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Abstrak

Universiti yang baru ditubuhkan di Sichuan memainkan peranan penting dalam
pembangunan zon ekonomi Chengdu-Chongqing yang mencatatkan pertumbuhan
ekonomi keempat terbesar dan merupakan enjin pembangunan negara China.
Walaubagaimanapun, prestasi kerja kakitangan pentadbiran dan anteseden
berkaitannya setakat ini kurang mendapat perhatian dan keprihatinan dalam
kedua-dua amalan pengurusan dan penyelidikan akademik. Kajian-kajian yang
dijalankan sebelum ini mendapati terdapat perhubungan antara tanggapan sokongan
organisasi dan penglibatan kerja dengan prestasi kerja. Kajian ini dijalankan untuk
menyiasat pembolehubah yang mungkin dapat menjelaskan prestasi kerja kakitangan
pentadbiran dengan menentukan hubungan antara tanggapan sokongan organisasi,
penglibatan dan prestasi kerja. Kaedah kuantitatif digunakan untuk meneroka
hubungan. Teknik pensampelan kluster digunakan dalam tinjauan dan data dikumpul
melalui borang soal selidik yang diisi sendiri, dengan menggunakan skala tanggapan
sokongan organisasi, skala penglibatan kerja Utrecht dan Skala prestasi kerja
digunakan untuk mengukur pemboleh ubah dan dimensi yang berkaitan. Seramai 426
kakitangan akar umbi telah mengambil bahagian dalam soal selidik yang dijalankan.
SPSS dan AMOS digunakan untuk menjalankan proses analisis data, dan hipotesis
diuji dengan menggunakan pemodelan persamaan struktur. Keputusan menunjukkan
tahap tanggapan sokongan organisasi (min=2.78, SD=0.69), penglibatan kerja
(min=2.70, SD=0.72), dan prestasi kerja (min=2.53, SD=1.04) dalam kalangan
kakitangan pentadbiran secara relatif adalah rendah. Sokongan organisasi dan
penglibatan kerja memberi kesan positif terhadap pencapaian kerja. Keputusan kajian
juga mendedahkan bahawa kesan tanggapan sokongan organisasi terhadap prestasi
kerja dikawal oleh penglibatan kerja. Selain itu, hubungan pengantara antara dimensi
tanggapan sokongan organisasi, dimensi penglibatan kerja dan dimensi prestasi kerja
turut diperiksa. Kajian ini mencadangkan agar kakitangan pentadbiran universiti
yang baru ditubuhkan diberi lebih sokongan material dan spiritual untuk
mewujudkan budaya dan persekitaran yang melibatkan pekerja. Secara khususnya,
pelbagai pendekatan yang melibatkan kebajikan pekerja perlu diambil untuk
menunjukkan pihak universiti menghargai kakitangan pentadbiran. Kajian ini juga
berfungsi sebagai latar belakang teori untuk penyelidikan lanjut.

Kata Kunci: Tanggapan sokongan organisasi, Penglibatan kerja, Prestasi kerja,
Kakitangan pentadbiran, Universiti yang baru ditubuhkan
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Abstract

The newly-established universities of Sichuan play an important role in the
development of the Chengdu-Chongqing economic zone which is the fourth largest
economic growth in China and regarded as a new engine of Chinese development.
However, the job performance of administrative staff and its antecedents in
newly-established universities have so far received less attention and concern in both
practice management and academic research. Previous studies found that perceived
organizational support and work engagement have some relationship to job
performance. This study is undertaken to investigate the job performance of
administrative staff by determining the relationship between perceived organizational
support, engagement and job performance. The quantitative method is employed.
Cluster sampling technique is used in the survey and data is collected via
self-administered online questionnaires, utilizing perceived organizational support
scale, Utrecht work engagement scale and job performance scale. A total of 426
administrative staff participated in the survey. SPSS and AMOS are utilized to
conduct the process of data analysis, and hypotheses are tested by using structural
equation modeling. The results indicate that the level of perceived organizational
support (mean=2.78, SD=0.69), work engagement (mean=2.70, SD=0.72), and job
performance (mean=2.53, SD=1.04) among grassroots administrative staff is
relatively low. Organizational support and work engagement have a positive
significant effect on job performance. The findings also reveal that the effect of
perceived organizational support on job performance is mediated by work
engagement. Furthermore, the modeling relationship among dimensions of perceived
organizational support, dimensions of work engagement and dimensions of job
performance are examined. The study suggests to give more material and spiritual
support to university administrative staff and create an engaged culture and
atmosphere. In particular, diverse human care should be provided to show that
universities identify the value of administrative staff. The study also serves as a
theoretical background for further research.

Keywords: Perceived organizational support, Work engagement, Job performance,
Administrative staff, Newly-established university
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CHAPTER ONE

INTRODUCTION

1.1 Introduction of the Study

The concept of job performance is very important both in management and academic

field, and has been widely discussed for a long time. In simple terms, it refers to the

evaluation of a person’s work (Campbell, McCloy, Oppler & Sager, 1993).

Academically, it is part of human resources management and part of industrial and

organizational psychology. Job performance is an essential criterion for evaluating

organizational outcomes and job outcomes (Campbell, 1990). Job performance is the

purpose and premise of the operation and development of any business and

organization (Ding, 2002). Therefore, how to improve the job performance of

employees has always been a major concern of academic research field in the world.

Under this background, research on the impact of organizational factors such as

perceived organizational support, salary satisfaction, job satisfaction, leadership style

and organizational commitment on job performance have become a hot topic for

scholars (Luo, 2014). With the popularization of the concept and theory of perceived

organizational support in the academia, perceived organizational support is

considered as a critical factor in improving job performance of employees (Caesens

& Stinglhamber, 2014; Rhoades & Eisenberger, 2002). There are some empirical

research which indicated that perceived organizational support has a positive

influence on job performance (Afzali, Motahari, Chen & Yin, 2009;
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Hatami-Shirkouhi, 2014; Mohamed & Ali, 2015), whereas some research revealed

that perceived organizational support could not affect job performance significantly,

unless it is mediated by other variables (Chiang & Hsieh, 2012). Moreover, some

researchers found that perceived organizational support cannot influence job

performance among particular populations (Labrague, McEnroe Petitte, Leocadio,

Van Bogaert & Tsaras, 2018). It reveals that the effect of perceived organizational

support on job performance may be different among different sample population in

diverse organizational culture background.

On the other hand, work engagement which first appeared as a concept in

management theory in the 1990s (Kahn, 1990), is also a fundamental construct for

organizations to enhance their performance and get a competitive advantage (Cesário

& Chambel, 2017; Xanthopoulou, Bakker, Demerouti & Schaufeli, 2009). However,

very few people associate job performance with perceived organizational support and

work engagement to study the relationship between the three constructs, and work

engagement is rarely a concern of academia as mediation between perceived

organizational support and job performance. Furthermore, education departments,

educational leaders, and academics seldom think about how to effectively improve

education management from the relationship between these three constructs. In this

study, the constructs of perceived organizational support, work engagement, and job

performance are put together to study their mutual relations on the context of

Chinese newly-established universities, and this is a brand-new academic attempt.

https://www.sciencedirect.com/science/article/pii/S0278431911000685
https://www.sciencedirect.com/science/article/pii/S0278431911000685
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1.2 Background of Study

In 2018, the Chinese Higher Education Quality Report proclaimed that many new

universities and colleges had been created in China since 2000. According to the

statistics, there were 1219 universities in China by the end of 2017, including 678

newly-established universities and undergraduate colleges. These newly-established

universities and undergraduate colleges account for 55.6% of the total number of

Chinese universities (Higher Education Evaluation Center of the Ministry of

Education, 2018). The newly-built universities and undergraduate colleges have

become an essential part of Chinese higher education institutions, and the

improvement of their administration level is of considerable significance to the

advancement of the level of Chinese higher education (Wang, 2016; Zhang & Xie,

2015). In Sichuan Province, for example, there are a total of 22 newly-established

universities (not including 9 newly-established dependent colleges) to meet the needs

of education, economic and social development.

On 30th May 2011, The Development Plan of the Chengdu-Chongqing Economic

Zone (Chinese National Development and Reform Commission, 2011) was issued in

China. According to the development plan, Chengdu-Chongqing Economic Zone

contains the Sichuan Province and Chongqing Municipality; this zone is considered

to be the fourth largest economic growth pole of China and the engine of Chinese

western development (Wang, 2011).
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Figure 1.1. Chengdu-Chongqing Economic Zone’s United Layers

The newly-established universities of Sichuan Province are closely related to the

regional development of the economy, culture, education, science of

Chengdu-Chongqing Economic Zone, and are very important in the development

plan of Chengdu-Chongqing Economic Zone (Wang, 2011, 2016). These universities

connect their professional construction with the development of local industries, take

the road of integration of production, study and research, deepen the cooperation

between universities and local governments, and transform to the

application-oriented, thus deeply serving the development of the

Chengdu-Chongqing Economic Zone. Cooperation between higher education and the
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economy continues to expand (Qiu, Zhang & Liu, 2016). For example, Yibin City in

Sichuan Province is vigorously building a university town. The government has

signed a project cooperation agreement with 11 universities. It can be said that with

the rapid development of Chinese higher education and the local development needs

of the Chengdu-Chongqing Economic Zone, the construction and development of

newly-established universities are gradually becoming a hot topic in both academic

and practical area (Qiu, Zhang & Liu, 2016; Wang, 2016).

The administration of universities is essentially a derivative activity of higher

education (Yang, 2007). It follows the emergence of universities and develops along

with the development of universities (Yang, 2007). On 5th September 2017, Sichuan

Provincial Department of Education has released an important document named the

13th Five-Year Plan for educational development of Sichuan Province (From 2016 to

2020) (Sichuan Provincial Department of Education, 2017). The document put

forward in accordance with the standards which are “firmly faithful, service-oriented,

diligent and pragmatic, responsible, clean and honest,” to create a high - quality

administrative team with proper management and service abilities. Therefore, it can

be seen that the administrative team of newly-established universities in Sichuan has

its own significance for improving the overall level of Sichuan higher education and

even the development of education in Chengdu-Chongqing economic zone.

In the administrative team of universities, the proportion of grassroots administrative

staff is the largest, and plays an important role. In 1985, Trial Measures for the
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Establishment of Ordinary Institutions of Higher Education (Chinese Education

Ministry, 1985) defined the university administrative staff as people who engage in

administration at all levels of functional sections and departments of universities.

Administrative staff can be divided into three levels: senior (decision-making level),

middle (management level), grassroots (operational level) (Ding, 2009; Xu, 2007).

Ding (2009) stated in his paper Research on the Incentive Mode of Grassroots

Administrators in Universities that grassroots administrative staff in universities is

the main groups engaged in the administrative work of universities, and play an

essential role in the operation of administration of universities, but it is clear that

their job performance needs to be improved. Peng (2016) also argued that the

administrative staff at the grassroots level, is an essential human resource team in

colleges and universities; their engagement and performance can affect the

administrative efficiency and development of higher education. However, compared

with old or key universities, there are some problems in newly-established

universities such as lack of running experience, lack of teacher resources, lack of

office conditions and weak management system, which pose a more significant

challenge to the administration, and oblige the administrative staff to assume more

enormous tasks and pressures (Zhou, 2009). Taking into account the important role

of grassroots administrative staff in the construction and development of

newly-established universities as well as the important role played by Sichuan’s

newly-established universities in higher education system in Sichuan and
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Chengdu-Chongqing economic zones, this study aims to explore the antecedent

variables of job performance from the perspective of the interaction of organizational

and individual factors, in order to find suitable ways to improve job performance of

grassroots administrative staff. It can contribute to enhancing the newly-established

universities’ administration. Besides, the researcher is also a member of the

grassroots administrative staff and engaged in human resource management in one of

the newly-established universities in Sichuan. His job status and experience have

given him a strong interest in this research and can provide him convenience during

research and investigation. Furthermore, this research has practical guiding

significance for the researcher’s future work.

1.3 Problem Statement

There is an increasing contribution in academic and management area on the

concepts of perceived organizational support, work engagement and job performance.

However, in connection with this study, there are still some research problems.

The first problem is that the job performance of university administrative staff in

China must be strengthened (Dong & Ma, 2013; Gao, 2015; Yu & Liu, 2013). This

problem is receiving attention in the education management area recently, but the

relevant research on it is not rich in academic circles. The 13th Five-Year Plan for

Educational Development of Sichuan Province (From 2016 to 2020) (Sichuan

Provincial Department of Education, 2017) pointed out that the job performance of

administrative staff is a big issue influencing the development of universities, and
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should be improved by human resource management practice and reform. Also,

many scholars argue that the job performance of administrative staff is essential to

the development of Chinese universities, and must be emphasized and strengthened

(Dong & Ma, 2013; Gao, 2015; Si, 2010; Yu & Liu, 2013). However, the academic

exploration of improving the job performance of university administrators is scarce

(Yang, 2017). It is essential to explore the formation mechanism of job performance

and find a path to enhance the job performance of university administrative staff.

Secondly, the current research on the relationship among three constructs (perceived

organizational support, work engagement and job performance) is still limited, which

needs to be further studied. More specifically, few researchers link job performance

with perceived organizational support and work engagement together to investigate

the relationship between the three constructs. Besides, the construct of work

engagement is infrequently concerned by academia as mediation between perceived

organizational support and job performance. In order to explore and find ways to

improve employees’ job performance, many studies connected to job performance

with organizational commitment, organizational identity, employee satisfaction,

human resources practice or other factors, but past studies seldom associate the work

engagement with the relationship between perceived organizational support and job

performance. As the earliest researcher of perceived organizational support,

American researchers Eisenberger, Huntington, Hutchison and Sowa (1986)

surveyed employees from 9 different industry organizations and found that perceived
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organizational support negatively correlated with absenteeism, and positively related

to job performance. Since then, many global scholars began to do relevant studies.

European scholars Caesens and Stinglhamber (2014) administrated an online

questionnaire to 265 employees and 112 supervisors of companies, and found that

perceived organizational support is positively related to work engagement. Wang,

Liu, Zou, Hao and Wu (2017) found that extrinsic effort could reduce work

engagement among Chinese female nurses, while perceived organizational support

could enhance work engagement. Iranian researchers Afzali, Motahari and

Hatami-Shirkouhi (2014) randomly selected nearly 300 employees from different

banks in Iran for study and found that perceived organizational support has a positive

impact on organizational learning and job performance. However, it is difficult to

find studies of the relationship between three variables (perceived organizational

support, engagement and job performance), and it is uncertain about whether work

engagement mediates the effect of organizational support on job performance.

Therefore, as the above discussion, these still need to be further studied.

Thirdly, in-depth studies on the mutual influence of the dimensions of perceived

organizational support, work engagement and job performance are still infrequent,

especially studies on the mediating effect of work engagement mainly focused on a

single mediator variable, few studies use multiple mediation model to perform

complex mediation analysis of the dimensions of work engagement. Although some

research has examined organization - related factors and personal factors as
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antecedents of job performance, they mostly take organizational factors, personal

factors or job performance as a whole structural variable to conduct research (Buil,

Martínez, & Matute, 2019; Grobelna, 2019; Owens, Baker, & Sumpter, 2016).

Dividing variables into subdimensions and further exploring the relationships

between the various dimensions through structural equations can help us understand

the interaction between variables more deeply and thoroughly. Besides, the study on

the mediating effect of work engagement mainly focused on a single mediator

variable (Chaudhary Akhouri, 2018; Memon, Salleh, Nordin, Cheah, Ting, & Chuah,

2018), namely simple mediation (Liu & Ling, 2009). However, nowadays, research

is complex and often requires multiple mediators to more clearly explain the effects

of independent variables on dependent variables (Mackinnon, 2008). Although more

research on mediation has begun to conduct multiple mediation analysis in recent

years, they just disassembled a multiple mediation model into several simple models,

and then performed several simple mediation analyses (Fang, Wen, Zhang, & Sun,

2014). Therefore, this study attempted to construct a multiple mediation structure

model for multiple mediation analysis, which can analyze the relationship between

multiple independent variables, multiple dependent variables and multiple mediator

variables at the same time and same model, so as to gain a more in-depth insight into

the mediating effects of the dimensions of work engagement.

Fourthly, there remains an academic knowledge gap in the literature, which

continuously elicits the need for further empirical research of perceived
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organizational support, work engagement and job performance within diverse

contexts and different demographic segments. It can be seen from past research that

perceived organizational support, work engagement and job performance have been

widely studied by management field as well as the research/academic community

and is regarded as the barometer that influences the association of the individual with

the workplace. However, related empirical research infrequently involves the field of

education management. As a particular demographic group, university administrative

staff in China which has become a veritable higher education country, especially, did

not receive much attention. Explicitly, this study attempts to fill this research gap.

From the latest academic literature, Kim, Eisenberger, and Baik (2017) studied

perceived organizational support and job performance with a sample of 109

small-to-medium sized South Korean firms, while DeConinck and DeConinck (2017)

conducted a questionnaire survey of 382 salespeople in the United States to study

whether servant leadership can predict the reception of organizational support and

work results among salespeople. Akgunduz and Sanli (2017) collected data from

hotels in Turkish cities to study the effect of employees’ perceived organizational

support on their performance. Labrague, McEnroe Petitte, Leocadio, Van Bogaert

and Tsaras (2018) examined the impact of organizational support perceptions on

nurses work outcomes. Guan and Frenkel (2017) used a survey on a sample of 455

employees working in five Chinese manufacturing firms to determine how work

engagement mediate the relationship between employee perceptions of HR practice

and job performance. From past research, the study of organizational support, work
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engagement, and job performance have involved business, medical, manufacturing,

and tourism practitioners, but it has unfrequently been involved in the education

industry. In particular, researchers rarely pay attention to university administrators in

their research (Kivistö & Pekkola, 2017). Further empirical research on the

relationship between perceived organizational support, work engagement and job

performance in diverse contexts and different demographic segments are needed.

Fifthly, as compared to the literature focusing on academic staff (or teachers), few

studies have addressed problems of administrative staff, such as work status, work

engagement, and job performance, whereas book chapters, papers or journal articles

concerned about administrative staff in the context of higher education institutions

are seldom existent, and this apparent lack of interest extends to policy and practice

(Kivistö & Pekkola, 2017). For example, in Standards and Guidelines for Quality

Assurance in the European Higher Education Area, which was revised in 2015, there

is much more focus on the professional qualifications and competence development

of teaching staff and effective information management practices. In China, National

Education Development Plan for 13th Five-Year (Chinese State Council, 2017) has

hardly mentioned the construction of the administrative team, and the development

and quality assurance of administrative staff. Therefore, this study is prepared to

address the existing knowledge gap, and arouse the attention and support of the

academic, educational and management circles for administrative staff in higher

institutions, and enhance understanding of and so further improve administrative



13

staff’s job performance.

The last problem is that the level of perceived organizational support, work

engagement, and job performance of administrative staff in newly-established

universities in the context of the rapid development of Chinese higher education is

still unknown, and their relationship is uncertain. From the previous study, it is hard

to find research which is devoted to investigating the above variables among

administrative staff in newly-established universities of China. These issues require

further investigation and research to get some valuable findings and implications. Yu,

Liu and Liu (2013) pointed out that university leaders and higher education

management authorities generally believe that teaching and academic work is the

focus of the university; they attach importance to academic staff. In contrast,

administrative staff, especially grassroots administrative staff is usually marginalized,

and do not receive sufficient support from the university. Zhang’s research (2016) on

grassroots administrators in universities also argued that the universities’ lack of

support for grassroots administrators in terms of work environment, salary system,

and professional growth reduce administrators’ enthusiasm for work and thus reduce

the efficiency of administrative work. Many people believe that the level of

perceived organizational support, work engagement and job performance of

university administrative staff is not high (Chen, 2017; Dong & Ma, 2013; Gao, 2015;

Si, 2010; Yang, 2017; Yu, Liu & Liu, 2013). However, these conclusions are based

only on people’s observation, work experience, or interviews, lacking in quantitative
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information analysis as data support. Hence, it could benefit from using quantitative

research to investigate perceived organizational support, work engagement and job

performance of Chinese university administrative staff, and to broaden the

perspective of education management by analyzing their mutual relations.

This study expands the research field of both human resources management and

higher education management. It can enrich the method of research on the job

performance of administrative staff in universities. In the context of the

popularization of higher education in China and the Chengdu-Chongqing Economic

Zone becoming China’s fourth growth pole, the researcher chooses grassroots

administrative staff in newly-established universities as a target population to explore

the relationship between their perceived organizational support, work engagement

and job performance, expecting to provide beneficial reference for university leaders

and higher education management authorities so that they would consider how to

improve the job performance of administrative staff from a new perspective.

1.4 Objectives of the Study

This study works to contribute to the understanding of whether or not the effect of

different perceived organizational support on job performance may be reflective of

the nature of work engagement in the Chinese context. Thus, the issue is whether or

not work engagement mediates the impact of perceived organizational support on job

performance. More specifically, the objectives of this study are:
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1. To determine the level of job performance, perceived organizational support, and

work engagement of grassroots administrative staff in newly-established universities

in Sichuan, China.

2. To examine the relationship between perceived organizational support and job

performance of grassroots administrative staff in newly-established universities in

Sichuan, China.

3. To examine the relationship between perceived organizational support and work

engagement of grassroots administrative staff in newly-established universities in

Sichuan, China.

4. To examine the relationship between work engagement and job performance of

grassroots administrative staff in newly-established universities in Sichuan, China.

5. To examine the mediating role of work engagement between perceived

organizational support and job performance of grassroots administrative staff in

newly-established universities in Sichuan, China.

1.5 Research Questions

In order to achieve the research objective, the following questions are proposed:

1. What is the level of job performance, perceived organizational support, and work

engagement among grassroots administrative staff in newly-established universities



16

in Sichuan, China?

2. Does perceived organizational support have a relationship with job performance

among grassroots administrative staff in newly-established universities in Sichuan,

China?

3. Does perceived organizational support have a relationship with work engagement

among grassroots administrative staff in newly-established universities in Sichuan,

China?

4. Does work engagement have a relationship with job performance among

grassroots administrative staff in newly-established universities in Sichuan, China?

5. Does work engagement mediate the relationship between perceived organizational

support and job performance of grassroots administrative staff in newly-established

universities in Sichuan, China?

1.6 Research Hypotheses and Conceptual Framework

The purpose of this study is to examine the relationship between perceived

organizational support, work engagement and job performance of grassroots

administrative staff in newly-established universities in Sichuan, China. It furthers

examine the mediation role of work engagement between perceived organizational

support and job performance and then makes hypotheses and builds the conceptual

framework. All hypotheses are listed below:
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H1： Perceived organizational support is positively related to job performance of

grassroots administrative staff in newly-established universities.

H1.1: Working support is positively related to task performance.

H1.2: Working support is positively related to contextual performance.

H1.3: Identifying value is positively related to task performance.

H1.4: Identifying value is positively related to contextual performance.

H1.5: Caring about well-being is positively related to task performance.

H1.6: Caring about well-being is positively related to contextual performance.

H2: Perceived organizational support is positively related to work engagement of

grassroots administrative staff in newly-established universities.

H2.1: Working support is positively related to vigor.

H2.2: Working support is positively related to dedication.

H2.3: Working support is positively related to absorption.

H2.4: Identifying value is positively related to vigor.

H2.5: Identifying value is positively related to dedication.

H2.6: Identifying value is positively related to absorption.

H2.7: Caring about well-being is positively related to vigor.

H2.8: Caring about well-being is positively related to dedication.

H2.9: Caring about well-being is positively related to absorption.

H3: Work engagement is positively related to job performance of grassroots

administrative staff in newly-established universities.
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H3.1: Vigor is positively related to task performance.

H3.2: Vigor is positively related to contextual performance.

H3.3: Dedication is positively related to task performance.

H3.4: Dedication is positively related to contextual performance.

H3.5: Absorption is positively related to task performance.

H3.6: Absorption is positively related to contextual performance.

H4: Work engagement has a positive mediating effect in the relationship between

perceived organizational support and job performance of grassroots administrative

staff in newly-established universities.

H4.1: Vigor has a positive mediating effect in the relationship between working

support and task performance.

H4.2: Vigor has a positive mediating effect in the relationship between working

support and contextual performance.

H4.3: Vigor has a positive mediating effect in the relationship between identifying

value and task performance.

H4.4: Vigor has a positive mediating effect in the relationship between identifying

value and contextual performance.

H4.5: Vigor has a positive mediating effect in the relationship between caring about

well-being and task performance.

H4.6: Vigor has a positive mediating effect in the relationship between caring about

well-being and contextual performance.
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H4.7: Dedication has a positive mediating effect in the relationship between working

support and task performance.

H4.8: Dedication has a positive mediating effect in the relationship between working

support and contextual performance.

H4.9: Dedication has a positive mediating effect in the relationship between

identifying value and task performance.

H4.10: Dedication has a positive mediating effect in the relationship between

identifying value and contextual performance.

H4.11: Dedication has a positive mediating effect in the relationship between caring

about well-being and task performance.

H4.12: Dedication has a positive mediating effect in the relationship between caring

about well-being and contextual performance.

H4.13: Absorption has a positive mediating effect in the relationship between

working support and task performance.

H4.14: Absorption has a positive mediating effect in the relationship between

working support and contextual performance.

H4.15: Absorption has a positive mediating effect in the relationship between

identifying value and task performance.

H4.16: Absorption has a positive mediating effect in the relationship between

identifying value and contextual performance.

H4.17: Absorption has a positive mediating effect in the relationship between caring

about well-being and task performance.
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H4.18: Absorption has a positive mediating effect in the relationship between caring

about well-being and contextual performance.

1. The hypothesis of relationship between perceived organizational support and job

performance of grassroots administrative staff in newly-established universities

perceived organizational support is based on the Existence, Relatedness and Growth

theory or better known as ERG theory (Alderfer, 1972), and the relationship between

perceived organizational support and job performance is deduced by the norm of

reciprocity. Employees have three needs which are existence, relatedness and growth.

When employees feel the caring about well-being, identifying value and working

support from the organization, their three needs will be met, they will be motivated to

work hard, be loyal, and work with more enthusiasm as exchanges to better complete

the task and improve job performance. According to the norm of reciprocity, when a

person or organization contributes to each other, they also expect the other party to

return their contribution. This norm is used for the relationship between employees

and organizations. The implication of perceived organizational support theory is to

highlight that the organization’s concern and focus on employees are an important

starting point for employees who are reluctant to leave the organization and to fulfill

their commitment to the organization (Luo, 2014).

Empirical studies (Akgunduz & Sanli, 2017; Armeli, Eisenberger & Fasolo et

al.,1998; Eisenberger, Armeli & Rexwinkel, 2001; Kraimer & Wayne, 2004;

https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=9D4i6P8AAAAJ&hl=zh-CN&oi=sra
https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=sIsPUK0AAAAJ&hl=zh-CN&oi=sra
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Mohamed & Ali, 2015; Pearce & Herbik, 2004; Truss & Soane, 2012; Zhou and Mu,

2005) on the relationship between perceived organizational support and job

performance have been explored and can be divided into two categories. One is to

directly explore the relationship between the two factors, and another is to carry out

research through the introduction of mediating or moderating variables. The results

of the study are consistent with those of the theory of social exchange, and prove that

there is a positive correlation between the two.

The administrative staff in universities is a special group of teachers in universities.

This study divides the perceived organizational support into three dimensions:

working support, identifying value and caring about well-being, and divides the job

performance into two dimensions: task performance and contextual performance.

The following hypotheses are made:

H1： perceived organizational support is positively related to job performance of

grassroots administrative staff in newly-established universities.

H1.1: Working support is positively related to task performance.

H1.2: Working support is positively related to contextual performance.

H1.3: Identifying value is positively related to task performance.

H1.4: Identifying value is positively related to contextual performance.

H1.5: Caring about well-being is positively related to task performance.

H1.6: Caring about well-being is positively related to contextual performance.
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2. The hypothesis of relationship between perceived organizational support and work

engagement of grassroots administrative staff in newly-established universities

According to previous research (Eisenberger, 2001; May, 2004), perceived

organizational support may have a positive effect on employee engagement.

Eisenberger (2001) showed that when employees believe that the organization will

be concerned about their personal situation, they will be more dedicated. May (2004)

argued that a supportive relationship can effectively predict employee engagement.

Thus, perceived organizational support can give employees a sense of responsibility,

and they will be more dedicated to working, improve the level of work engagement.

On the contrary, when employees often do not feel the support from the organization,

they may produce negative emotions and behavior, thus reducing the level of work

engagement.

In this study, the grassroots administrative staff of the newly-established universities

is selected as the research participants, and the perceived organizational support is

divided into three dimensions: working support, identifying value and caring about

well-being. The work engagement includes vigor, dedication and absorption. Hence,

the following hypotheses are made:

H2: Perceived organizational support is positively related to work engagement of

grassroots administrative staff in newly-established universities.

H2.1: Working support is positively related to vigor.
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H2.2: Working support is positively related to dedication.

H2.3: Working support is positively related to absorption.

H2.4: Identifying value is positively related to vigor.

H2.5: Identifying value is positively related to dedication.

H2.6: Identifying value is positively related to absorption.

H2.7: Caring about well-being is positively related to vigor.

H2.8: Caring about well-being is positively related to dedication.

H2.9: Caring about well-being is positively related to absorption.

3. The hypothesis of relationship between work engagement and job performance of

grassroots administrative staff in newly-established universities

Kahn (1990) pointed out that engagement would affect employee performance when

he first proposed the concept of employee engagement. In recent years, some

empirical research results also revealed that there might be a positive correlation

between engagement and job performance. Macey (2011) pointed out that the

employee’s engagement perception promoted the emergence of engagement behavior,

and engagement behavior would influence job performance through the construction

of employee engagement value chain. In recent years, some empirical research

results also confirmed that there is a positive correlation between employee

engagement and job performance. Among them, the research result of Rich, Lepine

and Crawford (2010) showed that even though the control of work input, job

satisfaction, internal motivation and other variables change, the work engagement is
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still able to affect the job performance positively. Menguc (2013) believed that

customers’ evaluation of job performance of employees is positively related to work

engagement in the service industry relied on job needs - resource theory. Based on

previous studies findings, this study also hypothesizes that work engagement is

positively related to job performance, and this would be further elaborated in next

Chapter.

This study divides engagement into vigor, dedication, and absorption, and divides job

performance into task performance and contextual performance. The following

hypotheses are made:

H3 Work Engagement is positively related to job performance of grassroots

administrative staff in newly-established universities.

H3.1: Vigor is positively related to task performance.

H3.2: Vigor is positively related to task contextual performance.

H3.3: Dedication is positively related to task performance.

H3.4: Dedication is positively related to contextual performance.

H3.5: Absorption is positively related to task performance.

H3.6: Absorption is positively related to contextual performance.

4. The hypothesis of the mediating role of work engagement on the relationship

between perceived organizational support and job performance of grassroots

administrative staff in newly-established universities
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In order to maintain the stability of teachers’ team, China’s newly-established

universities put forward the slogan of ‘to retain faculty by rewards, to retain faculty

by emotion.’ As for grass-roots administrative staff in newly-established universities,

the emotional experience and remuneration are equally important. Many scholars

have noticed the critical role of individual factors, such as emotion. Cha (2007)

argued that employee engagement is the positive input of the staff to work. With the

job involvement, employees have a perfect physical, cognitive and emotional state.

Employees with a high level of engagement will put most of their time and energy

into their work, and are willing to develop with their own organizations, have a sense

of identity and a sense of belonging to the organization, so they will naturally

achieve good job performance.

Scholars and research institutions in China and abroad have been undertaking work

engagement as their research focus (May, 2004; Luo, 2014; Wang, 2015). May’s

studies (2004) showed that mental state variables could play a mediating role in the

relationship between job characteristics and work input. Work richness, superior

support, job role adaptability, co-encouragement among colleagues and available

work resources have a positive impact on job input, which is achieved through

psychological safety, psychological significance and psychological availability. Luo

(2014) took the high-level talents of research universities as the research participants

and studied that work engagement may play a partial mediating role in the process of

working support influencing on teaching performance and scientific research
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performance. Wang (2015) pointed out that employees are active organisms, and if

the organization’s reward for them is regarded as an external stimulus, employees

will form a sense of overall feeling and judgment (overall reward perception), and

then make decisions according to the inherent needs and external environmental

information, then take actions (engagement); this actions will lead to work results

(performance). It can be seen that engagement directly determines the work process

and work results of the staff, which plays a proximal role in job performance, while

the overall reward perception plays a distal role in job performance (Wang, 2015). In

other words, the effect of work engagement on job performance is greater than

organizational reward. Therefore, it can be inferred that even if the organization

reward for employees reaches a high level, if work engagement does not work, there

might be no excellent job performance. According to this, if organizational support is

regarded as reward and identification, work engagement may play a mediating role

between perceived organizational support and job performance.

Hence, this study puts forward the following assumptions about the relationship

between perceived organizational support and job performance:

H4：Work engagement has a positive mediating effect in the relationship between

perceived organizational support and job performance of grassroots administrative

staff in newly-established universities.

H4.1: Vigor has a positive mediating effect in the relationship between working

support and task performance.
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H4.2: Vigor has a positive mediating effect in the relationship between working

support and contextual performance.

H4.3: Vigor has a positive mediating effect in the relationship between identifying

value and task performance.

H4.4: Vigor has a positive mediating effect in the relationship between identifying

value and contextual performance.

H4.5: Vigor has a positive mediating effect in the relationship between caring about

well-being and task performance.

H4.6: Vigor has a positive mediating effect in the relationship between caring about

well-being and contextual performance.

H4.7: Dedication has a positive mediating effect in the relationship between working

support and task performance.

H4.8: Dedication has a positive mediating effect in the relationship between working

support and contextual performance.

H4.9: Dedication has a positive mediating effect in the relationship between

identifying value and task performance.

H4.10: Dedication has a positive mediating effect in the relationship between

identifying value and contextual performance.

H4.11: Dedication has a positive mediating effect in the relationship between caring

about well-being and task performance.

H4.12: Dedication has a positive mediating effect in the relationship between caring

about well-being and contextual performance.
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H4.13: Absorption has a positive mediating effect in the relationship between

working support and task performance.

H4.14: Absorption has a positive mediating effect in the relationship between

working support and contextual performance.

H4.15: Absorption has a positive mediating effect in the relationship between

identifying value and task performance.

H4.16: Absorption has a positive mediating effect in the relationship between

identifying value and contextual performance.

H4.17: Absorption has a positive mediating effect in the relationship between caring

about well-being and task performance.

H4.18: Absorption has a positive mediating effect in the relationship between caring

about well-being and contextual performance.

5. Conceptual framework

Based on the above hypotheses, the following conceptual framework is proposed in

this study (Figure 1.2). In the framework, perceived organizational support is divided

into three dimensions: working support, identifying value and caring about

well-being, work engagement is divided into vigor, dedication and absorption, and

job performance is divided into task performance and contextual performance

respectively. Each dimension is a separate structural variable in the framework. The

basic logic of the framework is: working support, identifying value and caring about

well-being make grassroots administrative staff of the newly-established universities
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generates the cognition and feelings for organizational support. These cognition and

feelings can directly and positively affect their task performance and contextual

performance. On the other hand, they also can improve administrative staff’s

engagement, including their vigor, dedication and absorption, so that makes them

achieve a better job performance indirectly.

Figure 1.2. Conceptual Framework of the Study

1.7 Significance of the Study

1. This study enriches the literature on improving job performance and exploring the

mediator of work engagement. Although many studies use perceived organizational

support or work engagement as variables to study job performance, there is not much

that explore work engagement as a mediation between perceived organizational

support and job performance. In particular, this thesis not only studies the
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relationships between three variables of perceived organizational support, work

engagement and job performance, but also studies the relationships between

subdimensions, including working support, identifying value, caring about

well-being, vigor, dedication, absorption, task performance and contextual

performance. Furthermore, multiple mediation effects are also examined by the

researcher. Analysis of multiple medications can provide a clearer explanation of the

effects of independent variables on dependent variables (Mackinnon, 2008).

2. This study contributes to enriching the research field of both human resources

management and higher education management. In the context of the rapid growth of

higher education in China, the number of newly-established universities is increasing.

How to improve the administration level of newly-established universities by

improving the performance of administrative staff is a valuable topic in the field of

education management in China. In the research field of Chinese higher education

management, the existing research on university administrative staff mostly adopts

qualitative research methods, such as phenomenology, epistemology, case study,

fieldwork, discourse analysis. Additionally, the study of the relationship between

perceived organizational support, work engagement and job performance mostly

focus on commercial and enterprise area, and most are under the background of

western cultural. In this study, grassroots administrative staff in newly-established

universities, which is a special group, was selected as participants of the study, and

quantitative research method was used to explore to the relationship between their
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perceived organizational support, work engagement and job performance. It enriches

the method of research on the job performance of administrative staff in Chinese

universities, expands the context and target population of the study on the

relationship between perceived organizational support, work engagement and job

performance, and can make discoveries from new perspectives.

3. The research has significant value for improving the administration of universities.

This paper summarizes the factors that affect the job performance of administrative

staff by exploring the relationship between perceived organizational support, work

engagement and performance, and helps the newly-established universities to adopt

targeted strategies to improve the performance of grassroots administrative staff. By

this way, the level of university administration can be improved.

4. The research helps to improve the practice of human resources management in

newly-established universities. The administrative staff is a primary human resource

of universities. The improvement of the job performance of grassroots administrative

staff is an important task of human resource management in newly-established

universities. Based on the thorough investigation and research, this study determines

the level of performance of administrative staff in newly-established universities and

explores the relationship between perceived organizational support, work

engagement and performance. This research can provide useful findings of data

analysis and implication for the relevant government departments, leaders and

policy-makers of the newly-established universities in China to formulate the
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strategic planning for administrative staff development and further deepen the human

resource management system reform.

1.8 Definitions of Newly-established University and Grassroots Administrative

Staff

1.8.1 Newly-established University

At present, the Chinese academic community defines the newly-established

university based on these three different characteristics: the time of creation,

owner-member relationship and development stage. According to the perspective of

the time of creation, Gu (2012) defined newly-established university as higher

education public or private institution which qualifies for undergraduate education.

They were created by combination or independent upgrade since 2000, at which year

Chinese higher education institutions’ structure began to adjustment, universities

began to expand the enrollment. From the perspective of the owner-member

relationship, newly-established university is defined according to where the

university is subordinate, as mentioned by Han (2009) mentioned in his paper:

Newly-established universities refer to the comprehensive undergraduate universities

which were established after 2000 and subordinate to province government, serve

mainly for the local economic and social development. Another point of view of the

definition of newly-established university is from the perspective of university

development stage. For example, Liu (2003) argued that the newly-established

universities are higher education institutions which have a short history, still have no
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self-advantage in competition and development of Chinese universities. Zhang (2010)

pointed out that the newly-established universities are a growing force under the

background of general higher education development and reform in China.

In 2018, The Chinese Higher Education Quality Report proclaimed that a large

number of universities and colleges have been born in China since 2000, which can

be called newly-established universities and colleges, and account for 55.6% of the

total number of Chinese universities (Higher Education Evaluation Center of the

Ministry of Education, 2018). Therefore, the newly-established universities in

Sichuan, refer to public and private universities subordinated to Sichuan provincial

government and founded since 1999 by way of upgrade or combination. This

definition of newly-established universities is also consistent with the definition used

by most of the researchers (Gu, 2012; Han, 2012; Liu, 2003; Zhang, 2010). Most of

the newly-established universities are located in the prefecture-level cities. They are

even the only universities in those cities. They have three prominent features. First is

new, it means that they have a short build-develop history. Second is that they are

subordinate to the Sichuan provincial government. Third is that they are

comprehensive undergraduate institutions.

It is important to point out that Chinese universities can be divided into three types

by establishment system: public universities, private universities, and independent

colleges (Zhu & Lou, 2011). The public universities were established by a national

government or local government. The private universities refer to universities or
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higher education institutions established by social organizations or individuals using

non-state funds. The independent colleges are higher education institutions organized

jointly by public universities and individual institutions (Zhu & Lou, 2011). The

name of an independent college generally covers the name of the parent university,

such as the “XX University XX College”, which is the main feature that

distinguishes the independent college from other universities (Zhang, 2011).

In this study, the newly-established universities in Sichuan, refer to public and

private universities subordinated to Sichuan provincial government and founded

since 1999 by way of upgrade or combination. Newly-established independent

colleges are not included in this study because their systems are quite different from

other universities.

1.8.2 Grassroots Administrative Staff

The definition of grassroots administrative staff in universities is related to

administrative post and grade system in Chinese higher institution. Chinese

Education Ministry Document Guidance on the Implementation of Post Setting and

Management in Colleges and Universities (Chinese Education Ministry, 2007)

divides the faculty into three categories: Administrative, Academics and Logistics.

In 1985, Trial Measures for the Establishment of Ordinary Institutions of Higher

Education (Chinese Education Ministry, 1985) defined the university administrative

staff as people who engage in administration at all levels of functional sections and
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departments of universities. In 2008, The Implementation Opinions on the Post

Setting Management of Institutions in Sichuan Province (Sichuan Provincial

Government, 2008) clearly stipulates that administrative posts in university refer to

jobs engaged in administrative tasks. Academic posts refer to jobs engaged in

professional and technical work such as teaching and scientific research. The

administrative and academic posts are not allowed to overlap each other. A staff

member can only occupy one position in the university.

According to Opinions on the Implementation of Post Setting and Management in

Institutional Organization (Chinese National Human Resources Ministry, 2006)

issued by Chinese National Human Resources Ministry, the administrative post in

the institutional organization including university can be divided into 10 grades as

shown by Table 1.1 below:

Table 1.1

Administrative Post and Grade System of Institutional Organization in China
(Chinese Education Ministry, 2007)
Role Administrative post Grade
Leading roles of ministries or equivalents, or
of provinces or equivalents

Bu 1
Deputy Bu 2

Leading roles of departments or equivalents, or
of prefectures or equivalents, or consultants at
the same level

Ting 3
Deputy Ting 4

Leading roles of divisions or equivalents, or of
counties or equivalents, or consultants at the
same level

Chu 5
Deputy Chu 6

Leading roles of sections or equivalents, or of
townships or equivalents

Ke 7
Deputy Ke 8

Staff members None 9
Clerks None 10



36

For the newly-established university, it is generally considered that administrative

staff can be divided into three levels: senior (decision-making level), middle

(management level), grassroots (operational level) (Ding, 2009; Xu, 2007).

Corresponding to the table above, Senior administrative staff refers to Ting and

Deputy Ting at 3-4 grade, the leading of university; and middle-level administrative

staff refers to the Chu and Deputy Chu at 5-6 grade, the leaders of college or

department of the university. Grassroots administrative staff refers to Ke and Deputy

Ke and the following staff at 7-10 grades (Ding, 2009; Xu, 2007; Zhang, 2016). They

are engaged in specific administrative work under the leadership, including academic

affairs, research management, human resources management, financial management,

infrastructure, library management, logistics services, and other management and

service affairs in different departments.

Overall, grassroots administrative staff in this study refers to Ke, Deputy Ke and the

following staff in newly-established universities. In other words, they are

administrative staff at 7-10 administrative grade in newly-established universities.

They are the main force of administrative work.

1.9 Limitations of the Study

1. This research used quantitative methodology with a questionnaire, which can only

reveal the relationship between perceived organizational support, work engagement

and performance of grassroots administrative staff in universities. However, it cannot

accurately explain the problem of ‘why’ or ‘how’ behind the phenomenon and
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relationship.

2. The questionnaires used in this research are self-administrated. Although this data

collection method is widely used in the study of social sciences, subjective sensory is

affected by personal and environmental influences, such as individual professions,

values, university culture, which may lead to unreal responses. In addition, some

participants may have scruples and reservations about their responses to the

questions because of social expectations or psychological defenses. The questions of

whether the participants can respond to the questionnaires honestly, and whether the

participants can accurately evaluate themselves remain. These problems may affect

the authenticity and reliability of the data collected. Future research may try to adopt

a more objective and accurate method of investigation.

3. The research participants are limited to the grassroots administrative staff of the

newly-established universities in Sichuan. There are a large number of Chinese

universities, including 985, 211 project universities, old traditional universities,

newly-established universities, the level and situation of each university is not the

same. Even the newly-established universities in different provinces, due to the

difference of location, running conditions, the quality of students, the level of

scientific research and other aspects, their administration level and human resources

management model may be a bit different. Thus, the data analysis and results from

this research are not necessarily applicable to other categories of universities.

Besides, the grassroots administrative staff is an extraordinary group of university
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faculty, their personality and job characteristics are quite different from other faulty,

so the data analysis and conclusions drawn from this study do not necessarily apply

to other types of faculty in colleges and universities, such as academic staff.

1.10 Summary

This chapter introduces the unique background of this study, states the critical

problems related to the study, raises five main questions and objectives. According to

the questions and goals, four main hypotheses are put forward, including the

hypotheses of the relationship between every two variables and hypothesis of the

mediating variable. Based on the hypotheses, the conceptual framework is provided

in this chapter, whereafter, the significance of the study, definitions of terms which

are newly-established university and grassroots administrative staff, and limitation of

the study are elaborated. After the introduction of this study by Chapter 1, Chapter 2

reviews and discusses relevant literature for this study.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

The purpose of this chapter is to review literature related to the research topic and

research questions posed in Chapter 1. This chapter firstly reviews and concludes the

operational definitions including job performance, perceived organizational support

and work engagement. Secondly, this chapter discusses relevant underlying theories

and constructs a theoretical framework to explain and support relevant variables and

hypotheses of the relationship between variables. Thirdly, previous empirical studies

are reviewed and discussed.

2.2 Job Performance

2.2.1 Background and Definition of Job Performance

Job performance, studied as part of human resources management academically, also

forms a part of industrial and organizational psychology. The concept of job

performance is critical both in practice management and academic field, and has

been a major concern for a long time. In simple terms, it refers to the evaluation of a

person’s work (Campbell et al., 1993). Job performance is the purpose and premise

of the operation and development of any enterprise, organization, including

organizational performance and employee individual performance (Ding, 2002).

Campbell (1990) describes job performance as a variable at the individual level, or as

a single person performance. This distinguishes it from a more inclusive structure,
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such as organizational performance or national performance, which are higher-level

variables. This research studies the relationship between perceived organizational

support, work engagement and job performance of grassroots administrative staff in

newly-established universities. Thus, the research focuses on the employee

performance at the individual level. Table 2.1 presents several representative

definitions of employee performance at the individual level.

Table 2.1

The Definitions of Job Performance Given by Researchers

Year Researcher Definition
1968 Porter & Lawler Job performance is made up of the quantity of performance,

the quality of performance, and the degree of work effort.

1986 Hall & Goodale Employee performance is a way for employees to work on
their own, including their own arrangement of learning,
technical skills, interaction with others, obedience to
leadership, etc.

1993 Campbell Job performance is different from effect or productivity.
Employee performance involves the performance of the
individual, etc. The effect involves assessing performance
results, and productivity means how the individual or
organization behaves.

1994 Byars & Rue Job performance refers to the net effect of employee effort,
influenced by the ability of employees and the role cognition.
This means that in a particular case, employee performance
can be seen as the result of the relationship between effort,
competency, and role cognition.

1997 Borman & Motowidlo Employee performance is assessable, multi-dimensional,
continuous behavioral structure associated with
organizational goals.

2002 Rotundo & Sackett Job performance is a result of individual achievement at a
particular time in some way
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From the table above, it can be seen that different researchers have different

definitions of job performance. Job performance is one of the most popular issues in

the field of organizational behavior and human resource management. It does not

have a unified definition, just as many other concepts in human resource

management. At first, the study of scholar’s interpretation of job performance mainly

includes two views: one view is to regard performance as a result; the other view is

to consider performance as individual behavior. However, the subsequent study of

the 1990s began to define job performance as multidimensional, believing that job

performance is not only a result but also related behavior to achieve these results,

including brainwork and physical labor required to achieve the results of the work.

Therefore, different scholars put forward different definitions of job performance

from different angles according to their research.

1. Bermardin et al. (1984) defined job performance as a record of specific job

activities at a particular period; This definition typically equates performance with

results.

2. Campbell (1990) argued that job performance is an employee’s behavior at work

and this behavior must contribute to the achievement of an organization’s goals. He

believes that job performance is what people do for the realization of the

organization’s goal and can be observed. He believes that job performance is

synonymous with behavior and should be separated from the results (Luo, 2014).

Schneider (1995) argued that job performance is what an individual or system does
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and that behavior is important in the process of accomplishing the task.

3. Performance is not just a complete result, not just behavior to achieve the goal, but

the combination of the two (Chen & Duan, 2008). Brumbrach (1988) argued that

performance is behavior and result. It is the behavior that employees put into their

tasks. However, this behavior is not only the tool to achieve the results, but its own is

also the result. It is the result of mental and physical effort to complete the task.

Borman and Motowildo (1993) divided job performance into task performance and

contextual performance, indicating that job performance is a unity of results and

behavior.

In fact, different types of employees apply to different performance definitions and

performance evaluations. Performance-oriented or output-oriented performance

definition is more suitable for measuring sales staff, technician and other types of

employees whose job performance can be quantified. Behavior-oriented performance

definition is more appropriate to measure management and service staff and other

types of employees whose job performance is difficult to be quantified but needs to

emphasize the work process. It can be seen that the use of results or behavior

individually to define job performance is not comprehensive. Combined with the

previous study, job performance can be regarded as the behavior and results of the

work of university administrative staff who is engaged in the administrative work of

the university in order to realize the construction and development of universities. In

general, it could be said that job performance evaluates whether or not a person is
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performing his job well.

2.2.2 Dimension of Job Performance

From the previous study, most researchers divided job performance into two

dimensions: task performance and contextual performance (Borman & Motowidle,

1993; Özçelİk & Uyargİl, 2019; Scotter & Motowidlo, 1994; Wang, Li & Luo,

2007).

Borman & Motowidle (1993) has made outstanding contributions to the research on

job performance. In their study, Borman & Motowidle (1993) firstly divided job

performance into two dimensions: task performance and contextual performance,

which are the basis for future research on job performance. The focus of task

performance is the degree of skill proficiency required to complete the task, and the

degree of achievement of the goal. Contextual performance emphasizes the

interpersonal relationships of organizational members, organizational atmosphere,

and organizational environment, organization’s social network and the psychological

climate which can support task performance.

In order to further study the two-dimensional structure model of job performance,

Scotter & Motowidlo (1994) took the air force mechanics as the research participants,

and studied the difference between the organization’s task and contextual

performance dimension of the air force mechanics group through the superior

evaluation method. The results show that there are significant differences in the task



44

performance and contextual performance of the air force mechanics group, which

affects the overall performance individually, and the correlation between the

contextual performance and the individual characteristics of the sample studies is

higher.

Wang, Li, and Luo (2007) used the confirmatory factor analysis to verify the

structural differences in task performance and contextual performance in the Chinese

cultural context. The results show that task performance and contextual performance

can be distinguished in structure. It can be seen that the dual structure model of job

performance in the Chinese cultural context is also applicable.

Based on the two-dimensional structure model of job performance, many scholars

have further explored and expanded the dimension.

Scotter and Motowidlo (1996) divided contextual performance into interpersonal

promotion and work dedication based on the distinction between task performance

and contextual performance. The Chinese scholar Wen Zhiyi who takes managers at

the middle level as the research object, explores the exploratory factor analysis (EFA)

of their job performance, and divides the job performance into four dimensions: task

performance, interpersonal performance, adaptability and effort performance (Chen

& Duan, 2008). On the basis of summarizing the previous research, Han (2006)

constructs a conceptual model of four-dimensional job performance through EFA.

Based on task performance and contextual performance, Han (2006) also derives
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both learning performance and innovation performance. There are some progressive

ascending relationships in these four dimensions (Hu, 2009).

The division of job performance has undergone a different process, which only

focused on results in the beginning, that is, task performance, and later not only

focused on results, but also paid attention to processes, that is, contextual

performance, as well as learning performance which is controversial to a certain

extent.

As the connotation and extension of job performance at different times and different

organizational backgrounds are not the same, it is bound to involve the evolution of

the dimensionality of job performance (Zhao, 2012). The job performance involved

in this paper should be a comprehensive consideration of the characteristics of the

administrative performance of universities, mainly to assess the performance of the

results and the performance of the process. Moreover, the two dimensions of job

performance, namely task and contextual performance, have received the most

attention and acceptance from various scholars (Özçelİk & Uyargİl, 2019). Therefore,

from the above discussion, it could be said that the job performance of administrative

staff in universities is divided into two dimensions: task performance and contextual

performance.

2.3 Perceived Organizational Support

2.3.1 The Background and Definition of Perceived Organizational Support
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Global higher education has undergone tremendous changes over the past few

decades. These kinds of change occurred in the context of the accelerated

development of science and technology and globalization, and have profoundly

influenced the educational management model in various countries and regions

(Maringe & Mourad, 2012). The previous stable relationship of university-teacher

cooperation in the development of higher education is now facing a huge impact

(Luo, 2014). Teacher resources, especially human resources have become the first

resource of the organization, and many universities need to re-face the innovation of

an employee-organization relationship, and strive to gain the development advantage

in the existing international education market competition.

Employee-organization relationship reflects the characteristics of exchange. Barnard

(2003) argues that an organization is a system that consciously coordinates the

activities or theories of two or more people. The organization consists of people, and

everyone in the organization has his or her own needs. If the members are asked to

contribute to the organization, the organization must provide them with incentives to

meet their individual needs. Incentives include not only monetary and other material

factors, but also prestige, power, participation in management and other social factors.

Incentives and contributions must maintain a certain degree of balance in order to

make the members of the organization have the appropriate willingness to cooperate.

In this way, organizational goals can be achieved. If the incentive does not make the

members feel balanced, the contribution of the members will be reduced or even
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withdrawn from the organization (Richardson, 2014).

Research on perceived organizational support began with the observation that if

managers were concerned with their employees’ commitment to the organization,

employees focused on the organization’s commitment to them (Eisenberger et al.,

1986). In 1986, American psychologist Eisenberger pointed out that the academic

community paid more attention to the commitment of the employees to the

organization in discussing the relationship between the organization and the

employees, but ignored the organization’s commitment to employees. Thus, it

resulted in a mismatched bidirectional relationship (Hayton, Carnabuci &

Eisenberger, 2011).

Subsequently, Eisenberger (1986) and other researchers put forward the definition of

perceived organizational support on the basis of organizational anthropomorphic

thought and the norm of reciprocity. Perceived organizational support is the degree to

which employees believe that their organization values their contributions and cares

about their well-being and fulfills socioemotional needs (Eisenberger et al., 1986).

The theory has two main points: one is the feelings of employees about whether the

organization attaches importance to their contribution; the second is the feelings of

employees about whether the organization is concerned about their happiness,

including happiness of work and happiness of life (Xu, Che, Lin & Zhang 2005),

Employee’s perceived organizational support may also be assessed as a guarantee

and assurance that employee can get help from the organization when he needs to

https://en.wikipedia.org/wiki/Well-being
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work effectively and respond to stress situations (George，1993).

Perceived organizational support has a tendency to make organization

anthropomorphic. According to this view, Eisenberger et al.’s research (1986) shows

that employees in the organization believe that the organization will pay attention to

their contribution in work, and take this contribution as a reference to whether the

organization should be concerned about the happiness of employees (Zhang, 2011).

Perceived organizational support will, to some extent, guide the organization’s

impact on employees, as well as to measure the organization’s assessment of the

employees, resulting in a different attribution process. Different organizations will

use different ways to treat employees, where employees will produce corresponding

ideas in this process, and produce a sense of exchange (Jian, Wang & Tong, 2017).

Employees will have such a belief in their minds. This belief is to rely entirely on

organizational support to become own motive force and to measure organizational

attitudes in specific perceptions (Shore & Tetrick, 1991; Shore & Wayne, 1993).

If the needs of employees can be effectively met, employees will have a positive

view of the organization and play a greater potential in their work (Rhoades,

Eisenberger & Armeil, 2002). A link to this study can be established as it can be said

that the grassroots administrative staff in newly-established universities can perceive

how their own universities support for themselves, and this kind of perception can

affect their work engagement and job performance in administrative work.
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Perceived organizational support theory makes up for the shortcomings of previous

research and practice, focusing only on employees’ commitment to the organization,

but ignoring the organization’s commitment to the employees (Zhang, 2011). Ling,

Yang and Fang (2006) argued that in the context of Chinese human resource

management, organizational support is the sense that employees perceive their

organization’s support for their work, their interest and the recognition to their values.

This shows that the positive impetus of perceived organizational support can be felt

deeply by the employees.

Overall, perceived organizational support is the feeling of employees about their

organizational support for themselves. In other words, it is the degree to which

employees think that their working organization support for them (Eisenberger et al.,

1986). Combining Eisenberge’s (1986) definition of perceived organizational support

with this study, perceived organizational support is the degree to which grassroots

administrative staff believes that their own university values their contributions and

cares about their well-being and fulfills their socio-emotional needs.

2.3.2 Dimensions of Perceived Organizational Support

In terms of the dimensions of perceived organizational support, the initial study

found that it was a single dimension. This single dimension focuses primarily on

emotional support such as intimate support and respect for support. Now when the

academic community studies perceived organizational support, the trend is changed

from one-dimensional form to multi-dimensional form, as shown in Table 2.2:
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Table 2.2

Division of Dimensions of Perceived Organizational Support Proposed by
Researchers
Researchers and years Dimension Details
Eisenberger (1986) Single dimension Emotional support
McMillin (1997) Two-dimension Instrumental support, and emotional support
Allen (2001) Three-dimension Instrumental support, emotional support, and

superior support
Kraimer, Wayne (2004) Three-dimension Adjustment organizational support, career

organizational support, and financial
organizational support

Ling Wenquan et al.
(2006)

Three-dimension Working support, identifying value, and
caring about the well-being

From the above table, it can be seen that there are two different main views on the

division of perceived organizational support dimensions.

Eisenberger et al. (1986) found out that perceived organizational support is one

dimension variable through a large scale of the survey. This view is accepted by

several researchers and this survey scale is widely used for related research in

western countries. On the contrary, more and more scholars proposed and believed

that perceived organizational support is multidimensional. However, their opinions

on the division of dimensions are not consistent because of different research

backgrounds and research methods (Wang, 2014). For instance, Allen (2001) divided

perceived organizational support into instrumental support, emotional support and

supervisor support, whereas Kraimer and Wayne (2004) proposed adjustment

organizational support, career organizational support, and financial organizational

support. In the context of Chinese organizational culture, vice president of Chinese
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Psychological Society, Ling, put forward three dimensions from the perspective of

the role of organizational support, which is, working support, identifying value, and

caring about well-being (Ling et al., 2006). His questionnaire considered the Chinese

culture as the background, and held that the perceived organizational support of

employees is a three-dimensional psychological structure. This kind of dimension

division is more acceptable by researchers in the context of Chinese organizational

culture. Zhang (2013) and Ma (2016) adopted Ling et al.’s dimensional division,

namely working support, identifying value, and caring about well-being in the

analysis and measurement of the perceived organizational support of employees in

Chinese enterprises, Luo (2014), Liu and Li (2015) also adopted Ling et al.’s

dimensional division in the research and measurement of the perceived

organizational support of Chinese higher institution teachers respectively. Therefore,

this study also regards perceived organizational support as the three dimensions of

working support, identifying value, and caring about well-being.

The organizational support of this three-dimensional structure reflects employees’

work motivation, that is, the material security provided by the organization,

recognition and respect in the organization, self-achievement in work, which is closer

to the psychological status quo of administrative staff in newly-established

universities. Therefore, this study uses working support, identifying value, and caring

about well-being to measure perceived organizational support, which will be further

elaborated and validated in Chapter 3.
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2.4 Work Engagement

2.4.1 Background and Definition of Work Engagement

Kahn (1990) first proposed the concept of engagement. It can be seen from the

literature review that there are usually two ways to understand the engagement in

organizational behavior research. Scholars led by Kahn (1990) regard engagement as

employee/individual engagement, while scholars represented by Schaufeli (2002)

regard engagement as job/work engagement. This study focuses on engagement at

work, a desirable condition for employees as well as for the organization they work

for. Although typically ‘employee engagement’ and ‘work engagement’ are used

interchangeably, this study prefers the latter, that is, work engagement because it is

more specific. Work engagement refers to the relationship of the employees with

their work, while employee engagement may also include the relationship with the

organization (Schaufeli, 2013). The engagement in this study focuses on the

relationship of the administrative staff with their work, hence the concept of ‘work

engagement’ is used. However, the literature on both work engagement and

employee engagement has been reviewed in this study in order to explore and

understand the engagement in depth.

Researcher Kahn (1990) and company Gallup (2005) are the representatives of

employee/personal engagement, while Schaufeli (2002) is the representative of

work/job engagement, which usually appears in research related to job burnout and

work stress. The concept of engagement was first proposed by Kahn (1990).
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Subsequently, scholars and researchers have given the definition of engagement from

their respective research perspectives, and given the corresponding structural

dimensions. Under Chinese culture background, local and foreign scholars have

come up with a lot of understanding and definitions of engagement, but so far there

has not been a broad consensus. Even the words used to translate engagement into

Chinese are different. One translation is ‘敬业度’ which is pronounced ‘Jing Ye Du’

(Luo, 2014; Yang, 2008) while another translation is ‘工作投入’ pronounced ‘Gong

Zuo Tou Ru’ (Cao, Peng & Liang, 2013; Hu &Wang, 2014).

Table 2.3

The Definitions of Engagement Given by Researchers

Researcher Definition
Kahn (1990) Personal engagement is the harnessing of organization members’ selves to

their work roles. In engagement, people employ and express themselves
physically, cognitively, and emotionally during role performances.

Maslach & Leiter
(1997)

Engagement and Job burnout are two extremes of the three-dimensional
continuum. Engagement refers to a state of feeling that is full of energy and
can effectively enter the working state and live in harmony with others.

Britt, Adler &
Bartone, (2001)

The employee’s strong sense of mission and commitment to his work, and
associates his sense of responsibility with job performance

Rothbard (2001) Employee engagement represents the degree of employee’s psychological
input to the organization

Schaufeli et al.
(2002)

Work engagement is a psychological state assumed to be negatively related
to burnout. It is defined as a positive, fulfilling, work-related state of mind.

Robinson
(2004)

Work engagement is made up of commitment, organizational citizenship
and motivation

May et al. (2004) Job engagement can be considered a significant degree of the job state for a
person, and it emphasizes how the employees of the organization invest
themselves in the performance of the work, which includes not only the
cognition, but also the flexible application of emotion and behavior.
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Table 2.3 continued

Zeng & Han
(2005)

Employee engagement is a lasting, positive mood and motive awakening to
work, ready to be devoted to working, and accompanied by pleasure, pride
and inspirational experience in the course of action. Not easy to feel tired
during work. In the face of difficulties and pressure, have a high tolerance,
once go into the role of work, do not want to get out from work, and are
willing to make an effort for extra practice.

Xie (2006) Work engagement is a sort of professional responsibility. It is not for an
organization or a person, but is a professional spirit to assume a certain
responsibility or engaged in a career.

Saks (2006) Engagement is the degree to which individuals focus on their work and are
immersed in the job role.

Rich (2006) Job engagement is a state of employee behavior, cognition, and affection.

Cha (2007) Work engagement refers to the positive input of the employee at work,
along with the complete physiological, cognitive and emotional state of the
work

Macey &
Schneider
(2008)

Employee engagement is used at different times to refer to psychological
states, traits, and behaviors as well as their antecedents and outcomes.

Shuck & Wollard
(2009)

It refers to employees’ cognitive, emotional and behavioral state for the
desired results of the organization.

Yang (2012) Work engagement is the mental state in which employees recognize their
work and devote their time and energy to work and are willing to work with
the organization.

The table above summarizes the definitions of engagement from the different

perspective of scholars. In addition to scholars, there are many relevant organizations,

consulting companies, and professional services firms which are also actively

involved in the study of engagement, and gave the definitions of engagement from

their own perspective. Table 2.4 summarizes the definitions of engagement proposed

by representative companies and firms.
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Table 2.4

The Definitions of Engagement Given by Companies or Firms

Company or firm Definition
Gallup (2005) Employee engagement is the degree of employee’s emotional identity and

work input to the organization.

Hewitt (2004) Employee engagement is a measure of the willingness of employees to
stay in the company and the effort to provide services to the company.

Towers Perrin
(2003)

Employee engagement is the degree of willingness of employees to help
organizations succeed in their business and the extent to which employees
take practical action.

Hay Group (2009) Refers to the result of stimulating the work enthusiasm of employees.

DDI (Development
Dimensions
International, 2005)

Work engagement means that employees are able to work in an
environment that provides positive support for them. Meanwhile
employees achieve their own value in the course of their work.

As can be seen from the above table, different researchers and companies have

different understandings and interpretations of work engagement. Although the

concept and dimensions of engagement have not achieved a unified understanding by

scholars and organizations, the following consensus can be obtained by their studies

and research:

Firstly, engagement is the result of the interaction of individual employees and their

working roles. That means, if the individual employees do not work with their role,

work/employee engagement is out of the question. For example, the definition of

Kahn (1990) is based on the assumption that organizational members put themselves

in the role of work. Schaufeli (2002) pointed out that engagement is “a positive, full

of emotion and self-perceived state, and this mood and state are work-related” (p.

74).
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Secondly, engagement is multidimensional. From definitions given by different

researchers and firms, it can be seen that the multi-dimension of engagement has

been universally accepted.

Thirdly, the realization of engagement is through the joint efforts of organizations

and employees. In another word, work/employee engagement not only requires

employees to understand organization’s goals, to improve their performance with

their colleagues for the interests of the company, but also requires the organization to

promote, nurture and maintain employee engagement through its own operations.

In conclusion, engagement is actually the employee’s emotional and intellectual

input to the organization, and the employee’s commitment to the organization. It is a

reflection of the employee’s sense of identifying, belonging and responsibility toward

the organization (Tang, 2009). Based on a study by Kahn (1990), the concept of work

engagement in this study refers to the job involvement of grassroots administrative

staff in newly-established universities. It is the harnessing of university

administrative staff’s selves to their work roles: in engagement, administrative staff

employs and expresses themselves physically, cognitively, emotionally during

role performances.

2.4.2 Dimensions of Work Engagement

Because of different definitions of engagement in each study, the dimensions of

engagement are also different. Table 2.5 summarizes the structural dimensions of
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engagement proposed by representative researchers.

Table 2.5

Dimensions of Engagement Proposed by Researchers

Researcher Structural dimension
Kahn (1990) 1. Physical: employees can maintain the physical and energy in the

implementation of the task;
2. Cognitive: employees not only understand their work mission and
professional role, but also always keep the mind flexible, keep
thinking clear in work.
3. Emotional: employees can actively communicate with others at
work, and good at feeling the emotions of others.

Maslach & Leiter (1997) 1.Energy
2. Involvement
3.Efficacy

Britt, Adler & Bartone,
(2001)

1.Perceived Responsibility
2. Commitment
3. Perceived influence of job performance

Rothbard (2001) 1. Concern: the effectiveness of employee awareness and the time
and effort spent by employees in the role.
2. All inputs: the employees put all the energy into the role of work.

Schaufeli et al. (2002) 1. Vigor: That is willing to invest in energy for the work, and always
maintain a full mental state at work, even if there are difficulties.
2. Dedication: employees are proud and satisfied with their work and
have the courage to face the challenge;
3. Absorption: employees are completely immersed in the work, and
it’s hard to separate from work for them.

Zeng et al. (2005) 1. Task focus
2. Vigor
3. Initiative participation
4. Internalized value
5. Efficacy
6. Positive persistence

Saks (2006) 1. Job engagement
2. Organization engagement

Rich (2006) 1. Behavioral engagement
2. Cognitive engagement
3. Emotional engagement
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Table 2.5 continued

Cha (2007) 1. Job involvement
2. Organizational identifying
3. Sense of job value

Macey & Schneider
(2008)

1. psychological state engagement;
2. behavioral engagement;
3. trait engagement.

Yang (2012) 1. Job involvement: The amount of time, intelligence and energy that
an employee puts in his work.
2. Job identity: The degree of employee’s recognition and
identification of the organization as a part of the organization.
3. The pursuit of development: the degree to which employees are
willing to pursue growth and work with the organization.

The table above provides engagement dimensions divided by scholars individually.

Besides scholars ， many relevant organizations, consulting companies, and

professional services firms are also actively involved in the study of engagement, and

gave the dimensions of engagement from their own perspective. Table 2.6

summarizes the structural dimensions of engagement proposed by representative

companies and firms.

Table 2.6

Division of Dimensions of Engagement Proposed by Companies or Firms

Company or firm Structural dimension
Gallup (2005) Engagement includes four dimensions: loyalty, self-confidence, pride,

passion.

Hewitt (2004) 1. Saying: Employees often praise their company to colleagues,
potential employees, present or potential customers.
2. Staying: Employees have a strong desire to stay in the company to
continue working.
3. Striving: Employees are not only dedicated to their daily work, but
also are willing to pay extra time and effort to be able to help
companies achieve their goals and success.
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Table 2.6 continued

Towers Perrin (2003) 1. Rational engagement: Employees are willing to work hard to help
companies succeed through self-motivation and job involvement. It
because that employees recognize that work can bring many benefits to
their own, including the accumulation of money, the upgrading of
vocational skills and personal development opportunities.
2. Emotional engagement: Employees put a lot of emotion in the
work, pay close attention to the company’s future direction of
development, due to employees engaged in their work attention, love
and identifying.

Hay Group (2009) 1. Employee commitment: is an emotional bond liking the employees
and the organization. It shows the willingness of the employees to stay
in the organization;
2. Discretionary effort: means that employees are willing to do extra
work for organization development.

DDI (Development
Dimensions
International, 2005)

1. Personal value
2. Work focus
3. Interpersonal support

From the tables above, it could be said that different researchers and companies have

differentiated the dimensions of engagement from different perspectives. However,

there are still some consensuses among their division of dimensions. Firstly, they all

considered that work engagement is multi-dimensional variable, and division of

three-dimension of engagement is becoming more common. Secondly, the division

of engagement dimensions by many researchers and companies is linked to three

factors: physical, cognitive, and emotional. For instance, Kahn (1990) presented the

concept of engagement for the first time and pointed out that the performance was at

three levels: physical, cognitive, and emotional. However, he did not give operational

and practical accuracy on engagement, but only stayed in the stage of conceptual

research. Netherlandish psychologist Schaufeli (2002) inherited Kahn’s theory and
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developed three dimensions: physiological dimension (vigor), emotional dimension

(dedication) and cognitive dimension (absorption). Although other scholars and

companies have also studied and developed different dimensions and scales,

Schaufeli’s dimensionality has been highly recognized and accepted in academia.

UWES (Utrecht Work Engagement Scale) based on this dimension (Schaufeli, 2002,

2009) has been validated in many countries (Zhang, 2016). Chinese scholars such as

Zhang (2013) and Wang (2014) adopted this dimension division in their recent

research.

Mills (2011) found that perseverance is a new dimension in some samples.

Extremera (2012) pointed out that the fourth dimension is a personal accomplishment.

However, the above four dimensions are only validated in a small number of studies

and are not recognized by most scholars (Zhang, 2016).

In summary, work engagement includes vigor, dedication, and absorption which have

been basically recognized by the academic community, and UWES based on

three-dimension is also used by most scholars (Zhang, 2016). Administrative staff in

universities are a special group of educators, vigor is their initiative and willingness

in work, as well as psychological capacity and toughness and other psychological

states when facing difficulties; dedication is the mental state and action when they

achieve self - worth at work, show enthusiasm, inspiration and pride; absorption is

the behavior that is absorbed in their work and is not easily disturbed by the outside

world. Therefore, this study also uses these three dimensions to measure engagement
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of grassroots administrative staff: vigor, dedication, and absorption (Schaufeli, 2013;

Schaufeli et al., 2002; Schaufeli & Bakker, 2004; Wang, 2014; Wickramasinghe,

Dissanayake &Abeywardena, 2018; Zhang, 2016; Zhang & Gan, 2005).

2.5 Underlying Theories and Theoretical Framework

This section discusses related theories that underlie the present study. Overall, ERG

theory, JD-R theory, psychological contract theory, self-determination theory,

reciprocity norm, attribution theory, and social exchange theory are used to reveal

possible relations in this study. The theoretical framework is presented below (Figure

2.1).

Figure 2.1. Theoretical Framework of the Study
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2.5.1 ERG theory (Alderfer, 1972)

ERG theory is the underlying theory of dimensions of perceived organizational

support. ERG theory was proposed by an American psychologist Alderfer (1972)

who developed the theory of Maslow’s hierarchy of needs. Alderfer categorized

Maslow’s lower order needs, namely, physiological and safety, into the existing

category. He classified the middle-level needs which are interpersonal love and

esteem into his relatedness category. The Growth category contained

self-actualization and self-esteem needs (Alderfer, 1969). Therefore, Maslow’s

hierarchy of needs theory is further developed by categorizing the hierarchy into

existence, relatedness and growth which are derived from Alderfer’s ERG theory.

Existence means the needs of human physiology and material desires. In the life of

an organization, this demand is performed by salary, welfare, work benefits, work

environment. The Relatedness refers to the emotional communication and interaction

between people in the organization, as well as being respected and recognized.

Growth is to meet the needs of people in the work, which contribute to personal

growth.

In the early research on the perceived organizational support, western scholars

usually take perceived organizational support as one dimension, whereas the Chinese

researcher Lin (2006) argued that Chinese employees are supported by the

organization from the three different aspects of work motivation to perceive. His

three dimensions of perceived organizational support (Working support, Identifying
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value and Caring about well-being) correspond to the three needs of Alderfer’s ERG

theory.

For this study, ‘university caring about administrative staff’s well-being’ is to meet

the needs of the existence of administrative staff, ‘university identifying

administrative staff’s value’ is to meet the needs of relatedness of administrative staff,

and ‘university providing working support’ is to meet the needs of growth of

administrative staff. When these three dimensions of organizational support are

perceived by employees and to meet their needs of ERG, the employees’ mood (work

engagement) and behavior (job performance) may be motivated. It can be seen that

ERG theory has a good explanation for perceived organizational support and the

dimensionality of this study.

2.5.2 JD-R Theory, Psychological Contract Theory and Self-Determination

Theory

JD-R theory, psychological contract theory and self-determination theory are used to

explain the variable of work engagement in this study.

1. JD-R theory (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001)

According to Holland, Cooper and Sheehan (2016), JD-R model (demands-resources

model) (Demerouti et al., 2001) has been widely used to elaborate on work

engagement. JD-R theory (Bakker and Demerouti, 2014, 2017) is developed from the

JD-R model, and it is one of the most-often used theories to explain work
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engagement. This study uses the JD-R theory as evidence to show that engagement

may play a mediating role. JD-R theory proposes that a combination of job

characteristics and personal resources predicts job performance through employee

work engagement. Accordingly, engagement is most likely to happen when

employees are confronted with high challenges, and have sufficient job and personal

resources available to deal with these challenges (e.g., Bakker and Sanz-Vergel,

2013).

Although different jobs cause different factors of job stress and job burnout, they can

be classified into two types: job demands and job resources (Demerouti et al., 2001).

Job demands refer to the special requirements of the job or task for employees and

organizations such as role conflicts, emotional labor, work stress, etc., which are

required to be achieved through employees’ physical and psychological tolerance and

resistance, resulting in burnout. It also affects the physical and mental health of

employees negatively, and these health problems lead to a decline in employee’s job

performance. (Bakker & Demerouti, 2014, 2017). On the other hand, job resources

also include physical, psychological, organizational, and social resources (such as

support, harmony, autonomy and feedback) which help to reduce the impact of job

demands and employees’ strain and burnout, which in turn will enhance engagement,

and then lead to positive outcomes, that is, job performance (Schaufeli, 2014).

Under the conditions of job demands and resources, different response processes will

be triggered separately. One is the ‘health erosion process’, which reflects that due to
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the unreasonable work design, excessive workload and emotional labor requirements

are generated in specific job positions, which continuously consumes the energy and

physical strength of employees, which may lead to burnout, and then produce health

problems (Demerouti et al., 2001). The other is the ‘motivational process’ which

shows that job resources have both intrinsic and extrinsic incentives. That is,

sufficient job resources are conducive to promoting employees engagement, and then

possibly achieving high performance (Demerouti et a1., 2001).

For this study, organizational support is considered present by the organization

providing great job resources and reducing job demands, which can energize

employees and foster engagement, which, in turn, yields positive outcomes such as

high level of performance.

2. Psychological Contract Theory (Chris Argyris, 1960)

In this study, work engagement is also associated with the theory of Psychological

Contract (Chris Argyris, 1960). Chris Argyris (1960) proposed a ‘psychological work

contract’ when studying the relationship between workers and foremen. Levinson

(1965) argued that the psychological contract is the sum of the different expectations

of the inherent and unspecified differences between the organization and the

employees. Kotter (1973) argued that a psychological contract is an implicit

agreement between an individual and an organization; this agreement contains the

content that each one wishes to pay and obtain from the other one. Schein (1992)

believed that a psychological contract is a kind of coordination between the



66

individual’s willingness to dedicate and the organization’s desire to obtain, and the

organization’s offer for personal expectations. Although it is not a tangible contract,

it does play a role as a tangible contract.

The psychological contract is the mutual understanding and expectation of mutual

responsibility and obligation, including employee psychological contract and

organizational psychological contract (Luo, 2014). From a certain level, the intrinsic

meaning of employee engagement means the establishment of a psychological

contract between organization and employees based on exchange. The concept of

employee psychological contract means that both sides need to consider the

effectiveness of their own commitments and the corresponding responsibility to be

borne in exploring the relationship between the staff and the organization, including

the responsibility of the staff for the organization and the responsibility of the

organization for the staff (Luo, 2014). The researchers have reached a consensus in

this field, that is, the relationship between the organization and the staff cannot

achieve equality, as the former plays a decisive role in guiding the latter, and the

latter plays a role in implementing and is supervised. The analysis should be carried

out according to this criterion, in order to achieve the effective allocation of the

responsibility of both sides (Rousseau, 1995). According to the research of Rousseau

(1995), the organization’s responsibility to employees should come first followed by

the employees’ responsibility for the organization, and employees’ compensation

from the organization corresponds to their contribution to the organization.
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As the discussion above attests, it could be said that only when employees feel the

attention and support from the organization, employees will continue to stay in the

organization, and make more contributions and efforts to the organization, holding

that they have an obligation to be more and more loyalty to the organization. The

organization can increase employee engagement by helping employees maintain and

get more resources. When employees perceive positively how the organization treats

them, they will judge their attitude towards the organization through the induction of

consciousness (Shore & Tetrick, 1991). When employees’ needs are met, employees

have a more positive perception and belief on the organization, while positive beliefs

make it easier for employees to seek for a balance between their own contribution to

the organization and organizational support (Shore & Wayne, 1993). Hence, work

engagement is defined as a positive, fulfilling, work-related state of mind and

behavior which are characterized by vigor, dedication, and absorption (Schaufeli,

2002). When grassroots administrative staff perceives university’s support for them

positively, they will build a psychological contract and feel an obligation to repay to

the university, then form a positive, fulfilling, work-related state of mind and

behavior. It can be said that the theory of psychological contract explains the work

engagement and also reveals the hidden logical relationship between work

engagement and perceived organizational support.

3. Self-Determination Theory (Deci and Ryan, 1985)

Self-determination theory is the motivational process theory about human
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determination behavior proposed by American psychologist Deci and Ryan (1985). It

also can be used to elaborate on the work engagement in this study. The theory takes

the inner motivation as the starting point and studies the causal path of the influence

of the environment on the individual’s behavior, which has important guiding value

for the incentive and change of the individual behavior (Zhang, Zhang & Song,

2011).

The theory of self-determination is based on the theory of organic dialectics. It holds

that the social environment can enhance human internal motivation by supporting the

satisfaction of the three basic psychological needs of autonomy, competence, and

relatedness, so that the potential of individuals can be exploited to generate work

engagement (Deci, 1975). Environmental factors play a role in promoting or

hindering individual behavior, and organizations can intervene in the internal

motivations of individuals through external environmental factors (Deci & Ryan,

1980). The three basic needs of ‘autonomy, relatedness, and competence’ are

important factors that drive their enthusiasm which is vigor, dedication and

absorption. When the social environment and the individual’s internal resources can

satisfy the basic psychological needs of the individual, the individual will work

driven by the inherent motivation to create output actively. When the individual’s

basic psychological needs are hindered, the individual’s positive behavior will be

weakened, and even tend to adopt negative behavior. Organizations can increase

human internal motivation through environmental factors that support these three
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basic psychological needs (Deci & Ryan, 2000). Therefore, it can be deduced that

when the external factors provided by the organization can support the three basic

psychological needs (autonomy, relatedness and competence) of employees, it can

enhance the internal motivation, namely, work engagement (vigor, dedication and

absorption) of employees to take positive action, thus stimulating the potential and

promoting them to produce better job performance. Therefore, self-determination

theory also can be used to elaborate on the work engagement in this study.

2.5.3 The Norm of Reciprocity and Attribution Theory

In this study, the norm of reciprocity and attribution theory is employed to explain

the variable of job performance.

1. The norm of reciprocity (Gouldner, 1960)

The norm of reciprocity can be used to explain why the job performance of

employees is closely related to perceived organizational support. A reciprocity norm

refers to a kind of generally accepted guideline for the exchange of parties, that is,

when one party provides assistance or resources for the other party, the other party is

obliged to repay to those who help themselves (Gouldner, 1960). In another word,

when a person treats another one well, the norm of reciprocity asks and obliges the

return of favorable treatment (Eisenberger, Armeli, Rexwinkel, Lynch & Rhoades,

2001; Gouldner, 1960). Gouldner (1960), who first proposed the norm of reciprocity

in his article “The Norm of Reciprocity: A Preliminary Statement”, pointed out that

the norm of reciprocity makes the social system more stable, it exists in all kinds of
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relationship between human and organizations, and applies universally to all cultures.

Some scholars argued that the benefits exchanged in the norm of reciprocity should

involve many different resources, such as personal resources including money,

documents, services, and socioemotional resources including respect, approval and

liking (e.g., Foa & Foa, 1974; Bastson, 1993). The increase of the assistance and help

to a recipient can be used to increase the aid returned from the recipient and the

liking for the donor (Brittingham & Kaiser, 1983; Eisenberger, Cotterell & Marvel,

1987). Therefore, the obligation to repay benefits can help enhance interpersonal

relationship according to the norm of reciprocity.

The norm of reciprocity can be applied to the employer-employee relationship and

organization-employee relationship. Employees must recompense the advantageous

treatment they have received from the organization based on the norm of reciprocity

(Porter & Steers, 1982; Wayne, Shore & Liden, 1997). In order to meet the

obligations, employees have to maintain a positive self-image of repaying debts,

avoid violations of reciprocity norms, and then can get beneficial treatment from

their working organization (Eisenberger, et.al., 2001). Therefore, the employees are

motivated to compensate for favorable treatment by working in ways valued by the

organization.

The positive relationships that have been found many times between perceived

organizational support and job performance are attributed to feeling obligation owing

to the reciprocity norm. Based on the norm of reciprocity, perceived organizational
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support can induce employees to feel an obligation to help organizations develop and

achieve their goals with job performance (Eisenberger, et.al., 2001). Employees may

repay such indebtedness through greater job performance and efforts to help the

organization reach its objectives (Eisenberger et al., 1986). Therefore, in this study,

the norm of reciprocity can be used to explain how administrative staff perceives

their university’s commitment to them through the support resources the university

provides is linked with how administrative staff performs in their work. That means,

the level of the university’s support for administrative staff influences the level of job

performance the administrative staff provides back to the university. The norm of

reciprocity indicates that administrative staff can feel obligated to repay the

university’s favorable treatment by good job performance (Eisenberger et al., 2004).

Therefore, it could be said that the norm of reciprocity can be used to explain why

the job performance of employees is closely related to perceived organizational

support.

2. Attribution Theory (Heider, 1958)

Attribution theory is one of the social cognitive theories that explains the causes of

people’s behavior or performance. It explores what information is gathered and how

it is combined to form a causal judgment (Fiske, & Taylor, 1991). For example, if

someone is angry, it is because he or she has a bad temper or because something bad

happened (Graham, 2014). In this study, attribution theory can be used to explain that

job performance is attributed to perceived organizational support and work
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engagement.

There are many different attribution theories proposed by different researchers from

a different perspective such as Heider’s (1958) attribution theory, Jones & Davis

(1965) correspondent inference theory, and Kelley’s (1967) covariation model. In

1958, Heider in his book The Psychology of Interpersonal Relations firstly put

forward the concept of attribution theory from the perspective of naive psychology.

Thus, he is considered the founder of attribution theory. In his study, Heider (1967)

pointed out that people’s performance is related to internal attribution and external

attribution, which also can be called dispositional attribution and situational

attribution. Internal attribution refers to the factors that exist in the people themselves,

such as needs, emotions, interests, attitudes, enthusiasm, beliefs, efforts, etc. External

causes refer to factors surrounding the people’s environment such as expectations of

other people, rewards, remuneration, penalties, instructions, orders, the weather is

good or bad and so on (Heider, 1958). In other words, it can be considered that a

person’ performance can be attributed to their own or environment. Applying the

theory of attribution to the management work reveals that when the employee’s

performance is not good, the manager should analyze which factors affect the

employee’s performance, internal attribution or external attribution. Then can help

improve the employee’s work performance (Shi, 2009).

In connection with this study, work engagement can be viewed as an internal factor,

namely vigor, dedication and absorption, whereas organizational support can be
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viewed as an external factor, namely working support, identifying value and caring

about well-being. Therefore, Heider’s attribution theory (1958) can be used to

explain the variable of job performance and its relationship with perceived

organizational support and its relationship with work engagement in this study. It can

be considered that job performance of grassroots administrative staff in universities

is linked with not only external attribution, but also with internal attribution.

Organizational support belongs to external attribution, whereas work engagement

belongs to internal attribution. In order to improve job performance, both

organizational support and work engagement should be improved.

Heider (1958) also pointed out that people often use the principle of covariance when

doing attribution. The covariation principle states that “an effect is attributed to one

of its possible causes with which, over time, it covaries” (Kelley, 1973, p. 108). That

is, a certain performance is attributed to potential causes that appear at the same time.

Causes of the performance can be attributed to the person (internal, such as vigor,

dedication and absorption), the stimulus (external, such as working support,

identifying value and caring about well-being), or some combination of these factors

(Hewstone & Jaspars, 1987). Therefore, it could be said that job performance may be

attributed to perceived organizational support and work engagement according to

Attribution Theory (Heider, 1958).

2.5.4 Social Exchange Theory (Homans, 1958)

This study adopts the social exchange theory to elaborate on the relationship between
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perceived organizational support, work engagement and job performance.

Social exchange theory is a sociological theory that emerged in the United States in

the 1960s, and its interpretation of individual behavior is achieved by comparing the

costs and benefits of the exchange of individual and society, emphasizing the

individual psychological factors in human behavior, which is also known as a

behavioral social psychology theory. The theory is proposed by Homans (1958) from

the perspective of economics. It is constructed by the concept of social exchange and

the norm of reciprocity (Gouldner, 1960). The main content is to reflect the nature of

social exchange from the essence of interpersonal relationships, including material

exchange and spiritual exchange, and its core principles are embodied in ‘mutual

benefit’. The process of exchange is not limited to the material level, such as money,

time and physical expenses, while it also has spiritual acquisition and reward, such as

spiritual reward, spiritual comfort, spiritual enjoyment and social status, social

identity and social fame.

Blau (1964) described social exchange as a voluntary activity or act of an individual

in order to obtain the expected return. In the process of social exchange, if the results

obtained by both sides that exchange is positive, then the exchange relationship

between the two will continue. If there are other conditions, the smoothness of the

exchange relationship may be broken, which will bring a significant blocking effect

on the subsequent social interaction. Social exchange theory can explain the

behavioral motives of organizations and individuals, and now many organizational
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theory scholars believe that social exchange theory can analyze the employment

relationship in business cooperation. Organ (1988) argued that performance and

loyalty are used by employees to obtain material rewards and social returns, and in

the concrete process, both sides take what they need, including resources, activity

and so on. The appreciation of resources can be obtained through this reciprocal

action, which will strengthen each other’s exchange relationship objectively. Based

on the theory of social exchange, in a reciprocal relationship, the exchange of

relations between the two sides is interdependent, and they are supposed to take the

corresponding obligations while enjoying benefits. When one side obtains more

benefits from the other side, it will reciprocate by showing favorable behavior to the

other side; therefore, both sides feel the fairness of this exchange so as to maintain

long-term stable exchange relationship (Luo, 2014).

In China, Wang (2015) pointed out in ‘Research on Employee Total Rewards

Perceptions, Engagement and Job Performance of Non-state-owned Enterprises’ that

social exchange theory explains the individual’s behavior from the perspective of

interaction between people and society. From this perspective, material remuneration

and non-material remuneration are the resources provided by the organization and

the organization’s obligations to the employee individuals. Employees’ job

performance is the income obtained by the organization from the social exchange

with the employees, while engagement is the implementation path for employees to

achieve job performance. When the organization provides employees the appropriate
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remuneration and other support, employees will feel they need to work as a ‘return’,

so they will be willing to improve self-performance in order to achieve

organizational goals (Wang, 2015). This study considers university’ support for

administrative staff as remuneration and identification. If the administrative staff

perceives the university’s support, they will provide better job performance in

exchange, and this exchange is achieved through work engagement.

From the above discussion, it can be seen that the theory of social exchange has laid

a theoretical foundation for the relationship between perceived organizational

support, work engagement and job performance.

2.6 Past Empirical Studies

2.6.1 Relationship between Perceived Organizational Support and Job

Performance

A number of empirical studies on the relationship between perceived organizational

support and job performance have shown that there is a positive relationship between

perceived organizational support and job performance (Akgunduz and Sanli, 2017;

Eisenberger et al., 2002; Kraimer, 2004; Luo, 2014; Maslach et al., 2001; Zhou and

Mu, 2005). Some of these studies directly study the relationship between perceived

organizational support and job performance (Akgunduz & Sanli, 2017; Maslach et al.,

2001). In addition, some studies take organizational commitment, organizational

identity, employee satisfaction or human resources practice as a mediator variable

(Eisenberger et al., 2002; Kraimer, 2004; Luo, 2014; Zhou and Mu, 2005). However,

https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=9D4i6P8AAAAJ&hl=zh-CN&oi=sra
https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=sIsPUK0AAAAJ&hl=zh-CN&oi=sra
https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=9D4i6P8AAAAJ&hl=zh-CN&oi=sra
https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=sIsPUK0AAAAJ&hl=zh-CN&oi=sra
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the past studies rarely associate the work engagement with the relationship between

perceived organizational support and job performance.

As the earliest researcher of perceived organizational support, American researchers

Eisenberger, Huntington, Hutchison and Sowa (1986) did a survey on employees

from nine different industry organizations and found that perceived organizational

support negatively correlated with absenteeism, and positively correlated to job

performance. Since then, many American scholars began to do relevant studies. In

the United States, George and Brief (1992) found that higher perceived

organizational support would enable employees to show a number of additional good

behaviors or actions, that is, organizational citizenship behavior. Based on the overall

performance perspective, a large number of studies have proved that the

enhancement of perceived organizational support is helpful to improve job

performance in the United States (Armeli, Eisenberger & Fasolo, 1998; Eisenberger,

Armeli & Rexwinkel, 2001; Kraimer & Wayne, 2004; Pearce & Herbik, 2004).

Through a study of 308 patrols, Armeli (1998) found that social emotions play a

moderating role between organizational support and police performance, which is a

moderator variable. There is a positive correlation between perceived organizational

support and job performance in the survey participants with strong social-emotional

needs. The relationship between perceived organizational support and job

performance is not significant in the survey participants with weak social-emotional

needs. In a study of refinement of performance, Maslach’s research showed that
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perceived organizational support was significantly positively correlated with task

performance (Maslach et al., 2001).

Eisenberger et al.’s research (2002) found, with 300 retail sales employees, that

perceived organizational support not only played a role in improving the work of

employees, but also can promote employees to take the duties outside their work,

which will be conducive to improving job performance. The study of Chong et al.

(2001) showed that employees in the US production industry with higher perceived

organizational support hold a more positive attitude towards kanban management and

have improved their performance. Riggle et al. (2009) Edmondson and Boyer (2013)

used meta-analysis to find that organizational support has a positive effect on job

performance.

In addition to the United States, some scholars in other countries also study the

relationship between organizational support and employee performance based on the

organizational cultural background of their own country (Akgunduz & Sanli, 2017;

Bell et al., 2002; Joy & Krishnan, 2016; Mohamed & Ali, 2015; Truss & Soane,

2012). For example, the study of Bell et al. (2002) on service employees in Australia

showed that if employees have an excellent perceived organizational support, the

customer’s evaluation of their quality of service is relatively high. In the UK, Alfes,

Shantz, Truss and Soane (2012) selected 297 employees from service industry as

participants in their investigation and found that the positive behavior of employees

depends on the broader organizational climate and support. Indian assistant

https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=9D4i6P8AAAAJ&hl=zh-CN&oi=sra
https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=sIsPUK0AAAAJ&hl=zh-CN&oi=sra
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professors Joy and Krishnan (2016) conducted a survey of 400 employees of the

information technology sector in India, and found that there is a significant

relationship between perceived organizational support and high-performance work

systems in India. Yilmaz and Sabahat (2016) conducted a sample survey from three

cities in Turkey and used regression analysis to infer that the sense of organizational

support of hotel employees has a positive predictive effect on their job embeddedness,

and has a negative impact on their turnover intention. Karatepe and Aga (2016)

conducted a questionnaire survey of frontline employees of banks and their

supervisors in Cyprus. Through data analysis, it was found that organization mission

fulfillment and perceived organizational support could promote job performance.

Sharma and Dhar (2016) used random questionnaires to collect data from nurses in

more than 300 medical institutions in Uttarakhand and analyzed the data using

structural equations. It was concluded that nurses’ sense of organizational support is

positively related to affective commitment, and affective commitment strongly

influences the performance of the nurse’s work. Iranian researchers Afzali, Motahari

and Hatami-Shirkouhi (2014) randomly selected nearly 300 employees from

different banks in Iran for study and found that perceived organizational support has

a positive impact on organizational learning and job performance. Based on

quantitative research on the survey of staff of a university in Malaysia, Mohamed and

Ali (2015) concluded that perceived organizational support can improve the staff’s

job performance by presenting a significant relationship with perceived
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organizational support. Akgunduz and Sanli (2017) collected data from hotels in

Turkish cities and concluded that perceived organizational support significantly

positively affect employees’ job embeddedness and turnover intention.

In China, there are also some scholars who are concerned about the relationship

between perceived organizational support and job performance. Zhou and Mu (2005)

collected a sample of 1,200 employees from 60 companies, and got the result that the

influence of perceived organizational support on job performance is mostly indirect

exchange through the intermediary effect of organizational commitment and job

satisfaction, and only a small part is a direct exchange. Chen and Chen (2008)

divided job performance into three dimensions through a survey of employees in

more than ten enterprises in Wuhan: task performance, work dedication and

interpersonal promotion. The study shows that perceived organizational support has a

positive impact on employee performance as a whole and has a positive effect on the

three dimensions of job performance. Perceived organizational support can have a

positive effect on job performance through job satisfaction and emotional

commitment. Zhang, Wang and Fan (2008) concluded that perceived organizational

support is significantly associated with job performance through a survey of

employees in state-owned enterprises, and perceived organizational support plays a

regulatory role in affecting job performance in the process of human resource policy.

Chen’s research (2009) on knowledgeable staff in China’s real estate industry has

shown that perceived organizational support can effectively predict task performance

https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=9D4i6P8AAAAJ&hl=zh-CN&oi=sra
https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=sIsPUK0AAAAJ&hl=zh-CN&oi=sra
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and contextual performance. Qin’s (2009) study on knowledge workers of financial

institutions found that perceived organizational support values are significantly

positively correlated with dimensions of job performance (task performance,

interpersonal promotion, and work dedication). Luo (2014) selected 753 high-level

talents in research universities as a survey object, and partially validated the positive

predictive effect of perceived organizational support on job performance. Bi, Cai and

Cai (2016) conducted a questionnaire survey on 1,218 teachers in 45 middle schools

in Beijing, Shanxi, and Gansu, using covariance structure model analysis. The results

showed that there is a positive correlation between organizational support and

teacher performance. Liu, Chen, Chen (2019) used OLS and quantile regression

analysis to find that enterprise organization support can play a role in migrant

workers with different levels of worker identification, and effectively improve the

level of migrant workers’ engagement.

In summary, the above studies have shown that there is a direct and indirect positive

relationship between perceived organizational support and job performance. The

previous empirical study on the relationship between organizational support and job

performance is basically targeted at employees of profitable organizations, and there

are few studies for employees of nonprofit organizations, such as university

employees. On the basis of previous studies findings, this study also hypothesizes

that perceived organizational support is positively related to job performance of

university administrative staff in China and will further determine it by a quantitative
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method.

2.6.2 Relationship between Perceived Organizational Support and Work

Engagement

According to the review of relevant literature, there is a certain degree of positive

correlation between perceived organizational support and work engagement (Caesens

& Stinglhamber, 2014; Murthy, 2017; Sun & Lv, 2012). However, under the

background of the popularization of higher education in China, the relationship

between the perceived organizational support and work engagement of the

administrative staff in newly-established universities is still uncertain and ambiguous,

because it is hard to find the study which took administrative staff in Chinese

newly-established universities as participants.

In the United States, Barksdale and Werner (2001) have shown that perceived

organizational support can lead individuals to perform in-role behavior better.

Driscoll and Randall (1999) argued that employees who are supported by the

organization are more likely to consider themselves responsible for the development

of the organization, which will enhance the individual’s emotional commitment to

the organization and reduce the willingness to leave. Eisenberger et al. (2001)

surveyed 430 postal employees in the USA and concluded that employees are more

dedicated when they believe that the organization will be concerned about the

personal situation of the employees. Therefore, perceived organizational support

gives employees a sense of responsibility, and thus they will be dedicated to working
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as there will be a better degree of engagement. Cathcart et al. (2004) explored the

relevance between managerial control and employee engagement in the USA and the

results showed that the smaller the manager’s control is, the higher the employee’s

engagement will be.

Scholars from other countries have also shown interest in the subject. For example,

in Netherland, Schaufeli and Bakker (2004) found that work resources have a

significant predictive effect on job engagement. They designed three working

resource factors which are feedback, management training and social support, and

research findings have shown that the three factors are moderately positively

correlated with engagement. In Belgium, Caesens and Stinglhamber (2014)

administrated an online questionnaire to 265 employees and 112 supervisors of

companies, and found that perceived organizational support is positively related to

work engagement and self-efficacy partially mediates the relationship between them.

In South Africa, Rothmann and Joubert (2007) selected grassroots managers at the

platinum mine as participants to study, and have also found that perceived

organizational support has a significant predictive effect on these manager’s degree

of vigor and dedication. Meintjes and Hofmeyr (2018) found that perceived

organizational support may affect employee engagement in a competitive sales

environment via investigation of 125 sales representatives. In Canada, Saks (2006)

carried out a survey of 102 employees who were working in different organizations

in Canada, and he found that perceived organizational support, procedural justice,
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and other factors can significantly predict employee engagement when examining the

proactive variables of employee engagement. Leiter and Laschinger (2006) also

argued that the organizational environment that covers professional practice reflects a

positive impact on employee engagement according to their study on nursing work

life model in Canada. In India, Murthy (2017) suggested that perceived

organizational support has a significant relationship with work engagement among

full-time employees from nine different organizations.

In addition, some scholars (Cathcart et al., 2004; Saks, 2006) believe that other

factors of organization, such as the interaction between the internal and community

groups, management style and processes, organizational norms, immediate

supervisor, senior management team, co-workers, work feedback, job return, job

security, job roles suitability, encouraging colleagues to collaborate, superior support,

fairness, interpersonal conflict and other organizational factors may have an impact

on work engagement. Therefore, it can be concluded that organizational support and

other relevant favorable organizational factors have positive influences on employees’

work engagement in the context of western countries organizational culture.

In China, Yang and Liao (2009) put forward the theory of engagement degree based

on the theory of social exchange, which should be established on the exchange rules

of organization trust and support, employee loyalty and so on when they summarized

the present situation and future prospect of employee engagement research. Chen and

Zhang (2010) also believed that the establishment of perceived organizational
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support between enterprises and employees could significantly improve the

employee’s degree of engagement and analyze how to effectively restore trust to

enhance the degree of engagement in response to the trust characteristics of

employees and business relationships in different periods. According to a high-tech

enterprise in Guangdong Province, Cao and Ning (2012) proved that perceived

organizational support had played an utterly mediating role in human resource

management practice and employee engagement. Through the independent

questionnaire survey and regression analysis, Sun and Lv (2012) proved perceived

organizational support and its predecessor variables, including procedural fairness,

superior support, organization compensation and working conditions, can effectively

predict the employees’ degree of engagement. Hu and Liu (2016) conducted a

questionnaire survey based on 215 junior high school teachers from six middle

schools in Jiangsu Province, and conducted empirical research on their relationship

between organizational support and job engagement. The results show that the

perception of organizational support of junior high school teachers is significantly

positively correlated with job engagement. Wang et al., (2017) found that extrinsic

effort could reduce work engagement among Chinese female nurses, while perceived

organizational support could enhance work engagement. Hospital managers should

establish a supportive organizational climate to enhance Chinese female nurses’ work

engagement. Peng (2018) demonstrated that organizational support can significantly

predict engagement by investigating employees in newly-built universities. Liu, Yang,

Chu and Zhang (2019) used the Utrecht work engagement scale to investigate 536
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nurses in a hospital in Harbin, and analyzed the data through SPSS 24, and

concluded that organizational support has a direct effect on job engagement. It also

has an indirect impact on job engagement through the psychological capital of

nurses.

To sum up, both Western and Chinese scholars have validated that employees’

perception of organizational support positively impacts their engagement. However,

most of the respondents of the studies did not relate to the field of higher education

management. Based on the findings of previous studies, this study also assumes that

perceived organizational support and engagement of university administrators are

positively related and it will be further examined through questionnaires.

2.6.3 Relationship between Work Engagement and Job Performance

With the emergence of the concept of engagement, the relationship between work

engagement and job performance has gradually become a hotspot in the field of

human resource management and consulting firms in China and abroad (Luo, 2014).

In the United States, Kahn (1990) used a qualitative method, interviewed 16

counselors and indicated that work engagement is a positive work attitude, which can

affect the performance of employees more directly and significantly. The more

dedicated staff will put more energy, time and effort at work, and his job

performance will be higher than other employees with a low degree of engagement.

Huy (1999), Rafaeli and Worline et al. (2001) also supported Kahn’s findings. Kahn
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(1992) constructed a recursive model of psychological presence on the basis of

motivation theory, further elaborated there is a positive correlation between

employee engagement and job performance. Rich, Lepine and Crawford’s (2010)

findings of a study of 245 firefighters and their supervisors also supported their

hypotheses that work engagement positively impact two job performance dimensions:

task performance and organizational citizenship behavior.

However, the results of Salanova et al.’s (2005) study of employees from 58 hotels

and 56 restaurants showed that work engagement cannot directly predict the job

performance of employees in service units, and a service climate as a mediating

variable is required to have a positive impact on job performance.

Subsequently, some companies also began to explore the relationship between work

engagement and job performance, such as Gullup (2002), which is a famous

research-based, global performance-management consulting company in the United

States, spent more than four decades exploring the organic relationship between

success of enterprises and employee engagement, and quantified a variable which is

satisfaction to measure the level of engagement. A survey by Gallup in 2002 showed

a triangular relationship between work engagement, satisfaction and job performance:

the lower the degree of employee engagement, the worse the quality of the service

for customers, and it could easily lead to loss of staff and loss of profits (Gallup,

2002). Therefore, it can be said that engagement plays a huge role in employees as a

bridge between satisfaction and job performance.

https://en.wikipedia.org/wiki/Performance_management
https://en.wikipedia.org/wiki/Management_consulting
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There are some scholars in other countries who also conducted relevant research in

addition to the ones carried out in the United States. In the Netherlands, Bakker and

Bal (2010) examined a model of weekly work engagement with 54 teachers and

concluded that weekly job resources can predict week-level engagement, and

week-level engagement can predict week-level job performance. Then, Bakker,

Vergel and Kuntze (2015) adopted quantitative diary to survey the first-year

psychology students in a Dutch university. The result of the research showed that

students’ study engagement plays a fully mediating in the relationship between their

personal resources and learning performance. In Finland, Mäkikangas, Aunola,

Seppälä and Hakanen (2016) conducted a survey of 1074 employees from various

Finnish educational sector, and found that individual work engagement can predict

the team performance in the condition of increasing structural and social job

resources. In Iran, Pourbarkhordari, Zhou and Pourkarimi, (2016) conducted a

quantitative study of the impact of transformational leadership on employee

engagement. Through questionnaires and data analysis of employees of more than

200 state-owned communications companies, they revealed that employee

engagement is significantly positively correlated with job performance, and

employee engagement is also mediating in the impact of change leadership on job

performance.

In the United Kingdom, Wright, Carling, Lawlor and Collins (2017) also believed

that engagement can positively impact on job performance according to their survey

http://www.tandfonline.com/author/Wright,+Craig
http://www.tandfonline.com/author/Carling,+Chris
http://www.tandfonline.com/author/Lawlor,+Craig
http://www.tandfonline.com/author/Collins,+David
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of athletes from English Championship football clubs. In India, Anitha (2014)

collected data from 383 employees from small-scale organizations, through data

analysis, he found that working environment and interpersonal relationship affect the

employees’ work engagement, meanwhile work engagement has a significant impact

on job performance. Al-dalahmeh, Masa’deh, Abu Khalaf and Obeidat (2018) sought

to investigate the effect of IT employees’ engagement on organizational performance

in the IT departments in the Jordanian banking sector. Their survey results showed

that IT employee engagement positively and significantly affected job satisfaction,

while job satisfaction positively and significantly affected organizational

performance. This study implies that Jordanian banking IT departments in Jordanian

banking should try their best to elevate IT employees’ engagement and satisfaction in

order to improve their performance.

Ismail, Iqbal and Nasr (2019) conducted a quantitative study in Lebanon with data

from a survey of nearly 200 company employees. Their research found that

employee engagement can positively impact job performance, but this impact

requires creativity to have a full mediating effect between employee engagement and

job performance. Ko, Lee and Koh (2017) surveyed 250 nurses working in Korean

hospitals. Their study argued that job engagement has no direct effect on increasing

nursing performance. However, job engagement has an indirect impact on nursing

performance through mediating organizational citizenship behavior.

In China, several scholars also carried out research on the relationship between work
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engagement and job performance of different participants (Huo, 2008; Shao, 2007;

Wen, Zhou & Wu, 2017; Yang, 2008; Zhang, 2016). Through the study of managers

in middle level from high-tech enterprises, Shao (2007) proved that work

engagement has a significant influence on the job performance of employees. Huo

(2008) studied the intrinsic relationship between work engagement and job

characteristics and job performance. Through questionnaires survey and data analysis

of employees in several enterprises in the eastern and western regions of China, he

found that the degree of engagement has a significant impact on the job performance

of employees, and has a significant positive effect on the employees’ job

performance and organizational citizenship behavior. Yang (2008) used teachers in

primary and secondary school as the participants of the study, proving that work

engagement can directly predict job performance. Zhang (2009) conducted an

empirical study on the degree of engagement of senior managers in private

enterprises, and also proved the positive correlation between them. Zhang (2016)

deduced that work engagement would have a positive impact on job performance

through a survey of employees of 32 micro-enterprises in the catering industry in

Yantai City. Wen, Zhou and Wu (2017) focused their research on the service industry.

They used the vertical research method to collect the positive psychological capital,

engagement and job performance data of employees three times to test the

relationship between the three. The results show that the positive psychological

capital of employees significantly affects their engagement and job performance, and

there is also a significant positive correlation between engagement and job
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performance.

In view of the relationship between employee engagement and job performance,

researchers have conducted empirical research from different research perspectives

for different research objects, put forward a lot of inspiring research results and

basically verified there was a direct positive correlation between the two variables.

However, the research results of Salanova et al. (2005) showed that work

engagement cannot predict the performance of employees in hotels and restaurants

directly. Ko, Lee and Koh (2017) argued that job engagement has no direct effect on

increasing nursing performance. It indicates that the relationship between

engagement and job performance of a different group of employees may be different.

This study also hypothesizes that the administrative staff’s engagement is positively

related to their job performance in newly-established universities in China and will

further examine it through a survey.

2.6.4 Relationship between Perceived Organizational Support, Work

Engagement and Job Performance

The current research on the relationship between three variables (perceived

organizational support, work engagement and job performance) is still scarce, which

needs to be further studied.

According to the previous study, it could be found that work engagement can

mediate the relationship between organizational culture (or organizational behavior)
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and employee’s individual performance, although such research is limited. For

example, Rich, Lepine and Crawford (2010) did a study of 245 firefighters and their

supervisors in the US. The result showed that work engagement mediates

relationships between value congruence, perceived organizational support and two

job performance dimensions: task performance and organizational citizenship

behavior. In the United Kingdom, Alfes, Truss, Soane, Rees and Gatenby (2013)

determined the mediating role of work engagement in the relationship between HRM

practices and job performance by a questionnaire survey of 1796 managers and

employees in service-sector organizations in the United Kingdom. The result

indicated that perceived HRM practices are significantly related to work engagement,

and work engagement also significantly associated with job performance and fully

mediates the relationship between perceived HRM practices and task performance.

Pourbarkhordari, Zhou and Pourkarimi (2016) conducted a quantitative study of the

impact of transformational leadership on employee engagement. Through

questionnaires and data analysis of employees of more than 200 state-owned

communications companies, he revealed that employee engagement is significantly

positively correlated with job performance, and employee engagement is also

mediating in the impact of change leadership on job performance.

A Chinese doctor, Luo (2014), conducted a questionnaire survey of 753 university

high-level talents. Through data analysis, she found that engagement plays a

mediating role in the impact of organizational support on the work performance of
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high-level university talents. Karatepe and Aga (2016) conducted a questionnaire

survey of frontline employees of banks and their supervisors in Cyprus. Through data

analysis, it was found that organization mission fulfillment and perceived

organizational support could promote job performance, while job engagement fully

mediates the effect of organizational mission fulfillment and perceived organizational

support on job performance. Kim (2017) examined the mediation effects of work

engagement by data analysis of 571 complete responses from Korean organizations.

The findings showed that employee work engagement has significant partial

mediating effects on the relationship between job resources and job performance.

Rofcanin, Las Heras and Bakker (2017) collected questionnaires from a financial

company in Mexico and found that supportive supervisor behaviors influenced work

performance through subordinate work engagement. Guo, Du, Xie and Mo (2017)

did a survey on 1049 employees. Their research showed that work engagement is

positively related to objective task performance, and the relationship between work

engagement and objective task performance is moderated by perceived

organizational support. Feng and Yang (2018) used a questionnaire to investigate 157

employees of a manufacturing enterprise in Eastern Shandong Province. The results

show that work engagement plays a fully mediating role in the relationship between

transactional leadership and job performance. Memon, Salleh, Nordin, Cheah, Ting

and Chuah (2018) found that employee engagement can mediate the relationship

between the personal-organizational fit and turnover intention through a survey on

422 oil and gas professionals. Hence, it can be seen that work engagement can play a
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mediating role between organizational culture (or organizational behavior) and

employee’s individual performance.

However, further empirical research of exploring mediation of engagement within

diverse contexts and different demographic segments is needed for future study. To

date, it is difficult to find research that explores the mediation of engagement

between perceived organizational support and job performance. In fact, many studies

take organizational commitment, organizational identity, employee satisfaction or

others as a mediator variable to explore the relationship between perceived

organizational support and job performance (Bell et al., 2002; Caesen &

Stinglhamber, 2014; Kraimer et al., 2004).

For example, American scholars George and Brief (1992) found that organizational

citizenship behavior can be promoted by perceived organizational support, which

helps organizations avoid risks, construct constructive advice, gain knowledge and

skills that benefit the organizations, and enhance the contextual performance of

employees. Armeli, Eisenberger, Fasolo and Lynch (1998) surveyed the police patrol

officers in the United States, and tried to find how the degree of social-emotional

needs impact on the relationship between perceived organizational support on the job

performance of police patrol officers. Then they discovered that when the

individual’s social-emotional needs are stronger, the organizational support’s

perceived values will be higher, and individuals are more likely to benefit

organizations with better performance. Other studies of American scholars, such as
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the research of Kraimer et al. (2004) on the foreign adaptation of employees, the

research of Chong et al. (2001) research on production staff, and the research of Bell

et al. (2002) on corporate sales staff also showed that perceived organizational

support has a high positive correlation to the job performance of employees,

intermediary variables include organizational commitment, organizational

identification, job satisfaction and so on.

In Belgium, Caesen and Stinglhamber (2014) surveyed 377 employees and

supervisors from private companies. The findings of their study showed that

self-efficacy could partially mediate the relationship between perceived

organizational support and engagement of employees, and engagement can

strengthen extra-role performance through increasing job satisfaction.

In China, Chen et al. (2005) opted for organizational trust and organizational

self-esteem as mediators when studying the relationship between perceived

organizational support and job outcomes (organizational performance, role-based

performance, and organizational citizenship performance), showing that these two

variables fully regulate organizational support and organizational commitment,

role-based performance in the work results. In addition, the results of Chinese

scholars Zhou’s research (2005) on 1200 employees from 60 business in major cities,

Qu’s research (2006) on professional and technical staff of high-tech enterprises,

Chen and Chen’s research (2008) on knowledge workers with higher education

background from 20 enterprises and institutions also showed that job satisfaction has
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a strong mediating role between perceived organizational support and job

performance. The influence of perceived organizational support on job performance

is mostly ‘indirect exchange’ through the intermediary role of organizational

commitment and job satisfaction, and only a small part is ‘direct exchange’. Chen

(2009) did a survey on 402 employees in Chinese companies and found that job

satisfaction plays a mediating role in perceived organizational support and contextual

performance. After deeply studying the relationship between perceived

organizational support, work engagement and job performance among Chinese

employees, Fan (2012) found that two dimensions of engagement, including

identification and work value, fully mediated between organizational support and job

performance, and another dimension work dedication plays a mediating role partially.

Wang Hongfang, Yang (2015) revealed the transmission mechanism for the overall

reward perception affects job performance through work engagement by studying

employees in non-state-owned enterprises.

In general, current research on the relationship between perceived organizational

support, work engagement and job performance is still scarce, especially in the field

of higher education management, which needs to be further studied. In addition,

through the review of the past literature, it is difficult to find study which explored

the mediating role of work engagement between perceived organizational support

and job performance. On the basis of previous studies’ findings and relevant theories,

this study hypothesizes that university administrative staff’s work engagement can
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mediate the relationship between their perceived organizational support and job

performance. The research methodology which is used to examine this hypothesis

will be further elaborated in Chapter 3.

2.7 Summary

This chapter is separated into three parts in order to assist in preliminary

understanding of what the perceived organizational support, work engagement and

job performance are and how they correlate with each other. It begins with an

explanation of specific definitions, including job performance, perceived

organizational support, and work engagement. The second part lists and elaborates a

series of theories, including ERG theory, psychological contract theory,

self-determination theory, reciprocity norm, attribution theory and social exchange

theory, lay a theoretical foundation and construct a theoretical framework for

studying variables and exploring their relationship. The third part reviews and

summarizes the previous studies related to this research, which provide empirical

evidence and practical reference for studying and hypotheses of the relationship

between variables. After literature review, the next chapter describes the research

methodology used in this study.
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CHAPTER THREE

RESEARCHMETHODOLOGY

3.1 Introduction

This chapter is to present the adopted research methodology of this paper, where the

research design would be explained. The choice of research methodology used in this

study is outlined and discussed in this chapter. Specifically, target population,

sampling techniques, sampling size, instrumentation of the survey, questionnaire

design, three different measurement scales, language translation, the process of data

collection, study ethics, data analysis techniques and pilot study results are explained

in detail.

It is necessary to clearly and simply present the entire design flow of the study in the

form of a chart, because the research process of this study is complicated and

involves a lot of content. Therefore, a research flowchart is presented below to

describe briefly the whole design process of the research, which especially focuses

on the methodology design.
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Figure 3.1. Flowchart of the Study Design

3.2 Research Design

The research design is the planning and research process that spans the decisions
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from a wide range of assumptions to detailed data collection and analysis methods

(Creswell, 2003). According to David A. de Vaus (2001), the role of research design

is to ensure that the evidence obtained during the research can solve the problem that

needs to be solved through the design of the research.

According to Research Design published by Creswell (2003，2007，2009，2013),

there are three different types of research design, which are qualitative, quantitative

and mixed research. Qualitative research refers to the in-depth exploration of

research phenomena by researchers using a variety of data collection methods

(interviews, observations, and physical analysis) in a natural context. This kind of

research is an activity that forms conclusions and theories from the original data, and

interacts with the research objects to construct an explanatory understanding of their

behavior and meaning construction (Creswell, 2003). Quantitative research is a

concept that is in contrast with qualitative research. To examine and study the

quantity of things, it is necessary to use statistical tools to analyze the quantity of

things. This is called quantitative research. In general, quantitative research is to

verify the application of theory in practice by examining the relationship between

variables. The mixed research method is a combination of qualitative and

quantitative research methods, that is, the comprehensive application of qualitative

and quantitative research form (Creswell, 2003). In this study, quantitative method is

adopted to investigate whether there is a mediating relationship between perceived

organizational support, work engagement and job performance of grassroots



101

administrative staff in universities.

The aim of this study is to investigate whether there is a positive correlation between

perceived organizational support, work engagement and job performance of

grassroots administrative staff in universities. The study also examines the role of

work engagement as a mediator between perceived organizational support and job

performance. This study is correlational in nature. The hypotheses testing in line with

the purpose of the study examined the relationship to which variations in one factor

correspond with variations in one or more factors based on correlation coefficient

(Cronbach, 1951; Isaac & Michal, 1981). Therefore, quantitative research is adopted

in this study according to the elaboration of Creswell (2003) and Williams and

Monge (2001). Quantitative method is suitable when three conditions are present: 1)

It is possible to establish hypotheses based on theory and to verify them.; 2) Research

tools can be used to measure research target objects; and 3) statistical knowledge can

be used to solve research problems.

Furthermore, a self-administrated questionnaire is adopted in this study to be an

effective way to collect the data. And the data analysis techniques employed by the

study include normality test, descriptive statistical analysis, reliability test, validity

test, and correlation analysis.

3.3 Sampling

This section elaborates three important steps, which are the target population,
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sampling technique, and sample size to satisfy the prerequisite of the study.

3.3.1 Target Population

According to Malhotra (2004), the target population refers to the gathering of items

and components in order to provide information for conducting research.

The target population for this study is grassroots administrative staff in

newly-established universities in Sichuan, China. It is generally considered that

administrative staff in newly-established universities in China can be divided into

three levels: senior (decision-making level), middle (management level), grassroots

(operational level) (Ding, 2009; Xu, 2007). As illustrated by Table 1.1 in Chapter 1,

Senior administrative staff refers to Ting and Deputy Ting at 3-4 grade, and they are

the leaders of the university. Middle-level administrative staff refers to the Chu and

Deputy Chu at 5-6 grade, and they are the leaders of a college or department of a

university. Grassroots administrative staff refers to the Ke and Deputy Ke and staff at

the 7-10 grades. They are engaged in academic affairs, research management, human

resources management, financial management, infrastructure, library management,

logistics services, and other management affairs in different departments of the

university.

Currently, there are 22 newly-established universities in Sichuan Province. Table 3.1

below shows the main details about 22 newly-established universities in Sichuan

Province which are queried and summarized from Information Inquiry System of
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Chinese Universities (http://www.gx211.com/gxmd/gx-sc.html).

Table 3.1

Main Details of Newly-established Universities in Sichuan, China

University Public
or

Location department in charge Date of
establishment

University A Public Neijiang Sichuan Provincial Government 2000

University B Public Leshan Sichuan Provincial Government 2000

University C Public Yibin Sichuan Provincial Government 2001

University D Public Panzhihua Sichuan Provincial Government 2001

University E Public Mianyang Sichuan Provincial Government 2002

University F Public Chengdu Sichuan Provincial Government
and Chengdu Government

2003

University G Public Xichang Sichuan Provincial Government 2003

University H Public Chengdu Sichuan Provincial Government 2004

University I Public Dazhou Sichuan Provincial Government 2006

University J Public Luzhou Sichuan Provincial Government
and Sichuan Public Security

2006

University K Public Kangding Sichuan Provincial Government 2009

University L Public Chengdu Sichuan Provincial Government 2012

University M Public Chengdu Sichuan Provincial Government 2012

University N Public Chengdu Sichuan Provincial Government 2013

University O Public Aba Sichuan Provincial Government 2016

University P Private Chengdu Education Department of
Sichuan

2011

University Q Private Chengdu Education Department of
Sichuan

2013
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Table 3.1 continued

University R Private Deyang Education Department of
Sichuan

2014

University S Private Chengdu Education Department of
Sichuan

2014

University T Private Chengdu Education Department of
Sichuan

2014

University U Private Mianyang Education Department of
Sichuan

2014

University V Private Chengdu Education Department of
Sichuan

2016

Note: The real names of all newly-established universities are replaced by letters

In order to reasonably identify the sample size, it is necessary to calculate the

number of target population. The calculation of target population in the study was

divided into two steps.

The first step was to inquire into the staff population of newly-established

universities in Sichuan. The researcher visited the official website of each

newly-established university, and contacted several universities’ human resource

departments in order to obtain the data on the approximate population of faculty and

administrative staff of newly-established universities in Sichuan.

The second step was to calculate the number of grassroots administrative staff in the

newly-established universities. Grassroots administrative staff is part of the

administrative staff, but it is difficult to directly identify their specific number in each

university. According to The Implementation Opinions on the Post Setting

Management of Institutions in Sichuan Province. (Sichuan Provincial Government,
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2008) issued by Sichuan government, the number of Ke post and the following

administrative post (Grade 7-10) must account for about two-thirds of the total

number of administrative posts in the university. That is to say, the grassroots

administrative staff is supposed to occupy two-thirds approximately of the total

number of administrative staff in each newly-established universities.

According to this criterion, the researcher calculated the population of the grassroots

administrative staff in each newly-established university based on the number of

administrative staff which was found out in the first step. More details are shown in

Table 3.2 below.

Table 3.2

The Number of Grassroots Administrative Staff in Newly-Established Universities in
Sichuan
University Total

number of
staff

The number of
administrative
staff

Estimated number of
grassroots
administrative staff

University A 1233 359 239
University B 1200 368 245
University C 1010 235 157
University D 1039 201 134
University E 1181 262 175
University F 1205 362 241
University G 970 179 119
University H 737 221 147
University I 1100 327 218
University J 480 144 96
University K 533 191 127
University L 857 257 171
University M 980 294 196
University N 602 140 93
University O 579 174 116
University P 774 232 155
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Table 3.2 continued

University Q 1000 298 199
University R 946 284 189
University S 580 173 115
University T 1119 336 224
University U 801 224 150
University V 704 197 131
Total number 19630 5458 3637
Note: The real names of all newly-established universities are replaced by letters

3.3.2 Sampling Techniques

According to Creswell (2003) and Sekaran (2016), sampling consists of selecting the

right individuals or objects for the study. Saunders et al. (2009) stressed that the

sampling provides a range of methods allow reducing the amount of data that we are

obliged to collect by considering only data from sub-group rather than all possible

cases. It means the researcher would obtain the data from the sample in order to

examine the situation or the purpose of the study rather than collecting the data from

the entire subject. The purpose of sampling is to decrease the time and cost of the

data collection process (Hair et al., 2006).

There are two broad categories of sampling techniques, namely, non-probability

sampling and probability sampling. Non-probability sampling consists of snowball

sampling, judgmental sampling, quota sampling, and convenience sampling.

Probability sampling involves systematic sampling, cluster sampling, simple random

sampling, and multistage sampling (Lance & Hattori, 2016). The sampling is based

on the fact that every member of a population has a known and equal chance of

http://www.statisticshowto.com/what-is-a-population/
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being selected. Probability sampling has a sound statistical theory basis and can be

explained by probability theory. It is an objective and scientific sampling technique.

It is a mathematically specialized term and is based on the randomness theory to

extract the same number of samples in the population as the study object. The

probability that each sample is sampled is equal, thus ensuring that the sample is not

doped with so-called artificial factors. Probability sampling is the basic sampling

technique in quantitative research (Fowler, 2014).

In this study, cluster sampling is adopted. It is done by grouping the elements in the

population into a number of groups that do not cross each other and do not overlap

with each other; then the samples are taken in groups (Lance & Hattori, 2016).

Cluster sampling is often used in quantitative research where the total population is

divided into several groups (called clusters), and a simple random sample of the

clusters is selected. The elements in each cluster are then sampled (Kerry & Bland,

1998). If all elements in selected sampled groups are sampled, then this is referred to

as a one-stage cluster sampling plan. If the cluster samples in the first stage are

selected and then followed by the selection of the element samples from each sample

cluster, a two-stage clustering sample is obtained, which is a simple multi-stage

sample case referred to as a two-stage cluster sampling plan (Ahmed, 2009). That is

to say, the researcher divides the sample population into N groups, then randomly

selects several groups from N groups, and randomly selects individuals in chosen

groups. More specifically, the first step is to determine the criteria for grouping.

https://en.wikipedia.org/wiki/Marketing_research
https://en.wikipedia.org/wiki/Simple_random_sample
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Secondly, according to the sample size, the number of groups that should be drawn

was determined and randomly selected. Thirdly, a simple random sampling method

was used to select a certain number of sample populations from the selected clusters.

In this study, samples were chosen by two-stage cluster random sampling. To be

specific, the study is to measure the perceived organizational support, work

engagement and job performance among grassroots administrative staff in

newly-established universities, but it is impossible and difficult to visit each

grassroots administrative staff to collect data. In fact, the target population in the

study can be divided into 22 pre-existing groups, namely, 22 newly-established

universities. Therefore, the appropriate way for sampling in this study is to randomly

select several universities (clusters) and randomly survey the grassroots

administrative staff in those universities. Each newly-established university in

Sichuan and each grassroots administrative staff would have an equal opportunity of

being selected. More details on cluster sampling process are shown in Figure 3.2.
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Figure 3.2. Flowchart of Sampling

3.3.3 Sampling Size

Sample size refers to the number of units contained in a sample, usually expressed by

the letter N, which is a fundamental concept in research design. The size of the

sample is directly related to the accuracy of the research results (Creswell, 2003). In

the investigation, the determination of the sample size is very important. The sample

size is generally determined by the population of the study target. If the sample size

is too large, it will cause a great waste of manpower, material resources and financial

resources; if the sample size is too small, it may cause the survey results to deviate

from the actual situation, affecting the authenticity of the survey. (Bartlett, Kotrlik &

Higgins, 2001).

Schumacker and Lomax (1996) found that the numbers of samples of most of the

research which adopted SEM (structural equation model) for data analysis are in the

range of 200 to 500. Wu (2012) argued that the number of medium-sized sampling

must be greater than 200; if the number of samples reaches 200 or more, the results

of the analysis are relatively stable. Muller and Pasour (1997) argued that the number

of samples analyzed by structural equation model is at least 100 and 200. If the

number of samples is estimated from the number of variables observed in the model,

the ratio of the number of samples to the number of observed variables is at least 10:

1 to 15: 1. Hinkle and Oliver (1983) make it clear that the research findings from the
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larger sampling size will be more credible than the small sampling size when other

conditions remain constant. Therefore, the selection of a larger sampling size is

appropriate and necessary. In this study, the researcher also tries to make the research

sampling size larger.

There are several formulas for calculating the required sample size based on whether

the data collected is to be of a categorical or quantitative in nature. However, Krejcie

and Morgan (1970) have already constructed a table which can help researchers

avoid the formulas altogether.

Table 3.3

Table for determining sample size of known population (Krejcie and Morgan, 1970)
N S N S N S N S N S
10 10 100 80 280 162 800 260 2800 338
15 14 110 86 290 165 850 265 3000 341
20 19 120 92 300 169 900 269 3500 346
25 24 130 97 320 175 950 274 4000 351
30 28 140 103 340 181 1000 278 4500 354
35 32 150 108 360 186 1100 285 5000 357
40 36 160 113 380 191 1200 291 6000 361
45 40 170 118 400 196 1300 297 7000 364
50 44 180 123 420 201 1400 302 8000 367
55 48 190 127 440 205 1500 306 9000 368
60 52 200 132 460 210 1600 310 10000 370
65 56 210 136 480 214 1700 313 15000 375
70 59 220 140 500 217 1800 317 20000 377
75 63 230 144 550 226 1900 320 30000 379
80 66 240 148 600 234 2000 322 40000 380
85 70 250 152 650 242 2200 327 50000 381
90 73 260 155 700 248 2400 331 75000 382
95 76 270 159 750 254 2600 335 100000 384

Note: N is Population Size; S is Sample Size
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The above table helps researchers avoid using formulas. In this research, the target

population is about 3637 grassroots administrative staff in newly-established

universities. The researcher uses this table to determine the appropriate sample size

for the study, and decides that 351 should be sufficient for investigation according to

Table 3.2 and Table 3.3 which are presented in Chapter 2. Moreover, according to a

suggestion by Hinkle and Oliver (1983) that a larger sampling size is more reliable,

the researcher decides to use a sample size of 400 for this study.

3.4 Instrumentation

A survey allows the researchers to gather ideas and recommendations from several

individuals at a subjective stage to confirm whether there are any opinion and advice

to the target population (Creswell, 2003; Sekaran, 2003). Surveys can be divided into

two broad categories: the questionnaire and the interview. The questionnaire is

research instrumentation making up of series of questions for the purpose of

gathering information from respondents (Gault, 1907). The questionnaire survey

saves time, money and manpower, and it is convenient for statistical processing and

analysis. Moreover, the electronic questionnaire developed in recent years can

overcome some of the shortcomings of the traditional paper questionnaire and makes

it more convenient and easy for quantitative research (Jing, Gao & Liu, 2008).

Therefore, the questionnaire survey is adopted in the study.

3.4.1 Questionnaire Design

https://www.socialresearchmethods.net/kb/survwrit.php
https://www.socialresearchmethods.net/kb/intrview.php
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The design of the main body of the questionnaire will directly influence the value of

the entire investigation (Zheng, 2014). In designing the questionnaire, this research

has taken the research purposes, related literature researches and questionnaire

structures into comprehensive consideration.

The main purpose of this survey is to measure perceived organizational support,

work engagement and job performance among grassroots administrative staff in

newly-established universities, hence the main body of the survey questionnaire is

composed of three different measurement scales, including perceived organizational

support scale by Ling et al. (2006), Utrecht work engagement scale by Schaufeli and

Bakker (2004) and job performance scale by Yu (1996). It should be pointed out that

these three scales were developed separately by the relevant scholars, meaning that

they are independent and complete sets of scales, not extracted from a questionnaire

in the past study. Since all three measurement scales have been widely used in the

previous study, in the questionnaire of this study, they were maintained in their

original appearance (content), without deleting or adding items. However, based on

the opinions and suggestions of the experts, the way several items were expressed

has been improved so that the respondents can understand the meaning of the items

more accurately. The relevant improved items are summarized by a table in the pilot

study.

Special attention has been paid to the following aspects:
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1. Introduction, main questionnaire and personal information are the three general

parts composing the survey questionnaire. The introduction is to briefly describe the

purposes and contents of the survey so that the requests and acknowledgments are

indispensable; otherwise the respondents may not be cooperative and supportive for

they feel no sincerity of the researcher. In the content of the main questionnaire, the

scales on three variables are established to provide questions. No unstructured

questions are adopted, seeing that the open-ended questions will not be advantageous

to improve the respondents’ willingness to fill in the questionnaire (O’Cathain &

Thomas, 2004), thus the investigation adopts the structured choice question items to

let the respondents make choice but do not need to write words and sentences.

2. Considering that the Likert Scale has quite higher credibility than other scales, it is

widely adopted in the survey questionnaire; in addition, the five-grade scale is

convenient for the respondents to discriminate the degrees of attitude (Armstrong,

1987). Therefore, Likert Scale is employed in this research. Options following each

declarative sentence mean the gradually increasing consent on the forward direction,

namely: 1 means strongly disagreed, 2 means disagreed, 3 means neutral, 4 means

agreed and 5 means totally agreed.

3. To dispel the misgivings of the respondents at the benefit-risk balance established

by the reverse questions and positive questions in the scale, all questions are positive

in the scale. This is to ensure that the consistency of positive thinking of the

respondents can be guaranteed and they can think about the questions carefully,
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maintain the smooth thought logically and consequently guarantee the high quality of

the answers to the questionnaires.

4. The research questionnaires are self-administered where all questions are

answered by the respondents. The self-administered questionnaire refers to the

method in which the researcher sends the questionnaire to the respondents, which is

read and answered by the respondents, and then collected by the researcher (Bourque

& Fielder, 2003). Comparing with the Interviewer-administered questionnaires, the

self-administered questionnaires have three advantages: firstly, it could save time,

cost and manpower; secondly, the anonymity is helpful for the respondents to fill in

the questionnaires truthfully, so as to collect the objective and true information;

thirdly, it could avoid the human errors caused by the subjective thoughts of the

interviewer in the interviewer-administrated questionnaires (Meadows, 2003).

5. The content of this questionnaire is mainly composed of three parts, namely the

introduction, basic personal information and the main part of the questionnaire. The

introduction mainly introduces the purposes of the questionnaire survey; the basic

personal information contains the respondents’ gender, marital status, age,

educational background and academic rank; the main part of the questionnaire is

composed of respective questions measuring the perceived organizational support,

work engagement and job performance.

Based on related research carried out by local and foreign scholars, the researcher
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selects the maturity scales that have been published and have been tested many times

for their reliability and validity to measure the relevant variables.

3.4.2 Perceived Organizational Support Scale

This study adopts Ling et al.’s scale (2006) to measure perceived organizational

support of grassroots administrative staff in newly-established universities in China.

The perceived organizational support scale established by Ling et al. (2006) is more

frequently adopted by the scholars in Chinese context (Liu & Li, 2015; Luo, 2014;

Ma, 2016; Zhang, 2013). This scale contains three dimensions namely the working

support, identifying value and caring about well-being. Thus, it is adopted for this

study. In the following section, this paper makes a review of the related study and

development of perceived organizational support scale.

In terms of measuring the perceived organizational support, Eisenberger and

Huntington (1986) put forward the concept of perceived organizational support and

formulated the perceived organizational support scale, namely the SPOS

questionnaire (Survey of Perceived Organizational Support) for the first time in their

academic article Perceived Organizational Support. This kind of questionnaire is

frequently adopted in the western countries’ academic field to measure perceived

organizational support; 36 items of the questionnaire in this scale have been tested

among the employees of different industries and organizations, according to the

result of which, this scale is of one-dimension and high credibility. Some researchers

extracted items with high load factor from the 36 items of the questionnaire of the
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perceived organizational support and then developed them into a short questionnaire

to carry out research. The core elements of these scales are the employees’ two

feelings for the organizations. One is whether the employee’s contributions are

identified and valued; the other one is whether the employee’s well-being is an

important concern (Liu, 2015; Luo, 2014). The perceived organizational support

scale developed by McMillan (1997) is composed of two parts, namely the

instrumental support and emotional support. Some scholars also adopt this scale to

measure the perceived organizational support.

In the context of Chinese organization, the perceived organizational support

questionnaire established by Ling et al. (2006) is more frequently adopted by the

Chinese scholars at present. This questionnaire contains three dimensions, namely,

working support, identifying value and caring about well-being. This questionnaire

was made under the context of Chinese culture and regarded the employees’

perceived organizational support as a three-dimensional psychological structural

feeling. The perceived organizational support of multi-dimensional structure has

reflected the employees’ work motivations, namely the material living guarantees

provided by the organization, being recognized and respected in the organization and

self-realization by making achievement in work. The perceived organizational

support scale developed by Ling et al. contains 24 questions (Ling, Yang & Fang,

2006). This questionnaire is widely recognized and adopted in the research on

Chinese employees’ perceived organizational support and related research fields, and
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has been repeatedly proved with favorable reliability and validity. Therefore, in this

research, the scale is directly employed to measure the perceived organizational

support of the grassroots administrative staff in the newly-established universities.

Table 3.4 below shows dimensions and items of Perceived Organizational Support

Scale by Ling et al. (2006).

Table 3.4

Perceived Organizational Support Scale by Ling et al. (2006)
Dimensions Items
Working
Support

1. I can be noticed by the superiors when I am working exceptionally.
2. The organization attaches special importance to my job objectives and concept
of values.
3. The organization does not take advantage of me during work as long as there
are opportunities.
4. I can get help from the superiors and colleagues when I have problems at
work.
5. The organization can agree with my reasonable request to change the working
conditions or environments.
6. The organization is happy to help me explore my potential at work.
20. The organization can pay attention to my opinion at work
21. The organization can provide me some opportunities for promotion.
22. The organization puts me at the positions that I am most suitable for.
24. The organization tries the best to make our work interesting.

Identifying
Value

9. The organization believes it’s a large loss to dismiss me.
10. The organization believes that I will play a great role if it keeps me within
the organization.
11. The organization will employ me if I apply for the job after I have quit.
12. The organization will never dismiss the employees arbitrarily.
17. The organization will persuade the employees who want to quit to stay.
18. The organization will transfer me to other positions but not dismiss me if my
job is canceled.
19. The organization is proud of the achievements I have made at work.

Caring about
Well-being

7. The organization can understand and forgive me for the occasional absence of
work for personal reasons.
8. The organization can reward me for the extra work I have done beyond the
proper duties.
13. The organization really cares about my living conditions.
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Table 3.1 continued

14. The organization can consider about the salary I deserve.
15. The organization can happily provide help when I am in need of special help.
16. The organization can take the well-being of the employees into consideration
at the time of making a decision.
23. The organization can consider increasing our salaries when it obtains more
profits.

3.4.3 Work Engagement Scale

In this study, the Utrecht Work Engagement Scale (UWES) by a Dutch scholar,

Schaufeli (2002), is used to measure the work engagement of grassroots

administrative staff in newly-established universities. As UWES has been tested in

reliability, validity and verified in trans-cultural stability, it has been adopted in this

research (Schaufeli & Bakker, 2004; Wang, 2014; Zhang & Gan, 2005).

As the Chinese and foreign scholars, as well as the consultant firms, are not unified

in the concept and structural cognition of engagement, the engagement measurement

scales they adopt in the empirical study and business consultancy practice are

different (Gallup, 2005; Maslach, 1997; Schaufeli, 2002). The following three are the

commonly adopted: Gallup’s 12 Questions to measure engagement (Q12) by Gallup

(2005), Maslach Burnout Inventory General Survey (MBI) by Maslach (1997) and

the UWES by Schaufeli (2002). Gallup Workplace Audit (GWA), the world’s famous

management consulting firm, has developed the engagement measurement scale

containing an overall work satisfaction question and 12 specific questions through

the qualitative and quantitative studies on the interview results of millions of

employees. According to a large number of empirical studies, Q12 is a

https://www.baidu.com/link?url=4CoA7Eno2wnNmf1d8oaf3-aMOZ09tr2byT8-BiYT4U3IBC2IUnKvLK73RJWqdfzgd07Uz8IMUrmjVGhEte0dDsIBUPmcfiASKjYotTtOF00VHiVE2zLchVubeiltltgZ6VCVwnbNKNU_uKfzthA16q&wd=&eqid=c6fbd422000094440000000459dcd3d9
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single-dimensional structure with higher validity and reliability as well as the

trans-cultural stability, hence being widely recognized and applied in empirical

research. However, some scholars also question the validity of the measurement. For

instance, Li and Ling (2007) argued that the results measured by Q12 only represent

the work satisfaction of the employees.

Maslach et al. (1997) believed that the engagement can be directly measured by MBI

and evaluated by the reverse patterns of the scores on the three dimensions namely

exhaustion, cynicism and professional efficacy, which means the lower scores on

exhaustion and cynicism and higher scores on professional efficacy represent the

higher work engagement. However, this viewpoint was questioned by Schaufeli et al.

(2002) as they believed that it would be difficult to empirically investigate the

relationship between work engagement and exhaustion if these two concepts are

measured by the same instrument.

To independently measure the work engagement, Schaufeli et al. (2002) constructed

UWES. The work engagement was measured from three aspects namely vigor,

dedication and absorption with 17 questions. Soon afterward, Schaufeli and Bakker

(2004) published the UWES Preliminary Manual to report a series of data from the

psychological measurement and verification on the Utrecht scale, so as to assist and

guide the subsequent researchers in selecting and using UWES. In addition,

Schaufeli and Bakker (2004) developed a shortened scale with nine questions based

on the original 17-question scale. It should be noted that the verification data were
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obtained by analyzing the trans-national and trans-industrial samples. Hence, this

scale has high reference values (Wang, 2014). In China, Zhang and Gan (2005) have

verified the reliability and validity of the Utrecht scale in Chinese version, according

to the result of which, this scale was applicable to the research involving Chinese

background. As UWES has been tested in reliability, validity and verified in

trans-cultural stability, it has been adopted in this research. Table 3.5 below shows

dimensions and items of the shortened version of UWES by Schaufeli et al. (2004).

Table 3.5

Work Engagement Scale by Schaufeli et al. (2004)

Dimensions Items
Vigor 1. At my work, I feel bursting with energy.

2. At my job, I feel strong and vigorous.
3. When I get up in the morning, I feel like going to work.

Dedication 4. I am enthusiastic about my job.
5. My job inspires me.
6. I am proud on the work that I do.

Absorption 7. I feel happy when I am working intensely.
8. I am immersed in my work.
9. I get carried away when I’m working.

3.4.4 Job Performance Scale

This study utilizes job performance scale established by Yu (1996) to measure job

performance of grassroots administrative staff in newly-established universities.

The division of job performance has undergone a different process, which only

focused on results at the beginning, that is, task performance, and later not only

focused on results, but also paid attention to processes, that is, contextual
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performance (Zhao, 2012). The difference between task performance and contextual

performance in job performance has been widely noted by academics. Subsequent

studies of scholars mostly have supported two-dimension structure of job

performance (Hou & Chen, 2011). The job performance addressed in this paper

should be a comprehensive consideration of the characteristics of the administrative

performance of universities, mainly to measure the performance of the results and the

performance of the process. Therefore, the job performance of administrative

workers in universities is divided into two dimensions: task performance and

contextual performance.

In the 1980s, Darling-Hammond, Wise and Pease (1983) proposed establishing the

scale from the four aspects including personal career development, human resource

management policy, school development and school status to evaluate the job

performance of the academic staff, which has laid the foundation for the study on the

job performance of teachers. The dimensions of the job performance of teachers in

developed countries are derived from the above four aspects. For instance, the

measurement of the job performance of American academic staff adopts the

three-dimensional method, that is, teaching, research and service (Luo, 2014). The

measurement of the job performance of Chinese teachers has followed the American

three-dimensional method. Fang (2006) measured the job performance of academic

staff from four dimensions namely qualification, teaching, scientific research and

management; Gan (2006) carried out a research on the job performance of academic
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staff from input, control and output; while Luo (2014) developed the teachers’ job

performance scale from two dimensions including teaching and scientific research.

Although the administrative staff is part of the university faculty, their job contents

and characteristics are greatly different from those of the academic staff. As teaching

and scientific research are not their major job tasks, the teacher’s job performance

scale is not applicable to measure the job performance of the administrative staff.

Initially, the researcher planned to adopt the job performance scale for measuring the

teachers but for the aforementioned reasons, the plan was dropped.

Job performance is divided into two dimensions which are task performance and

contextual performance, On the acceptance and support of these dimensions, Taiwan

scholar Yu (1996) compiled the job performance scale suitable to the Chinese culture

by integrating the Task Performance Questionnaire (TPQ) established by Campbell

(1987) and Contextual Performance Questionnaire (CPQ) created by Motowidlo and

Scotter (1994), and made necessary modification and translation (Cai, 2015; Liu,

2007; Xia, 2010). This scale has been proved with favorable reliability and validity

by many Chinese scholars. A research on Chinese bank clerk by Xia (2010), a

research on Chinese young civil servant by Zheng (2012) and a research on Beijing’s

full-time communist youth league cadres by Yu (2014) all adopted Yu’s scale (1996)

to measure the job performance. In this research, job performance is also divided into

two dimensions namely task performance and contextual performance. Moreover,

Yu’s revised scale is more suitable to the Chinese cultural background, so that it has



123

been adopted in this research. Table 3.6 below shows more details of Job

Performance Scale by Yu (1996).

Table 3.6

Job Performance Scale by Yu (1996)
Dimensions Items
Task
Performance

1. I finish the work according to the standard operating procedures.
2. I am familiar with standard operating procedures.
3. I plan and arrange the schedule of the work I am responsible for.
4. I pay attention to safety and health problems at work.
5. I keep the working field tidy and clean.
6. I put the tools or documents at hand in order and take things back where they
were.
7. My average work efficiency is high.
8. I am capable of completing all the tasks required by the organization.

Contextual
Performance

9. I cooperate with others well in the team.
10. I persist in overcoming obstacles to complete a task.
11. I volunteer for additional responsibilities.
12. I follow standard operating procedures and avoid unauthorized shortcuts.
13. I look for challenging assignments.
14. I offer to help others accomplish their work.
15. I pay close attention to important details.
16. I defend the supervisor’s decisions.
17. I render proper business courtesy.
18. I support and encourage a coworker with a problem.
19. I take the initiative to solve a work task.
20. I exercise personal discipline and self-control.
21. I tackle a difficult work assignment enthusiastically.
22. I voluntarily do more than the job requires helping others or contributing to
organizational effectiveness.
23. Overall, I would like to consider the organization and take the initiative to
help my coworkers.

3.4.5 Language Translation

In designing a questionnaire, language translation must be considered (Mckay et al.,

1996). The questionnaire should be translated into different language versions so that
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the study can be understood by people using different languages. There are three

scales in the questionnaire: the first and third scales, namely, perceived

organizational support scale and job performance scale were established by Chinese

scholars, thus they do not need to be translated into Chinese. The second scale,

namely, UWES is quite well-known and has been widely adopted all over the world.

Its preliminary manual has already provided 12 different language versions including

Chinese. Therefore, it does not need to be translated into Chinese either. However,

the researcher translated perceived organizational support scale and job performance

scale into English in order to make relevant people who are interested in this study

understand the questionnaire. This process of translation was done using the back

translation method because the back translation is regarded as the best practice when

it comes to questionnaire design (Mckay et al., 1996). The researcher asked two

English language experts from Yibin University to translate the Chinese version into

English and then re-translate the English version into Chinese. Repeated comparisons

and modifications were done to ensure the accuracy of the translation.

3.5 Data Collection

Primary data is the elementary sources for directing the research. According to

Zikmund et al. (2010), primary data is described as data that are assembled for the

research purpose of the existing situation whereby the events are happening. There

are several approaches to gather primary data. One of the approaches is a

questionnaire which has already been adopted broadly by most researchers and could
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help to collect the data effectively. Therefore, in this study, the researcher chooses the

online questionnaire as a method of collecting the primary data as it can increase the

simplicity and reliability of the information for the research.

3.5.1 Online Questionnaire

With scientific and technological progress, network development is also changing

rapidly. Compared with the traditional paper-based questionnaire, the online

questionnaire survey has become a more convenient and popular data-collection

method (Couper, 2012; He, 2016). It is mainly for the following three reasons that

the current research has adopted the online questionnaire for data collection:

First is to avoid the social desirability response bias. In any society, there will be

publicly recognized moral standards and codes of conduct. If questions in the

questionnaire have touched these standard norms, the respondents are likely to turn

on the self-protection or self-service motivation, so that they will answer the

questions from the perspective of social desirability and expectation instead of

showing their honest opinions - this is the so-called social desirability response bias

(Chen, Xu & Fan, 2012; Crowne & Marlowe, 1960). Paulhus (1991) believed that

answers twisted to meet the social desirability tend to be two kinds of representation

patterns. One is the authentic yet exaggerated positive self-expression, the other is

the impression management, which means to intentionally change one’s own

opinions or behaviors to please others. If the researcher adopts the survey method of

paper-based questionnaire, the researcher will entrust the human resource
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departments of newly-established universities to give out some questionnaires to the

respondents who are grassroots administrative staff. Although the respondents fill in

the questionnaire anonymously ， considering that their questionnaires will be

submitted to the human resource department, there might be social desirability

response bias when they are filling in the questionnaires.

After reviewing and analyzing almost 200 research reports, Dwight et al. (2000)

pointed out that the score of impression management test in the way of

computer-filling was lower than in the way of paper-pencil-filling, so that the way of

computer-filling could better reflect the honest opinions of the respondents. If the

online questionnaires are adopted in the survey, after the respondents have completed

and submitted the questionnaires, the system will seal them up for safekeeping

automatically. In doing so, the questionnaires will only be seen by the respondents

and researcher - avoiding any access to the third party - which also will avoid the

internal misgivings of the respondents when they are submitting the questionnaires

by hand. As a result, it will increase the privacy of the respondents, and enhance the

authenticity of the respondent’s response to a certain extent (He, 2016).

Second is to increase the integrity and availability of filling in the questionnaires.

Wang (2014) during the process of eliminating the invalid questionnaires in his

investigation discovered that although the researcher stressed the importance of the

questionnaire integrity time and time again, there still were many invalid

questionnaires because some respondents had missed the questions by mistake or on
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purpose, or they had made multiple choices for single-choice questions, hence the

effective recovery rate of the questionnaires was reduced. The form of an online

survey could effectively avoid the omissions or mistakes with the help of the

computer system. The questionnaires cannot be submitted, and the online system will

point out the specific operational errors for the respondents, when the respondents

have omitted the questions or made multiple choices for the single-choice questions.

Thirdly, it is convenient, flexible and could improve efficiency (Couper, 2012). For

the respondents, they could have more flexible time and more private environment to

fill in the questionnaires by adopting the online questionnaires, which will be helpful

to improve the quality and authenticity. For the researchers, it could reduce the

research cost, save the time to issue and collect the questionnaires. In addition, it is

also capable of collecting data of higher quality from a wider range within a short

time to improve the research quality. As it has lowered the utilization of paper, the

research is more environment-friendly (Couper, 2012). The most important is that the

online questionnaires could import data into the analysis software like Excel or SPSS

directly after being completed, which will not only reduce the workload of data

import but also effectively guarantee the accuracy and efficiency of data collection.

Compared with the paper questionnaire, although the online questionnaire has many

advantages, it also has some shortcomings. The biggest weakness is that the response

rate of the online questionnaire is often low compared to the paper questionnaire

(Nulty, 2008). In this study, the researcher conducted an online questionnaire survey
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with the help of the human resources departments of newly-established universities

in Sichuan. The authority and deterrence of the human resources department in the

university can help increase the response rate of the questionnaire.

3.5.2 Procedure of Data Collection

1. Uploading the questionnaires

At present, China has several powerful and large online platforms for questionnaire

survey providing free and paid service, such as www.wenjuan.com, www.wjx.cn,

https://wj.qq.com. The researcher selected the most suitable network platform to

upload the questionnaires and designed the questionnaire page online to make it

presentable, graceful and convenient for the participants to answer the questions

online. In the meantime, the researcher set the open grade, access and password, etc.

2. Acquiring the introduction letter from the university where the researcher works

Obtaining the introduction letter can make the survey more official and can help the

researcher get better cooperation from participants. Furthermore, from an ethical

point of view, this is also necessary for research. The researcher ensured that the

Email received by the participant contains the electronic scanning file of the

introduction letter of the university where the researcher works. Therefore, the

grassroots administrative staff in newly-established universities who are involved in

this study can rest assured that their participation is legal, important and necessary

due to the concern and attention of the university.

http://www.wjx.cn,
http://www.wjx.cn,
https://wj.qq.com
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3. Contacting the human resource departments of newly-established universities

The human resource departments of universities are the most familiar with the

situations and information of faculty in their own universities, including the

grassroots administrative staff. During the researcher’s 14 years of work experience

in human resources management of the university, the researcher has built the

working relationships with the human resource departments of most of the

newly-established universities in Sichuan. In this study, the researcher visited the

human resource departments of newly-established universities in person, briefly

introduced the questionnaire survey to them and asked for their help.

4. Distributing questionnaires

The researchers published the questionnaire on the ‘Wen Juan Xing’ website, one of

the largest online survey sites in China. At the same time, the researcher sent the

electronic scanning file of the introduction letter, the link address of the

questionnaire, electronic-invitation letter and login password of the questionnaire to

the human resource departments in newly-established universities in Sichuan. After

receiving the relevant materials on the internet, each human resources department

invited the grassroots administrative staff of their respective universities to

participate in the survey and fill in the online questionnaire.

5. Collecting and aggregating the questionnaires

The researcher can timely see how many network questionnaires have been finished,

so that he can determine when to end the questionnaire survey according to the



130

quantity of the effective questionnaires. The recovery rate of the effective

questionnaires shall be counted at the same time of eliminating the invalid

questionnaires from the recovered questionnaires. American sociologist, Earl Babbie

(2000), proposed a simple hierarchical rule: It is quite poor for research if the

effective recovery rate of the questionnaire is lower than 50%. It is basically

adequate for research if the effective recovery rate is at least 50%. It is good for

research if the effective recovery rate reaches 60%. It is perfect for research if the

effective recovery rate is more than 70%.

In addition, He (2016) suggests the following principles to eliminate the invalid

questionnaires: (1) The answers of all questions are the same. (2) There are missing

values for the questions or personal information part. (3) The answers present the

regular changes, i.e., circulating as 1, 2, 3, 4, 5.

The researcher ended the questionnaire survey and started the data analysis when the

respondents of the questionnaire was more than 400.

3.6 Study Ethics

Study ethics is an important concern when people are involved as participants in

research (Johnson, 2010). There are three objectives to study ethics. The first is to

protect human participants. The second is to ensure that the survey is conducted in a

way that serves interests of individuals, groups or society. The third is to examine the

ethical soundness of the specific activities and projects in research, such as risk

https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=1&cad=rja&uact=8&ved=0ahUKEwjR4pbl-ufWAhXEq48KHeJ4BwkQFggqMAA&url=https://en.wikipedia.org/wiki/Earl_Babbie&usg=AOvVaw3LFt-kt7p2nbH8RHCZWgf1
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management, confidential protection, and the process of informed consent (Johnson,

2010). Hence, study ethics is important in the study.

Since the study involved the collection of data from those participants who are

engaged in administration in established universities in Sichuan, China, care was

given in order to maintain the credibility of the participants as well as their privacy.

Hence, participation in the survey was on voluntary basis where all of the

respondents were not forced to participate and the confidentiality of the data would

be protected against any third parties. On the other hand, participants do not need to

provide any direct personal identification in the investigation, such as their names,

the number of the identity card or other private information, which may disclose their

identities. In addition, introduction letter from the university where the researcher

works can obtain prior to the survey so that grassroots administrative staff in

newly-established universities can rest assured that their participation is legal,

important and necessary due to the concern and attention of the university.

3.7 Data Analysis Techniques

In this study, Statistical Package for the Social Sciences (SPSS) and Amos are

utilized to conduct the process of data analysis. To answer Research Question 1, the

data screening, such as the patterns of missing data, identification of outliers,

normality test, and analysis of respondents’ profile are conducted by using SPSS. In

order to answer Research Questions 2- 4, which seek to explore the relationship

among variables and examine the hypotheses in line with research questions, a
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structural model is carried out by using AMOS. The data analysis techniques

employed by the study are explained below:

3.7.1 Data Screening and Non-Response Bias

As an initial and important step in data analysis, data screening is conducted firstly to

test the inconsistent and missing data, outliers among respondents, the normality of

data, and common method variance. Therefore, whether the data set of the study is

well-modeled by a normal distribution can be checked. Moreover, non-response bias

and normality test are also conducted in the preliminary analysis.

3.7.2 Descriptive Statistical Analysis

Descriptive analysis can be described as the characteristics of the respondents.

Meanwhile, in order to measure mean, mode, frequency, standard deviation and

ranges, descriptive analysis was used to demonstrate the sample data by describing

the representatives of respondents and showing the common types of responses

(Burns & Bush, 2005). In this study, the descriptive statistical analysis consists

mainly of two parts: one part is the descriptive statistics of the demographic samples

which is used to analyze the relative frequency and percent frequency distributions of

demographic variables, such as sex, marital status, education background. The other

part is the descriptive statistics of observed variables, including perceived

organizational support, work engagement, and job performance in order to obtain

preliminary information on the mean and variance of each variable.



133

3.7.3 Multicollinearity/Correlation Matrix Test

Multicollinearity is a problem presented in regression analysis when there is a great

or very high correlation among the exogenous (independent variables) (Sekaran,

2003). Hence, the predictive ability of the exogenous variables on the endogenous

variable can be affected significantly by multicollinearity. Multicollinearity test is

used to check the degree of correlation matrix among exogenous variables.

According to Cooper and Schindler (2014) and Creswell (2003, 2007, 2009), a

correlation coefficient of 0.80 and above represents multicollinearity between

independent variables. In addition, another statistical test is conducted to examine the

presence of multicollinearity with the use of the tolerance, conditional index and

variance inflated factors (VIF) according to the suggestion of Hair, Hult, Ringle and

Sarstedt (2014).

3.7.4 Testing the Goodness of the Measurement Instrument

Two techniques are used to test the goodness of the instrument. One is the reliability

test and the other one is factor analysis for assessing the validity of data.

1. Reliability test

Reliability refers to the extent to which the measurement is consistent and free from

errors (Zikmund, 2003). Bolarinwa (2015) pointed out that the measurement of

reliability is testing the consistency and stability of the instrument items or variables.

The reliability test is done to improve the level of reliability of an instrument survey.

The value of Cronbach’s alpha is to measure and test the reliability of a questionnaire
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due to internal consistency.

The reliability coefficient should be between 0 and 1, and the higher the value of the

alpha coefficient, the higher the reliability of the survey instrument used by the study.

Precisely, if the alpha coefficient value of the scale is above 0.9, it means that the

reliability of the scale is excellent; if the alpha coefficient value ranges from 0.8 to

0.9, it means the reliability is very good; if the alpha coefficient value of the scale is

between 0.7 and 0.8, it means that the reliability is also good, but maybe some items

of the scale need to be revised; if the reliability coefficient of the scale is below 0.7,

it means that the reliability is not good and some items of the scale need to be

discarded (Hair et al., 2006). Table 3.7 below shows the level of acceptability of the

instrument.

Table 3.7

The Level of Acceptability of the Instrument Proposed by Hair et al. (2006).

Alpha Coefficient Range Strength of Association
< 0.6 Poor

0.6 - 0.7 Moderate
0.7 - 0.8 Good
0.8 - 0.9 Very good
> 0.9 Excellent

Scales of questionnaire utilized in this study were already tested many times, and all

were adopted from the published work and high attention and care were observed to

warrant the reliability of collected data. Even so, Cronbach’s Alpha is adopted in this

study again to ensure the reliability of the survey.

2. Validity analysis
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In order to examine the validity of the measurements statistically, factor analysis is

carried out. Factor analysis can be defined as “a set of techniques for studying

interrelationships among variables” (Weiers, 2011, p. 114). It is used to reduce data

to a smaller set of summary variables and to explore the underlying theoretical

structure of the phenomena. It is also useful to identify the structure of the

relationship between the variable and the respondent (Henson & Roberts, 2006).

Validity is the degree to which a measurement tool or means can accurately measure

what is needed. In order to ensure the validity of the measurement instrument, this

study used EFA to test the validity in the pilot study. Furthermore, EFA is also used

to examine the validity of the final collected data.

3.7.5 Testing the Measurement Model

After testing the goodness of the measurement instrument by using SPSS, the data is

analyzed through SEM by using AMOS software. SEM is a statistical technique used

for testing the complex relationships among different variables (Hair et al., 2010). It

can be used to examine the direct and indirect relationships for the proposed model.

However, it is necessary to test the measurement model before examining the

research hypotheses. Therefore, in this study, confirmatory factor analysis (CFA) is

conducted to test several models, including CFA of perceived organizational support,

CFA of work engagement and CFA of job performance. Besides that, discriminant

validity and composite reliability are also tested in data analysis.

3.7.6 Structural Equation Modeling (SEM)
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SEM is utilized for testing hypotheses because it is recommended to be adopted

when the model is complex (Hair et al., 2006). There are three primary constructs,

eight latent variables, fifty-six indicators, and a lot of hypotheses about their

relationships in the study. Just using SPSS’s multiple regression analysis may not be

able to accurately and precisely figure the results. By utilizing SEM, the researcher

can estimate the strength of the relationships and access how well the data actually fit

the model with the relationship and path diagram specified (Hair et al., 2010). When

multiple variables are used to indicate the constructs, SEM approach can also provide

estimated values for exogenous constructs. According to Mackinnon, Lockwood and

Hoffman (2002), SEM is flexible in incorporating multiple causes, mediators and

moderators in on the single model. In this study, vigor, dedication and absorption are

the mediators that are tested in the relationship between perceived organizational

support and job performance. In this way, the hypotheses derived related to the

research questions will all be tested.

3.8 Pilot study

Because this study uses a questionnaire-based survey, the reliability and validity of

the questionnaire must be confirmed prior to the actual survey. The significance of

the pilot study has been stressed by Hair et al. (2006, 2010, 2014). It is imperative to

conduct a pilot study so as to assist the researcher in building a great foundation for

the major study. Validity means that the indicators used in the questionnaire represent

the concept in an accurate manner, while reliability refers to the existence of the
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consistency between the indicators (Hair et al., 2006). Achieving reliability and

validity of the questionnaire means that the questions asked are clear to the

respondents, and the response options are appropriate and comprehensive (Watson,

Clark & Tellegen, 1988). Such procedures can be achieved by conducting a pilot

study which is strongly recommended to test the questionnaire (Hair et al., 2006;

Watson et al., 1988).

In this study, the questionnaire was adopted from similar previous studies. Pre-Test

of the questionnaire is required because the questionnaire is adopted from different

geographical areas, from different research field, and the respondents are different.

Such reasons require the researcher to do a pilot study to retest the questionnaire to

identify its propriety of work in the Chinese university context. For the purpose of

the pilot test, 82 questionnaires were distributed to grassroots administrative staff in

3 newly-established universities in Sichuan.

3.8.1 Reliability Test

Conducting the reliability test resulted in achieving Cronbach’s alpha’s values range

from 0.936 to 0.947 more than the required 0.6 cuts off criterion that is generally

regarded as sufficient for empirical research (Hair et al., 2006). Table 3.8 shows

Cronbach’s alpha’s value for each variable.

Table 3.8

Pilot Study Result for Reliability of the Questionnaire
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Variables Dimensions Numbers of items
Cronbach’s
Alpha

Perceived Organizational
Support

Working Support 10 0.943

Identifying Value 7 0.912

Caring about Well-being 7 0.947

Work Engagement Vigor 3 0.850

Dedication 3 0.895

Absorption 3 0.886

Job Performance Task Performance 8 0.963

Contextual Performance 15 0.974

From the table above, the results of the pilot study indicate that the Cronbach’s Alpha

for all variables is mostly above 0.9. Therefore, item elimination was not required. It

can be concluded that the reliability coefficient of the pilot test was great and

acceptable.

3.8.2 Validity Test

Validity test is required to determine the degree to which a measurement tool or

instrument can accurately measure what needs to be measured. That is to say, the

measured result reflects the degree of content that you want to examine (Neil et al.,

2009). There are two ways of calibrating an instrument: construct and content

validity. Both construct and content validity are tested in this study.

For testing the construct validity of the questionnaire, EFAwas conducted in the pilot

study. This analysis technique can test the interrelationship among latent variables of

the study and ensure the consistency of the extracted factors with their original and
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theoretical form (StataCorp, 2013).

The Bartlett Test of Sphericity (BTS) and the Kaise-Meyer-Olkin (KMO) measure of

sampling are widely used for testing the correlations of the variables (Sekaran et al.,

2016). The closer the KMO to 1.0, the smaller the sum of the partial correlation

among all pairs of variables. The results of the pilot study indicate that the KMO

ranged between 0.87 and 0.92 and Bartlett’s test is extremely significant (p = 0.000),

which means that the questionnaire is very suitable for factor analysis.

In addition, according to Hair et al. (2010), the factor loadings of items in the

instruments should be at least more than 0.50. Hair et al. (2014) further suggested

that if the factor load of the problem exceeds 0.7, it would be better. Table 3.9 below

shows that the factor loadings of all the items in the pilot study range from 0.58 to

0.89, and most of the factor loadings are above 0.7, which means that all the items

can be retained and used in the final questionnaire survey.

Table 3.9

Pilot Study Result for FactorAnalysis of the Questionnaire

Variables Dimensions Items Loadings

Perceived Organizational Support Working Support WS9 0.841
WS4 0.829
WS1 0.816
WS7 0.811
WS6 0.799
WS8 0.799
WS10 0.786
WS5 0.778
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Table 3.9 continued

WS3 0.756
WS2 0.666

Identifying Value IV6 0.815
IV2 0.807
IV5 0.780
IV7 0.776
IV3 0.753
IV1 0.745
IV4 0.743

Caring about Well-being CW3 0.889
CW6 0.865
CW4 0.864
CW5 0.863
CW7 0.856
CW2 0.819
CW1 0.762

Work Engagement Vigor VI3 0.865
VI2 0.695
VI1 0.583

Dedication DE2 0.879
DE1 0.814
DE3 0.789

Absorption AB1 0.853
AB3 0.832
AB2 0.817

Job Performance Task Performance TP4 0.884
TP8 0.857
TP7 0.832
TP1 0.827
TP3 0.823
TP2 0.809
TP6 0.803
TP5 0.769

Contextual Performance CP11 0.872
CP12 0.837
CP8 0.830
CP13 0.828
CP10 0.823
CP3 0.789
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Table 3.9 continued

CP7 0.785
CP5 0.785
CP9 0.777
CP6 0.770
CP1 0.762
CP4 0.758
CP14 0.741
CP15 0.719
CP2 0.711

The content validity applied in the study was done by the submission of the

instrument to the panel of experts and researchers within the field of management

and education, so as to find whether the instrument for this study is within the

linguistic capability of the respondents, and to ensure that the measurement measures

what it is intended to measure (Sekaran & Bougie, 2009). It gives room for revision

and adjustments. Thus, research instruments were subsequently improved.

Copies of the questionnaire were given to eight experts in newly-established

universities in Sichuan, China, so as to obtain their suggestion and feedback on the

content validity. Among them, one is the dean of the School of Education, one is the

dean of the School of Management, two are the deputy directors of the Human

Resources Management department, and the other five are professors of education or

management. More basic information about them can be found in Appendix 2. From

feedback, some of the experts thought that the content of the questionnaire and the

statement of the items were appropriate and suitable, but some suggested that the
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expression of some items in the questionnaire should be corrected in order to make

respondents understand them better. The adopted opinions of the experts are

summarized in Table 3.10. However, the number of items in the three scales involved

in the questionnaire was not increased or decreased, and the general meaning

expressed in each item was not changed.

Table 3.10

Expert’s Main Suggestion for the Questionnaire

Original items Suggestion Revised items
In majority of items of
Perceived Organizational
Support Scale （Chinese
version）, the subject of
statements is the “单位”(work
unit). For example, “The work
unit can pay attention to my
opinion at work”.

The word “单位 ”(work unit).
should be changed to
“organization”, so that it is
more clear and consistent with
the study.

The word “单位 ”(work
unit) was changed to
“organization” in related
items. For example, “The
organization can pay
attention to my opinion at
work”.

In several items of Job
Performance Scale, the
statement of the sentence has
no subject. For example,
“Volunteer for additional
responsibilities”.

The subject “I” should be
added in sentence to ensure
that all items are expressed in
the first person.

The subject “I” was added
in related items. For
example, “I Volunteer for
additional responsibilities”.

Item 4 in Work Engagement
Scale: “I am active in my job”.

“I am enthusiastic about my
job” or “I am passionate
about my job” are more
suitable for context of work
engagement.

Item 4 in Work
Engagement Scale was
revised as “I am
enthusiastic about my job”.

Item 7 in Work Engagement
Scale: “I am very happy when I
am working intensely”.

The word “very” must be
removed, because words that
express degree or frequency
cannot exist in the sentence
statement, which may affect
the respondent’s judgment.

Item 7 in Work
Engagement Scale was
corrected as “I am happy
when I am working
intensely”.
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Table 3.10 continued

Item 1 in Job Performance
Scale: “I always finish the
work according to the standard
operating procedures”.

The word “always” must be
removed, because words that
reflect degree or frequency
should not exist in the
sentence statement, which
may affect the respondent’s
judgment.

Item 1 in Job Performance
Scale was revised as “I
finish the work according
to the standard operating
procedures”.

3.9 Summary

Overall, this chapter explains about how the study is conducted. The quantitative

research method is adopted in this study in order to explore the relationship between

perceived organizational support, work engagement and job performance of

grassroots administrative staff in newly-established universities. The target

population is grassroots administrative staff in newly-established universities in

Sichuan, China. The researcher employs Krejcie and Morgan’s Table to estimate and

determine the sampling size for this study. The research instrumentation in this study

is questionnaire made up of a series of questions to gather information from

respondents, and it is adapted for this study and was carefully designed in content,

structure and form. On the basis of literature review, intercomparison and

consideration about Chinese cultural background, Ling et al.’s perceived

organizational support scale, Schaufeli’s Utrecht work engagement scale and Yu’s job

performance scale are used to form a questionnaire to measure the relevant variables

of the study. The researcher uses an online survey to collect data. After data

collection, SPSS and Amos are utilized to conduct the process of data analysis
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employing data screening, descriptive statistical analysis, reliability test, validity test,

correlation analysis and SEM. Finally, the chapter discusses reliability and validity

issues through the pilot study.
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CHAPTER FOUR

DATAANALYSISAND RESULTS

4.1 Introduction

This chapter reports the data analysis and results. Firstly, the response rate, detection

of missing data, detection of outliers, test of normality, test of common method

variance, test of non-response bias, and descriptive analysis are conducted and

discussed. Then, the chapter reports the reliability and factor analysis done to ensure

the validity of the data used in the study.

It then goes on to provide information of how AMOS is used to conduct further data

analysis and how confirmatory factor analysis is carried out to test the measurement

model before examining the research hypotheses. It is followed by the discussion of

Discriminant validity and composite. Then, the most crucial data analysis, that is,

direct and indirect hypotheses test are reported, and the details of testing results are

presented. Finally, the research findings are concluded.

4.2 Response Rate

The population for this study is 3600 grassroots administrative staff of

newly-established universities in Sichuan. Krejcie and Morgan (1970) suggested a

sample of 351 for a population of 3500-4000, and Hinkle and Oliver (1983)

suggested that a larger sampling size is more reliable. Therefore, based on this, the

study was very cautious so as to prevent poor return rate that may fall below the
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minimum acceptable response. With the help of colleagues and friends, the

researchers invited a total of 620 grassroots administrative staff from 9 universities to

participate in the survey. The questionnaires are distributed by e-mail, QQ, WeChat,

and the Office Automation (OA) system of the university.

Initially, many of the invitees were not interested in the survey, or held a skeptical or

repulsive attitude. To overcome this obstacle, the researcher offered rewards to the

survey participants to ensure the improvement of the response rate of the

questionnaire. The entire survey began on 5th March, 2018 and ended on 13th July,

2018.

Of the 620 administrative staff invited to participate in the survey, a total of 426

responded and returned the questionnaires online, representing 68.71% of the sample

size from this response rate. This was beyond expectations, because according to the

literature, the response rate of the online questionnaire is often low compared to the

paper questionnaire (Nulty, 2008).

There is no one exact answer about what an appropriate rate is (Morton, Bandara,

Robinson & Carr, 2012), but response rates approximating 60% for most research

should be the goal of researchers and expectation of the editors (Fincham, 2008).

Moreover, it should also be pointed out that there is no missing data in the

questionnaires, because the online survey system does not allow incomplete

questionnaires to be submitted online.
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Table 4.1 below shows the summary of the overall response rate for the study.

Table 4.1

The Response Details

Details Rate

Number of distributed questionnaires 620

Returned questionnaires 426

Unusable questionnaires 0

Returned and usable questionnaires 426

Usable response rate 68.71%

4.3 Data Preparation and Screening

Before conducting data analysis, it is essential to take into consideration the accuracy

of the data entered into the data file, hence the results of data analysis will not be

misled and wrong (Tabachinick, Fidell, & Ullman, 2007). This section discusses the

necessary data screening procedures prior to data analysis which is the detection of

missing data and outliers as these invalid values may threaten the validity of the

study findings and must be identified and dealt with (Hair et al., 2010).

4.3.1 Detection of Missing Data

Missing data means that data value is not stored for a variable in the observation of

interest (Hair et al., 2006). In other words, missing data occurs when the respondents

did not answer one or more questions in the survey because of negligence, reluctance,

or other reasons. According to Cohen, Cohen, West and Aiken (2013), some serious

problems may be caused in the interpretation of the findings if missing data is up to
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10% or more. Fortunately, an electronic questionnaire was used as a collection

technique in the study, and the survey was conducted online. This data collection

method can effectively prevent the generation of missing data and ensure that all

items are answered fully by respondents, by having the system automatically block

incomplete e-questionnaires from being submitted. Therefore, missing data was not

an issue in this research.

4.3.2 Detection of Outliers

It is quite necessary to detect any influential outliers before conducting data analysis.

In the study, Mahalanobis distance (D²) was utilized to assess outliers. Based on 61

observed variables in the study, the recommended chi-square critical value is 100.89

at p=0.001. Mahalanobis values that were exceeded this threshold should be deleted.

Therefore, twenty-eight cases of multivariate outliers were determined and

subsequently deleted from the data collection. The remaining 398 respondents were

used for the final data analysis and hypothesis tests.

Table 4.2

The Outliers of the Study Based on Mahalanobis Distance Value

Number Observation cases Mahalanobis d²
1 229 143.68952
2 58 136.19117
3 196 129.38155
4 351 123.67357
5 172 122.14980

6 224 119.38804
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Table 4.2 continued

7 27 113.55707
8 403 113.12911
9 176 112.79808
10 163 112.49286
11 310 110.26555
12 20 110.13109
13 139 108.89376
14 141 106.57414
15 263 105.85313
16 136 105.06930
17 408 104.73791
18 121 103.30769
19 133 102.76799
20 234 102.74389
21 126 102.41288
22 293 102.24861
23 369 102.11250
24 22 101.67967
25 355 101.57907
26 397 101.49580
27 46 101.40346
28 391 101.38823

4.3.3 Test of Normality

According to Hair et al. (2010), normality is regarded as the imperative assumption

in multivariate analysis. This is because unreliable results may be led by any

substantial violation of this assumption. Generally, normality means that the data

distribute symmetrically, and this kind of distribution forms the greatest frequency

around the mean that shapes the bell curve (Pallant, 2005).

There are several different ways to test normality, such as the use of visual tools (e.g.,

stem and leaf plots, normal P-P plot), Kolmogorov-Smirnov tests (Mooi & Sarstedt,
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2011), and skewness and kurtosis (Hair et al., 2010). If there is a lack of normality in

variable distributions, the relationship among the variables of the research may be

distorted, and the results of the multivariate analysis may be distorted as well. In this

study, the test for normality of data was conducted through not only the visual

distribution, but also the statistical distribution of the data.

According to the suggestion by Tabachinick and Fidell (2007), if the number of

samples exceeds 200, then observing the graphic distribution shape is more

important than considering the Skewness and Kurtosis statistical test. Therefore,

there are two steps for assessing normality in this study: the first step is to utilize the

graphical method of normality, and the second step is to assess the values of

Skewness and Kurtosis.

For the first step, a histogram and normal probability plots were used. The results

showed in Figures 4.1 and 4.2 indicate that the collected data for the present study is

quite normal.



151

Figure 4.1. Histogram of Dependent Variable: Job Performance (JP)

Figure 4.2. Normal P-P Plot of Regression Standardized Residual
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For the second step, this study used skewness and kurtosis values which are

recommended by many researchers to show the data distribution (Pallant, 2005).

Skewness is the extent to which the distribution of a variable is symmetrical while

kurtosis measures the peak of the distribution. As a general rule, the values of

skewness should be ranged between +1 and -1 for the data to be described as normal

data (Hair et al., 2010). However, kurtosis values between -2 to +2 is still acceptable

(George & Mallery, 2010), and according to the suggestion of Kline (1998), the

threshold between +3 and - 3 is also acceptable.

Table 4.3 below shows that the skewness values of all variables are within the range

of +2 and -2. In fact, except for a value of 1.103, the skewness values of all others

are between +1 and -1. Therefore, the data of this study can be considered to be in a

normal distribution. In terms of kurtosis value which is an indicator to detect whether

the data set are peaked or flat relative to a normal distribution, normally it is

considered to range from +1 to -1 (Hair et al., 2010). However, kurtosis values

between +2 and -2 are in many cases acceptable just like skewness (George &

Mallery, 2010). In this study, all kurtosis values are within the range of +1 and -1.

Therefore, the test of skewness and kurtosis prove that the entire constructs and data

are normal.

Table 4.3
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Values of Skewness and Kurtosis of Measured Variables

Constructs Dimensions Skewness Kurtosis

Perceived
Organizational
Support

Working Support 0.295 0.429

Identifying Value 0.413 0.456

Caring about Well-being 0.247 0.100

Work
Engagement

Vigor 0.406 -0.74

Dedication 0.159 0.053

Absorption 0.017 -0.259

Job Performance
Task Performance 1.103 -0.174

Contextual Performance 0.840 -0.318

4.3.4 Test of Common Method Variance

The common method bias refers to the artificial covariation between the predictor

and the criterion variable caused by the same data source or scorer, the same

measurement environment, the project context, and the characteristics of the project

itself. This kind of artificial covariation is seriously confused with the research

results and is potentially misleading (Lindell & Whitney, 2001). It is a systematic

error. Common method biases are widespread in psychology, behavioral science

research, and especially in the use of questionnaires. Therefore, it is necessary to

detect the common method bias before verifying the hypothesis to avoid the

existence of a common method bias misleading the research results. Three tests were

carried out in the study to examine the common method bias.

The first test is using EFA. All 56 items were entered and the result of the analysis

yielded eight factors explaining a cumulative of 76.02% of the variance, with the first

(largest) factor explains 20.71% of the total variance which is lower than 50%.
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According to Podsakoff, MacKenzie and Podsakoff (2012), there is a lack of

substantial common method bias.

Secondly, a confirmatory factor analysis (CFA) was conducted, and all 56 items were

modeled as the indicators of a just single factor. However, the results indicate a poor

fitness, and it means that common method bias is not a significant problem (Malhotra,

Hall, Shaw, & Oppenheim, 2006).

Thirdly, the correlation matrix test also can be used to determine common method

bias based on a suggestion by Bagozzi, Yi, and Phillips (1991). Namely,

inter-construct correlations are all below 0.90 which mean there was no common

method bias. The results shown in Table 4.11 indicate that common method bias is

not a problem in the study.

4.4 Testing Non-response Bias

Non-response bias is an issue of a major concern when the researcher deals with

survey methodology (Armstrong & Overton, 1977). Non-response bias is a bias

caused by the research respondents’ different responses to the research content.

(Dillman, 2000). The validity of the survey can be threatened by non-response bias.

If a non-responder is unwilling to answer any questions for some reason, or if a

non-responder has a common characteristic, there may be a serious bias in the results

of the study of respondents. (Lahaut, Jansen, Van de Mheen, & Garretsen, 2002).
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Moreover, Malhotra, Hall, Shaw and Oppenheim (2006) argued that late respondents

could be considered non-respondents because they would not respond if they were

not repeatedly visited and reminded by researchers. It was compulsory to carry out

non-response bias testing in this study for two reasons. Firstly, some of the

respondents responded to the questionnaire after several reminders. Secondly, the

whole data collection was carried out over a period of four months extending from

March 2018 to July 2018.

In the study, T-test was conducted to assess non-response bias between early and late

respondents. According to the suggestion of Armstrong and Overton (1977), there

would be underlying differences between respondents and non-respondents if

differences between late and early respondent are found to be significant.

The T-test was conducted between the 298 early and the 100 late respondents. All the

variables including dimensions were taken into account.

Table 4.4

Result of Non-Response Bias Test

Constructs Dimensions Responses N Mean P
Perceived
Organizational
Support

Working Support Early Responses 298 2.7221 0.573
Late Responses 100 2.7780 0.595

Identifying Value Early Responses 298 2.7680 0.959
Late Responses 100 2.7629 0.958

Caring about Well-being Early Responses 298 2.8581 0.912
Late Responses 100 2.8471 0.910
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Table 4.4 continued

4.5 Descriptive Analysis

4.5.1 Demographic Profile of the Respondents

The profile of the respondents was analyzed in the study by the researcher using their

demographic characteristics in terms of gender, age, marital status, education level

and academic rank. The more detailed analyses are presented as follows:

1. Respondents profile by gender

Out of the 398 valid responses used in the study, 187 (47.0%) of them are males

while 211 (53.0%) are females. The number of respondents by gender is a reflection

of the total number of male and female administrative staff in the universities.

Table 4.5

Respondents Distribution by Gender

Gender Frequency Percent
Male 187 47.0
Female 211 53.0
Total 426 100.0

Work
Engagement

Vigor Early Responses 298 2.6857 0.522
Late Responses 100 2.7467 0.529

Dedication Early Responses 298 2.6007 0.353
Late Responses 100 2.6967 0.381

Absorption Early Responses 298 2.7494 0.601
Late Responses 100 2.8033 0.613

Job Performance Task Performance Early Responses 298 2.5076 0.775
Late Responses 100 2.4700 0.770

Contextual Performance Early Responses 298 2.5114 0.343
Late Responses 100 2.6340 0.381
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2. Respondents profile by age

As revealed in the descriptive analysis of the respondents’ age, the age group with

the largest number of respondents is under 30 years old, with a total of 185 (46.5%).

The second largest age group is 30-39-year-old respondents, a total of 131,

accounting for 32.9% of the total number of respondents. The respondents between

the ages of 40 and 49 are 58 (14.6%), while the respondents aged 50 and above are

the least, only 24 (6.0%). This shows that the employees of the newly-established

university who are engaged in grassroots administrative work are relatively young.

People under the age of 40 are the main body of university grassroots administrative

workers, accounting for nearly 80% of the proportion.

Table 4.6

Respondents Distribution by Age

Age Frequency Percent
29 Years and below 185 46.5
30-39 Years 131 32.9
40-49 Years 58 14.6
50 Years and above 24 6.0
Total 398 100.0

3. Respondents profile by marital status

As revealed by the 398 valid responses, those who were not married accounted for

45.0% of the total number, with 179 people. More respondents were married, which

is 219 and accounting for 55.0%.
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Table 4.7

Respondents Distribution by Marital Status

Marital Status Frequency Percent
Unmarried 179 45.0
Married 219 55.0
Total 398 100.0

4. Respondents profile by education level

As seen in Table 4.8, 31 (7.8%) of the respondents are Ph.D. holders, 146 (36.7%)

are Master’s degree holders. 207 (52.0%) have a Bachelor’s degree while the

remaining 14 respondents representing 3.5% of the total number of the valid

questionnaire do not have a Bachelor’s degree. This shows that the overall

educational level of the grassroots administrative staff in newly-established

universities is not high enough.

Table 4.8

Respondents Distribution by Qualification

Qualification Frequency Percent
PhD 31 7.8
Master 146 36.7
Bachelor 207 52.0
Diploma 14 3.5
Total 398 100.0

Note: The higher education system in China includes Doctoral, Master’s, and Bachelor’s degrees,
as well as non-degree programs. Diploma refers to someone who has a university/college
diploma but does not have a Bachelor’s degree.

5. Respondents profile by academic rank
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As shown in Table 4.9 below, the numbers of professors and associate professors are

only 5 (1.2%) and 62 (15.6%) respectively, while 131 respondents representing

32.9% are lecturers. The remaining 200 people are assistants or have no academic

rank. Overall, this indicates that the academic level of the grassroots administrative

staff of the newly-established university is not high. Obviously, this phenomenon is

related to the reform of university management system in China in recent years. For

example, some universities in Sichuan no longer allow administrative staff to

compete for academic rank as before. It should be said that the majority of

administrative staff of university have no energy or ability to carry out academic

work with spare time, and some universities do not allow administrative staff to

apply for academic ranks and titles. Therefore, the overall level of administrative

staff’s academic rank may continue to decrease.

Table 4.9

Respondents Distribution by Academic Rank

Academic Rank Frequency Percent
Professor 5 1.2
Assoc. Professor 62 15.6
Lecturer 131 32.9
Assistant lecturer or none 200 50.3
Total 398 100.0

Note: The academic rank system of higher education system in China includes four levels:
professor, associate professor, lecturer, and assistant lecturer. Assistant lecturer or none refers to
people who work as assistant lecturers or who do not have any academic ranks. They are at the
lowest level of the academic rank system.
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4.5.2 Descriptive Statistics of the Research Variables

The descriptive statistics for all variables in the study were computed by means and

standard deviation. Five-point Likert scale from ‘totally disagree’ ranked as point 1 at

one end and ‘totally agree’ ranked as point 5 on the other end, was adopted to

measure the indicators for all the variables and dimensions of the study.

As can be seen from Table 4.10 below the mean values of the three constructs are all

below 3 points, of which the perceived organizational support is a little higher at 2.78,

while the job performance is the lowest, accounting for only 2.53. This shows the

perceived organizational support, work engagement, and job performance among

grassroots administrative staff in newly-established universities of Sichuan, China is

just at a slightly lower level. Next, the table shows more latent variables, which are

the dimensions of the three constructs. In terms of perceived organizational support,

caring about well-being (2.86) is the highest while working support (2.74) is the

lowest. That is to say, the administrative staff thinks that the university’s support for

their work is not enough. In terms of work engagement, absorption (2.76) is the

highest and dedication (2.62) is the lowest, whereas in terms of job performance, the

mean values of task performance (2.50) and contextual performance (2.54) are

almost the same, both at a relatively low level.
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Table 4.10

Descriptive Statistics for all Variables of the Study

Constructs Dimensions N Mean Std. Deviation
Perceived Organizational Support 398 2.7798 0.69311

Working Support 398 2.7362 0.85615
Identifying Value 398 2.7667 0.86936
Caring about Well-being 398 2.8553 0.85777

Work Engagement 398 2.6963 0.72395
Vigor 398 2.7010 0.82380
Dedication 398 2.6248 0.89244
Absorption 398 2.7630 0.89119

Job Performance 398 2.5269 1.04223
Task Performance 398 2.4981 1.13303
Contextual Performance 398 2.5422 1.11679

4.6 Multicollinearity/Correlation Matrix Test

Multicollinearity is a problem that occurs with regression analysis when there is a

great or very high correlation among the exogenous (independent variables). Hence,

the predictive ability of the exogenous variables on the endogenous variable can be

affected significantly by multicollinearity.

Multicollinearity test is a means to check the degree of correlation matrix among

exogenous variables. According to Cooper and Schindler (2014) and Sekaran (2003),

a correlation coefficient of 0.80 and above represents multicollinearity between

independent variables. However, other researchers Hair et al. (2010) suggested that

the correlation coefficient should be no problem if it does not exceed a value of 0.90.

As the results are shown in Table 4.11, all the variables are positively correlated, but

there is no multicollinearity among all the exogenous latent variables (working
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support, identifying value, caring about well-being, vigor, dedication, absorption)

since all the correlation coefficients are lower than 0.8 and significant at the 0.01

level (2-tailed).

Table 4.11

Correlation Matrix among the Exogenous Latent Variables

Exogenous Variables 1 2 3 4 5 6

Working Support 1

Identifying Value 0.512** 1

Caring about Well-being 0.434** 0.443** 1

Vigor 0.453** 0.391** 0.428** 1

Dedication 0.454** 0.471** 0.399** 0.541** 1

Absorption 0.496** 0.428** 0.440** 0.485** 0.591** 1

**Significant at level of 0.01

In addition, a statistical test was conducted to examine the presence of

multicollinearity with the use of the tolerance, conditional index and variance

inflated factors (VIF) according to the suggestion of Hair et al., (2014). This method

is also considered reliable in testing multicollinearity. Hair et al. (2014) argued that

multicollinearity exists when the tolerance value is less than 0.20, or VIF value is

more than 5, or a conditional index is higher than 30. However, the results presented

in Table 4.12 below reveal that all the observed values, including tolerance, VIF,

conditional index are within a fully acceptable range, which indicates again, there is

no problem for multicollinearity in the study.
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Table 4.12

Collinearity Statistics

Exogenous Variables Tolerance VIF Conditional Index

Working Support 0.601 1.665 10.089

Identifying Value 0.629 1.589 11.154

Caring about Well-being 0.679 1.473 12.074

Vigor 0.613 1.632 12.091

Dedication 0.531 1.884 12.856

Absorption 0.551 1.815 13.898

4.7 Testing the Goodness of the Measurement Instrument

Two techniques are used to test the goodness of the measurement instrument. One is

the reliability test and the other one is factor analysis for assessing the validity of

data.

4.7.1 Reliability Test

Reliability refers to the degree to which the results obtained are consistent when the

same method is repeated for the same object (Hair et al., 2010). In other words,

reliability refers to the degree of reliability of the measured data. It is measured

through Cronbach’s Alpha coefficients. As suggested by Hair et al. (2010), reliability

is acceptable when α is between 0.70 and 0.80, reliability is good when α is between

0.80 and 0.90, reliability is excellent when α is higher than 0.90. Table 4.13 shows

the detailed result for reliability test, where all values range from 0.842 to 0.977

which are all higher than 0.80 value. Hence, all the variables included in the study

show a quite good level of internal consistency.
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Table 4.13

Result for Reliability Test
Variables Dimensions Number of Items Cronbach’s

Alpha
Perceived Organizational
Support

Working Support 10 0.957
Identifying Value 7 0.930
Caring about Well-being 7 0.936

Work Engagement Vigor 3 0.852
Dedication 3 0.860
Absorption 3 0.842

Job Performance Task Performance 8 0.976
Contextual Performance 15 0.977

4.7.2 Exploratory Factor Analysis (EFA)

Validity refers to the extent to which a survey instrument can accurately measure

what is needed for measurement. A survey instrument is considered valid when the

measured result reflects the degree of content that you want to examine. The more

consistent the measurement result is with the content to be examined, the higher the

validity; otherwise, the lower the validity (Hair et al., 2010).

This study used EFA to test the validity, although it has been tested in the previous

pilot study.

As presented in Table 4.14, the KMO values of all constructs, including their

dimensions ranged between 0.87 and 0.97, meaning that KMO values are all higher

than 0.50. Meanwhile, Bartlett’s test of sphericity is significant with p<0.05. Thereby,
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the appropriateness of factor analysis is approved according to the suggestion by

Hair et al. (2010).

Table 4.14

Factor Analysis Results
Variables Number of

Items
KMO Bartlett’s Test of

Sphericity Sig.
Perceived Organizational Support 24 0.962 0.000

Work Engagement 9 0.866 0.000

Job Performance 23 0.969 0.000

1. EFA of Perceived Organizational Support

The three dimensions of perceived organizational support including working support,

identifying value and caring about well-being were measured by 24 items. The factor

loadings of these items were measured using a rotated component matrix. According

to Hair et al. (2010), the minimum benchmark of factor loadings is 0.50.

From Table 4.15, it can be seen that all 24 items are loading on three components

with factor loadings values all higher than 0.7. Furthermore, the cumulative variance

explained (CVE) indicates that these three components explained 71.97% of the

overall variance in the construct of perceived organizational support. Eigenvalues of

three components are greater than 1.0 as it is shown in the scree plot in Figure 4.3.
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Table 4.15

EFA for Construct of Perceived Organizational Support

Items Component
1 2 3

Working Support 6 .845
Working Support 7 .833
Working Support 9 .833
Working Support 4 .816
Working Support 5 .808
Working Support8 .808
Working Support 1 .804
Working Support 10 .804
Working Support 2 .799
Working Support 3 .735
Caring about Well-being 4 .842
Caring about Well-being7 .836
Caring about Well-being 5 .825
Caring about Well-being 6 .820
Caring about Well-being 2 .816
Caring about Well-being 3 .807
Caring about Well-being 1 .749
Identifying Value 2 .822
Identifying Value 1 .810
Identifying Value 5 .804
Identifying Value 7 .794
Identifying Value 6 .786
Identifying Value 4 .770
Identifying Value 3 .757

Eigen Value 11.263 3.330 2.684
% of Variance 46.930 13.874 11.170
% of Total Variance Explained 71.974
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Figure 4.3. Scree Plot of Perceived Organizational Support

2. EFA of Work Engagement

The nine items representing work engagement construct were sent to the factor

analysis to identify the underlying factors. Table 4.16 reveals that, as expected, all

nine items are loaded on three factors with factor loadings from 0.75 to 0.89, and the

CVE explained 77.97% of the variance in the work engagement. In addition, the

Eigenvalues of the three components are greater than 1.0 as it is shown in the scree

plot in Figure 4.4.

Table 4.16

EFA for Construct of Work Engagement
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Items Component
1 2 3

Dedication 2 .838
Dedication 3 .821
Dedication 1 .782
Vigor 3 .856
Vigor 1 .816
Vigor 2 .808
Absorption 3 .890
Absorption 1 .787
Absorption 2 .749
Eigen Value 4.83 1.237 1.049
% of Variance 53.683 13.740 10.548
% of Total Variance Explained 77.971

Figure 4.4. Scree Plot of Work Engagement

3. EFA of Job Performance

Similarly, EFA was carried out to identify the dimensions underlying the construct of

job performance. Table 4.17 shows that factor loading of 23 items ranges between
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0.70 and 0.87, and all items are loaded on two components, and these two factors

explained a total of 79.5% of the overall variance in the job performance. Also, the

Eigenvalues of the two components are all greater than 1.0 as presented in Figure

4.5.

Table 4.17

EFA for Construct of Job Performance

Items Component
1 2

Contextual Performance 11 .860
Contextual Performance 12 .860
Contextual Performance 13 .845
Contextual Performance 8 .836
Contextual Performance 9 .827
Contextual Performance 10 .825
Contextual Performance 6 .815
Contextual Performance 14 .809
Contextual Performance 4 .799
Contextual Performance 5 .796
Contextual Performance 7 .792
Contextual Performance 2 .777
Contextual Performance 3 .757
Contextual Performance 1 .753
Contextual Performance 15 .699
Task Performance 3 .874
Task Performance 6 .866

Task Performance 4 .866

Task Performance 5 .864
Task Performance 2 .864
Task Performance 1 .852
Task Performance 8 .851
Task Performance 7 .836
Eigen Value 15.683 2.602
% of Variance 68.187 11.313
% of Total Variance Explained 79.500
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Figure 4.5. Scree Plot of Job Performance

4.7.3 Testing the Measurement Model

After testing the goodness of the measurement instrument by using SPSS, the data

was analyzed through SEM by using AMOS software. SEM is a statistical technique

used for testing the complex relationships among different variables (Hair et al.,

2010). It can be used to examine the direct and indirect relationships for the proposed

model. However, it is necessary to test the measurement model before examining the

research hypotheses.

4.7.3.1 Confirmatory Factor Analysis (CFA)

1. CFA of perceived organizational support

Table 4.18 shows that the factor loadings on the items of perceived organizational
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support are satisfactory, ranging from 0.71 to 0.87; this is considered acceptable as

suggested by Hair et al. (2006). Therefore, it can be concluded that all constructs

meet the construct validity criterion. The number of items for each variable is as

follows: working support (10 items), identifying value (7 items), caring about

well-being (7 items).

Table 4.18

Factor Loading of Construct of Perceived Organizational Support

Variables Items Loadings

Working Support WS1 0.837

WS2 0.820

WS3 0.712

WS4 0.856

WS5 0.831

WS6 0.872

WS7 0.865

WS8 0.838

WS9 0.855

WS10 0.829
Identifying Value IV1 0.832

IV2 0.833

IV3 0.765

IV4 0.780

IV5 0.822

IV6 0.819

IV7 0.825
Caring about Well-being CW1 0.735

CW2 0.833

CW3 0.813

CW4 0.840

CW5 0.846

CW6 0.849
CW7 0.842
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In addition, several indices were adopted to identify the goodness of fit of the

exogenous model. For instance, the model of factors of the perceived organizational

support as shown in Figure 4.6 yielded an expected significant chi-square (324.915,

p=0.001) given the large sample size employed in the study. Other fit indices as

shown in Table 4.19 also can be used to support chi-square and ensure the goodness

of fit (e.g., Ratio=1.305, GFI=0.937, NFI=0.960, TLI=0.989, CFI=0.990, and

RMSEA=0.028). From these indices, it can be seen that the model has achieved

excellent fitness for the data (Hair et al., 2010).

Table 4.19

Good-Fit-Indices of Construct of Perceived Organizational Support

Measures Fit indices Threshold Values Source

Ratio 1.305 ≤5 Marsh and Hocevar (1985);
Schumacker & Lomax (2004)

GFI 0.937 ≥0.8 Greenspoon & Saklofske (1998);
Hair et al. (2010)

NFI 0.960 ≥0.8 Greenspoon & Saklofske (1998);
Forza & Filippini (1998)

CFI 0.990 ≥0.9 Bentler (1990);
Hair et al. (2010)

TLI 0.989 ≥0.9 Hair et al. (2010)
Awang (2012)

RMSEA 0.028 ≤0.08 Greenspoon & Saklofske (1998);
Byrne (2001);
Awang (2012)

More details are shown in Figure 4.6.
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Figure 4.6. CFA for Construct of Perceived Organizational Support

2. CFA of Work Engagement

Confirmatory factor analysis was conducted on the construct of work engagement,

which is the mediator. The results in Table 4.20 and Figure 4.7 indicate that factor

loading of all items of relationship quality dimensions is satisfactory. Therefore, it

can be concluded that all constructs meet the construct validity criterion. The number
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of items for each variable is as follows: vigor (3 items), dedication (3 items),

absorption (3 items).

Table 4.20

Factor Loading of Construct of Work Engagement

Variables Items Loadings

Vigor VI3 .744

VI2 .894

VI1 .790

Dedication DE3 .807

DE2 .865

DE1 .801

Absorption AB3 .818

AB2 .760

AB1 .825

Furthermore, several indices were adopted to identify the goodness of fit of the

model. For instance, the model of factors of the work engagement as shown in Table

4.21 and Figure 4.7 yielded an expected significant chi-square (87.712, p=0.000)

given the large sample size employed in the study.

Other fit indices as shown in Table 4.21 also can be used to support chi-square and

ensure the goodness of fit (e.g., Ratio=3.655, GFI=0.955, NFI=0.956, TLI=0.952,

CFI=0.968, and RMSEA=0.079).
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From these indices, it can be seen that the model has achieved good fitness for the

data (Hair et al., 2010).

Table 4.21

Good-Fit-Indices of Construct of Work Engagement

Measures Fit indices Threshold Values Source

Ratio 3.655 ≤5 Marsh and Hocevar (1985);
Schumacker & Lomax (2004)

GFI 0.955 ≥0.8 Greenspoon & Saklofske (1998);
Hair et al. (2010)

NFI 0.956 ≥0.8 Greenspoon & Saklofske (1998);
Forza & Filippini (1998)

CFI 0.968 ≥0.9 Bentler (1990);
Hair et al. (2010)

TLI 0.952 ≥0.9 Hair et al. (2010)
Awang (2012)

RMSEA 0.079 ≤0.08 Greenspoon & Saklofske (1998);
Byrne (2001);
Awang (2012)

More details about CFA for the construct of work engagement are shown in Figure
4.7 below.
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Figure 4.7. CFA for Construct of Perceived Organizational Support

3. CFA of Job Performance

Confirmatory factor analysis was conducted on the construct of job performance,

which is the dependent variable. The results in Table 4.22 and Figure 4.8 indicate the

factor loading of all items of relationship quality dimensions are satisfactory, ranging

from 0.71 to 0.93, which exceeded the recommended value by Hair et al. (2006).

Therefore, it can be said that all constructs meet the construct validity criterion. The

number of items for each variable is as follows: task performance (8 items),
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contextual performance (15 items).

Table 4.22

Factor Loading of Construct of Job Performance

Variables Items Loadings

Task Performance TP1 0.881
TP2 0.910
TP3 0.899
TP4 0.909
TP5 0.915
TP6 0.923
TP7 0.909
TP8 0.933

Contextual Performance CP1 0.805
CP2 0.827
CP3 0.864
CP4 0.871
CP5 0.896
CP6 0.913
CP7 0.875
CP8 0.914
CP9 0.909
CP10 0.846
CP11 0.896
CP12 0.897
CP13 0.879
CP14 0.773
CP15 0.708

Furthermore, several indices were adopted to identify the goodness of fit of the

model. For instance, the modified model of factors of the work engagement as shown

in Table 4.23 and Figure 4.8 yielded an expected significant chi-square (737.133,

p=0.000) given the large sample size employed in the study. Other fit indices as
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shown in Table 4.23 also can be used to support chi-square and ensure the goodness

of fit (e.g., Ratio=3.178, GFI=0.863, NFI=0.943, TLI=0.955, CFI=0.960, and

RMSEA=0.074). From these indices, it can be seen that the model has achieved good

fitness for the data (Hair et al., 2010).

Table 4.23

Good-Fit-Indices of Construct of Work Engagement

Measures Fit indices Threshold Values Source

Ratio 3.178 ≤5 Marsh and Hocevar (1985);
Schumacker & Lomax (2004)

GFI 0.863 ≥0.8 Greenspoon & Saklofske (1998);
Hair et al. (2010)

NFI 0.943 ≥0.8 Greenspoon & Saklofske (1998);
Forza & Filippini (1998)

CFI 0.960 ≥0.9 Bentler (1990);
Hair et al. (2010)

TLI 0.955 ≥0.9 Hair et al. (2010)
Awang (2012)

RMSEA 0.074 ≤0.08 Greenspoon & Saklofske (1998);
Byrne (2001);
Awang (2012)

More details about CFA for work engagement are shown in Figure 4.8 below.
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Figure 4.8. CFA for Construct of Job Performance

4.7.3.2. Discriminant Validity

Another main component of construct validity is the discriminant validity.

Discriminant validity is another proof of construct validity, which means that when

different methods are applied to measure different constructs, the observed values

should be distinguishable. In other words, it means that items should correlate higher

among them than correlating with other types of items from other types of constructs

that are theoretically supposed not to correlate (Zait & Bertea, 2011). In order to
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ensure discriminant validity, average variance extracted (AVE) is needed. If a

measurement instrument has discriminant validity, the correlation between different

constructs cannot be too strong. There are several ways to determine the discriminant

validity between latent variables. This study refers to the study of Formell and

Larcker (1981) by comparing the correlation coefficient between different variables

in the measuring instrument with the AVE square root of each of the two variables. If

the correlation coefficient between the two variables is less than the AVE square root

of the two variables, the measuring instrument is considered to have good

discriminant validity.

Table 4.24 shows the values of AVE for all latent variables. The values range

between 0.66 and 0.83, which are higher than the recommended value (Fornell &

Larcker, 1981). Besides, according to the statement of Byrne (2010), if the value of

AVE is more than 0.50, it should be considered as an indication that discriminant

validity exists amongst each latent variables in the proposed model.

Table 4.24

Average Variance Extracted (AVE) of Latent Variables

Variables Items AVE
Working Support 10 0.693
Identifying Value 7 0.658
Caring about Well-being 7 0.678
Vigor 3 0.659
Dedication 3 0.680
Absorption 3 0.642
Task Performance 8 0.829
Contextual Performance 15 0.739
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After calculating the values of AVE of each latent variable, the whole measurement

instrument is tested to obtain the correlation coefficient between the latent variables

and the AVE square root of each latent variable. As can be seen from Table 4.25

below, the correlation coefficient of each row and each column is smaller than the

square root value of the corresponding latent variable AVE, which indicates that the

perceived organizational support scale has acceptable discriminant validity in the

study.

Table 4.25

Comparison between Square Root of each AVE and Correlation Coefficient for all
Latent Variables
Exogenous
Variables

WS IV CW VI DE AB TP CP

WS 0.832

IV .512** 0.811

CW .434** .443** 0.823

VI .453** .391** .428** 0.812

DE .454** .471** .399** .541** 0.825

AB .496** .428** .440** .485** .591** 0.801

TP .402** .535** .447** .510** .547** .512** 0.910

CP .482** .505** .453** .516** .578** .532** .698** 0.860

**Significant at level of 0.01
Note: WS = Working Support, IV = Identifying Value, CW = Caring about Well-being, VI =
Vigor, DE = Dedication, AB = Absorption, TP = Task Performance, CP = Contextual
Performance
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4.7.3.3. Composite Reliability

Composite Reliability (CR) refers to the extent to which the items consistently

represent the same latent construct (Hair et al., 2010). Normally, the acceptable

threshold for composite reliability is 0.70, which means, if the values of CR of each

variable are higher than 0.70, the composite reliability is acceptable.

From the results shown in Table 4.26, it can be seen that all latent variables generally

show an acceptable level of composite reliability with CR values ranging between

0.843 and 0.977, which are all more than 0.70. The results reveal a high level of

consistency among items of each latent variable, and further confirm the good fitness

of the data for the measurement in the study.

Table 4.26

Composite Reliability (CR) of Latent Variables

Variables Items CR AVE

Working Support 10 0.958 0.693

Identifying Value 7 0.931 0.658
Caring about Well-being 7 0.936 0.678
Vigor 3 0.852 0.659
Dedication 3 0.864 0.680
Absorption 3 0.843 0.642
Task Performance 8 0.975 0.829

Contextual Performance 15 0.977 0.739

4.8 Hypothesized Structural Model

After testing the goodness of the measurement instrument, the hypothesized model
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was produced based on the suggestion of modification indices to achieve a good fit

for the data (Hair et al., 2010).

The model modification was conducted to improve the goodness of fit indices for the

structural models. Since the present study aimed to test the relationship among

perceived organizational support, work engagement and job performance, and also

aimed to determine the relationship among dimensions of perceived organizational

support (working support, identifying value and caring about well-being),

dimensions of work engagement (vigor, dedication and absorption), and dimensions

of work engagement (task performance and contextual performance), two structural

models were generated to verify the hypotheses. This procedure would make it easier

to examine the relationship among second-order constructs and the relationship

among first-order constructs by constructing the models in such a way to test a total

of 43 hypotheses in the study.

The second-order structural model was produced first with the goodness-of-fit

indices. Table 4.27 shows that the ratio (CMIN/DF) is equal to 1.638, which is lower

than the threshold value of 5. Other values (e.g. GFI=0.821, NFI=0.901, IFI=0.959,

TLI=0.957, CFI=0.959) also could achieve the recommended cut-off values of model

fit. Furthermore, the value of RMSEA (0.040) also represents the goodness of fit for

the structural model.

More details are shown in Figure 4.9 and Table 4.27. Although the value of GFI does
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not exceed 0.9 and it is not high enough, it is still acceptable (Hair et al., 2010). And

the values of the ratio, CFI, NFI, IFI, TLI, and RMSEA are both satisfactory. Thereby,

it can be concluded that the second-order structural model has achieved the goodness

of fit as shown by the indices. This structural model is suitable for study hypotheses

testing.

Table 4.27

Good-Fit-Indices of The Second-Order Structural Model

Measures Fit indices Threshold Values Source
Ratio 1.638 ≤5 Marsh and Hocevar (1985);

Schumacker & Lomax (2004)

GFI 0.821 ≥0.8 Greenspoon & Saklofske (1998);
Hair et al. (2010)

NFI 0.901 ≥0.8 Greenspoon & Saklofske (1998);
Forza & Filippini (1998)

IFI 0.959 ≥0.9 Bentler (1990)
Hair et al. (2010)

CFI 0.959 ≥0.9 Bentler (1990);
Hair et al. (2010)

TLI 0.957 ≥0.9 Hair et al. (2010)
Awang (2012)

RMSEA 0.040 ≤0.08 Greenspoon & Saklofske (1998);
Byrne (2001);
Awang (2012)
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Figure 4.9. The Second-Order Structural Model

The first-order structural model was then produced with the goodness-of-fit indices.

Table 4.28 shows that the ratio (CMIN/DF) is equal to 1.658, which is far lower than

the threshold value of 5. Other values (e.g. GFI=0.824, NFI=0.901, IFI=0.958,

TLI=0.955, CFI=0.958) also could achieve the recommended cut-off values of model
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fit. Furthermore, the value of RMSEA (0.041) also represents goodness of fit for the

structural model. More details are shown in Figure 4.10 and Table 4.28. Although the

value of GFI is not high enough, it is still acceptable (Hair et al., 2010). In addition,

the values of the ratio, CFI, IFI, NFI, TLI and are RMSEA are both satisfactory.

Therefore, it can be concluded that the first-order structural model also has achieved

the goodness of fit as shown by the indices. This structural model is suitable for

study hypotheses testing.

Table 4.28

Good-Fit-Indices of The First-Order Structural Model

Measures Fit indices Threshold Values Source
Ratio 1.658 ≤5 Marsh and Hocevar (1985);

Schumacker & Lomax (2004)

GFI 0.824 ≥0.8 Greenspoon & Saklofske (1998);
Hair et al. (2010)

NFI 0.901 ≥0.8 Greenspoon & Saklofske (1998);
Forza & Filippini (1998)

IFI 0.958 ≥0.9 Bentler (1990)
Hair et al. (2010)

CFI 0.958 ≥0.9 Bentler (1990);
Hair et al. (2010)

TLI 0.955 ≥0.9 Hair et al. (2010)
Awang (2012)

RMSEA 0.041 ≤0.08 Greenspoon & Saklofske (1998);
Byrne (2001);
Awang (2012)
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Figure 4.10. The First-Order Structural Model

4.9 Hypotheses Test

4.9.1 Direct Hypothesis Results

Hypotheses test was conducted based on the structural models presented as per
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Figure 4.9 and 4.10. The hypotheses results are shown below:

1. Direct hypothesis results of the second-order structural model

For direct hypotheses test, the following three hypotheses were examined based on

the second-order structural model:

H1: Perceived organizational support is positively related to job performance of

grassroots administrative staff in newly-established universities.

H2: Perceived organizational support is positively related to work engagement of

grassroots administrative staff in newly-established universities.

H3: Work engagement is positively related to job performance of grassroots

administrative staff in newly-established universities.

Table 4.29 which is presented below indicates the results of direct hypotheses

between second-order constructs.

The results presented in Table 4.29 illustrate that perceived organizational support

has a significant positive effect on job performance (β=0.301, p<0.05). In the same

way, perceived organizational support has a significant positive effect on work

engagement ((β=0.866, p<0.05), work engagement has a significant positive effect

on job performance ((β=0.600, p<0.05). Therefore, hypotheses 1-3 are all accepted.
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Table 4.29

Direct Hypotheses Testing Result

Hypotheses Relationship Std. Estimate S.E. C.R. P
H1 Perceived Organizational Support

→ Job Performance
0.301 0.217 2.076 0.038

H2 Perceived Organizational Support
→ Work Engagement

0.866 0.089 9.306 ***

H3 Work Engagement
→ Job Performance

0.600 0.233 4.050 ***

***Significant at level of 0.001

Furthermore, squared multiple correlation (SMC) indicating the coefficient

determination (R²) is used in order to determine the total of variance explained in

endogenous variables by exogenous variables (Albright & Park, 2009). In AMOS

model, the SMC shows the percentage of the variance in the dependent variable that

the independent variables explain collectively. Table 4.30 indicates that the variable

of perceived organizational support explained 75% of the variance in the variable of

work engagement. For job performance, the results indicate that 76.4% of the

variance of this dependent variable is explained by the variable of perceived

organizational support and job performance.

Table 4.30

Squared Multiple Correlation Results

Endogenous Variables Estimate SMC=(R²)

Work Engagement 0.750

Job Performance 0.764



190

2. Direct hypothesis results of the first-order structural model

For direct hypotheses test, the following twenty-one hypotheses were examined

based on the first-order structural model:

H1.1: Working support is positively related to task performance.

H1.2: Working support is positively related to contextual performance.

H1.3: Identifying value is positively related to task performance.

H1.4: Identifying value is positively related to contextual performance.

H1.5: Caring about well-being is positively related to task performance.

H1.6: Caring about well-being is positively related to contextual performance.

H2.1: Working support is positively related to vigor.

H2.2: Working support is positively related to dedication.

H2.3: Working support is positively related to absorption.

H2.4: Identifying value is positively related to vigor.

H2.5: Identifying value is positively related to dedication.

H2.6: Identifying value is positively related to absorption.

H2.7: Caring about well-being is positively related to vigor.

H2.8: Caring about well-being is positively related to dedication.

H2.9 Caring about well-being is positively related to absorption.

H3.1: Vigor is positively related to task performance.

H3.2: Vigor is positively related to contextual performance.
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H3.3: Dedication is positively related to task performance.

H3.4: Dedication is positively related to contextual performance.

H3.5: Absorption is positively related to task performance.

H3.6: Absorption is positively related to contextual performance.

The results presented in Table 4.31 indicate that most of direct hypotheses are

supported, including H1.3 (identifying value → task performance), H1.4 (identifying

value→ contextual performance), H2.1 (working support → vigor), H2.2 (working

support → dedication), H2.3 (working support →absorption), H2.4 (identifying

value → vigor), H2.5 (identifying value → dedication), H2.6 (identifying value →

absorption), H2.7 (caring about well-being → vigor), H2.8 (caring about well-being

→ dedication), H2.9 (caring about well-being → absorption), H3.1 (vigor → task

performance), H3.2 (vigor → contextual performance), H3.3 (dedication → task

performance), H3.4 (dedication → contextual performance), H3.5 (absorption →

task performance), H3.6 (absorption → contextual performance). The values of the

standard estimate of them are all positive, and the p-value is all less than 0.05, which

means that effect is significant.

However, H1.1 is not supported because the effect of working support on task

performance (β=-0.135, p=0.155) is not significant, and the value of the beta

coefficient is negative. Similarly, H1.2 (β=0.029, p=0.642) which hypothesizes that

working support has a positive impact on contextual performance, H1.5 (β=0.104,

p=0.105) which hypothesizes that caring about well-being has a positive effect on
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task performance, and H1.6 (β=0.077, p=0.183) which hypothesizes that caring about

well-being has a positive impact on contextual performance are all rejected because

their p-values are greater than 0.05.

Table 4.31

Direct Hypotheses Testing Result

Hypotheses Relationship Estimate Std.
Estimate

S.E. C.R. P

H1.1 Working Support
→ Task Performance

-0.135 -0.109 0.070 -1.923 0.155

H1.2 Working Support
→ Contextual Performance

0.029 0.026 0.063 0.464 0.642

H1.3 Identifying Value
→ Task Performance

0.320 0.267 0.067 4.768 ***

H1.4 Identifying Value
→ Contextual Performance

0.180 0.164 0.060 3.024 0.002

H1.5 Caring about well-being
→ Task Performance

0.104 0.086 0.064 1.623 0.105

H1.6 Caring about well-being
→ Contextual Performance

0.077 0.069 0.058 1.331 0.183

H2.1 Working Support
→ Vigor

0.275 0.303 0.055 5.009 ***

H2.2 Working Support
→ Dedication

0.238 0.244 0.057 4.167 ***

H2.3 Working Support
→Absorption

0.352 0.338 0.062 5.673 ***

H2.4 Identifying Value
→ Vigor

0.139 0.157 0.054 2.592 0.010

H2.5 Identifying Value
→ Dedication

0.295 0.311 0.058 5.134 ***

H2.6 Identifying Value
→Absorption

0.187 0.184 0.060 3.100 0.002

H2.7 Caring about well-being
→ Vigor

0.245 0.274 0.052 4.746 ***

H2.8 Caring about well-being
→ Dedication

0.193 0.202 0.054 3.610 ***

H2.9 Caring about well-being
→Absorption

0.266 0.259 0.058 4.600 ***
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Table 4.31 continued

H3.1 Vigor
→ Task Performance

0.333 0.246 0.073 4.534 ***

H3.2 Vigor
→ Contextual Performance

0.282 0.228 0.066 4.278 ***

H3.3 Dedication
→ Task Performance

0.300 0.237 0.070 4.305 ***

H3.4 Dedication
→ Contextual Performance

0.324 0.280 0.064 5.093 ***

H3.5 Absorption
→ Task Performance

0.234 0.198 0.068 3.468 ***

H3.6 Absorption
→ Contextual Performance

0.204 0.188 0.061 3.363 ***

***Significant at level of 0.001

Furthermore, squared multiple correlation (SMC) which indicates the coefficient

determination (R²) is used in order to determine the total of variance explained in

endogenous variables by exogenous variables (Albright & Park, 2009).

Table 4.32 indicates that the three exogenous variables (working support, identifying

value and caring about well-being) collectively explained 40.9% of the variance in

absorption. Similarly, these three independent variables jointly explained 38.4% of

the variance in dedication, and together explained 35.9% of the variance in vigor.

As for contextual performance, the results indicate that 51.3% of the variance of this

dependent variable is explained collectively by working support, identifying value,

caring about well-being, vigor, dedication and absorption. Furthermore, 50.0% of the

variance of task performance is also explained by these six variables.
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Table 4.32

Squared Multiple Correlation Results

Endogenous Variables Estimate SMC=(R²)

Absorption 0.409
Dedication 0.384
Vigor 0.359
Contextual Performance 0.513
Task Performance 0.500

4.9.2 Indirect Hypothesis Results: Testing the Mediating Effect

This study aims to test the mediating effect of work engagement between perceived

organizational support and job performance. The mediating effect of dimensions of

work engagement, namely, working support, identifying value and caring about

well-being, are also tested.

According to the suggestion of Preacher and Hays (2008), bootstrapping procedure

was utilized to determine the existence of significant pathways between independent

variables and dependent variables via work engagement as mediator. In order to

realize it, new samples (with replacement) were extracted from sample 1,000 times

and all the direct and indirect effects of the structural model were calculated. At the

same time, bias-corrected confidence intervals were reported at 95% level of

confidence (Preacher & Hays, 2008).

Compared to other frequently used techniques such as the Sobel test and the causal

steps strategy, bootstrapping is one of the most valid and powerful method for testing
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intervening variable effects and computes higher accurate confidence intervals (CI)

for indirect effects (Baron & Kenny, 1986; Mackinnon, Lockwood, & Williams,

2004).

To investigate the mediating effect of work engagement (second-order construct) and

its dimensions (first-order constructs), direct and indirect estimated values of the

structural model were calculated first by AMOS (Preacher & Hays, 2008). Then, the

mediating effect is determined according to the following rules: if the significance of

indirect effect is lower than 0.05, or in other words, if there is no zero between the

values of the lower bound and upper bound, it is considered that mediating effect

exists. To determine whether it is a full mediation or a partial mediation, the indirect

and direct effect both need to be observed. If the indirect effect is significant (p <

0.05), or if the indirect effect’s 95% confidence intervals (from lower bound to upper

bound) do not include zero, but the direct effect is not significant (p > 0.05), namely,

there is a zero between the lower bound and the upper bound, then this indirect effect

can be considered as full mediation. On the other hand, in the case where the indirect

effect is significant, the direct effect is also significant, but its value is lower than the

total effect, it can be considered as a partial mediation (Zainudin, 2014).

1. Mediating effect analysis of the second-order structural model

For indirect hypotheses test, the following hypothesis was examined first by the

bootstrapping method:
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H4: Work engagement has a positive mediating effect in the relationship between

perceived organizational support and job performance of grassroots administrative

staff in newly-established universities.

The bootstrapping result presented in Table 4.33 reveals that the relationship between

perceived organizational support and job performance is fully mediated by work

engagement since the indirect effect is significant, and the direct effect is not

significant.

Table 4.33

Result of Mediation of Work Engagement

Hypothesis Relationships
Point
Estimate

95% CI
Result of Effect Result

Lower Upper

H4
POS → JP 0.451 -0.195 1.005

Direct effect is not
significant

Full mediation
POS →WE→ JP 0.779 0.396 1.386 Indirect effect is

significant
Note: POS=Perceived Organizational Support, WE=Work Engagement, JP=Job Performance

2. Mediating effect analysis of the first-order structural model

In the past, scholars’ research on mediating effects mainly focused on a single

mediator variable. This mediating effect is called simple mediation. In fact, there are

also multiple mediating variables that mediate collectively the relationship between

the independent variable and the dependent variable. These mediating effects are

called multiple-mediator modeling (Liu & Ling, 2009).
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In the field of social science research, research is complex and often requires

multiple mediator variables to more clearly explain the effects of independent

variables on dependent variables (Mackinnon, 2008). In recent years, more and more

research on mediation has begun to adopt multiple mediation models. However, most

studies just disassembled multiple mediation models into several simple models, that

is, only one mediator in one model, and then performed several simple mediation

analyses (Fang, et al., 2014). This study constructed a multiple mediation structure

model (Figure 4.10) for multi-mediator analysis, which can analyze the relationship

between multiple independent variables, multiple dependent variables and multiple

mediating variables at the same time and same model, which is a better method.

In multiple mediation structural equation model, the most important type of effect for

assessing mediation is the specific indirect effect (Brown, 1997). Particularly,

specific indirect effect represents the portion of the total indirect effect than works

through a single intervening variable (Holbert & Stephenson, 2003).

For multiple mediators, Amos cannot directly estimate the statistical significance of

specific indirect effects. Therefore, PRODCLIN (distribution of the PRODuct

Confidence Limits for INdirect effects), which is a program computing confidence

limits for the product of two normal random variables, is utilized by the researcher in

this study. According to Mackinnon, Fritz, William and Lockwood (2007),

PRODCLIN can be used to obtain more accurate confidence limits for the indirect

effects.
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For specific indirect hypotheses test, the following 18 hypotheses would be

examined by PRODCLIN program:

H4.1: Vigor has a positive mediating effect in the relationship between working

support and task performance.

H4.2: Vigor has a positive mediating effect in the relationship between working

support and contextual performance.

H4.3: Vigor has a positive mediating effect in the relationship between identifying

value and task performance.

H4.4: Vigor has a positive mediating effect in the relationship between identifying

value and contextual performance.

H4.5: Vigor has a positive mediating effect in the relationship between caring about

well-being and task performance.

H4.6: Vigor has a positive mediating effect in the relationship between caring about

well-being and contextual performance.

H4.7: Dedication has a positive mediating effect in the relationship between working

support and task performance.

H4.8: Dedication has a positive mediating effect in the relationship between working

support and contextual performance.

H4.9: Dedication has a positive mediating effect in the relationship between

identifying value and task performance.

H4.10: Dedication has a positive mediating effect in the relationship between
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identifying value and contextual performance.

H4.11: Dedication has a positive mediating effect in the relationship between caring

about well-being and task performance.

H4.12: Dedication has a positive mediating effect in the relationship between caring

about well-being and contextual performance.

H4.13: Absorption has a positive mediating effect in the relationship between

working support and task performance.

H4.14: Absorption has a positive mediating effect in the relationship between

working support and contextual performance.

H4.15: Absorption has a positive mediating effect in the relationship between

identifying value and task performance.

H4.16: Absorption has a positive mediating effect in the relationship between

identifying value and contextual performance.

H4.17: Absorption has a positive mediating effect in the relationship between caring

about well-being and task performance.

H4.18: Absorption has a positive mediating effect in the relationship between caring

about well-being and contextual performance.

Based on the analysis of the structural model of the multiple mediation and the

operation of the PRODCLIN program, the final results of the multiple mediation are

derived and shown in Table 4.34. As can be seen from the table, all of the three

mediator variables (vigor, dedication and absorption) have indirect effects among
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three independent variables (working support, identifying value and caring about

well-being) and two dependent variables (task performance and contextual

performance).

The point estimates for these specific indirect effects are all positive, and their 95%

confidence intervals (from lower bound to upper bound) contain no zeros, so it can

be confirmed that three mediator variables (vigor, dedication, and absorption)

positively mediate the relationship between independent variables (working support,

identifying value and caring about well-being) and dependent variables (task

performance and contextual performance).

Among these 18 mediation hypotheses, the indirect effects in H4.1, H4.2, H4.5, H4.6,

H4.7, H4.8, H4.11, H4.12, H4.13, H4.14, H4.17, H4.18 are significant and positive,

but the direct effects are insignificant, hence the mediators in these hypotheses can be

considered as full mediation. On the contrary, the indirect effects in H4.3, H4.4, H4.9,

H4.10, H4.15, H4.16 are significant and positive, while the direct effects are

significant and positive. Therefore, the mediators in these hypotheses can be

considered as partial mediation. More details are presented in Table 4.34 below.

So far, all 24 direct effect hypotheses and 19 indirect effects of this study have been

tested.
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Table 4.34

Results of Multiple Mediators (Vigor, Dedication, Absorption)

Hypothesis Relationships
Point
Estimate

95% CI
Result of Effect Result

Lower Upper

H4.1

WS → TP -0.135 -0.262 0.005
Direct effect is
not significant

Full mediationWS → VI → TP 0.092 0.042 0.154 Indirect effect is
significant

H4.2

WS → CP 0.029 -0.091 0.164
Direct effect is
not significant

Full mediationWS → VI → CP 0.078 0.033 0.137 Indirect effect is
significant

H4.3

IV → TP 0.320 0.197 0.449
Direct effect is
significant

Partial mediationIV → VI → TP 0.046 0.008 0.103 Indirect effect is
significant

H4.4

IV → CP 0.180 0.056 0.300
Direct effect is
significant

Partial mediationIV → VI → CP 0.039 0.007 0.086 Indirect effect is
significant

H4.5

CW→ TP 0.104 -0.042 0.234
Direct effect is
not significant

Full mediationCW→ VI → TP 0.082 0.035 0.144 Indirect effect is
significant

H4.6

CW→ CP 0.077 -0.063 0.193
Direct effect is
not significant

Full mediationCW→ VI → CP 0.069 0.028 0.124 Indirect effect is
significant

H4.7

WS → TP -0.135 -0.262 0.005
Direct effect is
not significant

Full mediationWS → DE→ TP 0.071 0.029 0.127 Indirect effect is
significant

H4.8

WS → CP 0.029 -0.091 0.164
Direct effect is
not significant

Full mediationWS → DE→ CP 0.077 0.041 0.171 Indirect effect is
significant

H4.9 IV → TP 0.320 0.197 0.449
Direct effect is
significant

Partial mediation
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Table 4.34 continued

IV → DE → TP 0.089 0.035 0.161 Indirect effect is
significant

H4.10

IV → CP 0.180 0.056 0.300
Direct effect is
significant

Partial mediationIV → DE → CP 0.096 0.044 0.164 Indirect effect is
significant

H4.11

CW→ TP 0.104 -0.042 0.234
Direct effect is
not significant

Full mediationCW→ DE→ TP 0.058 0.019 0.112 Indirect effect is
significant

H4.12

CW→ CP 0.077 -0.063 0.193
Direct effect is
not significant

Full mediationCW→ DE→ CP 0.063 0.023 0.116 Indirect effect is
significant

H4.13

WS → TP -0.135 -0.262 0.005
Direct effect is
not significant

Full mediationWS →AB→ TP 0.082 0.031 0.146 Indirect effect is
significant

H4.14

WS → CP 0.029 -0.091 0.164
Direct effect is
not significant

Full mediationWS →AB→ CP 0.072 0.025 0.133 Indirect effect is
significant

H4.15

IV → TP 0.320 0.197 0.449
Direct effect is
significant

Partial mediationIV →AB → TP 0.044 0.009 0.098 Indirect effect is
significant

H4.16

IV → CP 0.180 0.056 0.300
Direct effect is
significant

Partial mediationIV →AB → CP 0.038 0.008 0.084 Indirect effect is
significant

H4.17

CW→ TP 0.104 -0.042 0.234
Direct effect is
not significant

Full mediationCW→AB→ TP 0.062 0.020 0.120 Indirect effect is
significant

H4.18
CW→ CP 0.077 -0.063 0.193

Direct effect is
not significant

Full mediation
CW→AB→ CP 0.054 0.017 0.105 Indirect effect is

significant
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Note: WS=Working Support, IV= Identifying Value, CW= Caring about Well-being, VI=Vigor,
DE=Dedication, AB=Absorption, TP=Task Performance, CP=Contextual Performance

4.9.3 Conclusion of Hypotheses Test

Based on relevant theories and previous studies, this study proposes four main

hypotheses and 39 underlying hypotheses. In order to test the hypotheses of the study,

two structural models were built. One is used to determine the modeling relationship

among second-order constructs including perceived organizational support, work

engagement and job performance. The other one is used to analyze the modeling

relationship among first-order constructs including working support, identifying

value, caring about well-being, vigor, dedication, absorption, task performance and

contextual performance. Most of the hypotheses of the study were accepted, whereas

four hypotheses were denied. For ease of reviewing, all hypotheses testing results are

organized into the following table.

Table 4.35

All Hypotheses Testing Results

Research Hypotheses Results
H1 Perceived organizational support is positively related to job performance Supported
H1.1 Working support is positively related to task performance Rejected
H1.2 Working support is positively related to contextual performance Rejected
H1.3 Identifying value is positively related to task performance Supported
H1.4 Identifying value is positively related to contextual performance Supported
H1.5 Caring about well-being is positively related to task performance Rejected
H1.6 Caring about well-being is positively related to contextual performance Rejected
H2: Perceived organizational support is positively related to work engagement Supported
H2.1 Working support is positively related to vigor Supported
H2.2 Working support is positively related to dedication Supported
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Table 4.35 continued

H2.3 Working support is positively related to absorption Supported
H2.4 Identifying value is positively related to vigor Supported
H2.5 Identifying value is positively related to dedication Supported
H2.6 Identifying value is positively related to absorption. Supported
H2.7 Caring about well-being is positively related to vigor Supported
H2.8 Caring about well-being is positively related to dedication Supported
H2.9 Caring about well-being is positively related to absorption Supported
H3 Work engagement is positively related to job performance Supported
H3.1 Vigor is positively related to task performance Supported
H3.2 Vigor is positively related to contextual performance Supported
H3.3 Dedication is positively related to task performance Supported
H3.4 Dedication is positively related to contextual performance Supported
H3.5 Absorption is positively related to task performance Supported
H3.6 Absorption is positively related to contextual performance Supported
H4 Engagement has a positive mediating effect in the relationship between
perceived organizational support and job performance

Supported

H4.1 Vigor has a positive mediating effect in the relationship between working
support and task performance

Supported

H4.2 Vigor has a positive mediating effect in the relationship between working
support and contextual performance

Supported

H4.3 Vigor has a positive mediating effect in the relationship between identifying
value and task performance

Supported

H4.4 Vigor has a positive mediating effect in the relationship between identifying
value and contextual performance

Supported

H4.5 Vigor has a positive mediating effect in the relationship between caring about
well-being and task performance

Supported

H4.6 Vigor has a positive mediating effect in the relationship between caring about
well-being and contextual performance

Supported

H4.7 Dedication has a positive mediating effect in the relationship between
working support and task performance

Supported

H4.8 Dedication has a positive mediating effect in the relationship between
working support and contextual performance

Supported

H4.9 Dedication has a positive mediating effect in the relationship between
identifying value and task performance

Supported

H4.10 Dedication has a positive mediating effect in the relationship between
identifying value and contextual performance

Supported

H4.11 Dedication has a positive mediating effect in the relationship between caring
about well-being and task performance

Supported

H4.12 Dedication has a positive mediating effect in the relationship between caring
about well-being and contextual performance

Supported

H4.13 Absorption has a positive mediating effect in the relationship between
working support and task performance

Supported
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Table 4.35 continued

H4.14 Absorption has a positive mediating effect in the relationship between
working support and contextual performance

Supported

H4.15 Absorption has a positive mediating effect in the relationship between
identifying value and task performance

Supported

H4.16 Absorption has a positive mediating effect in the relationship between
identifying value and contextual performance

Supported

H4.17 Absorption has a positive mediating effect in the relationship between caring
about well-being and task performance

Supported

H4.18 Absorption has a positive mediating effect in the relationship between caring
about well-being and contextual performance

Supported

4.10 Summary

In this chapter, all of the research questions have been addressed by several analyses

based on data collected in the study. It should be noted that the generated structural

models in this study maintained the original constructs and respective items of each

individual construct, because factor loadings of all retained items are above the

threshold of 0.50 and the goodness of fit of construct model is acceptable.

Additionally, the first-order and second-order structural models were developed after

modification and achieving the goodness of fit indices. The research hypotheses were

all tested and the relationships among the research variables were determined.

Particularly, mediation results which are complicated are shown in the last section.

The results show that out of 44 hypotheses, 40 hypotheses are accepted whereas four

hypotheses are rejected. In other words, the results in general accept most of the

hypotheses. These results are furthermore discussed in greater details in the final

chapter.
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CHAPTER FIVE

DISCUSSIONAND CONCLUSION

5.1 Introduction

The final chapter of this thesis first recapitulates the research findings and then goes

on to provides a more detailed discussion on the findings presented in Chapter 4 with

reference to the proposed hypotheses. The study adopts a quantitative method

research design where the data collected are analyzed to answer five research

questions. This chapter offers recommendations on how to improve the job

performance of university administrative staff based on the discussion of findings. In

addition, the final part of this chapter discusses future research directions.

5.2 Recapitulations of Research Findings

This study works to contribute to the understanding of whether or not the effect of

different perceived organizational support on job performance may be reflective of

the nature of work engagement in the Chinese context. Thus, the issue is whether or

not engagement mediates the impact of perceived organizational support on job

performance. More specifically, the objectives of this study are:

1. To determine the level of perceived organizational support, engagement and job

performance of grassroots administrative staff in newly-established universities in

Sichuan, China.
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2. To examine whether perceived organizational support influences job performance

of grassroots administrative staff in newly-established universities in Sichuan, China.

3. To identify whether perceived organizational support influences engagement of

grassroots administrative staff in newly-established universities in Sichuan, China.

4. To investigate whether engagement influences job performance of grassroots

administrative staff in newly-established universities in Sichuan, China.

5. To determine the mediating role of engagement between perceived organizational

support and job performance of grassroots administrative staff in newly-established

universities in Sichuan, China.

In this study, perceived organizational support is examined through working support,

identifying value and caring about well-being. Work engagement is measured on

vigor, dedication and absorption. Furthermore, job performance is examined on task

performance and contextual performance. The research questions are addressed using

a quantitative approach where questionnaires composed of perceived organizational

support scale, work engagement scale and job performance scale were distributed to

sampled administrative staff from sampled newly-established universities in Sichuan

province, China.

Literature is reviewed and as reported in Chapter 2 the theoretical framework is

employed to describe the relationship between research constructs. Based on relevant
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theories and previous research, four main hypotheses and 39 underlying hypotheses

are proposed and tested.

In order to address the research questions and examine the hypotheses, SPSS and

AMOS are utilized in the study. SPSS is used to conduct preliminary data analysis,

such as detection of outliers, a test of normality, a test of common method variance, a

test of non-response bias, descriptive analysis, a test of reliability and EFA. AMOS is

used to build structural models for confirmatory factor analysis and hypotheses test.

The results show that there is a low level of perceived organizational support, work

engagement and job performance among administrative staff in newly-established

universities. It also reveals that there are positive relationships among perceived

organizational support, work engagement and job performance. Besides, work

engagement can mediate between perceived organizational support and job

performance.

5.3 Discussions of Research Findings

This section is the discussions of research findings which are in line with the

research questions raised for the study. This section entails the discussion on the level

of perceived organizational support, work engagement and job performance of

administrative staff in newly-established universities of China, the impact of each

variable as well as the mediating effect of work engagement.

5.3.1 Research Question 1
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What is the level of perceived organizational support, engagement and job

performance of grassroots administrative staff in newly-established universities in

Sichuan, China?

The job performance of grassroots administrative staff in newly-established

universities is the dependent variable in this study with two dimensions, including

task performance and job performance. As shown in the analysis of data collected for

the study, the mean values of the two dimensions by using 5-Likert scales ranged

from 2.50 to 2.54. The mean value justifies that the level of the job performance of

grassroots administrative staff is lower than 3 points which is the middle value of the

5-Likert scale. It reveals that grassroots administrative staff has a slightly low level

of job performance. This result is consistent with the view of many researchers that

university administrative staff has low job performance (Dong & Ma, 2013; Gao,

2015; Si, 2010; Yang, 2017; Yu, Liu & Liu, 2013).

This outcome probably suggests that the government, higher education management

authorities and university management levels in China, particularly in Sichuan

province, should try to find effective ways to enhance administrative staff’s job

performance, which can affect university administration level, and eventually even

the quality of higher education.

The findings also indicate that Chinese university grassroots administrative staff

showed a moderate and low level of perceived organizational support. Compared
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with the mean values of job performance, the level of perceived organizational

support (2.78) is a little higher, but still below the intermediate value of 3 points. In

three dimensions of perception of organizational support, administrative staff feels a

little stronger about caring about well-being (2.86) from the organization, while

feeling less about working support (2.73) and identifying value (2.77) from the

organization. These results reveal the status quo of administrative staff that is not

valued and supported sufficiently by organizations in Chinese universities. This

result is in support with the previous finding of Chen (2017) who found that

administrative staff is at a low level of satisfaction with salary and organizational

caring, that is, they do not think they received adequate support from the

organization. The result also supports the viewpoint of Yu, Liu and Liu (2013) who

elaborate that administrative staff, especially grassroots administrative staff is usually

marginalized and do not receive sufficient support from the university. This result

should probably be a reminder that in university management, attention should also

be paid to the support for administrative staff while focusing on academic and

teaching staff.

Furthermore, this study also reveals that the level of work engagement among

university grassroots administrative staff is moderately low. In terms of dimensions

of work engagement, the mean values of vigor, dedication, absorption are 2.70, 2.62,

and 2.76 respectively. This result probably suggests that the government, higher

education management authorities and university management levels in China should
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attempt to find more effective ways to motivate administrative staff’s work

engagement.

5.3.2 Research Question 2

Does perceived organizational support affect the job performance of grassroots

administrative staff in newly-established universities in Sichuan, China?

The first hypothesis and its underlying hypotheses (from H1.1 to H1.6) formulated

for this study are to address Research Question 2. The findings from Chapter 4 reveal

that there is a positive relationship between perceived organizational support and job

performance among university administrative staff. In other words, perceived

organizational support positively influences job performance. This conclusion is

consistent with most of the previous studies focusing on the relationship between

perceived organizational support and job performance (Afzali et al., 2014; Akgunduz

& Sanli, 2017; Eisenberger et al., 2001; Kraimer & Wayne, 2004; Krishnan, 2016;

Luo, 2014; Pearce & Herbik, 2004).

However, unlike the sample population of other related studies, this study uses

university administrative staff as the target population for research. Hence there are

some unique findings on the relationship between variables explaining perceived

organizational support and job performance. Among the dimensions of perceived

organizational support, identifying value can significantly affect task performance

and contextual performance, whereas the effect of working support and caring about

https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=9D4i6P8AAAAJ&hl=zh-CN&oi=sra
https://0-scholar-google-com.skyline.ucdenver.edu/citations?user=sIsPUK0AAAAJ&hl=zh-CN&oi=sra
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well-being on task performance and contextual performance is insignificant. It

reveals that identifying value is more able to promote job performance among

university administrative staff, compared with working support and caring about

well-being. These findings probably suggest that the university should first let

employees feel that their value is recognized by the organization when considering

the support for employees.

5.3.3 Research Question 3

Does perceived organizational support affect work engagement of grassroots

administrative staff in newly-established universities in Sichuan, China?

The second hypothesis and its underlying hypotheses (from H2.1 to H2.9) formulated

for this study are to address Research Question 3. The findings of the study reveal

that there is a positive relationship between perceived organizational support and

work engagement among university administrative staff. In other words, perceived

organizational support significantly influences work engagement. This conclusion is

consistent with most of the previous studies focusing on the relationship between

perceived organizational support and work engagement (Caesens & Stinglhamber,

2014; Chen & Zhang, 2010; Leiter & Laschinger, 2006; Rothmann & Joubert, 2007;

Saks, 2006; Wang et al., 2017; Yang & Liao, 2009).

In terms of dimensions of perceived organizational support and work engagement,

the findings indicate that working support, identifying value and caring about
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well-being all significantly affect the dimensions of work engagement (vigor,

dedication and absorption). Furthermore, according to the suggestion of Albright and

Park (2009), squared multiple correlation (SMC) is utilized to indicate the coefficient

determination (R²) in the study. The values of R² show that the three exogenous

variables (working support, identifying value and caring about well-being)

collectively explained 40.3% of the variance in absorption. Similarly, these three

independent variables jointly explained 37.1% of the variance in dedication, and

together explained 35.4% of the variance in vigor. Overall, 75.0% of the variance of

work engagement is explained by the perceived organizational support. It reveals that

work engagement may not only be predicted significantly by perceived

organizational support, but also explained strongly by perceived organizational

support.

5.3.4 Research Question 4

Does work engagement affect job performance of grassroots administrative staff in

newly-established universities in Sichuan, China?

The third hypothesis and its underlying hypotheses (from H3.1 to H3.6) formulated

for this study are to solve Research Question 4. Similar to the results of the previous

two relationships, the findings also reveal that a positive relationship exists between

work engagement and job performance of university administrative staff. This shows

that work engagement significantly influences job performance. This is similar to the
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conclusions of many related research which studied the relationship between work

engagement and job performance in different contexts and based on various target

samples (Al-dalahmeh, Masa’deh, Abu Khalaf & Obeidat, 2018; Anitha, 2014;

Bakker et al., 2015; Lawlor & Collins, 2017; Rich, 2010; Zhang, 2016).

In terms of dimensions of work engagement and job performance, the findings after

data analysis shows that vigor, dedication and absorption all significantly affect the

dimensions of job performance (task performance and contextual performance). It

suggests that enhancing work engagement must be achieved in order to improve job

performance among grassroots administrative staff in newly-established universities.

5.3.5 Research Question 5

Does work engagement mediate the relationship between perceived organizational

support and job performance of grassroots administrative staff in newly-established

universities in Sichuan, China?

In order to address the final research question, which is the most important question,

the fourth hypothesis and its 18 underlying hypotheses (from H4.1 to H4.18) are

proposed and then tested one by one using AMOS and PRODCLIN, which is a

program computing confidence limits for the product of two normal random

variables.

According to data analysis and findings in the previous chapter, all mediation

http://www.tandfonline.com/author/Lawlor,+Craig
http://www.tandfonline.com/author/Collins,+David
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hypotheses are accepted. That means, not only does work engagement play a

mediating role between perceived organizational support and job performance, but

the dimensions of work engagement also mediate between dimensions of perceived

organizational support and work performance. To be more specific, vigor, dedication

and absorption have full mediation effect between working support and task

performance, and full mediation effect between working support and contextual

performance, and full mediation effect between caring about well-being and task

performance, and also full mediation effect between caring about well-being and

contextual performance.

On the other hand, vigor, dedication and absorption have a partial mediation effect

between identifying value and task performance, and full mediation effect between

identifying value and contextual performance. It can be considered that among

dimensions of perceived organizational support, working support and caring about

well-being have indirect effects on job performance, which need work engagement

(vigor, dedication and absorption) to mediate, whereas identifying value has a direct

effect on job performance, which also can be mediated by work engagement.

Overall, the results of testing modeling relationship show that the organization’s

support for administrative staff can significantly affect their job performance.

However, this influence requires work engagement, that is, administrative staff’s

vigor, dedication, and absorption to mediate, in order to act on their job performance.

Therefore, it can be concluded that when providing organizational support for
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administrative staff, if cultivating and improving their work engagement can also be

considered, the improvement of job performance will be more significant. Moreover,

the findings reveal that identifying value is the most valuable and important among

all observed variables in the modeling relationship, because identifying value not

only have positive effect on vigor, dedication and absorption, but also positively

impact task performance and contextual performance, whereas working support and

caring about well-being only have indirect influence on task performance and

contextual performance. It probably indicates that the grassroots administrative staff

in newly-established universities prefer non-material support to material support

from their universities, although material support is still important. In particular, the

recognition of the value and the recognition of contributions, as an intangible support,

can more motivate administrative staff to engage in work and improve job

performance.

5.4 Contributions of the Study

By developing the research framework and testing the modeling relationship between

perceived organizational support, work engagement and job performance, this

research has added some contributions to both the academic and practical field. It

provides several implications for higher education authorities and newly established

university management. Besides, it can serve as a theoretical background for further

research in the field of higher education management or human resource

management.
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5.4.1 Theoretical Contribution

This study contributes to the arts and sciences literature by providing more evidence

of the relationship between perceived organizational support, work engagement and

job performance. Although there are many researchers studying the effect of

perceived organizational support or engagement on job performance, they seldom

considered the mediating effect of work engagement. The study confirms that there is

a significant positive relationship between three variables, and find that work

engagement is a full mediation between perceived organizational support and job

performance. Furthermore, relevant theories helping to construct the research

framework, including JD-R theory, psychological contract theory, self-determination

theory, the norm of reciprocity, attribution theory, social exchange theory have been

proved again by this empirical study.

The outcome of this research contributes to filling an academic knowledge gap in the

literature, which continuously elicits the need for further empirical research of

perceived organizational support, engagement and job performance within diverse

contexts and different target samples. It can be seen that related empirical research

has involved business, medical, manufacturing, and tourism practitioners, but rarely

involved the field of education management. In particular, researchers are less

concerned about the administration in higher education institutions (Kivistö &

Pekkola, 2017). As a special demographic group, university administrative staff in

China which has become a veritable higher education country did not receive much
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attention. The level of perceived organizational support, engagement, and job

performance of university administrative staff in the context of the rapid

development of Chinese higher education is still unknown, and their relationship is

uncertain. This study filled this academic gap.

This research enriches the current body of knowledge in perceived organizational

support theory and relevant empirical study. According to a suggestion by Ling et al.

(2006), the administrative staff’s perception of organizational support is divided into

working support, identifying value and caring about well-being in the context of

Chinese culture. The findings of the study indicate that identifying value can directly

and indirectly impact job performance, while working support and caring about

well-being just have an indirect effect on job performance which needs work

engagement to play as a mediator role. They also reveal that the organization’s

recognition of the value of employees may be the most important among the

organizational support, although perceived organizational support has been found to

have important consequences to employee performance.

In addition, the dimensions and scales which are used to measure perceived

organizational support, work engagement and job performance have been confirmed

to be suitable for the study in the field of education management, and also in the

oriental culture context, since they have been tested by EFA and confirmatory factor

analysis (CFA) in the study. It provides evidence for wide applicability of dimensions

and scales of these variables in the study.
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5.4.2 Methodological Contribution

This study extends the framework of previous studies in which the role of work

engagement as a mediator between perceived organizational support and job

performance was considered to be limited. Hence, it has contributed through a

complex research framework.

In particular, this thesis not only studies the relationships between three variables of

perceived organizational support, work engagement and job performance, but also

studies the relationships among first-order variables, including working support,

identifying value, caring about well-being, vigor, dedication, absorption, task

performance and contextual performance. The second-order structural model and the

first-order structural model are built at the same time which can explore the

relationship between variables more deeply, more clearly, more accurately, and in

more detail.

Moreover, the use of multiple mediation analysis to test many indirect hypotheses

through bootstrapping method and PRODCLIN program is also considered as a

methodological contribution. In the past, scholars’ research on mediating effects

mainly focused on a single mediator variable, namely simple mediation (Liu & Ling,

2009). However, nowadays, research is complex and often requires multiple

mediator variables to more clearly explain the effects of independent variables on

dependent variables (Mackinnon, 2008). Although more research on mediation has

begun to conduct multiple mediation analysis in recent years, they just disassembled
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a multiple mediation model into several simple models, and then performed several

simple mediation analyses (Fang et al., 2014).

However, this study constructs a multiple mediation structure model (Figure 4.10)

for multiple mediation analysis, which can analyze the relationship between multiple

independent variables, multiple dependent variables and multiple mediator variables

at the same time and same model, it is a better method. For multiple mediators,

AMOS cannot directly estimate the statistical significance of specific indirect effects.

Therefore, PRODCLIN, a program computing confidence limits for the product of

two normal random variables, is also utilized by the researcher in this study.

According to Mackinnon, Fritz, William and Lockwood (2007), PRODCLIN can be

employed to obtain more accurate confidence limits for the indirect effects.

5.4.3 Practical Contribution

Apart from the theoretical and methodological contributions of this study, some

practical contributions are also highlighted in this section.

The findings of this study can raise awareness among government, higher education

management authorities and university management levels on the importance of

identifying grassroots administrative staff in universities. This is because their work

engagement and job performance which are found to be relatively low may

specifically affect university administration level, the quality of higher education in

general. In addition, their perception of organizational support is also not high, which
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shows that they are not valued by the organization. This result should probably be

used as a reminder that in university management, attention should also be paid to

the support for administrative staff when focusing on the academic and teaching staff.

Finally, the study helps the higher education management community to recognize

the seriousness of the problems about the administrative staff. It reveals that it is

necessary to find effective ways to enhance the job performance of the administrative

staff.

Practically, the results of this study have significant contributions to both higher

education management and human resource management. It provides advantageous

insights on how perceived organizational support and its dimensions can enhance job

performance and its dimensions and how work engagement and its dimensions

mediate the two variables. Thus, it helps in developing suitable improvement

strategies for organization, especially for the newly-established university in China.

For example, the study found that 76.4% of the variance of job performance is

explained by the variables of perceived organizational support and job performance.

This shows that the two factors of organizational support and employee engagement

must be taken into account when formulating management policies. The findings of

analyzing mediation of work engagement also suggest that the positive effect of

organizational support on job performance will be more powerful if enhancing work

engagement is taken into consideration. Furthermore, the study suggests that the

organization should first let employees feel that their value is recognized by the
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organization when considering the support for employees.

5.5 Suggestions and Implications in Management

In general, improving the job performance of grassroots administrative staff is

basically related to the organizational support and work engagement in

newly-established universities which are considered an important part of Chinese

higher education system (Zhuang, 2016). According to the findings of this study,

working support, identifying value and caring about well-being are significantly

influencing job performance of administrative staff, and these influences are

mediated by vigor, dedication and absorption fully or partially. Based on the research

results, the following management suggestions are proposed for governments, higher

education authorities, policymakers, and university leaders.

Firstly, to provide more material and spiritual support to administrative staff and let

them fell this support from the university and society. This support includes working

support, identifying value and caring about well-being (Ling et al., 2006). In terms of

working support, it is considered to improve the office environment, equipped with

the necessary office supplies, provide professional and effective job skills training,

provide appropriate professional guidance, and develop rigorous, fair and positive

incentives and management policies. In terms of identifying value, it is suggested to

pay attention to the contribution of administrative staff, respect and recognize their

value, give commendations and rewards to those with excellent grades, treat

administrative staff and academic staff equally in management and provide
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opportunities for personal career development. Regarding caring about well-being, it

can be considered giving reasonable and stimulating salaries and rewards, providing

human welfare policies such as working meals and working shuttles, improving

living and housing conditions, improving social security systems such as medical

insurance and housing accumulation funds, formulating humanized working

attendance systems and reasonable vacation system. In the three aspects of

organizational support for administrative staff, value identification should be placed

first. It must be made that the administrative staff feel that the organization attaches

importance to them and fully recognizes their value.

Secondly, to create an engaged organizational culture, and establish a competitive

organizational atmosphere and working atmosphere. According to the results of this

study, work engagement should not only directly affect job performance, but should

also play a mediator role, which is to help enhance the impact of perceived

organizational support on job performance. Therefore, there is a need to create a

good organizational culture and working atmosphere, establish a scientific and

rational management system, and inspire administrative staff to be more engaged.

Based on the three dimensions of work engagement which are vigor, dedication and

absorption (Schaufeli et al., 2002), the following management recommendations are

made: to establish a reasonable rank promotion mechanism and salary system to

stimulate the vigor and absorption of administrative staff; to develop a competitive

employment mechanism and a scientific assessment and evaluation system to force
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administrative staff to be more dedicated.

Thirdly, to change the job values of administrative staff. As this study concludes, the

level of administrative staff’ perception of identifying value by the organization is

not high, which can directly and indirectly reduce their job performance. In fact,

some administrative staff feel that their achievements and contributions at work are

hardly recognized by the leaders of the organization compared to academic staff.

This kind of awareness negatively affects their work enthusiasm and passion.

Therefore, it is necessary to change their opinion and find ways to make

administrative staff realize that their value is recognized and identified by the

organization. To be specific, it is important to strengthen the guidance of

administrative staff on the job values through advocacy, training and learning to take

into account the interests of administrative staff in the formulation of management

policies, to improve incentive systems to reward employees who contribute to

administrative work, and to emphasize the importance and value of administrative

staff in university development planning.

Fourthly, to give administrative staff diverse humane care. With the development of

society and civilization, the use of economic means alone cannot solve the problems

faced by the relationship between organizations and employees. The results of this

study found that the organization’s recognition of employees and the concern for

employees have a significant effect on the employees’ own engagement and

involvement in the work, and thus affect the work performance of employees.
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Therefore, through the humanistic care of employees through ideas and behaviours,

the organization can enhance employees’ sense of belonging and loyalty to the

organization, emotionally enhance employees’ attachment to the organization, and

thus encouraging more engagement in work to repay the organization and show a

good job performance. Diversified humanistic care is an important form of

enterprise-oriented human management. The university should also manage

administrative staff in this way. For example, to occasionally organize administrative

staff to carry out interesting activities or sports meetings so that they can get rid of

boring from administrative work, to give spiritual and material assistance to

administrative staff when they face with difficulties in their family or life. Through

these measures, the administrative staff’s sense of belonging to the university is

strengthened, and the ownership spirit of the administrative staff is established,

thereby improving the job performance of the administrative staff and the

administration level of the university. This will help achieve a win-win situation

between the organization and the employees.

5.6 Future Research

Certainly, this study has provided evidence and support for the modeling relationship

between perceived organizational support, work engagement and job performance of

grassroots administrative staff in Chinese Newly-established universities. However,

there are still some limitations which may guide future research.

It is suggested that more studies should be conducted on the relationship between
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perceived organizational support, work engagement and job performance among

other industry practitioner groups or other demographic samples which may give rise

to other significant findings. Similarly, for the generalization of the outcomes of this

study, the present study should be replicated to involve other countries or other

organizational backgrounds.

The quantitative research methodology is used in this study and self-determined

questionnaire is adopted to collect data. Future research may adopt other research

methods to expand the study scope and enrich the study findings, such as qualitative

research and mixed research design. Even with quantitative research, other

measurement scales can be developed to collect data which may lead to other

valuable findings on different dimensions of perceived organizational support, work

engagement and job performance.

As discussed earlier, Chinese newly-established universities face many challenges

and suffer from many problems that have accumulated over several years. These

problems are mainly financial, administrative and human resource deficits, as well as

the imperfect management system. Therefore, in order to improve the quality of high

education, further empirical research is needed to explore the factors influencing

such situations.

5.7 Summary

Overall, this study is conducted to determine the modeling relationship between
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perceived organizational support, work engagement and job performance among

administrative staff in Chinese newly-established universities. The study adopts a

quantitative research method by using an online questionnaire to gather data from

participants. In order to address the research questions and examine the hypotheses,

SPSS and AMOS are utilized in the study. SPSS is used to conduct preliminary data

analysis such as detection of outliers, the test of normality, the test of common

method variance, the test of non-response bias, descriptive analysis, examination of

reliability and EFA. AMOS is used to build SEM for confirmatory factor analysis and

hypotheses test. The results reveal that there are positive relationships among

perceived organizational support, work engagement and job performance. Besides,

work engagement can mediate between perceived organizational support and job

performance.

By developing the research framework, building SEM and testing the relationship

between perceived organizational support, work engagement and job performance,

this research has added some contributions to both the academic and practical field.

It also provides several implications for higher education authorities and newly

established university management. Besides, it can serve as a theoretical background

for further research in the field of higher education management or human resource

management.
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APPENDIX 1: Survey Questionnaire

Dear Sir/Madam,

I am a Ph.D. student at Universiti Utara Malaysia, and I am an administrative staff in

Yibin University as well. I am conducting a research study on the “Relationship

between perceived organizational support, work engagement and job performance of

grassroots administrative staff in newly-established universities in Sichuan, China”

under the supervision of Dr. Khaliza Binti Saidin. We seek your cooperation in

completing the following questionnaire. The questionnaire should take

approximately 8-12 minutes to complete. All gathered data are treated with the

strictest of confidentiality. Since your personal information does not contain your

name, your responses remain absolutely anonymous.

Thank you for your cooperation, and we wish you success in your work.

Best regards.

Peng Wan

Phone: 13350605510

Email: 16798753@qq.com
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SECTIONA: Demographic Profile of the Respondents

Kindly, tick “√” where necessary and fill in the gap where applicable.

1. Gender:

( ) Male ( ) Female

2. Age:

( ) Under 30 years ( ) 30-39 years

( ) 40-49 years ( ) Above 50 years

3. Marital status:

( ) Unmarried ( ) Married

4. Education degree:

( ) Diploma ( ) Bachelor

( ) Master ( ) Doctoral

5. Academic rank:

( ) Professor or equivalent ( ) Associate professor or equivalent

( ) Lecturer or equivalent ( ) Assistant or none
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SECTION B: Questionnaire

Please tick “√” in the appropriate box to indicate your level of agreement or
disagreement with the following statements according to the scale below.

Strongly disagree Disagree Neutral Agree Strongly Agree

1 2 3 4 5

Part 1: Perceived Organizational Support Scale

Items 1 2 3 4 5

1. I can be noticed by the superiors when I am working
exceptionally.

2. The organization attaches special importance to my
job objectives and concept of values.

3. The organization does not take advantage of me
during work as long as there are opportunities.

4. I can get help from the superiors and colleagues when
I have problems at work.

5. The organization can agree with my reasonable
request to change the working conditions or
environments.

6. The organization is happy to help me explore my
potential at work.

7. The organization can understand and forgive me for
the occasional absence of work for personal reasons.

8. The organization can reward me for the extra work I
have done beyond the proper duties.
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9. The organization believes it’s a large loss to dismiss
me.

10. The organization believes that I will play a great
role if it keeps me within the organization.

11. The organization will employ me if I apply for the
job after I have quit.

12. The organization will never dismiss the employees
arbitrarily.

13. The organization really cares about my living
conditions.

14. The organization can consider about the salary I
deserve.

15. The organization can happily provide help when I
am in need of special help.

16. The organization can take the well-being of the
employees into consideration at the time of making
decision.

17. The organization will persuade the employees who
want to quit to stay.

18. The organization will transfer me to other positions
but not dismiss me if my job is canceled.

19. The organization is proud of the achievements I
have made at work.

20. The organization can pay attention to my opinion at
work

21. The organization can provide me some opportunities
for promotion.
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22. The organization puts me at the positions that I am
most suitable for.

23. The organization can consider increasing our salaries
when it obtains more profits.

24. The organization tries the best to make our work
interesting.

Part 2: Work Engagement Scale

Items 1 2 3 4 5

1. At my work, I feel bursting with energy.

2. At my job, I feel strong and vigorous.

3. When I get up in the morning, I feel like going to
work.

4. I am enthusiastic about my job.

5. My job inspires me.

6. I am proud on the work that I do.

7. I feel happy when I am working intensely.

8. I am immersed in my work.

9. I get carried away when I’m working.

Part 3: Job Performance Scale

Items 1 2 3 4 5

1. I finish the work according to the standard operating
procedures.
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2. I am familiar with standard operating procedures.

3. I plan and arrange the schedule of the work I am
responsible for.

4. I pay attention to safety and health problems at work.

5. I keep the working field tidy and clean.

6. I put the tools or documents at hand in order and take
things back where they were.

7. My average work efficiency is high.

8. I am capable of completing all the tasks required by
the organization.

9. I cooperate with others well in the team.

10. I persist in overcoming obstacles to complete a task.

11. I volunteer for additional responsibilities.

12. I follow standard operating procedures and avoid
unauthorized shortcuts.

13. I look for challenging assignments.

14. I offer to help others accomplish their work.

15. I pay close attention to important details.

16. I defend the supervisor’s decisions.

17. I render proper business courtesy.

18. I support and encourage a coworker with a problem.

19. I take the initiative to solve a work task.

20. I exercise personal discipline and self-control.

21. I tackle a difficult work assignment enthusiastically.
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22. I voluntarily do more than the job requires to help
others or contribute to organizational effectiveness.

23. Overall, I would like to consider the organization
and take the initiative to help my coworkers.
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APPENDIX 2: Basic Information of Experts Checking Questionnaire

Expert Gender Position Expertise Working
University

Yang Bo Male Dean of School of
economic and
management
(Professor)

Human Resource
Management, Statistics

Yibin
University

He Huining Male Dean of School of
education (Professor)

Education Yibin
University

He Kuilian Female Professor Educational Psychology Yibin
Univerity

Qiu
Longguang

Male Professor Management Statistics Yibin
University

Wu Tianwu Male Professor Education Yibin
University

Huang
Danmei

Female Deputy Director of
Human Resource
Department
(Associate Professor)

Human Resource
Management

Sichuan
University of
Science &
Engineering

Mou Lin Female Associate Professor Educational
Management

Sichuan
University of
Science &
Engineering

Zhou Yi Male Deputy Director of
Human Resource
Department
(Associate Professor)

Human Resource
Management

Neijiang
University
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