culture, organisational identification and image using an
overlap approach and distinguished between organisational culture,
organisational identification, and their associated organisational image.
They argue that organisational culture is the internal symbolic context that
forms and sustains organisational identification, refering to the feelings,
perceptions and views of organisational members in general, and is
considered to be the common understanding of the members of the
organisation’s specific values; and the organisational image is something
that is absorbed within the cultural system and is a manifestation of
organisational culture to interpret and express organisational identification,
which should include the views of organisational members towards others
and towards the organisation itself. This view is also supported by
empirical evidence, as Schrodt (2002) found that all six dimensions of
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organisational culture were significantly associated with organisational
indentification, using the retail industry as an example.

It can be seen that although organisational culture and organisational
identification are two different concepts, there is some overlap between
them, which makes them show a state of interdependence. Firstly, in terms
of their respective meanings, organisational culture refers to a comprehensive
system of norms and behaviours that govern the organisation, usually
defined by the members’ understanding of the organisational system to
which they belong, and generally encompassing all aspects of the
members’ daily life and work practices. Organisational identification, on
the other hand, reflects how an organisational entity understands itself in
the context of the organisational culture in which it is embedded, and it
represents an expression of organisational culture. Focusing on
organisational culture implies how members regulate language and
behaviour in relation to the larger cultural system. Researchers need to
better engage with the cultural system itself, which is a good indication
that the study of organisational identification will better help us study the
organisational cultural system.

d) The interaction between organisational culture
and organisational identification

As far as the role of organisational culture on organisational identification
is concerned, organisational culture has an active role in promoting
organisational identification. Organisational culture has two internal and
external functions; one is the internal integration function, it will promote
the members of the organisation to show a sense of collective identification
and understand how to work effectively, and the second is the external
differentiation function, the organisational culture as a common behavioural
norm and value system of the members of the organisation, it makes the
organisation unique and clearly distinguishable from other organisations,
which not only can distinguish itself from other organisations, but also can
confirm and enhance members’ sense of identification with the organisation.
Organisational culture is the sum of norms, ethics, goals, thinking and
values that are commonly recognised and observed by all members in the
organisation’s behaviour, which can promote the integration of the
ideology, values, ethics and behavioural orientation of the members of the
organisation with the overall ideology, behaviour and values of the
organisation, giving all members a sense of identity and belonging to the
organisation.
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In terms of the role of organisational identification on organisational
culture, cultivating and improving employees’ identification with the
organisation is conducive to the deepening of organisational culture. In the
organisation, identification with the organisational culture is the confirmation
of the shared culture of the organisation; members use the same cultural
symbols, agree with the shared cultural philosophy and follow the same
behavioural norms; these are the basis of organisational cultural
identification. Once employees have identified with the organisation, they
will willingly take the ethical codes, codes of conduct and values
advocated by the organisation as their own, thus further deepening the
organisational culture, which is a widely shared belief among members
and reflected as a consistency, however, the identification with the
organisational culture is also conducive to reaching consensus among
members of the organisation. However, organisational culture identification
also facilitates consensus among organisational members and leads to
concerted action by organisational members, thus positively influencing
organisational identification and management of the enterprise.

e) The impact of different types of organisational cultures on
organisational identification

Wallach (1983) studied the effects of three different types of organisational
cultures (bureaucratic, innovative and supportive) on organisational
identification and found that innovative and supportive organisational
cultures are more likely to develop if companies focus on empowerment,
team orientation and creating change in the process of building their
organisational cultures. However, innovative and supportive organisational
cultures have a significant positive correlation with employees’ evaluative
and affective identification. This indicates that both innovative and
supportive organisational cultures are able to obtain good evaluations from
employees, improve employees’ emotional identification with the
organisation, and help to improve members’ psychological identification
with the organisation, whereas some companies neglect empowerment and
consensus in the process of building organisational culture and excessively
promote personal leadership, which can easily form a bureaucratic
organisational culture, and bureaucratic organisational culture has only a
slightly positive correlation with employees’ emotional identification.
Bureaucratic organisational culture has only a slight positive correlation
with employees’ emotional identification. In contrast, it has a significant
negative correlation with evaluative identification, which means that
bureaucratic organisational culture can have an impact on employees’
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emotional identification, but the impact is very small. However, a
bureaucratic organisational culture can also strengthen the attachment of
some leaders to the organisation, as some leaders can find self-satisfaction
in this culture, depending on the company's specific situation. Of these
three types of organisational culture, the supportive organisational culture
is considered to have the most significant impact on employees’
organisational identification. Vijayakumar and Padma (2014) argue that
adhocracy and hierarchical culture show a direct positive influence on
positive identification and a direct negative influence on the three modes
of identification: ambivalent identification, neutral identification, and
disidentification; clan culture had a weaker tendency towards positive
identification and had no effect on the three modes of identification:
ambivalent identification, neutral identification, and disidentification.
Market culture has no influence on positive identification but affects the
three modes of identification: ambivalent identification, neutral identification
and disidentification.

5. Structures of Organizational Citizenship

The academic research on organizational citizenship behavior can be
traced back to Bamard, the founder of the organizational school, who put
forward the “willingness to cooperate” in 1938. Then, American professor
Dennis Organ (1998) first proposed the concept of organizational citizenship
behavior. He pointed out that organizational citizenship behavior is a
spontaneous out-of-role behavior of employees beyond individual work,
which has no relation with the reward system within the organization but
is conducive to the improvement of organizational efficiency. In 1988,
Organ officially defined the concept of organizational citizenship behavior,
believing that organizational citizenship behavior is an indirect behavior
performed by individuals voluntarily and not within the scope of formal
compensation, which can improve organizational performance.

The concept of organizational citizenship behavior has attracted extensive
attention, and some scholars have raised doubts. First of all, whether it is
completely out of role behavior is open to debate. Morrison(1996) pointed
out that the boundary between out-of-role behavior and in-role behavior is
very fuzzy and difficult to distinguish. In addition, scholars found that
OCB impacts performance and promotion, indicating that OCB does not
exist completely outside the compensation system. In order to determine
task performance, Borman proposed the concept of relationship
performance (Bauer et al., 2018). Based on this, Organ redefined OCB in
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1997 by combining OCB with relational performance; that is, OCB is
beneficial to task performance and is a kind of behavior outside the role of
organization members, which can enhance the social-psychological
environment of the organization and improve the overall effectiveness of
the organization. To sum up, scholars generally agree that organizational
citizenship behavior is a voluntary, unregulated, unpaid behavior beneficial
to the organization.

So far, scholars’ research on the dimensions and measurement of
organizational citizenship behavior has not formed unified and universally
agreed results. At present, there are two, three, four, five, six, seven and
ten-dimensional methods for the division of organizational citizenship
structure. Moreover, the measurement of organizational citizenship behavior is
very different in different environments and cultures. In the West, Organ
(1998) early proposed a two-dimensional scale that included altruism and
general obedience. By 1988, Organ had added three dimensions to his
research, creating a five-dimensional scale of conscientiousness, politeness,
citizenship, sportsmanship, and altruism. In addition, Williams (2002)
drew lessons from Organ’s model and proposed a two-dimensional scale
to distinguish organizational citizenship behaviors for individuals and
organizations.

Graham (1991) divided organizational citizenship behavior into four
dimensions: interpersonal help, personal initiative, personal diligence, and
loyalty. Famous scholar Podsakoftf (2000) after five-dimensional model of
outraged, developed a three-dimensional measurement model, and then on
the basis of their research, to measure up to seven-dimensions of
organizational citizenship behavior, are helping behavior, sportsmanship,
organizational loyalty, obey, individual initiative, civic virtue and self-
development. Podsakoff’s seven-dimensional model is widely used.

6. Small and Medium-sized Entreprises

As the research focuses on SMEs, the first task is to understand " SMEs ".
Short (2018) pointed out that when studying “SMEs”, it is necessary to
pay attention to its complexity. In other words, there is no universal
definition of this term in the global scope, and its exact meaning varies
depending on the economic development status of each country or
economy. Generally, in the business world, companies are classified by
the number of employees they have as one of the bases for classifying the
size of their organisation. According to Caruso (2015), SMEs in the US
typically have no more than 500 employees. Obviously, even if the same
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research is about SMEs, an enterprise with 250 employees and an
enterprise with 500 employees will have different internal operating
systems and management models. Therefore, we cannot simply consider
them as homogeneous (Short, 2019).

7. Workforce Diversity

Workforce diversity is inextricably tied to the study of inequality, and the
concept of workforce diversity is often connected to the broader
sociological and psychological literature on inequality (Henry and Evans,
2007). Diversification of the workforce is a perplexing organisational
management issue (DiTomaso et al., 2007). The importance of managing
worker diversity to increase organisational performance cannot be
overstated, especially in light of the current global developments
(DiTomaso et al., 2007). It is claimed that organisations that appreciate
diversity are more likely to thrive and prosper in today’s dynamic global
labour market (Dass and Parker, 1996). Its significance is mainly due to
some minorities who felt alienated from the employment market are
fighting for their human rights because of globalisation’s unrestricted
movement of workers.

a) Dimensions of workforce diversity

Diversification of the workforce has developed mainly to advance
equitable employment possibilities (Henry and Evans, 2007). Instead of
neglecting talent that may help them become more valuable and accurate,
this notion of equal opportunity strives to ensure businesses benefit from
the differences inherent in a varied workforce (Agocs and Burr, 1996).
The expansion of human rights due to advancements in economics and
politics and increased migration of individuals from various backgrounds
has prompted organisations to promote workplace diversity because of
these developments (Atar, 2021).

Understanding how groups interact at various levels of analysis requires
defining which distinctions generate unequal structural interactions (i.e.,
power, status, and quantitative or compositional patterns) (DiTomaso et
al., 2007). By illustrating the breadth of problems that should be addressed
in workforce diversity research and the parallels and variations across
workforce diversity debates, this research aims to expand the conversation
around workplace diversity and lead to future study possibilities.
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b) Workforce diversity and organization performance

In the context of globalization, workforce diversity is often described as
the variation in common attributes exhibited by employees. Workforce
diversity can contribute to workplace equity and is strategically valued by
many organizations (Barak, 2015). So far, studies have mainly examined
the impact of workforce team diversity on organizational performance.
Diversity has led to organizational gains in several areas, including role
pressure (Findler et al., 2007), organizational commitment (Cho and Mor
Barak, 2008), retention and innovation (Cho et al., 2017). At the same
time, however, other studies have found that labour diversity as a whole is
negatively impacted by organizations (Choi and Rainey, 2010).

Some of the more recent literature has focused on the relationship between
diversity and performance in the workplace and the role that was
managing diversity plays (Choi & Rainey, 2010). Among these, inclusive
organizations play a crucial role in examining employee diversity, and
effective organizational initiatives to manage diversity positively impact
organizations with a highly diverse workforce. Organizations that do not
take steps to manage diversity may experience low team cohesion or high
levels of conflict and negatively impact organizational performance.

¢) Benefits and limitations of workforce diversity

According to research, worker diversity has risen considerably in recent
years (Roberge & van Dick, 2010). Having a varied staff may be critical
for promoting creativity and innovation and retaining a competitive edge
(Bassett-Jones, 2005). A number of studies, meanwhile, have revealed that
variation can have detrimental problems such as a high dispute or
diminished social cohesion (Aghazadeh, 2004, Price et al., 2005). To the
extent that this occurs, there are several by-products that arise in the
workplace, including the exclusion of others, slander, and marginalization.

Strengthening management by increasing innovative thinking is one way
to manage diverse employees (Bantel and Jackson, 1989). The viability of
this pathway can be explained in that diverse employees are far more
capable of having information, competencies, and perspectives relevant to
the organisation's overall strategic goals than homogenous groups.
Additionally, group variety may promote workplace creativity and
innovation. For instance, multidisciplinary staff can help stabilize an
enterprise's mental and cerebral life and depth.
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CHAPTER TWO

RESEARCH ON THE CHINESE NEW
GENERATION OF POST 1995 EMPLOYEES’
MOTIVATION:

THE CASE OF EMPLOYEES
WITH A BACHELOR’S DEGREE OR HIGHER
EDUCATIONAL BACKGROUND

BINGYU WANG

1. Introduction

With the continuous acceleration of economical globalisation, the economic
exchanges of commercial trade in different countries have become more
frequent. Under this circumstance, various economic changes such as
enterprise development and cross-border trade have higher requirements
for talents, which brings huge challenge to human resource management
(HRM) (Kemeny and Rigby, 2012). However, it is also an inevitable
phenomenon in the process of human development. Only by continuously
improving the ability of talents to adapt to social and economic
development, as well as their academic level and professionalism, can the
needs of globalisation for talents in the new era be satisfied (Ma, 2015).

HRM is essential to the survival and development of enterprises, and it is a
key element to maintain the competitiveness of an organisation (Ngo et al.,
2014). As a very important part of HRM, motivating employees always
attracts the attention of each corporate manager. This is because how
companies could better utilise employee incentive mechanisms to fully
mobilise employees’ enthusiasm for work and give adequate play to their
creativity and subjective initiative is likely to determine whether the
company could be invincible in this fierce competition for talents, which is
the eternal concentration of the development of corporate HRM (Rozman
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et al., 2017). In addition, companies are attempting to optimise the
corporate production and consumption to gain competitive advantage in
the increasingly competitive business environment, which relies on not
only the management approaches that favorably interacts with the internal
and external environment, but also the way members react within the
environment (Li, 2020). As a result, managers are required to understand
the key driving forces, expectations and behaviors of employees in order
to manage staff by the most appropriate and effective method (Markos and
Sridevi, 2010).

With the continuous increase of younger employees entering the labor
market, the post 1995 generation employees have become the main force
in the workplace. Compared with previous generations of employees, they
have unique personality characteristics, value fairness more within
organisation, and have a higher desire for expression in the workplace
(Fang et al., 2020). However, there are also problems existing, such as
high turnover rate and low degree of engagement. Talent is the primary
productive force of an enterprise, especially the employees who master the
advanced technology and management knowledge (Voki¢ et al., 2008).

With the development progress of society, the development and stability
of the organisation puts forward higher requirements for employees, and
highly educated employees have advanced scientific technology and
management knowledge (Blomme et al., 2008). A large number of studies
have shown that with the development of the economy and the expansion
of market competition, the attractiveness of some companies to highly
educated employees has gradually diminished, and the sense of belonging
and identity of the highly educated employees to the organisation has
gradually decreased (Blomme et al., 2008). The loss of highly educated
employees has become a common concern of modern enterprises. The new
generation of post 1995 employees with higher education background
bring both advantages and challenges to the company. How to manage
them well and retain them to create significant value for the organisation is
what the corporate managers need to consider, in which analysing their
work motivation is the primary task.

The purpose of this research is to explore the work motivation of the new
generation of post 1995 employees in China who have a bachelor’s degree
or higher educational background. The main question is what factors could
motivate this special group of employees to have a better work
performance. In this study, work motivation is the dependent variable and
some influencing factors which could affect work motivation are
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independent variables (a total of 9 factors will be specifically introduced in
the following part). Based on the research question, 9 hypotheses will be
proposed based on the results of previous literature research. In order to
verify the 9 hypotheses, the questionnaire survey is going to be adopted to
collect data, and SPSS software will be used to analyse data. After data
analysis, some conclusions will be drawn and a few of possible
suggestions will be given to the corporate managers according to the
evaluation of research results. The details of the whole study will be
described in the Methodology part later.

The aim of this study is to explore the work motivation of Chinese
employees who are born after 1995 and have a bachelor degree or higher
educational background at the meanwhile. Based on the literature review
and the characteristics of post 1995 highly educated employees, work
motivation is likely to be influenced by 9 factors, they are hobbies,
learning and development, achievement, responsibility, salary and
benefits, interpersonal relations, promotion, working environment and fun
at work.

2. Methodology

In this part, how this empirical research is designed and conducted will be
introduced in details. This section will be consist of four parts, including
research questions, hypotheses and conceptual framework, research
philosophy, research design, as well as data collection and analysis. In the
research design section, the measuring instruments and related ethical
problems of this research will also be discussed specifically.

According to this finding, the research question of this study is to explore
the relationship between work motivation and these influencing factors. In
addition, 9 corresponding research hypotheses are generated as follows:

H1: Keeping all other conditions constant, hobbies are positively
correlated with the motivation of the new generation of “post-95”
employees who have a bachelor degree or higher educational background.

H2: Keeping all other conditions constant, learning and development is
positively correlated with the motivation of the new generation of “post-
95” employees who have a bachelor degree or higher educational
background.
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H3: Keeping all other conditions constant, achievement is positively
correlated with the motivation of the new generation of “post-95”
employees who have a bachelor degree or higher educational background.

H4: Keeping all other conditions constant, responsibility is positively
correlated with the motivation of the new generation of “post-95”
employees who have a bachelor degree or higher educational background.

HS: Keeping all other conditions constant, salary and benefits are
positively correlated with the motivation of the new generation of “post-
95” employees who have a bachelor degree or higher educational
background.

H6: Keeping all other conditions constant, interpersonal relations are
positively correlated with the motivation of the new generation of “post-
95” employees who have a bachelor degree or higher educational
background.

H7: Keeping all other conditions constant, promotion is positively
correlated with the motivation of the new generation of “post-95~
employees who have a bachelor degree or higher educational background.

H8: Keeping all other conditions constant, working environment is
positively correlated with the motivation of the new generation of “post-
95” employees who have a bachelor degree or higher educational
background.

H9: Keeping all other conditions constant, fun at work is positively
correlated with the motivation of the new generation of “post-95~
employees who have a bachelor degree or higher educational background.

According to these hypotheses, the conceptual framework of this study
could be displayed as the following chart:
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Table 2 Conceptual Framework of the research

Promotion

In this framework, work motivation of highly educated “post-95” employees
is the dependent variable Y, and hobbies, learning and development,
achievement, responsibility, salary and benefits, interpersonal relations,
promotion, working environment as well as fun at work are the
independent variables X, to Xo. Moreover, A is the intercept term, B; to By
are the parameters to be estimated, and @ is the random error term.
Depending on these assumptions, the regression equation is as follows:

Y=A+ByXxXy+a(N=1~9)

a) Research Philosophy
Positivism

This study is based on the research philosophy of positivism, adopting
questionnaire to validate the hypotheses through utilising statistical
methods. Two major schools of western philosophy, positivism and
interpretivism, has been emerged since the 19" century, and their
influence on modern social science has been extremely profound (Jun,
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1993). In the 1930s in Vienna, the Vienna School was born, which is
headed by Schlick, bringing together the leading mathematicians,
economists and physicists of the time. The main idea of this group was to
reject metaphysics and to propose that scientific knowledge and non-
scientific knowledge should be judged by verifying possibility. According
to their criteria, metaphysical statements could not be verified and
therefore could not be called scientific knowledge. On the contrary, only
knowledge that is possible to verify can be called scientific (Hunt, 2019).
The interpretivist methodology is quite different from positivism in its
understanding of the world. It believes that objectively speaking, the world
is constituted through human beings’ interpretation, rather than existing
independently. As a result, positivists hold the view that science does not
limit itself to describing facts, but should organise them and conceptualise
them (Curry, 2018).

However, both positivism and interpretivism are one-dimensional philosophy,
as they focus on only one part of the complex world of reality. This study
follows the research philosophy of positivism due to its universality, that
is to say, the positivist approach explores the theoretically possible
application of universal principles over an infinite number of phenomena,
human beings, situations, and times (Weber, 2004). The research process
could be simply concluded as proposing hypotheses, collecting required
data, and drawing conclusions through rigorous statistics and analysis.
Correspondingly, quantitative research methods such as statistical surveys
and experimental studies are typically used in positivism. Additionally,
Laudan (1996) pointed out that positivism usually includes different
independent variables in an operation to examine the association among
them. In this study, independent variables comprise hobbies, learning and
development, achievement, responsibility, salary and benefits, interpersonal
relations, promotion, working environment and fun at work. While work
motivation is dependent variable.

Questionnaire

Questionnaire is selected to conduct this study because it is a relatively
complete, specific and operational method developed under the guidance
of positivism with characteristics consisting of routinisation, anonymisation
and quantification (Potthoff and Eller, 2000). In addition, this study takes
post 1995 employees with high educational background as the research
object, which is a field rarely covered by previous research. As a result, a
large number of samples is required, which could be satisfied by the
questionnaire approach. 5 point Likert scale, in which 1 represents
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‘strongly disagree’ and 5 represents ‘strongly agree’, is utilised to measure
participants’ perception of 9 different independent variables mentioned
above. 2 to 3 questions are designed for each variable. Moreover,
questionnaires in this research are distributed through the internet, which
has the advantage of being more convenient than mailing questionnaires or
distributing questionnaires face to face, reducing the workload of data
entry and the possibility of human error. Nevertheless, the disadvantage is
that the researcher cannot communicate directly with the respondents of
online questionnaires, and the reliability and validity of the questionnaire
is likely to be affected by the quality of the respondents’ responses to a
certain extent, which could vary greatly. Additionally, to protect the
privacy of the participants, the questionnaires are all completed
anonymously. Furthermore, to avoid the common method variance, one
question with reverse description is designed in the middle of the
questionnaire to exclude invalid samples. The complete questionnaire is
provided in appendix.

b) Research Design
Sample and Data Source

Both quantitative methods and qualitative methods are widely used in the
research on business and management, and this study utilises the
quantitative method as Saunders et al. (2017) indicated that one way to
distinguish these two methods is to concentrate on if the data required is
numeric or non-numeric. The research data in this study is mainly obtained
through online questionnaire, and the design of this questionnaire is based
on the Multidimensional Work Motivation Scale designed by Neves and
Coimbra (2018). The reason why this scale is selected is that it combines
various scholars’ research results, and therefore, it is well modeled.
Moreover, it has a new perspective because the previous scales have some
problems. For example, the traditional way of asking participants why they
have a behaviour in the workplace could be problematic due to invasion of
personal privacy. The target population of this research is the new
generation of post 1995 employees who work in China and have a
bachelor degree or higher educational background. The questionnaire was
distributed by the researcher through the researcher’s social media and
alumni groups. As a result, most participants are born after 1995, are or
have been involved in work, and have a bachelor degree or higher
educational background. In addition, the samples are from all over the
country, which seems to be representative and realistic.
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Measures

In this study, the measuring instruments are taken from existing literature
to ensure the effectiveness of the questionnaire, and reliability and validity
tests will not be performed during the process of data analysis. Based on
the assumptions in the previous section, there are 9 dependent variables.
They can be divided into intrinsic factors (hobbies, learning and development,
achievement, and responsibility) and extrinsic factors (salary and benefits,
interpersonal relations, promotion, working environment, and fun at
work). As mentioned above, the measurement of these factors is taken
from the study of Neves and Coimbra (2018). It is a multidimensional
scale with 2 to 3 items for each dimension.

Ethics

The questionnaire in this study is an academic questionnaire aiming at
exploring the work motivation of highly educated post 1995 employees
and without any commercial purpose. Moreover, all the participants are
volunteered to participate in the survey, and they can withdraw at any time
during the questionnaire completion process. In addition, it can be ensured
that the whole process is anonymous and all the information will be
strictly confidential. With the above assurance, the participants can finish
the questionnaire completely based on their own thoughts and do not need
to worry about information disclosure.

¢) Data Collection and Analysis

After designing the content of the questionnaire, the online questionnaire
is produced by Wenjuanxing, which in one of the post popular and biggest
professional online survey platform in China. Once the questionnaire has
been created, the link will be automatically generated. The researcher
shared the link to her alumni groups and social media platform to invite
participants to finish the questionnaire voluntarily. Moreover, the target
sample size is 200. After collecting data, the data is statistically analysed
to verify the hypotheses. This study uses Statistical Product and Service
Solutions (SPSS) to conduct data analysis, and the related details will be
discussed in the next section.
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3. Results
a) Basic Situation of Questionnaire Collection

A total of 201 questionnaires were collected in this survey. As mentioned
in the previous chapter, the target samples are Chinese employees who are
born after 1995 and have a bachelor degree or higher educational
background. So the second question in the questionnaire (Please indicate
your age) excluded 16 invalid samples, the third question (Please indicate
your educational background) excluded 6 invalid samples, and the forth
question (Please indicate your working experience) excluded 5 invalid
samples. Moreover, the sixteenth question in the questionnaire (Please
select ‘strongly disagree’) is a concentration test, 14 people chose the
wrong answers, therefore these are invalid samples. As a result, a total of
179 valid questionnaires were collected, and the related data is shown in
the table below.

Item Sample distribution Amount Percentage %
Gender Male 80 44.69
Female 99 55.31
Educational Background Bachelor 123 68.72
Master 45 25.14
PhD 11 6.15
Working Experience Currently working or 115 64.25

on an internship
Previously worked or 64 35.75

interned

Table 3 Sample Distribution Results

It can be seen form the table that among these new generation of post 1995
employees, there are slightly more female employees than male
employees, and the male to female ratio is approximately 4:5. From the
perspective of educational background, most of the participants are
bachelors, accounting for 68.72% of the total. There are 56 masters and
doctors in total, which accounts for the rest 31.28%. In addition, 115
participants are currently working or on an internship, they are likely to
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have a deeper awareness of how they feel during their work. However, the
remaining 64 participants have worked or interned before, which may
cause some perceptual deviation. In general, these samples could represent
the target group of this experiment to a certain extent.

b) Descriptive Analysis

With the help of the descriptive statistics function in the SPSS statistical
software, further statistical analysis of the factors affecting the work
motivation of the new generation of “post-95” employees is carried out.
The results are shown in Table 4.

Item No. Question Average Standard
Deviation
Hobbies 5 I like this industry. 3.78 1.242
6 | like the corporate culture of this company. 3.77 1.306
7 | like my position. 3.84 1185
Learning & 8 I can learn a lot of knowledge and skills from 3.96 1119
Development this job.
9 This job can discover my potential. 3.74 1181
10 | have a clear career plan. 381 1121
Achievement 11 | aspire to achieve career success. 3.87 1.303
12 The work | do now gives me a sense of 3.85 1201
accomplishment.
13 | am eager to prove myself. 377 1.281
Responsibility 14 If my personal skills are not in line with my job 377 1.290
respansibilities, | will slacken my work.
15 | feel the need to take responsibility for my 3.87 1139
position.
Salary & Benefits 17 One of the key reasons for my participation in 3.83 1.212
work is that| can get paid.
18 | hope to get more income. 3.92 1.208
19 | think the company's welfare is good. 3.88 1179
Interpersonal 20 There is a harmonious atmosphere between 3.83 1.211
relations me and my work partners.
21 | was quite pleased with the leadership style of 3.94 1.147
my Supervisor.
22 | have a sense of belonging here. 3.70 1222
Promotion 23 | think the company's performance appraisal is 3.68 1.229
reasonable.
24 | think the company's promotion mechanism is 3.75 1169
reasonable.
Working 25 | think the company has a good office working 3.80 1232
environment environment.
26 | have a strong dependence on the Internet at 3.87 1.195
work.
Funat work 27 | think | like challenging work. 3.73 1.297
28 | think my current job is very interesting. 381 1.293

Table 4 Results of descriptive analysis for the dependent Variables
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There are a total of 23 questions in the Part 2 of the questionnaire, and the
researcher utilises 5-point Likert scale to collect data. All the participate
are required to choose 1 to 5 to represent that to which extent do they
agree or disagree these statements. 1 refers to strongly disagree, 2 refers to
disagree, 3 refers to neither agree or disagree, 4 refers to agree, 5 refers to
strongly agree. Table 3 summarizes the average value and standard
deviation of the questions in Part 2 of the questionnaire. In general, the
average value of all questions in the sample is between 3 and 4, which is
higher than the middle score and it means that most of the new generation
of “post-95” employees are optimistic about these questions.

¢) Correlation Analysis

Using the bivariate correlation analysis function in the SPSS statistical
software, the 9 influencing factors (hobbies, learning and development,
achievement, responsibility, salary and benefits, interpersonal relations,
promotion, working environment, fun at work) have been statistically
analysed on the work motivation of the new generation of “post-95”
employees. The results are shown in Table 5.

Influencing factors Work motivation of “post-95” employees
Pearson Correlation P value

Hobbies 0.945™ 0.000
Learning & Development 0.943" 0.000
Achievement 0.960"* 0.000
Responsibility 0.912" 0.000
Salary & Benefits 0.938" 0.000
Interpersonal relations 0.945™ 0.000
Promotion 0.875™ 0.000
Working environment 0.908°" 0.000
Fun at work 0.937" 0.000

**_ Correlation is significant at the 0.01 level (2-tailed)

Table 5 The correlation between work motivation of “post-95”
employees and its influencing factors

It can be seen from the data in Table 4 that the significance levels (P
value) of these 9 factors are all less than 0.05, indicating that there is a
significant correlation between them. At the same time, their Pearson
correlation coefficients are all greater than 0, indicating that the significant
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correlation between them is positive. In addition, through the comparison
of Pearson’s correlation value, it can be found that the “achievement”
factor has the highest correlation with the work motivation of the new
generation of “post-95” employees. On the contrary, the “promotion”
factor has the lowest correlation with the work motivation of employees
who ware born after 1995.

Based on the above analysis, the 9 hypotheses proposed in methodology
section all have been verified, that is, under the premise of keeping other
conditions unchanged, the 9 influencing factors (hobbies, learning and
development, achievement, responsibility, salary and benefits, interpersonal
relations, promotion, working environment, fun at work) are positively
related to the work motivation of the new generation of “post-95 highly
educated employees respectively.

d) Multiple Regression Analysis

With the help of the linear analysis function in the SPSS software, the
specific relationship between each independent variable and the work
motivation of the new generation of “post-95” employees is analyzed, as
shown in Table 6 and Table 7.

R R2 ANOVA PVALUE

0.995 0.990 0.000

Table 6 Regression Analysis (1)

Influencing factors Regression coefficients P value
Constant 6.928 0.278
Hobbies 3.149 0.000

Learning & Development 3.483 0.000
Achievement 3.084 0.000
Responsibility 2.248 0.000
Salary & Benefits 2.853 0.000
Interpersonal relations 2.925 0.000
promotion 2.078 0.000
Working environment 2.170 0.000
Fun at work 2.496 0.000

Table 7 Regression Analysis (2)
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It can be seen from Table 5 that R is 0.995 and R? is 0.990, which shows
that the dependent variable is likely to change with the independent
variable. In this test, the significance level is 0.000, less than 0.05, which
means that 9 of the coefficient values are all non-zero. As a result, the
entire regression analysis could be proved as meaningful.

It can be seen from Table 7 that the significant levels of the independent
variables including hobbies, learning and development, achievement,
responsibility, salary and benefits, interpersonal relations, promotion,
working environment, and fun at work are all less than 0.05, indicating
that the work motivation of the new generation of employees who are born
after 1995 and have a bachelor degree or higher educational background
has a clear relationship with these 9 independent variables.

According to the model assumed in the previous section, the expression of
the multiple regression equation is:

Y = 6.928 + 3.149X, + 3.483X, + 3.084X; + 2.248X, + 2.853X;
+2.925X, + 2.078X, + 2.170Xg + 2.496X,

To conclude, this part provides the analysis results of the data collected by
the questionnaire, and SPSS 24.0 is utilised to conduct the data analysis.
Firstly, among the 201 questionnaires collected, there are a total of 179
valid questionnaires, with an effective rate of 89.05%, which indicates that
the questionnaire collection process is reasonable and effective, and these
data could be analysed. Secondly, descriptive analysis shows that the
scores of the participants’ answers to the questions about the description of
the perception of working experience in the questionnaire are averagely
between 3 and 4. It demonstrates that they have a positive attitude about
these questions. Thirdly, correlation analysis proves that the 9 influencing
factors are positively correlated with the work motivation of “post-95~
highly educated employees, which validates the 9 hypotheses proposed
previously. Last but not the least, multiple regression analysis derives the
linear regression equation between work motivation and these 9
influencing factors.

4. Analysis and Evaluation

This section will analyse and evaluate the results of the data analysis in the
previous part, and explore the connection between the data analysis results
and the previous literature review, as well as the research questions and
hypotheses raised before. Moreover, its practical significance for enterprise
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HRM will be reveled, especially those companies whose employees are
mainly “post-95” highly educated talents.

a) Evaluation of Data Analysis Results

Based on the data collected by the questionnaire survey, correlation
analysis and multiple regression analysis are used to conduct an empirical
analysis of the work motivation of the new generation of “post-95” high-
educated employees in China. The results show that the work motivation
of the new generation of “post-95” highly educated employees is affected
by multiple factors, which can be divided into intrinsic factors and
extrinsic factors. Their work motivation are positively correlated with 9
factors, including hobbies, learning and development, achievement,
responsibility, salary and benefits, interpersonal relations, promotion,
working environment, fun at work. In addition, the order of influence size
is: learning and development > hobbies > achievement > interpersonal
relations > salary and benefits > fun at work > responsibility > working
environment > promotion.

Unlike the previous generations of employees, the work motivation of the
“post-95” highly educated employees is affected by the working
environment, which is related to their living environment. On the one
hand, the “post-95” is the first batch of aboriginal people on the Internet.
Data from the Physical Examination Report on Internet Development in
China (China Internet Information Center, 2020) shows that as of March
2020, the average online time per person in China is 30.8 hours per week.
Actually, “Post-95” are surrounded by the Internet all day long. They are
used to contacting relatives and friends through the Internet, and the
Internet is also widely used in all aspects of work, study, and life. On the
other hand, during the period from birth to work of the “post-95”, China’s
economy was just at the stage of rapid development. Most families attach
importance to the living environment and decorate their houses to reflect
individuality as well as the pursuit of comfort and beauty.

Additionally, the school’s infrastructure has also become more complete.
For example, more schools equip classrooms with fans, air conditioners
and other electrical appliances, install water heaters in student dormitories,
and reduce the number of students living in one dormitory (Glynne, 2019).
All of the above suggests that this generation of people have lived in
circumstances far superior beyond those of their predecessors. When the
new generation of “post-95” employees who have been in a good living
environment for a long time enter the workplace, they naturally have
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certain requirements for the physical environment for work. This finding
can be explained by the two-factor theory, which has been mentioned in
the literature review part. Herzberg (1968) argued that some factors are
always related to job dissatisfaction, and working environment is such a
factor that these new generation of employees concern a lot. When the
working environment does not meet their expectations, it is very likely that
they will choose to resign.

Compared to traditional employees, the motivations’ order of importance
for “post-95” employees has changed. In the study of previous generations
of employees, the factors influencing their motivation varied across
industries, but salary and benefits was always at the top of the list.
However, in this study, it is found that salary and benefits is the fifth most
important factor influencing the work motivation of “post-95” highly
educated employees. Wier et al. (2007) pointed out that as the socio-
economic development of the society and the employees’ living standard
continues to improve, monetary rewards have limited motivation and
employees are increasingly concerned with spiritual pursuits. Previous
generations of employees, who have less of a material base than the “post-
95” generation of employees, place a higher value on compensation.

However, remuneration is not as attractive to the new generation of “post-
95” employees as it used to be, and the new generation of post-95
employees are more interested in spiritual enjoyment. Moreover, the
intrinsic needs of the “post-95 high-educated employees are stronger than
the extrinsic satisfaction compared to non-New Generation employees.
The study also found that intrinsic factors such as hobbies, learning and
development, as well as achievement ranked in the top 3 of various
factors. This indicates that the new generation of “post-95” employees are
more focused on spiritual and inner satisfaction. The reasons for this might
be also related to their better living environment. From the perspective of
the background of these younger people, it is normal for them to quit or
change jobs because they have more support from their parents, at least
they do not have to worry about basic survival problems. With no pressure
to survive, interest in the content of the job becomes one of the important
conditions for them to choose their jobs. In addition, as the competition in
the workplace intensifies, they are more interested in whether they can
continuously improve their overall competitiveness in the workplace (Li,
2020). These two findings correspond to the Maslow’s Hierarchy of Needs
mentioned previously. Employees who are born after 1995 and have a
bachelor degree or higher educational background have already satisfied
lower-level needs, like food and safety.
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Therefore, they are desired for meeting higher-level requirements, such as
the sense of belonging, harmonious relationship with colleagues, self-
achievement and even social recognition. That is to say, they are no longer
motivated by external work motivation alone, but are more likely to be
driven by internal work motivation.

b) Practical Implications of Findings

Based on the evaluation of data analysis results, there are three suggestions
for enterprises to better motivate “post-95” high-educated employees. To
improve the work motivation of them, enterprises firstly need to concentrate
on the external environment. It is recommended that companies introduce
or improve the application of digital technology at work and pay attention
to the office environment. First of all, based on the high dependency of the
new generation of employees on the internet currently, companies should
pay attention to the quality of the digital network in the office and increase
the speed of the office network to ensure that they can finish their jobs
normally and efficiently. Secondly, digital office tools, such as DingTalk,
Corporate WeChat and other applications, can be used to optimise work
processes. This kind of online office tools could reduce unnecessary paper
approvals and improve office efficiency (Lai and Huang, 2021). Especially
when employees are unable to work offline, they can ensure the normal
operation of the company. For example, during the outbreak of covid-19
pandemic, it is unable for employees to communicate face-to-face, most
enterprise choose DingTalk and Corporate WeChat to hold meetings and
maintain basic communication.

In addition, companies could combine their own values and corporate
culture to create a lively and comfortable working atmosphere in the
physical environment. Research shows that a good organisational culture
can not only enhance the sense of mission, belonging and responsibility of
employees, but also can enhance the cohesion of the company (Cabanillas,
2021). In view of the growth environment and psychological characteristics
of the new generation of “post-95” employees, organisational culture
needs to be changed accordingly to adapt to the growth and development
of the new generation of employees. To achieve this objective, the
enterprise should set up clear goals and missions, through which
employees could have a clearer understanding of the value of the work
they are engaged in. Moreover, the enterprise should cherish employees. A
fair, just, innovative, and tolerant organisational culture as well as a
comfortable and inspiring working environment are encouraged to be
created to let them feel the corporate care.
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Secondly, more non-material incentives could be utilised more to increase
“post-95” highly educated employees’ motivation to work. It is recommended
that companies stop putting material motivation at the top of their list
when designing incentive systems but rather focus more on non-material
motivation of employees. In addition to monetary incentives, companies
can use caring incentive, target incentive, promotion incentive, honour
incentive and other various incentives to promote the new generation of
“post-95” employees, especially those who are highly educated. For
example, the company could offer continuous training and learning
opportunities to employees.

That is because the new generation of “post-95” employees has strong
learning ability, is willing to embrace new things, and has a strong need
for self-growth (Li, 2020). First of all, in terms of training methods, it is
necessary to develop new training models as the traditional lectures may
not be recognised by the new generation o employees. Companies can
carry out more training methods such as group discussions, scenario
simulations, and outdoor training activities to enhance the fun and diversity
of training. Secondly, with the development of network, enterprises can
build a training platform for online learning, through which employees can
study at home after work, totally according to their own time. Last but not
the least, from the perspective of training content, some psychological
training projects can be opened in addition to knowledge and skills
training, in order to enable employees to better adjust negative emotions
and release psychological pressure.

Thirdly, enterprises need to concentrate on the spiritual needs of their
employees. In the process of management, companies should focus on
meeting the spiritual needs of the new generation of post 1995 employees
due to their higher level of requirements. The psychological requirements
of the new generation of “post-95” high-educated employees are likely to
be satisfied in the following three ways. Firstly, according to the principle
of Person-Job Fit (Zhu and Li, 2018), when arranging the jobs for these
employees, the work ability, career interests and personality traits of the
employees should be given full consideration, in order to maximise the
matching of people and jobs. In addition, in the subsequent work process,
targeted training to corresponding employees should be provided, so that
they can continue to learn, enhance their knowledge, skills and abilities to
achieve self-improvement. Secondly, these employees should be given
autonomy.
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The organisation could pay more attention to result control rather than
process control, giving employees more autonomy in working hours, work
content, working methods and work teams. Lastly, it is important to
enhance employees’ sense of belonging in the organisation. A stronger
sense of belonging can make employees feel more comfortable and happy
in the organisation (Eren and Vardarlier, 2013). It is possible to enhance
the sense of belonging of employees by creating good interpersonal
relationships, unblocking organisational communication channels,
establishing a fairer mechanism, and creating a good corporate culture
atmosphere.

¢) Summary

Through evaluation, the results of the study have addressed the research
question. Both intrinsic factors (hobbies, learning and development,
achievement, responsibility) and extrinsic factors (salary and benefits,
interpersonal relations, promotion, working environment, fun at work)
could influence the work motivation of “post-95” highly educated
employees. Moreover, it can be found that this group of employees have a
higher demand for a better working environment, which is due to the fact
that their living environment has improved considerably with the
development of society in China. In addition, these employees place less
value on monetary incentives and focus more on the spiritual and internal
needs. According to these findings, there are three possible suggestions for
companies to motivate “post-95” high-educated employees. They are
improving external working environment, adopting non-material incentive
policies, and concentrating more on the spiritual requirements of
employees.

5. Conclusion

According to the previous literature, this research tries to explore the work
motivation of Chinese new generation of post 1995 employees who have a
bachelor degree or higher educational background, which is a research gap
found by the researcher. There is a lot of extant research on work
motivation and a number of scholars have listed the factors that influence
employees’ motivation. However, as a group of employees who are
gradually entering the workplace and becoming the main force, the post-
95s have richer personalities and characteristics, which makes the
traditional HRM model no longer applicable. In order to find out the
factors that influence the motivation of this particular group of employees,
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this study selects 9 factors, including hobbies, learning and development,
achievement, responsibility, salary and benefits, interpersonal relations,
promotion, working environment, as well as fun at work, which are widely
considered to be the most representative of the factors influencing work
motivation, and utilises questionnaire to verify the 9 proposed hypotheses
by statistic tool.

The research results show that the 9 influencing factors summarised from
the literature review all have a positive impact on the work motivation of
“post-95” highly educated talents. Moreover, these elements are learning
and development, hobbies, achievement, interpersonal relations, salary and
benefits, fun at work, responsibility, working environment and promotion,
which are ranked in descending order of influence. The findings highlight
three points in total. Firstly, compared with the previous generations of
employees, the new generation of employees has begun to pay attention to
the working environment. Due to the strict implementation of national
family planning in China, most of the post-95s are only children, and
families mostly exist in the form of a family of three. Thus, the living
environment of post-95s is better, and they can basically be satisfied in all
aspects of their needs (Zhu et al., 2015). When their various needs can be
basically met, it seems to be reasonable that the requirements for the
working environment increase accordingly. As a result, enterprises should
pay attention to the construction of working environment, like improving
digital network and better utilising digital tools to improve work
efficiency. Secondly, salary and benefits are not as attractive to the new
generation of highly educated employees as before. They care more about
the learning and development opportunities, whether this jobs is highly
related to his/her hobbies, if the job could bring him/her a sense of
accomplishment and whether the working relationship with colleagues and
superiors is harmonious. Especially for those employees who are highly
educated, a good educational background makes them work for a higher
living standard, rather than staying at the stage of supporting themselves
(Glynne, 2019). On the basis of this, companies should focus more on the
non-material incentives, such as a special learning opportunity, a birthday
card written by the leader and video greetings from colleagues. That is to
say, companies should let them feel respect and love in the company while
they are working. Last but not the least, for most “post-95” high-educated
talents, intrinsic needs are more important than extrinsic needs. According
to the research results, learning and development, hobbies as well as
achievement are the top three influencing factors. Similar to the second
point, enterprises should strive to seek measures that could motivate these
special group of employees from the internal perspective. For example,
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“post-95” employees have independent thinking and innovation awareness,
and do not like to act completely according to the regulations, so managers
could give them trust and appropriate power to meet their needs for respect
and self-realisation (Ren et al., 2018). However, this may also lead to the
situation that problems could not be solved efficiently and effectively, as
the self-centered characteristic of the new generation of employees make
them dislike being ordered by others and like challenging authority.
Therefore, managers should design specific solutions depending on
different situations.

a) Limitations and Recommendations

Actually, there are some limitations existing in this study, which provides
the opportunity and direction for further research. Foremost, due to the
limited channels for distributing questionnaires, the sample size of the
questionnaire survey is relatively small. Although the questionnaire
collection efficiency seems to be high, the number of valid questionnaires
is only 179, which may not be a good representative of all “post-95” high-
educated employees. Moreover, this research studies the overall situation
of work motivation among “post-95” highly educated employees, and is
not broken down according to different regions, industries, positions and
other related factors. These variables may cause some differences between
the research results and the actual situation. On the basis of these two
limitations of the questionnaire samples, further research could increase
sample size and demographic variables to make the results more accurate.
In addition, this study only adopts questionnaire method to conduct
research, which usually leads to incorrect or undesirable results because of
the problems in questionnaire design. For further research, multiple
research methods are encouraged to selected to make up for the
shortcomings of the questionnaire survey method.
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CHAPTER THREE

RESEARCH ON THE RELATIONSHIP BETWEEN
CORPORATE VALUE, ORGANIZATIONAL
IDENTITY AND ORGANIZATIONAL CITIZENSHIP
BEHAVIOR BASED ON THE NEW GENERATION
OF EMPLOYEES

LUYANG JIANG

1. Background

With the rapid development of China’s economy and the trend of
economic globalization, companies need to possess core competitiveness
to stand out in increasingly fierce market competition. Talent is the most
important resource for obtaining core competitiveness. Different from the
older generation of employees in the enterprise, the new generation of
employees has unique personalities and differentiated values, which are
not only the source and motivation of enterprise innovation and vitality,
but also the challenges faced by the enterprise. Companies have more
needs for the new generation of employees, and they need to generate a
sense of organizational identity and perform OCBs outside of their roles.
Corporate values play a guiding and standard role in the behavior of
companies and employees, and are concepts accepted and recognized by
companies and employees. If the new generation of employees accept and
recognize corporate values, it will also form a sense of organizational
identity and organizational citizenship behavior. This will not only help
stimulate the new generation of employees’ work enthusiasm and personal
potential, improve work performance, and form healthy interpersonal
communication relationships. It also urges employees and the company to
develop in the same direction to achieve organizational goals.
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a) The theoretical significance

Corporate values, organizational identity and organizational citizenship
behavior have always been the focus of academic research. This paper
studies the influence relationship among the three and establishes the
influence model of corporate values and organizational identity on
organizational citizenship behavior. There have been many academic
studies on the effect of organizational identity on organizational citizenship
behavior, but there are still few studies on the mechanism of the impact of
corporate values on organizational identity and organizational citizenship
behavior. This paper introduces a model of organizational values,
organizational identity and organizational citizenship behavior. This new
perspective enriches the research theory in this field and has certain
research significance.

b) The practical significance

The core of every enterprise’s talent competition strategy is how to acquire
and manage talents so that they can provide contributions and values
beyond their potential. As the fresh blood attracted by the company, the
new generation of employees will inevitably gradually develop into the
backbone of the company and become an important part of the company’s
value and culture. From entering the enterprise to accepting and recognizing
the enterprise’s values, and then to transform the enterprise’s values, have
a great impact on the development of the enterprise. Organizational
citizenship behavior will promote the effective operation of organizations
(Chan and Lai, 2017). This paper studies the influence of corporate values,
organizational identity, and organizational citizenship behavior, and makes
effective suggestions for enterprise management and improvement of the
new generation of employees’ organizational identity(Cheema et al.,
2020).

¢) Aim and outline

This research aims to study the relationship between corporate values,
organizational identity, and organizational citizenship behavior, and
provide certain theoretical and practical significance for the improvement
of corporate management methods and quality. Based on previous research
theories, this article will firstly review the relevant literature on
organizational values, organizational identity, and organizational citizenship
behavior. Secondly, propose a hypothetical model of the relationship
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between the three. Thirdly, design questionnaire and conduct survey.
Fourthly, conduct data analysis and hypothesis testing. Finally, draw
conclusions.

2. Theoretical Basis and Research Hypothesis
a) Social identity theory

Social identity theory studies the main process of social identity. It
believes that social identity has gone through three basic processes:
generalization, identification, and comparison. Specifically, it is from an
individual’s incorporation into a community, to an individual’s ownership
of the common characteristics of the members of that community, to an
individual’s evaluation of the strengths and weaknesses of the community
with which he identifies with other communities. The core of social
identity theory is the individual’s identification with the group. It believes
that people strive to pursue or maintain a positive social identity and
enhance their self-esteem through favorable comparison between groups.
Tafel defines social identity as individuals’ commitment to a social group
because of what they perceive to have significant affection and value
belongs to that group(Pantaleoni, 2015).

b) Social exchange theory

Social exchange theory was founded by George Homans(1958) and later
modified and developed in many ways by Blau(1964). Social exchange
theory studies the phenomenon of exchange in human relations. Social
exchange theory originates from social psychology. It studies the basic
psychological process of social exchange and its relationship with
exchange behavior. This theory analyzes rewards and costs in social
interaction and believes that people tend to seek benefits and avoid
disadvantages in interaction or tend to increase satisfaction and reduce
dissatisfaction. The basic idea of social exchange theory is that (part of)
human behavior is a kind of exchange, in which people interact with
others in order to obtain some kind of reward.

¢) Theory of planned behavior

The theory of planned behavior was proposed by Icek Ajzen(1991).
Planned behavior theory can help us understand how people change their
behavior patterns. The theory holds that belief determines people’s
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behavior patterns by influencing individual behavior attitudes, subjective
norms, and behavior control cognition. It pointed out that individual’s
actions are the result of deliberate planning.

d) Research hypothesis

The influence of corporate values on organizational citizenship
Behavior

As an antecedent variable of organizational citizenship behavior, corporate
values have a direct impact on OCB. If employees identify with the values
of an enterprise, their attitudes and behaviors will be consistent with the
connotation of corporate values, and they will conduct behaviors beneficial
to the organization. The values of the organization in which employees
work have a significant impact on OCB (Podsakoff). Lilly found that the
difference between leaders would affect the OCB of employees to
different degrees. Moorman and Blakey also found that corporate values
significantly influence employees’ OCB. Therefore, this paper makes
assumptions:

H1: Corporate values have a positive impact on organizational citizenship
behavior.

Hla: Economy-practical has a positive impact on individual-oriented
organizational citizenship behavior.

Hlb: Morality-ethics has a positive impact on individual-oriented
organizational citizenship behavior.

Hlc: Emotion-development positively affects individual-oriented
organizational citizenship behavior.

Hld: Economy-practical positively affects organization-oriented
organizational citizenship behavior.

Hle:  Morality-ethics  positively  affects  organization-oriented
organizational citizenship behavior.

HI1f: Emotion-development positively affects organization-oriented
organizational citizenship behavior.
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The influence of corporate values on organizational identity

In the literature research on antecedent variables of organizational identity,
corporate values, as a variable at the organizational level, have a
significant impact on organizational identity. Corporate values that match
individual values can promote the identification of individual with the
organization(Bergami and Bagozzi, 2000). Mael and Ashforth confirmed
that the competitive environment within an organization is negatively
correlated with organizational identity, and the higher the team culture is,
the higher the employee’s organizational identity is. Companies with
similar values are more attractive to employees, and employees are more
likely to feel a sense of belonging and responsibility to the values they
identify with. Therefore, this paper makes assumptions:

H2: Corporate values have a positive impact on organizational identity.
H2a: Economy-practical positively affects organizational identity.
H2b: Morality-ethics positively affects organizational identity.

H2c: Emotion-development positively affects organizational identity.

The influence of organizational identity on organizational citizenship
behavior

As an outcome variable of organizational identity, organizational
citizenship behavior is significantly influenced by organizational identity.
If employees have a sense of identity, belonging and responsibility for an
organization, they will care about the development of the organization and
stand on the side conducive to the development of the organization. When
an employee establishes a psychological contract with an organization, the
employee will link their own development with that of the organization.
When employees change their identity from an individual to an
organization person, they will unconsciously build a good relationship,
help colleagues, protect the resources of the company, and care about the
reputation and development of the company. Therefore, this paper makes
assumptions:

H3: Organizational identity has a positive impact on organizational
citizenship behavior.

H3a: Organizational identity positively affects individual-oriented
organizational citizenship behavior.
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H3b: Organizational identity positively affects organizational-oriented
organizational citizenship behavior.

The mediating role of organizational identity

Based on the literature analysis, corporate values are the antecedent
variable affecting organizational identity, and organizational citizenship
behavior is the outcome variable affected by organizational identity. If
there is a high degree of consistency between individual values and
corporate values, individuals will identify with the organization and then
reflect in their behaviors. According to the above research, corporate
values have a significant positive effect on organizational identity, and
organizational identity has a significant positive effect on organizational
citizenship behavior. Therefore, this paper makes assumptions:

H4: Organizational identity plays a mediating role in the impact of
corporate values on organizational citizenship behavior.

H4a: Organizational identity plays a mediating role in the influence of
economy-practical on OCB-I.

H4b: Organizational identity plays a mediating role in the influence of
morality-ethics on OCB-I.

H4c: Organizational identity plays a mediating role in the influence of
emotion-development on OCB-I.

H4d: Organizational identity plays a mediating role in the influence of
economy-practical on OCB-O.

H4e: Organizational identity plays a mediating role in the influence of
morality-ethics on OCB-O.

H4f: Organizational identity plays a mediating role in the influence of
emotion-development on OCB-O.

e) Theoretical model construction

According to the above analysis, it can be found that corporate values and
organizational identity have a significant impact on organizational
citizenship behavior, among which organizational identity plays a
mediating role. This paper proposes the following theoretical model:
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Figure 3-1. Initial theoretical model of corporate values, organizational identity,
and organizational citizenship behavior

3. Questionnaire Design and Survey
a) Corporate value scale

The scale of corporate values is based on the three-dimensional framework
proposed by Doron, integrating, and adopting the items in the scale of
Doron, Schein and Li Xiaodong. There are altogether 14 items in three
dimensions, including 5 items in the economy-practical dimension, 5 items
in the moral-cthical dimension and 4 items in the emotion-development
dimension.
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Table 4-1 Corporate Values Scale

Dimension Item Content

Most of the people in the company are
committed to their work.

A company’s decision is usually made after
it has enough information.

Our customers directly influence our

VEI1

VE2

Economy- VE3 .

Practi decisions.
ractical .
(VE) The company responds well to changes in

VE4  competitors and the external operating
environment.
The company’s information sharing channel
VE5 enables everyone to get the information they
need.
Company leaders and management act on
their advice.
The company has a code of conduct that tells
us what’s right and what’s wrong.
Working with people from other parts of the
VM3 company feels like working with people

VM1
VM2

Morality - Ethics

(VM) from other companies.
VM4 The company actively encourages
cooperation between different departments.
VM5 Teams are the most important form of our
business.
Companies regard employee competence as
VDI an important source of competitive
advantage.
Emotion- VD2 The company encourages employees to
Development innovate.
X VDX VD3 The company has long-term goals and
missions.
VD4 We share a common vision for the future of

our company.

b) Organizational identity scale

The organizational identity scale of this study adopts the scale designed by
Asheforth and Mael, including six items in total.
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Table 4-2 Organizational Identity Scale

Dimension Item Content
When people blame my company, I want to
Ol1
blame myself.
OI2 I care about what others say about my company.
I often describe my company as “we” rather than
L o .
Organizational them.
Identity (OI) OI4 I see the success of the company as my own success.
oI5 When someone compliments my company, I want
to compliment myself.
ol6 I would feel embarrassed if my company was

criticized in the press for something.

¢) Organizational citizenship behavior scale

The design of the scale of organizational citizenship behavior refers to the
scale model of Scholars such as Organ, Podsakoff, Farh and Willian.
Through integration, similar items are merged, and redundant items are
deleted. The scale includes 5 items of the individual-oriented dimension
and 5 items of the organization-oriented dimension.

Table 4-3 Organizational Citizenship Behavior Scale

Dimension Item Content
BIl  I’m willing to help my absent colleague.
I am willing to help my colleagues who are in
BI2 . . .
.. difficulty in their work.
Individual- . .
) BI3  Ilike to help new employees settle in.
oriented OCB . .
I like to show genuine concern and courtesy to
(BI) Bl4
my colleagues.
BI5 I am willing to pass on work information to my
colleagues.
BO1 Even if no one sees me, I follow the rules.
BO2 Idon’t mind new or challenging jobs.
Organizational- BO3 In order to improve the efficiency and quality of
orientated OCB work, I keep studying.
(BO) I often offer constructive suggestions for
BO4 . )
improving the department.
BOS I will care about the development of the

company and make suggestions.
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4. Questionnaire design

This questionnaire consists of four parts. The first part is the basic
information survey, including the subjects’ gender, age, marital status,
education level, years of work and position rank. The second part is the
corporate values measurement scale, which measures three dimensions of
economy-practical, moral-ethical and emotion-development, with a total
of 14 items. The third part is the organizational identity scale, a single
dimension, a total of six items. The fourth part is the organizational
citizenship behavior scale, which measures two dimensions of individual-
oriented organizational citizenship behavior and organization-oriented
organizational citizenship behavior, with a total of 10 items. The three
variables of corporate values, organizational identity and organizational
citizenship behavior were all measured using 7-level Likert scale.

5. Data Analysis and Hypothesis Testing
a) Data collection

The research object is the new generation of employees of the enterprise.
As the backbone of the enterprise, they shoulder the task of inheriting the
enterprise, leading the enterprise to continue to develop and achieve the
ultimate goal. Therefore, it is very important to study the relationship
between corporate values, organizational identity and organizational
citizenship behavior based on the new generation of employees for the
future development of enterprises.

This questionnaire was distributed through the network to collect
information from the target group of the new generation of employees,
mainly by sending it to colleagues, friends, and relatives, and then they
sent it to their colleagues, friends, and relatives. A total of 217 questionnaires
were collected.

b) Descriptive statistical analysis

The descriptive statistics of demographic variables at the individual level
of the sample are shown in Table 5-1. In terms of gender, the proportion of
males is 82.95% and that of females is 17.05%. It can be seen that the
male sample is much higher than the female sample, and the total sample
is not very balanced. In terms of age, 64.52% of the subjects were 25-29
years old, and 11.52% were 30-34 years old. It can be seen that about 75%
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of the total samples are from 25 to 34 years old. This age group is just in
the prime of their working life, which is the age class of the new
generation of employees. The sample distribution of age meets the
requirements of this paper based on the survey of the new generation of
employees. In terms of marriage, 81.11% of the subjects were unmarried.
In terms of educational background, 58.53% of the subjects have a
bachelor’s degree, and 9.68% have a master’s degree. It can be seen that
about 70% of the subjects are at an excellent educational level. In terms of
rank, 71.43% of the subjects are at the rank of ordinary employees, and
more than 20% of the subjects are at the management level. It can be seen
that the overall rank of the new generation of employees is relatively low,
but they have a certain potential for development and promotion. In terms
of working experience, about 70% of the interviewees have less than 10
years of working experience. In general, the samples are in line with the
characteristics of the new generation of employees, with a balanced
distribution and good representation.

Table 5-1 Descriptive statistics of demographic variables at the
individual level

\D/z;ril;)bglzap hic Category Code Frequency (E’/:)r centage
Male 1 180 82.95%
Gender Female 2 37 17.05%
20-24 1 33 15.21%
Age 25-29 2 140 64.52%
30-34 3 25 11.52%
35 and above 4 19 8.76%
Marriage Unmarried 1 176 81.11%
Status Married 2 41 18.89%
High
School/Technical 1 3 1.38%
Secondary
. School
Educational =y 000 2 66 30.41%
Background Undergraduate
3 127 58.53%
Curse
Master’s Degree 4 21 9.68%
Dr. 5 0 0%
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Intern 1 11 5.07%
Ordinary 2 155 71.43%
Employees
Position Management at
Rank the Grass-roots 3 42 19.35%
Level
Senior o
Management 4 ? 4.15%
5 Years or Less 1 125 57.6%
Work 6-10 Years 2 18 16.59%
Experience 11 to 15Years 3 36 8.29%
More Than 15 4 38 17.51%

Years

¢) Statistical analysis methods
1. Reliability analysis

Reliability is a measure of the consistency of a measuring tool. The index
with good reliability can be measured repeatedly on the same object under
the same method or similar conditions, and the results obtained also have a
high consistency. In empirical studies, the internal consistency coefficient
(Cronbach a) is generally used to measure data reliability. In addition,
Corrected Item-total Correlation (CITC) is adopted in this paper to delete
garbage items, so as to obtain more accurate reliability results.

2. Validity analysis

Validity refers to the validity and accuracy of the scale, which is used to
measure whether the item design is reasonable. Validity can be divided
into content validity, structure validity and criterion validity. Validity
analysis methods include item analysis, independent criterion measure
validity analysis and factor analysis. The scale design in this paper refers
to the mature scale developed by scholars and has high scale validity and
structure validity. In addition, confirmatory factor analysis will be used to
measure the structural validity of the scale on corporate values,
organizational identity, and organizational citizenship behavior.
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3. Difference analysis

The difference analysis is used to compare whether the difference between
two or more samples is significant, mainly to analyze whether the
demographic variables are different in each dimension of the scale. In
order to exclude the influence of random errors in the experimental
process, it is necessary to determine whether the differences between
samples are mainly caused by random errors or by essential differences. In
this paper, independent sample T test was used to analyze the differences
of personality, marriage and organizational identity, and organizational
citizenship behavior. One-way anOVA was used to analyze the differences
of age, educational background, rank, working years, organizational
identity, and organizational citizenship behavior.

4. Correlation analysis

Correlation analysis is a statistical analysis method to study the correlation
between two or more random variables in the same status. Correlation
analysis describes the closeness of the relationship between objective
things and expresses it with appropriate statistical indicators. In this paper,
bivariate correlation analysis method will be adopted to test the
relationship between two variables and multiple variables, and Pearson
correlation coefficient will be used to analyze.

5. Regression analysis

Regression analysis refers to a statistical analysis method to determine the
interdependent quantitative relationship between two or more variables.
On the basis of correlation analysis, this paper will further explore the
causal relationship between variables and establish and test the regression
model through regression analysis.

d) Reliability and validity analysis
1. Reliability analysis - Reliability analysis of corporate values scale

In this paper, CITC value and o coefficient were used to analyze the
reliability of the scale to answer the reliability of the data.

Table 5-2 shows the reliability results of the corporate values scale. All the
o coefficients of economic-practical scale, moral-ethical scale and
emotion-development scale were greater than 0.8, indicating the high
reliability of the data. For all the “a coefficients of item deleted” in the
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three subscales, the reliability coefficient does not increase significantly
after any item is deleted, so it indicates that item should not be deleted. For
the CITC values of the three subscales, all CITC values were higher than
0.6, indicating that there was a good correlation between the analysis items
and a good reliability level. In conclusion, the reliability coefficient values
of the three subscales of economy-practical, moral-ethical and emotion-
development are higher than 0.8, indicating that the data reliability is of
high quality and can be used for further analysis.

Table 5-2 Reliability analysis of corporate values scale

The o
. CITC Cocfficient Cronbach
Variable Scale Item after .
Value . o Coefficient
Deleting
the Item

VEI 0.805 0812
Economy- VE2  0.667 0.845
Practical VE3 065  0.85 0.868
(VE) VE4 0614 086
VE5 0731  0.83

VM1 0.757  0.877
Corporate

Value Morality - VM2 0.714  0.888
(V) Ethics VM3  0.789  0.87 0.9
(VM) VM4  0.809 0.866

VM5 0.701  0.889
VD1  0.642  0.904

Emotion-
Development VD2 0.863  0.828 0.892
X VDK VD3  0.851 0.828

VD4  0.725  0.88

2. Reliability analysis of organizational identity scale

Table 5-3 shows the reliability results of organizational identity. The o
coefficient of the organizational identity scale was 0.924, greater than 0.9,
indicating high reliability of the data. For all the “a coefficient of item
deleted” in the scale, the reliability coefficient does not increase
significantly after any item is deleted, so it indicates that item should not
be deleted. For CITC values of the scale, all CITC values were higher than
0.7, indicating that there was a good correlation between the analysis items
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and a good reliability level. In summary, the reliability coefficient value of
the study data is higher than 0.9, which indicates that the data reliability is
of high quality and can be used for further analysis.

Table 5-3 Reliability analysis of organizational identity scale

The o
Coefficient Cronbach
Variable Item CITC Value after onbach o
. Coefficient
Deleting the
Item
Ol1 0.794 0.938
OI2 0.817 0.905
Organizational 0OI3 0.795 0.909 0.924
Identity ol4 0.848 0.901 '
(0D
oI5 0.868 0.898
Ol6 0.805 0.907

3. Reliability analysis of OCB scale

Table 5-4 shows the reliability results of OCB. All a coefficients of
individual-oriented OCB and organization-oriented OCB subscales were
greater than 0.9, indicating high reliability quality of research data. For all
the “deleted a coefficients” of the two subscales, the reliability coefficients
do not increase significantly after any item is deleted, so it indicates that
item should not be deleted. For the CITC values of the two subscales, all
CITC values were higher than 0.7, indicating that there was a good
correlation between the analysis items and a good reliability level. The
data reliability coefficient values of the individual-oriented OCB and
organization-oriented OCB subscales are higher than 0.9, indicating that
the data reliability quality is high and can be used for further analysis.
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Table 5-4 Reliability analysis of OCB scale

The o
. CITC Coefficient Cronbach a
Variable Scale Item after .
Value . Coefficient
Deleting
the Item
BI1 0.824 0972
Individual- BI2 0.95 0.95
oriented OCB BI3 0.932 0953 0.966
Organizational ~ (BI) BI4 0919 0.956
Citizenship BI5 0905 0.958
Behavior Oreanizational- BO1 0.843 00915
(OCB) oriintated OCB BO2 0.711 0.938
(BO) BO3 0.854 0912 0.933
BO4 0.846 0913
BO5 0.874 0.907
4. Validity analysis

Confirmatory factor analysis (CFA) can be used to study convergent
validity, discriminant validity, and common method bias (CMV). As can
be seen from Table 5-5, the absolute values of standardized load systems
are all greater than 0.6 and present significant significance, indicating a
good measurement relationship. AVE (mean variance extraction) and CR
(combined reliability) were used for aggregation validity (convergence
validity) analysis. Confirmatory factor analysis (CFA) was performed for a
total of 6 factors and 30 analysis items. As can be seen from Table 5-6,
AVE values corresponding to a total of 6 factors are all greater than 0.5,
and CR values are all higher than 0.7, indicating that the analyzed data has
good convergence (convergence) validity.
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Table 5-5
Nonstandard g4 (R Std.
Scale Item Factor p .

. Error  Value) Estimate
Loading

VE1l  1.000 - - - 0.857
VE2 1.094 0.058 18915 0.000 0.919
VE VE3 0.748 0.060 12.431 0.000 0.717
VE4  0.997 0.068 14.652 0.000 0.797
VE5 1.041 0.071 14.575 0.000 0.795
VM1 1.000 - - - 0.781
cv VM2 0.897 0.059 15.101 0.000 0.864
VM VM3  1.041 0.058 18.033 0.000 0.978
VM4 0.764 0.072 10.653 0.000 0.655
VMS  0.716 0.064 11.133 0.000 0.680
VD1 1.000 - - - 0.746
VD VD2 1.182 0.076  15.539 0.000 0.967
VD3 1.139 0.074 15374 0.000 0.958
VD4 1.216 0.083 14.571 0.000 0.916
OI1 1.000 - - - 0.683
o2 1.617 0.133 12.152 0.000 0.894
o1 OI3  1.551 0.127 12.223 0.000 0.900
Ol4  1.755 0.154 11.394 0.000 0.832
OI5 1.624 0.135 12.000 0.000 0.881
Ol6  1.543 0.136  11.355 0.000 0.829
BI1 1.000 - - - 0.844
BI2  1.023 0.045 22.600 0.000 0.991
?CB_ BI3  0.999 0.048 20.691 0.000 0.953
BI4  0.925 0.047 19.741 0.000 0.933
OCB BIS  0.885 0.053 16.779 0.000 0.857
BO1 1.000 - - - 0.925
BO2 0.979 0.055 17.919 0.000 0.823
8CB_ BO3  0.968 0.042 23.255 0.000 0.909
BO4 1.055 0.051 20.701 0.000 0.873
BO5 1.069 0.046 23.262 0.000 0.909
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Table 5-6 AVE and CR index results of the model

é:reizlg:e Combined
Factor Extraction AVE reliability CR
value
Value
VE 0.676 0911
(A VM 0.631 0.893
VD 0.800 0.941
(0)1 0.717 0.937
OCB-I 0.834 0.961
OCB OCB-0O 0.785 0.948

4.Difference analysis of demographic variables

Differences of gender and marital status in organizational identity and
organizational citizenship behavior

In this paper, gender was divided into male and female groups, and marital
status was divided into unmarried and married groups. Independent sample
T test was used to analyze the differences between gender and marital
status in organizational identity and organizational citizenship behavior.
As shown in Table 5-7, samples of different genders show no significant
difference in organizational identity and organizational -citizenship
behavior (p>0.05), which means that samples of different genders show
consistency in organizational identity and organizational citizenship
behavior without significant difference. As for marital status, it can be
seen from Table 5-7 that marital status has significant effects on
organizational identity and organizational citizenship behavior (p<0.05),
which means that different samples of marital status have different effects
on organizational identity and organizational citizenship behavior.

Table 5-7 T-test of independent samples divided by gender and
marriage

. Gender T-test Marriage T-test
Variable
T P t p
Ol -0.167 0.868 -2.626 0.012*
OCB-I -0.630 0.532 -2.782 0.008**
0OCB-O -0.159 0.875 -3.034 0.004**

* 5<0.05 ** p<0.01
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Differences of age and educational background in organizational
identity and organizational citizenship behavior

This paper uses one-way anOVA to examine the differences between age
and educational background in organizational identity and organizational
citizenship behavior. In terms of age, it can be seen from Table 5-8 that all
samples of different ages have significant effects on organizational
identity and organizational citizenship behavior (p<0.05), which means
that samples of different ages have different effects on organizational
identity and organizational citizenship behavior. Similarly, it can be seen
from Table 5-8 that all samples with different educational backgrounds
have significant effects on organizational identity and organizational
citizenship behavior (p<0.05), which means that samples with different
educational backgrounds have different effects on organizational identity
and organizational citizenship behavior.

Table 5-8 One-way anOVA by age and educational background

. Age Educational Background
Variable F Value P F Value p
Ol 4.617 0.004** 4.776 0.003%*x*
OCB-1 4.588 0.004** 4.139 0.007**
OCB-O 6.563 0.000%** 4.986 0.002%**

* p<0.05 ** p<0.01

Differences of working years and ranks in organizational identity and
organizational citizenship behavior

This paper uses one-way anOVA to test the differences of working years
and rank in organizational identity and organizational citizenship behavior.
At the level of working years, it can be seen from Table 5-9 that the new
generation of employees with different working years have significant
effects on organizational identity and organizational citizenship behavior
(p<0.05), which means that the working years of the new generation of
employees will have an impact on organizational identity and organizational
citizenship behavior. In terms of rank, all samples of different rank have
significant influence on organizational identity and organizational citizenship
behavior (p<0.05), indicating that rank also has significant influence on
organizational identity and organizational citizenship behavior.
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Table 5-9 One-way anOVA by working experience and position rank

. Working Experience Position rank
Variable F Value P F Value p
Ol 5.517 0.001** 7.323 0.000%**
OCB-I 4.351 0.005%* 8.531 0.000%**
OCB-O 5.589 0.001** 9.677 0.000%**

* p<0.05 ** p<0.01

e) Correlation analysis

This paper uses SPSS software and Pearson correlation coefficient to
conduct bilateral significance test on the correlation among corporate
values, organizational identity, and organizational citizenship behavior.
According to the above analysis results, age, gender, marriage, educational
background, rank, and work experience were taken as control variables to
eliminate the influence of these variables on correlation analysis to avoid
errors. Table 5-10 lists the related analysis results.
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1. Three-dimension correlation analysis of corporate values

As can be seen from Table 5-10, the three dimensions of corporate values,
economy-practical, moral-ethical and emotion-development, are all
significantly correlated in pairs at the level of 0.01, and their correlation
coefficients are all above 0.8, reaching a high degree of correlation,
indicating that the division of the three dimensions of corporate values is
acceptable without collinearity or mutual substitution.

2. Analysis of corporate values and organizational -citizenship
behavior

As can be seen from Table 5-10, the three dimensions of corporate values,
economy-practical, moral-ethical and emotion-development, are significantly
correlated with OCB at the level of 0.01. The correlation coefficients
between the three dimensions and OCB-I were 0.760, 0.905 and 0.817
respectively, which were all greater than 0.7, belonging to high correlation.
The correlation coefficients between the three dimensions and OCB-O are
0.713, 0.869 and 0.803, respectively, which are also greater than 0.7,
belonging to high correlation. Therefore, the three dimensions of corporate
values, economy-practical, moral-cthical and emotion-development, and the
two dimensions of organizational citizenship behavior, OCB-I and OCB-
O, are highly correlated, and there is no collinearity problem.

3. Correlation analysis of corporate values and organizational identity

The three dimensions of corporate values, economy-practical, moral-ethical
and emotion-development, are significantly correlated with organizational
identity at the level of 0.01. The correlation coefficients of the three
dimensions with organizational identity are 0.855, 0.858 and 0.823
respectively, all greater than 0.8, indicating that the three dimensions of
corporate values are highly correlated with organizational identity. They
don’t substitute for each other.

4. Correlation analysis of organizational identity and organizational
citizenship behavior

Table 5-10 shows that organizational identity is significantly correlated
with OCB-I and OCB-O at the level of 0.01. The correlation coefficient
between organizational identity and OCB-I was 0.706, greater than 0.7,
which was highly correlated without collinear problems. The correlation
coefficient between organizational identity and OCB-O was 0.697, close
to 0.7, indicating that the two were moderately correlated and acceptable.
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In general, there is a significant correlation between organizational identity
and organizational citizenship behavior, and there is no mutual substitution.

f) Regression analysis and hypothesis testing

SPSS software is used in this paper to conduct hierarchical regression
analysis on each dimension of corporate values, organizational identity,
and organizational citizenship behavior. On the basis of correlation
analysis, each demographic variable is controlled to verify the relationship
between each dimension, so as to test whether the theoretical model
proposed in this paper is feasible and whether the hypothesis is valid.

1. Regression analysis of corporate values and organizational
citizenship behavior

Table 5-11 shows the regression analysis of corporate values on
individual-oriented organizational citizenship behavior. After controlling
for demographic variables, economic-practical ($=0.701, p<0.001), moral-
ethical ($=0.254, p<0.01) and emotion-development (=0.072, p<0.001)
of corporate values had significant positive effects on individual-oriented
organizational citizenship behavior. The results of the regression analysis
prove that the hypothesis of Hla, H1b and Hlc in this paper is valid.

Table 5-12 shows the regression analysis of corporate values on
organization-oriented OCB. After controlling for demographic variables,
economic-practical ($=0.42, p <0.001), moral-ethical ($=0.465, p<0.001)
and emotion-development ($=0.089, p <0.05) of corporate values had
significant positive effects on organization-oriented OCB. The results of
the regression analysis prove that the hypothesis of Hld, Hle and H1f in
this paper is valid.
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2. Regression analysis of corporate values and organizational identity

Table 5-13 shows the regression analysis of corporate values on
organizational identity. After controlling for demographic variables,
economic-practical (f=0.553, p<0.001), moral-ethical (=0.242, p<0.001)
and emotion-development (B=0.155, p<0.05) of corporate values had
significant positive effects on organizational identity. The results of the
regression analysis prove that the assumptions of H2a, H2b and H2c¢ in
this paper are valid.

3. Regression analysis of organizational identity and organizational
citizenship behavior

The regression analysis of organizational identity on individual-oriented
organizational citizenship behavior is shown in Table 5-14. After controlling
for demographic variables, organizational identity (f=0.803, p<0.001) had a
significant positive effect on individual-oriented organizational citizenship
behavior. The results of the regression analysis prove that hypothesis H3a
in this paper is valid.

The regression analysis of organizational identity on organization-oriented
organizational citizenship behavior is shown in Table 5-15. After
controlling for demographic variables, organizational identity (B=0.772,
p<0.001) had a significant positive impact on organization-oriented OCB.
The results of the regression analysis prove that hypothesis H3b in this
paper is valid.
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4. Testing the mediating role of organizational identity

Hierarchical regression analysis was used to examine the mediating effect
of organizational identity. The mediating effect models can be divided into
three regression models. In the mediating effect research model, ¢
represents the regression coefficient of X to Y (when there is no mediating
variable M in the model), namely, the total effect. a represents the
regression coefficient of X to M, b represents the regression coefficient of
M to Y, and a*b is the product of a and b, namely the intermediate effect.
¢’ represents the regression coefficient of X to Y (when there is an
intermediate variable M in the model), namely, the direct effect. If a and b
are significant, and c’ is significant, and a*b is the same sign as ¢’, it is a
partial mediation.

5. The mediating role of organizational identity in corporate values
and organizational citizenship behavior

In Table 5-16, it can be seen that there is a significant positive relationship
between corporate values and organizational citizenship behavior, with
correlation coefficient B=0.835 (p<0.001). After adding the intermediate
variable organizational identity, the correlation coefficient between
corporate values and OCB decreased (B=0.467, p<0.001), indicating that
organizational identity plays a partial mediating role in the relationship
between corporate values and OCB. It can also be seen from Table 5-17
that a and b are significant, and ¢’ is significant, and a*b has the same
name as ¢’, again indicating the partial mediating effect of organizational
identity. Therefore, assume that H4 is supported.
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80 Chapter Three

6. The mediating role of organizational identity in economic-practical
and organizational citizenship behavior

It can be seen from Table 5-18 that there is a significant positive
relationship between economy-practical and individual-oriented OCB with
correlation coefficient B=0.760 (p<0.001). After the addition of the
intermediate variable organizational identity, the correlation coefficient
between economy-practice and OCB-I decreased (B=0.284, p<0.001),
indicating that organizational identity played a partial mediating role in
economy-utility and OCB-I. It can also be seen from Table 5-19 that a and
b are significant, and ¢’ is significant, and a*b has the same name as c’,
again indicating the partial mediating effect of organizational identity.
Therefore, H4a is assumed to be supported.
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Table 5-19 Summary of mediation tests 2

a*b
(95% )
C A b a*b BootCI  °©
)
VE—-OI-0C 0.760* 0.810* 0.587* 047 0331~ 0.284*
B-1 * * * 5 0.621 *
Conclusion partial mediation

* p<0.05 ** p<0.01

It can be seen from Table 5-20 that there is a significant positive
relationship between economy-practical and organization-oriented OCB,
with correlation coefficient B=0.713 (p<0.001). After adding the
intermediate variable organizational identity, the correlation coefficient
between economy-utility and OCB-O decreased (B=0.183, p<0.001),
indicating that organizational identity played a partial mediating role in
economy-utility and OCB-O. It can also be seen from Table 5-21 that a
and b are significant, and ¢’ is significant, and a*b has the same name as
¢’, again indicating the partial mediating effect of organizational identity.
Therefore, assume that H4b is supported.

Table 5-20 Analysis results of the mediating effect of OI on VE and
OCB-O

OCB-O Ol OCB-O
p p
BO td 0 BO td 0 BO td  pO
0.713  14.92 0.810 20.2 0.183  2.67 0.00
0.655  9.59
o)l o 5 0
R? 0.509 0.656 0.657
Adju
SR 2 0.507 0.654 0.653
FO F (1,215) =222.820, F (1,215) F (2,214) =204.636,
p=0.000 =409.661, p=0.000  p=0.000

* p<0.05 ** p<0.01
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Table 5-21 Summary of mediation tests 3

a*b
% (95% )
¢ A b a*b BootCI
)
VE—-OI-0C 0.713* 0.810*% 0.655* 0.53 0349~ 0.183*
B-O * * * 1 0.705 *
Conclusion partial mediation

* p<0.05 ** p<0.01

7. The mediating role of organizational identity in moral-ethics and
organizational citizenship behavior

It can be seen from Table 5-22 that there is a significant positive
relationship between moral-ethics and individual-oriented OCB, with
correlation coefficient B=0.730 (p<0.001). After the addition of the
intermediate variable organizational identity, the correlation coefficient
between moral-ethics and OCB-I decreased somewhat (B=0.351,
p<0.001), indicating that organizational identity played a partial mediating
role in the moral-ethics and OCB-I. It can also be seen from Table 5-23
that a and b are significant, and ¢’ is significant, and a*b has the same
name as c¢’, which again demonstrates the partial mediating effect of
organizational identity. Therefore, H4c is assumed to be supported.
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It can be seen from Table 5-24 that there is a significant positive
relationship between moral-ethics and organization-oriented OCB, with
correlation coefficient B=0.595 (p<0.001). After the addition of the
intermediate variable organizational identity, the correlation coefficient
between moral-ethics and OCB-O decreased (B=0.152, p<0.01), indicating
that organizational identity plays a partial mediating role in the moral-
ethics and OCB-O. It can also be seen from Table 5-25 that a and b are
significant, and ¢’ is significant, and a*b has the same name as ¢’, which
again demonstrates the partial mediating effect of organizational identity.
Therefore, it is assumed that H4d is supported.

Table 5-24 Analysis results of the mediating effect of OI on VM and
OCB-O

OCB-O [ OCB-O
P p
BO @ & BO @ 5 BO @ pO
0595 11.8 0.638 13.4 0.152 0.00
VMo R n 0 297 3
0.695 12.8
o1 o S0
R2 0397 0.456 0.659
3‘3“2 0.394 0.453 0.656
pg  F(215)=141326, F(1.215)=180.19%4, F (2,214) =206.955,
p=0.000 p=0.000 p=0.000

* p<0.05 ** p<0.01

Table 5-25 Summary of mediation tests 5

a*b
% (95% s
C A b a*b BootCl c
)
VM=0I=0C 5056 0638%  0.695* 044 0274 150
B-O % % % 3 ~ %
0.679
Conclusion partial mediation

* p<0.05 ** p<0.01
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8. The mediating role of organizational identity in emotion-
development and organizational citizenship behavior

It can be seen from Table 5-26 that there is a significant positive
relationship between emotion-development and individual-oriented OCB,
with correlation coefficient B=0.635 (p<0.001). After the addition of the
intermediate variable organizational identity, the correlation coefficient
between emotion-development and OCB-I decreased somewhat (B=0.177,
p<0.05), indicating that organizational identity plays a partial mediating
role in the relationship between emotion-development and OCB-I. It can
also be seen from Table 5-27 that a and b are significant, and ¢’ is
significant, and a*b has the same name as c¢’, which again demonstrates
the partial mediating effect of organizational identity. Therefore, assume
that H4e is supported.

It can be seen from Table 5-28 that there is a significant positive
relationship between emotion-development and organization-oriented OCB,
with correlation coefficient B=0.565 (p<0.001). After the addition of the
intermediate variable organizational identity, the correlation coefficient
between emotion-development and OCB-O decreased (B=0.168, p<0.05),
indicating that organizational identity plays a partial mediating role in the
relationship between emotion-development and OCB-O. It can also be
seen from Table 5-29 that a and b are significant, and ¢’ is significant, and
a*b has the same name as c’, again indicating the partial mediating effect
of organizational identity. Therefore, it is assumed that H4f is supported.
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9. Final research model

On the basis of existing studies, the final theoretical model of corporate
values, organizational identity and organizational citizenship behavior is
constructed through hypothesis testing and initial model verification, as
shown in Figure 5-1.

Corporate Values

Individual-
Oriented OCB

Economy-
Practical

Organizational
Citizenship Behavior

Organizational

Morality-Ethics Identity

Organizational-
Oriented OCB

Emotion-
Development

e ———— e

Figure 5-1 Final theoretical model of corporate values, organizational identity, and
organizational citizenship behavior

6. Research Results and Prospects

Based on the above theoretical analysis and empirical test results, this
section will summarize the research conclusions and put forward
constructive suggestions on the basis of the conclusions. Finally, it will
summarize the shortcomings of this study and put forward future research
prospects.

1. Research conclusions

Demographic differences in organizational identity and organizational
citizenship behavior

This paper studies the differences of demographic variables in organizational
identity and organizational citizenship behavior, and finds that marital
status, age, educational background, rank and working years have significant
differences in organizational identity and organizational citizenship
behavior, while gender has no significant impact on organizational identity
and organizational citizenship behavior.
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Gender and marital status

The independent sample T test for both gender and marital status shows
that gender has no significant influence on organizational identity and
organizational citizenship behavior, but marital status does. This
conclusion is partially different from the research results of some scholars.
The difference is that many scholars’ research results believe that gender
shows differences in OI and OCB. Specifically, female employees are
more likely to perform OCB-I, while male employees are more likely to
perform OCB-O. They also believe that married employees are more
likely to perform OCB-O because of their preference for stability and a
stronger sense of belonging. However, some scholars believe that gender
and marriage show no difference in OCB, because the new generation of
employees are more independent, and the biased treatment of gender and
marriage status in organizations is gradually disappearing, and more
organizations are treating each other equally.

Different age, educational background, rank, and work experience

In this study, through one-way anOVA, it can be seen that age, rank and
work experience have significant effects on organizational identity and
organizational citizenship behavior. The conclusion shows that the older
the employee, the higher rank the employee and the more experienced the
employee are more likely to have the sense of identity and belonging to
the organization. Younger employees and lower-ranking employees
showed weaker OI. The explanation for this conclusion can be that young
employees, generally in a state of low rank, are in a state of passive
acceptance of corporate values. They have less work experience and a less
comprehensive understanding of corporate values. Low pay and benefits,
low decision-making power, and frequent ordering are associated with low
job satisfaction, low OI, and low OCB. The results show that educational
background also has significant influence on OI and OCB. Highly
educated employees are engaged in more complex and flexible work,
while less educated employees are engaged in repetitive and boring work.
In contrast, highly educated employees are more likely to be satisfied with
their jobs and have higher OI.

Corporate values have a significant positive impact on organizational
citizenship behavior

In the research on the impact of corporate values on organizational
citizenship behavior, hypothesis H1, Hla, H1b, Hlc, Hld, Hle and H1f
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are all supported. That is, economy-practice, moral-ethics and emotion-
development all have a significant positive impact on the individual-
oriented and organization-oriented OCB. This study excluded demographic
effects and had a small margin of error. This conclusion is consistent with
the previous research results of scholars. In the regression equation of
corporate values and OCB, the correlation coefficient between VE and
VM is much higher than VD, indicating that VD and VE have a more
significant positive impact on OCB. The new generation of employees pay
more attention to the ethics and morality in the organization, tend to the
organizational atmosphere with high teamwork, and prefer the decision-
making process with high participation. At the same time, the new
generation of employees embody high achievement orientation and self-
value realization orientation and are willing to make progress together
with the organization. In a good organizational atmosphere, they are
willing to help colleagues and protect enterprise resources.

Corporate values have a significant positive impact on organizational
identity

The regression equation results of corporate values and organizational
identity show that hypothesis H2, H2a, H2b and H2c are supported. That
is, economy-practice, moral-ethics and emotion-development all have a
significant positive impact on organizational identity. This conclusion is
consistent with previous studies. VE, VM and VM all have moderate
influence on OI. The new generation of employees’ identification with the
organization is based on the matching of personal values and corporate
values. The organization’s moral standards and code of conduct will affect
the new generation of employees’ identification with the organization.
Organizational atmosphere, leadership style and team culture will affect
employees’ sense of belonging. Employees feel a sense of responsibility to
the organization when they perceive a strong alignment between corporate
and individual attitudes toward competition and pursuit of achievement.

Organizational identity has a significant positive impact on
organizational citizenship behavior

The results of regression equation of organizational identity for individual-
oriented and organization-oriented organizational citizenship behavior
confirm that hypothesis H3, H3a and H3b are valid. That is, OI has a
significant positive effect on OCB-I and OCB-O. This conclusion is
consistent with the research results of scholars. The regression equation
shows that organizational identity is highly influenced by OCB-I and
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OCB-O coefficients. The stronger the psychological contract between the
employee and the organization, the more spontaneous OCB the employee
will exhibit. Based on the sense of identity and belonging, employees are
willing to establish friendly relations with others in the organization and
willing to help colleagues who are in trouble at work. If the mission and
vision of the organization are matched with the personal goals of the
employees, the employees are more willing to do things that improve the
performance of the organization and promote the development of the
organization. Employees regard the reputation of the organization as their
own, so they will unconsciously maintain organizational resources and
protect the image of the organization.

Organizational identity plays a mediating role in the impact of
corporate values on organizational citizenship behavior

The mediating role of organizational identity is based on social identity
theory and social exchange theory. According to the hierarchical regression
analysis, we can see that after organization agreed to join the regression
equation, the enterprise values three dimensions economy-practice, moral-
ethics, emotion-development of individual-oriented and organization-
oriented OCB of regression coefficients are reduced, that organizational
identification plays a part in corporate values influence on organizational
citizenship intermediary role. That is, corporate values can directly affect
OCB, and can also affect OI first, and then affect OCB. Assume that H4,
H4a, H4b, H4c, H4d, H4e, H4f are supported. This conclusion indicates
that to improve organizational citizenship behavior, corporate values can
be developed, or organizational identity can be enhanced.

2. Suggestions
Establish good corporate values

In short, corporate values are the choices made by decision makers on the
nature, objectives, and operation mode of the enterprise, and are common
concepts accepted by employees. Corporate values are the main values
shared by all employees and dominate the spirit of employees.

Corporate values are the product of long-term accumulation, not sudden
production, nor spontaneous generation. Enterprises need to cultivate
values consciously. Only when employees agree with corporate values can
they form a common pursuit and vision with the enterprise.
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Economy-practical

In order to establish good values, enterprises should pay attention to the
key driving factors of values at the economy-practical level. Establish
correct goal-oriented, performance appraisal system, reward and punishment
mechanism and promotion channel, guide and motivate employees to
achieve high performance through correct methods and show rational
thinking in the fierce competition environment. Let employees and the
enterprise become a community of interests, improve work efficiency,
constantly enhance the market resilience, form a good atmosphere of
focusing on the development of the cause from top to bottom, contribute to
the development of the company’s talent and energy. A positive, energetic,
and efficient organization can make employees feel hopeful and
psychologically safer. The new generation of employees have a high
tendency of self-achievement, and they are willing to work together with
the company on a level playing field. The values of the enterprise should
inspire people, so as to gain recognition from more employees.

Morality-ethics

Corporate values are unique cultural elements that cannot be traded or
imitated. Moral- ethics refers to the criteria for judging what is good or
bad, or moral responsibility, and refers to how to choose what values and
action provisions. Ethical values in enterprises influence decision-making
styles. In an organization, employees’ ethical values are influenced by
organizational culture and other people’s behaviors. Informal moral-
ethical values are what companies advocate, what they favor, what they
oppose, and what they criticize. The new generation of employees like
teamwork, decision-making style with high participation, harmonious
interpersonal relationship, and office atmosphere. They don’t like internal
strife and autocratic power.

Companies need to identify and articulate the behaviors and practices that
lead to a shift in corporate values toward the desired direction. Make sure
to use simple and easy to understand language, clearly explain the
enterprise’s sole criteria for judging right and wrong and form a long-term
value system with distinct judgment characteristics. Corporate values must
follow the general moral standards of the society, and effectively deal with
a series of important relationships with human society and individual
values.
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Emotion-development

Human needs are hierarchical, including not only basic needs such as
physiology and safety, but also high-level spiritual needs such as emotion,
self-esteem, and self-realization. High spiritual needs are generally
expressed through values. When the individual values are consistent with
the enterprise values, employees will regard working for the enterprise as
fighting for their own ideals. If the economic and practical aspects are the
low-level needs, then the emotional development is to reflect the high
level of spiritual needs. After getting material satisfaction, employees will
think about spiritual fit. Therefore, the premise of establishing good
emotion-development is to establish economic-practical and moral-ethical
values. Employees and enterprises have the same mission and vision, to
work together.

Corporate culture building

To build and develop the mission, vision, core values and business
philosophy of the company. Provide common goals and direction to
employees. And guide and restrain employee behavior, in order to form
enterprise cohesion. In addition, the goal system of the enterprise should
be established, and short-term, medium-term and long-term plans should
be set according to the mission and vision of the enterprise. Divide the
target tasks step by step and assign them to employees. At the same time,
pay attention to the communication with employees, so that employees can
understand the close relationship between their work and enterprise goals
and enhance their sense of responsibility. It enables employees and
enterprises to form a community of interests. When employees’ sense of
responsibility is enhanced, it means that they identify more with the
enterprise.

Improve employees’ sense of gain

The sense of acquisition is a sense of echo, the rationalization of enterprise
employees can quickly get feedback and solution. The sense of gain is also
a sense of benefit, that is, employees can share the fruits of the
development of the enterprise, and their income and welfare continue to
improve with the development of the enterprise. The sense of acquisition
is also a sense of participation and dignity. Enterprise employees can
participate in the operation and management activities of the enterprise,
and also participate in part of the decision-making process.

printed on 2/9/2023 4:25 AMvia . All use subject to https://ww.ebsco.conl terms-of-use



EBSCOhost -

Research on the Relationship between Corporate Value, Organizational 95
Identity and Organizational Citizenship Behavior

Managerial support and role clarity

Employees’ impressions of a company usually come from their immediate
superiors, so it is very important to form an excellent and cohesive team as
well as a proper leadership style and management philosophy. Employees
who are supported by their leaders are more motivated. At the same time,
leaders can stimulate employees’ motivation and vitality by empowering
them to a certain extent, such as the ability to push things to be
accomplished and mobilize resources, reduce employees’ negative emotions
caused by being dominated and increase their self-efficacy. In addition,
managers should clarify employees’ roles and tasks, avoid issuing
repetitive, vague, uninformed and contradictory orders, and reduce role
pressure. These methods can make employees happier at work and thus
feel a stronger sense of belonging to the organization.

Build incentives and promotion mechanisms

Fair, reasonable, and competitive salary incentive system and promotion
channels can improve employees’ satisfaction and recognition of the
enterprise. It is very important to ensure that employees enjoy their work
and get a sense of security from the organization. Only when they are
satisfied with their work and have a sense of hope for the future,
employees will identify with the organization more and reduce their
leaving tendency.
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EXPLORING THE STATUS AND IMPROVEMENT
MEASURES OF EMPLOYEES’ TRAINING
AND DEVELOPMENT IN CHINA’S SMES

MINGFENG ZHU

1. Background

According to Shin et al. (2017), the global recession, Brexit and other
factors have made the market environment full of uncertainties and more
complex. In this context, it is not enough to rely solely on the leverage of
material and financial resources to maintain the existing market advantage,
enterprises should also have flexibility, innovation, novel interpretation of
market dynamics and timely grasp of business opportunities.

In this complex and changeable economic environment, more and more
business managers are realising the important role that the LTD function
plays in the practices related to human resources. This is in line with Noe
and Kodwani (2018) who argued that LTD, as an integral part of HRM, is
one of the important functions in HRM practice. Similarly, Dixit and
Sinha (2020) also stated that LTD is used as one of the strategic tools for
developing valuable human resources in the HRD field. In order to gain
sustainable competitive advantage, Bai et al. (2017) and Senge (2014) both
believed that an organisation needs to have a stronger learning ability than
its competitors, and training is seen as a central part of the process in
achieving this development goal. This means that for an organisation to
enhance its competitiveness and accomplish its corporate goals, it needs to
continuously learn and update their existing knowledge. In an enterprise,
people are the only resource that possesses a wide range of knowledge,
therefore, if the enterprise wants to create new value in a dynamic market
environment, it needs to focus on the management and development of
human resources and provide access to T&D opportunities for their
employees (Voca & Havolli, 2019).
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Most academics and business practitioners believe that the development
and the strategic management of human resources have a significant
positive impact on an organisation’s position and competitiveness in the
business marketplace, but in practice, the academic and industry focus
only on multinational enterprises or large enterprises, neglecting the
category of enterprises that generate rapid economic growth in industrialised
countries — SMEs (Beaver & Hutchings, 2005).

In the view of Cardon and Valentin (2017), the presence of SMEs, both in
established and emerging economies, has brought a large number of jobs
to the labour market and has been a key driver to promote significant
economic growth. In the United States, for example, about 99.5% of
businesses are SMEs; also, since the late 1990s, about two-thirds of new
jobs in the US have been generated by SMEs (Brown, 2017). Similarly,
according to the latest data from the European Commission (2019) before
Brexit, it can be found that SMEs account for over 99% of all businesses
in the EU member states. In terms of employment opportunities, SMEs
contribute more than 66% on average to the EU countries, with the lowest
contribution being made by the UK at 47% and the highest by Malta with
85% of SME employment (EC, 2019). In addition, 56% of the EU’s
revenue is generated by SMEs (EC, 2019). As can be seen from this, the
actual proportion of SMEs in the global commercial market is as high as
99% and not only that, but their presence also provides over 50% of the
employment market (Short & Gray, 2018).

Although the importance of SMEs is increasingly recognized as a source
of dynamism to economies everywhere, the area of employee training and
development in SMEs often does not receive the attention it deserves
(Cardon & Valentin, 2017). Short and Gray (2018) made the same finding
when reviewing the literature on HRD in SMEs. They noted that the vast
amount of extant literature and resources on HRD does focus on employees’
LTD in the workplace. For instance, the Human Resource Development
Quarterly and its website demonstrate a high level of interest and focus on
topics related to HRD, with keywords mostly related to “workplace
learning”, “organisational learning”, “organisational performance”,
“workplace issues”, etc. (Short & Gray, 2018). However, it is worth noting
that while the HRDQ and its website publish a large number of articles on
employees’ learning in a variety of workplaces, one area that is often
overlooked is that relating to employees” LTD in SMEs.

According to Susomrith and Coetzer (2015), different scholars stated from
different perspectives that the lack of T&D activities in SMEs is
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detrimental to business development. For example, Kotey and Folker
(2007) pointed out that SMEs cannot gain a strong competitive advantage
if organisations do not implement HR practices or development activities
that are aligned with their development goals. Some scholars also believed
that the lack of T&D for SMEs will lead to lower organizational
commitment and job satisfaction of employees, making SMEs more
difficult to manage proximal human resources (Pajo et al., 2010). In
addition, according to Devins and Gold (2002), in the documents issued by
the government, more and more policies point out that learning and
knowledge play a pivotal role in economic games. Despite numerous
policies emphasising the importance of learning, the T&D of employees in
SMEs has encountered various obstacles in its practical application,
resulting in its implementation not being as effective as expected or simply
ineffective (Dixit & Sinha, 2020). Devins and Gold (2002) found that the
introduction of new knowledge into SMEs by external agencies is often
seen as unnecessary by SMEs’ managers or administrators, even if the
learning or training activities are funded by the government.

At the beginning of the 2Ist century, Beaver (2002) suggested that
although thousands of SMEs were born every year, only a very few of
them could survive in the fierce market competition and operate successfully
for more than a decade. Beaver and Hutchings (2005) believed that this is
because most SMEs lacked clear and firm development goals and plans,
and they also lacked awareness of the management and cultivation of their
own personnel. However, the management and development of employees
also plays an important role in SMEs. In other words, if SMEs implement
T&D programmes that are applicable to their strategic development, it can
help them not only to take a competitive position in the market, but also to
adapt to the complex and changeable business environment and to make
changes when necessary (Beaver & Hutchings, 2005).

2. Research Design

After reviewing the literature related to the topic, this part mainly
introduces the methodology of this study. This paper adopts qualitative
research method, collects original data through interviews, and
comprehensively analyses secondary data and primary data through
combing literature. According to Collis and Hussey (2013), the collection
of qualitative data in interpretivist research broadly involves the following
processes: firstly, the identification of samples or cases; secondly,
selecting the method of data collection; thirdly, determining what data are
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needed and designing the corresponding research questions; then,
conducting a pilot study if necessary, and the research methods used can
be modified in time; finally, completing the objective of collecting
qualitative data. Based on this, this section gives a detailed description in
three aspects, namely research questions, research aim and objectives,
research method, data collection and analysis and trustworthiness and
ethics, respectively.

Bai et al. (2017) pointed out that since the end of the 20th century, China
has continuously carried out economic reform, and through the efforts of
the recent decades or so, the industrial output value has achieved rapid
growth, and gradually realized the transition to a stable economic
development. During this phase of rapid economic development, the
problem of the lack of skilled employees in SMEs has gradually come to
light (Bai et al., 2017; Ng & Siu, 2004). Based on the overall research
background mentioned above, I hope that this study will allow me to put
forward some suggestions for improving the T&D programmes for the
employees in China SMEs from the perspective of employees. In order to
achieve this ultimate aim, the specific research objectives of this topic
relate to the following three aspects:

e firstly, to investigate common patterns of learning and training as
they apply to SMEs; and

e secondly, to identify the factors that influence the LTD of SMEs’
employees, especially in Chinese SMEs; and

e thirdly, to explore employees’ perceptions of existing T&D and
their real needs in Chinese SMEs.

In response to the above research aim and objectives, the research
questions in the study encompass the following three main ones:

1. What are the common patterns or characteristics of LTD in SMEs?

2. What are the factors that influence employees’ LTD in SMEs in
China?

3. What are the learning and training needs of SMEs’ employees in
China?

Based on the above content, on the one hand, I will conduct a preliminary
analysis of the current situation and factors influencing employees’ LTD
in SMEs by critically reviewing the relevant literature (secondary data). At
the same time, I will also collect first-hand data through interviews to
verify and refine the influencing factors mentioned above, summarise the
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problems of employees’ T&D in Chinese SMEs, and further analyse these
data from the employees’ perspective to understand their learning
experience and training needs, so as to suggest improvements for
employees’ T&D programmes in China’s SMEs.

a) Research Questions, Aim and Objectives

The ultimate aim of this study is to put forward suggestions for improving
the T&D programmes for employees of Chinese SMEs from the
perspective of the employees. Therefore, the specific research objectives
of this project are as follows:

e the first one is to investigate the common learning and training
patterns applicable to SMEs and the current situation of T&D in
Chinese SMEs; and

e the second one is to identify the factors that affect the LTD of
employees in SMEs, especially in Chinese SMEs; and

e the third one is to explore employees’ views on current T&D and
their real learning needs in Chinese SMEs.

In order to fulfil the above research aim and objectives, the research
questions in this research comprise three main ones.

a) What are the common patterns or characteristics of LTD in SMEs?

b) What are the factors that influence LTD of employees in SMEs?

c) What is the evaluation of existing training activities by employees
of Chinese SMEs? What are their learning needs and expectations
of T&D?

b) Research Method

O’Gorman and MaclIntosh (2014) argued that there is no single paradigm
of research methods for various studies, but each research has a certain
choice of research methods, and researchers should choose a research
method that fits with the needs of their own research. Due to the wide
range of subject areas involved in business and management, compared
with purely conceptual research, most scholars or researchers will choose
qualitative or quantitative research, both of which focus on using empirical
data collected from real-life situations, namely empirical research (Myers,
2019). Collis and Hussey (2013) pointed out that it is necessary for
undergraduate and postgraduate students studying business to understand
what “qualitative research” and “quantitative research” really mean at the
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stage of collecting and analysing data, rather than simply and vaguely
define their research methods as “qualitative” or “quantitative”. Therefore,
I will explain the reasons for choosing qualitative research.

In modern society, people are more inclined to believe that science is
absolutely reliable than other factors, and to dismiss the possibilities
presented by other factors as fantasy, and thus excluded from the scope of
research (O’Gorman & Macintosh, 2014). Particularly in the field of
business and management, O’Gorman and Maclntosh (2014) noted that
more and more researchers are focusing on the results brought about by
statistical analysis of quantitative data, without considering the interpretation
results of qualitative analysis of data. Bennis and O ‘Toole (2005) believed
that for business students, an over-reliance on quantitative analysis of data
is not effective in helping students to face the business problems in the real
world. This is because in practical business environment, decision makers
are often in an environment of limited and chaotic information, where they
are faced with complex and unquantifiable problems. Quantitative research
and statistical analysis can lead researchers to rely too much on and trust
the results reflected in numbers, while ignoring other factors that cannot be
quantified. In contrast to quantitative research methods, the focus of
qualitative research is not to accurately quantify the collected data, but
rather on the interpretation and generalisation of the data in a particular
context (Collis & Hussey, 2013). The qualitative study of data can help us
to identify factors that cannot be quantified and to understand the reasons
behind complex phenomena.

At the same time, it is worth noting that in the field of business and
management, the research of any nature needs to take into account both
“Rigour” and “Relevance” (Myers, 2019). The research materials of the
former are mostly from peer academic evaluations and academic journals,
and so forth. It ensures the rigour of the research by meeting scientific
research models and standards and focuses more on the academic nature of
the research and its theoretical contribution to the relevant field, however,
lacks application in practical work. The latter, on the other hand, is more
concerned with the practical nature of the research, is often closely related
to business practitioners. The research materials and data are mostly
derived from real cases, and the research findings are timely. However,
due to the lack of contributions to theory, their research conclusions are
often not attained due attention in the academic circle. According to Myers
(2019), the importance of qualitative research is that it does actually
enhance relevance and brings together the academic and the practical, thus
balancing rigour and relevance well, and further helping researchers and
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business practitioners to solve complex problems that exist in real business
that are not easily quantifiable.

¢) Data Collection and Analysis

According to Collis and Hussey (2013), whether data is available in any
kind of research has a crucial influence on whether researchers can
achieve successful findings. Walliman (2010) stated that research methods
refer to a range of tools and techniques used in research, and that for
different types of research, researchers need to select different tools and
techniques to accomplish high quality data collection and analysis in order
to achieve the ultimate research objectives. Therefore, after determining
the research method suitable for this study, appropriate data collection
techniques should be further determined (Royer & Zarlowski, 2001).

Yin (2009) pointed out that case study provides a broad framework for
researchers to conduct in-depth explorations in real life and to describe
and explain the phenomena discovered. In order to do a good job in case-
based qualitative study, researchers need to delve into real life rather than
artificially extrapolated results (Myers, 2019). This means that, on the one
hand, researchers need to understand the organisational context of the
research and the complexity of the research environment, which can help
us to understand the complex and unquantifiable issues that exist; and
secondly, researchers should also actively interact with the participants in
the organisation of the research to understand their real thoughts and
feelings. In addition, Collis and Hussey (2013) suggested that the
collection of qualitative data should be combined with the use of
interpretivist methodology. This is because qualitative data is time-
sensitive, that is, researchers need to complete data collection, analysis and
interpretation based on a certain context, in order to ensure that the
findings of the study could reflect the phenomena present in the study as
accurately as possible.

Based on the needs of the research topic, I decided to use interviews to
collect primary data. Arksey and Knight (1999) stated that interview, as a
method of data collection within the interpretivist paradigm, aims to help
researchers to explore the ideas, opinions, attitudes, feelings, behaviors,
and other aspects of respondents by asking them questions, and to find the
commonalities and differences. Collis and Hussey (2013) also held the
same view. They argued that interviewing is about asking questions,
supplemented by verbal or visual prompts where necessary, to push the
respondent to answer questions around a theme or main line of the
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interview guide, helping the researcher to gain insight into what the
respondent is doing, thinking, or feeling. Interviews can generally be
divided into structured, unstructured, and semi-structured interview
(Robson, 2011). Compared with unstructured interview and structured
interview, semi-structured interview not only has a flexible questioning
component, but also is set some questions that may be involved in advance
(Collis & Hussey, 2013). Therefore, this type of interview can not only
help researchers guide interviewees to answer the topic according to the
questions prepared in advance,

Therefore, this type of interview not only helps the researcher to guide the
interviewees’ responses around the topic based on questions prepared in
advance, but also allows for flexibility in the order and content of the
questions based on the participants’ responses, thus allowing for better
data mining for in-depth research.

Based on this, this interview set up two types of questions around the pre-
prepared interview guidelines - closed-ended questions and open-ended
questions (Collis & Hussey, 2013). The former requires respondents to
answer questions quickly by answering “yes”, “no” or by selecting a given
option, for example, “What is your education?” or “Have you attended any
training?” and so on. Its advantage is that it can enable researchers to
collect short answers quickly, saving the time of interview, whereas the
disadvantage is that it does not allow for an in-depth understanding of the

questions.

On the other hand, the latter may involve questions, such as “Would you
like to participate in the training of the organization? And Why?”, “What
are the factors that influence your participation in training?” and so on.
This means that the interviewees need to give longer and more detailed
answers. Although the latter takes longer to complete, it gives the
interviewees enough time to think and give feedback, which is conducive
to the collection of more detailed and sufficient information.

Secondly, there are a variety of interview methods such as face-to-face
interview, telephone interview, and online interview. Collis and Hussey
(2013) pointed out that each method has its own advantages and
disadvantages, and as researchers we need to consider factors such as the
cost of data collection, the size of the sample, and the current environment
in which we are working and other factors. Considering our identities as
student researchers and the impact of COVID-19, I decided to use one-to-
one online interviews for this research and invited 15 participants from
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Enterprises P, including ordinary staff as well as managers at all levels.
Each interview was controlled to 30-45 minutes. Although online
interviews may result in the researcher not being able to observe subtle
changes in participants’ actions or expressions, it is not only cost-effective
compared with traditional face-to-face and telephone interviews, but it
could also create a safer and more reassuring interview environment for
respondents at a time when people are still struggling to overcome the
impact of the epidemic.

There are also different methods of data analysis for different data sources.
In general, research data consists of both secondary data and primary data:
the former is generally derived from existing documents, reports, articles,
images, etc.; while the latter, in the case of qualitative data studies, is
generally derived from video or audio recordings such as interviews,
fieldwork, and so forth (Collis & Hussey, 2013). This study contains both
a review and analysis of secondary data, such as the literature review in
the previous section and the literature support used in the data analysis in
the following part, and the compilation and analysis of primary data
collected through interviews.

Payne and Payne (2004) provided a more detailed definition of the use of
documentation. Documentary methods, they argued, generally refer to
limitations of physical sources used to investigate, classify, interpret, and
identify existing ones, including personal, private, and public documents.
In contrast to research in the sciences (like physics and chemistry), most
social research aims to record and analyse how participants think and act
in response to problems, and documents play a role as a vehicle for
recording people’s views, understandings, feelings, and attitudes in this
process (Payne & Payne, 2004). In addition to sorting out and analysing
the transcripts of the interviewees’ material, [ also used Google Scholar,
the university’s online library and other databases to search for keywords
related to my topic. By reviewing and sorting out relevant literature, |
formed the theoretical framework of the research , which could also
provide some basis and support for the analysis in the latter part.

d) Trustworthiness

Collis and Hussey (2013) pointed out that as qualitative data collection
and analysis needs to be contextualised, the researcher needs to be clear
about the context of the study, which may involve a variety of factors,
such as time, place, participants, or political, economic, social aspects.
Clarifying this information can enhance the credibility of the study. Also,
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considering that qualitative research mainly relies on large length of
narrative analysis of data, giving a clear account of the background
information of participants or the organisation with the protection of their
privacy and their consent, helps the researcher to effectively elaborate and
analyse the collected qualitative data in detail in both the Findings and
Discussion sections (Korstjens & Moser, 2018). Furthermore, Myers
(2019) noted that the collection of primary data also provides the
supplement of new evidence for secondary data, adding credibility to the
overall qualitative data analysis.

e) Ethics

Nowadays, researchers are increasingly concerned with protecting the
ethics of participants in the process of human-related research. Many
scholars have identified the “Golden Rule” as the most basic and
important rule of ethics to be considered when conducting research.
Maylor et al. (2016) provided their definition of the “Golden Rule” in
business and management research. As researchers, they argued, we
should treat participants in the way we want others to treat ourselves.
Myers (2019) held the same view. He emphasised the importance of the
Golden Rule once again and stated that researchers should think from the
participants’ perspective throughout the process of investigation and
research. Therefore, although the application process may take some time,
it is a prerequisite for all researchers to submit a research-related ethics
application form and obtain permission from their institution prior to
conducting research (Myers, 2019). The principle of voluntariness will be
adhered to throughout the process of data collection. Before the interview,
I will communicate with the interviewees via email, WeChat or other
channels. After obtaining their consent, I will send the electronic consent
to them for signature confirmation. During the interview, I will also
respect the willing of the interviewees and sort out the written materials as
soon as possible according to their narration.

f) Summary

To sum up, according to the research questions and research aim and
objectives of the study, I decide to utilise the qualitative research approach
and collect data through online semi-structured interviews. At the same
time, in addition to analysing the original data, I will further use the
existing literature to deepen my understanding of the findings obtained
from the primary data. As qualitative research is mostly an iterative
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process of information (Petty et al., 2012), it may make the whole study
more difficult. Furthermore, in the process of collecting primary data, I
will abide by the requirements in the ethics application and put the willing
and feelings of interviewees first. The outline of the interview questions
used in this research will also be presented in the appendix.

3. Findings, Analysis and Implications

When soliciting companies willing to be interviewed via email and
WeChat, I received a response from Enterprise P, a SME related to the
wholesale of medical supplies, whose main business is to provide
consultancy services to pharmaceutical companies and establish contact
with terminal customers (such as clinics and health centers) for
pharmaceutical company. Despite having been established for only about
five years, Enterprise P is concerned with the area of staff T&D. The
sample company has a workforce of around 50 employees and its
departments are mainly divided into Administration Department, Finance
Department, and Business Department. The research of this topic not only
needs to identify the problems and influencing factors of employee T&D
in Chinese SMEs, but also needs to explore appropriate measures to solve
the problems. Based on this, this interview will not only interview
managers at all levels of the organisation, but also interview ordinary
employees. This section collates and analyses the primary data collected
through interviews, and then compares and comprehensively analyses the
influencing factors drawn from them with those mentioned in the previous
literature review. I also attempt to understand and explain their feelings
about participating in employees’ T&D and explore their learning needs
from the perspective of employees to further find effective improvement
measures.

a) Research Findings

Taking Enterprise P as a case study, 15 respondents were invited to this
interview, including the CEO, two middle managers, one teacher from an
external training institution and 11 ordinary employees. As the Sales
Department is the core department of Enterprise P, it also has the largest
number of employees, accounting for about two-thirds of the total number
of employees in the company. Therefore, out of the eleven ordinary
employees interviewed, ten are from the Sales Department and one is from
the Finance Department. The demographic data on the interviewees is
shown in Table 1.
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Table 1. Demographic Information of 15 Respondents from Enterprise
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b) Findings of Interviews

Firstly, by asking questions related to learning and training activities, it is
possible to get a basic and clear understanding of employees’ T&D in
Enterprise P. Currently, Enterprise P adopts formal and informal learning
methods and is dominated by informal learning and training activities.
There are two main types of training offered by the sample company — one
is pre-job training and the other is training within the organization. The
former, also known as vocational training, is provided by product
companies, professional institutions, or the organisation itself, whose
purpose is to help employees understand product knowledge and work
skills; the latter is organised and arranged by the company and individual
departments themselves according to their needs and is designed to enable
new employees to understand the general rules and regulations of the
company and to learn some work experience.

However, an interesting phenomenon is that after interviewing 11 ordinary
employees, I found that formal training activities provided by the
organisation seem to exist only in the core department of the enterprise -
Sales Department. As the Sales Department is the core part, its job is to
find potential markets and sell products to customers. Therefore, the
department will provide staff with product knowledge, marketing skills
and other aspects of training. In general, product knowledge presentations
provided by the pharmaceutical company and professional skills training
activities provided by the enterprise are mandatory; additional training
activities provided by training institutions are mostly voluntary. Both
online and offline training activities are provided by the core department
and all departmental staff are required to participate in each meeting. The
online training sessions, which start at 20.30 every evening, are designed
to summarise the work of the day and share experiences. The offline
training is usually a formal learning event. For example, there is a 3-4
hour-length training session every Saturday, which focuses on weekly
work summaries, product knowledge reviews, professional skills, and
other contents. In addition, there is an additional training event provided
by an external training provider once a quarter, which may cover
communication skills, people management and so on. For instance,
Participant 14 from the Sales Department mentioned:

“Due to the demands of the job, our company usually holds formal
training related to product knowledge and sales skills once a month, which
is required for all members of the department. At the same time, I will
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attend external training events related to vocational skills approximately
once every six months, depending on my interests and what I need.”

On the other hand, Participant 05 from the Finance Department said:

“So far, I have not participated in any other training activities organised
by our enterprise, except the pre-job training provided by the department
when I just joined the company, which is to understand the rules and
regulations of the enterprise and the department, as well as my own job
content and responsibilities. In terms of work skills, I mainly rely on the
experience and guidance of my predecessors in the department. In order to
keep up with the development of our company, I use my spare time to learn
and consolidate my knowledge in finance and accounting through online

»

courses.

As the interviews progressed, I learned about the attitudes that the
interviewees placed on the T&D of employees. All interviewees gave
positive responses, whether from managers or ordinary staff.

The CEO of Enterprise P said:

“As the chairman of the company, I believe that staff’s T&D is important
for the development of SMEs. Therefore, we have been emphasising the
strengthening of staff training and the construction of a learning culture
within the organisation. ... The government also has some policies to
encourage SMEs to undertake staff training. ... In addition, although we
prefer to hire employees with relevant work experience, we are willing to
provide training activities for both new employees and experienced
employees, which is a very necessary link.”

The Department Manager stated:

“I have been in the sales field for over 20 years. At one time I worked for
another SME. At that time, the company was in its infancy. Making the
company profitable was the unifying and only goal, and no one was
concerned with the T&D of staff. As the business grew and the workload
gradually increased, we started to recruit more staff to share the huge
workload. However, the lack of a systematic training process made it
difficult for new staff to settle into their positions quickly, resulting in
reduced work efficiency. Given my previous work experience, I realise the
importance and necessity of staff T&D.”

Ordinary employees have also expressed that they are willing to participate
in staff training activities organised by the company. For example,

Participant 06 said:
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“I am always willing to participate in training events organised by the
company. Whether it is familiar knowledge or unknown areas, I am willing
to learn.”

Participant 07 also expressed:

“Our company organises some training events on a regular basis.
Although these internal training activities are mandatory, from the bottom
of my heart, training events for employees are necessary. The activities
allow me to constantly enrich myself and I am therefore very willing to
participate in.”

Participant 10 stated:

“I think our company attaches great importance to staff training in Sales
Departments, and 1 am willing to participate in it. When [ was just
transferred from finance to sales, I couldn’t accept the online experience
sharing meetings every night and the offline sessions in the company on
weekends. However, as the business developed, I found that I still had a lot
to learn about sales. Therefore, in addition to participating in training
activities, I also choose to consult seniors or colleagues, which can solve
my problems more quickly and directly. However, I do not participate in

additional training activities because I want to spend more time with my
children.”

When asked about the role that managers play in the process of
employees’ T&D, it can be found that the CEO and the department line
manager dominate the decision-making power. The CEO showes that his
role amounts to that of a guide in staff’s T&D, building and providing a
platform for employees’ T&D. The overall organisational structure and
staff’s working methods are established and guided by the CEO. The
department line manager regards herself as a designer in the T&D of the
staff. She designs the training programme by assessing the work of the
salesmen and decides on the content of the training activities and guides
the staff to participate in and complete the training activities offered within
the organisation.

Another mid-level manager, Participant 03 mentioned:

“Although I am also a manager, I am generally only responsible for the
transmission of rules and regulations, as well as observing and
understanding the working status of employees. ... An interesting
phenomenon is that the department manager would ask employees for their
learning needs and situation regularly, but no employee has ever given
feedback to their department line manager that the training activities did
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not meet their expectations, which may be due to the consideration of the
leaders’ face and the relationship with leaders.”

The views and comments given by the employees on the existing training
activities are not very consistent. Some employees said that the current
training content provided by the company can meet their learning needs
and is in line with their career development goals. However, some
employees said that the training activities can only meet part of their
learning needs, or that the time and content of the training is not exactly
what they expect. For instance, Participant 09 pointed out:

“At present, our company provides us with a lot of training activities, both

for formal and informal learning, which is a good point. However, the
training content is now repetitive. ... I feel that managers only seem to care
about the ultimate performance targets and do not care about our work
status or learning outcomes. We can rarely get encouragement and
recognition from our leaders, whether at work or in training. I think
members in our department are not very motivated to participate in
training activities and most of us present a very tired state, and the
learning atmosphere in the organisation is not very good.”

Participant 10 said:

“I don’t think the frequency and timing of training is quite reasonable. As
we have to participate in the experience sharing meetings every night and
go to the company for training activities on Saturdays, the amount of
personal time I can spend with my family (especially my children) is very
limited.”

Participant 11 stated similarly:

“Compared to the SMEs I worked for before, the company now provides a
lot of training activities, which I think is a good phenomenon. However,
the training conferences such as daily experience sharing sessions and
weekly summing-up meetings are scheduled too frequently, resulting in the
content of each meeting being more or less the same. This also has an
impact on my work and life.”

The statement of Participant 12 is as follows:
“Our current training activities are based on group training involving all
employees in our department. The company often organises training

events, but most of them focus on the experience sharing of internal
employees, and there are not many systematic courses for training.”
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In addition, as the more senior employees, Participant 06 and 15 indicated
that they have accumulated many years of experience in the marketing
field, have a stable career development and have no long-term plans or
related learning needs for the time being. They are more interested in
learning about unfamiliar areas than professional knowledge.

When asked about the factors or obstacles affecting employees’ participation
in T&D, it can be found that managers and ordinary employees answer this
question from different levels and angles. From a manager’s perspective, the
CEO pointed out:

“Firstly, size is a huge influencing factor. Since we are an SME, it is
difficult for us to develop a quite systematic and standardised training
system that looks like that of a large corporation. Secondly, there is a limit
to the cost we can invest and the internal and external resources we can
access. As an SME, our cognition of the teaching resources and teaching
capabilities of external training providers is limited. At the same time,
there is a lack of people within the organisation who can be professionally
responsible for employees’ training, which in turn affects the content and
training methods we provide to our staff. Thirdly, the perception of the
business owner is important. If the owner does not take the T&D of his or
her employees seriously, the possibility of employees receiving training
activities provided by the organization is very low.”

The other two managers expressed similar views. The department line
manager said:

“One of the things that we struggle with the most is the inability to balance
work and training for our employees. The Sales Department is the core
department of the enterprise, and the nature of its work requires employees
to go deep into the market, communicate with customers and understand
their needs. So, they rarely work in the company, which leads to the
frequent absence of employees from the company’s internal training
activities in order to promote more orders.”

What’s more, Participant 04 stated:

“According to my 20-year work experience in the business, I think the
perception and attitude of SMEs’ owners is important to the T&D of their
employees. Those SMEs that place emphasis on staff training tend to run
more successful businesses and survive longer. Not only that, but the cost
is also a factor that SMEs’ owners have to consider. The high cost of
training makes them think carefully about the need to hire a professional
trainer.”
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From the perspective of the ordinary employees, in interviews with 10
employees in the Sales Department, most of them indicated that there were
no obvious barriers to accessing training activities. However, some of the
interviewees had the following statements.

Participant 07 said:

“Generally speaking, I will attend training activities on time unless I have
urgent work to deal with.”

Participant 08 stated:

“For me, one of the main factors that affect my participation in training
activities is the time schedule. On the one hand, the nature of our work
requires us to be deep in the market rather than in the office, so work is my
first choice once the time for training clashes with work. Also, as my child
has just been born this year, I need to spend more time on my family.”

When asked whether the enterprise’s rules and regulations contain explicit
content related to employees’ T&D, it can be observed that employees’
responses would be ambiguous or, as the question went further,
respondents was not able to answer accurately. Taking the Q&A between
Participant 15 and me as an example, the details are as follows.

- “Do you have the impression that the company or departmental rules
and regulations contain clear references to staff T&D?”

- “The company has clear rules about this.” (Affirmative tone)

- “Could you please recall and describe some of the relevant
information?”

- 0K ... (thinking, silence) ...... Sorry, I can’t remember the specifics,
just the impression that there are regulations in place.” (Hesitant tone)

4. Research Analysis and Implications

a) Analysis of Employees’ T&D Status in China SMEs

When studying the T&D in SMEs, we should not only think from the
perspective of managers or entreprencurs, but also understand their T&D
situation and learning needs from the perspective of employees (Cardon &
Valentin, 2017). Interviews with the management of Enterprise P as well
as with ordinary employees from different departments allowed us to
identify and summarise the current situation and problems of employee
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T&D in Chinese SMEs. According to the feedback of the employees, it
could be found that there is a gap between the current training activities
and the actual needs of employees.

First of all, there is a shortage and uneven distribution of training resources.
On the one hand, Enterprise P does not have a dedicated HRM department
in its organisational structure; at the same time, the number of professionals
and training institutions that owner can find to train employees is quite
limited. In this case, the interview evidence suggests that the sample
enterprise invest almost all the available training funds and resources in
the core department, which leads to an unequal distribution of training
resources in other departments and a lack of professionals. For example,
the departments of Enterprise P are mainly divided into administration,
finance, and sales. As the Sales Department is the core part and has the
largest number of employees, about three fifths of the total number of
employees, the company currently only provides formal training activities
related to the profession in this department, while employees in the finance
department and other departments receive little or no formal professional
training related to their positions.

Secondly, the training frequency and the time arrangement are unreasonable.
According to respondents’ feedback, informal training activities are
scheduled too frequently. Whether it is the daily work wrap-up meetings
starting at 8.30 pm or the Saturday wrap-up sessions, the purpose is to
provide timely feedback on work problems encountered during the day or
week, to share solutions and to learn from the experience. However, the
length of the meetings is not regulated, and the content of the meetings is
mostly repetitive. In the opinion of employees, participation in such
informal training meetings cannot allow them to get enough rest, thus
leading to the decline of their enthusiasm for learning and reducing their
motivation and autonomy of participating in training activities.

Thirdly, there is a lack of a knowledge management system. In terms of
the format of training activities, Enterprise P chooses to combine formal
learning with informal learning. Both managers and employees are aware
of the importance of formal training. However, in practice, the number of
formal training events is minimal and most of them are held only at the
beginning of an employee’s employment. Second, the training content is
monotonous and repetitive. Enterprise P provides formal training events
for all staff, and the content of which focuses on the company’s rules and
regulations, safety standards, organizational culture and other aspects,
which is necessary. As the core department, the training activities set up
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by the Sales Department, whether formal or informal, almost all focus on
product knowledge and marketing skills, which lack novel knowledge. In
addition, the professional knowledge and skills training provided by the
enterprise lacks guidance from professional teachers, there is no systematic
training content, and the knowledge is fragmented. As a result, although
employees expressed that they are willing to participate in training
activities, the lack of systematic knowledge management and the introduction
of new knowledge has led to a gradual decrease in employees’ satisfaction.

The fourth one is the choice of training methods. At present, the training
provided by Enterprise P includes both online and offline methods.
Feedback from respondents shows that most people prefer the offline
training method, whether at the management level or at the ordinary staff.
On the one hand, the current online training method does not require staff
to turn on the camera, so participants are often distracted during the
meetings; at the same time, the lack of recording of the meetings means
that participants may miss important information if they are distracted. In
addition, both online and offline training is currently based on a one-way
output of information, that is, the trainer speaks and the trainees listen.

Fifthly, there is a lack of a well-developed training system. On the one
hand, the training activities currently offered by Enterprise P, whether
formal, informal, online, or offline, require all the Sales Department
employees’ participance and there is no standard for screening those who
need to be trained, and therefore, the training activities are not targeted. In
addition, interview evidence suggests that there is a lack of the post-
training evaluation, and the learning satisfaction surveys in the sample
enterprise. This is not conducive to managers making timely adjustments
to training plans and strategies.

b) Influence Factors and Barriers to Employees’ LTD
in China SMEs

Based on the review of the influencing factors SMEs’ employee
engagement in T&D and the data obtained from the interviews, 1 will
further analyse and summarise the factors influencing employee engagement
in T&D programmes in Chinese SMEs. Compared with large enterprises,
the size of SMEs can indeed be an objective factor that affects the
development of a company. Therefore, the analysis of the influencing
factors of employees’ engagement in T&D should be based on the context
of the size of SMEs.
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Firstly, the costs and resources available for employee T&D are limited by
the size of the enterprise. This is in line with Cardon and Valentin (2017)
and Susomrith and Coetzer (2015). According to the interview evidence, it
can be found that SMEs often need to pay high fees for the training service
and the trainers hired from external professional organisations. As a result,
the managers of SMEs only occasionally provide additional professional
training courses for their employees when necessary. Not only that, but the
systems, structures and personnel allocation of SMEs are relatively
simpler than those of large enterprises. At the same time, in terms of
organisational structure, there is a lack of a dedicated HR department in
place. For those HR experts, with professional HRM ability, the target
companies of their employment are often not SMEs. Meanwhile, SMEs
are unable to offer such talents salaries that commensurate with their
abilities and expectations. As a result, SMEs lack professional and
strategic guidance when it comes to formal staff T&D. Taken together,
both the purchase of professional training services and the recruitment of
professional talents place significant financial pressure on SMEs.

Secondly, time is also an important factor in employees’ T&D in SMEs
(Kitching & Blackburn, 2002; Mitchell, 2007; Susomrith & Coetzer,
2015). For the sample enterprise, the Sales Unit is the core department,
and the nature of its work requires employees to dig into the market, find
potential customers and understand their needs. This means that
employees need to spend most of their working time outside the company,
rather than inside it. This creates a contradiction- employees need a lot of
time to facilitate orders and create benefits for the organisation, which is
what the company expects, therefore, employees have little time to
participate in training activities; on the other hand, the long-term lack of
training will make employees unable to update their knowledge and skills
in time, which is not only detrimental to the staff’s own development, but
also further affects the long-term development of the enterprise. In
addition, most of the existing literature emphasises the difficulty of
balancing time between work and training, with not much attention paid to
family factors. But for employees, time not only needs to be allocated to
work and training and they also have families to take care of. Therefore,
how to divide time reasonably among work, training and family is a key.

Thirdly, the perception and attitude of the enterprise owners and the
managers play a key role in the employees T&D in SME. Different from
the “ignorance” (Panagiotakopoulos, 2011), interviews with managers and
external training consultant reveals that, despite the lack of quantifiable
results of T&D programmes in terms of organisational performance, based
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on their own practical experience, an increasing number of SMEs’
managers in China are realising that - for new employees to quickly find a
sense of belonging in the organisation, it is necessary to introduce and
build the concept of employees’ T&D at the early stage of the company’s
establishment and to provide new employees with general knowledge-
related training activities to help them become familiar with their job
content and responsibilities as soon as possible, thus improving the overall
efficiency of the organisation. In addition, the willingness of employees to
participate in training activities is also affected by whether the employer
provides sufficient care and encouragement to employees. According to
the feedback from employees, managers lack support and encouragement
to employees, and still over-focuses on the performance, which has
gradually resulted in some employees’ enthusiasm for work and learning
declining.

Fourthly, the attitude and motivation of trainees are also important in
training activities. On the one hand, age and educational level affect the
trainees’ perception of learning. And whether the respondents have a clear
career plan or goal also has an impact on their motivation to learn. As can
be seen from the table of demographic information, most of the
interviewees have a junior college degree. The interviews reveals that
employees with a bachelor’s degree are more willing to seek additional
learning and training activities for self-development in the face of limited
opportunities and content of activities. Among ordinary employees with
junior college education or below, the experienced and older employees
indicate that their current employment status is stable, and there is no
long-term career planning for the time being and their need to learn
professional knowledge is no longer as strong; young people at the same
level of education, on the contrary, have clearer career plans for
themselves and are more eager to learn more new knowledge. It is worth
noting that this interview also reveals a lack of policies in the SME system
to support employees’ participation in training and career development
planning. This results in employees who lack a clear career plan working
only to meet current performance goals rather than for long-term
development, which in turn affects their initiative to participate in
employee T&D programmes.

Fifthly, it is worth noting that the Chinese cultural context is a factor that
cannot be overlooked. Unlike most studies on SMEs based on the
background of western countries, the context of the research is Chinese
SMEs. Therefore, national culture is a factor worth exploring. Compared
with western countries, Chinese traditional culture has a profound
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influence on the organizational culture and interpersonal relationship of
enterprises (Cunningham, 2010). In traditional Chinese culture, “guanxi”
and “face” have a deep-rooted effect on the formation of interpersonal
network, and further affect the practice of HRM in SMEs. The evidence of
the interviews reflects the fact that trainees often choose to hide their true
feelings when asked by their department line manager for suggestions on
how to improve the training activities, even if they feel that the training
arrangements do not meet their expectations or do not meet their learning
needs. This is to maintain the authority and “face” of leaders, and to
maintain harmonious interpersonal relations between the hierarchy.

¢) Improvement Measurements of Employees’ T&D in China
SMEs

In the context of the knowledge economy, individual-based T&D can help
organisations transform the competitive challenges they face into a
competitive advantage (Csillag et al., 2019). Therefore, based on the
analysis of the information obtained in this interview, this section attempts
to put forward improvement suggestions for the employee T&D in SMEs
from the perspective of employees.

To address the problem of resource shortages and uneven distribution,
firstly, SMEs’ managers should appropriately allocate some of the available
learning resources to neglected departments. In the case of Enterprise P,
for example, managers should allocate some of the resources to other
departments, which means additional formal training activities can be
volunteered not only by employees in the Sales Department, but also by
employees in the Finance and Administration Departments. Secondly,
SMEs can use the China Association of Small and Medium Enterprises
(CASME) as a platform to access relevant services, thus alleviating the
dilemma of small organisations, simple structures and lack of human
resource experts and professional trainers. This online platform provides
all the latest policies on SMEs, as well as the services related to HRM and
talent training. SMEs can use the platform to find local training bases and
centres, seek out suitable talent training and development programmes for
their organisations and encourage their employees to participate in formal
education and training activities.

Secondly, the planning process for training needs to be improved and
training time needs to be reasonably planned. According to the interviews,
employees need to balance the time allocation among work, family, and
training. Although experience-sharing training sessions do not take up
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work time, employees often need to complete such informal sessions at the
expense of their personal time (e.g., time with their families) as there are
no criteria for participation, no fixed length and unclear training content.
Therefore, firstly, for informal training activities, like experience-sharing
sessions, managers or trainers should adopt a clear criterion to screen those
who need to be trained before training. Secondly, designers of training
events should specify the length of each training session. This is to help
employees balance the needs of work and family, and to help them better
identify their learning needs and motivate them to learn (Noe et al., 2014).
Based on the feedback from employees, it is generally desirable to limit
the length of daily sessions to around 30 to 45 minutes. At the same time,
the trainer should formulate or provide clear training content that is
tailored to the knowledge deficit of the staff, and the explanation of
knowledge should be controlled within the specified meeting time. In
addition, in the process of making training plans, the training designer or
trainer should take into account Chinese unique culture of “guanxi” and
“face”, so the designer or trainer can use anonymous methods to collect
employees’ learning needs and the satisfaction surveys after attending the
training.

Thirdly, improve the knowledge management system and add new training
content. Formal learning is more concerned with the transfer of explicit
knowledge, that is, information that can be easily transmitted, recorded,
and accumulated between people, whereas tacit knowledge is more
common in informal learning as it usually involves knowledge based on
personal experiences that are difficult to be grasped and absorbed by
learners in a short period of time (Noe & Kodwani, 2018). The interviews
reveals that although Enterprise P has training courses or workshops, the
training content is based on experience sharing and does not have a
complete knowledge system. As a result, every training meeting is
problem-solving, that is, managers mostly share their experience in
solving problems with employees only after problems have arisen; rather
than combining existing experience with professional knowledge and work
skills to form the framework of a complete system of knowledge that can
be passed on to employees during their training activities in order to help
them prevent unexpected situations that they may encounter. SMEs should
therefore integrate their existing work experience into different modules
and set up scenario-based training to help employees better absorb and
understand the application of professional knowledge and work skills in
practice. In addition, according to the needs of employees, if time and
money allow, SMEs can also provide employees with training content that
is equally helpful to employee development in addition to professional
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knowledge, such as communication skills, interpersonal relationship
building, people management and so forth.

The fourth one is to improve training methods. SMEs can continue to
adopt the mode of combining offline and online training. On the one hand,
enterprises can consider improving the way they conduct offline training.
Traditional training methods often use the model of a trainer speaking and
trainees listening. Despite the face-to-face delivery format, it is difficult to
motivate learners. Therefore, the Scenistic Method (Lyons & Mattare,
2011) can be used to simulate real-life situations in offline training. In this
type of training, trainees are often divided into groups and compete against
each other through scenario setting, problem identification and scheme
formulation to achieve the training goals (Lyons & Mattare, 2011). The
scenario approach helps to enhance the interaction between the instructor
and the trainees and between the trainees during the offline training
process, stimulating their interest in learning, motivating them to think and
enhancing their competitiveness.

As far as online training is concerned, SMEs should make full use of
information communication technology. Xie et al. (2019) pointed out that
the use of social media can help improve the limited learning resources of
SMEs. In the era of knowledge economy, knowledge presents a state of
fragmentation. In this context, the advantages of knowledge sharing,
especially between clusters, are highlighted (Baskerville & Dulipovici,
2016). Different from the production and distribution of knowledge within
a cluster, knowledge sharing among clusters forms a knowledge network
that not only facilitates the transfer of knowledge capital between different
clusters, but also leads to the formation of learning capital between
clusters, thus helping to rapidly increase the skills and knowledge base of
each cluster. As experience is generated on the job and is tacit knowledge,
it takes time for trainees to learn and accumulate. Therefore, social media,
like WeChat, can be used to set up online learning groups, where
experienced managers or employees can share knowledge by uploading
learning materials and work experience to the learning groups to achieve
the goal of knowledge sharing. In addition, when having online
experience-sharing sessions, participants can be asked to turn their
cameras on to ensure that employees are focused. Alternatively, coaches
can record online training sessions and have employees review them when
necessary. It can be seen that making full use of online training can also
help reduce the waste of time cost.
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Fifthly, add policies on T&D to create a positive learning environment and
learning culture for employees. In the context of the knowledge economy,
more and more organisations are paying attention to the formation of their
internal culture, especially the knowledge culture. Knowledge culture
emphasises learning and creativity, which requires organisations to
provide an opportunity for employees to learn, digest and reflect on new
knowledge and apply what they have learned in the process of work
(Baskerville & Dulipovici, 2016). For employees, the role of managers is
not only to set development strategies and performance goals, but also to
proactively identify employees’ learning needs and link the two (Rodriguez
& Walters, 2017). So, as leaders and decision makers in the enterprises,
the owners can promote the addition of policies for employees at the
organisational and departmental levels regarding their participation in
T&D programmes. The relevant policies can give a clear guidance on
employees’ participation in formal learning activities related to their
profession and regulates the allocation of resources within the organisation
to meet employees’ learning needs (Susomrith & Coetzer, 2015). In
addition, influenced by Chinese culture, employees would usually voluntarily
choose to maintain leaders’ “face” and the “relationship” between superiors
and subordinates, thus maintaining the dominance of the manager in the
final decision. However, it is important to note that employees perceive
management’s encouragement and support as an important motivator for
their learning and personal development (Xie et al., 2019). To meet the
learning needs of employees, managers should create a positive learning
environment and provide appropriate training content to help employees
achieve self-development and further achieve organizational goals. In
other words, when an employee fails to meet the performance targets,
managers should encourage that employee to reflect, identify problems
and help them regain confidence, rather than questioning them about the
reasons for their failure.

5. Conclusion

The main aim of this is “Exploring the Status and Improvement Measures
of Employees’ Training and Development in China’s SMEs”. The research
is divided into five sections. Part 1 covers the research background, an
overview of the research design and the structure. According to the
research background, although SMEs play an important role in economic
development around the world, little attention has been paid to employee
T&D in SMEs and China is no exception. Even where research related to
T&D in SME:s is available, most of the literature is based on the manager’s
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perspective rather than the employee’s perspective. Therefore, 1 have
chosen to take Chinese SMEs as the subject of my research and attempt to
put forward some improvement suggestions for employee T&D programmes
of Chinese SMEs from the perspective of employees. In order to achieve
this ultimate aim, the study sets three research objectives and corresponding
research questions, which are used as the overall research idea. The second
section combines the first two key elements to discuss the importance of
LTD in SMEs, as well as the factors and barriers that affect employee
T&D programmes in SMEs. A review of the literature reveals that there
are two main categories of common learning and training patterns - formal
and informal. The informal pattern of learning and training is predominant
in SMEs, which is due to the limited time, cost, and resources caused by
the size of the enterprise. These factors affect the T&D of employees in
SMEs. In addition, as decision-makers, the cognition of enterprise
managers is also an influencing factor.

The third part is the methodology part of this research. This chapter
elaborates on the overall idea of the research design, explains the reasons
for choosing qualitative research method rather than quantitative research
method, clarifies the approach of data collection and analysis, and emphasises
the trustworthiness of the study and the importance of ethics in the
research process. Through interviews with 15 participants from sample
Enterprise P, I collected first-hand data related to the research topic from
both the perspective of managers and ordinary employees. Section four is
an analysis and discussion of the primary data, also based on two
perspectives. This interview reveals that the current problems in
employees T&D in Chinese SMEs involve the following aspects:
resources, time, knowledge management system, training methods and
training systems, etc. Combining the influencing factors and the interview
data, it can be found that in addition to the influencing factors mentioned
above, trainees’ learning attitudes, policy guidelines and the Chinese
cultural context also have an impact on employee T&D in Chinese SMEs.
Based on this, I attempt to propose corresponding improvement measures
from the perspective of employees, taking into account the current
problems and influencing factors of employee T&D in Chinese SMEs.
Last part is a brief review of the full text and analyses the limitations of
this study and suggestions for future research.
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a) Limitation of the Research and Suggestions
for Future Research

There are still some limitations and shortcomings in the research of this
topic. First, due to the impact of the epidemic, this interview was all
completed online. Although online interviews can save time and cost and
protect the safety of both parties in the interview, respondents mostly
preferred to be interviewed through the audio format in this way.
Therefore, for the researcher, there is a lack of opportunities to judge the
thoughts and moods of respondents when answering questions by
observing their facial expressions and body movements. Second, due to
the constraints of time, cost, and the epidemic, only Enterprise P was used
as a case study for this research. However, SMEs from different industries
and regions have different growth environments, development patterns and
characteristics. Therefore, to some extent, this study is not broadly
generalisable. Thirdly, this study is exploratory in nature, with only
qualitative analysis of primary data collected through interviews,
summarising and concluding the current situation and influencing factors
of employee T&D in Chinese SMEs, and proposing improvement
measures to address the existing problems. However, there is a lack of
quantitative results on the influence degree of each influencing factors. At
the same time, compared with those mature SMEs, Enterprise P has a
shorter time of operation, so there may still be some potential influencing
factors worth exploring.

Based on the limitations of this study mentioned above, future research
could choose to further narrow the scope of the study, for example, by
studying the T&D of SMEs’ employees in a specific industry or in a
particular region, or by selecting more sample enterprises in the study on a
related topic to enhance the depth of the study by comparing different
SMEs. In addition, future research can further analyse the extent of the
impact of each factor on SMEs employees’ participation in T&D
programmes through quantitative methods while exploring and refining
the influencing factors in order to make clearer and more targeted
suggestions for improvement.
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CHAPTER FIVE

THE INFLUENCE OF ORGANIZATIONAL
CULTURE ON EMPLOYEES’ ORGANIZATIONAL
IDENTIFICATION

QING ZHENG

1. Background

The term organisational culture has been around for almost 70 years and
was first introduced into the organisational context by Jaques in 1952.
Organisational culture is considered to be history-based because it is
difficult to separate from its history and cannot be created overnight (Trice
and Beyer, 1993). In the 1980s, when the Japanese economy took off,
scholars used Japanese companies as case studies and eventually found
that companies with a competitive and entrepreneurial spirit had better
business performance (Deshpandé, Farley and Webster Jr, 1993). Similar
cases are not confined to Japan. One scholar surveyed over a hundred
Pakistani companies and concluded that organisational culture has a
positive impact on organisational performance (Shahzad, 2014). Shahzad,
Lugman, Khan and Shabbir (2012) found the balanced scorecard to be a
useful tool for measuring organisational performance in order to
understand the role of organisational culture on performance, and ultimately
concluded that employees who have the quality of loyalty and whose
values and behaviours are compatible with the organisational culture will
have a positive impact on organisational performance. Sharcholder
primacy theory assumes that the goal of the firm is to maximise the
interests of sharcholders (Friedman, 2020).

It is therefore not surprising that a great deal of research has focused on
the impact of organisational culture on organisational performance, which
is only a small part of the many aspects that organisational culture
influences. The importance of organisational culture is not limited to this,
according to Lund (2003), the different styles of organisational culture will
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have a profound effect on employee job satisfaction. A hierarchically strict
organisational culture will reduce employee job satisfaction, while an
authoritarian organisational culture will increase employee job satisfaction.

Uddin, Luva and Hossian (2013) find that organisational culture has a
significant impact on employee performance and productivity in dynamic
emerging markets, using the case of a subsidiary of a leading communications
company in Bangladesh. Some scholars have focused the influence of
organisational culture on a more niche area, according to Al-Adaileh and
Al-Atawi (2011), organisational culture has a relevant effect on knowledge
exchange and when it consists of traits such as trust, rewards will have a
(2011), organizational culture has a relevant effect on knowledge
exchange. Also, organisational culture in combination with other factors
can influence third parties, according to Mehta and Krishnan (2004), when
organisational culture is strong and leaders use soft influence strategies,
leaders are perceived to be more transformative.

Organisational culture is a key word in this research, and another key word
is organisational identification. There are similarities between organisational
identification and organisational commitment, with some scholars seeing
the two concepts as synonymous (Riketta, 2005) and others seeing
organisational identification as another aspect of organisational commitment
(Mael and Ashforth, 1992), one of the reasons being that both concepts
demonstrate the psychological attachment that employees have to the
organisation (Harris and Cameron, 2005), but it is worth noting that this
research will distinguish between the two concepts and will only do the
research from the perspective of organisational identification. Organisational
identification has been studied more recently than organisational culture,
but it is also an important variable that influences many organisational
outcomes.

Similarly to the influence of organisational culture, organisational
identification has a positive effect on organisational performance and
employee satisfaction (Efraty and Wolfe, 1988). Harris and Cameron
(2005) therefore suggest that organisational identification can be used as a
predictor of employee well-being and turnover intentions. Also, the
importance of organisational identification is reflected in mergers and
acquisitions of firms, where those running family businesses are more
likely to choose external investors with organisational identification
(Neckebrouck, Manigart and Meuleman, 2017).
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In line with what has been mentioned before, most scholars on
organisational culture and organisational identification in Chinese firms
have concentrated on the influence of these two concepts on other factors
respectively, rather than combining the two concepts themselves, so that
research on the influence of organisational culture on organisational
identification is only at the theoretical level rather than at the empirical
level, and the research will focus on one Chinese state-owned enterprise,
which is also special to the presence of a relatively large number of private
firms. These are the implications of the choice of topic for this research.

Nowadays, large and medium-sized state-owned enterprises and private
enterprises in China are paying more and more attention to the
construction of organisational culture, trying to build a cultural system
with their own characteristics from their own perspectives. However,
whether such a cultural system can improve the efficiency of members’
work and enhance employees’ organisational identification and adapt to
the needs of the company’s future development is still a process that many
Chinese enterprises need to explore and confirm in the process of
development. As employees’ organisational identification influences their
own work attitudes and behaviours, in the current socio-economic
environment, employees’ identification with the organisation has become
a valuable asset for companies to develop and cope with fierce
competition. So how to improve the organisational identification of
employees in state-owned enterprises, this research will provide a detailed
analysis from the perspective of organisational culture and put forward
targeted comments and suggestions on the case.

2. Shape and scope of the research

The main objective of this research is to examine the influence of
organisational culture on organisational identification in a Chinese state-
owned enterprise. The respondents of this research are employees of a
large state-owned enterprise group in China. There are 71 questions in this
questionnaire, consisting of the organizational culture questionnaire
developed by Denison and Neale (1996) and the recognition scale
developed by Mael and Tetrick (1992), this research will also adopt likert
five-point scoring method. SPSS software will be used to analyze the valid
questionnaires, such as factor analysis, credibility analysis, difference
analysis and correlation analysis.
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3. Methodology

This section will show the purpose of this research and how it is designed
in terms of methodology. It includes research purposes, research questions,
research hypotheses, and research design. Research design includes
measurement methods, online questionnaires and so on.

a) Research Purposes, Questions and Hypotheses

The main purpose of this research is to examine the influence of
organisational culture on organisational identification in a Chinese state-
owned enterprise.

The main question of this research is: How does organisational culture
influence organisational identification in a Chinese state-owned enterprise?

The specific hypothesis is made as follows:

HI1: There is a positive correlation between organisational culture and
organisational identification in a Chinese state-owned enterprise.

b) Research Design
Online questionnaires

This research will use an online questionnaire to collect data. According to
Wright (2005), online surveys have a number of advantages over
traditional surveys. Firstly it can take advantage of the ability of the
internet to provide access to groups and individuals that are difficult (or
even impossible) to reach through other channels (Jones, 1998). Secondly
its internet-based research can save researchers time (Wright, 2005). On
the one hand, online surveys allow researchers to reach thousands of
people with common characteristics in a short period of time (Yun and
Trumbo, 2000). On the other hand, online surveys also save time by
allowing researchers to collect data while working on other tasks, and
finally online surveys save money compared to paper-based formats
(Healey, Baron and Ilieva, 2002). In addition to this, according to
Mohammadi (2020), questionnaires have other advantages, such as the
simplicity and clarity of the questions, which help the respondents to
understand them, and the widespread usefulness of questionnaires, which
are used in many factories. Thus, web-based surveys combine the
advantages of online surveys with those of questionnaires.
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¢) Questionnaire design

This questionnaire is divided into three parts. The first part contains the
basic personal information of the respondents, including gender, age,
position level, education level and years of experience in the company, the
second part contains 60 questionnaire questions related to organisational
culture and the third part contains 6 questionnaire questions related to
organisational identification, which are detailed in the appendix. As there
are many questions on organisational culture, the table below shows the
dimensions corresponding to each question on organisational culture and
their question numbers.

Table 3-1 Organizational culture questionnaire scale structure and
question numbers

Characteristics |Sub-dimensions
Question number
Empowerment (Em) 6-10
Involvement Team orientation(TO) 11-15
Capacity development(CD) 16-20
Core Values(CV) 21-25
Consistency Agreement(Ag) 26-30
Coordination and integration(CI) 31-35
Create and change(CC) 36-40
Adaptability Customer Focus(CF) 41-45
Organizational learning(OL) 46-50
Strategic Directions(SD) 51-55
Mission Goals(Go) 56-60
Vision(Vi) 61-65

d) Likert scale

According to the Likert five-point scoring method, the points are scored
from completely inconsistent to completely in line with the direction. The
score principle is 1, 2, 3, 4, and 5. The reason for adopting Likert scale is
that it is the most commonly used tool in the field of social sciences (Joshi,
Kale, Chandel and Pal, 2015), mainly used to measure affective variables,
and it is convenient for researchers to collect data (Nemoto and Beglar, 2014).
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e) Measuring instruments

To ensure the validity of the questionnaire, the research instruments for
this study were drawn from the existing literature and the instruments
selected have been applied by previous scholars.

This research will use the organizational culture questionnaire developed
by Denison and Neale (1996) to examine the four dimensions of
invovlement, adaptability, consistency, and mission. It is also known as
the DOCS, according to Sult et al. (2013), this model is the most
comprehensive and business-focused, as well as being well known and
widely used, and easy to understand.

The recognition scale was developed by Mael and Tetrick (1992). The
Denison Organizational Culture Model was chosen for its integrative
nature and its focus on internal and external factors (Poku, Owusu-Ansah
and Zakari, 2013). The Mael scale was chosen because it is the most
commonly used organisational identification scale by various scholars
(Riketta, 2005).

f) Data collection and analysis

The implementation methods and procedures are (1) It is estimated that
100 questionnaires will be issued (2) The IP address of the returned
questionnaires and the length of time they have been filled in are checked
to prevent any haphazard or double filling, and the unanswered items will
be deducted (3) SPSS software will be used to analyze the valid
questionnaires, such as reliability analysis, validity analysis, difference
analysis and correlation analysis.

4. Analysis of the DR Group

a) The Historical Background of the DR Group and its Current
Situation

Founded on 1 October 1954, DR Group started from handling and managing
national capital construction investments and has been committed to the
development of the national economy and the improvement of people’s
livelihood, based on tradition and pursuing innovation, with its business
constantly developing and improving its functions. DR Group not only has
advantages in traditional business areas such as capital construction loans,
working capital loans, real estate finance, engineering cost consulting and
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project financing, but also continues to develop new marketing channels
and accelerate the pace of business transformation to achieve long-term
sustainable and stable growth in banking efficiency. In recent years, the
DR Group has been vigorously promoting the development of strategic
businesses such as personal banking, investment banking, wealth
management and private banking, international business, credit card
business and e-banking, resulting in a series of service brands gaining
popularity.

DR Group has set out its strategic vision of “becoming the most
competitive bank in Shanghai in terms of efficiency, effectiveness, share
growth, customer satisfaction, staff motivation”, and is steadily advancing
its business transformation, adjusting its business structure, strengthening
product and service innovation, and moving towards the goal of building
an international first-class commercial bank.

b) Characteristics of the DR Group’s Organisational Culture

As a large state-owned enterprise, DR Group’s corporate culture is
relatively standardized, and the group’s corporate culture can be found in a
few steps on its official website, and its corporate culture contains vision,
mission, core values, philosophy, style, motto and propaganda phrases.

To briefly introduce the following aspects, DR Group’s vision is to build
the most value-creating international first-class banking group, the mission
is to provide better services for customers, create greater value for
shareholders, build a broad development platform for employees, and
assume full corporate citizenship for society, the core values are honesty,
fairness, stability and creativity. From this, we can see that the DR Group,
after decades of practical development, has excellent cultural characteristics, a
strong sense of social responsibility and a sense of the overall situation,
not only to pursue its own development, and adhere to the customer
responsibility, employee responsibility, social responsibility.

5. Data Analysis
a) Analysis of Questionnaires

The respondents of this study were the employees of DR Group. A random
sampling method was used to conduct a questionnaire survey on all levels
of employees in the Group, 105 questionnaires were distributed and 105
questionnaires were returned, no invalid questionnaires existed, the
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questionnaire return rate and effective rate were 100%, 104 respondents
were from Shanghai, China and 1 from Hong Kong, China. The basic
profile of the respondents is shown in the table below.

Table 5-1 Basic data of the sample

Number
Variables Options of Percentage
people
Male 51 48.57%
Gender
Female 54 51.43%
Under 25 5 4.76%
25-35 42 40%
Age
36-45 46 43.81%
Over 45 12 11.43%
Below high school 0 0%

Above high school and
Educational [below undergraduate level
background |[Above undergraduate and
below postgraduate

Postgraduate and above |10 9.52%

12 11.43%

83 79.05%

Under 1 year 2 1.90%
) 1-3 years 22 20.95%
Working age
3-5 years 59 56.19%
Over 5 years 22 20.95%
Grassroots staff 68 64.76%
. Grassroots managers 24 22.86%
Position level
Middle Management 12 11.43%
Senior Management 1 0.95%

The numerical characteristics of the demographic variables can be seen
from the results of the above analysis and reflect the distribution of the
respondents to this survey. Based on the results of the frequency analysis
of the individual variables, it can be seen that the distribution basically
meets the requirements of the sample survey. The gender survey results
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show that the proportion of males is slightly lower than that of females,
but overall it is a more even result in terms of gender representation. The
age distribution, on the other hand, is relatively less even, with more than
80% of the respondents concentrated in the age range of 25 to 45, and the
educational level of the respondents is high, with nearly 90% of them
having a bachelor’s degree or above, and the majority of the respondents’
working experience is concentrated in three years or more, which is
necessary for this research because the longer the working experience, the
higher the level of understanding of the organisation’s culture, which
further contributes to organisational identification.

b) Reliability Analysis

After the valid questionnaires have been processed by SPSS 25.0
statistical software, this research will conduct a reliability analysis of the
questions corresponding to organisational culture and its various
dimensions and organisational indentification, which is to verify the
reliability of the questionnaires. The results of the reliability analysis of
the organisational culture questionnaire are as follows.

printed on 2/9/2023 4:25 AMvia . All use subject to https://ww.ebsco.conl terms-of-use



98L°0 SST0 £05°0 ¥T6|  S600°ST Sad
LYLO STr'o LT90|  9¥T8| PTSLYI ¥dd
¥SL0 6170 S€9°0 9596 TILYYI €ad
9LLO S1€0 9%S0]  S09'8] 98C0°SI <an (@D)ruowdoronap
L08°0 EvL0 4340 w90  6LL'8|  8¥06'FI 1ad Aipqede)
L18°0 L1¥'0 9€9'0] €876 6191°GI SOL
08°0 1LS0 °69°0]  T69'6| PTSESI YOL
L8LO 919°0 8YL'0] 6vE6l CS69VI €0L
918°0 8T¥°0 6€9°0] 8L6'6| PILSSI oL (oL
8¥8°0 ¥8°0 ¥2e0 950 9596 LS8Y'SI T10L UONEJUSLIO WIBD T,
6LL0 9%9°0 80| LIE6l S0661I1 sy
ST8°0 IEY°0 629°0] 1TEOI| SO6L'ST ]
€180 S81°0 89°0] Tryol 61T ¢Sl cwy
ST8°0 8TH'0 7€9°0] 88T'0T| 9LP]'SI ]
580 S¥8°0 ¥1v0 €LS0l 8686 EVILSI Jug| (wg) jueuomoduryg JUSWR[AOAU]
UOTJR[OLIOD| POO[OP|  PIo[dp
PIO[Op| SUONB[OLIOD [e10)  wo JI woyr
uonesIpIepue)s| Wyl Jj1 eydyy ordnnuy 0] WoYI| OOUBLIBA|  JI SO[BOS| JIoquunu
loyeeydly|  yoegquop) paienbg| pPojoo1Io)| pojeds|jo oFeroAy oL SUOISUOWIP-qNS SONSLIOYOBIRYD)

LET

31N)[N) [BUONEBSIULSI0 JY) JO SISA[UR AJ[IGRI[II Y} JO S)NSAY 7-S d[qe],

uonedNUAP] [euonezIuesIO

SoK01dwig uo axyn)) euoneZIueII( JO AoUANJU] Y ],

Al'l use subject to https://ww. ebsco.conlterms-of-use

EBSCChost - printed on 2/9/2023 4:25 AMvia .



L0 9¢°0 €790  6LL'S|  6I9L11 €dD
EvL0 8170 ¥9°0]  TCL'S|  8¥06°01 [£19)
18°0 SL'O 66¢°0 L19°0]  88T'S| 9LYY'II 140| (4D)snooy 1owoisn)
0L €870 LTS0 TS| 8ETLOIT S0)0)
720
LS90 8110 €290 TLTS| 8ETS0I (30)0)
80L°0 €0€°0 1€5°0|  89L%| 18E¥01 [488) (DD)28ueyd
LSLO SOL0 weo TS0l T6E°S| LS8R0l 12D pue 91ea1) Anpqerdepy
9vL0 8LY'0 8890 ¥08'S| ILSO'TI SIO
141)
6LL0 STy o S€9'0| €08, 61811 €10
SYL0 8170 1690  908'S| 8¥VOI'II [t (1D)uonyeidoyur
€780 L6L0 ceeo S9S°0| €06°S 610°CI 110 pue UONeurpIooy)
LY80 €Er'0 6¥9'0] SL9OI| TILY'SIT $3y
L080 ¥59°0 L6L0 IL°6] TS68YI ¥8v
$98°0 1€€°0 S9S°0| TOL'IT| TILS8SI €3y
€780 6650 PSL'O| 9S6°01| 8ETI'SI 3y
998°0 8¢8°0 S817°0 $89°0 €0l 9°¢l1 18V (v puowoaidy
7580 (340 979'0| SLT6| 1191 SAD
8780 ¥Cs0 CILop sorol ¥'Sl ¥AD
8080 ¥19°0 6LL'O|  YLI'6| TLSP'SIT €AD
658°0 SLEO LSO 689°01] 6C¥E9l CAD
998°0 L18°0 165°0 ISLO]  T99°6 42! IAD (AD)sonjeA 210D Aouasisuo))
oAl 1ardey) 8¢l

Al'l use subject to https://ww. ebsco.conlterms-of-use

EBSCChost - printed on 2/9/2023 4:25 AMvia .



¥58°0 1€7°0 ¥S9°0[  L98°6] SO6I°SI SIA|

€78°0 TS0 L0 96|  TS6THI PIA
7€8°0 £85°0 9bL’0| 6506 L99tHI CIA]
¥98°0 wo 119°0] $80°01 TSl TIA

L8°0 ¥78°0 919°0 9LLO T6'8|  6TH6YI 1A (IA)UOTISIA
818°0 S0t°0 79°0[ ¥ECO01 18€°S1 gon
1€8°0 LEEO SLSO|  99°01| €PITST 00
S08°0 €0S°0 8990 LEIOI| 619€°SI €0D
78°0 $8€°0 S19°0| 1¥T11|  619L°SI 70D

£78°0 SLLO 919°0 €LLO| TOL'6| SETLYI 10D (0D)s[eon
sas
¥59°0 vy 0 vb9°0[  L9T'S|  S60TTI vas
60L°0 €0 6€S0|  LOES|  I8LLI €as

L9°0 ey o 8090 9¢6'y| SO06STI <as (@s)suonoang

65L°0 19L°0 vT0 65v°0|  €€L°S|  8YOS'TI 1as o10)ens UOISSTIA

LILO 8Y1°0 £€99°0 6LV  TOLYOL $10
€SL°0 85€°0 ¥65°0[  66vS|  18¢t0I 10
€10

T9L°0 ¥S€0 SLSO|  SS¥'S|  £999°01 710 (70)Sururesy

L6L0 6¥L0 78€°0 €09°0| 9EI'S|  €£€S°0T 110 [euoneziuesio
TLLO 79€°0 v65°0| 978t 1 o)
A0

6¢€1

UO1BdIJJUAP] [eUOnBZIUBSIO
SoK01dwig uo axyn)) euoneZIueII( JO AoUANJU] Y ],

Al'l use subject to https://ww. ebsco.conlterms-of-use

EBSCChost - printed on 2/9/2023 4:25 AMvia .



EBSCOhost -

140 Chapter Five

From the above table, it can be seen that there are five sub-dimensions
with missing items, this is due to the fact that when this missing item is
added, the results show that the reliability model will be violated and
therefore this missing item needs to be adjusted. The reasons for the need
to adjust will be mentioned in the last part of the analysis of the limitations
of this research. Based on the results of the reliability analysis of each sub-
dimension in the four dimensions of organisational culture above, it can be
seen that the standardised reliability of each sub-dimension is above 0.7,
the ClonBach Alpha if item deleted is less than the Alpha after
standardisation, and the overall standardisation coefficient of the
organisational culture scale questionnaire Alpha is 0.971, as shown in the
table below. The overall reliability of the questionnaire is good.

Table 5-3 Results of the reliability analysis of the organisational
culture questionnaire

ClonBach Alpha |Alpha after standardisation Number of items

0.971 0.971 60

This research will next conduct a reliability analysis of organisational
identification, as shown below, the overall standardised reliability
coefficient of the organisational identification scale questionnaire is
0.876, the ClonBach Alpha if item deleted is less than the Alpha after
standardisation, Therefore, the questions related to organisational
identificaiton do not need to be adjusted and the questionnaire has a good
reliability.
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¢) Validity Analysis

This will be followed by an analysis of the validity of the questionnaire on
the organisational culture module. The following table shows that the
KMO test has a coefficient of 0.93, which is statistically close to 1,
indicating that the validity of the questionnaire is good. According to the
significance of the sphericity test, the significance of this test is infinitely
close to 0. The original hypothesis is rejected, indicating that the
questionnaire has good validity.

Table 5-5 Organisational culture KMO and Bartlett’s test

KMO Measure of Sampling 0.93
Adequacy
Approx. Chi-Square 5435.885
Bartlett’s test of Sphericity dar 1770
Sig. 0

This will be followed by an analysis of the validity of the questionnaire on
the organisational identification module. The following table shows that
the KMO test has a coefficient of 0.883, which is statistically close to 1,
indicating that the validity of the questionnaire is good. According to the
significance of the sphericity test, the significance of this test is infinitely
close to 0. The original hypothesis is rejected, indicating that the questionnaire
has good validity.

Table 5-6 Organisational identification KMO and Bartlett’s test

KMO Measure of Sampling

Adequacy 0-883

Approx. Chi-Square 278.443

Bartlett’s test of Sphericity af 15

Sig. 0
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According to the results of the independent sample t-test above, it can be
seen the differences of organizational culture and organizational
identification in terms of gender. The results of both significance tests are
greater than 0.05, indicating that there is no significant difference in the
cognitive evaluation of organisational culture and organizational
identification among employees of different genders, and according to the
mean value, it can be seen that the cognitive scores of females on both are
slightly higher than those of males.

Age

Table 5-8 Analysis of age differences

Age Number of [Average Star}de}rd F Sig
cases deviation
Under
5 207.6 50.81142
25
; 25-35 |42 217.6429(31.69967
organsational 0.192 10.902
culture 36-45 |46 213.4783(37.63376
?;er 12 217.3333(33.79439
Under
)5 5 20 6.67083
; 25-35 42 22.1905 4.36303
organsational 0.653 {0.583
indentification 3645 |46 22.5435 4.56414
%"er 12 23.3333 [4.92366

Based on the results of the above one-way ANOVA, it can be seen that
there is no significant difference in the cognitive evaluation of
organizational culture and organizational identification in terms of age.

EBSCChost - printed on 2/9/2023 4:25 AMvia . All use subject to https://ww.ebsco.conlterns-of-use



EBSCOhost -

The Influence of Organizational Culture on Employees’
Organizational Identification

Educational background

Table 5-9 Analysis of educational background differences

145

Variables

Educational
background

Number|
of cases

Average

Standard
deviation

Sig

organisational

Above high
school and
below
undergraduate
level

206.8333

45.11769

culture

Above
undergraduate
and below
postgraduate

83

216.1928

33.20978

Postgraduate
and above

[u—y

0

218.1

40.44049

0.402

0.67

organisational
indentification

Above high
school and
below
undergraduate
level

12

21.6667

5.21071

Above
undergraduate
and below
postgraduate

83

22.506

4.51116

Postgraduate
and above

—

0

22.1

5.04315

0.19

0.827
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Educational background

Table 5-10 Analysis of working age differences

Variables WorkingNumber of Average |Standard .
age cases deviati Sig
eviation
Under 1 219.5 6.36396
year
organisational ljars 22 209.3636 [42.1726
culture z - 0.496 [0.686
) 59 214.8136 |36.2032
years
Over3 1y 222.1818 [25.1446
years
Under 1 )3 0
year
. 1-3
organisational | 22 21.8182  |5.37752
indentiﬁcationz . 0.161 |0.923
) 59 22.4237 4.74597
years
Over3 ), 227273 [3.65385
years

Based on the results of the above one-way ANOVA, it can be seen that
there is no significant difference in the cognitive evaluation of
organizational culture and organizational identification in terms of
working age.
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Position level

Table 5-11 Analysis of position level differences

Variables POS'ltlom\mmberAverage standard .

level |of cases . F Sig
deviation

1 68 2142647 [36.18923

organisational | 24 2175 [25.1556

culture 0.546 (0.652
3 12 207.1667 46.9019
4 1 229 .
1 68 22.2941 4.82549

organisational | 24 23.0417  [3.01416

indentification 0.65 0.585
3 12 21.1667 5.9823
4 1 26

Based on the results of the above one-way ANOVA, it can be seen that
there is no significant difference in the cognitive evaluation of organizational
culture and organizational identification in terms of position level.

e) Analysis of the influence of organisational culture on
organisational identification

This section focuses on the four characteristics of organisational culture,
namely invovlement, consistency, adaptability and mission, as a starting
point for a biased analysis of the organisational identification of the DR
Group. Demographic information is known to have a non-significant effect
on both organisational culture and organisational identification, so
demographic information need not be considered as a control variable.
Using the histogram it is clear that the data does not satisfy a normal
distribution, so the Spearman correlation coefficient will be used for the
correlation analysis. Before further deepening the study, the initial
hypothesis analysis of the impact of organisational culture on organisational
identification in the broad direction was first completed, with the
following results.
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Table 5-12 Bivariate correlation analysis of organisational culture on
organisational identification

Name of factors organisational Organisational
culture identification

Organisational |Correlation 1 265%*
Culture coefficient '

Slg.(double 0.006

tail)

IN 105 105
organisational |Correlation 265%* 1
identification |coefficient )

Slg.(double 0.006

tail)

IN 105 105

From the analysis results of the above table, it can be concluded that the
correlation coefficient of organizational culture to organizational identification
is 0.265**, and its correlation is significant at a level less than 0.01, which
indicates that DR Group should attach importance to the construction of
corporate culture to improve the organizational identification of
employees, which is further conducive to improving the working status of
employees. And the result is in line with the original hypothesis set in the
methodology.

f) Analysis of the impact of invovlement on employees’
organisational identification

Bivariate correlation analysis is conducted between organisational
identification and the three sub-dimensions of invovlement in the DR
Group, namely empowerment, team orientation and capability development,
the results of which are presented in the table below.
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From the results of the analysis in the table above, it can be concluded
that, firstly, for the DR Group, there are two sub-dimensions of the
invovlement that are significantly correlated with organisational identification,
these two sub-dimensions are empowerment and team orientation, and the
three sub-dimensions are empowerment, team orientation and capability
development when judged by the magnitude of the absolute value of the
correlation coefficient to organisational identification. Secondly, within
the DR Group, the correlation coefficients of capability development and
empowerment on organisational identification are 0.303** and 0.284**
respectively, both significant at less than 0.01 level and positively
correlated. This indicates that on the one hand for the DR Group, if the
leader of the organisation can trust the employees enough, give them more
authority and fully empower them, this will increase the employees’
identification with the organisation; on the other hand for the group, if the
leader attaches great importance to the mutual cooperation among the
team, works more as a team and deepens the importance of the team, this
will also increase the employees’ identification with the organisation.
Thirdly, the table above shows that the correlation coefficient between
capability development and organisational identification is 0.169, which
indicates that for the DR Group, there is no significant correlation between
capability development and employees’ organisational identification.

g) Analysis of the impact of consistency on employees’
organisational identification

Bivariate correlation analysis is conducted between organisational
identification and the three sub-dimensions of consistency in the DR
Group, namely core values, agreement and coordination and integration,
the results of which are presented in the table below.
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From the results of the analysis in the table above, it can be concluded
that, first, from the above table, it can be seen that the correlation
coefficients of core values, agreement, and coordination and integration on
organizational identification within the DR Group are 0.319%*, 0.253%%*,
and 0.277**, respectively, and their correlation significance levels are less
than 0.01, all of which are significantly correlated. Judging from the
absolute magnitude of the correlation coefficients to determine the
correlation with organizational identification, then the three sub-dimensions
are core values, coordination and integration and agreement. Secondly,
from the above table, it can be seen that for DR Group, core values,
agreement and coordination and integration have a significant positive
relationship with organisational identification, which means that on the
one hand, if DR Group has a set of core values that are widely accepted
and agreed by employees and can guide employees’ behaviour, it will
increase employees’ sense of organisational identification; On the other
hand, if the DR Group can reach a consensus between staff and managers,
or fully respect and accept staff’s opinions and suggestions, it will greatly
improve the staff’s sense of identification with the Group; in addition, the
organisation’s business approach should be organised and consistent, with
consistent objectives between departments and easy coordination between
staff in different departments, it will also greatly improve the staff’s sense
of identification with the Group.

h) Analysis of the impact of adaptability on employees’
organisational identification

Bivariate correlation analysis is conducted between organisational
identification and the three sub-dimensions of adaptability in the DR
Group, namely create and change, customder focus and organizational
learning, the results of which are presented in the table below.
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From the results of the analysis in the table above, it can be concluded that,
first, from the above table, it can be seen that the correlation coefficients of
customer focus and organizational learning on organizational identification
within the DR Group are 0.264** and 0.326** respectively, and their
correlation significant levels are less than 0.01, both have significant
correlation, from the absolute value of the magnitude of the correlation
coefficient to determine the correlation with organizational indentification,
then the three sub-dimensions are organizational learning, customer focus
and create and change . Secondly, from the data in the above table, we can
see that if the leaders can pay attention to the learning opportunities in the
organisation and help the employees to build a learning organisation, the
employees can get more opportunities to learn and improve, which will
greatly improve the DR Group employees’ identification with the
organisation; on the other hand, the DR Group should pay attention to the
interests and opinions of the customers and train the employees to
understand the needs of the customers as much as possible, which will also
help the employees to improve their identification with the organisation.
Thirdly, the sub-dimension of create and change is not significantly
correlated with organisational identification.

i) Analysis of the impact of mission on employees’
organisational identification

Bivariate correlation analysis is conducted between organisational
identification and the three sub-dimensions of mission in the DR Group,
namely strategic directions, goals and vision, the results of which are
presented in the table below.Table 5-16 Bivariate correlation analysis of
mission on organisational identification.
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From the results of the analysis in the table above, it can be concluded
that, firstly, from the above table, it can be seen that the bias correlation
coefficient of strategic orientation on organisational indentification within
the DR Group is 0.249*, whose correlation significant water is less than
0.05, and the correlation coefficients of vision and goal on organisational
indentification are 0.287** and 0.316** respectively, whose correlation
significant level is less than 0.01, and all three sub-dimensions are
significantly correlated, and from the absolute value of the magnitude of
the correlation coefficient to determine the relevance to organisational
indentification, then the three sub-dimensions are goals, vision and
strategic direction. Secondly, from the above table, we can see that for DR
Group, if there is a common vision between employees and employees,
between employees and leaders, and between employees and the company
itself, and if employees can work hard for it, it will greatly enhance the
employees’ sense of identification with the organisation, and if DR Group
has a clear goal in its future development, and this goal can be known by
the employees, employees can work hard to achieve the goal, and will be
fully committed to work, proud of achieving the goal, this will greatly
enhance the staff’s identification with the organisation, in addition to
short-term goals, long-term and clear strategic direction is also important,
the DR Group should develop a long-term strategy to guide the staff, and
let the staff know, and strive to be a pioneer in the industry.

j) Summary

Many data tests have been conducted in this section. First, it shows the
basic information data of the questionnaires. Secondly, reliability tests and
validity tests was carried out, and personal information data was tested for
difference and finally found not to have significant individual differences,
so all types of personal information are not regarded as control variables.
Finally, it verifies the assumptions set by the methodology, and divides the
organizational culture into four characteristic elements, revealing in depth
how organizational culture affects organizational identification.

6. Conclusion

The purpose of this study is to investigate the influence of DR Group’s
organisational culture on employees’ organisational identification, and its
findings are as follows.

printed on 2/9/2023 4:25 AMvia . All use subject to https://ww.ebsco.conl terms-of-use



EBSCOhost -

The Influence of Organizational Culture on Employees’ 157
Organizational Identification

(1) Organisational culture and organisational identification have some
individual variability, but the effects of gender, age, education, working
age and position level on employees’ organisational culture and
organisational identification in DR Group are not significant.

(2) The empirical analysis of the dimensions of organisational culture and
employees’ organisational identification in DR Group found that all
dimensions have a significant positive correlation with employees’
organisational identification, except for individual dimensions which do
not have a significant correlation.

(3) Organisational culture has a significant impact on employees’
organisational identification. The empirical analysis of DR Group shows
that this significant influence is mainly manifested in the following three
aspects: firstly, the core values of the organisation have a significant
influence on employees’ organisational identification. On the other hand,
its core values can promote the individual values of the employees in the
group, so that individuals and the organisation have an ever-increasing
consistency, which also promotes the identification of individuals with the
organisation. Secondly, different cultural characteristics also have a
significant impact on employees’ organisational identification. In this
research, the organisational culture of empowerment, team orientation,
core values, agreement, coordination and integration, and goals and vision
have a significant positive relationship on employees’ organisational
identification. If the organisational culture characteristics of DR Group
include the above sub-dimensions, then the organisational culture of DR
Group will enhance employees’ identification with the organisation.
Conversely, organisational culture may somewhat hinder employees’
organisational identification.

a) Implications

From the findings of the empirical study, it is clear that certain
characteristics of organisational culture have significant relevance to
employees’ organisational indentification. This study will present several
insights into the construction of the organisational culture of DR Group
from the perspective of improving the organisational indentification of DR
Group employees.
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1. Internalising the organisation’s core values is the Kkey to
organisational culture building

The results of the empirical study show that the organisation’s core values
are one of the antecedent variables of the DR Group employees’
organisational identification. The extent to which its core values are
internalised directly affects the extent to which employees identify with
the organisation.

Core values are the core of the organisation’s culture and are the
cornerstone and key to the construction of the organisation’s culture. They
not only serve as a code of conduct for employees in their daily work life,
but also provide a common goal for employees to strive for. However, in
the process of building an organisational culture, in order for it to take
root, the core values of the organisation must be internalised so that they
become a common code of conduct that is understood and accepted by all
employees.

In the process of building the organisational culture of the DR Group, in
order to make the organisational culture enhance the employees’
identification with the organisation, the core values of the group must first
be internalised, the intangible ideas concretised and integrated into the
surface of the organisational culture, and gradually extended to the daily
management of the organisation, forming a series of standardised cultural
phenomena, such as systems, cultural environments, rituals and norms.
Systems enable the organisation’s core values to be embedded in a written
format, cultural environments provide favourable conditions for the
dissemination of the organisation’s values, rituals express the organisation’s
core cultural philosophy and norms regulate the behaviour of employees.
Through the internalisation of core values, employees’ personal values
will change in line with the organisation’s core values, and will eventually
be aligned with the organisation’s core values. Secondly, long-term
planning and perseverance are required, as core values are not formed
overnight, but rather over a long period of time, so the introduction of new
values must also go through a long-term development process. If
deficiencies are identified, measures must be taken to adjust or remedy
them.

2. Complete the content of organisational culture development

The results of the empirical study show that the four dimensions of
organisational culture - empowerment, consensus and goals - have a
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significant positive correlation with the organisational indentification of
DR Group employees. Based on this, the author proposes that DR Group
should vigorously build the following aspects of organisational culture
from the perspective of enhancing the organisational indentification of DR
Group’s employees.

First, build an organisational culture of trust.

The results of the empirical study show that the higher the empowerment
in DR Group, the higher the employees’ identification with the organisation,
so to improve the employees’ identification with the organisation, DR
Group needs to build an organisational culture of trust. Trust is the basis of
empowerment, without trust there is no need to talk about empowerment.
At this stage, the social and economic environment in which the
organisation is located and the career planning of the employees have
made the credit level between the employees and the organisation become
lower and lower, as a large and medium-sized state-owned DR Group is
no exception, however, if the DR Group wants to stand out in the fierce
competitive environment, it is important to establish an organisational
culture worthy of the employees’ credit. The author believes that DR
Group can build an organisational culture of trust from the following
aspects. Firstly, DR Group should pay attention to the construction of
institutional culture and establish a set of institutional system that makes
employees creditable. The construction of various systems should strive to
be fair, reasonable, just and transparent. Secondly, the DR Group’s senior
leaders should set an example to make credit their own code of conduct
and properly guide all employees to make credit their own code of
conduct. Thirdly, the DR Group should integrate the connotation of credit
into the management of the organisation and build a culture of credit
between employees and employees and between employees and leaders
within the organisation.

Second, establish a democratic decision-making culture.

The results of the empirical study show that the more the DR group can
fully respect the opinions of employees and the more the employees and
leaders can agree, the more the employees can improve their sense of
identification with the organisation, and there is a significant positive
correlation between agreement and employees’ identification with the
organisation. Consensus is mainly reflected in the organisation’s democratic
decision-making management ideology, which aims to involve employees
in the decision-making and management process, mobilise their enthusiasm,
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enhance organisational cohesion and promote organisational harmony and
stability. At this stage, democratic decision-making is becoming
increasingly important in the construction of organisational culture. With
the development of the economy and society and the enhancement of
personal values, leaders are gradually realising that democratic decision-
making is becoming more and more important for the development of the
organisation. The author believes that the DR Group should attach
importance to employee participation in management, so that employees
can also become managers of the organisation. The main purpose of
allowing employees to participate in management is to allow them to put
forward their opinions and suggestions in the management of the
organisation, and leaders should fully respect the opinions and suggestions
put forward by employees.

Third, establish a goal-oriented organisational culture.

The results of empirical research show that the clearer the goals are in a
DR group, the more it can improve the employees’ identification with the
organisation, and there is a significant positive correlation between goals
and employees’ organisational identification. Goals are the direction of an
organisation’s development, and by implementing goal-oriented management
for employees, the organisation not only achieves its intended work goals,
but also improves employees’ self-management skills. A goal-oriented
organisational culture aims to incorporate goal management into the
organisation’s business management philosophy and into its own core
values. The author believes that the DR Group should establish a goal-
oriented organisational culture from the following aspects Firstly, the
senior leaders of the Group should vigorously promote the idea of goal
management and set an example by embodying goal management in their
daily management activities, while the leaders should also provide their
subordinates with the resources needed to achieve their goals. Secondly,
when it comes to goal management, the formulation, allocation and
implementation of goals should be thoroughly analysed and communicated.
The goals should neither be too big nor too small; if the goals are too big,
the limited ability of the staff will lead to the inability to reach the goals
and will also frustrate the confidence and motivation of the staff; if the
goals are too small, there will be no difficulty or challenge and the staff
will be able to reach the goals without any effort; all goals too big and too
small will not achieve the ideal role of the implementation of goal
management. Third, DR Group should further improve the performance
appraisal system and incentive mechanism system, a set of perfect
performance appraisal system can scientifically assess the staff to achieve
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the target, can maximize the implementation of goal management, a set of
perfect incentive mechanism system can maximize the incentive staff to
take measures to achieve the goal. Fourth, the human resources department
should vigorously promote the goal-oriented culture within the
organisation, so that every employee has a goal management concept, and
provide training to employees on goal management.

b) Limitations

There are several shortcomings in this research due to human and
empirical factors.

Firstly, in doing the reliability test, this research found that the existence of
five questions would violate the assumptions of the reliability model, i.e.
these questions are not suitable for inclusion in the questionnaire, and this
may be caused by the fact that the questionnaire itself is no longer
adequate to meet the cultural status quo of today’s society, but it is more
likely that these five questions are not applicable to state-owned
enterprises in the particular national context, or it may be due to the
personal reasons of the respondents, as there are too many questions in this
questionnaire, and when filling in the questions the respondents have
misunderstood the questions themselves due to inattention and
carelessness, or it may be that the respondents themselves are not
sufficiently motivated to fill in the long questionnaire.

Secondly, this research only used questionnaires to collect information and
data from all levels of the DR group, but did not use return visits and
interviews, so there may be some bias in the information collected and the
results of the research.

Thirdly, the representativeness of the questionnaire assessment sampling is
still insufficient. The sample sampling of this research did not achieve
stratified random sampling, and the validity of the findings will be
affected.

Fourthly, the range of variables involved in this research is relatively small
and needs to be expanded. Only four characteristics of organisational
culture were selected as factors to be explored in this research, and no
more antecedent variables were involved.
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¢) Recommendations

Although the research on organisational identification is still immature in
China, especially when it comes to combining organisational culture and
organisational identification, it is clear that more and more scholars will
pay attention to the research on organisational culture and organisational
identity in the near future. In view of the current status of scholars’
research on organisational identification and the shortcomings of this
research, further research prospects are proposed:

Firstly, in future empirical studies, information and data should not only
be collected by questionnaires, but also by a combination of interviews,
which will help to obtain fuller research information. Moreover, the design
of the questionnaire should be more complete and universal. There are
more or less differences between Eastern and Western cultures, so suitable
questionnaires should be created in future research, taking into account the
Chinese cultural background and the characteristics of the organisation.

Secondly, the sampling of questionnaire measures should be representative,
while stratified random sampling should be achieved. In terms of
statistical tools, the Amos tool can be used for statistical analysis of the
data to make the results more accurate and easier for everyone to
understand.

Thirdly, future research on the relationship between organisational culture
and organisational identification should appropriately expand the range of
variables studied, which can make the findings more comprehensive and
accurate.
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THE IMPACT OF WORK-LIFE BALANCE
ON THE FEMALE EMPLOYEE TURNOVER
INTENTION IN IT INDUSTRY IN CHINA

JIAXUAN LI

1. The Theoretical Background and the Significance
of the Problem

The study aims to shed light on the impact of work-life balance (WLB) on
employee turnover among women in the information technology (IT)
industry in China, which explores policies that can improve the WLB of
women in the IT industry to reduce employee turnover.

In recent years, due to economic conditions and social demands (Delina
and Raya, 2013), education has been expanding, and the number of
economic benefits and childcare facilities has increased (Vasumathi,
2018). Evidence shows that this background has led to an increasing
number of women joining the workforce in professional and family roles,
both as a social requirement and a desire of female employees themselves.

The Internet technology industry in China is a fast-growing, highly
competitive and employment-intensive sector. The labour market offers
more career opportunities for IT professionals. In addition, due to
globalisation and skills shortages, there is a strong tendency for employees
in the IT industry to leave their jobs (Oosthuizen et al., 2016). Data shows
that the average turnover rate in Chinese internet companies reached a
staggering 36% in 2016(Partners, 2019), which is much higher than the
average for other industries(Liyanaarachchi and Weerakkody, 2019).

Many tasks in the IT industry require a lot of time and effort from
employees, but devoting more time to work means neglecting the family.
Female employees in the IT industry tend to leave their jobs more than
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male employees(Bharathi and Mala, 2016). Similarly, Oosthuizen et al.
(2016) argue that due to traditional perceptions of the gender division of
labour, it is always assumed that women should spend more time doing
household chores than men. Consequently, female employees are far more
likely to have life and work conflicts and are more likely to leave their
jobs than men.

It is worth noting that employee turnover has a high cost and negative
impact on organisations, with companies spending significant amounts of
money on recruiting and training new employees (Jaharuddin and Zainol,
2019). There is a high-level tendency for employees to leave when there is
an imbalance between work and life. In the context of globalisation, talent
shortages and talent wars, talent retention is a strategic issue for business
survival, adaptation and competitive advantage(Oosthuizen et al., 2016).

To date, the exploration of employee turnover rates has been a popular
research topic. Through reading and studying the existing literature, it is
evident that Work Family Conflict (WFC) impacts employee turnover
(Reddy et al., 2010; Sudha and Karthikeyan, 2014; Vasumathi, 2018).
Ratnesh et al. (2019) argue that WFC reduces employee job satisfaction
and increases the propensity to leave. In addition, some studies suggest
that individual differences of employees, such as age and gender, also lead
to a different propensity to leave(Jaharuddin and Zainol, 2019; Narayanan
and Savarimuthu, 2015; Soomro et al., 2018).

Although several studies related to the impact of work-life on the
propensity to leave exist in academia, most of the current literature focuses
on the impact of WLC on the propensity to leave, and few studies have
examined the correlation between WLB and turnover intention. Furthermore,
in terms of the choice of the target group, most of the literature has chosen
to compare the difference in the propensity to leave between male and
female groups. Fewer studies have chosen to single out the female group.
It is considering the increasing number of female employees joining the
labour market, the high turnover rate, and the considerable cost of
recruiting and training new employees in the Chinese IT industry.

It is crucial to study and propose policies to reduce the turnover rate of
female employees in the Chinese IT industry. It will help organisations
adopt the most rational and effective policies relevant to the talent
retention mechanism in the IT industry. In addition, this research direction is
relatively new and complementary to existing research and helps fill the
gaps in the literature.
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2. Shape and Scope of the Study

This study aims to determine whether the WLB of women in the IT
industry in China impacts employees’ turnover intention and make
recommendations to reduce employee turnover rates.

According to the aim, three specific objectives are presented as follow:

1. To investigate the current situation of women WLB in the IT
industry in China.

2. To investigate whether female employees in the IT industry in
China have a high intention to leave.

3. To examine the relationship between WLB and female employee
turnover intention.

4. To propose policies to improve the WLB of employees in order to
reduce staff turnover.

In order to achieve the research aim and objectives, this paper will use a
questionnaire to collect information from the respondents. Quantitative
research methods are used to derive the relationship between WLB and IT.
This paper will combine theoretical and practical approaches to propose
policies to promote female WLB in China’s IT industry and help
organisations retain talent rationally while contributing to a gap in the
literature.

The main questions of this study are as follows:

1. What is the level of WLB for women in the IT industry in China?

2. Is there a high turnover intention of female employees in the IT
industry in China?

3. How does work-life balance for women in the IT industry in China
impact the turnover intention?

4. What policies and recommendations can help the Chinese IT
industry reduce female employees’ tendency to leave?

Based on the research questions, the author proposed relevant hypotheses
to explore the relationship between WLB female employee turnover
intention. The author selected female workers in the Chinese IT industry
as the primary research subjects, distributed an online questionnaire to
obtain data and used SPSS to collate and analyse the data to test the
proposed hypothesis further.
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H1: Women in the IT industry in China are in a state of work-life
imbalance.

H2: Female employees in the IT industry in China have a high turnover
intention.

H3: There is a negative relationship between the WLB and the turnover
intention of female employees in the IT industry in China.

3. Methodology

This section is divided into five main parts; the first part describes the
study’s methodology and viability. The second part explains the data
collection methods. In contrast, the third part explains the tools for data
collection and the methods used to process the data; the fourth part
discusses the ethical concerns that may be involved in the conduct of this
study.

This part of the study uses a questionnaire survey method. The survey
target participants are female employees working in the IT industry. They
are defined explicitly as full-time female workers who are engaged in paid
labour within the IT industry.

After completing the questionnaire collection and data entry, the data was
statistically analysed using SPSS statistical software. The study was
conducted to explain the WLB situation of professional women in the IT
industry, examine the relationship between WLB and the propensity to
leave the workplace, and analyse and verify the factors that significantly
impact the WLB of professional women.

a) Research Questions and Hypotheses

—_

What is the level of WLB for women in the IT industry in China?

2. Is there a high turnover intention of female employees in the IT
industry in China?

3. How does work-life balance for women in the IT industry in China
impact the turnover intention?

4. What policies and recommendations can help the Chinese IT

industry reduce female employees’ tendency to leave?
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b) Hypotheses
H1: Women in the IT industry are in a state of work-life imbalance.

H2: Female employees in the IT industry in China have a high turnover
intention.

H3: There is a negative relationship between the WLB and the turnover
intention of female employees in the IT industry in China.

Aims and objectives

This study aims to determine whether the WLB of women in the IT
industry in China impacts employees’ turnover intention and make
recommendations to reduce employee turnover rates.

According to the aim, three specific objectives are presented as follow:

1. To investigate the current situation of women WLB in the IT
industry in China.

2. To investigate whether female employees in the IT industry in
China have a high intention to leave.

3. To examine the relationship between WLB and female employee
turnover intention.

4. To propose policies to improve the WLB of employees in order to
reduce staff turnover.

¢) Research Design

Quantitative research is a method of describing data in mathematical terms
and using mathematical models to analyse quantitative characteristics,
relationships and changes in quantities(Dixon-Woods et al., 2005). Large
amounts of data usually represent the results of quantitative analysis, and
the most important tool for quantitative research is the design of
questionnaires. In order to obtain helpful information from a large
population, questionnaires are the best option to be effective, time-saving
and inexpensive (Krosnick, 2018).

Liyanaarachchi and Weerakkody (2019) used a structured questionnaire as
a research tool to collect primary data that was used to identify the factors
affecting WLB among female IT professionals in Sri Lanka. Earlier to this
study Mani (2013), in order to study the WLB of professional women in
India, 500 professional women talents from different sectors were
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selected. The data was collected through a (whole group random) sample,
semi-structured questionnaire. The findings revealed that role conflict,
lack of awareness, time management issues and lack of appropriate social
support were the significant factors affecting the workload of female
professionals in India.

In contrast, qualitative research uses textual language for relevant descriptions
and analyses the characteristics, features and developmental patterns of the
object of analysis mainly based on intuition and experience (Dixon-Woods
et al., 2005). Felstead and Henseke (2017) used a qualitative research
approach to study the development of teleworking and its impact on effort,
well-being and WLB. They mainly used semi- structured interviews. The
study noted that although teleworking was associated with higher
organisational commitment, job satisfaction and work-related well-being,
these benefits came at the cost ofjob intensification and more incredible
difficulty in stopping work.

Comparatively, quantitative research is more scientific and accurate (Dixon-
Woods et al., 2005). For this research paper, a quantitative study is more
appropriate to investigate the effect of causal relationships between
variables. The purpose of the questionnaire study in this paper is to
investigate a sample of women in the IT industry in terms of WLB,
propensity to leave and their background information by constructing a
structured questionnaire based on the literature review.

Literature support is essential to the research process. Secondary sources
are also a crucial part of this research and provide the theoretical basis for
this paper. Secondary sources include journals, literature, books, relevant
professional websites. Relevant literature and books were searched mainly
through two websites, Manchester University Library and Google Scholar.
Secondary data is more readily available than primary data, is relatively
inexpensive, and helps advance the research. Previous scholars have laid
some research foundations and advanced theoretical frameworks for WLB
and the propensity to leave. The judicious use of secondary sources and
data can also enhance the scholarship of this study (Hox and Boeije,
2005).

d) Questionnaire Design

The questionnaire for this study was a structured questionnaire. It is
divided into two main modules to collect information from the respondents
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in four main sections. The first module ofthe questionnaire is a primary
profile survey, with the first module being: essential information.

The first module covers seven demographic variables related to the
individual, family and works attributes of the sample, specifically: age,
education, marital status, presence of children and length of service. The
second module is divided into three parts. The first part is an 23-question
questionnaire consisting of a Likert scale to investigate the WLB of
employees.

The second part of the questionnaire is a Likert scale of propensity to
leave, using the proven scales of previous scholars and containing five
questions. The third part of the survey of relevant influencing factors is a
multiple-choice question. The structured questionnaire is easy to quantify
and generalise, the survey results are easy to calculate, and it is more time
and effort efficient than unstructured questionnaires.

The questionnaire was initially designed in English, and the Chinese
presentation was adapted to the HR context. As the author is a native
Chinese speaker, the translation was first done by the author and wording
changes were sought from fellow students before the pre-test.

e) Questionnaire Pre-test

In order to refine the questionnaire design, a pilot survey was conducted
before the formal research was conducted. Ten professional women of
different age groups working in the IT industry were invited to participate
in the pilot survey and fill in the questionnaire. Based on the respondents’
feedback, it was essential to understand whether the wording of the
questions was concise, clear and unambiguous and whether any items
were difficult to understand or ambiguous, and to design the questionnaire
so that it was as short and concise as possible, with each question clearly
stating the main points and avoiding dragging (Krosnick, 2018).

The wording and logic of the questionnaire were also further revised, and
the official questionnaire was released after two revisions were made. The
wording and logic of the questionnaire were also further revised, and the
official questionnaire was released after two revisions were made. The
pilot survey phase also ensured that the questionnaire response time was
reasonable. Gillham (2008) suggested that the length of the questionnaire
may lead to respondents not taking the questionnaire seriously, resulting in
biased results. In order to avoid inaccurate questionnaire data due to
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respondent fatigue, this study limited the questionnaire to about eight
minutes after taking into account the respondents’ comments.

f) Questionnaire Scale Selection
(1) Work-Life Balance Scale

This paper draws on the Work-Life Balance Scale designed by Wong and
Ko (2009). Chinese scholars have used this questionnaire many times, and
the study supports its reliability and validity. The 23-item scale is
considered comprehensive, and the factors taken into account are realistic,
and it is basically in line with the study’s investigation scenario. The scale
was designed to consider various factors that affect WLB and is generally
comprehensive (Allen and Seaman, 2007).

(2) Turnover Intention Scale

The scale was selected based on Mobley (1977) and modified for the
applicability to this study by removing questions that did not fit the
Chinese research context. The empirical study proved that the reliability
and validity of the scale were good. A five- point Likert scale was also
used, ranging from strongly disagree to strongly agree, with higher scores
indicating a greater propensity to leave.

g) Data Collection

In order to test the hypotheses of this study, three IT companies in Beijing
were selected as the distribution points for the questionnaire to achieve
randomness and reliability in the selection of the sample for this study.
Permission to administer the questionnaire was first obtained from these
three companies; however, for ethical and moral reasons, these three
companies were anonymised as Companies A, B and C for this study.

This study aimed to investigate the relationship between female WLB and
propensity to live in the IT industry. In order to closely follow the
objectives of this study and to test the hypotheses made, female employees
of the three IT companies A, B and C, were the primary respondents.
Krosnick (2018) proposed that any questionnaire with a sample size of 200
or more could meet the requirements of a quantitative study.

Therefore, this study set the sample size at 300, ensuring the sample size
and avoiding the problem of having too large a sample size with not
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enough time. A random sample of 300 female employees ofA, B, C was
selected. In order to ensure the reliability and randomness of the study, the
sample needed to include married and unmarried women, with and without
children, and to reflect diversity in terms of education.

Because of the impact of the new crown epidemic, offline distribution of
questionnaires was challenging to achieve. The primary method used in
this study was an online questionnaire. The advantages of the online
questionnaire method are that it saves time, labour and effort. The results
of online questionnaires are easier to process and analyse statistically
(Krosnick, 2018).

The questionnaire is designed through sojump.com and distributed through
the WeChat group, which can help this study reach a large number of
target interviewers and can help obtain a certain number of actual samples.
sojump.com is an official Chinese questionnaire platform that also
supports WeChat. Emails and other multiple recall channels allow reliable
data to be obtained in a relatively short period. The platform has a strict
confidentiality mechanism for participants’ information and meets ethical
and moral standards.

h) Data Analysis

According to the purpose and framework of this study, the following
statistical analysis was carried out on the collected data. The data analysis
was mainly carried out using SPSS25.0 software for comprehensive
analysis, and the following analysis methods were used.

1. Descriptive statistical analysis: By analysing the various characteristics
of the survey data in this study, the relationship between the
variables is further analysed by using commonly used measures to
understand the characteristics of the sample and the overall situation
reflected. Statistical analysis of the subjects’ circumstances, including
age, education level, marital status, presence of children.

2. Reliability and validity analysis: Cronbach’s alpha reliability
coefficient was used for internal consistency analysis to determine
the stability and consistency of the two scales of WLB and
propensity to leave, to determine the credibility of the two
scales(Ucgiil et al., 2017). The KMO test was used to test the
validity.

3. Correlation analysis: Correlation analysis is used to determine
whether there is some dependence between the two variables in this
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study and to analyse the direction of the specific dependence, both
positive and negative, and its degree.

4. Regression analysis: Through regression analysis, the specific form
of correlation between the two variables in this study is further
determined, as well as the degree of causality.

4. Findings

This section is divided into five main sections. The first part of the study
presents the findings of the questionnaire survey and further analyses the
findings using SPSS. The second part discusses the findings of the study
and tests the hypotheses made in the previous section. The third and fourth
sections explain the theoretical and practical value of this study.
Furthermore, in the last part, relevant recommendations are made.

a) Overview of the Research Respondents and Settings

The three selected companies, A, B and C, are all IT companies in the
Beijing area and have a certain degree of visibility and influence in China.
The questionnaires were distributed mainly to the front-line departments
of the IT companies, including the technical department, operation
department, business department and general management department.
A total of 316 questionnaires were received, excluding invalid questionnaires
that were not qualified, leaving 305 valid samples.

A descriptive analysis of the demographic variables of the respondents is
shown in Table 1.

As shown in Table 1, the age distribution of the sample in this survey was
mainly concentrated between 31-40 years old (55.08%), followed by 21-
30 years old with 32.46% and only (5.57+6.89) =12.46% of the
respondents above 41 years old.

On the whole, the level of educational attainment of the respondents was
high. Those with a bachelor’s degree or above accounted for 82.63% of
the respondents, with 32.79% of the total sample having a bachelor’s
degree and 49.84% having a master’s degree.
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Table 1. Descriptive Statistics of Demographic Variables of the

Respondents
Item Value Freq Percent
1. Age 21-30 99 32.46
31-40 168 55.08
41-50 17 5.57
>=51 21 6.89
2. Academic High School Diploma 53 17.38
Qualifications
Undergraduate Degree 100 32.79
Master’s Degree or Above 152 49.84
3. Marital Status Unmarried 76 24.92
Married 229 75.08
4. Availability of Yes 175 57.38
Children
No 130 42.62
5. Working-age 1 -2 years 35 11.48
3-5 years 93 30.49
6-7 years 84 27.54
8- 10 years 40 13.11
More Than 10 years 53 17.38
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In terms of marital status, it can be seen that married women account for a
more significant proportion of the sample, at 75.08%. Among the working
women who participated in the study, 57.83% had children, and 42.64%
did not have children.

In addition, in terms of Working-age, the proportion of employees with 3-
7 years of Working-age was relatively high, with a total of approximately
58%. Specifically, those with 1-2 years of Working-age accounted for
11.48%, while those with 3-5 years and 5-7 years accounted for 30.49%
and 27.54%, respectively. The proportion of respondents who have been
working for 8- 10 years and ten years or more is 13.11% and 17.38%.

b) Reliability and Validity of the Questionnaire

Table 2. Work-Life Balance Scale Questionnaire

6. | have enough time for persanal affairs after wark.

7. | have enough time to spend with my family.

8. | have enough time to spend with my friends.

9. | feel happy when | have a quality family life.

10. | have different responsibilities ta fulfil at different stages of my life.

11. | want ta spend more time fulfilling my aspirations/interests.

12| find it easy to concentrate on my work because of the support of my family

13. | look forward ta a harmonious relationship with my colleagues

14. | can work extra hours every day because of my enthusiasm for my work,

15. My colleagues show support when | talk about personal or family issues affecting my
work

16. My supervisor is supportive when | talk about personal or family issues affecting my
work

17. I am able to take days off on the days | have chosen thanks to the support of my work
team

18. | can completa my work within the contracted time (8 hours per shift)

19. | can spend my time as | please.

20. | can work remotely if special circumstances arise.

21. | can work overtime every day because it is a vital process in my career

22. | accept working at least 10 hours a day to maintain my workload.

23 Overall | have a balanced work-life
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It is shown in Table 2. The questionnaire is divided into five dimensions.
Q6, Q7 and Q8 are quality of life dimensions. Q9, Q10, Q11, Q12 and
Q13 are life orientation dimensions. Q14, Q17, Q22, Q21 and Q19 are
work arrangement dimensions. ql8 and Q20 are life-time needs
dimensions. Q15 and Q16 are workplace support dimensions.

Table 3. Turnover Intention Scale Questionnaire

Part 2: Intention to leave the job
Please select the level of agreement based on the reality of the situation. (1 to 5 indicates a
gradual progression from strongly agree to disagree, 1 for "Strongly disagree”. 2 far
“Disagree". 3 for "Meutral”, 4 for © Agree" and 5 for "Strongly agree”).

24. | will look for other job opportunities

25. | will accept other suitable jobs if they become awvailable

26. | can find a suitable position in another company with my current qualifications
27. | have thoughts of leaving the business
28. My current job is no longer attractive to me

The propensity to leave scale has five questions numbered Q24-Q28.

The questionnaire in this study improves the questionnaires developed by
domestic and international scholars, so it is necessary to test the reliability
and validity of the questionnaire. The reliability and validity of the
questionnaire were examined. The KMO test was used to test the validity.
The Kaiser-Meyer-Olkin (KMO) test is an indicator used to compare
simple and partial correlation coefficients between variables. Kaiser
(1970) gives the following standard KMO measures: 0.9 and above for
perfect fit, 0.8 for a good fit, 0.6-0.7 for proper fit and below 0.6 for
inferior fit(Williams et al., 2010).

For the reliability of the questionnaire, this study focuses on the internal
consistency coefficient (Cronbach alpha coefficient), which is calculated
using the Reliability Analysis function of SPSS25. o measures the
reliability of a sample. a values over 0.8 means high reliability; a values
between 0.7 and 0.8 means good reliability; a values between 0.6 and 0.7
means acceptable reliability; if o values are less than 0.6, the reliability of
the sample is poor(Bland and Altman, 1997).

The results of the reliability and validity calculations for the two scales are
shown in Table 4.
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Table 4. Results of Reliability and Validity Analysis

Variable Item KMO A

Quality of Life Q6 Q7 Q8 0.6930  0.8231

Life Orientation Q9 Q10Q11 Q12 Q13 0.8850  0.9294

Work Arrangement Q14 Q17 Q22 Q21 Q19 0.8480 0.8784

Life-time Needs Q18 Q20 0.5000 0.6137
Workplace Support Q15 Q16 0.5000 0.7916
Averagevalue 0.8087  0.8072

Turnover intention Q24 Q25 Q26 Q27 Q28 0.8710  0.8849

As can be seen from the above table, the validity of each dimension,
except for Life- time Needs and Workplace Support, ranged from 0.69 to
0.89. (Note: Life-time Needs and Workplace Support only had two
questions, so the maximum KMO was 0.5). The validity of the Propensity
to Leave scale was 0.871. Therefore, the Work-Life Scale and the
Propensity to Leave scale met the validity requirements and had good
validity.

The reliability test of this study used the Cronbach alpha coefficient as a
measure. As shown from Table 4, the mean value of the coefficients of the
factors affecting the WLB of female employees in the IT industry in five
dimensions is 0.80724. The coefficients of all dimensions are more
significant than 0.6.

The propensity to leave is a factor with a coefficient of 0.871. Bland and
Altman (1997)have concluded that a value of Cronbach a greater than 0.7
indicates a high reliability of the information. In practical studies,
Cronbach’s alpha is within the acceptable range of 0.6-0.7. Therefore, the
questionnaire used in this study has excellent and stable reliability. Hence,
the reliability and validity of the scales used in this paper are shown to
meet the requirements.
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¢) Descriptive Statistics for Overall WLB Indicators

Table 5. Descriptive Analysis of WLB Scale Results

Variable Sample Max Min Mean  Std. Median
Quality of life 305 1 5 2742 1.142 2.67
Life Orientation ~ 305 1 5 3.123  1.285 3

Work Arrangement 305 1 5 2717 1.142 2.60
Life-time Needs 305 1 5 2552 1.183 2.50
Workplace Support 305 1 5 3.085  1.250 3

Total WLB 305 1.67 447 2899 0.631 2.84

It is shown in Table 5. Firstly, it can be seen that the mean and median
values of the dimensions of quality of life, work arrangement and life-time
needs of the surveyed professional women are less than 3. Therefore, on
the whole, the degree of quality of life, work arrangement and life-time
needs of professional women are at a slightly worse level than average. It
means that the average female employee in the IT industry does not have a
high quality of life, their working arrangements are not reasonable enough,
and there is room for further optimisation. Some of their life needs are not
met.

The mean and median of the life orientation and workplace support
dimensions are more significant than 3, indicating that women’s average
life orientation and workplace support in the IT industry are high. Most
women can be supported in their workplace with a good life orientation.

The above table shows that female employees’ overall life and work
balance level in the IT industry is low. Therefore hypothesis 1 was proved.

H1: Women in the IT industry in China are in a state of work-life
imbalance.
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d) Descriptive Statistics on Turnover Intention

Table 6. Descriptive Analysis of Turnover Intention Scale Results

Variable Sample Max  Min Mean Std. Median

Turnover intention 305 1 5 3.147 1.160 3.20

As shown in Table 6, the median and mean of the propensity to leave are
both slightly more significant than three, indicating that the propensity to
leave among the professional women surveyed is at a slightly higher level
than average. Thus, in general, professional women in the IT industry have
a higher-than-average propensity to leave. In summary, Hypothesis 2 was
proved.

H2: Female employees in the IT industry in China have a high
turnover intention.

e) Correlation Analysis

The analysis of the correlation between each dimension of the Work-Life
Scale and the propensity to leave is shown in Table 7
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f) Regression Analysis

To further test the relationship between the variables, regression analysis
was conducted in this study.

B Std.Err B t p VIF

Constant 6.618 0.255 - 25.992 0.000%* -
Quality of life -0.440 0.048 -0.433 -9.155 0.000%* 2.412
Life Orientation -0.066 0.033  -0.073 -2.019 0.044* 1416
Work Arrangement -0.204 0.046  -0.201 -4.446 0.000** 2.194
Life-time Needs -0.106 0.033  -0.108 -3.166 0.002%* 1.246
Workplace Support -0.182  0.043  -0.196 -4.268 0.000%* 2.280
1. Age -0.092 0.046  -0.063 -1.988 0.048* 1.100
2.Academic -0.015 0.047 -0.010 -0.310 0.757 1.025
Qualifications

3.Marital Status -0.043 0.082 -0.016 -0.526 0.599 1.021

4.Availability of Children -0.144 0.072  -0.061 -2.001 0.046* 1.014

5. Working Age -0.063 0.028  -0.068 -2.216 0.027* 1.026

Note: R2=0.727 Adj R2=0.718

In this study, the regression equation between the variables was derived
from the regression coefficients and constant terms of the regression
analysis.

Table 8 shows the quality of life, life orientation, work arrangement, life-
time needs, workplace support, 1. Age, 2. Academic qualifications, 3.
Marital Status, 4. Availability of Children 5. Working Age was used as an
independent variable, and propensity to leave was the dependent variable
for the linear regression analysis.

From the table above, the model equation is:
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Turnover intention = 6.618 - 0.440* Quality of life - 0.066* Life
orientation - 0.204* Work arrangement - 0.106* Life-time needs - 0.182*
Workplace support - 0.092*1. Age - 0.015*2. Academic qualifications -
0.043*3. Marital status - 0.144*4. Availability of children -0.063*5.
Working Age, model R-squared value of 0.727.

The model R-squared value is 0.727, meaning the quality of life, life
orientation, work arrangement, life-time needs, workplace support, 1. Age,
2. Academic qualifications, 3. marital status, 4. Availability of children 5.
Working Age. can explain 72.7% of the variation in the turnover intention.

The model passed the F-test (F=78.394, p=0.000<0.05), which means the
quality of life, life orientation, work schedule, lifetime needs, workplace
support, 1. Age, 2. Academic qualifications, 3. marital status, 4.
Availability of children 5. Working Age, at least one of the following,
affects the turnover intention.

The regression coefficient for quality of life is -0.440 (t=-9.155,
p=0.000<0.01), which means that quality of life has a significant adverse
effect on the turnover intention.

The regression coefficient value for life orientation was -0.066 (t=-
2.019, p=0.044<0.05), implying that life orientation had a significant
negative impact on the turnover intention.

The regression coefficient for work arrangement was -0.204 (t=-4.446,
p=0.000<0.01), implying that work arrangement has a significant adverse
effect on the turnover intention.

The regression coefficient for the life-time needs was -0.106 (t=-3.166,
p=0.002<0.01), implying that life-time needs has a significant adverse
effect on the turnover intention.

The regression coefficient of workplace support was -0.182 (t=-4.268,
p=0.000<0.01), implying that workplace support has a significant negative
influence on the turnover intention.

Combining the results of the above analysis, H3 was proved. The whole
life and work balance of female employees in IT reverses to influence the
turnover intention.

H3: There is a negative relationship between the WLB and the
turnover intention of female employees in the IT industry in China.
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Demographic variables predicting the turnover intention among female
employees in the IT industry are summarised as follows.

1. The regression coefficient of Age is -0.092 (t=- 1.988, p=0.048<0.05),
which means that Age has a significant adverse effect on the turnover
intention.

2. Academic qualifications has a regression coefficient of -0.015 (t=-
0.310, p=0.757>0.05), which means that Academic qualifications do not
affect the turnover intention.

3. The regression coefficient value for Marital status is -0.043 (t=-0.526,
p=0.599>0.05), which means that marital status: does not affect the
turnover intention.

4. The regression coefficient of -0.144 (t=-2.001, p=0.046<0.05) means
that the Availability of children: has a significant adverse effect on the
turnover intention.

5. The regression coefficient was -0.063 (t=-2.216, p=0.027<0.05),
implying that working-age significantly affects the turnover intention.

In summary, the analysis shows that: quality of life, life orientation, work
arrangement, life-time needs, workplace support, 1. Age, 4. Availability of
children, 1. Working-age have a significant adverse effect on the turnover
intention. However, 2. Availability of children, 3. marital status: does not
influence the turnover intention.

5. Discussion

a) Relationship of the Findings to the Overall Research
Objectives and Research Questions

This study aims to determine whether the WLB of women in the IT
industry in China impacts employees’ turnover intention and make
recommendations to reduce employee turnover rates.

The research questions are as follows:

1. What is the level of WLB for women in the IT industry in China?
2. Is there a high turnover intention of female employees in the IT
industry in China?
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3. How does work-life balance for women in the IT industry in China
impact the turnover intention?

4. What policies and recommendations can help the Chinese IT
industry reduce female employees’ tendency to leave?

In order to answer the above research questions, this study examined and
analysed the relevant literature. Subsequently, to further address the
research questions, this study conducted an online questionnaire survey of
female employees in the IT industry in China. The aim was to collect
accurate information from the respondents to derive the overall WLB
status of female employees in the industry and their propensity to leave.
For how WLB affects employees’ propensity to leave, this paper uses
SPSS to conduct correlation and regression analysis. Secondly, this study
also aims to identify policies that can improve the WLB of female
employees in the IT industry to help IT companies retain their employees
and optimise the quality of life and work for women in the IT industry.
The research in this paper makes a practical contribution and fills a gap in
the current literature, and provides a foundation for subsequent researchers.

Firstly, the findings point out that women in the IT industry in China have
lower than average lifetime demands. Specifically, the lifetime demand
dimension has the lowest mean. It indicates that women in the IT industry
in China face more stress at work and that work and lifetime demands and
how to balance the two is the primary challenge. The coefficients for the
work time and quality of life dimensions are also below average,
indicating that employees cannot balance work and life consistently. If
they spend more energy on work, their quality of life will decrease
accordingly. If a significant amount of time is spent on life and family
friends, work arrangements negatively impact. The results of this study
also support previous literature that has become the norm over time due to
the rapid growth of the IT industry in China and the high level of pressure
within the industry(Xian et al., 2016).

However, it is worth noting that the results of this study show above-
average levels of workplace support, suggesting that some IT companies
are now aware of the WLB situation and are taking steps and policies to
help employees achieve it. As mentioned in the literature review,
managers’ understanding of employees’ lives and support at work can
improve employees’ WLB and, to some extent, increase their productivity
and their positive and rewarding attitudes towards the company(Smith,
2005).
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Furthermore, this is in line with the implication that once employees
perceive their employer as helpful and understanding in work-life
conflicts, a psychological contract is created, likely to increase employee
loyalty and thus reduce the propensity to leave (Bella and Chandran,
2019).

The second significant contribution of this study is the validation of the
negative relationship between WLB and turnover intention. Previous
literature and studies have mentioned a positive relationship between WFC
and employees’ propensity to leave, but the existing literature has been
controversial about the relationship between WLB and employees’
propensity to leave. This study fills a gap in the previous academic
literature.

The study points out that employees in the IT industry have lower levels
of WLB and a higher propensity to leave and further identifies an inverse
relationship between WLB and IT through correlation and regression
analysis.

When employees are at WLB, they are less likely to have the intention to
leave their jobs. Consistent with the findings completed by Giauque et al.
(2019) and Oosthuizen et al. (2016), this adds to the existing literature on
WLB and turnover intention. In other words, when employees can achieve
a good personal WLB and feel satisfied at work while maintaining their
quality of life, they will reward the company with a lower propensity to
leave.

Empirical studies have shown that for female knowledge workers in IT
companies, companies need to provide not only attractive remuneration
packages but also appropriate female care and training and development
space for female employees (Pandu et al., 2013). As mentioned in previous
literature, the lack of female leaders is a common phenomenon in the IT
industry. Reddy et al. (2010) suggest that providing a larger platform and
more equal opportunities for female employees is essential to build a
psychological contract. They are less likely to have the intention to leave
their jobs.

In addition, the findings found that years of experience and age were
significant predictors of intention to leave, with high years of experience
generating a sense ofjob stability. Furthermore, older people are more
conservative and less accepting of frequent job changes than younger
people (Bella and Chandran, 2019).
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In previous literature (Cooke, 2019; Yavas et al., 2008), it was suggested
that for female employees, that factor that has the most significant impact
on WLB is raising children and that most married women are unable to
balance work and family when they have children, so many women with
children in China choose to quit their jobs and become housewives.
However, the findings show that educational attainment and marital status
do not affect the workplace’s propensity to leave. This finding refutes the
notion that married women have a higher propensity to leave their jobs. It
differs from the findings of Xian et al. (2016), who suggested that women
are too busy to combine their married and working lives and have a
tendency to leave their jobs.

The author suggests that there may be two reasons for this. First, marriage
does not necessarily create a tendency to leave a job because the employee
has plans to raise children and wants to earn more money for them.
Secondly, if the spouse provides adequate support when the woman is
WEFC and helps take care of the family when she is unable to do so, this
will reduce the propensity to leave. However, it is impossible to predict
whether the employees significant other will provide support, so marital
status is also not a good predictor of the propensity to leave for female
employees. In support of previous literature, Narayanan and Savarimuthu
(2015) noted that marriage and family and family support would
contribute to female employees’ WLB.

Finally, this study identified several policies that promote WLB and
reduce female employees’ propensity to leave. The top-ranked policies
were A: flexible working, H: providing training and development
opportunities, G: creating personalised career development plans for
women and D: companies providing appropriate childcare allowances.
These policies can provide guidance and support to IT organisations.

b) Theoretical Value of this Study

WLB for employees in the IT industry has been receiving much attention.
It is due to the rapid development of the Internet in China in recent years
and the emergence of numerous IT companies. Moreover, scholars have
also discussed IT companies for their high intensity and high density of
work.

In the previous literature, the author found that most of the literature
compared the different influencing factors of female and male WLB. Very
few of the literature singled out female employees in the IT industry as the
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subject of study. Other than that, most studies have used the WFC scale to
explore the relationship with the turnover propensity to infer the relationship
between WLB and turnover propensity. The relevant conclusion is that there
is a positive relationship between WFC and propensity to leave.

This paper differs from previous studies in that the WLB scale was used in
this study. The scale is divided into five dimensions to investigate the
effect of WLB on the propensity to leave for female employees in the IT
industry. It is concluded that there is an inverse correlation between WLB
and the propensity to leave among female employees in the IT industry in
China. In addition, this study tries to identify the demographic characteristics
that can predict the propensity to leave. Therefore, the research in this
paper has theoretical implications. Furthermore, the academic contribution
is to fill a gap in the previous academic literature.

Several significant findings were obtained from this study:

1. The findings point to the WLB status of women in the Chinese IT
industry. For instance, the WLB of female employees in the IT
industry is slightly unbalanced.

2. Female employees have a high tendency to leave their jobs.

3. WLB affects the propensity to leave, and the lower the WLB level,
the higher the propensity to leave. The lower the degree of WLB,
the greater the propensity to leave.

4. The personal characteristics of employees (years of work, presence
of children, age) can predict employees’ intention to leave to a
certain extent.

Female knowledge workers in the IT industry currently reflect the delicate
WLB in their propensity to leave. How companies can improve their
employees’ WLB or find the delicate balance between work and life has
become critical in retaining talent. The findings of this study add to
previous literature and guide future research in a new reverse direction.

¢) Practical Value of this Study

Based on the study’s findings, it has been concluded that demographic
variables have a predictive impact on employees’ propensity to leave.
Companies should make use of demographic variables in their human
resource management. For example, a management system should be
developed for young women. For example, a management system should
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be established for young women and a management system for employees
with children.

Based on the survey results, this paper identifies several most popular
policies with female employees in the IT industry. For example, flexible
working, training and development opportunities, individualised career
development plans for women and appropriate company childcare
allowances. If IT companies adopt these policies, they will further promote
employee loyalty and increase organisational commitment.

The study also found that the current WLB situation for women in China’s
IT industry is not promising and is not taken seriously by companies.
However, if companies want to reduce employee turnover and cut their
losses, they need to intervene effectively on their employees’ propensity to
leave. A company’s focus on employee WLB will improve the quality of
life of its employees while increasing the company’s competitiveness.
Companies also need to consider demographic-related variables such as
age, length of service, and children when assisting employees with WLB.
Tailor policies to the individual to achieve better results and retain
knowledgeable employees.

d) Retention Advice for Female Employees in the IT Industry

Firstly, according to the findings, demographic variables can predict the
propensity of employees to leave. It is why companies should differentiate
and stratify their employees. Different policies should be adopted for
employees with different characteristics as a way to achieve better
management.

Secondly, Companies can implement flexible working hours (flexitime).
Flexible working hours increase the flexibility of working women’s
schedules. Working women can not only adjust their start and finish times
to suit their circumstances, but they can also organise their work at the
most productive times and be more productive. At the same time, flexible
working hours can also improve WLB by reducing the frequency of
conflicts between working women’s work schedules and their life plans. In
addition, flexible working hours allow working women to avoid the daily
rush hour and save time commuting to and from work, thus increasing
their free time and improving WLB. However, it is essential to note that
flexible working also requires establishing relevant rules and regulations
to discipline employees.
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Finally, Establish a comprehensive training system. Use the gap between
employees’ current competencies and their ability to do the job as the basis
for training. Research findings show that female employees believe that
companies provide training and development opportunities that promote
growth and development and strengthen their commitment to the
organisation. In addition to providing opportunities for self-growth and
career planning through various training and learning programmes and
improving work efficiency, some of the WFC caused by work efficiency
can be addressed, as well as increasing the intrinsic motivation and attitude
of employees diversifying career development opportunities.

When Faced with a career plateau, female employees are encouraged to
re-evaluate their new goals and development interests in the light of their
circumstances and willingness to develop. Similarly, for pregnant female
employees, the company can encourage them to explore their careers
again. Companies can hire professionals to provide female employees with
career planning, psychological support and guidance on work-family
issues. These initiatives can help to reduce work-related stress and reduce
WEFC for women.

6. Conclusion

This part summarises the content and main findings of this study while
pointing out the essential contributions and research implications. This one
also mentions the limitations of this study and the outlook for future
research directions.

a) Main Findings

This study aims to determine whether the WLB of women in the IT
industry in China impacts employees’ turnover intention and make
recommendations to reduce employee turnover rates.

Firstly, after relevant literature studies and questionnaires, this study found
that women in the IT industry in China have a slightly unbalanced work-
life situation. Employees have a greater propensity to leave their jobs.
These two findings provide a deeper understanding of the current work-
life situation of women in the IT industry

Secondly, the paper identifies an inverse correlation between WLB and
propensity to leave. This finding has the potential to increase the importance
that companies place on WLB. It contributes to the retention of employees
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in companies. It also contributes to female WLB in the broader IT
industry. It also fills a gap in the academic literature.

In addition, this paper identifies three demographic characteristics - length
of service, age and presence of children - as crucial predictors of propensity
to leave. This research can help companies personalise and stratify the
management of different categories of employees and achieve efficient
human resource management.

The most excellent value of this paper is that it finds that establishing
flexible work systems, providing career development opportunities for
female employees, offering maternity benefits and providing training for
women can be suitable for providing WLB. It also provides a reference
value for IT companies in general from the practical aspect.

b) Research limitations

This research focuses on female employees in the IT industry in China,
and the sample size is small. The geographical location was chosen only
for Beijing. Due to the different corporate cultures and development
models of IT companies, the geographical location and questionnaire
sample size may impact the generalisability of this study.

The WLB itself is dynamic and constantly changing. Employees’ WLB
may change over time. WLB is not a simple concept and covers a wide
range of areas. To date, there are no standardised academic scales or
measures to measure WLB, so there may be limitations to the
dimensionality and completeness of this questionnaire. It is one of the
limitations of this study.
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CHAPTER SEVEN

MOTIVATION OF MILLENNIAL EMPLOYEES
THROUGH HR PRACTICES:
A CASE STUDY OF THE CHINESE
PUBLIC SECTOR

XIN PING

1. Background and Importance of the Topic

“Motivation” is derived from the Latin word “movere”, meaning to move
(Suciu et al., 2013). The most common form of motivation in
organizations is work motivation. With work motivation, employees are
likely to complete their work more efficiently. There are three components
of motivation: direction, effort and persistence (Arnold et al., 1991).
Fellenz and Martin (2017) referred to those components and described
motivation as the force that initiates, directs and sustains behaviour.
Whether employees are motivated can affect their performance and has an
impact on the whole organization. When individuals are motivated
properly, they are able to do work with a positive attitude and this
increases their job satisfaction. In the public sector, Liu et al. (2008) found
two dimensions of public service motivation, which are attraction to public
policy making and self-sacrifice. These are both strongly and directly
related to job satisfaction.

Employee performance also benefits from high motivation, as one of the
most important factors influencing performance is the motivation to
perform well on the job and those motivators are various (Van
Knippenberg, 2000). In other words, well-motivated staff are more likely
to work happily and efficiently as well as stay with the company. For
organizations, their development and performance rely on the people
within them. The improvement of productivity relies on more than
technology, business re-engineering or organizational goals. Whether
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these approaches will be successful or fail, as Wright (2001) said,
“depends largely on the motivation of the employees who have been asked
to implement them” (p28). Therefore, many companies around the world
have paid more attention and invest more money on employees’ work
motivation (Hitka et al., 2018).

Work motivation is a topic which has been mentioned a lot in human
resource management (HRM). The concept of HRM is that it is composed
of policies promoting mutuality which will elicit commitment and in turn
yield both better economic performance and greater human development
(Walton and Lawrence, 1985). HRM, as a strategic approach to managing
people, can stimulate employees’ motivation through a series of practices.

Ulrich (1997) has identified four roles of HR managers, which are strategic
partners, administrative experts, employee champions and change agents.
Especially as strategic partners and employee champions, HR practitioners
have the responsibility to learn the needs of workers and come up with
strategies to meet those needs in order to help employees reach their full
potential. The implementation of HRM is related to a higher level of
employee commitment and contribution, which in turn is associated with a
higher level of productivity and service quality (Guest et al., 2000). Thus,
it is important for HR departments to implement practices that create a
work environment which is able to motivate employees to achieve the
desired goals of the organization (Wilton, 2016). HR functions such as
training and development, performance appraisal and reward can all
facilitate a higher work motivation of employees.

a) Shape and Scope of the Study

Although work motivation is very important for the success of companies,
there is a lack of attention in public sector organisations, which are under
continuous pressure to improve their performance (Wright, 2001).
Different people may be motivated differently according to age, gender,
culture, social environment, etc. Age and nationality (culture) are two
especially significant factors (Liu et al., 2008). Thus, one approach to
motivation may not fit all employees. Millennials are now the largest
living generation and the main workforce in the market (Cattermole,
2018), and China has the world’s largest talent market. According to a
survey of the famous Chinese recruitment company Zhaopin, there are
over 65 percent of millennial employees holding important or mid-level
management positions in companies, and millennial workers change their
jobs frequently if they are not satisfied. Therefore, it is highly important to
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learn Chinese millennial employee motivators and execute HR practices
correspondingly to satisfy these needs for the development of talents.

Herzberg’s two-factor theory is used to facilitate the identification of
employee needs. Studies have found that Chinese millennial workers
demonstrate different behaviors compared with their older counterparts in
China as well as millennials living in other countries (Zhao, 2018). So far,
only a few articles have studied work motivation in the context of Chinese
millennial employees, and therefore this paper tries to fill this gap.
Furthermore, the paper will discuss how HR practices can promote
employee motivation in order to help organizations develop and retain
their talents, which is related to Expectancy Theory.

2. Methodology

This section mainly illustrates a few key aspects of the research, including
research aim, objectives, questions, process and design. It outlines how the
research will adopt a qualitative approach with in-depth and semi-
structured interviews to examine the research questions.

a) Research Aim and Objectives

Based on the research background and the literature gap, the aim of this
study is to offer a deeper understanding about Chinese millennial
employee motivation in the context of public sector organisations and to
discuss how HR practices can promote employee motivation in order to
help organizations develop and retain their talents. Therefore, the paper
hopes to bring both practical and theoretical values, whereby the objectives
of this research can be generalized into four, namely:

1) To deepen the understanding of the current Chinese millennial
employee motivators, especially in the public sector.

2) To offer an overview of the current incentive mechanisms in the
Chinese public sector.

3) To evaluate the validity and contemporary practicability of the two-
factor theory and Expectancy Theory.

4) To link work motivation with HR practices, in order to help public
organizations better motivate, develop and retain staff.
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b) Research Questions

To achieve the aim and objectives listed above, this study tries to answer
the following four research questions:

Q1: What are the main motivators for millennial employees of the Chinese
public sector?

Q2: Do these satisfiers and hygiene factors cause motivation and
demotivation separately for Chinese millennial employees in the public
sector?

Q3: Do Chinese millennial public workers place more value on intrinsic
than extrinsic motivators?

Q4: What HR practices can be adopted to better motivate millennial
employees in the Chinese public sector?

¢) Data Collection

This study is based on a qualitative research method, which includes the
use and analysis of primary data and secondary data. Qualitative research
is able to help scholars understand human behaviour from informants’
viewpoints and assumes a dynamic and negotiated reality (Minchiello at
al.,, 1990). It is not necessary to have enormous research samples
compared with the quantitative research method. The primary data in this
study is gathered from semi-structured and in-depth interviews. The
strength of primary data is that it is up-to-date and it gives conclusive
results. Semi-structured and in-depth interviews allow interviewers to ask
open-ended questions. More importantly, depending on the answers of the
interviewees, questions may be expanded in order to gain a deeper
understanding of employees’ thoughts. This flexibility is another advantage
of collecting primary data. All interviews were delivered through the
communication APP in Chinese and have been audio-recorded with the
consent of participants, because this has been more efficient and safer in
the Covid-19 situation. Millennials are comfortable with technology
(Erickson, 2012) and thus it has not been a problem for them to use
technical tools. On the other hand, secondary data is also needed in this
study to enrich the background information and enable the author to relate
interview results with those secondary data to draw a comprehensive
conclusion.
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d) Research Design

The original research method used by Herzberg in his study is the critical
incident method. The employees were asked about their exceptionally
good and bad working experiences and how long they had lasted. This
methodology was also employed by Kultalahti et al. (2014). Their study
aimed to find out the contemporary relevance of Herzberg’s two-factor
theory, especially among Generation Y, but not in the context of China.
They chose the method of MEBS which can be considered as passive role-
playing. Two stories were provided to participants on Facebook. One was
a positive story describing an employee feeling motivated and energetic
after he or she came home from work and the other was a negative story
describing the same employee feeling demotivated and extremely tired
after he or she came home from work. TThe interviewers then asked
respondents to imagine why that employee had positive and negative
feelings. In order to answer the research questions 1 and 2, this study
aimed to combine Herzberg and Kultalahti’s interview questions and
present two stories to the interviewees as follows:

(1) Positive story:

Imagine you go to work one day, and really look forward to the upcoming
work and the day you will spend. At work, you have an emotional desire to
actively complete tasks and are willing to do extra work. Generally
speaking, you are passionate about your job and do not feel bored. After
work, you will look forward to the second working day. Why do you think
you are so motivated to work like this?

(2) Negative story:

Imagine that you go to work one day, and feel stressed or tired by the
work to be done and the day to be spent. You feel very depressed at work
and feel that you are doing work passively. You will only complete the
tasks assigned by your manager, and will not take any initiative to
complete more. After work you are happy and relieved. Why do you think
you are so unmotivated to work like this?

Besides the two scenario imagination questions, a few other open-ended
questions related to HR practices and the Expectancy Theory were also
asked in order to answer research questions 3 and 4 (key interview
questions can be seen in the Appendix). Depending on the answers of the
interviewees, questions may be expanded in order to have a deeper
understanding of employees’ thoughts, which is a strength of conducting
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interviews. There were extra questions for HR practitioners too. All
questions were translated into Chinese in accordance with the original
meaning of English, so as to avoid possible problems in interview and
communication.

e) Ethical Considerations

The relevant ethical issues of this research are mainly two: the information
confidentiality and the participants’ health considerations because of the
Covid-19 situation. Before the interview process, all interviewees who
were happy to participate in it completed and signed the consent forms and
they had the right to withdraw at any time without giving a reason.
Participants’ personal information and the names of organizations were
anonymous. For those interviewees who were willing to be recorded
during the interviews, the recordings were only saved in the author’s
encrypted personal computers, and all the data will be retained for 1 year
only. All information will not be shared with any other organization as it is
only used for the academic purposes of this paper. In the special Covid-19
situation, the author first contacted them through WeChat app and had all
the interviews through Tencent Meeting or WeChat without meeting
interviewees in person, which followed the health instruction.

f) Research Process

The key research process can be summarized in a flow chart as below:

v \ \

In mid April  in mid May in early June in early July

Figure 2 Key interview process

3. Data Analysis

In this part, the sample organizations’ background and participants’
profiles are elaborated. The interview data is analyzed and quoted to
enable further discussion, which includes three parts: employee motivation
factors, intrinsic and extrinsic motivation and work motivation related to
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HR practices. This section provides the proof of research findings which
will be discussed in the next part.

a) Organizational Background and Participants’ Profiles

Three Chinese public sector organisations in three different industries
provided the sample of this research. They are named organization A, B
and C for reasons of confidentiality. The reasons those three organizations
were chosen are that firstly, the more different types of public sector
organisation are studied, the more comprehensive and rigorous the
research results will be. Secondly, the author’s personal network gave
access to those three organizations, which made the interview process
easier, and interviewees were able to answer questions more freely and
honestly. However, the author does not have work experience, thus the
employees who can be reached are limited. A total of 20 millennial
employees were interviewed and there were 6 or 7 participants from each
of the organizations. They were either invited through personal contacts or
a snowball method. Among the interviewees there were 10 males and 10
females; 6 people’s jobs involved direct contact with citizens, and 14
people were office workers. Broken down by age, 11 of the participants
grew up in the 90s and 9 grew up in the 80s. There were both low-level
and high-level staff as well as HR practitioners among the 20 respondents.
The sample thus contained good variety and wide dispersion. Each
interview lasted for 30 to 60 minutes, and included 17 to 21 open-ended
questions in order to have a deeper conversation with each participant, and
if necessary, the author contacted them for a second or third time to
receive enough information.

b) Data Analysis

Thematic analysis or content analysis is a common way to analyze
qualitative data. Considering the use of interviews, the thematic analysis
method was applied in this article in order to further examine the data.
Interviewees’ statements were coded and summarized into themes through
iterative comparison.

¢) Employee Motivation Factors

Through the positive and negative scenario imagination questions, a few
answers were repeated many times.
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(a) The benefits of work, especially in terms of tangible pay, are extremely
important motivators for the interviewees. When the salary cannot meet
personal expectations, or cannot meet a certain level, part of the meaning
of the job is lost for some people. A percentage of interviewers held the
opinion that pay and return, especially the return of money, should be
proportional. If they received a satisfying payment, they were likely to feel
that their effort has paid off. Three of them even mentioned that material
rewards were the only factor that could affect their positive or negative
attitude towards work. This is especially true of millennial respondents
who already have children and those who have just entered the workforce.

“To be honest, in real life, most people work hard for money, because they
have to make a living or want to have a better life. The best way to
motivate staff is to give them bonuses. For work, only positive slogans are
useless. Most of the motivation comes from the material level.

(b) The degree of devotion or interest in the work would affect the
enthusiasm of the interviewees to a certain extent. Loving the job from the
bottom of one’s heart was the first factor many respondents mentioned. If
there was a lack of love for the content of the job, it may cause people to
complete tasks mechanically instead of completing a job more willingly
and efficiently. The initiative of employees and the quality of work were
likely to be lost in such cases.

“When I am engaged in work I am interested in, I will be very happy when
1 go to work every day, and I may even look forward to the next day’s
work.

“If I do not love my job but have to choose it for some other reasons, such
as family factors, salary considerations and so on, I will feel that I am not
very motivated to work.

The intensity of the work and the repetitiveness of the work content were
also mentioned in the negative story. Some millennial employees chose to
work in governmental services because they felt that compared with
private companies, the intensity of work here would not be great. At the
same time, the higher the repetition of work content, the faster the
enthusiasm of employees will be exhausted.

“Excessive work intensity will make me unable to adapt physically or
mentally, so I chose to come to governmental services......I have been
working for 10 years and feel like my work is the same thing every day,
and I'm already very skilled. As a result, this makes me less passionate
about my job than when I first started.
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Another point is that when the work content is too difficult and makes
employees feel that their personal abilities are inadequate, job motivation
is sacrificed. On the other hand, they also value tasks that are varied and
challenging, which can indicate that medium task difficulty is most
motivating for millennial employees. This not only gives employees the
will to complete their tasks, but also allows them to benefit from personal
growth.

“If I find that my abilities are not sufficient for a task, my drive will be
insufficient. But at the same time, I also hope that the work content of my
organization will be challenging, so that I have room to learn. *

(¢) It is inevitable that there will be collaboration and communication with
colleagues and leaders at work, and this factor seems to be crucial for
motivation. Three interviewees were colleagues in the same department in
the same organization. When answering why they felt enthusiastic and
motivated for work, they all said that the relationship between colleagues
was very harmonious. They would look forward to the second working
day because they could meet each other and they always supported one
another at work. There were also three millennials who had just joined
different organizations for about 3 years who pointed out that they
currently had “tutors” to help them to complete the main work. Usually
their tutors are colleagues who have more years of work experience than
themselves. Thus, their relationship with their “tutors” affected their
motivation for work as well. On the other hand it is important to get along
with direct supervisors. It can be inferred from the interviewees’ stories
that millennials may have a more positive work attitude when a supervisor
is willing to pass on his or her knowledge to employees and give them the
necessary recognition for their work. In contrast, when the leader does not
care about the work of the subordinates, does not provide support, puts
great pressure on employees or abuses power, the employees may suffer
from mental stress and lose their motivation to work. Eventually, they
could even leave the organization for this reason.

“One of the reasons I go to work happily every day is that I can meet and
chat with colleagues who work together. We are about the same age so we
are also good friends in private.

“I have changed a few jobs so far, and every time I change jobs, I leave
because of the lack of coordination with the direct leader or the team, or a
personality clash.
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(d) After the interview, it was discovered that millennials also valued
personal development and growth in the future,for which one of the most
direct factors was the promotion mechanism. Several respondents admitted
that the biggest problem they faced now in the workplace was the
difficulty in getting promotion. They believed that their organization’s
promotion was slow because there were fewer managerial positions with
very low turnover, to which one can only get promotion once the leader
retires. In addition, whether employees are able to learn new knowledge
and skills in the work process and enrich their personal experience is also
one of the motivations for work.

“The most troublesome problem for me at the moment is that there is no
way to know when I can be promoted. This is not the same as the system of
a private company. We will automatically ‘be promoted’ once every two
years, but it has nothing to do with getting power. It is just about a little
salary increase. Promotions depend on luck and opportunity, followed by
personal abilities. **

“I have a strong self-learning expectation. In my current job, I can always
learn new knowledge and improve my abilities through exposure to new
fields. This is one of the reasons why I am motivated to work.

(e) The word “sense of accomplishment” at work also appeared several
times in some stories. A sense of accomplishment can be summarized into
two aspects: The first is that the individual can see the results after putting
in the hard work, whether it brings benefits to the institution or influences
others. Such gains can give millennials a sense of accomplishment and
motivation by considering their work meaningful and making a difference.
In contrast, those respondents whose work involved serving citizens
directly, believed that their motivation was severely reduced when they
were not respected and understood by the people they served. The second
aspect is the influence of the organization on society. This may be related
to the nature of public institutions. Such organizations have a higher status
in society and have certain powers. Millennial employees working in this
type of organization are usually supported and affirmed by their family
members in China. The higher the social influence of the organization
itself, the easier it is for employees to feel a sense of accomplishment at
work as part of it.

“I think my organization has contributed to the development of the country
and has a certain degree of visibility and recognition in the society. This
makes me proud to work in such an organization......However, sometimes
citizens who come to ask questions may have disputes with our staff due to
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long queues or other reasons. If this kind of thing happens, I will be in a
bad mood all day. *

(f) Almost all respondents agreed that red tape and hierarchy exist in their
public institutions, which streamlined their work. According to participants’
responses, due to the nature of the organization, most employees were just
ordinary members of the organization and had no ability to make major
decisions. In addition, there was not much room for flexibility in the
workplace, including work method or work time, etc. Although some
interviewees mentioned that these factors could affect their work
motivation, for example, they thought that their work was too limited,
there was no room for development, and the project approval process was
too cumbersome and time-consuming. However, it is interesting to note
that some of the respondents did not feel this had an impact on their
motivation to work, for they knew from the start that this job would take
on this form, and they became more accustomed to it after working in the
company for a long time.

“All business decisions of the organization are based on seeking stable
development. Without innovation, everything must follow the instructions
of superiors. This makes me feel helpless sometimes. *

“Although reviewing a certain project requires multiple levels of approval
by direct leaders, cross-level leaders, financial departments, etc., which
may be troublesome, I also understand that this is the normal process of
the organization, and no party will deliberately delay the approval
process.

(g) It is a little unexpected that the work-life balance has not been
mentioned repeatedly. However, some interviewees mentioned that
personal life had impact on his or her state at work in some degree. When
they were in good physical and mental state, emotionally stable, and
everything is fine at home, it would be easier to feel motivated at work. It
can be concluded that long-term or frequent overtime work at short notice
can make millennials feel uncomfortable and resistant.

“If I come to work today in a very good state, I will work harder today
with a positive attitude.

“I particularly hate to work overtime at short notice because it will disrupt
my personal planning and arrangements. If things go on like this, I may
have negative feelings about work. *
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(h) The stability of the job, or the sense of security at work, was derived in
the context of lack of motivation. However, not many participants took the
initiative to raise this point. Interestingly, most of the time respondents
chose to work in public offices under the consideration of the advantage of
its job stability, but when they have been working for a while, they found
that they had a fixed upper salary level, and they almost never faced the
risk of being laid off, which were all forms of job security. This kind of
low work stress made them sometimes slack in their work.

“The salary level is hardly related to my work performance. The long-term
easy working state makes me lazy at some point. *

The table below is the summary of those interview findings and a total of 8
themes can be generated. These 8 themes can also be understood as the
main motivators of Chinese millennial employees in the public sector. The
content of the table is displayed in the order from the most frequently
mentioned topics to the least frequent topics mentioned by the
interviewees, which means that the salary factor is the greatest source of
motivation and job security factor is the lowest source of motivation.

Table 1 Main employee motivation (source: author’s own analysis)

Key words from interviews Themes

1 High/low wages Salary
Tangible benefits

2 A boring job
The love to my job Work content

Complexity of tasks
The finish of an important project

3 The attitude of leaders

Relationship with colleagues
Cross-functional communication

Interpersonal relationships

Possibility of promotion
The opportunity to learn new things

Personal growth and
development

Be able to see the impact of a task
The respect/disrespect of the public
Social influence and status

Sense of achievement

Not able to make own decisions
Flexibility in work methods

Autonomy

Work overtime

Personal interests or hobbies
Private life

Personal status

Work-life balance

Stable pay levels
Almost no risk of being fired

Job security

- printed on 2/9/2023 4:25 AMvia

. Al'l use subject to https://ww.ebsco.conlterns-of-use




EBSCOhost -

Motivation of Millennial Employees through HR Practices 207

d) Intrinsic and Extrinsic Motivation

In addition, the results showed that /4 respondents tended to agree that
extrinsic motivation has a greater impact on them than intrinsic motivation,
while only 6 respondents tended to agree that intrinsic motivation is more
important to them. The reasons why a large proportion of participants
placed more value on extrinsic motivation are:

(1) The main reason is the same as the above mentioned: that the most
important work motivation of the interviewees is money. A lot of people
mentioned that “my current pursuit of work is to make money”, “other
benefits are of no practical significance, and wages are the most tangible
reward”, “in reality, intrinsic motivation accounts for too little, and
everyone needs money to support their families or for a better quality of

life”. There were many similar statements.

(2) Another reason given by some respondents was that they did not like
their current job so much: “I do not work because I like the job but I have
to”. Or after many years of work, their freshness in the content of the work
has gone. In addition, their motivation for work was also diminished by
the unchanged content of their work: “my mindset is very different from
when I first joined my organization. I am not as passionate about my job
as | was before”. This lack of internal motivation has made millennials
more externally motivated.

(3) A small percentage of respondents also mentioned the importance of
interpersonal relationships and work-life balance: “a large part of the
reason I like working now is that I get along well with my colleagues”,
“the reason why people choose to work in a public sector instead of a
private one is that there are few overtime hours here and the working hours
are regular”. Thus, many respondents considered extrinsic motivation to
play a better role than intrinsic.

For a small number of interviewees who pay more attention to intrinsic
motivation, they can be divided into the following two categories:

a. Individuals who have worked hard to reach middle or senior
management positions, hence they are satisfied with the salary level and
their families are stable, which make them pay more attention to self-
sublimation and self-learning in the workplace. For example, one
interviewee said: “I have been less likely to be influenced by the outside
world now, and I do not only use work as a means of making money. |
want to grow through constant innovation”.
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b. After having a long period of working experience, an individual still
loves his or her job. This type of person thinks that the love of work is the
most important source of motivation: “I like to help others, and I like to
communicate with others which is exactly what I do now. If I receive
credit and recognition for my work, it will make me more happy”.
Conversely, respondents who engaged with clients in particular noted that
once their work was not understood and respected by others, their
motivation for work would suffer.

e) Work Motivation Related to HR Practices

According to Vroom’s expectancy theory, the ‘expectancy’ and
‘instrumentality’ elements are related to HR practices. Among the six HR
functions, this study is focusing on three aspects which have a closer link
with the Expectancy Theory: training, performance appraisal and reward
management.

1. Training

Although the three case study organizations have different training
programmes, they are similar and may be concerned with any of the
following: professional skills, IT skills, interpersonal skills, personal
skills, management training, training in organizational procedures and
Communist Party history and political training. According to the
interviewees, the training techniques usually take the forms of lecture or
case study. During the interviews, the author asked several questions in
order to find out whether the interviewees think training events in their
organizations are useful and are able to promote employee motivation. /2
participants argued that training could boost their motivation greatly, 4
participants gave positive responses but thought its effect was not
significant, and 4 participants did not think the training programmes
provided could affect their work motivation at all (Figure 3).

Those millennials who agreed that training has a positive relationship with
work motivation provided several viewpoints:

Firstly, training can provide employees with opportunities to improve their
professional skills, communication skills, leadership skills and other
comprehensive skills. Especially when new learning skills actually
improve their own work efficiency, personal work motivation is also
enhanced: “Through the training organized by the company, I have
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learned a lot of useful skills, which are very helpful to my work, so I am
willing to participate in more similar training programmes”.

Figure 3 Respondents’ opinion related to training activities

TRAINING ACTIVETIES ARE ABLE TO
AFFECT MY WORK MOTIVATION
POSITIVELY

Not at all
20%

In a small In a large
extent extent
20% 60%

Source: Authors’ own statistical analysis

Secondly, training has broadened the horizons of employees and increased
their interest. Training lecturers are usually very experienced people.
Through company training programmes, trainees can access knowledge
that is not accessible to the outside world: “The trainers who come to train
us are people with strong professional abilities and even celebrities with
certain social influence. Through their stories and novel cases, I have
broadened my horizons and gained a new understanding about my work”.

Thirdly, training enables participants to gain work skills, which is of great
help to the improvement of employees’ self-confidence. Millennials will
be more confident in completing tasks in the future, after their personal
ability is improved, thereby generating stronger work motivation: “When [
first came to work, I did not understand anything, but I was able to
accomplish more and more tasks by myself through a series of training
courses”.
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Fourthly, respondents believe that providing employee training activities
is a sign that companies value their employees. In particular, the company
may have the opportunity to go to other places for training, or provide
employees with more learning platforms.

Finally, the Communist Party history and political training makes trainees
more active and progressive in their thinking, and improves their political
literacy, dedication and the spirit of serving the people.

The small proportion of the sample millennials who did not think the
training programmes could affect their work motivation were dissatisfied
with the training content or the training techniques or the time training
took place. Some interviewees pointed out that the training in their
organization was designed to benefit as many employees as possible, thus
most of the teaching content was about improving personal communication,
leadership and so on. In other words, it was not professional and targeted
enough. They tended to think that there were only a few useful
programmes, and that most of the knowledge delivered by lecturers had
nothing to do with their daily work. On the other hand, even if there was
training on professional knowledge, the form of training was mostly
lectures. The trainees could only watch the screen and listen to the lecturer
which turned it to a boring class and the trainees could absorb too little
knowledge in a training session. One of the interviewees also said that the
scenarios encountered in actual work vary so that the content of a Power
Point presentation can rarely be applied to the actual work.

2. Performance Appraisal and Reward Management

The interview questions included asking millennial employees about their
opinion on the relationship between performance appraisal and work
motivation. The finding was a little unexpected: 10 participants argued
that the performance appraisal in their organization could not affect their
work motivation at all. 6 participants thought there was a positive
relationship between the two factors but they thought the impact of
performance appraisal on work motivation was small. Only 4 participants
agreed that the current performance appraisal system could boost their
motivation greatly (Figure 4). Depending on the nature of different
positions, there are quarterly evaluations, annual evaluations, or a combination
of the two in the three sample organizations.
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Figure 4 Respondents’ opinion related to performance appraisal
PERFORMANCE APPRAISAL IS ABLE TO
AFFECT MY WORK MOTIVATION POSITIVELY

In a large
extent 20%

Not at all
50%

In a small
extent 30%

Source: Authors’ own statistical analysis

Those millennials who held a negative point of view on this question or
did not think performance appraisal was able to affect employee
motivation to a great extent gave similar reasons:

On the one hand, most people think that the performance appraisal in their
institutions is a kind of process, which has no practical meaning. This is
reflected in the fact that some employees pointed out that the way they
were assessed was just a personal review, which was similar to writing a
personal summary and reviewing their work in the first quarter or year.
Some interviewees said that although the company implemented a 360-
degree performance appraisal which included the evaluation from the
leaders and colleagues, they all see each other as “face” which means they
are compatible with each other. This phenomenon has also been found in
other research studies in Chinese public services (Guo, 2016). Therefore,
these performance appraisals are often not based on actual personal work
performance: “Our performance appraisal is very simple, it is to tick the
questionnaire. The appraisal results of colleagues are almost the same.”
In addition, most respondents working in public services do not have key
performance indicators (KPI), hence their appraisals will not involve KPI
assessment. Thus there is almost no difference in the performance
appraisal results of employees.
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On the other hand, the performance appraisal and reward mechanism are
not well integrated. Even if the performance appraisal results of some
employees are relatively better than others, they will not be rewarded
much: “better performers may receive a little more bonus but the amount
is almost negligible”. More than half of respondents believed that
performance appraisal results have little or no effect on wages. 18
respondents out of 20 perceived performance appraisal results that were
not or only marginally related to promotion. The main reason is still that
there is too little variability in the results of performance evaluations, so it
is unlikely to be a major factor affecting employee salary and promotion.
The result of the appraisal has the most direct impact on the selection of
the “Excellent Employee”. Although employees of the three public
organizations gave different names for this title, the selection of the best
performer is a culture in all three organizations. However, regarding the
significance of this honorary title, the interviewee said: “If is more of a
spiritual level of encouragement, and a small amount of rewards will be
issued, but it will not have much impact on other aspects”. Thus, this
mechanism did not motivate most respondents to work hard either.

Two reasons were mentioned by 4 respondents who believed performance
appraisal had a direct impact on job motivation. One reason was that their
performance appraisal is directly related to KPI due to the special nature of
their work, so the evaluation results are able to directly affect their bonus
to a great extent. This allowed them to perform better in their daily work
in order to get better assessment results. A secondary reason was that only
two interviewees mentioned that the selection of the “Excellent Employee”
was motivating for them. Although there were no tangible rewards, they
wanted the title in order to gain the admiration of their colleagues.

4. Discussion on Findings

This part focuses on giving the answers and explanations for the four
research questions. It has recognized that some findings are in line with
previous studies and theories while some are not. By linking the
Expectancy Theory and HR practices, the study also provides reference for
organizations.

a) Employee Motivation (Research Question 1)

The first research question of this study was “What are the main
motivators for millennial employees of the Chinese public sector?”. These
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research findings were generally in line with some earlier studies (eg
Cennamo and Gardner, 2008; Wong et al., 2008; Kultalahti et al., 2014;
Zhao, 2018): salary, work content, interpersonal relationships, personal
growth and development, sense of achievement, autonomy, work-life
balance and job security were important factors of motivation according to
the stories of the millennials. However, the quantitative data of this
research shows some views that are different from the previous research or
are supplements to the existing research.

Firstly, the amount of salary was the most crucial factor for the sample of
the Chinese public organisations’ millennial employees in this study. Such
emphasis on money was not commonly seen in many studies in the
literature. However, it is easy to understand why people or millennials in
this context are attracted to this factor. Money is “a powerful force
because it is linked directly or indirectly to the satisfaction of many needs”
(Armstrong and Taylor, 2020, p267). It obviously satisfies the need for
survival and, as salary can also show that one is recognized and valued by
the organization, the need for self-esteem is also satisfied. This is
consistent with Maslow’s hierarchy of needs theory, which requires money
in exchange for the most basic physiological needs of human beings, after
which there will be more advanced requirements (Maslow, 1954). In
particular, the millennial generation includes the age group that has not
been the workplace very long and also the age group that are raising their
children. Thus, most of them are at a stage where they need money to
provide what they need in life. Results also indirectly showed that a
portion of the millennium generation employees in the Chinese public
sector were not very satisfied with their salary level, leading many
respondents to first think of extrinsic job motivation. Another point worth
mentioning is that most public sector organisations pay a fixed salary.
Therefore, if employees work very hard but their income does not increase
accordingly, their work enthusiasm is easily affected. In some cases,
employees may even intentionally reduce the quality of their work to
match their salary level.

Secondly, Hofstede (2011) has recognized that China has a high power
distance compared with other countries, which can slow the communication
process, make the power more centralized and increase the red tape in an
organization. This is especially true in governmental services and some of
the employee motivation may be affected by this factor. Leadership in
Chinese public organisations may be more powerful and authoritative;
hence the boundaries between superiors and subordinates are clearer
(Fisher and Yuan, 1998). This makes millennials pay more attention to the
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relationship with leaders. Leaders’ praise and criticism may have a
significant impact on employee motivation for work. Additionally, the
leaders of such organizations have greater decision-making power, which
reduces the flexibility of ordinary employees’ work and makes it difficult
for them to make their own decisions. This is coupled with the fact that
Chinese millennials were born under the one-child policy, as a result of
which they received undivided love from their parents. They are a little
spoiled and may have a self-centered lifestyle. Therefore, the top-down
order of command and the emphasis on regulations in governmental
services generates a need for autonomy in millennials in order to work
happily. Moreover, literature has indicated that millennials have a strong
desire for self-realization. On the basis of completing their work, they also
want to feel that they are making a difference (eg Parry et al. 2012; Zhao
2018). In such governmental services with high power distance, this
demand may also be highlighted.

Thirdly, unlike some of the previous studies on millennial motivation
which revealed that work-life balance was a key factor among all the
motivators (eg Greig, 2009; Raina and Roebuck, 2014; Cattermole, 2018),
the interviewees in this study did not focus too much on this issue.
However, we can not draw the conclusion that Chinese millennials do not
care about this factor. The author found that rather than saying that the
interviewees did not have the need for work-life balance, it was better to
say that the work in a public sector has usually met their needs in this
regard, so few interviewees actively mentioned this point. 14 of the 20
interviewees said that they did not or rarely worked overtime and that they
had plenty of time for their private life. Therefore, while work-life balance
could affect their motivation to work, they rarely experienced the impact
of it in person and had become accustomed to the regular working hours.
To sum up, millennials’ less emphasis on work-life balance is highly
related to the organizational culture of the Chinese public sector.

A similar situation can be reflected in the aspect of job safety. All the 20
participants rated their organizations as having a high job security level.
There was hardly any chance that employees could be dismissed unless
they seriously violated company regulations and they also enjoyed a stable
salary. During the pandemic, no one lost their jobs. Many millennials also
took this for granted so they did not mention this factor very often either.
Furthermore, this environment in the Chinese public sector may lead to a
low employee turnover rate which may decrease the rate of promotion
correspondingly. There are many capable employees in the organization
but too few promotion positions and most of them can only wait for the
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leader to retire. This prompts millennials to demand better personal
growth.

b) Satisfiers and Hygiene Factors in the Two-factor Theory
(Research Question 2)

The second research question of this study was “ Do satisfiers and
hygiene factors cause motivation and demotivation separately for Chinese
millennial employees in the public sector? “ In order to analyse this
question, the author used a table to classify the main findings of
interviewees’ stories into two categories (Table 2).

Table 2 Main findings of the stories (source: author’s own analysis)

Positive, motivating stories | Negative, demotivating
stories
Satisfiers Love the job Do not like the content of the
(intrinsic Interesting work content job
motivation) | Possibility of learning and | Doing the job without a
growing sense of achievement
Sense of achievement Being given too difficult
Autonomy tasks
Recognized by leaders or Feeling not being respected
customers
Hygiene Good pay Poor salary
factors Nice work community Bad working environment
(extrinsic Job security Do not have chance to be
motivation) | Work-life balance promoted
Not getting along well with
colleagues and leaders
Job security
Often work overtime
Something happened at
home

It could be seen from the result that both satisfiers and hygiene factors
could motivate or demotivate millennials. Some factors appeared in both
motivating and demotivating stories. For example, good pay and a nice
work community as hygiene factors could also positively motivate employees.
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Job security for some millennials was the factor that could make them
loyal to the organization and motivate them. For other millennials, the
guarantee of job security may cause less chance of promotion and
employees may become lazy and demotivated. Therefore, this study
indicates that people construct their ideas of motivation at work differently
from the analysis of Herzberg’s two-factor theory, which suggested that
separate factors cause motivation and demotivation. The results of this
study are in line with the research of Kultalahti et al. (2014). However, it
appeared that there were more satisfiers than hygiene factors in the
motivating stories and more hygiene factors than satisfiers in the
demotivating stories. This may indicate that satisfiers could have more
impact on motivating millennials and hygiene factors are more likely to
make people demotivated, but these two kinds of factors did not control
motivation and demotivation separately.

¢) Importance of Intrinsic Motivation versus Extrinsic
Motivation (Research Question 3)

The third research question of this study was “ Do Chinese millennial
public workers place more value on intrinsic than extrinsic motivators? *
Depending on the research data, the answer seemed to be no. 14
respondents suggested that extrinsic motivation had a greater impact on
them and 6 respondents placed more value on intrinsic motivation. This
result is related to millennial respondents’ emphasis on salary. In the first
research question, salary was the most frequently mentioned motivator.
This may be related to the culture of long term orientation in China
(Hofstede, 2011). Chinese people generally like to save money, and in
particular many people regard saving money to buy a house of their own
as the goal of their work (Kirkman et al., 2006). Therefore, the goal of
making money is the first reason why most millennial employees place
more emphasis on extrinsic motivation.

Another reason is that when the interviewees were asked why they chose
to work in a governmental service, the reasons they gave were mainly
focused on two points: job security or stability and the ideas instilled by
their elders. This caused some employees to work in the public sector not
out of their own interests. At the same time, the need for job stability
focused their attention on the balance between work and life, which is
another extrinsic motivation. The interview sample consisted mostly of
office workers who served citizens less directly, thus there was also
insufficient internal motivation for self-sacrifice among the public sector’s

printed on 2/9/2023 4:25 AMvia . All use subject to https://ww.ebsco.conl terms-of-use



Motivation of Millennial Employees through HR Practices 217

employees, as found in previous studies by Liu et al. (2008). After
comprehensive consideration, it seems that the lack of these internal
motivations makes millennials more likely to pursue external stimulation
and incentives.

In contrast, the few millennials saying that intrinsic motivation was more
important indicated that they had reached management positions in the
organization, and the salary had also met their own needs. Some other
people’s goal was to do what they liked without caring about money and
social status. But all in all, the millennial employees who pursue the
richness of their inner world are not as numerous as the millennial
employees who pursue the richness of the material world.

There are also differences in the answers to this question between
millennials who grew up in the 80s and 90s. Among the 6 millennial
respondents who believed that intrinsic motivation is more important than
extrinsic motivation, five were born in the 80s and only one is born in the
90s. In the overall interview, the 80s generation also took the initiative to
put forward more internal motivations, such as the need for self-growth,
challenging work and a sense of achievement. This may be related to the
different life stages of the 80s and 90s generations. The younger 90s
generation have just entered the workplace, and there are not many
opportunities for promotion and salaries are relatively low, especially in
public services. Some other people born in the 90s are at the stage of
forming a family with high life pressure. As a result, their focus of work
may be more biased towards working hard to earn money to live. The 80s
generation are relatively further on in their career and they may already be
in a high position in the company. Their family situation is also more
stable, hence they can pay more attention to the work content and the
promotion of self-value through their job.

d) Suggestions on HR Practices (Research Question 4)

The final research question of this study was “What HR practices can be
adopted to better motivate millennial employees in the Chinese public
sector?” According to Vroom’s expectancy theory: expectancy,
instrumentality and valence are the three factors that are able to affect
employee motivation.
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e) Expectancy

Expectancy is the belief that effort will lead to performance. This factor is
more closely related to the training function of HR. According to the
interview result, 75% of respondents tended to agree that organizational
training has a positive relationship with work motivation. They believed
that training could improve their skills, including professional skills or
general skills, etc. Training could also broaden the horizons of employees
and expose them to more knowledge that is not accessible outside the
organization. As employees explored new ways of working, there was a
willingness to proactively apply these methods to their actual work
scenario. The Communist Party history and political training also played a
role in strengthening their work beliefs. Therefore, according to Expectancy
Theory, training has improved the overall abilities of millennial employees
and allowed them to see the rewards of the efforts from others’ examples
(lecturers). Furthermore, millennials will have more confidence in their
work and are willing to apply the knowledge they have learned to practical
work in the future. Eventually it has an impact on their expectations,
making them more convinced that effort will lead to performance.

In contrast, the millennial employees who stated in the interview that
training did not enhance their motivation at work did not think that
training was not motivating, but the content and format of company
training they were exposed to made them unable to learn and improve their
skills, hence they doubted that training would affect their motivation. For
example, some organizational training courses were not professional and
had less relevance to the actual work scene. Most of the training was
carried out in the form of lectures, and the trainees found it easy to accept
knowledge passively, which made them less motivated to participate in
training. Therefore, if it can help employees to actually improve their
skills and abilities at the end of training, the “expectancy” factor can be
enhanced, which is a contribution to the enhancing of employee motivation.

Although the majority of respondents found their current training useful,
some issues have been identified by the study and certain HR practices can
be carried out to deal with them :

First of all, training should not be a mere formality, but more content-rich
training should be carried out so that employees can gain practical skills
and knowledge. Decisions about whether or not to provide training and
what type of training should be provided, have generally been based on the
analysis of training needs in an organization (Taylor and O’Driscoll,
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1998). There are a few theories guiding the process of training needs
analysis. McGehee and Thayer (1961) suggested an organization-task-
person analysis framework which indicates that before the training takes
place, the HR department needs to analyse the needs from the perspective
of organization, task and person. Therefore, an employee questionnaire
survey can be conducted so that the training content is more in line with
the actual needs of participants.

Second, since the research has found that the training methods of Chinese
public organisations are relatively unvaried, providing more varied
training techniques for employees may make more employees interested in
participating in training and help them learn more efficiently. Different
people have different learning preferences, for example, Lowell and
Morris (2019) identified that millennials expect technology to be combined
in training, they need reaffirmation and prefer self-directed learning. Thus,
more training techniques such as tutoring, mentoring and e-learning can be
used to provide trainees with more choice to participate in the training
programmes that suit them.

Third, the evaluation of training also needs to be given sufficient attention.
It is best to conduct separate evaluations during the training, after the
training and some time after the training. The factors involved in the
evaluation are: trainee, trainer, training department, supervisor, customer
and the company. The dimensions of the evaluation may include
satisfaction, learning, transfer, profitability, etc (Pineda, 2010).

f) Instrumentality

This factor stands for employees’ perception that performance will lead to
rewards. This explains how performance appraisal being linked with
reward management can influence employee motivation. When an employee
receives a poor performance appraisal after completing his or her work, it
will make the employee feel that his or her work is not recognized by the
organization, thus reducing their work motivation (Suciu et al., 2013).
Especially when the performance appraisal is combined with the reward
mechanism, the “instrumentality” factor will be directly affected. The data
of this study are basically consistent with the expectancy, while another
effect has been discovered in the Chinese public sector. Up to 85% of
millennial respondents believed that there was no difference in their
performance assessment results. In other words, no employee received a
very good performance appraisal, and no one received a very poor one.
They believed that the justification for the existence of the performance
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appraisal in Chinese public services is more the requirements of the
organization or the legal system, rather than the assessment based on their
actual daily work completion. Therefore, the assessment process is simple,
and leaders who consider “face” important will score and evaluate
employees almost the same. This makes it difficult for the appraisal results
to be used as the main basis for any rewards such as promotion. In terms
of relevance to salary, some governmental service employees receive fixed
pay, so performance appraisal has nothing to do with their salary level.
Although the bonuses of another group of employees are directly related to
performance appraisal, the bonuses of employees in the same rank are
almost the same because everyone’s appraisal results are basically the
same. These findings are mostly in line with what has been proposed by
You (2020). This situation prevents employees from feeling that their
performance leads to rewards. As a result, the majority of millennials are
not motivated through performance appraisals or reward mechanisms.

From another perspective, because such stable performance appraisal
results also brought stable salary levels, millennial employees did not
appear to be demotivated by this. For millennials who noted in the
interview that performance appraisal played a role in encouraging them to
work hard, they mentioned that they were judged by KPI in the
performance appraisal, and the appraisal results would have a great impact
on their salary. It can be concluded that they experienced a direct
connection between performance and rewards, which boosted their work
motivation.

In general, although the performance appraisal mechanism in the Chinese
public sector does not have a negative impact on the motivation of
millennial employees, it also fails to actively promote the motivation of
employees. Referring to the “instrumentality” factor, the following
suggestions can be made from the perspective of human resources
management:

Firstly, public sector organisations need to quantify performance appraisal
indicators and pay attention to the variable key performance indicators,
making the appraisal more based on personal performance, work attitude
and so on. HR practitioners can help organizations to develop different
assessment indicators for different departments (Li and Zhang, 2017). At
the same time, the 360° assessment method needs to be more strictly
promoted.
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Secondly, governmental services can combine the performance appraisal
results with the reward mechanism and eliminate egalitarianism so that so
that employees who contribute more can obtain more rewards. Promotion
mechanisms can also be linked to performance appraisal results to reduce
the phenomenon of promotion being judged by the length of service factor
(Guo, 2016). Meanwhile, according to changes in the work environment,
the HR department can make timely adjustments and innovations to the
performance appraisal mechanism.

g) Valence

According to Vroom’s expectancy theory, valence refers to how much
people value a reward which is based on employees’ needs. Based on the
analysis of research questions 1 and 3 above, it can be seen that the
motivation valued by the millennials working in the Chinese public sector
includes both external and internal factors for a total of 8 elements. These
can be attributed to intrinsic motivations: work content, sense of achievement
and autonomy; extrinsic motivations: salary, interpersonal relationships,
personal growth and development (promotion), work-life balance and job
security. This is why Herzberg argues that rewards need to come from not
only tangible aspects but also intangible aspects. Although the research
data in this study found that millennial employees pay more attention to
extrinsic motivation, some people also raise the importance of intrinsic
motivation. Therefore, for the HR department, it is necessary to take into
account the needs of these two aspects to carry out reward management.
When asked to what extent the rewards provided by their organization met
their needs, 60% of respondents considered that their needs had been met
to a certain extent, 30% considered their needs had not been fulfilled, and
10% of the respondents believed that all their needs had been met. Overall,
they believed that the welfare in governmental services is good, there is
little overtime and the stability of work is strong.

The needs that millennial employees think are not well met are mainly
concentrated in four areas: salary, personal growth and development
(promotion), work content and sense of achievement. So overall, the
incentives for millennial employees need to be aligned with their specific
needs (Herzberg et al., 1959) :

First of all, millennials value pay most. Although the salary system of
public sector organisations cannot easily be changed and it is not
determined only by the HR department, HR professionals can collect
employees’ views on the current pay system in order to improve and
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optimize it. For example, at present, the salaries of state-owned employees
in China are mostly fixed salaries, and there is no difference between
employees at the same level (He, 2019). This leads millennial employees
to think that it does not matter whether they work hard or not, which may
lead to a negative attitude. Therefore, a fairer and more transparent salary
system needs to be designed, and at the same time, the salary gap between
employees at the same level can be opened through performance appraisal
and other means. On the one hand, the pay system should be perceived as
being fair and equitable, so that employees do not receive less money than
they deserve compared with other fellow workers (Armstrong and Taylor,
2020). On the other hand, compensation can only play a real incentive role
when it reflects the differences in individual labor values. In many of the
Chinese public sector organisations, the most popular reward for the the
title of “outstanding employees” is only spiritual praise, but there is no
bonus to encourage them. This ignores the importance millennium
employees place on tangible rewards and therefore does not have an
effective impact on millennium employee motivation.

Second, millennial employees in the Chinese public sector pursue personal
development, mainly in terms of promotion, thus, organizations need to
pay attention to the career development of employees. HR departments
can flexibly use training, mentoring and other means to provide clear
career planning for millennials and help them find their own career
development path to realize their personal value. At the same time, it is
also necessary to be open and transparent about promotion, linking it with
employee performance in order to reduce the situation of “ranking by
seniority” (Guo, 2016). By creating a fair corporate culture, talented young
employees can gain more opportunity to be promoted.

Thirdly, both of the above are extrinsic motivations. We also need to pay
attention to the inner desire of millennial employees to achieve a sense of
accomplishment and their needs for rich work content and moderate
challenges. This requires HR personnel to actively understand the needs of
the employees, as well as their satisfaction with the current work content,
in order to provide them with personalized and diversified incentives.
Achievement incentives and honour incentives can be applied to
millennial staff who value intrinsic motivation. At the same time it is
possible to understand what employees are interested in, using content
incentives as well as the rotation system to encourage them to engage in
jobs they are good at, thereby enhancing their motivation to work.

printed on 2/9/2023 4:25 AMvia . All use subject to https://ww.ebsco.conl terms-of-use



EBSCOhost -

Motivation of Millennial Employees through HR Practices 223

5. Conclusion

This study has discovered the work motivation of millennials in the
context of the Chinese public sector, which has advanced and reinforced
the knowledge on motivation theories. In addition, it has identified
practical values and implications for organizations that want to develop
their millennial employees. The findings identified eight motivators of
employees working in public sector: salary, work content, interpersonal
relationships, personal growth and development, sense of achievement,
autonomy, work-life balance and job security. These findings were
generally in line with previous studies in the field of millennial motivation.
However, when it came to the Chinese public sector context, there was
some difference in emphasis. Respondents tended to place more value on
extrinsic motivation rather than intrinsic motivation and this could explain
why they put salary in first position. Most Chinese millennials’ careers are
still on the rise, and there are pressures from the family. Moreover, the
average salary of employees in the Chinese public sector is lower than that
of private enterprises, and Chinese people are more used to saving money
(You, 2020), so their pursuit of money is obvious.

On the other hand, the main job characteristics of Chinese public services
are stable work, little overtime, and less competition among employees.
Therefore, employees’ needs for job security and work-life balance have
basically been met, and these two factors are mentioned less frequently,
findings which are different from the research of other scholars. To
generate intrinsic motivation, rich and flexible work content, tasks where
employees can make their own decision, and a sense of accomplishment
from the work may be instrumental for the millennial generation.
Although both Vroom and Herzberg emphasise the importance of intrinsic
motivation, because intrinsic motivation can be more easily changed by
individuals, this study found that millennial employees in the Chinese
public sector prefer direct and tangible incentives, such as salary,
promotion, etc.

Herzberg’s two-factor theory suggests that internal and external motivators
influence motivation and demotivation respectively and separately. The
author conducted research by analyzing interview data where the result did
not support this argument. Results showed that there are many factors that
can positively and negatively affect employee motivation at the same time.
Internal motivation may be related to demotivation, and external motivation
may also be related to motivation where different individuals have
different perceptions.
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The application of Expectancy Theory can guide the development of HR
practices within the company to improve employee motivation. This paper
matched expectancy, instrumentality and valence factors with the training,
performance appraisal and reward management of human resources
practice. The current public sector training courses have improved the
skills of employees to a certain extent and broadened their horizons,
thereby enhancing their perception that efforts can lead to performance,
which is beneficial to motivating employees’ work motivation. However, a
small number of millennial employees argued that there was a lack of
focus and professionalism in the content of the training. HR personnel also
need to pay attention to training needs analysis and training evaluation
processes in order to enable employees to better translate training
knowledge into practical work and thus improve “expectancy”. At the
same time, multiple training techniques should be used.

Performance appraisal is one of the most effective ways to link performance
with rewards, but most millennials in the sample did not find this
mechanism facilitated their motivation to work. Thus, there are many ways
to improve on this, such as making performance appraisals more
dependent on employee performance and the KPI, so that there is
individual variability in the results, rather than all people getting the same
evaluation results regardless of what kind of performance they achieve.
Additionally, the results of performance appraisal in Chinese public sector
organisations were not related to reward mechanisms such as salary and
promotion, so the purpose of stimulating “instrumentality” was not
achieved.

Finally, according to Expectancy Theory, the organization should motivate
employees from the perspective of employee needs. This study pointed out
that the needs of millennial employees for increased salary, promotion
opportunities, richness of work content and sense of achievement have not
been met in Chinese public sector organisations. There was no difference
in the salary of employees in the same position, which cannot reflect the
difference in employee effort. The promotion process was slow and work
failed to give millennials an inner sense of accomplishment or recognition.
All this requires the HR department to actively promote an open and
transparent pay system and promotion evaluation criteria. Meanwhile, HR
specialists need to understand employees’ confusion about their work,
guide them or use the rotation system to motivate them. To sum up, this
research has both theoretical and practical value.
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a) Limitations and Future Research

Even though this research has been largely successful, there are a few
limitations in this work. First is that given that the research background is
Chinese public sector organisations, some official reports may involve
confidentiality principles, so that relevant background information may be
insufficient. Second, subsequent in-depth studies could have added
quantitative research methodology to analyze the data more carefully and
systematically. Third, if it were not for the limited resources available to
the author, more Chinese public sector and respondents could have been
used as samples. This could have made the research results more credible
and at the same time explored more gender-specific or job-specific
questions.

These mentioned limitations provides some recommendation for the future
research. A broader range of sample sources and a more variety of
participants can be included in the future research in order to reach
generalizability. A quantitative research methodology can also be
integrated into future studies to make the findings more solid.
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CHAPTER EIGHT

THE IMPACT OF WORKFORCE DIVERSITY
ON MULTI-CULTURAL ORGANIZATIONS
DURING A PANDEMIC IN CHINA

XUENING SHI

1. Background

Globalization and gender diversity are two important themes in global
commercialization right now. Managers attempt to address this issue by
focusing on differences in culture (Cox and Blake, 1991). Disparities and
uniqueness may provide value to a company and have a comparative
benefit, such as a cost advantage (Fitzsimmons and Eyring, 1993). The
value of diversity cannot be overstated.

Additionally, diversity is an inherent characteristic of an enterprise that
cannot be momentarily recreated (Copeland, 1988a, Cox and Blake, 1991).
Diversification can also be represented in an organization’s human
resources, philosophy, and behaviour, as organizations modify their
management practices and composition to convey diversity characteristics
(Copeland, 1988b, Fitzsimmons and Eyring, 1993). Gender inequalities,
ethnic background and racial background, organizational values, religious
doctrine, citizenship, professional experience, education level, public
persona, cognitive and behavioural habits, physical capabilities, intellectual
capacity, socioeconomic status, language skills, intonations, work habits,
vocation, and passions and interests are just a few of the staff variations
(Joplin and Daus, 1997). Attracting and keeping brilliant individuals from
diverse cultural backgrounds and motivating and retaining them may help
decrease personnel expenses. Additionally, cultural variety may help
organizations increase their inventiveness and ability to adapt to changing
conditions (Cox and Blake, 1991).

printed on 2/9/2023 4:25 AMvia . All use subject to https://ww.ebsco.conl terms-of-use



EBSCOhost -

The Impact of Workforce Diversity on Multi-Cultural Organizations 229
during a Pandemic in China

The disturbing influence which COVID-19 has on every element of the
human world has been spreading and spreading throughout the globe since
late 2019. Furthermore, business is most concerned about the economic
consequences of the pandemic. There are symptoms of recession in every
country, and the International Monetary Fund predicts that the global
economy will continue to deteriorate in the coming months (McKibbin and
Fernando, 2020). The current recession, aggravated by the COVID-19
epidemic, seems to have had a lengthy and detrimental effect on gender
inequality. In the labour market, men and women have unequal access to
jobs (Alon et al., 2020).

It is widely acknowledged that managing diversity well may boost an
organization’s productivity and provide a competitive edge (Joplin and
Daus, 1997). Economic equilibrium, on the other hand, is interrupted
during an epidemic. The precise relationship between managerial variety
and organizational competitiveness is rarely obvious, while the actions
taken by certain organizations can help acquire important data for the
study. Due to the outbreak’s unpredictable and uncontrolled elements, the
problem of a fluid environment for organizational diversity is worth
investigating. This is because it has ramifications for the prospective
ability of organizations to adapt flexibly to unexpected public occurrences.
Additionally, because an epidemic’s influence might last years, managers
can utilize the data in this study to adjust their diversity management
practices.

a) Research scope

The purpose of this research is to see how transformative leadership
affects knowledge employee turnover in China. The study examines the
relationship between opportunity fairness, gender inequalities, and variety
distinctive to China and the influence of employee diversity on Chinese
organisations during the epidemic. The authors proposed nine hypotheses
to investigate the role and impact of these elements based on the research
topics. Questionnaires were used to collect data, and a statistical package
for the social was used to evaluate quantitative data and validate these
assumptions further. Following that, judgments were produced based on
the data analysis results. The methodology will go over the specifics of the
study.
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The study’s framework is depicted below:

Reviewing Collecting Framing the
literature information issue
Collecting Designing Formulating
questionnaire questionnaire hypothesis
Analysing making
data conclusions

b) Literature gaps

Previous researchers have conducted comprehensive empirical examinations
of the relationship between diversity and organizations, but there is a lack
of relevant research investigating how opportunity equity may change in a
changing environment, and there is a lack of experience and long-term
follow-up on how to minimize the adverse effects of diversity on
businesses during the special period of ensuring a smooth transition to the
new crown epidemic, which is less than two years old as of now.

Certain studies investigate either the gender gap or opportunity equality,
despite the fact that both are inextricably connected to workforce diversity.
Moreover, although most data on inequality have been reported statistically,
this study will examine the connections shown by the questionnaire data in
greater detail.

2. Methodology

This part attempts to build on the material and information covered in the
literature review through further data collection. A structured questionnaire
was mainly adopted, and this section will be divided into research
questions, aims and objectives of the study, and research design, which
will be used to explain the focus of the study and the research methods to
be used for this study.
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a) Research aims and objectives
The aims of this study are:

1) To explore the dynamics of workforce diversity in multicultural
organisations under the influence of epidemics.

2) To emphasise the critical nature of diversity management inside
businesses.

The preceding two aims is further subdivided into 4 research objectives:

a) To investigate the relationship between workforce diversity and
equity of opportunity.

b) To analyse the relationship between workforce diversity and gender
differences.

¢) To analyse the relationship between China-specific diversity and
equity of opportunity and gender differences.

d) Discuss which employee traits influence workforce diversity and
opportunity equity and gender gaps.

b) Research questions

The specific research questions are:

1. Is there a correlation between workforce diversity during the
epidemic and equity of opportunity in multicultural organisations?

2. Is there a negative correlation between equality of opportunity
during the epidemic and the household registration system?

3. Is equality of opportunity during the epidemic positively correlated
with changes in work status?

4. TIs equality of opportunity during the epidemic negatively correlated
with changes in household status?

5. Is the gender gap during the epidemic negatively correlated with
equity of opportunity?

6. Is the gender gap during the epidemic negatively correlated with
the household registration system?

7. Is the gender gap during the epidemic positively correlated with
variability in work status?

8. Is the gender gap during the epidemic positively correlated with
differences in household status?
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9. Is there a difference between basic information and labour force
diversity during the epidemic?

¢) Research hypotheses

The conceptual research model designed for reflecting the impact on
workforce diversity as shown below:

H2

Gender gaps

Opportunity
equality
H1
Basic
information Other Diversities
H6 ) . .
\ household registration policy
—> work environment
H3, H4, H5 family situation

Through a review of previous literature and research, combined with the
author’s own research intentions and interests, this study presents the
hypotheses for the six shown in the table. The context of the hypotheses is
still established in multicultural organisations within China and the
hypotheses are further tested through questionnaire results and data
analysis. The following hypotheses and descriptions of the hypotheses are

presented.

Table 3-1 hypothesis

Hypothesis

Description

Hypothesis 1

Workforce diversity during the epidemic is related to
equity of opportunity in multicultural organisations.

Hypothesis 1-
1

Equity of opportunity during the epidemic has a negative
relationship with the household registration system.

Hypothesis 1-
2

Equity of opportunity during the epidemic is positively
related to variability in work situation.

Hypothesis 1-
3

Equity of opportunity during the epidemic is negatively
related to variability in household status.

Hypothesis 2

Gender gap during the epidemic is negatively related to
equity of opportunity.

printed on 2/9/2023 4:25 AMvia . All use subject to https://ww.ebsco.conl terms-of-use




EBSCOhost -

The Impact of Workforce Diversity on Multi-Cultural Organizations 233
during a Pandemic in China

Hypothesis 3 | Gender gap during the epidemic is negatively related to
the household registration system.

Hypothesis 4 | Gender gap during the epidemic is positively correlated
with variability in work status.

Hypothesis 5 | The gender gap during the epidemic is positively
correlated with differences in household status.

Hypothesis 6 | Basic information makes a difference to labour force
diversity during the epidemic.

d) Research methods

Much of the research on diversity management in multinational corporations
has relied on empirical work, with structured questionnaire and cross-
sectional studies being common techniques (Egan and Bendick, 2003,
Ohunakin et al., 2019). Acknowledging conceptual and data restrictions,
including the context and purpose of the research, this paper suggests
utilizing a mixed - method approach to ascertain the influence of diversity
on cross - cultural situations functioning in China in during outbreak and
to adapt to changing conditions. (Leavy, 2017).

For the purposes of credibility assurance, the goal of this work is to first
understand the changing changes in the environment of global firms in
China by assembling and gathering published papers on both regional and
international source materials in ensuring the reliability of the findings.
Then, utilizing information and statistics from the available research upon
an allocation position of females, males, and families in occupational
categories, along with period statistics on the partition of domestic work,
this study will investigate and explain that how COVID-19 pandemic
impacts diversity by influencing gender parity and recruiting procedures.
To bolster this qualitative approach, both primary and secondary data will
be analysed.

An in-depth study of the literary works would be used to obtain secondary
data and identify potential gaps that may exist (Tranfield et al., 2003).
Authorities, important parties, organizational declarations, and scholarly
publications may all contribute to this body of knowledge.

A constructed questionnaire survey of staff and employers at multicultural
firms in the China area will be employed for statistical analysis given the
limited time allowed. Correlation analysis and regression analysis will be
conducted and used the statistical software SPSS. (Weller, 1998)
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e) Questionnaire

The questionnaire is designed to focus on the observations of work and life
of staffs occupied by multicultural organizations during the epidemic, and
some basic information will be collected, such as age, gender, job income,
education, and other qualitative characteristics. The combined results of
the questionnaire will be used to explain the current state of diversity in
multinational organizations and how diversity may have been affected by
the epidemic through channels such as work environment, living
environment and other means.

The main participants in the questionnaire were employees who had
worked or were working in multinational organizations during the
epidemic and were collected by completing an electronic questionnaire
online. It was found that organizational equity, gender differences, and
some China-specific variability may be the main points of analysis and
treatment in this research.

The survey was allocated into four sections, the first of which was basic
data in the form of single choice questions. The other three sections are
organizational equity, gender differences and other differences, and these
are examined in the form of a scale, so that this questionnaire collects both
quantitative and qualitative information. The advantage of this is that the
results of the questionnaire can be processed using quantitative analysis.
The results of the questionnaire were analysed for data through the
statistical tool, which is a convenient statistical tool for processing data.

f) Online questionnaire

As the cost of using the Internet has fallen and its popularity has increased,
more people in society have become Internet users (Nie et al., 1975;
Wright, 2000; Lenhart et al., 2001). Online survey research has the
following advantages over traditional survey methods. Firstly, the Internet
facilitates the researcher’s access to a wider range of groups and
individuals and provides access to questionnaires for all possible
respondents (Kiesler, 1997; Wright, 2002; Wellman and Haythornthwaite,
2008). The Internet can address some of the reluctance to answer
straightforwardly due to sensitivity to information or disclosure (for
personal reasons). A second advantage is that Internet-based survey
research has the potential to save survey time (Wright, 2005). The ability
of online questionnaires to target many people with common characteristics at
the same time/in a short period of time helps to address situations where
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face-to-face surveys are not possible due to geographical distance
(Bachmann et al., 1996, Taylor, 2000) and is therefore particularly suitable
for studies affected by the inconvenience of visiting due to the epidemic
(Yun and Trumbo, 2000).

g) Likert scale

The Likert scale is frequently used in research in education and social
sciences and psychological measurement. There are several structural
diversities in Likert scales and the analytical treatment and interpretation
of Likert scales is mainly based on the variety of diversities. The scales are
symmetrical in nature, as asymmetrical scales lack indifference/neutrality
values (Joshi et al., 2015).

On a scale, participants are asked to indicate their degree of agreement
with a particular statement (item) ranging from strongly disagree to
strongly agree. In a scale, all information is necessarily interrelated and the
overall reveals specific dimensions of attitudes towards the issue (Singh,
2000).

Likert scales are determined by the purpose of the study, such that it is
both possible to collect respondents’ opinions/perceptions of an
independent variable (Break, 2014). These mutually exclusive components
can be combined to study a particular dimension of the subject, and
multiple scales can be used in combination to measure the whole subject.
When the data are analysed, the scores for each item on the scale are
aggregated and a composite score is produced; in other words, this
composite score can represent the characteristics of a single dimension
(Malhotra, 2006, Tsang, 2012).

h) Questionnaire design

The first part of the questionnaire is divided into four sections, with nine
questions asking for basic information concerning the participants such as
oldness, gender, scholarship, job title and salary. The second part of the
survey examines one of the dimensions of opportunity equity. The third
part is a dimension of the survey on gender equity. The final section
investigates other differences in one dimension of the study, such as
household registration, family situation, etc.
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i) Ethics

At the beginning of the questionnaire, it is stated that this questionnaire is
academic in nature and is primarily used to explore the impact of
workforce diversity on multicultural organizations/businesses during the
COVID-19 pandemic in China and does not have any commercial
purpose. Moreover, this questionnaire is completely confidential. All data
will be kept absolutely anonymous and will be used exclusively for
business purposes. And it is stated that there is no right or wrong answer,
and answers are to be chosen according to the respondent’s circumstances.
This is to ensure that those who complete the questionnaire reflect their
true wishes, to remove their concerns about information disclosure, and to
ensure the validity of the questionnaire.

j) Data collection and analysis

This academic questionnaire was created in response to this study and
other academic studies and was published and completed through the
“WenJuanXing” platform. The reasons for using this platform are, firstly,
the convenience of using it, given that most respondents live in China,
where it is a frequently used platform for questionnaire collection.
Secondly, the platform can be filled in via email, WeChat (a popular
instant messaging app in China) and by sharing web links directly, making
it easier to collect data.

After the data has been collected, it is also important to filter and analyse
the data using SPSS, or Statistical Tool for the Social Sciences, which is a
basic statistical and quantitative software suite (Nie et al., 1975), and
SPSS version 25.0, shared by the University of Manchester, was utilized
to determine the reliability and validity, the descriptive analysis, the
frequency analysis, the correlation analysis, the regression analysis and the
factor analysis of the questionnaire.

k) Data analysis

This section contains the analysis of the questionnaire data, describing in
detail the process and results of the statistics performed on the data using
SPSS. Firstly, the first part of the questionnaire analysis is an overview of
the overall survey as revealed by the questionnaire results, including the
data for the defined categories. This is followed by the reliability test and
validity test of the questionnaire scale sections. Additionally, a factor
analysis of the questionnaire scale was then conducted using statistical
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tools to test whether the scale questions were reasonable for the subject of
the study. Finally, correlation and regression analyses were conducted on
the five scopes of the scale, and a model was derived that would test the
hypotheses.

1) Analysis of questionnaire

For formal multicultural organisations, regular employees, and interns
(internships of 6 months or more) generally go through a formal recruitment,
training, induction, and formal working process, and are generally part of
more formal communities (WeChat multi-person chats, Tencent QQ group
chats) or are exposed to more regular people through social media
networks (e.g., WeChat circle of friends). Therefore, to find the right
respondents, the author asked the managers of the HR departments of
companies where he had interned, as well as his family members and
friends who work in multicultural organisations, to distribute the electronic
questionnaire.

The questionnaire was screened, and 361 valid questionnaires were
eventually collected. According to the statistics, 99.68% of the
questionnaire source channels originated from WeChat and were validly
completed from 10th August 2021 to 19th August 2021. The source of
questionnaires came from several regions in mainland China, with Beijing
accounting for the highest percentage at 22.15%, Shanghai at 8.54%,
Shanxi Province at 6.33%, Guangdong Province at 6.01% and Zhejiang
Province at 5.38%. The wide geographical distribution and the number of
fills allow for a more representative sample.

3. Analysis of results

a) Basic information

Table 4-1 Q1: your gender:

1, fEAOKER]:
Categories Frequency Percent Cumulative Percent
10 139 43.99% 43.99%
20 177 56.01% 100.00%
Total 316 100.0%
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Figure 4-1 Q2: your age:

40:1329%

30:854% _>

Frequency analysis describes the overall picture of the data by means or
2012). Of these options for
categorization, the results for the question on gender of respondents were
139 or 43.99% male and 177 or 56.01% female, an approximate balance
between men and women. In the question on age, the largest number of
respondents were under 25 years old, accounting for 37.03%, followed by
the 25-34 years old range, accounting for approximately 33.86%. fewer

medians (Von Eye,

2. TRHIAERS:

50:728%

20:3386%

people were over 35 years old.

2003, Verma,

Table 4-2 Q3: academic qualifications:

~— 10:37.03%

3. #HEER
Categories Frequency Percent Cumulative Percent
1.0 29 9.18% 9.18%
2.0 115 36.39% 4557%
3.0 105 33.23% 78.80%
4.0 59 18.67% 97.47%
5.0 8 2.53% 100.00%
Total 316 100.0%

printed on 2/9/2023 4:25 AMvia .

Al'l use subject to https://ww. ebsco.conlterms-of-use



The Impact of Workforce Diversity on Multi-Cultural Organizations 239
during a Pandemic in China

Table 4-3 Q4: your work position:

4. R I{ERS
Categories Frequency Percent Cumulative Percent
1.0 226 71.52% 71.52%

2.0 90 28.48% 100.00%

Total 316 100.0%
Table 4-4 Q5: your work type:
5, Tt
Categories Frequency Percent Cumulative Percent

1.0 105 33.23% 33.23%

20 1M1 35.13% 68.35%

3.0 52 16.46% 8481%

4.0 32 10.13% 94.94%

5.0 16 5.06% 100.00%
Total 316 100.0%

Table 4-5 Q6: your working years:

6. RIS
Categories Frequency Percent Cumulative Percent
1.0 79 25.00% 25.00%
2.0 58 18.35% 43.35%
3.0 115 36.39% 79.75%
4.0 24 7.59% 87.34%
5.0 40 12.66% 100.00%
Total 316 100.0%

Table 4-6 Q7: your monthly income:

7. IWRABA:
Categories Frequency Percent Cumulative Percent
1.0 5 1.58% 1.58%
2.0 104 3291% 34.49%
3.0 82 25.95% 60.44%
4.0 79 25.00% 85.44%
5.0 46 14.56% 100.00%
Total 316 100.0%
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Table 4-7 Q8: your marriage situation:

8. MEEIRR
Categories Frequency Percent Cumulative Percent
1.0 95 30.06% 30.06%
20 2 0.63% 30.70%
3.0 124 39.24% 69.94%
40 95 30.06% 100.00%
Total 316 100.0%
Figure 4-2 Q9: your working place:
9. TAERTERLX

50:380%

4.0 :2057% 1.0:2043%

30:1835%

U 20:2785%

In terms of education, the respondents were mainly composed of college,
bachelor, and master’s degrees, with college and bachelor groups being the
most numerous, accounting for 36.39% and 33.23% respectively. There
were fewer participants with PhDs and high school/junior secondary
education. More than 70 per cent of the participants were general
employees and less than 30 per cent were managers. The nature of the
participants’ work was basically in the two industry sectors of
management and technology, accounting for more than 68% of the total
sample, with a small number in sales (about 16.46%) and services
(10.13%), a generally balanced distribution of industries. The highest
proportion of the sample, 36.39%, chose 3-5 years as their length of
service. In terms of monthly income, the highest percentage of respondents
chose the option of RMB 1000-3000 (32.91%). 39.24% of the sample size
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was married with children. The proportion of unmarried people with no
children was 30.06%. In terms of the region where they work, first-tier
cities (Beijing, Shanghai, Guangzhou, and Shenzhen) account for the
highest percentage at 29.43%, while second-tier cities are second only to
first-tier cities at 27.85%. In summary, there are no outliers in the data, the
sample is generally young, the wages are generally medium, and more
interviewees are in the married stage.

b) Factor analysis

There are several forms of factor analysis to explore and in this paper this
analysis is used to extract the quantitative data into several categories, with
the categories representing the qualities that the items have in common
(Rummel, 1988). Factor analysis follows a three-step refinement process.
Firstly, the KMO value is calculated and analysed; when the KMO value
is higher than 0.8 it means that these data are suitable for factor analysis;
when this value is between 0.7 and 0.8 it means that these data are more
suitable for enrichment; when this value is around 0.6 and 0.7 it means
that factor analysis can be performed; factor analysis is not suitable for
analysing data with a KMO less than 0.6. Secondly, a Bartlett’s test is
performed on the data, and if the data corresponds to a p-value of less than
0.05, then factor analysis is fairly reliable. Finally, if the analysis is carried
out for two items with a constant KMO equal to 0.5 (Harman, 1976,
Rummel, 1988).

Table 4-8 KMO and Bartlett test

KMO and Bartlett test

KMO @ 0.879
Approx. Chi-Square @ 5481.126
Bartlett test df 351
pvalue 0.000

As can be seen from the table above, the KMO value for the quantitative
data from the questionnaire was 0.879, which is greater than 0.8 and 0.6,
meeting the criteria for the first test step of factor analysis, and therefore
the data went on to be factor analysed. At the same time, the data passed
Bartlett’s sphericity test (p<0.05) which showed that the second test
criterion was met, again confirming that the data could be subjected to
factor analysis (Tobias and Carlson, 1969).
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Table 4-9 total variance explained

Total Variance Explained

Eigen values @

% of variance (Initial)

% of variance (Rotated)

Factor % of Cum. % of % of Cum. % of % of Cum. % of
Eigen Eigen Eigen
Variance @ Variance @ Variance @ Variance @ Variance @ Variance @
1 7.028 26029 26.029 7028 26029 26.029 5995 22204 22.204
2 4048 14.994 41.023 4.048 14,994 41.023 4024 14903 37.107
3 3470 12850 53.873 3470 12,850 53873 3.786 14,022 51.129
4 2331 8.632 62.505 2331 8632 62.505 2779 10291 61.420
5 1840 7.184 69.689 1840 7.184 69.689 2233 8269 69.689
6 1.103 4.083 73772 - - - - - -
7 0640 237 76.144 - - - - - ®
8 0545 2017 78.161 B - - - - -
9 0488 1.808 79.967 < - - = “ E?
10 0461 1.706 81.673 - - - s E &
11 0432 1.599 83272 - - - - - -
12 0400 1.482 84754 - - = = 8 @
13 0.396 1.467 86.221 - - - - = =
14 0369 1.365 87.586 - - - & 5 &
15 0351 1.299 88.885 - - = s 5 &
16 0.329 1217 90.102 = - - - - -
17 0310 1.149 91.251 = - - = 3 &
18 0288 1.068 92319 - - - - - =
19 0287 1.061 93.381 7 - - = E i
20 0279 1.033 94.414 - - - - = B
21 0.268 0.992 95.406 - - - - = -
22 0244 0.903 96.309 - - = s ] £
23 0234 0.868 97177 = - - - » 5
24 0222 0.821 97.998 - - - = 2] %
25 0.192 0712 98.710 - - - - - -
26 0.180 0.665 99.375 - - - - - -
27 0.189 0625 100.000 - - - - - -
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From the above table, we can see that there are five factors extracted from
the factor analysis, all of which have a root value greater than 1. After
rotation, the explained variance of these five factors is 22.204%, 14.903%,
14.022%, 10.291% and 8.269% respectively, and the cumulative explained
variance after rotation is 69.689%. 69.689%. (Hint: If the number of
factors extracted is not as expected, it can actively set the number of
factors in the analysis). The data from this study were rotated using the
maximum variance rotation method (varimax) to find the correspondence
between the factors and the study items (Kaiser, 1958).
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Table 4-10 factor loading

Factor loading (Rotated) Sl HiF

Factor loading @

Items FactorFactorFactorFactorFactorCommunalities @

1 2 3 4 5

13. The epidemic has made me get along better with my colleagues
14, The epidemic has made me focus more on about my family

10+ There is unfairness in the job application and interview process 0.770 0.027 0.062 0.131 0.054 0617
10, My organisation is very inclusive o 0,802 -0.0430.007 -0.050-0.049 0,650
10,1 f_ccl lt.hat there is an imbalance in the gender ratio in my current e T G&it
organisation

10, I think age has had an impact on my career development Bl 0.071:0.0070,1250068 900
10, I think family life has affected my productivity EEES0.03810.07010}72:0000, 0714
10, I think the epidemic has had an impact on my productivity 0790 0.117 0.118 0.047-0018 0654
10. T think the epidemic has affected my income 0.852 0.036 0.118 0.008 0.125 0.757
10. I think the epidemic has had an impact on my family's standard of 0.860 0.040 0.066 0.029 0.072 0.752
living 0.806 0.099 0.001 0.121 0.071 0678

10. My organisation has a large age gap between employees

11. My organisation gives the same promotion opportunities to male and 0.084 BEEED 043 0.057 0023 0860
female employees 0.088 0.857-0.012-0.0060.016 0.743
11. My organisation has a caring policy for employees with families 0.087 0.770 0.120 0.015 0.087 0.623
1 Erefers onc gender inhiring -0.0160.828 0.022-0.0120.075 0.693
11. I think the work my organization places me in is rewarding 0‘0]3 0.820 0‘005 0'066 Olm 5 0‘673
11. I think my organisation needs me ’ - : ’ ) }
11. I think the epidemic has a greater impact on female employees 0073 S8 0180 0.077 0.020 Ay
12. T am concerned about the availability of good educational and medical T L BE5
resources where I work and in my organisation e R —— *
12. The hgusehold rc.glstranqn systc.m in my l.acatllon 6.105 -0.048 0.035 BEERLG 046 0720
12. I considered leaving my job during the epidemic

. B i 0.215 0.078 0.223 0.779 0.076 0715
12, I think the hukou is more important than salary 0.149 0064 01520822 D018 0726
13, The epidemic has affected my income -
13. The epidemic has had an impact on my commute 0.066 0.123 BIEARID 0670030 Sty
13. The epidemic has increased my workload 0.097 0.003 (0848 0.104-0.061 0.745
13, The epidemic has lowered my expectations of my job 0,061 0.063 B18870.104 0.182 0.751

0.085 0.106 0:843'0.188 0.133 0.781

0.034 0.044 0.745

14. The quarantine policy has made it impossible for me to combine 0025 0.040-0.024-0.0590.819 0676
family and work 0.088 0.068 0.157 0.053 0:856/ 0.773
14, My spouse will work with me to take care of my family 0.145 0.053 0.076-0.0080.839 0734

Note: highlighted patterns indicate that the absolute value of loading is greater
than 0.4.

The table above shows how well the factors extracted information from
the study items, and how well the factors corresponded to the study items.
After ensuring that the factors could extract most of the information from
the research items, the correspondence between the factors and the
research items was then analysed (A factor loading coefficient with an
absolute value larger than 0.4 indicates that the component and the factor
are related) (Harman, 1976). (If a research item corresponds to more than
one factor, we should combine your expertise to determine which factor it
belongs to; If a research item does not correspond to a factor at all,
consider deleting the research item; If a factor does not correspond to a

printed on 2/9/2023 4:25 AMvia . All use subject to https://ww.ebsco.conl terms-of-use



EBSCOhost -

244 Chapter Eight

research item, consider reducing it by one; If a research item does not
correspond to a factor, consider deleting the research item.) (Harman,
1976, Rummel, 1988)

¢) Reliability and validity analysis

The reliability and correctness of replies to numerical methods are
examined using reliability analysis, which is particularly useful for rating
scale inquiries (Ohba, 1984, Melchers and Beck, 2018); the steps are
shown in follow (Ohba, 1984):

First: when looking at the alpha coefficient, values above 0.8 indicate a
high degree of reliability, while values between 0.7 and 0.8 indicate good
reliability, coefficients between 0.6 and 0.7 indicate average but workable
reliability, and values below 0.6 indicate very low reliability.

Second: if the CITC value is below 0.3, consider removing the item.

Third: if the value of “alpha coefficient of the deleted item” is significantly
higher than the alpha coefficient, consider deleting the item and re-
analysing it.

Fourth: summarise the analysis.
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Table 4-11 reliability statistics (Cronbach alpha)
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From the above table, we can see that the reliability coefficient is 0.878,
which is greater than 0.8, thus indicating that the reliability of the data is
of high quality. For the “alpha coefficient for deleted items”, there is no
significant increase in the reliability coefficient when any item is deleted,
indicating that the item should not be deleted (Hinton ef al., 2014).

For the “CITC value”, 11, the following are some descriptions of your
organisation during the epidemic, please select the one that best matches
your situation: 1 -> 5 means strongly disagree -> strongly agree - my
organisation gives the same promotion opportunities to workers
corresponding to a CITC value less than My organisation has a policy of
caring for employees with families which corresponds to a CITC value of
less than 0.4. 11. My organisation prefers a certain gender in recruitment,
if this is a pre-test analysis, correct for this before collecting formal data
(either remove this item or keep it if it is formal data).

I believe that my organisation needs me to have a CITC value between 0.2
and 0.3, indicating a weak correlation with the rest of the analysis. 12. The
following is a list of your opinions about your job during the epidemic.
Choose the item that best fits your situation: 1 --> 5 means strongly
disagree --> strongly agree - [ am concerned about the availability of good
educational and medical resources in my workplace and in my organisation. If
this is a pre-test analysis, correct for this item before collecting formal
data, consider removing this item for formal data analysis.

The CITC value for I am concerned about the household registration
system in my place of work is between 0.2 and 0.3, indicating a weak
correlation with the rest of the items analysed. If the analysis is a formal
data analysis, this item may be considered for deletion.

Since 14, the following are some descriptions of your family life, please
select the item that best fits your actual situation: 1-->5 indicates Strongly
agree - the epidemic made me pay more attention to my family, this
question corresponds to a CITC value of less than 0.2, indicating that this
item is not strongly related to other analysis items and can be considered
for deletion if it is a formal analysis, but if it is a pre-test analysis, this item
can be considered for analysis.

The CITC value for “My spouse is unable to reconcile family and work” is
less than 0.4. If this is a pre-test analysis, you can correct for this item and
collect formal data (if this is an analysis, either delete this item or keep it).
The correlation between this value and the rest of the items analysed is
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weak and can be corrected for in the test analysis before collecting formal
data (consider removing this item for formal data analysis).

Overall, the dependability coefficient for the research data is greater than
0.8, which reveals a high value and can be used for future investigation.

The soundness of the data structure of scale-based questionnaires is
usually subject to validity testing analysis (Rourke and Anderson, 2004).
Here is proposed steps for testing (Potter and Levine-Donnerstein, 1999,
Rourke and Anderson, 2004):

First: when analysing KMO values, validity is high when the KMO is above
0.8; when it is between 0.7 and 0.8 it means good validity; if it is between
0.6 and 0.7 it means average validity; when the KMO is above 0.6 it means
poor validity (the KMO is always 0.5 when only two items are tested).

Second: correspondence between operational problems and factors, with
good validity correspondence being conditional on the correspondence
being in general agreement with the predicted results of the study.

Third: when data results indicate that the correspondence between factors
and questions deviates significantly from expectations, or when an item
has a commonality value of less than 0.4 (sometimes 0.5), this indicates
low validity, and the item needs to be considered for deletion.

Fourth: there are two common deletion criteria, a common value of less
than 0.4 (sometimes 0.5) or a common value of less than 0.5 (sometimes
0.5).

Fifth: repeat the four steps from 1 to 4 above; the final validity is good if
the KMO meets the standard and the correspondence between the items
and the factors is consistent with the expectation.

Sixth: summarize the analysis.

The validity study was conducted using factor analysis, a data analysis
method that uses KMO, commonality, variance, and factor loading
coefficients to verify the validity of the data (Roberts and Priest, 2006).
The KMO values explain the validity of the data and exclude unreasonable
items through commonality values, variance explained values are used to
differentiate the level of information extraction and factors measure the
relationship between factors (dimensions) and items (Rourke and Anderson,
2004, Roberts and Priest, 2006).
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Table 4-12 validity analysis

Validity Analysis

55 |

Items

Factor Loadings @

Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6

Communalities @

10. here is unfairness in the job application

and interview process

a7z

10, My organisation is very inclusive

10, I feel that there is an imbalance in the

gender ratio in my current organisation 0.799
10, I think age has had an impact on my career 0.775

development

0.764

10, I think family life has affected my

productivity

o825

10, I think the epidemic has had an impact on  0.791

my productivity

0.853

10. I think the epidemic has affected my

income

0.861

10. I think the epidemic has had an impact on 0809

my family’s standard of living

10. My organisation has a large age gap

between employees 0.089
11. My organisation gives the same promotion
opportunities to male and female employees 0.002
11. My organisation has a caring policy for ’
employees with families 11. Prefers one 0.093
gender in hiring 0012
11. 1 think the work my organization places me
in is rewarding 0.016
11. I think my organisation needs me 0.080
11. 1 think the epidemic has a greater impact ’
on female employees
12. I am concerned about the availability of
good educational and medical resources where 0.005
I work and in my organisation
12. The household registration system in my
location 0.115
12. I considered leaving my job during the 0.228
epidemic
. s . 0.163
12, I think the hukou is more important than
salary ) 0.069
13, The epidemic has affected my income
13. The epidemic has had an impact on my
0.099
commute
. . . 0.065
13, The epidemic has increased my workload
13, The epidemic has lowered my 0.090

expectations of my job (salary, recognition,

promotion, etc.)
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-0.004
0.030
0.087
0.037
Q114
0,023
0.026
0.080

0.834

0863
o721

0.846

0.845
0.698

0.017

-0.028
0.032
0013

0.106

0.014
0,035

0.086

0.058

0.023
0.050
-0.004
0.084
0120
0.115
0.062
-0.002

0.061

0.002
0110

0.041

0.026
0.169

0118

0.062
0.220
0.147

0.846

0.860
0.832

0.844

0.104

-0.007
0.020
0118
0.185
0.038
-0.014
0.004
0.082

0.071

0.000
-0.048

0010

-0.034
0.006

0.839

0.869
0719
0.757

0.074

o117
0.087

0.1860

0.048

-0.036
0.073
0.066

-0.001

-0.019
0120
0.065
0.064

0.030

0.021
0.071

0.084

-0.008
0.002

-0.024

-0.036
0.064
0.004

-0.032

-0.053
0178

0.130
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13. The cpidemic has made me get along better g o539 0057 0863 0030 0048 -0.054 0.758
with my colleagues
14, The epidemic has made me focus more on
about my family 0026 0.083 -0.004 -0.006 0835 -0.328 0.813
14, The quarantine policy has made it impossible
for me to combine family and work 0093 0036 0148 0010 0846 0241 0.806
14, My spouse will work with me to take care of
my family 0.148 0044 0075 -0.022 0837 0061 0.734
Eigenvalues (Initial) @ 7028 4048 3470 2331 1940 1.103 -
% of Variance (Initial] @ 26.029%14.994%12.850% B.632% 7.184% 4.083% -
% of Cum. Variance (Initial) @ 26.029%41.023%53 B73%62.505%69.689%73.772% -
Eigenvalues (Rotated) @ 6.034 3.941 3813 2669 2224 1.238 -
% of Variance (Rotated) @ 22.349%14.596%14.121% 9.884% 8.236% 4.586% -
% of Cumn. Variance (Rotated) @ 22.349%36.945%51.066%60.950%69.186%73.772% -
KMO @ 0.879 -
Bartlett's Test of Sphericity (Chi- 5481.126 ~
Square) @
dar @ 351 -
pvalue @ 0.000 -

In addition, the KMO value was 0.879, which means that the data is valid.
The variance explained values of the six factors were 22.349%, 14.596%,
14.121%, 9.884%, 8.236%, 4.586% correspondingly, and the collective
variance clarified after rotation was 73.772% implying that the
information of the research items could be extracted effectively. Finally,
please check the relationship between the factors (dimensions) and the
study items in conjunction with the factor loading coefficients to see if
they are as expected, if they are, then the validity requests to be re-
adjusted. There is a connection between the option and the factor if the
factor loading coefficient has an absolute value larger than 0. (A study
item corresponds to a dimension (factor) in a way that is not at all
consistent with expectations, so consider deleting the study item; we
consider removing a research item if there is no relationship between it
and a dimension (factor).

If the validity is performed using only KMO and Bartlett’s test, i.e.,
without regard to the correspondence between the dimensions and the
analysed items, the variance explained, etc. Firstly, a comparison of the
KMO values shows that validity is excellent when the value is above 0.8,
if the value is between 0.7 and 0.8 it means that validity is okay, values
between 0.6 and 0.7 indicate average validity and lower values indicate
poor validity. The validity analysis also requires a Bartlett’s test
(corresponding to a p-value of less than 0.05). Furthermore, in line with
what was mentioned earlier, the KMO for both factors tested only was 0.5.

As seen in the table above, the KMO value was 0.879, and a KMO value
more than 0.8 indicates high validity.
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d) Description of research variables

Table 4-13 descriptive analysis of opportunity equality

Descriptive Analysis =l #F

N of Std.
[tems Min Max Mean @ Median @
samples @ Deviation @

10, There is unfaimess in the job application and interview process
316 1.0005.000 3620  1.265 4,000

10, My organisation is very inclusive 316 10005000 3937  1.108 4,000
10,1 fleel‘that there is an imbalance in the gender ratio in my current 316 10005000 3858 1147 4000
organisation

10, I think age has had an impact on my career development 316 10005000 3953 1150 4000
10, I think family life has affected my productivity 316 10005000 3873 1186 4000
10, I think the epidemic has had an impact on my productivity

10. I think the epidemic has affected my income 316 10005000 3915 1046 4000
10. I think the epidemic has had an impact on my family's standard of 316 10005000 3854  1.239 4000
living

316 10005000 3867  1.153 4,000
316 10005000 3823  1.195 4,000

10. My organisation has a large age gap between employees

In the scale question on equity of opportunity, there are nine items and as
can be seen from the table above. The average score of 3.620 for inequities
occurring during the application and interview process (the lowest average
score in this scale), the average score of 3.937 for my organisation being
very inclusive, the I think my organisation has an imbalance in the gender
ratio of 3.858, I think age has an impact on my career development with a
mean score of 3.953 (the highest mean score on this scale), I think family
life affects my productivity with a mean score of 3.873, I think the
epidemic has an impact on my productivity with a mean score of 3.915, I
think the epidemic has affected my income with a mean score of 3.854, 1
think the epidemic has had an impact on my family’s standard of living
with a mean score of 3.867, and my organisation has a large age gap
between employees with a mean score of 3.823.
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Chart 4-1 mean comparison chart of gender gaps

mean comparison chart

39

3.85

38

375

37
11-1 112 11-3 114 115 11-6

In the scale question on gender gaps, the results showed no outliers in the
data. The descriptive analysis was therefore conducted directly against the
mean. The mean values for the overall scores ranged from 3.70 to 3.90.
The lowest mean score was for I think the epidemic has a greater impact
on female employees, and the highest was for I think the work my
organisation puts me through is valuable at 3.87.

Table 4-14 descriptive analysis of differences-1

Descriptive Analysis =l HF

N of Std.
Items Min Max Mean @ Median @
samples @ Deviation @

12. 1 am concerned about the availability of good
educational and medical resources where I work and inmy ~ 316 1.0005.000 3972  1.167 4.000

organisation

12. The household registration system in my location 316 1.0005.000 3.820 1.191 4.000
12. 1 considered leaving my job during the epidemic 316  1.0005.000 3.608 1354 4.000
12, 1 think the hukou is more important than salary 316 1.0005.000 3.753 1271 4.000

In the scale question on other variances, the table shows no significant
outliers. In Other Differences-1, I had the highest mean score of 3.97 for
concern about the availability of good educational and medical resources
in my place of work and in my organisation, and the lowest mean score of
3.61 for having considered leaving my job during the epidemic.
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Table 4-15 descriptive analysis of differences-2

Descriptive Analysis =l HiEF

N of Std.
[tems Min Max Mean @ Median @
samples @ Deviation @

13, The epidemic has affected my income
13. The epidemic has had an impact on my commute
13, The epidemic has increased my workload

316  1.0005.000 3.585 1.251 4.000
316  1.0005.000 3.709 1173 4.000
316  1.0005.000 3.627 1.206 4.000

13, The epidemic has made me get along better with my dle  LoD0UOG B:ls lele 4.000
colleagues 316 1.0005.000 3.693 1.228 4.000

13, The epidemic has lowered my expectations of my job
(salary, recognition, promotion, etc.)

On the Other Differences-2 scale, I had the lowest mean score of 3.585 for
the impact of the epidemic on my income and the lowest mean score of
3.709 for the impact of the epidemic on my commute.

Table 4-16 descriptive analysis of differences-3

Descriptive Analysis = AF

N of Std.
Items Min Max Mean @ Median @
samples @ Deviation @

14. The epidemic has made me focus more on about my family 316 1.0005.000 3.892 1.147 4,000

14, The quarantine policy has made it impossible for me to

eommbing batnily and yoel 316 1.0005000 3665 1250  4.000
14, My spouse will work with me to take care of my family 316 1.0005.000 3851 1174 4,000

Other differences-3 in the scale. The highest mean score was that the
epidemic made me focus more on my family. The lowest score was that
the epidemic quarantine policy made it impossible for me to balance
family and work, at 3.665

e) Correlation analysis

Relationship among equity of opportunity, gender diversity and other
diversity 1, 2,3

The study of relationships between quantitative data is usually done using
correlation analysis, such as whether there is a relationship between the
data, or the closeness of the relationship, etc (Ezekiel, 1930). In analysing
the data, we need to consider the following points. First, a detailed
analysis of whether there is a relationship between each Y and each X, and
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whether there is a significant relationship between Y and X. Second,
analyse what kind of relationship the relationship is, whether it is positive
or negative. Also, we know the magnitude of the correlation coefficient to
indicate the closeness of the relationship, so this closeness needs to be
analysed specifically. Finally, the results of the data analysis are
summarised. In addition, the correlation between the data can usually be
shown through a scatter plot, while a normal distribution plot can be
observed to see if the distribution of the data is normal, which can be used
as a preparatory step before the correlation analysis (Ezekiel, 1930, Cohen
etal., 2014).

Table 4-17 correlation analysis 1

Pearson Correlation

other diversityl other diversity2 other diversity3
opportunity e uality 0.240™ 0170* 0.166™
gender gaps 0.059 0.165* 0118

* p<0.05 * p<0.01

The table above shows the correlations between Other Diversity-1, Other
Differences-2 - Work, Other Differences-3 - Family Life and Equity of
Opportunity, and Gender Differences, using Pearson to show the strength
of the correlations. The correlation coefficient is 0.240, which is higher
than 0 and less than 1. This indicates that there is a positive relationship
between other differences-1 and gender differences-1. There is no
correlation between Other Differences-1 and Gender Differences-1. All
the other differences-2-work situation and equity of opportunity, and
gender difference 2 are significant with correlation coefficient values of
0.170 and 0.165 respectively, and the correlation coefficient values are
greater than 0, implying that there is a positive relationship between other
diversity-2 and equity of opportunity, and gender diversity 2. All other
differences-3-Family Life and Equity of Opportunity, Gender Differences
were significant with correlation coefficients of 0.166, 0.118 and all
correlation coefficients were greater than 0, implying a positive
relationship between other differences-3 and Equity of Opportunity,
Gender Diversity.
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Table 4-18 correlation analysis 2

Pearson correlations

opportunity equality

gender gaps S13E
differences-1 0.240%
differences-2 0.170™
differences-3 0.166™

* p<0.05 * p<0.01

The table above shows that the correlation between equity of opportunity
and gender differences, other differences-1, other differences-2-work
situation, and other differences-3-family life was investigated using
correlation analysis and the strength of the correlation was determined
using Pearson. The correlation between equity of opportunity and gender
differences is 0.134 and is significant at the 0.05 level, as a result, a
positive link exists between opportunity equity with gender disparities.
Opportunities equality and other differences-1 have a correlation value of
0.240, which is significant at the 0.01 level, suggesting a substantial
positive association between opportunity equity and other differences-1.
The value of the relationship between opportunity equity and other
differences-2-work situation is 0.170 and is significant at the 0.01 level,
thus indicating a significant positive relationship between opportunity
equity and other differences-2-work situation. The relationship between
equity of opportunity and other differences-3-family life has a value of
0.166 and is significant at the 0.01 level, thus indicating a significant
positive relationship between equity of opportunity and other differences-
3-family life.

Research hypothesis validation analysis (regression analysis)

Regression analysis is used to investigate the relationship between X
(quantitative or quantitative) and Y (quantitative), whether there is an
influence relationship, the direction of influence and the degree of
influence (Seber and Lee, 2012). Here are steps for this analysis (Draper
and Smith, 1998, Seber and Lee, 2012):

First: the R-squared number is used to analyse the model fit, and the VIF
value may be used to evaluate whether there is any covariance in the
model.

Second: list the model equation.

printed on 2/9/2023 4:25 AMvia . All use subject to https://ww.ebsco.conl terms-of-use



The Impact of Workforce Diversity on Multi-Cultural Organizations 255
during a Pandemic in China

Third: analyse the significance of X; if it is significant (p-value under 0.05
or 0.01); X has an effect relationship with Y, followed by a more detailed
study of the direction of the impact relationship.

Fourth: combine with the regression coefficient B value, compare, and
analyse the degree of influence of X on Y.

Fifth: summarise the analysis.

Table 4-19 regression analysis

linear regression analysis(n=316)

non-standardised coefficient standardised coefficient

B standard deviationg@ Betag@ te pe VFOR' @uadutR” @ Fe
constant 2.038 0.330 - 6.170 0.000*
gender gaps 0.095 0.058 0.094 1.712 0088 1.037
other differences-0.193 0.052 0.210 3733 0000* 1.089 0098 0.087 F(4311)=8.457
ohter differences-2 0.066 0.052 0.073 1.275 0203 1.138
other differences-3 0.128 0.051 0.137 2495 0013* 1.036

dependent variableopportunity e uality
D-W value 1.932
* p<0.05 * p<0.01

From the above table, we can see that gender difference, other difference-
1, other difference-2 - work situation, other difference-3 - family life, for
linear regression model, are used as independent variables, whereas
opportunity equity is used as the dependent variable. As seen in the table
above, the formula is: opportunity equity = 2.038 + 0.095*gender
difference + 0.193*other difference-1 + 0.066*other difference-2 - work
situation + The R-squared value of the model is 0.098, meaning that 9.8%
of the variation in opportunity equity is explained by gender difference,
other difference-1, other difference-2 - work situation and other
difference-3 - family life. The model passed the F-test (F=8.457, p=0.00),
which means that at least one of gender difference, other difference-1,
other difference-2-work situation, and other difference-3-family life had
an impact on opportunity equity. The D-W values are close to two,
suggesting that the model is not autocorrelated and that no correlation
exists among the sample data, and the model is valuable.

The gender difference regression coefficient was 0.095 (t=1.712,
p=0.088>0.05), indicating that gender difference had no effect on
opportunity equity. Other differences-1 has a regression coefficient of
0.193 (t=3.733, p=0.0000.01), indicating that it will have a substantial
positive influence on opportunity equity. Other differences-2-work
circumstance had a regression coefficient of 0.066 (t=1.275, p=0.203>0.05),
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indicating that it has little effect on opportunity equity. The value of the
regression coefficient for other differences-3-family life was 0.128
(t=2.495, p=0.013<0.05), implying that other differences-3-family life
would have a significant positive effect on opportunity equity. To
summarise the analysis: Other differences-1, Other differences-3-Family
life had a significant positive effect on equity of opportunity. However,
gender differences and other differences-2-work situation did not have an
impact on opportunity equity.

Table 4-20 R-squared value analysis

Model aggregation

R R: adjust R? Model exror DW value AIC value B
0313 0.098 0.087 0.905 1.832 838.561 85

The model’s R-squared value indicates how well the model fits; for
example, 0.8 indicates that the model fits to within 80% of the data
(Gelman et al., 2019). Adjusting the R-squared value is used to penalise
arbitrary over placement of X and is usually used less frequently (Gelman
et al., 2019). As seen in the above table, a linear regression model with
gender difference, other-difference-1, other-difference-2-work-status,
other-difference-3-family-life as the independent variables and opportunity
equity as the dependent variable shows a square value of 0.098, implying
that gender difference, other-difference-1, other-difference-2-work-status,
other-difference-3-family-life can explain of 9.8% of the variation is
explained.

Table 4-21 F-test

ANOVA

Sum of squares dr Mean Square F P
regression 27.700 4 6.925 8.457 0.000
Residuals 254.651 311 0.819
total 282351 315

The F-test is used to test whether the regression model is meaningful
(Sanderson and Windmeijer, 2016). If the model passes the F-test (p0.05),
it can be considered valid since at least one of the X variables has an
influence on Y. Moreover, when a model fails to pass the F-test (p>0.05),
it indicates that the model was not designed to be effective and neither of
the X’s have an influence on Y (Tiku, 1967). As can be seen from the
table above, the model was found to pass the F-test (F=8.457,
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p=0.000<0.05) when the model was tested, which means that the model
construction is meaningful.

f) Analysis of variances

ANOVA examines the difference between X (fixed category) and Y
(quantitative) (Bewick et al., 2004). The steps in ANOVA are, first, to see
if there is a significant difference between X and Y by arithmetic, at which
point the condition p-value of less than 0.05 or 0.01 should be met.
second, if significant, a comparison of mean sizes is performed to describe
the specific difference. However, if the results do not show significance,
this indicates that there is little variability between the various subgroups
of X and Y (Hou Chan and Jianping, 2003, Zhifang, 2004).

Table 4-22 ANOVA

ANOVA
8. marital situation (Mean=Std. Deviation)
F @ P @
1.0 (n=95) 2.0 (n=2) 3.0 (n=124) 4.0 (n=95)
other differences-3 - family life 3561097 3.17+0.24 3.98+0.99 3.82+1.06 3.336 0.020*
other differences-2 - work 354+089 290+099 3.82+1.06 361x1.15 1.806 0.146
alsiation 361100 225+035  396+102 378103 3753 0011°
other differences-1 .
radeciBresnri 356+087  308+059 3924095 383096 3.198 0024
equity of opportunity 3.49+097 3.28+0.08 4.02+0.90 4.03+0.89 7.754 0.000™
* p<0.05 ** p<0.01

Using ANOVA (known as one-way ANOVA) to examine the variability
of 8, marital status for other differences-3 - family life, other differences-2
- work situation, other differences-1, gender differences, and equity of
opportunity, the table above shows that: the different 8, marital status
samples do not show significance (p>0.05) for other differences-2 - work
situation, meaning that the different 8, marital status samples do not show
significance (p>0.05) for other differences-2 - work situation, meaning
that the different 8, marital status samples do not show significance
(p>0.05) for other differences-1, gender differences, and equity of
opportunity. 8, Marital status sample for other differences - 2 - all show
consistency and there is no difference.

The other 4 items of the 8, marital status sample are significant for the
other differences - 3 - family life, other differences - 1, gender differences,
and equity of opportunity (p<0.05), which means that the 8, marital status
sample has differences for the other differences - 3 - family life, other
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differences - 1, gender differences, and equity of opportunity. The specific
analysis shows that: 8. Marital status is significant at the 0.05 level
(F=3.336, p=0.020) for Other Differences-3-Family Life, and the specific
comparison of differences demonstrates a greater degree of significance
between the group mean scores of “3.0>1.0,” as seen in the illustration
above.

8, Marital status for other differences-1 showed a 0.05 level of significance
(F=3.753, p=0.011), as well as specific differences in comparisons can be
seen in the comparison of group mean scores with more significant
differences of “3.0>1.0; 3.0>2.0; 4.0>2.0". 8. Marital status showed a 0.05
level of significance for gender differences (F=3.198, p=0.024), as well as
specific comparisons of differences that showed a more significant
difference in group mean scores comparing results of “3.0>1.0; 4.0>1.0”.
8. Marital status showed a 0.01 level of significance for opportunity equity
The mean scores of the groups that showed a significant difference were
“3.0>1.0; 4.0>1.0”, as evidenced by the 0.01 threshold of significance
(F=7.754, p=0.000) and the comparison’s particular differences.

To sum up, there is no significant difference between the 8, marital status
samples for the other differences - 2 - work situation - 1 item, while the
other 8, marital status samples show significant differences for the other
differences - 3 - family life, other differences - 1, gender gaps, equal
opportunity- 4 items.

g) Summary

Based on factor analysis, correlation analysis, regression analysis and
ANOVA, we tested all hypotheses:

Table 4-23 hypothesis test results

Hypothesis | Description Test
result
Hypothesis | Workforce diversity during the epidemic is related | T
1 to equity of opportunity in multicultural
organisations.
Hypothesis | Equity of opportunity during the epidemic has a F
1-1 negative relationship with the household
registration system.
Hypothesis | Equity of opportunity during the epidemic is T
1-2 positively related to variability in work situation.
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Hypothesis | Equity of opportunity during the epidemic is F
1-3 negatively related to variability in household status.
Hypothesis | Gender gap during the epidemic is negatively F
2 related to equity of opportunity.

Hypothesis | Gender gap during the epidemic is negatively F
3 related to the household registration system.

Hypothesis | Gender gap during the epidemic is positively T
4 correlated with variability in work status.

Hypothesis | The gender gap during the epidemic is positively T
5 correlated with differences in household status.
Hypothesis | Basic information makes a difference to labour T
6 force diversity during the epidemic.

Note: T indicates that the hypothesis is supported by validation and F indicates
that the hypothesis is not fully supported by validation.

In summary, centred on the outcomes of hypothesis testing, we can
confirm that workforce diversity is correlated with opportunity equity and
gender gaps in multicultural organisations in China, and that opportunity
equity is significantly and positively correlated with household registration
system, work environment, and family situation. Gender gap and opportunity
equity are positively correlated. The gender gap is positively correlated
with domicile policy, work environment and family situation. And basic
information also has an impact on labour force differentials. In the
subsequent part, the findings of the statistics investigation will be
summarised, and the implications will be discussed in terms of human
resource management

Following the findings of the prior section’s data analysis and given an in-
depth analysis of the ramifications of the findings, this part draws a series
of conclusions. It then discusses the potential contributions of this study to
the academic field of workforce diversity and multicultural organizations,
as well as some recommendations for multicultural organizations from the
standpoint of human resource management. In addition, the section
discusses the study’s weaknesses as well as recommendations for further
research.

4. Discussion

A review of the previous parts allow us to discuss the results obtained in
conjunction with the literature review.

Firstly, the aims of the study are:
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1) To explore the dynamics of workforce diversity in multicultural
organisations under the influence of epidemics.

2) To emphasise the critical nature of diversity management inside
corporations.

The preceding two objectives may be broken down into four distinct
research objectives.:

a) To conduct an investigation on the relationship between workforce
diversity and opportunity equity.

b) To analyse the relationship between workforce diversity and gender
differences.

¢) To analyse the relationship between China-specific diversity and
equity of opportunity and gender differences.

d) Discuss which employee traits influence workforce diversity and
opportunity equity and gender gaps.

In the table for testing the hypotheses, we found that all the hypotheses
were confirmed except for hypotheses 1-1, 1-3, 2 and 3, which were not
supported. Thus, taken together, the following conclusions can be drawn.

Although the world becomes more dynamic during an epidemic,
organisations are at risk of constantly adapting themselves. Workforce
diversity has always been a controversial factor, and while it may bring a
degree of benefit to organisations, it also inevitably poses many risks.
Workforce diversity is inextricably linked to the study of inequality.
Workforce diversity is a perplexing organisational management issue.

As mentioned in the previous review, diversity can promote workplace
equity and is strategically valued by many organisations. However, some
studies have found that workforce diversity is negatively impacted by
organisations. Organisations that do not take steps to manage diversity
may experience low team cohesion or high levels of conflict. Women’s
empowerment and gender equality remain an ongoing topic of debate in
today’s society due to the impact of social and politicisation in the
workplace. Equal opportunity does not mean diversity, as in volatile
situations, organisations must work to eliminate the inevitable human
issues associated with diversity. There is a strong positive link between
gender disparities and equal opportunities in the analysis, which also
suggests that the presence of a gender divide in the workplace affects
fairness in employee organisations. However, gender differences did not
significantly impact equal opportunities in the regression analysis,
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possibly because the epidemic had to destabilise the results, where other
differences are more reflected.

In China, citizens will consider the issue of applying for their household
registration when they work. Because of the influence of hukou on the
education and health systems, employees may be more concerned about
hukou policies when the employment situation is less optimistic during the
epidemic. This is supported by the fact that, according to the analysis, we
also found a clear positive relationship between hukou policy and equity
of opportunity.

Sexuality differences and marital status are likely to be a focus for
addressing workforce diversity issues. The epidemic may have led to
difficulties in balancing work and family due to families with children to
care for and the cooperative division of labour among family members.
The data shows that whether respondents are married and have children
has a significant impact on family situation, household registration
policies, gender differences, and equity of opportunity. This may be due to
the new impact of the epidemic. The global COVID-19 epidemic has
prompted companies to modify their methods. Commuting has become a
fundamental business change due to the extraordinary impact of the
coronavirus epidemic on the unanticipated need to work from home
(Savi¢, 2020). Telecommuting means working away from the office. Often
this means working from home or nearby. Employees communicate
electronically with their colleagues and bosses. Telecommuting increases
job satisfaction and productivity while reducing office expenses and
demands. However, there are some disadvantages such as isolation, long
working hours and no distinction between work and home. Travelling by
computer or other means requires discipline and reliance on personal IT
equipment. Managers must rethink their approach to communication and
management when dealing with a remote workforce.

a) Limitations

To begin, this study had limitations in terms of data collecting, as the
organization’s data may have been gathered but not combined within a
year following the outbreak, and the questionnaire design may have
obscured respondents’ genuine attitudes.

Second, Since China is a high-context nation because of its geographic
restrictions, several items on the questionnaire may have gone unnoticed
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by managers who are naturally reticent when it comes to addressing
sensitive issues.

Thirdly, the sample size is limited, and the sample may be unrepresentative
of the population.

Fourthly, this study focused exclusively on factors with a clear effect and
did not include additional potential mediators.

Fifthly, this study may be lacking in discussion and analysis of national
cultures, whereas multicultural organisations’ cultures are overlooked.

b) Recommendations for future research

Managing workforce diversity can improve organisational effectiveness,
especially in the context of rapid globalisation. The importance of
managing worker diversity cannot be overstated, especially in the context
of current global developments. Most definitions of organisational
performance emphasise efficiency, effectiveness and meaningfulness, and
that employee performance is a more important factor than efficiency and
effectiveness. The main aim of managing workforce diversity is to
maintain equality in the organisation and to overcome the issues of
disparity that arise during an epidemic.

In light of this study’s limitations, the following are some recommendations
for future research. To begin, a sufficiently big sample size should be
used. Covering all regions and industries is important, as this ensures that
the study’s findings are representative and have a broader application.
Second, future research could classify employees in a variety of
organisations according to underlying variables in order to acquire more
accurate results. For instance, concentrating on respondents with families’
differential performance would be an excellent strategy. Thirdly, researchers
may concentrate their efforts on multicultural organisations within a single
sector, or they could conduct surveys of employees across both organisational
sectors and compare the results. Additionally, it would be prudent in the
future to do research that are narrowly focused on a single dimension and
omit other intervening variables. Finally, future research should consider
potential moderating factors affecting workforce diversity, opportunity
equity, gender inequalities, and other differences. Additionally, additional
examination of cultural elements in the countries investigated is necessary.
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The author expects that the findings and implications of these investigations
will be beneficial to future scholars investigating comparable subjects.
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