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As a powerful supplement to higher education, private higher education has 

been an important part of China's higher education field, which promoted the 

diversified development of higher education in China and realized the rational 

allocation of educational resources. However, there are still many human resource 

management problems of professional teachers in private universities. For example, 

the participation of professional teachers in the decision-making of teaching 

management is very low, and their teaching needs and requirements are often lack of 

attention and satisfaction. At the same time, their teaching tasks are arduous, and most 

of their income comes from rewards for excess class hours. Private universities have 

not provided support for the promotion of professional teachers' professional titles and 

continuing education, which has led to serious professional development bottlenecks 

for professional teachers. The above-mentioned problems inevitably lead to the high 

turnover rate of outstanding teachers, which is not conducive to the long-term and 

healthy development of private higher education. Therefore, this research introduces 

organizational commitment and job embeddedness as mediating variables and 

moderating variables, based on the Social Exchange theory, Theory of Reasoned 

Action, and Social Embeddedness Theory, to explore the impact of high-commitment 

human resource management on the turnover intention of private colleges and 

universities and its transmission mechanism . 

A questionnaire survey is conducted by using the Questionnaire Star online 

 



 iv 

survey tool to collect research data from the target survey subjects. The sample data 

comes from professional teachers from 33 private universities in Jiangxi Province, 

China. Firstly, this study conducts multivariate positiveness test, common method 

deviation test, followed by factor analysis, reliability test, CFA, validity test, and uses 

AMOS 24.0 software to test the direct effect hypothesis and mediating effect 

hypothesis, uses SmartPLS3.0 to verify the moderating hypothesis of job 

embeddedness. 

The empirical result shown that, in the direct effect test, selection and 

allocation, participation, and performance management of high-commitment human 

resource management have a significant negative impact on professional teachers’ 

turnover intention, while the incentive mechanism, occupational safety, and strategic-

based human resource planning dimensions have no significant negative impact; in 

the mediating effect test, emotional commitment, normative commitment, economic 

commitment, and opportunity commitment have significant mediating effects in the 

impact of high-commitment human resource management on the turnover intention of 

professional teachers in private universities, while the mediating effect of ideal 

commitment is not significant; in the moderating effect test, fit to organization, 

organization-related sacrifice, fit to family, family-related moderate the negative 

impact of high-commitment human resource management on the turnover intention of 

professional teachers, while the moderating effect of link to organization ,link to 

family are not significant. 
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CHAPTER 1 

 

INTRODUCTION 

 

1.1 Background of the Study 

In the 1980s, almost all Chinese private universities sprouted under the 

background of "no funds, no school buildings, and no teachers" (Li, 2018). Most 

private universities do not have their independent school premises and conduct 

teaching in rented school buildings; their school funding comes from tuition 

accumulated through education; many universities are in remote locations, lacking of 

teaching facilities and professional teachers. With the development of the economy 

and society, the accumulation of funds for running schools, and the state's emphasis 

on the requirements and standards for private universities, the conditions for private 

universities have been improved and the area occupied by them has gradually 

expanded (Zhang, 2012). Many private universities in China have undergone several 

relocations and multiple mergers, and have steadily developed from leased classrooms 

to self-built school buildings. According to statistics, at the end of 2001, 89 private 

universities in China were qualified to issue academic diplomas, with 140,000 

students (Que et al., 2019). However, with the expansion of national higher education 

at the end of the 20th century, many private universities including independent 

colleges (refer to colleges that carry out undergraduate degree education in 

cooperation with social organizations or individuals raher than state institutions and 

use non-state financial funds to conduct undergraduate degree education) were 

established one after another, which became a useful supplement to higher education. 
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The enrollment of private universities has gradually increased, the scale of running 

schools has expanded rapidly, and the conditions for running schools have been 

steadily optimized. The building area of teaching and research and auxiliary buildings, 

the building area of administrative office buildings, and the value of teaching and 

scientific research equipment have increased significantly. Some private universities 

invested by large enterprises are planned and constructed from a high starting point 

with sufficient development funds and professional teachers. Their basic educational 

conditions are even comparable to those of public universities. A number of medium 

and large-scale private universities with more than 20,000 students have emerged in 

China’s Shaanxi, Shandong, Jiangxi, Henan, and Guangdong provinces, such as Xi’an 

Peihua College, Shandong Yingcai College, Guangdong Baiyun College, etc. (Que et 

al., 2019). According to the "Statistical Bulletin of National Education Development 

in 2019" published by the Ministry of Education in May 2020, there are 757 private 

universities in China (including 257 independent colleges and 1 adult college), 

accounting for 28.16% of the total number of universities in the country, compared 

with year 2000, the number of private universities increased by 16 times; the number 

of students in private universities was 7,088.3 million, accounting for 16.95% of the 

total number of students in ordinary universities nationwide, and the number of 

students in private universities increased by 44 times compared with 2000. It can be 

said that China's private higher education has made outstanding achievements after 

more than 30 years of development. As a powerful supplement to higher education, 

private higher education is an important part of China's higher education field. The 

rise of private higher education has promoted the diversified development of higher 

education in China and realized the rational allocation of educational resources, which 

has made important contributions to popularization of higher education. 

In countries where the higher education industry is developed abroad, such as 

the United States and Japan, private universities are the backbone of higher education. 
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According to the 2019 QS (Quacquarelli Symonds) World University Rankings, 

private institutions occupy 7 of the top ten places, among which Harvard University 

and MIT are representatives of these private institutions. In Japan, private institutions 

account for nearly 80% of the total number of Japanese universities (Huang, 2015), 

and their number of students also accounts for the majority of all students in Japan. 

They have cultivated many talents for Japan and have a strong influence at home and 

abroad (Huang, 2015). Although the quality of education of private universities in 

China and the management system of teacher talents are becoming more and more 

perfect, it is undeniable that there is a big gap between private universities in China 

and private universities in developed countries. Private universities in developed 

countries have a long history and mature operation and management. It has many 

funding sources with a high social reputation and influence, including alumni and 

corporate donations, investment operations of donated funds, student tuition, etc. The 

funding is relatively sufficient, and it can hire excellent talents with high salaries to 

carry out teaching, scientific research, and management work. However, private 

universities in China were established late, their social influence was weak, and public 

universities monopolized higher education resources for a long time. Their funding 

mainly came from student tuition, and funding was relatively scarce. Most private 

universities’ discipline leaders, deans and professors hired a part-time professor or 

retired professor from a public institution in China (Meng, 2017). Private universities 

in China, which are self-sponsored and responsible for their profits and losses, have 

not received financial support from the state and provincial and municipal levels. 

They are far inferior to public universities in terms of national policy support and 

teaching conditions. Simultaneously, teachers' personnel recruitment in private 

universities adopts the contract system, rather than public universities' established 

system. China's education industry's establishment system makes the welfare, social 

status, and recognition of general teachers far higher than private universities 
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teachers, so many teachers are not satisfied with private universities (Peng, 2018). 

There are also many management problems of private universities. The 

management of teachers in private colleges is more inclined to command and control. 

Teachers’ participation in decision-making in teaching management is low, and 

teachers’ teaching needs and requirements are often lack attention and satisfaction, 

which is not conducive to teachers' enthusiasm and initiative (Huang, 2015). 

Simultaneously, the management of teachers still has the problem of " emphasizing 

usage, neglecting training”, class tasks are heavy, and most of the income comes from 

the class rewards for the excess class hours. However, the promotion of professional 

titles and continuing education of teachers have not received much attention and 

support from private universities, and some institutions even regard the employment 

of teachers' professional titles after promotion as an increase in manpower costs. The 

young teachers’ professional title promotion and career development are hindered, 

which directly leads to the high turnover rate of excellent teachers (Xu and Yang, 

2019).  

According to the survey data of the work attractiveness of Chinese universities 

conducted by Max-Research (2018), in the next three years from 2019 to 2021, the 

proportion of teachers with resignation tendency in private higher vocational colleges 

in China is 17%, and the proportion of those in private undergraduate universities will 

be 10%, while the "985" public universities (top universities) are only 3%. According 

to the survey results of the teacher turnover questionnaire from the Huanghe Institute 

of Science and Technology, in 2018, the turnover rate of young and middle -aged 

teachers was 18.65%. Those resigned teachers mainly include young teachers of 

postgraduates who have just joined the post for 1~2 years; young teachers who 

resigned to obtain a Ph.D.; young and middle-aged teachers with the title of 

intermediate or associate professor are not satisfied with their work status and have 

the ability to obtain other better job opportunities. The turnover rate of older teachers 
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other than middle-aged and young teachers is 12% (Xu and Yang, 2019). 

 

1.2 Statement of the Problems 

The constant loss of teachers in private universities, especially the loss of 

some outstanding teachers and young and middle-aged backbone teachers, not only 

increases the universities’ management costs for teachers but also severely restricts 

the teaching quality and core competitiveness of private universities, which is not 

conducive to the long-term and healthy development of private higher education 

(Huang, 2012). Although the normal turnover of private universities can eliminate 

unqualified teachers and provide fresh blood for the universities, the high turnover 

rate of teachers will directly shake the stability of the teaching staff, easily cause 

psychological and emotional negative cues from teachers, and reduce teachers the 

work enthusiasm of the universities affects the normal teaching arrangements and 

teaching quality of the universities and also increases the management cost of private 

universities. Therefore, reducing the teacher turnover rate is an urgent need to 

improve teaching quality and improve economic efficiency (Feng, 2013). Frequent 

resignation of teachers in private universities, such as the replacement of 2 to 3 

teachers in a course during a semester, will seriously interfere with the normal 

learning order and progress of students, reduce students’ satisfaction and recognition 

of the universities as a whole, which will has a negative impact on society reputation, 

and in turn affects the num ber and quality of enrollment. From  a particular 

perspective, teachers' high turnover rate in private universities is related to the 

universities 's overall efficiency and long-term development (Fu, 2018). Therefore, 

solving the problem of teachers' high turnover rate is a very urgent task for private 

universities in China. 
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The problems of low salary and welfare, low occupational safety, low 

participation, " emphasizing usage, neglecting training " and limited professional 

development of teachers in private universities are the main reasons leading to high 

turnover rate. In reality, these problems are widespread and long-term exist in private 

colleges, primary and secondary schools, many scholars have also put forward 

solutions to the above-mentioned problems. For example, solving the problem of low 

salary and welfare of teachers by expanding the source of teachers ’ income and 

improving teachers’ salary and welfare (Qian and Li, 2019); formulating a personnel 

management system that guarantees teachers’ occupational safety to improve teachers’ 

occupational security (Wang, 2018); Teachers are allowed to participate in the 

decision-making of teaching management and arrangements. School leaders and 

teachers must maintain open communication to improve the identity and participation 

of teachers (Zhang and Shi, 2019); Universities should change the concept of human 

resource management, regard teachers as important human resources instead of 

human costs, formulate clear career development plans for teachers, provide high-

quality vocational training, further education and other resource support, so as to 

solve the problem of teachers’ " emphasizing usage, neglecting training " and the 

problem of limited career development (Fu, 2018). It is undeniable that external 

environmental factors will also affect employee turnover, such as employment 

opportunities, employment situation, social security. Employment opportunities in the 

external environment will attract employees, make them dissatisfied with the existing 

job, and then decide to resign (March & Simon, 1958; Jackofsky & Peters, 1983). 

Considering that each employee has different employment skills and opportunities, 

and these external factors are difficult to be controlled by the organization, this study 

will ignore the impact of these factors on employee turnover. The optimization 

measures proposed above are consistent with the m ain content of the high -

commitment human resource management concept mentioned by Walton, 1985; Li 
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and Long, 2014. High-commitment human resource management is a combination of 

various management practices aimed at inspiring employees’ commitment to the 

organization, prompting employees to increase organizational recognition and 

proactively make behaviors beneficial to the organization. It starts with strict 

employee selection and allocation and enjoys Training and internal promotion 

incentive mechanism support, occupational safety guarantee, participation mechanism 

to strengthen identity recognition, result-oriented performance evaluation, etc., mainly 

through the organization’s first commitment to employees to achieve the purpose of 

improving employees’ commitment to the organization (Walton, 1985; Li and Long, 

2014). Walton’s research is dedicated to stimulate employee initiative by formulating 

reasonable human resource management and improving employees’ commitment and 

loyalty to the organization. Therefore, high-commitment human resource management 

is regarded as a combined construct to explore the solution to high teacher turnover, 

which may be effective. 

Taking Jiangxi Province as an example, this study tries to study whether high-

commitment human resource management can be combined with related research 

theories to maximize private university teachers' commitment to the organization, 

thereby reducing teachers' turnover rate. A brief introduction to relevant research 

theories is helpful to understand and solve research problems. 

Similarly, in the past research on employee instability, many theories have 

been used to explain employee behavior. Among them, the Theory of Reasoned 

Action focuses on attitude formation based on cognitive information. It proposes that 

people are rational. Before making a certain behavior, they will integrate various 

information to consider the meaning and consequences of their own behavior, thereby 

forming a tendency attitudes indirectly affect behavior (Ajzen & Fishbein, 1975). It 

believes that individual action can be determined by behavioral attitudes (such as 

organizational commitment) to some extent, and individual behavior is also subject to 
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management intervention and external environment constraints (Fishbein, 1985). 

Social Embedding Theory believes that individuals are not isolated individuals 

separated from social relations and social structures. Still, rational people are 

embedded in social relations and then make specific behavior choices that conform to 

subjective judgm ents, such as having social status and establishing stable 

organizational relationships and so on, which will bring long -term  benefits 

(Granovetter, 1985). Social Embeddedness Theory is often used to study individual 

behaviors in organizations. In the embedded environment of social organizations, 

individual actions will be restricted by internal and external factors (such as work and 

family) in the organization. It has an important regulatory effect on the occurrence of 

individual behaviors, for example, when employees have the thought of resigning, the 

impact of job embeddedness will be considered. The higher the embedding degree, 

the greater the adverse effects and losses caused by the employee’s resignation, and 

the greater the resistance to resignation. On the contrary, the lower the job's 

embedding degree, the smaller the resistance to resignation, employees are more 

likely to resign (Liu & Zhao, 2017). This shows that the human resource management 

construct may not directly affect the teacher's turnover intention, and there may also 

be other variables such as organizational commitment (attitude), job embeddedness 

participation in the transmission process. 

 

1.3 Research Objectives 

Taking Jiangxi Province as an example，this study explores the impact of 

high-commitment human resource management on teachers’ turnover intention in 

private universities in China to determine which dimensions of high-commitment 

human resource management will affect teachers’ turnover intention and the degree of 

influence. Simultaneously, to understand its transmission mechanism, and then 
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formulate targeted and effective measures to optimize human resource management, 

improve the commitment of private university teachers to the organization, reduce the 

turnover rate. 

The objectives of this research include the following aspects. 

1)  Discover the impact of each dimension of high-commitment human 

resource management on the turnover rate of teachers. 

2) Explore the mediating role of organizational commitment in the 

impact of high-commitment human resource management on teacher turnover 

intention. 

3)  Explore the moderating role of job embeddedness in the impact of 

high-commitment human resource management on teachers' turnover intention. 

 

1.4 Scope of the Study 

This study takes Jiangxi Province as an example to explore the effect and 

transmission mechanism of high-commitment human resource management on the 

turnover intention of teachers in private universities in China. The samples of this 

study are teachers from private universities in Jiangxi Province, China, then conduct 

questionnaire surveys to obtain the analysis data needed for empirical research. Based 

on the empirical analysis results, the countermeasures and suggestions for human 

resource management in private universities in China are put forward. There are three 

reaseans why this study chooses private universities teachers from Jiangxi province as 

questionnaire survey object. Firstly, from  the sim ilarity of hum an resource 

management characteristics of teachers in Chinese private universities, private 

universities in China are funded and set up by  social investors and operate 

independently without financial support. They are quite different from public 

universities in term s of nature and m anagem ent system  of the school. The 
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management of teachers in private universities is more inclined to command and 

control, teachers’ participation in decision-making in teaching management is low, 

and teachers’ teaching needs and requirem ents are often lack attention and 

satisfaction, (Huang, 2015). They generally have "emphasizing usage, neglecting 

training," restricted career development and other issues (Peng, 2018; Xu & Yang, 

2019). Secondly, in terms of the number of private universities in Jiangxi Province. As 

of May 2020, there are 757 private universities in China, with an average of 22 in 

each province. There are 33 private universities in Jiangxi province, which is much 

higher than the national average. Thirdly, from the perspective of the scope of 

personnel recruitment and survey samples in private universities in Jiangxi province, 

it’s located in the central region of China, private universities in Jiangxi province 

recruit professional teachers for all provinces in China, and there are no geographical 

restrictions. Among the 900 valid samples in this survey, they came from 29 inland 

provinces across China. There are 33 private universities in Jiangxi Province, with a 

total of 16,378 professional teachers. This study adopts a stratified random sampling 

procedure and divides the university into 33 private universities (tiers) based on the 

number of professional teachers in each private university, distributes 1078 

questionnaires and collects 900 valid questionnaires. 

 

1.5 Research Problems 

Based on the above statement of problems and research objectives, this 

research puts forward the research problems: what is the influence relationship and 

effect transmission mechanism of high-commitment human resource management on 

teachers' turnover intention in private universities in China? Specifically, it can 

include the following aspects: 
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1)  How does each dimension of high-commitment human resource 

management affect turnover intention and its degree? 

This study uses the six-dimensional structure of Xing (2009)’ high 

commitment human resource management in university to explore the effect on 

turnover intention, the six-dimensional structure includes: selection and allocation, 

incentive mechanism, occupational safety, participation, performance management, 

and strategy-based human resource planning. 

2)  Does each dimension of organizational commitment play a 

mediating role in the impact transmission mechanism of high-commitment human 

resource management on turnover intention? 

This study draws on the organizational commitment of Ling et al. 

(2011) which focus on Chinese employees, the organizational commitment contains 

five factors: emotional commitment, normative commitment, ideal commitment, 

economic commitment, and opportunity commitment. High-commitment human 

resource management through the implementation of various management measures, 

employees can feel the organization's support and convenience to maximize their 

commitment to the organization, which helps to stimulate employees' enthusiasm and 

better complete the tasks of the organization goal (Arthur, 1994). Related literature 

studies have found that high-commitment human resource management will increase 

employees’ organizational commitment, and organizational commitment will reduce 

employees’ turnover intention (Mathieu & Zajac, 1990). Among them, the emotional 

commitment dimension has the most influence on turnover intention. Significantly, 

the impact of continuous commitment is second, and the impact of other dimensions 

is not significant (MacDuffie, 1995; Pfeffer, 1998). Teachers' emotional commitment 

and continuous commitment also have a significant predictive effect on turnover 

intention (Jiang & He, 2007). Therefore, high -commitment human resource 

management may not directly affect the turnover intention of teachers in private 
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universities in China? Does organizational commitment play a mediating role in the 

impact of high-commitment human resource management on teachers' turnover 

intention in private universities in China? 

3)  Does each dimension of job embeddedness play a moderating role 

in the impact transmission mechanism of high-commitment human resource 

management on turnover intention? 

Lee et al. (2004) divide job embeddedness into two categories on-the-

job embeddedness and off-the-job embeddedness. This study’s on-the-job 

embeddedness draws on dimensional structure of Mitchell et al. (2001), including 

three dimensions of fit to organization, links to organization, organization-related 

sacrifice. The off-the-job embeddedness draws on the dimensional structure of Zhong 

(2015), including fit to family, links to family, family-related sacrifice. Studies have 

found that high-commitment human resource management can reduce employee 

turnover (Arthur, 1994; Alfes et al., 2013; Song et al., 2018). At the same time, 

scholars have found that job embeddedness plays an important role in the employee's 

turnover behavior and affects the occurrence of turnover behavior. When the 

employee's job embeddedness degree is higher, the resistance to leaving the job is 

greater, and the employee is less willing to leave. For example, job embeddedness 

plays a moderating role in the influence of organizational compensation management 

on turnover intention. When employees are dissatisfied with the organization’s salary 

and they have the idea of resignation, if their job embeddedness degree is high, 

resignation will bring them greater loss, the employee is likely to give up the idea of 

resignation. If the job embeddedness degree is low, the resignation will bring a 

smaller loss to them, and the employee is likely to implement resignation behavior 

(Hu, 2020). Job embeddedness plays a moderating role in job burnout and turnover 

intention (Bai Wei, 2017). Job embeddedness plays a crucial moderating role in the 

impact of job satisfaction on turnover intention (Mao & Liu, 2013). Social 
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Embeddedness Theory is often used to study individual behaviors in organizations. In 

the embedded environment of social organizations, individual behaviors will be 

restricted by internal and external factors (such as work and family) in the 

organization. It has an important influence on the occurrence of individual behaviors, 

such as employees. When employees decide to resign, the impact of job 

embeddedness will be considered. The higher the embeddedness degree, the greater 

the adverse effects and losses caused by the employee’s resignation, and the greater 

the resistance to resignation. On the contrary, the lower the job's embeddedness 

degree, the smaller the resistance to resignation. employees are more likely to resign 

(Liu & Zhao, 2017). Based on the above literature research and Social Embeddedness 

Theory, job embeddedness may moderate the impact of high-commitment human 

resource management on turnover intention. 

 

1.6 Significance of the Study 

1.6.1 Theoretical Significance 

1)  Introducing job embeddedness as a moderating variable between 

high-commitment human resource management and turnover rate, which constructs a 

new conceptual framework. Many studies confirm that high-commitment human 

resource management can reduce employees' turnover rate (Arthur, 1994; Alfes et al., 

2013; Song et al., 2018). Simultaneously, the negative influence of job embeddedness 

on turnover intention has also been recognized by many scholars. The higher  the 

degree of job embeddedness, the lower the turnover intention (Lee et al., 2004; 

Tanova &  H oltom , 2005). A t the sam e tim e, scholars have found that job 

embeddedness plays an important role in the employee's turnover behavior and affects 

the occurrence of turnover behavior. When the employee's job embeddedness degree 

is higher, the resistance to leaving the job is greater, and the employee is less willing 
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to leave. For example, job embeddedness plays a moderating role in the influence of 

organizational compensation management on turnover intention. When employees are 

dissatisfied with the organization’s salary and they have the idea of resignation, if 

their job embeddedness degree is high, resignation will bring them greater loss, the 

employee is likely to give up the idea of resignation. If the job embeddedness degree 

is low, the resignation will bring a smaller loss to them, and the employee is likely to 

implement resignation behavior (Hu, 2020), and Job embeddedness plays a 

moderating role in the relationship between job burnout and turnover intention (Bai, 

2017). In previous studies, high-commitment human resource management's influence 

on turnover intention has not yet involved job embeddedness variables' moderating 

effect. Still, the moderating effect of job embeddedness in employee turnover is 

proven. Based on literature research and Social Embeddedness Theory, Job 

embeddedness may regulate high-commitment human resource management's impact 

on turnover intention. This study introduces job embeddedness  as a moderating 

variable in the research on the mechanism of the effect of high-commitment human 

resource management on turnover intention, to explore and analyze the mechanism of 

the influence of high-commitment human resource management on turnover intention, 

and construct a new conceptual framework. 

2)  The introduction of organizational commitment as an intermediary 

variable further supplements and enriches the breadth and depth of related research. 

Existing research on the influence of antecedent variables of organizational 

commitment focuses on three categories: individual factors, organizational factors, 

and individual and job matching factors, mainly involving demographic differences, 

human resource management-related organizational support and organizational 

security, and individuals and organizations Variables such as matching, job challenge, 

goal difficulty, etc. The research on the consequence variables of organizational 

commitment mainly involves job performance, organizational citizenship behavior, 
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job satisfaction, and turnover intention. Scholars have carried out relevant research on 

the impact of high-commitment human resource management on organizational 

commitment and organizational commitment to turnover intention after sorting out. 

The research results found that high-commitment human resource management will 

enhance employees’ organizational commitment (MacDuffie, 1995; Pfeffer, 1998), 

the organizational commitment will affect employees' turnover intention (Mathieu & 

Zajac, 1990). Scholars usually study the impact of high-commitment human resource 

management on organizational commitment, turnover intention, or the influence of 

organizational commitment on turnover intention. They have not studied 

organizational commitment as an intermediary variable of high-commitment human 

resource management's influence on turnover intention. This research is based on the 

Theory of Reasoned Action (focusing on the process of attitude formation based on 

cognitive information, which proposes that various information factors need to 

indirectly affect behavior through attitudes (such as organizational commitment) 

(Ajzen & Fishbein, 1975)) and literature research results. The assumption that 

organizational commitment plays an mediating role in the impact of high-commitment 

human resource management on turnover intentions further supplements and enriches 

the breadth and depth of related research. 

 

1.6.2 Practical Significance 

1)  Giving administrators of private universities a decision option for 

human resources management model. Outstanding teachers are the valuable wealth 

and resources of private universities and an im portant guarantee for their 

competitiveness and good reputation in society. Private universities need to pay 

attention to the selection, recruitment, training and maintenance of teachers and 

provide teachers with comprehensive human resource management support, salary 

and welfare protection. However, the constant loss of teachers in private universities, 
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especially the loss of some outstanding teachers and young and middle-aged 

backbone teachers, has not only increased the university management costs for 

teachers but also severely restricted the teaching quality and core competitiveness of 

private universities, which is not conducive to private higher education, and bad to the 

long-term and healthy development of education (Huang, 2012). The previous article 

found that teachers' low salary and welfare in private universities, the difficulty of 

guaranteeing occupational safety, low participation, " emphasizing usage, neglecting 

training", and limited professional development are important reasons for the high 

turnover rate of private university teachers. Therefore, the administrators of Chinese 

private universities should choose a suitable human resource management system to 

provide teachers with an environment and management system that can give full play 

to their talents and creativity, to solve the problem of the high turnover rate of 

teachers and ensure the normal operation and sound develo pment of private 

emphasizing usage, neglecting training. This study has conducted a comparative 

analysis of the differences between the controlled human resource management model 

and the high-commitment human resource management model (Table 2.1). Managers 

of private universities can choose a human resource management model suitable for 

teacher management based on management concepts and teachers and staff's situation. 

At the same time, this research focuses on the specific impact and mechanism of high-

commitment human resource management on the turnover intention of private 

university teachers so as to optimize the content of human resource management in a 

targeted manner, which may bring important reference and enlightenment to Chinese 

private university managers, This has important practical value.  

2)  It may be helpful to strengthen the preventive management of 

teacher turnover in private universities. Based on the Theory of Rational Behavior, the 

impact of high-commitment human resource management on the turnover intention of 

Chinese private university teachers may be conducted through the intermediary of 
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organizational commitment. When teachers of private universities perceive the high-

commitment human resource management content implemented by the organization, 

they may become positive or negative attitudes (organizational commitment) and 

consciously  affec t the  teacher's  tu rnover behav io r (tu rnover in ten tion ). 

Simultaneously, the impact of high-commitment human resource management on 

teachers' turnover intention in private universities in China may also be adjusted by 

job embeddedness. Managers of private universities can communicate with teachers 

in a timely and adequate manner to understand their organizational commitments and 

job embeddedness and take measures to prevent teacher resignation, which may 

resolve private university teachers' turnover intention and behavior to leave. 

 

1.7 Structure of the Study 

Based on combing and studying relevant domestic and foreign research 

literature and guiding theories, this research empirically investigates the relationship 

and extent of the impact of high-commitment human resource management on the 

turnover intention of private university teachers, and introduces mediating variables, 

organizational commitment and moderating variables, job embeddedness, to find 

which dimension of high-commitment human resource management will affect 

teachers’ turnover intentions and the magnitude of the impact, and understand its 

transmission mechanism, and then formulate targeted and practical human resource 

management optimization countermeasures, increase the commitment of private 

university teachers to the organization and reduce turnover rate. The subsequent 

structure of this research paper has the following four chapters. 

The second chapter is literature review and research hypothesis. This chapter 

firstly combs and masters Social Exchange Theory, Theory of Reasoned Action, and 

Social Embedding Theory, and related theories of human resource management 
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(human resource management model based on X-type people, human resource 

management model based on Y-type people, Motivation-Hygiene Theory), then 

provides a literature review on the concepts, structural dimensions, and related 

research of the four research variables of high -commitment human resource 

management, turnover intention, organizational commitment, and job embeddedness 

to understand. The research puts forward the hypothesis and focuses on the goal of the 

relationship and mechanism of the impact of high -commitment human resource 

management on turnover intention, and then put forward the conceptual framework of 

this research. 

The third chapter is the research method. This chapter introduces the survey 

objects and sampling procedures, the operation and establishment of survey tools, the 

formation of survey questionnaires, and the selection of statistical analysis tools. 

The fourth chapter is data analysis and hypothesis testing. This chapter first 

introduces the collection and processing of data, including descriptive statist ical 

analysis, multivariate positiveness test, common method deviation test, followed by 

factor analysis, reliability test, CFA, validity test, using AMOS 24.0 software to test 

the direct effect hypothesis and mediating effect hypothesis, using variance-based 

PLS-SEM software to test moderating effect hypothesis, and finally summarizing the 

hypothesis test results. 

The fifth chapter is conclusion and suggestion. This chapter first discusses and 

summarizes the relevant research, and then puts forward specific suggestions for the 

optimization of human resource management in private universities, and finally 

analyzes the deficiencies and limitations of the research, and points out the future 

research directions and problems to be analyzed. 

In the specific research plan, it takes the empirical analysis methods of 

literature research, and questionnaire survey are mainly used to obtain first-hand data. 

By combining domestic and foreign literature on high-commitment human resource 
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management, organizational commitment, turnover intention, job embeddedness. to 

understand and grasp the existing research and latest developments in this field as a 

basis as to propose the theoretical direction of this research. Using the questionnaire 

survey method, the questionnaire survey was conducted on the teachers of 33 private 

universities in Jiangxi Province through the questionnaire star, which provided first-

hand data for the development and demonstration of this research. This study uses 

SPSS19.0 and A M O S24.0 to carry out an exp loratory factor analysis and 

confirmatory factor analysis and path analysis, respectively, to verify the impact of 

high-commitment human resource management on turnover intention, the mediating 

effect of organizational commitment and the moderating effect of job embeddedness, 

and import other analysis tools as appropriate. 

 

1.8 Variables Definition 

To better explain the research problem, first briefly introduce the definition of 

the main variables involved in this research. The definition of detailed variables and 

related research are discussed in chapter 2. 

High-commitment human resource management: a combination of multiple 

management practices aimed at inspiring employees’ commitment to the organization, 

prompting employees to increase organizational recognition and proactively make 

behaviors beneficial to the organization. It starts with strict employee selection and 

allocation and enjoys Training and internal promotion incentive mechanism support, 

occupational safety guarantee, participation mechanism to strengthen identity 

recognition, result-oriented performance evaluation, etc., mainly through the 

organization’s first commitment to employees to achieve the purpose of improving 

employees’ commitment to the organization (Walton, 1985; Xing, 2009). 
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The controlled human resource management model of X-type people: It is 

believed that people are generally good at rest and work, they will avoid work as 

much as possible, and they are regarded as the enterprise's cost. Therefore, it is 

necessary to strengthen control and supervision through various methods to prevent 

people from being lazy, supervise them to complete their work tasks. X-type people 

are self-centered and indifferent to the organization. Their personal goals are 

contradictory to the organizational goals. Organizations must use coercive and 

punitive methods to force them to work to achieve organizational goals (Arthur, 

1992). 

The high-commitment human resource management model of Y-type people: 

It is believed that people are generally diligent, have a high degree of imagination, 

resourcefulness, and creativity in solving organizational problems. Organizations 

regard talents as a scarce resource. Therefore, it is necessary to strengthen the 

organization and the emotional connection between employees, improves employee 

commitment and makes employees unwilling to leave the organization and voluntarily 

work hard for the company. Only in this way can they develop their various potential 

capabilities (Arthur, 1992). 

Turnover: It means that the employee no longer works for the employer, and at 

the same time no longer obtains labor compensation, which is manifested as the 

termination of the relationship between the employee and the employer (Mobley, 

1977). 

Turnover intention: When an employee is dissatisfied with the current job and 

has the idea of resignation, the intention to terminate the employment relationship 

with the company, which is manifested as a tendency to resign voluntarily (Mobley et 

al., 1978). 

Organizational commitment: It is an attitude of employees to the organization. 

It can explain why employees want to stay in a certain company, and therefore it is 
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also an indicator of the degree of employee loyalty to the company. In addition to 

being restricted by contract laws and economic factors such as wages and benefits, it 

is also affected by values, ethics, ideal pursuits, emotional factors and personal 

abilities, interests and personality characteristics. These cultural and psychological 

factors play a decisive role in the organizational commitment behavior of employees 

(Ling et al., 2011). 

Job embeddedness: is a network that binds individuals to their work. 

Individuals’ work will fall into the network with the surrounding things in various 

ways. This intertwined network constitutes an environment and background closely 

related to the individual, individual and environment. The closer the network, the 

deeper the embedding of its work. Therefore, when individuals make decisions such 

as resignation, the inherent network will increase resignation difficulty (Mitchell et 

al., 2001). 

  



 

 

CHAPTER 2 

 

LITERATURE REVIEW AND RESEARCH HYPOTHESIS 

 

In order to build the conceptual framework of this study, this chapter needs to 

sort out relevant literature, learn relevant guiding theories, explores the relationship 

between variables and possible transmission mechanisms, and puts forward research 

hypotheses and theoretical frameworks. This chapter firstly combs and masters Social 

Exchange Theory, Theory of Reasoned Action, and Social Embedding Theory, and 

related theories of human resource management (human resource management model 

based on X-type people, human resource management model based on Y-type people, 

Motivation-Hygiene Theory), then sorts out the concepts , structural dimensions, 

literature review of the four research variables of high-commitment human resource 

management, turnover intention(the turnover intention variable has only one 

dimension), organizational commitment, and job embeddedness. This study also put 

forwards the hypothesis of the influence of high -commitment human resource 

management on the turnover intention of private university teachers, the hypothesis of 

mediating effect, the hypothesis of moderating effect. The purpose of this study is to 

explore the relationship and mechanism between high-commitment human resource 

management and the turnover intention, based on the above theories, this study 

explores the internal logic and connection of the influence of high -commitment 

human resource management on the turnover intention and makes theoretical analysis 

and expansion, then puts forward the conceptual framework of this study.  
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2.1 Theories 

This section plans to elaborate the core theories that will be anchored to 

support hypotheses development, at the same time, this study also introduces related 

theories of human resource management which make contribution to this study, 

especially giving administrators of private universities a decision option for human 

resources management model. This study explores the influence of high-commitment 

human resource management on teachers' turnover intention in private universities, 

introduces the mediating variable of organizational commitment and the moderating 

variable of job embeddedness to explore the transmission mechanism of this 

influence. This study uses three related theories to further explore the influence 

relationship and transmission mechanism between variables to support hypotheses 

development, and also introduces Theory Y, Theory Z, Two Factor Theory. 

 

2.1.1 Social Exchange Theory 

 The employment relationship between employees and the organization is 

essentially a value exchange. In order to obtain material value or emotional support, 

employees sell labor to the organization and transfer use-value. When employees' 

labor efforts and needs are seriously ignored, there will be thoughts and behaviors of 

leaving, and they will look for other more suitable jobs (Liu et al., 2013). In the 

process of studying the employment relationship under different cultural backgrounds, 

the existence of the social exchange process has been discovered. Especially in the 

past 20 years, the most influential theoretical framework for studying the employment 

relationship is the Social Exchange Theory (Yang, 2011). Social exchange theory is 

widely used in the field of business management, and it is an important basic theory to 

explain employee behavior in business organizations (Cropanzano & Mitchell, 2005). 

Private university and teacher's relationship is essentially a value exchange 
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relationship between the employer and the employee. This study analyzes and 

explores the motivations of teachers' resignation behavior by studying the Social 

Exchange Theory. 

George Homans proposed the Social Exchange Theory in 1964. It emerged in 

the United States and then spread widely around the world. Its emphasis on 

psychological factors in human behavior is also called a behaviorist social psychology 

theory. The theory claims that all human behaviors are governed by certain exchange 

activities that can bring rewards, emphasizing fairness, reciprocity and equality. 

Therefore, all human social activities can be attributed to an exchange, and the social 

relationship formed by people in social exchange is also an exchange relationship. It 

is an action that occurs when someone else makes a rewarding response and stops 

when someone else does not make a rewarding behavior. The object of this exchange 

includes not only material resources, such as money, services, but also social and 

emotional resources, such as appreciation, respect, and affection (Eisenberger et al., 

2001). George Homans believes that people engage in social exchanges to obtain 

benefits in exchange relationships. This exchange does not refer to the exchange of 

goods alone but also includes spiritual materials such as emotions and respect and 

puts forward the view that all human behaviors are social exchanges. In the social 

exchange relationship between the company and its employees, the company's high-

commitment human resource management provides employees with comprehensive 

selection and allocation, incentive mechanisms, performance management, 

occupational safety, participation, and strategy-based human resource planning 

support policies, in order to maximize employees' commitment to the organization, 

stimulate employees' initiative, improve organizational performance, and achieve 

organizational goals. In return, employees will show more loyalty and hard work for 

the company at work. They use organizational loyalty and hard work to repay the 

support provided by the organization, thereby reducing the tendency to leave. The 
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ultimate goal is to obtain returns, such as Bonuses, benefits,  trust. In terms of 

material, employees received promotion and training, generous work remuneration 

and benefits through exchanges; in term s of em otion, em ployees received 

occupational safety guarantees, participation in decision -m aking, and open 

communication.  

In social exchange, resources are exchanged through a process of reciprocity, 

and one party of the exchange tends to repay the other party's positive (sometimes 

negative) behavior (Cropanzano et al., 2016). As shown in Figure 2.1, every employee 

has needs and requirements for the organization and position, which are mainly 

divided into the material and emotion needs described above. When the employee 

perceives the high-commitment human resource management implemented by the 

organization, including selection and allocation, incentive mechanism, occupational 

safety, participation, performance management, and strategy-based human resource 

planning. After employees' material and emotion needs are met, employees will have 

a positive response to organizational behavior, including an increase in organizational 

commitment and a decrease in turnover intention. Therefore, based on the Social 

Exchange Theory, the organization's implementation of high-commitment human 

resource management can improve employee loyalty and organizational commitment 

and reduce turnover intention after being perceived by employees. 
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Figure 2.1  The Application of Social Exchange Theory in High-commitment Human 

Resource Management 

Note:  Compiled by the author based on George Homans' Social Exchange Theory 

 

Social Exchange Theory is one of the vital guiding theories of this research. It 

can reflect and explain the exchange relationship between organizations and 

employees. This relationship is based on equal and reciprocal material and emotional 

exchanges, which are established between organizations and employees. A close 

employment relationship is further demonstrated that the organization’s commitment 

to high-commitment human resource management can promote the improvement of 

employees’ organizational commitment and the reduction of employees’ turnover 
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intention. 

 

2.1.2 Theory of Reasoned Action 

The Theory of Reasoned Action was put forward by American scholars Ajzen 

and Fishbein in 1975. It is mainly used to analyze how attitudes consciously affect 

individual behavior and focus on the process of attitude formation based on cognitive 

information. Its basic assumption is that people are rational. Before a certain behavior, 

various information will be integrated to consider the meaning and consequences of 

its own behavior. The theoretical model of rational behavior is shown in 2.2. It is a 

general model, which proposes that any factor can only indirectly affect behavior 

through attitude and subjective criteria. Theory of Reasoned Action believes that 

individual behavior can be reasonably inferred from behavior intention to a certain 

extent, and individual behavior intention is determined by attitude toward behavior 

and subjective criteria. A person’s behavioral intention is a measure of people’s 

intention to engage in a specific behavior, and an attitude is a positive or negative 

emotion that people have about engaging in the certain target behavior. It is 

determined by the knowledge of the behavior result and the value of the result. When 

the enthusiasm of behaviors and attitudes increases, their behavioral intentions will 

also increase, and the greater the possibility of taking certain actions (Karahanna et 

al., 1999). The subjective criterion refers to the degree of perception that people who 

influence it want to use the new system. It is determined by the individual’s 

understanding of the criterion and the level of motivation to be consistent with others' 

opinions. The combination of these factors produces behavioral intentions and 

ultimately leads to behavioral changes. The Theory of Reasoned Action is a general 

model. It proposes that any factor can only indirectly affect behavior through attitudes 

and subjective criteria, which makes people have a clear understanding of the rational 

production of behavior (Harsanyi, 1971). This theory has an important implicit 
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assumption: people have the ability to completely control their behavior. However, in 

an organizational environment, individual behavior is subject to management 

intervention and the external environment. Therefore, it is necessary to introduce 

some external variables, such as situational variables and self-control variables, to 

meet research needs (Vriend, 1996).  

 

 

Figure 2.2  Theory of Rational Behavior 

Source:  Ajzen & Fishbein (1975). 

 

M ost studies have shown that Theory of Rational Behavior has a good 

explanatory power for the individual’s behavioral attitude and the process of actual 

behavior (Bagozzi,1992; Zhang Hui et al., 2011). The entire group of university 

teachers has received a high level of cultural quality education, and their personal 

cognition and behavior are closer to the "rational man" assumption in the theory of 

rational behavior (Lei & Lei, 2010). When they perceive the high-commitment human 

resource management content implemented by the organization, they will integrate 

various information to form a specific attitude, which carries positive or negative 
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emotions, such as organizational commitment, and finally consciously affects 

individual behavior (Resignation). This theory further illustrates that organizational 

commitment plays an intermediary role in the impact of high-commitment human 

resource management on teachers' turnover intention in private universities in China, 

as shown in Figure 2.3.   

 

 

Figure 2.3  Attitude Behavior Diagram of Organizational Commitment 

Note:  The author organizes data based on Ajzen and Fishbein's Theory of Reasoned 

Action. 
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embeddedness is high, the employee may not implement the resignation behavior. 

Therefore, this research is based on Social Embeddedness Theory, from the theoretical 

level to this logical reasoning and discussion. 

Social Embeddedness Theory is a theory of social interaction action proposed 

by American sociologist Mark Granovetter in the 1880s. Granovetter believes that 

sociologists overem phasize the individual's obedience to social values  and 

"oversocialized" individuals; economists overemphasize the isolation of individuals 

from society and "over atomize" individuals. The individual is neither a "social man " 

nor an "economic man," but a rational person embedded in social relations. Social 

Embeddedness Theory believes that no one is isolated but is embedded in a specific 

social structure and network of relationships; although individuals seek to maximize 

their interests, they can obtain various resources including information, emotions, 

services, etc. by means of a specific social network, thereby obtaining extensive social 

support. T herefore, ind iv iduals w ill ab ide by the norm s of in terpersonal 

communication, maintain a good interpersonal relationship to bring him long -term 

benefits (Granovetter, 1985). The frequency of internal network communication of 

Chinese companies is positively correlated with the growth of the company (Zhao & 

Aram, 1995). A good relationship can build trust with others, accelerate the 

transmission of information and cooperate to solve problems together, which can 

directly promote the performance of the company (Uzzi, 1997). Granovetter also 

proposed that portraits are "m olecule" absorbed in social relationships and 

"embedded" in social structures, and then make specific behavioral choices that 

conform to subjective judgments, such as having social status and establishing a 

stable organizational network. Before “embedded”, there is “off - embedded” 

behavior, which is the result of lack of identity and discourse system due to lack of 

attention to and participation in a particular social organization, separation from 

participation, and individual isolation without a sense of belonging. From " off -
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embedded " to " embedded," it is an interactive change of social behavior, from 

scratch to existence, from marginal to participation. 

Granovetter proposed that human purposeful behavior is embedded in 

concrete, constantly changing and developing social relationship system. It is 

impossible for actors to act and make decisions out of the social background. 

Therefore, Social Embeddedness Theory is often used to study individual behaviors in 

organizations. In the embedded environment of social organizations, individual 

behaviors will be restricted by internal and external factors (such as work and family) 

in the organization, and it has an important influence on the occurrence of individual 

behaviors (Liu and Zhao, 2017). As individuals in the organization and social 

relations, teachers in Chinese private universities will inevitably have close 

relationships with many social networks such as college organizations and families. 

The higher the degree of organization and family embeddedness, the stronger the 

sense of dependence of teachers on specific social network relationships. When they 

are dissatisfied with universities' human resource management, they will not leave 

immediately, but rationally analyze the separation from this when they leave. This 

kind of stable social network relationship brings them losses. Therefore, the theory of 

social embeddedness can better explain the moderating role of job embeddedness in 

the impact of high-commitment human resource management on teachers' turnover 

intention in private universities in China. 

 

2.1.4 Related Theories of Human Resource Management 

At the same time, this study also sorts out and introduces theories related to 

human resource management, turnover intention, including human resource 

management model based on X-type people, human resource management model 

based on Y-type people, Motivation-Hygiene Theory. 
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Human resource management model based on X-type people was proposed by 

American psychologist Douglas McGregor in 1957. This model believes that people 

are generally good at leisure, will avoid work as much as possible, so it is necessary 

for organizations to strengthen control and supervision through various methods to 

prevent people from being lazy and urge them abide by the system and complete their 

work tasks. Organizations must use coercive and punitive methods to force them to 

work to achieve organizational goals. 

Human resource management model based on Y-type people was proposed by 

American psychologist Douglas McGregor in 1957, which is opposite to Human 

resource management model based on X-type people. This model thinks that people 

are generally diligent, have a high degree of imagination, resourcefulness and 

creativity in solving problems in the organization, and regard talents as a scarce 

resource. Organization managers must respect and believe insubordinate employees, 

provide them with conditions and opportunities for work and development, and find 

ways to motivate and mobilize employees’ work enthusiasm, so that people’s 

intelligence and talents can be fully utilized to meet individual needs and goals. 

Managers of Chinese private universities can choose a human resource management 

model suitable for teacher management based on management concept and teachers' 

situation. 

Motivation-Hygiene Theory was proposed by American psychologist 

Herzberg in 1959. The theory believes that there are two main factors that cause 

people's work motivation: one is the motivation factor, which refers to the factors that 

cause employee dissatisfaction; the other is the hygiene factor, which refers to the 

factors that can cause employees to feel satisfied (Matei et al., 2016). He believes that 

only motivation factors can bring satisfaction to people, while hygiene factors can 

only eliminate people's dissatisfaction, but do not bring satisfaction. Therefore, it is 

very important for enterprises to identify and analyze motivation factors and hygiene 
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factors, and to "governance according to their aptitude". 

 

2.2 High-commitment Human Resource Management 

2.2.1 Development of High-commitment Human Resource Management 

The " control-based " management model originated from early scientific 

management, which emphasizes standardized processes and short-term work 

efficiency. Under this model, the human resource management content includes strict 

job definition, experience-based screening, process monitoring, quantitative 

assessment, limited training, and dismissal of inefficient people. This model 

effectively improved enterprises' production efficiency in the early stage of 

mechanization and standardized production (Liu et al., 2005). Until the end of the 

1970s, scholars gradually realized that this "controlling" management model had 

many drawbacks. Its management model focused on command and control, which led 

to the decline of employees’ motivation and flexibility at work, and employees did not 

establish a strong psychological contract with the organization. In the absence of 

complete vocational training and development, and occupational safety guarantees, 

employees have serious dissatisfaction with their jobs and even leave their jobs 

(Ouchi, 1979). Walton (1985) proposed that the "commitment-based" management 

model can make up for the defects of the "control-based" management model. It aims 

to stimulate employees' commitment to the organization. Commitment-based human 

resource management may be more effective in improving production efficiency. 

Human resource management researchers put forward the commitment-oriented 

human resource system for the first time, which is different from the traditional 

controlled human resource management. Commitment-based human resource 

management is also called high-commitment human resource management. Walton 

believes that high-comm itment human resource managem ent can stimulate 
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employees’ commitment to the organization through strict staff selection and 

allocation, extensive training, communication and participation, and differentiation 

strategy (Walton, 1985). The controlled human resource management model of X-type 

people believes that people are generally good at leisure, will avoid work as much as 

possible, and regard people as the cost of the enterprise, so it is n ecessary to 

strengthen control and supervision through various methods to prevent people from 

being lazy and urge them abide by the system and complete their work tasks. X-type 

people are self-centered and indifferent to the organization. Their personal goals are 

contradictory to the organization's goals. Organizations must use coercive and 

punitive methods to force them to work to achieve organizational goals. The high -

commitment human resource management model of Y -type people believes that 

people are generally diligent, have a high degree of imagination, resourcefulness and 

creativity in solving problems in the organization, and regard talents as a scarce 

resource. Therefore, it is necessary to strengthen the emotional connection between 

organization and employees and increases commitment of employees, so that 

employees are reluctant to leave the organization and willingly work hard for the 

company, only in this way can they develop their various potential capabilities. 

Organization managers must respect and believe insubordinate employees, provide 

them with conditions and opportunities for work and development, and find ways to 

motivate and mobilize employees’ work enthusiasm, so that people’s intelligence and 

talents can be fully utilized to meet individual needs and goals, at the same time 

accomplish the goal of the organization (Arthur, 1992). The core of controlled human 

resource management is to "reduce costs" through clear rules and regulations to 

regulate employees' work tasks and standardize employee behavior. Employees have 

clear job descriptions and limited job training, reducing direct labor costs and 

improving production efficiency. The core of high-commitment human resource 

management is "maximization of commitment," emphasizing the relationship  of 
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mutual trust and mutual commitment between the organization and employees and 

guiding employees to spontaneously make behaviors that are beneficial to the 

organization's output by influencing their commitment and motivation (Arthur, 1994).  

 

Table 2.1  Comparison of the Difference between High-commitment and Controlled 

Human Resource Management Model 

Manage 

Content 

High-commitment Human 

Resource Management 

Controlled Human Resource 

Management 

Recruitment Emphasize personal 

characteristics and development 

potential. 

Emphasize personal work skills. 

Training Wide range of knowledge and 

skills. 

Limited application of knowledge 

and skills. 

Performance 

evaluation 

Behavior and result orientation, 

focusing on employee 

development. 

Results-oriented, emphasizing the 

control of employees. 

Salary High wages and benefits, 

contingency, emphasizing 

performance-based. 

Low wages and benefits, fixed, 

emphasizing based on work or 

seniority. 

Promotion The internal labor market, 

broad and flexible. 

The external labor market is narrow 

and difficult to convert. 

Job security High security. Low guarantee. 

Work 

organization 

Broad job definition, self-

management team, high 

participation. 

Narrow job definition, personal 

work, low participation. 

 

Source:  Arthur (1994). 
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Controlled and high-commitment human resource management both achieve 

the purpose of improving organizational efficiency and performance by influencing 

employees' attitudes and behaviors. The difference between the two is mainly 

manifested in two aspects: First, in the realization of organizational goals, the 

controlled human resource management usually adopts direct methods to restrain 

employees' behaviors, such as regulating employee behaviors through strict systems 

and strict supervision methods. High-commitment human resource management 

emphasizes the establishment of a psychological connection between the organization 

and employees and indirectly guides employees to spontaneously perform more 

behaviors expected by the organization by affecting their commitment and motivation 

(Whitener, 2001). Second, there are big differences in terms of managing content, 

such as employee recruitment, training, performance evaluation, salary, promotion, 

job security, and work organization. In terms of employee recruitment, high -

commitment human resource management focuses on examining the differences in 

personal characteristics, different people are suitable for different positions, and their 

moldability and development potential are also quite different, while controlled 

human resource management focuses on examining employees’ existing jobs relevant 

skills and proficiency, directly tell employees very clear work content, they must be 

able to create value for the organization immediately. In terms of employee training, 

high-commitment human resource management regards employees as human 

resources, which are intelligent and creative. After a complete organizational training, 

Employees can acquire long-term work skills and create value for the organization 

more efficiently. Controlled human resource management treats employees as 

alternative products. The relationship between the organization and employees is a 

short-term exchange relationship, Organization clearly telling employees what to do 

and how to do it. when to do it, provide less job-related training to employees. In 

terms of performance evaluation, high-commitment human resource management 
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attaches importance to the result orientation of performance appraisal and emphasizes 

behavior orientation. It focuses on identifying and evaluating employees’ behavior at 

work and paying attention to the details of employees' specific process completing 

their work. At the same time, the organization also pays attention to the correction and 

improvement of employee errors. Continuous review and inspection during the 

evaluation period help employees correct time or discover objective factors that 

enable them to achieve their personal goals, thereby effectively achieving goal 

management. Controlled human resource management only emphasizes the result 

orientation of individual performance evaluation of employees. In the process of 

performance appraisal, first set up a standard of work results for employees, and then 

compare the actual work results of employees with them, paying attention to the 

outcome rather than process, the only criterion for evaluation is to set personal 

performance goals for employees in advance, emphasizing the control of employees 

and their behavior. In terms of salary, high-commitment human resource management 

emphasizes that salary management should provide employees with higher salaries 

and benefits to achieve fairness and justice for all employees, and at the same time, 

have strong flexibility. Salary design should be based on performance to eliminate 

dissatisfaction, fully motivate employees to work, and improve organizational 

performance. On the other hand, controlled human resource management gives 

employees lower wages and benefits and reduces labor costs. The wages of employees 

are relatively fixed. The salary design is based on the employees' job positions and 

annual salary, which is inflexible. In terms of promotion, high-commitment human 

resource management mainly selects candidates for suitable positions from within the 

organization. Employees have clear and multi-channel career development channels. 

Employees' transfer and promotion are relatively flexible, and employees can learn 

new knowledge and skills. Controlled human resource management mainly recruits 

suitable candidates from the outside. The career promotion channel of internal 
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employees is narrow, the promotion is difficult, and the job exchange is also more 

difficult. In terms of job security, high-commitment human resource management 

regards employees as an important human resource. It will provide employees with 

high occupational safety protection through management systems and humanistic care 

and will not dismiss employees easily so that employees can be at ease and steadfastly 

organize their work; Even if the organization no longer needs to set up certain 

positions, it will properly arrange employees to other positions. Controlled human 

resource management regards employees as alternative products. If employees’ work 

skills do not meet the assessment requirements, they will be dismissed, and the 

organization recruits highly skilled employees, or when the organization does not 

need to set up certain positions, the employees in these positions will be fired. In 

terms of work organization, employees' work content under the high -commitment 

human resource management is relatively broad. There are strong teamwork and 

management between the organization and employees. The organization often shares 

corporate information with employees, and employees communicate more with the 

company and have a formal dispute settlement mechanism with high employee 

participation. However, the work content of employees under controlled human 

resource management is narrow. There is little communication between employees 

and the organization, there is no formal dispute resolution mechanism, and employees 

rarely influence the organization's management decision-making (Arthur, 1994). The 

difference between controlled human resource management and high commitment 

human resource management model is shown in Table 2.1. 

 

2.2.2 Definition of High-commitment Human Resource Management 

Since the content of high-commitment human resource management is 

multifaceted, scholars have different research focuses, mainly holding the following 

three views. The first category is the individual behavior-oriented view. Scholars 
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believe that the focus of high-commitment human resource management is to 

stimulate employees’ commitment to the organization, to shape the individual’s 

proactive behavior, and to emphasize the establishment of emotional connections 

between employees and the organization, to make it more stand in the perspective of 

the organization to consider the problem, rather than l ike the controled human 

resource management through the implem entation of strict supervision and 

management to restrict the behavior of individuals (Walton, 1985). The second 

category is the organization's goal-oriented view. Scholars believe that high -

commitment human resource management is to allow employees to feel the support 

and convenience brought by the organization and form a psychological link with the 

organization so that they will more agree with the organization's goals, And 

implement it into its work objectives, to better complete the organization’s work task 

objectives, thereby achieving the organization’s goal-oriented role for employees 

(Arthur, 1994; Guest, 1997; Wood & Menezes, 1998). The third category is a 

strategic-oriented view. Scholars believe that high-commitment human resource 

management is an important strategic support for a organization's strategy, and it 

should be closely related to the organization 's development strategy. After the 

organization implements high-commitment human resource management, the 

employee's sense of identity with organization will make employees highly agree with 

the organization's strategic goals, and then achieve the organization's strategic 

orientation to achieve the purpose of advancing the organization's strategy (Bou & 

Beltran, 2005). Some scholars start from the perspective of practical content and 

believe that high-commitment human resource management is a management method 

for companies to make commitments to employees first. It starts with strict employee 

selection and allocation, enjoys training and internal promotion incentive mechanism 

support, occupational safety guarantee, participation mechanisms strengthen identity 

recognition, result-oriented performance evaluation, etc., so that employees and the 
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organization can reach an agreement (Xing, 2009). 

The individual behavior-oriented viewpoints, organizational goal-oriented 

viewpoints, and strategic-oriented viewpoints put forward by scholars in high -

commitment human resource management are based on their different perspectives 

and focuses on explaining how to promote employees’ recognition and commitment to 

the organization and then achieve organizational purpose. Although the definition of 

high-commitment human resource management has not yet been unified, this research 

believes that high-commitment human resource management is a combination of 

multiple management practices aimed at inspiring employees’ commitment to the 

organization, prompting employees to increase organizational recognition and 

proactively make behaviors beneficial to the organization. It starts with strict 

employee selection and allocation and enjoys training and internal promotion 

incentive mechanism support, occupational safety guarantee, participation mechanism 

to strengthen identity recognition, result-oriented performance evaluation, etc., mainly 

through the organization’s first commitment to employees to achieve the purpose of 

improving employees’ commitment to the organization (Walton, 1985; Xing, 2009), 

this study adopts this connotation definition. 

 

2.2.3 The Dimensional Composition of High-commitment Human 

Resource Management 

High-commitment human resource management dimensions mainly include 

the following aspects: 1) Employee selection and allocation: refers to the selection of 

outstanding employees in accordance with strict recruitment procedures and optimal 

job allocation to give full play to the capabilities of employees. A standardized 

recruitment process can give candidates a good first impression of the company. The 

recruitment process is a process of selection by both parties. The optimal job 

configuration is a necessary condition for smooth communication and a good working 
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environment in the later stage (Lepak & Snell, 2002; Collins & Smith, 2006; Kuvaas, 

2008); 2) Training: refers to whether the company provides extensive and formal 

training for employees so that they can acquire the skills needed for the job. Training 

can improve employees' working ability, strengthen the accumulation of professional 

knowledge, and facilitate company employees to complete their work smoothly and 

efficiently (Lepak & Snell, 2002; Miles & Snow, 1984; Osterman, 1987); 3) 

Performance evaluation: refers to the evaluation of employees following a set of 

standards and procedures when the company evaluates employees, which is result-

oriented. Performance evaluation is a management communication activity between 

business m anagers and em ployees. It conveys the values and goals of the 

organization, prompts employees to pay more attention to their performance, and find 

ways to improve working methods to achieve higher performance results (Kerr & 

Slocum, 1985; Kuvaas, 2008; Lepak & Snell, 2002; Sonnenfeld et al., 1988); 4) 

Salary incentives: refers to the establishment of a system that allows companies to 

give full play to the incentive role of the salary system, and provides employees with 

flexible salary packages as a return for their labor. Giving equal compensation is a 

manifestation of employee value, and employees will have a sense of recognition , 

which is an indispensable condition for employees to integrate into the workgroup 

(Boselie et al., 2001; Lepak & Snell, 2002); 5) Participation: refers to whether the 

company has a formal complaint channel and employee participation decision-making 

m echanism . Participation can enhance em ployees’ sense of belonging and 

organizational identity (Delery & Doty, 1996; Boselie et al., 2001); 6) Occupational 

safety: refers to whether the company adopts formal or informal employment security 

policies to improve employees’ sense of security. Occupational safety can improve 

employees' and teams' stability and encourage employees to work better (Miles & 

Snow, 1984; Osterman, 1987); 7) Diversified communication and exchange: It means 

that the  com pany  regards em ploy ees as  good  partn ers . T hro ugh  activ e 
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communication, the company can convey the company's vision to the employees and 

get the employees' recognition. Employees can also express their opinions to the 

company and get recognition from the company. Diversified communication and 

exchanges can quickly realize information transmission and feedback between 

employees and organizations and improve work efficiency. (Sonnenfeld et al., 1988). 

Due to society's different nature, traditional culture, and development 

background, Chinese corporate culture is quite different from that of the West. In 

terms of management methods, Western corporate management is based on rational 

thinking, results-oriented, and more inclined to change and development. The 

management method is flexible and open; Chinese companies use emotional 

management as a link, consider consequences, focus on results, and emphasize the 

role and value of human beings advocate a conservative management method 

characterized by stability and immobilization, and the management philosophy is not 

easy to change (Liu, 2011). In terms of the relationship between employees and 

leaders, western employees have a deep-rooted sense of democracy and fully express 

their rights. Companies encourage employees to actively participate in the decision-

making and implementation process. In contrast, Chinese employees are less 

proactive in expressing personal views and ideas and are willing to obey leaders. 

According to the opinions, business managers advocate personal authority  and 

command in work management and development (Wang et al., 2013). In terms of 

employees’ working attitudes, a sound salary incentive mechanism enables western 

employees to obtain material satisfaction and pleasure through their own efforts, 

capable employees can be promoted quickly, and employees have a positive attitude 

and pioneering work attitude. However, in some companies in China, the employees 

lack initiative and enthusiasm due to the lack of fairness and efficiency in the salary 

incentive mechanism (Hu, 2012). Due to the difference between Chinese corporate 

culture and the West, Chinese scholars seldom directly use research results outside of 
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China, Xing was the first to propose a dimensional division suitable for China and the 

six-dimensional structure and measurement scale of Xing (2009)’ high commitment 

human resource management in university was widely used in China (Li, 2017; Li & 

Lai, 2019; Li & Zheng, 2018), the six-dimensional structure includes: selection and 

allocation, incentive mechanism, occupational safety, participation, performance 

management, and strategy-based human resource planning, see Table 2.2. Among 

them, the selection and allocation dimension refers to the fact that university 

administrators extensively introduce excellent teachers, set perfect selection standards 

and levels, and the arrangement of positions is reasonable; the incentive mechanism's 

dimension includes three aspects of training, incentive compensation, and internal 

prom otion. They are three different m anifestat ions of the m echanism ; the 

occupational safety dimension refers to the formal or informal occupational safety 

guarantee system adopted by college managers to enhance teachers’ sense of 

occupational safety and elim inate the psychological burden of anxiety; the 

participation dimension is the human-oriented spirit of college managers Important 

manifestation, Teachers are allowed to participate in teaching management decision-

m aking, pay attention to the requirem ents of teachers, and carry out open 

communication; the performance management dimension refers to the continuous 

communication process between university managers and teachers on performance, 

through the constant and dynamic process of communication, clarify the tasks and 

performance goals of teachers and employees, and determine the measurement 

methods for the results of teachers; the strategic-based human resource planning 

dimension is an urgent need for university managers to optimize the allocation of 

human resources, according to the development of universities strategies, goals, and 

changes in the internal and external environments of the organization, consider the 

development and allocation of human resources in universities from a strategic 

perspective, and continuously tap the potential of teachers. This research will also 
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draw on the dimension division of Xing (2009).  

 

Table 2.2  The Dimensional Composition of High-commitment Human Resource 

Management by Western Scholars and Chinese scholar Xing 

Main Views of Western Scholars Chinese Scholar-Xing (2009) 

Dimension Definition Dimension Definition 

Selection and 

allocation 

The company selects 

outstanding employees 

in accordance with strict 

recruitment procedures 

and conducts optimal 

job allocation to give 

full play to the 

capabilities of 

employees. 

Selection and 

allocation 

University 

administrators have 

introduced extensively 

excellent teachers and 

set complete selection 

standards and levels, and 

the arrangement of 

positions is reasonable. 

Salary The company formulates 

a system to give full 

play to the salary 

system's incentive role 

and provides employees 

with flexible salary 

packages as a return for 

their labor. 

Incentive 

mechanism 

The three aspects of 

training, incentive 

compensation, and 

internal promotion are 

three different 

manifestations of the 

incentive mechanism. 

Occupational 

safety 

Whether the company 

adopts formal or 

informal employment 

security policies to 

improve employees’ 

sense of security in 

employment. 

Occupational 

safety 

University 

administrators adopt 

formal or informal 

occupational safety 

guarantee systems to 

enhance teachers’ 

occupational safety and 
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Main Views of Western Scholars Chinese Scholar-Xing (2009) 

Dimension Definition Dimension Definition 

eliminate the 

psychological burden of 

anxiety. 

Participation Does the company have 

formal complaint 

channels and employee 

participation decision-

making mechanisms? 

Participation It is an important 

manifestation of the 

people-oriented spirit, 

allowing teachers to 

participate in teaching 

management decision-

making, paying attention 

to teachers' 

requirements, and 

conducting open 

communication. 

Performance 

evaluation 

When an enterprise 

evaluates its employees, 

it is evaluated in 

accordance with a set of 

standards and 

procedures, which is 

result-oriented. 

Performance 

management 

It is the process of 

continuous 

communication between 

university managers and 

teachers on performance 

through constant and 

dynamic communication 

between teachers and 

managers, clarifying 

teachers and employees' 

tasks and performance 

goals, and determining 

the measurement 

methods for teachers 

and employees. 
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Main Views of Western Scholars Chinese Scholar-Xing (2009) 

Dimension Definition Dimension Definition 

Training Does the company 

provide employees with 

extensive and formal 

training to enable them 

to acquire the skills 

needed for the job? 

Strategy-

based human 

resource 

planning 

College administrators 

have an urgent need to 

optimize the allocation 

of human resources. 

According to the 

development strategy, 

goals of the college, and 

the changes in the 

organization's internal 

and external 

environment, the 

development and 

allocation of human 

resources in universities 

are considered from a 

strategic perspective, 

and the potential of 

teachers is constantly 

tapped. 

Diversified 

communication 

and exchange 

The company regards 

employees as good 

partners. Through active 

communication, the 

company can convey the 

company's vision to 

employees and get 

employees' recognition. 
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2.2.4 Outcomes of High-commitment Human Resource Management 

A t present, relevant research on high -com m itm ent hum an resource 

management focuses on outcome variables, which can be divided into two aspects: 

organizational level and individual level research. 

Research on the organizational level of high-commitment human resource 

management focuses on outcome variables such as organizational performance, 

organizational competition, and organizational innovation. Scholars' research on more 

than 900 companies in different industries in the United States found that the content 

of high-commitment human resource management, such as strict recruitment and 

selection before em ploym ent, a form al perform ance appraisal sys tem  after 

employment, performance-based compensation policies, job design, will significantly 

improve employee productivity and organizational performance (Huselid, 1995). 

Through a survey of high-tech companies, some scholars have found that high -

commitment human resource management can significantly predict sales growth rates 

and new product profits and increase economic output. (Collins & Smith, 2006; 

Zhang et al., 2015). High-commitment human resource management has a significant 

role in promoting the competitive advantage of organization (Boselie et al., 2001; 

Delery & Doty, 1996; Guest, 1997), and scholars have combined the dual perspectives 

of organizational climate and innovation and found that high -commitment human 

resources m anagem ent does not directly generate advantages for corporate 

competition, but enhances corporate competitiveness through the continuous 

intermediary of social atmosphere and exploratory innovation (Wang, 2016). There is 

a positive relationship between high-commitment human resource management and 

organizational innovation (Fu et al., 2015; Tian & Zhang, 2015). 

Research on the individual level mainly focuses on the field of employee 

attitudes and behavioral outcome variables. In the study of high-commitment human 

resource management on the individual level, employee attitudes mainly include 
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organizational commitment, job satisfaction, job well-being, psychological contract, 

organizational identification. High-commitment human resource management forms a 

psychological agreement with employees through training, promotion and long-term 

work safety practices, and makes employees have more organizational commitments 

to the company (Lu & Yang, 2005; MacDuffie, 1995; Pfeffer, 1998; Song et al., 

2018). High-commitment human resource management affects the formation of 

emotional commitment, normative commitment, and continuous commitment of 

organizational commitment, and employees have a positive response to the practice of 

high-commitment (Conway & Kathy, 2008). High-commitment human resource 

management content implemented by the organization, such as performance return, 

occupational safety protection, and job promotion, has a positive effect on employees’ 

job satisfaction, and employees show a satisfactory attitude after comparing 

individual contributions and gains (Appelbaum et al., 2000; Hu & Chen, 2016; Zhang 

& Liu, 2020). Some scholars also focus on job well-being. They found that there is a 

positive relationship between high-commitment human resource management and 

employees’ job well-being. After companies implement high-commitment human 

resource management, it helps managers and employees establish a good sense of 

trust between them, and form a mutually helpful working atmosphere within the 

organization, and enhance the happiness of employees at work (Yan, 2016; Yin et al., 

2019). Through high-commitment human resource management, the organization 

provides employees with generous benefits and a broad development platform, 

thereby obtaining employees' psychological contract with the organization, building a 

close psychological connection with the  organization, and fulfilling its due 

responsibilities in daily work (Ehrnrooth & Bjorman, 2012). At the same time, high-

commitment human resource management can enable employees to generate 

organizational identity and reach a higher degree of consensus on the level of culture 

and values (Huang & Liu, 2016; Wang & Sun, 2017). Employees' behavior mainly 
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includes turnover behavior, innovation behavior, knowledge-sharing, forward-looking 

behavior, individual performance, etc. Scholars have made many research results. 

Scholars have found that high-commitment human resource management practices 

can reduce employees' turnover rate (Alfes et al., 2013; Arthur, 1994; Song et al., 

2018). High-commitment human resource management advocates giving full play to 

employees' innovative capabilities and stimulating and promoting employees’ creative 

behavior (Prieto & Santana, 2014). Scholars also found that high-commitment human 

resource management has more advantageous than controlled human resource 

management in affecting employees’ knowledge sharing capabilities, for example, 

extensive training can enhance em ployees’ ability to share knowledge, and 

participation and communication can enhance language sharing and interpersonal 

relationships between employees, thus positively influencing the organization's flow 

of knowledge (Tian, 2015). The study found that high-commitment human resource 

m anagem ent em pow ers em ployees to m ake m ore independent judgm ents, 

participation, and open communication at work, prompting employees to break 

through the current environmental constraints, spontaneously and actively take 

proactive and predictive behaviors to change the status quo, high-commitment human 

resource management has a significant positive impact on employees' forward -

looking behaviors (Lin & Li, 2016)). The empirical research also found that high-

commitment human resource management pays attention to employees' long -term 

benefits and career development and shapes their expected employee behaviors, 

which will significantly improve employees' personal performance (Liu & Zheng, 

2015; Hu & Chen, 2016). In summary, the existing literature is divided and sorted 

according to the different levels of research objects, as shown in Table 2.3. 
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Table 2.3  A Review of Literature Research on the Outcome Variables of High 

Commitment Human Resource Management 

Level type Variables Findings Representative 

Research 

Organizational 

level 

Organizational 

performance 

HCHRM 

significantly 

improve employee 

productivity, sales 

growth rates and 

economic output. 

(Collins & Smith, 

2006; Huselid, 

1995; Zhang, 

2015). 

Organizational 

competition 

HCHRM has a 

significant role in 

promoting the 

competitive 

advantage of 

organization. 

(Boselie et al., 

2000; Deleiy & 

Doty, 1996; 

Guest, 1997; 

Wang, 2016). 

Organizational innovation There is a positive 

relationship 

between HCHRM 

and organizational 

innovation 

(Fu et al., 2015; 

Tian & Zhang 

2015). 

Individual 

level 

Attitude 

 

 

 

organizational 

commitment 

HCHRM makes 

employees have 

more 

organizational 

commitments to 

the company. 

(Conway & 

Kathy, 2008; Lu 

& Yang, 2005; 

MacDuffie, 1995; 

Pfeffer, 1998; 

Song et al., 

2018). 

 Job 

satisfaction 

HCHRM has a 

positive effect on 

(Appelbaum et 

al., 2000; Hu & 
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Level type Variables Findings Representative 

Research 

employees’ job 

satisfaction and 

employees show a 

satisfactory attitude 

after comparing 

individual 

contributions and 

gains. 

Chen, 2016; 

Zhang & Liu, 

2020). 

 Job well-being there is a positive 

relationship 

between HCHRM 

and employees’job 

well-being.  

(Yan, 2016; Yin, 

2019). 

 Psychological 

contract 

Through HCHRM, 

the organization 

can obtains 

employees' 

psychological 

contract and builds 

a close 

psychological 

connection, and 

fulfills its due 

responsibilities in 

daily work. 

(Ehrnrooth & 

Bjorman, 2012). 

 Organizational 

identification 

HCHRM can 

enable employees 

to generate 

organizational 

(Huang & Liu, 

2016; Wang & 

Sun, 2017). 



 52 

Level type Variables Findings Representative 

Research 

identity and reach a 

higher degree of 

consensus on the 

level of culture and 

values. 

  

 

 

Behavior 

 

 

Turnover 

behavior 

HCHRM can 

reduce employees' 

turnover rate. 

(Alfes et al., 

2013; Arthur, 

1994; Song et al., 

2018). 

Innovation 

behavior 

HCHRM advocates 

giving full play to 

employees' 

innovative 

capabilities and 

stimulating and 

promoting 

employees’ 

creative behavior. 

(Odoardi et al., 

2014; Prieto & 

Santana, 2014; 

Wang & Sun, 

2017; Yan & Bai, 

2016). 

Knowledge-

sharing 

behaviours 

HCHRM can 

enhance 

employees’ 

knowledge sharing 

capabilities. 

(Kim et al., 2014; 

Tian, 2015). 

Forward-

looking 

behavior 

HCHRM has a 

significant positive 

impact on 

employees' 

forward-looking 

behaviors. 

(Lin & Li, 2016). 
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Level type Variables Findings Representative 

Research 

Individual 

performance 

HCHRM pays 

attention to 

employees' long-

term benefits and 

shapes their 

expected employee 

behaviors, which 

will significantly 

improve 

employees' 

personal 

performance. 

(Hu & Chen, 

2016; Liu & 

Zheng, 2015). 

 

Note:  Literature compilation 

 

2.3 Turnover Intention 

As previous studies have pointed out, high-commitment human resource 

management can reduce employees’ turnover intentions. This research will continue 

to explore the concept of turnover intentions, related research. 

 

2.3.1 Definition of Employee Turnover 

Employee turnover means that the employee no longer contributes to the 

employer's work, and at the same time, no longer receives labor compensation, which 

is manifested in the termination of the relationship between the employee and the 

employer (Mobley, 1977). Some scholars believe that employee resignation refers to a 

change in the status of an employee's position in the company. This change includes 
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post resignation and changes in status, such as job transfer, promotion, demotion, and 

retirement (Price, 2001). Price's definition of the concept of employee turnover is 

greater than that of Mobleys’. Considering that this research focuses on the high 

turnover rate of professional teachers in private universities in China, this kind of 

turnover is manifested in the abnormal and voluntary departure from universities, 

rather than changes in position and retirement. This study adopts Mobley's definition 

of the concept of employee turnover, which only refers to the employee's resignation 

and the termination of the employment relationship with the employer and does not 

include the transfer, promotion, demotion and retirement of employees. 

Turnover can be divided into voluntory turnover and passive turnover. The 

difference is mainly manifested in the employee or the company who decides  to 

resign. Voluntary turnover is the resignation behavior of em ployees after a 

comprehensive evaluation of various factors. The employees themselves propose it. 

Under normal circumstances, companies are difficult to detect and passively accept 

the resignation of employees. Passive turnover is the behavior of an enterprise that 

decides to dismiss an employee based on the employee's work conditions and the 

enterprise's own considerations. This type of employee turnover is predetermined by 

the enterprise and can be freely controlled (Huang, 1992). Compared with the 

voluntary resignation of employees, the company has a higher degree of control over 

passive resignation and dismisses those employees who do not meet the job 

requirements or do not need it according to the needs of the company. Most of the 

employees who voluntarily resign meet the job requirements. Their voluntary turnover 

behavior usually brings greater losses to the company, which companies try to avoid. 

Therefore, whether it is theoretical research or practical exploration, everyone pays 

more attention to and researches voluntary turnover behavior. This research can retain 

talents for enterprises and restore the loss of talent loss. Research on employee 

turnover by domestic and foreign scholars mainly focuses on the field of voluntary 
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turnover. 

In summary, the employee turnover in this study will adopt the definition of 

Mobley (1977). Simultaneously, the employee turnover in this study refers to 

voluntary turnover rather than passive turnover. This type of research is more 

practical. 

 

2.3.2 Definition of Turnover Intention 

Turnover intention is when an employee is dissatisfied with the current job 

and has the idea of resignation, the intention to terminate the employment relationship 

with the company, which is manifested as a tendency to resign voluntarily (Mobley et 

al., 1978). W hen employees are dissatisfied with the current salary, working 

environment, etc., they will have a tendency to resign and then look for more suitable 

jobs. Suppose other jobs are more advantageous and attractive than the current job. In 

that case, voluntary resignation will occur. From the process point of view, the 

turnover intention is a prerequisite for employees to leave. The turnover intention is 

first, and then the turnover behavior occurs. Turnover behavior is the behavioral 

manifestation of the employee's turnover intention. Turnover intention is a crucial 

indicator for predicting whether an employee will leave or not. It is manifested as the 

tendency or attitude of voluntary turnover (Miller et al., 1979). Scholars' opinions on 

the predictive effect of turnover intention on turnover behavior are relatively 

consistent. Turnover intention is currently the most feasible variable to predict the 

occurrence of turnover behavior. Turnover intention is the stage before the occurrence 

of turnover behavior, which is then transformed into actual turnover behavior (Kraut, 

1979). The turnover intention is manifested as a kind of turnover attitude or tendency, 

and the turnover behavior is the actual turnover behavior. There are a difference and 

connection between turnover intention and turnover behavior. The turnover intention 

is the last stage before the employee's turnover behavior. It can be used as a k ey 
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indicator to predict whether an employee will leave. It is based and feasible to predict 

the occurrence of employee turnover behavior through turnover intention. It provides 

a key indicator for companies to predict employee turnover, which can be applied in 

practice. 

The concept of turnover intention in this research still refers to the definition 

given by Mobley et al. (1978). Simultaneously, to facilitate the measurement and 

prediction of teachers' turnover behavior in private universities, this research refers to 

the usual practice of most scholars, as a key indicator of resignation behavior.  

 

2.3.3 The Antecedents of Turnover Intention 

From the perspective of structural division, the antecedents (influencing 

factors) of employee turnover intention can be divided into five parts: work factors, 

company factors, environmental factors, attitude factors, and individual factors (Liu, 

2006).  

Regarding the factors of the work itself, it mainly includes the salary of the 

employees, the content of the work, the degree of difficulty, work pressure, etc. There 

is a very significant negative correlation between employee compensation and 

turnover intention (Jenkins & Lawler, 1981; Mobley, 1982; Wilson & Peel, 1991). 

Long hours of work, poor working environment, and repetitive work will affect 

employees’ perceptions of the company and their work, which can easily lead to 

reduced employee satisfaction, which in turn will lead to varying degrees of 

resignation tendency, if internal and external conditions are appropriate, employees 

will leave (Liu, 2006; Mowday & Steers, 1983). Employees feel pressure from their 

superiors, colleagues, and the organization's environment and face problems such as 

excessive workload and unclear work tasks, which will have a significant positive 

impact on their turnover intention (Nie, 2016).  
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Regarding company factors, it mainly includes company management, job 

development, organizational support, and organizational fairness. Human resource 

management can reduce the turnover intention of employees (Alfes et al., 2013; 

Arthur, 1994; Song et al., 2018). The career advancement and development of 

employees is the decisive variable that affects their turnover intention (Zhang & 

Zhang, 2007). Some scholars have found that organizational support will m ake 

employees generate a kind of self-identity; that is, they perceive that they are 

important members of the organization and have less turnover behavior (Eisenberger 

et al., 1990; Wayne et al., 1997). Organizational fairness is negatively related to 

employee turnover intention. If employees perceive that the organization is fair in 

performance appraisal and benefit distribution, their motivation to leave the 

organization is reduced (Daly & Geyer, 1994).  

Regarding environmental factors, it mainly includes job embeddedness, 

employment opportunities, employment situation, social security, etc. There is a 

significant negative relationship between job embeddedness and employee turnover 

(Crossley et al., 2007; Tanova & Holtom, 2005). The employee’s resignation tendency 

depends on their resignation desire and the difficulty of obtaining employment. 

Employment opportunities in the external environment will attract employees, make 

them dissatisfied with the existing job, and then decide to resign (March & Simon, 

1958; Jackofsky & Peters, 1983). When employees have a better employment 

situation in the labor market, the cost of changing jobs and the probability of finding a 

job will increase, and employees will have a stronger tendency to leave (Mobley et 

al., 1978; Mowday & Steers, 1979).  

Regarding attitude factors, it mainly includes job satisfaction, organizational 

commitment, etc. There is a significant negative correlation between employee job 

satisfaction and turnover intention (Tettt & Meyer, 1993). Organizational commitment 

has a negative predictive effect on turnover intention. Many scholars have suddenly 
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emphasized the use of organizational commitment to explain turnover. It is negatively 

correlated with turnover intention and turnover (Hom & Griffith, 1995; Mathieu & 

Zajac, 1990; Mowday & Steers, 1983; Peng, 2018).  

Regarding individual factors, it mainly includes the employee's gender, age, 

marital status, education level, working years, etc. The age, education level, and 

working years of employees have an important influence on their turnover intention 

(Mobley, 1982). Employees’ age is negatively correlated with their turnover intention; 

the younger the age, the higher their turnover intention (Manlove & Guzell, 1997). 

Research has also shown that compared to unmarried colleagues, married employees 

are more satisfied with their jobs and relatively less inclined to quit (Judge et al., 

1997). 

In summary, there are many influencing factors of turnover intention, and the 

impact is different. Since this research is dedicated to solving the problem of the high 

turnover rate of teachers in private universities in China, it explores the main reasons 

for turnover and the influence transmission mechanism. In order to better achieve the 

research goals, this research focuses on the employers of private universities teachers, 

and uses its high-commitment human resource management as the starting point and 

endpoint to explore the impact of high-commitment human resource management on 

the turnover intention of Chinese teachers. This study introduce attitude factor of 

organizational commitment and environmental factor of job embeddedness, explore 

the transmission mechanism of influence. 

 

2.4 Organizational Commitment 

As the previous research also pointed out, high-commitment human resource 

management can promote employees’ organizational commitment, organizational 

commitment has a negative predictive effect on turnover intention. Many scholars 
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have emphasized the use of organizational commitment to explain turnover, which is 

negatively related to turnover intention and turnover behaviour. This research will 

explore the conceptual definition, dimensional composition, and related research of 

organizational commitment. 

 

2.4.1 Definition of Organizational Commitment 

In the 1960s, A m erican sociologist Becker proposed the concept of 

organizational commitment. From the perspective of "economic man" in economics, 

he analyzed that employees had to increase their own investment and stay in the 

organization to gain benefits in the organization. A psychological phenomenon is that 

the more employees invest in the company, the stronger the sense of organizational 

commitment. He did not conduct systematic research after proposing this concept, 

thus failing to attract social attention (Zheng et al., 2010). In 1974, organizational 

behavior scientist Buchanan redefined the organizational commitment of employees. 

He believed that organizational commitment is an employee’s identification and 

emotional attribution of organizational goals and values, and this identification and 

attribution stems from the organization’s own charm, rather than its utilization value, 

employees are reluctant to leave a certain unit, because they have a lot of emotional 

dependence on the organization, rather than that they unilaterally invest too much or 

worry about losing benefits such as pensions, but Porter et al. (1974) believe that 

organizational commitment is the relative strength of employees' identification and 

investment in their organization. Organizational commitment has three attributes: 1) 

Firmly believe in the goals of the organization, agree with and accept the values of the 

organization; 2) Spontaneously do their best for the organization; 3) Desire to be able 

to continue working in the organization. The definition clearly states that employees 

who have a commitment to the organization will have the above three qualities, while 

employees who have no commitment to the organization do not have these three 
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qualities. Organizational commitment reflects the sense of identity and belonging of 

the members of the organization to the organization. It is the responsibility and 

obligation of employees to the organization. It stems from the recognition of the 

organization’s goals, which derives certain attitudes (Hrebiniak & Alutto, 1972; 

M owday et al., 1979). M ayer &  Allen (1991) proposed that organizational 

commitment is a mental state or stereotype, which has the following functions: first, it 

can characterize the relationship between employees and the organization; second, it 

is about leaving and retaining employees Decisions have implications. Ling et al. 

(2011) put forward the concept of organizational commitment on the basis of previous 

research. That is, organizational commitment is an attitude of employees to the 

organization. It can explain why employees want to stay in a certain company, and 

therefore it is also an indicator of the degree of employee loyalty to the company. In 

addition to being restricted by contract laws and economic factors such as wages and 

benefits, it is also affected by values, ethics, ideal pursuits, emotional factors and 

personal abilities, interests and personality characteristics. These cultural and 

psychological factors play a decisive role in the organizational commitment behavior 

of employees. Due to the diversity of determinants, the psychological structure of 

organizational commitment is also multidimensional. This research will adopt the 

definition of organizational commitment by Ling et al. (2011). 

 

2.4.2 The Dimensional Composition of Organizational Commitment 

In the 1990s, M ayer & Allen conducted a more in -depth study on the 

connotation of organizational commitment based on previous studies. They proposed 

that organizational commitment can be divided into three dimensions: emotional 

commitment, normative commitment, and continuance commitment. This three -

dimensional structure became a classic dimension unanimously recognized by 

scholars later, and the specific dimension definition is shown in Table 2.3. Among 
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them, emotional commitment refers to the intensity of employees' willingness to 

invest in and participate in various activities of the organization, including three 

emotional characteristics: one is willing to sacrifice or contribute to the interests of 

the organization; the other is to be proud of being a member of the organization; The 

third is the recognition of the organization's goals and values (Mayer & Allen, 1991). 

Specific circumstances such as employees have a deep sense of belonging and honor 

to the organization, even if the salary of other organizations is higher than the current 

salary. Normative commitment is characterized by a strong sense of mission or 

responsibility in the organization. For example, employees are willing to give back to 

the organization with their loyalty and commitment after receiving the organization's 

training and cultivation. Continuance commitment is manifested in that when 

individuals leave the organization, they will bring certain economic losses to 

individuals, such as loss of welfare benefits, impaired technical ability, loss of 

interpersonal relationships and other useful factors, and the individual feels that the 

organization can provide for themselves, the opportunity for promotion, leaving the 

organization will cause a lot of personal losses, and so on, so individuals will choose 

to give up a psychological commitment to leave the organization. 

The three-factor model of organizational commitment is generally supported, 

and many scholars' related research later adopted the Mayer & Allen dimensional 

division (Janssen, 2004; Markovits et al., 2007; Riketta, 2002). However, some 

studies have pointed out that there is still some room for further study in this area, 

such as the study on the cross-cultural background of the organizational commitment 

dimension. Ling et al. (2011) clearly points out that cultural and psychological factors 

play a decisive role in employees' organizational commitment behavior in the 

definition of organizational commitment. At the same time, they were the first to 

propose a dimensional division suitable for China, their empirical research on the 

organizational commitment of Chinese employees finds that the organizational 
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commitment of Chinese employees contains five factors: emotional commitment, 

normative commitment, ideal commitment, economic commitment, and opportunity 

commitment in Table 2.3. The organizational commitment structure of Chinese 

employees also contains emotional commitments and normative commitments, the 

meaning of which is consistent with the Meyer and Allen model. The meaning of 

economic commitment and opportunity commitment is embodied in the three-factor 

model's continuance commitment factor. However, the ideal commitment factor in the 

model of Ling et al. (2011) is not involved in the Western model. Chinese scholars 

believe that this is caused by the differences between Chinese and Western cultures 

and social realities (Ling et al., 2011; Liu, 2009). emotional commitment, normative 

commitment, and continuance commitment 

 

Table 2.4  Classical Three-factor Model and Five-Factor Model of Organizational 

Commitment 

Meyer & Allen (1991) Ling et al. (2011) 

Demension Definition Demension Definiton 

  Ideal 

commitment 

Employees recognize the 

values of the 

organization, believe that 

in the organization will 

continue to grow and 

progress, personal 

expertise can be brought 

into play, personal ideals 

and the commitment to 

stay in the organization. 

Emotional 

commitment 

Employees have emotional 

dependence, recognition 

Emotional 

commitment 

Employees have deep 

feelings for the 
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Meyer & Allen (1991) Ling et al. (2011) 

Demension Definition Demension Definiton 

and devotion to the 

organization, and the 

loyalty and hard work 

shown by employees to the 

organization are mainly 

due to their deep feelings 

for the organization, not 

material benefits. 

organization, and are 

willing to contribute to 

the survival and 

development of the 

organization, regardless 

of pay, under any 

circumstances will not 

leave their own units. 

Normative 

commitment 

Employees' sense of 

obligation to stay in the 

organization is a kind of 

commitment to stay in the 

organization due to the 

influence of social 

responsibility. 

Normative 

commitment 

The attitudes and 

behaviors of employees 

towards the organization 

are based on social norms 

and professional ethics, 

and they have a sense of 

responsibility for the 

organization, and perform 

their due responsibilities 

and obligations to the 

organization and work. 

Continuance 

commitment 

Employees expect to retain 

their positions and 

qualifications in the 

organization, as well as the 

financial and other 

benefits they have 

received for the 

organization since their 

employment, resulting in a 

commitment to remain in 

Economic 

commitment 

Employees expect to 

retain their positions and 

qualifications in the 

organization, as well as 

the financial and other 

benefits they have 

received for the 

organization since their 

employment, resulting in 

a commitment to remain 
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Meyer & Allen (1991) Ling et al. (2011) 

Demension Definition Demension Definiton 

the organization. in the organization. 

Opportunity 

commitment 

Employees feel that the 

organization can provide 

opportunities for their 

own promotion, leaving 

the organization will lose 

a lot of personal 

development and stay in 

the organization. 

 

Source:  Ling et al., 2011; Meyer & Allen (1991). 

 

With the in-depth research on the theory of organizational commitment and 

inheriting scholars' research results on corporate organizational commitment, 

organizational commitment research in the field of teachers has also developed. 

Through interviews and questionnaire surveys, scholars found that the structure of 

teacher organizational commitment is the same as that of Chinese corporate employee 

organizational commitments; that is, it also includes five dimensions: emotional 

commitment, normative commitment, ideal commitment, economic commitment and 

opportunity commitment (Zheng, 2002). And teachers of different organizational 

commitment types often show different characteristics: emotional commitment 

teachers are usually full of energy and can be fully committed to any work in the 

school; normative commitment teachers use responsibilities and obligations as 

guidelines for behavior and work hard Dutifully; Ideal and committed teachers focus 

on personal growth and have a strong motivation for achievement. They hope that the 

organization will provide the conditions and opportunities to display their personal 
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talents and often set higher goals for themselves; economically committed teachers 

are mixed with strong material elements in their behavior and pay attention to 

Personal rewards. They work hard in order to continue to obtain economic benefits 

and benefits. Material factors have a strong motivational effect on them. Opportunity-

committed teachers pay attention to the personal promotion of professional titles. 

Sometimes more energy is invested in teaching, sometimes less. When they are 

promoted, their work enthusiasm will be greatly reduced. They also pointed out that, 

in real life, individual teachers often behave as one type of commitment dominated, 

with characteristics of other types of commitments (Chen, 2006). 

From the above literature review, we can see that from the classic three -

dimensional model of organizational commitment to the five-dimensional model of a 

specific Chinese teacher industry, scholars at home and abroad have conducted a lot 

of research and exploration for this. Different scholars have different divisions of the 

structural dimensions of teacher organizational commitment, but through comparative 

analysis, it is found that the dimensional structure is not much different, bu t the 

specific dimension content has certain differences. Regardless of the organizational 

commitment structure theory, they all recognize that commitment contains emotion, 

norms, economy, and opportunity. Therefore, the teacher's organizational commitment 

structure should include four dimensions: emotional commitment, normative 

commitment, economic commitment, and opportunity commitment. However, the 

organizational commitment model of Chinese employees has more ideal commitments 

than foreign ones. Chinese scholars believe that this is caused by the differences 

between Chinese and Western cultures and social realities (Ling et al., 2011; Liu, 

2009). T herefore, th is study w ill draw  on  the five -dim ensional m odel of 

organizational commitment by Ling et al. (2011), recognized by most Chinese 

scholars. 
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2.4.3 The Antecedents of Organizational Commitment 

Relevant research on the antecedent variables of organizational commitment. 

A comprehensive analysis of the existing research found that the research on the 

antecedent variables of organizational commitment mainly focuses on three 

categories: individual factors, organizational factors, and individual and job matching 

factors.  

First, individual factors mainly include gender, marital status, age, length of 

service, educational background, etc. The gender and marital status of employees will 

affect their organizational commitment. Women’s commitment to the organization is 

higher than that of men (Steers, 1977; Yu, 1999). There is a significant positive 

relationship between employee’s age, working experience and organizational 

com m itm ent. There is a significant negative correlation between academ ic 

qualifications and organizational commitment (Mathieu & Zajac, 1990; Mowday et 

al., 1980). At the same time, academic qualifications will also affect employees’ 

normative and ideal commitments (Ling et al., 2011), older employees are more likely 

to have an emotional commitment to the organization (Meyer & Allen, 1991), and the 

teaching year of teachers has a significant positive correlation with their emotional 

and normative commitments (Gong and Wang, 1997).  

Second, organizational factors mainly include human resource management 

factors of organizational support, organizational security, organizational justice, 

organizational culture. Organizational hum an resource m anagem ent form s 

psychological agreements with employees through training, promotion and long-term 

work safety practices, and makes employees have more organizational commitments 

to the organization (MacDuffie, 1995; Song et al., 2018). The impact of organizational 

human resource management on employee organizational commitment is multi-

dim ensional, affecting the formation of em otional com m itm ent, norm ative 

commitment, and continuous commitment of organizational commitment, and 
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employees have a positive response to the practice of high commitment (Conway & 

Kathy, 2008). When employees feel the organization’s support for their work in 

participation, training, and promotion, they will show good organizational behavior. 

The higher the degree of organizational support, the higher the employee’s emotional 

commitment (Eisenberger et al., 1990), organizational support is positively correlated 

with employees’ ideal commitments, organizational support is negatively correlated 

w ith em ployees’ econom ic and opportunity com m itm ents (Zheng, 2002). 

Organizational security includes the guarantees that can be given to all its employees 

on the issues of life, occupational safety, and superior-subordinate relationship. It is a 

crucial factor affecting employees' high-emotional commitment and high-ideal 

commitment; organizational security is related to economic commitment and 

opportunity commitment. (Ling et al., 2011). Organizational justice perceived by 

organization members positively affects their emotional commitment (Konovsky & 

Cropanzano, 1991). Organizational justice has a significant impact on all dimensions 

of employee organizational commitment, but the degree of impact is different. Among 

them, emotional commitment has the greatest impact, and normative commitment 

affects the smallest (Zhang & Li, 2007). Organizational culture positively impacts 

employees’ emotional commitments, and it varies with power motives (Maurer & 

Lippstreu, 2008; Fan et al., 2010).  

Third, the matching factors of individuals and jobs mainly include matching 

individuals and organizations, the challenge of work, the difficulty of goals, etc. The 

value matching of employees and organizations has the strongest impact on 

employees’ emotional commitments, followed by normative commitments (Verquer et 

al., 2003). Organizations can strengthen employees' organizational commitment by 

improving the degree of matching between individuals and organizations (Song et al., 

2012). Highly challenging work will reduce the emotional commitment of employees 

(Meyer & Allen, 1991). Organizational commitment is positively related to the clarity 
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of the goal and negatively related to the difficulty of the goal (Cui, 2003). 

 

2.4.4 The Outcomes of Organizational Commitment 

Relevant research on the consequences of organizational commitment. The 

consequence variables of organizational commitment are mainly concentrated at the 

individual level, including job performance, organizational citizenship behavior, 

turnover intention, etc. The organizational commitment of employees has a very 

significant impact on work performance. The higher the commitment, the higher the 

performance level. Organizations can stabilize and improve their work performance 

by increasing employees' organizational commitment (Steers & Mowday, 1977; Wu & 

Chai, 2020). Allen and Meyer (1990) were the first to explore  the relationship 

between organizational commitment and organizational citizenship behavior. They 

believed that the three dimensions of organizational commitment have a strong to 

weak effect on organizational citizenship behavior: emotional commitment, normative 

commitment, and continuous commitment. Organizational citizenship behavior is the 

outcome variable of organizational commitment, and there is a significant positive 

correlation between the two (Mcelroy et al., 2001). The organizational commitment of 

employees is negatively correlated with the willingness to leave. Organizational 

commitment can enhance the employees' desire and willingness to stay in the 

enterprise and is closely related to the employee's intention to move (Steers, 1977). In 

the specific organizational commitment dimension research, scholars found that 

emotional commitment is most significantly related to turnover and willingness to 

leave. Continuous commitment has an impact on this relationship. Other components 

have a weaker correlation with these variables, but there is an interaction (Mathieu & 

Zajac, 1990). Emotional commitments and continuing commitments have significant 

predictive effects on turnover intentions (Jiang & He, 2007; Tang & Peng, 2001), 

while normative commitments do not predict turnover intentions (Jiang & He., 2007). 
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In summary, scholars have conducted extensive research on the antecedent 

variables and consequence variables of organizational commitment. The antecedent 

variables mainly involve influencing factors such as organization and work, and the 

consequence variables mainly involve turnover behavior, organizational citizenship 

behavior, and job performance. The research has confirmed high-commitment human 

resource management will increase employees’ organizational commitment, and 

organizational commitment will reduce employee turnover intention (Mathieu & 

Zajac, 1990). The organizational commitment may play a mediating role in the impact 

of high-commitment human resource management on turnover intention. This 

research will be based on the Theory of Reasoned Action and logically reason and 

discuss this from a theoretical level. 

 

2.5 Job Embeddedness 

As previous research also pointed out, there is a significant negative 

relationship between job embeddedness and employee turnover (Crossley et al., 2007; 

Tanova &  H oltom , 2005). T his research  w ill explore the concept of job 

embeddedness, its dimensional structure, and related research.  

 

2.5.1 Definition of Job Embeddedness 

The term embeddedness was first proposed by the economic historian Polanyi 

(1957). H e proposed that the "econom y is a part of society" and used the 

embeddedness idea for theoretical financial analysis. He believed that “the economy 

is an institutional process. They are embedded in economic and non -economic 

systems.” He proposed that the embedding forms of the three forms of economic 

activity of reciprocity, redistribution, and exchange under different institutional 

environments are different. In the non -market economy before the industrial 
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revolution, the economic system has not yet occupied a dominant position. Economic 

life is dominated by reciprocity or redistribution, which is embedded in the social and 

cultural structure. In the market economy after the industrial revolution, economic 

activities are only determined by market prices. The system is non-embedded and is 

no longer affected by social and cultural structures. Polanyi's idea of embeddedness 

has not attracted the attention of scholars. The market economy he put forward is non-

embedded and has great limitations. Later, the concept of embeddedness was 

introduced into the field of social sciences by Stanford University sociologist 

Granovetter (1985). He believed that the embeddedness phenomenon always exists, 

but the level and degree of embeddedness are different in various social forms. 

Embeddedness refers to a way in which social structure affects individual behavior. 

Human economic behavior is part of social activities. Human economic motivation is 

embedded in social relations. Social relations affect people’s economic activities, 

reflecting that social relations can become Facilitate conditions or hindrances. For 

example, when you link the source of job information with the level of job income, 

you can find that most jobs with higher income and job satisfaction are not from the 

information generated in the search process but from people's social networks. In real 

economic life, social networks act as a bridge for work information. The more social 

connections a job seeker has, the more work information he can get. For decades, the 

concept of embeddedness has attracted scholars to study in the fields of economics 

and sociology. At the beginning of the 21st century, American psychologist Mitchell 

et al. (2001) introduced the concept of embeddedness into the turnover model. They 

quoted the argument of social science that individuals live in a space affected by 

various subjective and objective factors. Their activities result from the combined 

influence of these subjective and objective factors. The degree of distinction between 

individuals and the environment. Individuals with a high degree of embedding will 

become part of the environment and therefore are unwilling to leave the environment. 
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They combined it with the concept of embedding and put forward the concept of job 

embeddedness, it is a network that binds individuals to their work. Individuals’ work 

will fall into the network with the surrounding things in various ways. This 

intertwined network constitutes an environment and background closely related to the 

individual, individual and environment. The closer the network, the deeper the 

embedding of its work. Therefore, when individuals make decisions such as 

resignation, the inherent network will increase resignation difficulty. After that, job 

embeddedness can be defined as the sum of various factors that prevent employees 

from leaving from the perspective of resignation. These factors include employee 

working years, job matching, community matching, marital status, etc. (Holtom, 

2004). Job embeddedness integrates the nodes associated with individuals into a 

network. An employee's work is to insert one of the nodes, but the connection 

between the employee and other nodes is not lost. The relationship between 

employees and other nodes has strong and weak differences, which will affect and 

regulate all aspects of employee behavior and decision-making (Gao & Liu, 2008; Xu, 

2007). T his research  w ill adopt M itchell et al. (2001)'s  defin ition  of job 

embeddedness. 

 

2.5.2 The Dimensional Composition of Job Embeddedness 

M itchell et al. (2001) proposed  a six -dim ensional structure of job 

embeddedness (fit to organization, links to organization, organization-related 

sacrifice, fit to community, links to community, and community-related sacrifice). Lee 

et al. (2004) divide job embeddedness into two categories on-the-job embeddedness 

and off-the-job embeddedness, as shown in Figure 2.4. Job embeddedness contains 

three elements: 1) the degree of fiting between employees and things; 2) the degree of 

links between employees and things; 3) the price that employees need to pay when 

they give up their jobs. Mitchell defines these three elements as fits, links, and 
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sacrifice. He believes that these three elements play a role both inside and outside the 

organization. Fitting refers to the degree of compatibility and comfort that employees 

can perceive with their organization and living environment. The organization-level 

fitting includes two aspects: first, the employee's personal goals, career planning, 

professional skills and the organization's goals, and the degree to which the 

organization provides positions. Second, the degree of fitting of the employees’ values 

and personality characteristics with the organization’s corporate culture and working 

atmosphere. Fitting at the community level refers to the degree of adaptation of the 

individual’s local environment, comfort, customs, religion, entertainment, and other 

individual preferences. Therefore, moving away from the community will also affect 

the individual’s perception of matching. Links refers to the degree of formal and 

informal connections between employees and the organization, members within the 

organization, and members outside the organization. This kind of connection is 

intricate, including social relations, economic relations, and personal psychological 

and affective relations. In the Chinese context, the Chinese's unique face culture and 

human relationship culture make the connection of individual employees in the 

environment more complicated. (Wang & Shi, 2007). Mitchell believes that only 

identifiable relationships can be defined as links. The more identifiable connections 

and interpersonal relationships employees have, the greater the sum of the power to 

prevent employees from leaving and the lower their tendency to leave. Various factors 

in work and life can create links between employees, such as marriage, friend 

relationships, working years, etc. When employees leave, they have to consider the 

cost of rebuilding this links. When the cost of rebuilding the links is too high, 

employees will tend to give up the idea of leaving. Sacrifice refers to the perceived 

material and psychological benefits that employees lose due to abandoning their work. 

In short, it is the price paid for leaving. The cost of resignation is reflected in all 

aspects. At the organizational level, employee resignation means giving up non -



 73 

material costs such as colleague relationships, work projects of interest, and job fun; 

There are also material costs such as company retirement rewards, promotion 

opportunities, paid leave, stock options, five insurances and one housing fund, and 

seniority rights. At the community level, employees' resignation means that they may 

have to give up a comfortable living atmosphere, a safe community environment, and 

a respected social status. Even if the new job is still in the same city, there is no need 

to change the living community, so the resignee will also face re-adaptation to the 

new job Timetable, route to work, etc. 

 

 

 

Figure 2.4  Six-dimensional Matrix Diagram of Job Embeddedness 

Source:  Lee et al. (2004). 
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are not consistent for different cultural backgrounds. Due to the large differences in 

Chinese and Western cultures and values, career choices, career goals, and other 

influencing factors are also different, coupled with the traditional Chinese "distant 

relatives" social relationship, different interpersonal relationship embedding situation, 

the degree of influence is different. Take the United States as an example. Americans 

first formed communities and then established their country. The entire country and 

society of the United States are built on communities, and communities are their main 

form of life. Generally speaking, Americans live in their own communities. The 

communities are centered on the church, with faith as the bond, and advocate 

independence and autonomy. The governance of the entire country and society has 

grown out of this community life. The community is the core of social life. At the 

same time, different communities in the United States have great differences in safety, 

education, and living environment (Zhou, 2013). In China, there is no spiritual bond 

in community life. Without common beliefs and values, residents are mostly 

unfamiliar. It is precise because the community canno t perform the function of 

bonding the people, and many things that were originally community life have 

become social. Therefore, China emphasizes the core values of socialism. The 

community often becomes an important factor for foreign employees to conside r 

whether to stay in the current city and continue working in the current position. 

However, when Chinese employees change jobs, there is almost no influence from 

community-level factors, and the application of community embeddedness in job 

embeddedness is not appropriate in the Chinese context (Wang & Shi, 2007).  

The applicability of community embeddedness in China is weak. Community 

embeddedness is more suitable to be expressed as embedding outside work, and 

family should be an important factor in embedding outside work (Song, 2016; Yang., 

2018). In the context of traditional Chinese culture, family ties are the most important 

and closest social relationship, which makes Chinese people gradually regard the 
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family as the core of social life. At the same time, family members’ views and 

opinions on employees’ occupational matching and recognition often differ Affects 

individual career choices (Li & Dang, 2019).  

The family-based social structure is an important manifestation of China's 

long-term agricultural civilization's economic structure, and the sense of family 

responsibility is also the original driving force that drives Chinese people to work 

hard (Xu & Gan, 2011). In the research of Chinese enterprise employees and college 

MBA students, it is found that family embeddedness can effectively predict Chinese 

employees' turnover intention. The higher the degree of family embeddedness, the 

lower the turnover intention of employees, and family embeddedness is more 

effective than community embeddedness in predicting turnover; Chinese companies 

should pay more attention to their employees’ family living conditions outside of 

work. He divided family embeddedness into fit to family, links to family, family -

related sacrifice, and developed a measurement scale for family embeddedness. 

Among them, fit to family refers to the degree to which the family's main members 

believe that the employee is suitable for the job in the organization and the degree of 

recognition of the job by the family. When the family believes that the employee has a 

high degree of matching with the job and recognizes the job, it will support and 

satisfy the employee's work; otherwise, the family will raise objections to the job and 

affect or require the employee to change to a more suitable job; Links to family refers 

to the degree of formal and informal connection between the family and the 

employee’s organization and colleagues. When family members have social or 

economic contacts with the employee’s organization and colleagues, it will increase 

the degree of contact between the employee and the organization and colleagues and 

will make this relationship more complicated; family-related sacrifice refers to the 

employees’ degree of loss of material and psychological benefits to the family caused 

by resignation.  
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The resignation of employees, especially the resignation of core family 

members, has a great impact on the material benefits of the family and the welfare of 

the employees’ family members. It will also increase the psychological burden of the 

family. When considering whether to resign, employees have to consider family 

sacrifice factors (Zhong, 2015). This research's on-the-job embeddedness draws on 

dimensional structure of Mitchell et al. (2001), including three dimensions of fit to 

organization, links to organization, organization-related sacrifice. This research's off-

the-job embeddedness draws on the dimensional structure of Zhong (2015), including 

fit to family, links to family, family-related sacrifice. 

 

2.5.3 The Antecedents of Job Embeddedness 

Research on the antecedent variables of job embeddedness. The antecedent 

variables of job embeddedness are the influencing factors of job embeddedness. 

Antecedent variables can be divided into two categories: individual characteristic 

variables and organizational environment characteristic variables (Allen et al., 2006). 

Scholars have found that gender, marriage, age, educational background, and length 

of service in demographic variables will all impact employees' job embeddedness. 

Gender has an impact on employees’ job embeddedness, and female employees’ 

family embedding is higher than men’s (Giosan et al., 2005). The older the employee, 

the higher the degree of job embeddedness (Giosan et al., 2005). Employees' age and 

educational background will affect their degree of job embedment; 41–50-year-old 

employees, college and high school employees below have a lower degree of job 

embedment (Wang & Shi, 2007). The job embeddedness of employees at different 

stages of their careers is affected by different factors. Employees in the early stages of 

their careers have the most significant impact on their job embeddedness by 

apprenticeship, organizational socialization, work skills, organizational skills and 

other factors; in the middle of their careers of employees, their job embeddedness is 
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most significantly affected by factors such as job promotion, marital life, work 

dependency, organizational values, and organizational management style; for 

employees at the end of their careers, their job embeddedness is affected by welfare 

policies, occupational risks, and health insurance The influence of factors is the most 

significant (Feldman et al., 2007).  

 

2.5.4 The Outcomes of Job Embededness 

Relevant research on the outcomes of job embeddedness. In the research of 

consequences variables, job embeddedness is mainly derived from research in the 

field of turnover (Lee et al., 2004). Scholars have paid a lot of attention to the issue of 

turnover. Many studies have further confirmed the negative relationship between job 

embeddedness and employee turnover (Crossley et al., 2007; Tanova & Holtom, 

2005). In the context of Chinese culture, job embeddedness also has an important 

impact on employees’ turnover intentions (He & Shen, 2010; Wang & Shi, 2007), thus 

verifying the stability of cross-cultural influence of job embeddedness on employee 

turnover. The employee's fit to family, links to family, family -related sacrifice 

negatively affect their turnover intention (Zhong, 2015). In addition to resignation, the 

embedded relationship between organizational citizenship behavior and job 

performance has also attracted some scholars' attention. Job embeddedness has a 

significant role in promoting organizational citizenship behavior and job performance 

(Burton & Holtom, 2004; Halbesleben & Wheeler, 2008; Wang & Yang, 2014).  

In summary, the six-dimensional model of job embeddedness proposed by 

Mitchell et al. (2001) is favored and recognized by most scholars. However, due to the 

large differences between Chinese and Western cultures and values, career choices, 

career goals and other factors are also different, coupled with the traditional Chinese 

"distant relatives" social relationship, different interpersonal relationship embedding 

situation, the degree of influence is different of. The applicability of community 
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embeddedness in China is weak. Community embeddedness is more suitable to be 

expressed as embedding outside work, and family should be an important factor in 

embedding outside work (Song, 2016; Yang, 2019). In the context of traditional 

Chinese culture, the family is the most important and the closest social relationship, 

making Chinese people gradually regard the family as the core of social life. 

Simultaneously, the views and opinions of the family's main members on the 

employee’s occupational match and recognition often change affect individual career 

choices (Li & Dang, 2019). Therefore, this research will adopt the dimension division 

of Mitchell et al. (2001) for on-the-job embeddedness and the family embeddedness 

dimension division of Chinese scholar Zhong (2015) for off-the-job embeddedness. 

Regarding the research on the influence factors of the antecedent variables of job 

embeddedness, scholars mainly focus on individual characteristic variables and 

organizational environment characteristic variables, further demonstrating that 

organizational human resource management will impact job embeddedness. The 

research on the consequence variables of job embeddedness mainly focuses on the 

field of turnover, and the research results are relatively mature. It is agreed that the 

higher the degree of job embeddedness, the lower the employee's tendency to leave. 

 

2.6 Hypotheses Development 

2.6.1 High-commitment Human Resource Management Negatively 

Affects Turnover Intention 

Based on the theory of social exchange, the company implements high -

commitment human resource management to maximize the commitment of 

employees to the organization, stimulate employee initiative, improve organizational 

performance, and achieve organizational goals. In return, employees will show their 

loyalty and hard work to the company more at work. They use organizational loyalty 
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and hard work to return the support provided by the organization. In return, 

employees will show more loyalty and hard work for the company. They use 

organizational loyalty and hard work to repay the support provided by the 

organization (Williams & Davies, 2007), thereby reducing their willingness to leave. 

It is to obtain rewards such as bonuses, benefits, and trust (Lambe et a l., 2001). 

Supposing human resource management measures implemented by universities are 

unreasonable, in that case, the teachers of private universities in China will become 

burnout and dissatisfied with their professions, their sense of security and loss will 

increase, the emotional connection between teachers and the university organization 

and the sense of belonging to the organization will be significantly reduced, and work 

autonomy will be greatly reduced. And the reduction of enthusiasm will eventually 

lead to teacher turnover (Pen, 2018). Simultaneously, the previous literature studies 

have confirmed that high-commitment human resource management can reduce 

employees' turnover intention (Alfes et al., 2013; Arthur, 1994; Song et al., 2018). 

Employees pursue the realization of self-worth and value matching their jobs with 

their own professional skills and career development goals. The degree of an 

organization's job configuration is negatively related to employees' turnover intention 

(Carless, 2011; Zhang & Zhang, 2007). The unreasonable incentive system, such as 

salary and training of the organization, will reduce employees' enthusiasm and 

initiative and easily cause dissatisfaction with the organization and job work. It is an 

important factor leading to employee turnover (Wang & Yang, 2011). Organizations 

encourage employees to actively participate in company management and decision -

making, and open communication with employees can improve employees’ sense of 

organizational identity and job satisfaction. The higher the employee’s participation, 

the lower the tendency to leave (Zhang and Li, 2017; Zopiatis et al., 2014). The 

empirical research also found that employees’ occupational safety is negatively 

correlated with turnover intention. When employees lack occupational security, their 
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sense of belonging is poor, and they are worried about being eliminated and 

unemployed. Therefore, they have to find new jobs in advance (Leonard, 1980); 

Perfect performance management can clarify employees' performance goa ls and 

measurement standards, stimulate their enthusiasm for work, and improve their 

abilities and qualities. The more reasonable the organizational performance 

management, the lower the employee's tendency to leave (Chen, 2019). The 

organization's human resource planning can improve the selection and allocation of 

employees, maintain a high degree of matching with the organization, and alleviate 

the problem of high turnover of employees (Fu, 2018). The high-commitment human 

resource management implemented by private universities in China has a great impact 

on teachers' individual behavior and can effectively reduce the tendency to leave. See 

Figure 2.5 for details.  
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Figure 2.5  Hypothesis of the Negative Influence of High-commitment Human 

Resource Management on Turnover Intention 
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This research proposes the following hypotheses: 

H1a: Selection and allocation has a significant negative impact on turnover 

intention. 

H1b: Incentive mechanism has a significant negative impact on turnover 

intention. 

H1c: Participation has a significant negative impact on turnover intention 

H1d: Occupational safety has a significant negative impact on turnover 

intention. 

H1e: Performance management has a significant negative impact on turnover 

intention. 

H1f: Strategy-based human resource planning has a significant negative 

impact on turnover intention. 

 

2.6.2 Organizational Commitment Plays a Mediating Role in the Impact 

of High-commitment Human Resource Management on Turnover 

Intention ………………………………. 

According to the Theory of Reasoned Action, after employees perceive the 

organization's high-commitment human resource management content, they can 

integrate various information to form positive or negative affective attitudes, which 

can be expressed as organizational com m itm ents, and then organizational 

com m itm ents consciously affect em ployees' turnover behavior. Therefore, 

organizational commitment (attitude) may play an intermediary role in high -

commitment human resource management's impact on turnover intention (behavior). 

High-commitment human resource management forms a psychological agreement 

with employees through training, promotion and long-term work safety practices, and 

makes employees have more organizational commitments to the company (Lu & 

Yang, 2005; MacDuffie, 1995; Pfeffer, 1998; Song et al., 2018). Scholars used the 
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employees of three multinational companies in the Irish financial services industry as 

samples to explore the impact of high-commitment human resource management on 

employees' organizational commitment. The study found that high -commitment 

human resource management affects the emotional commitment, normative 

commitment, and continuance commitment of organizational commitment. Form and 

present a positive correlation, and employees have a positive response to high -

commitment practices (Conway & Kathy, 2008). Scholars' research found that the 

relationship between emotional commitment and turnover intention is the most 

significant. Continunce commitment has an impact on this relationship. Other 

components have a weaker correlation with these variables, but there is an interaction 

(Mathieu & Zajac, 1990). Emotional commitment and continuance commitment have 

significant predictive effects on turnover intention (Jiang & He, 2007; Tang & Peng, 

2001), while normative commitments have no predictive effect on turnover intention 

(Jiang & He, 2007). The mediating hypothesis of organizational commitment is 

shown in Figure 2.6. 
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Figure 2.6  The Mediating Hypothesis of Organizational Commitment 
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H2d: Emotional commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

H2e: Emotional commitm ent plays a m ediatin g role in the impact of 

performance management on turnover intention. 

H2f: Emotional commitment plays a mediating role in the impact of strategy-

based human resource planning on turnover intention. 

H3a: Normative commitment plays a mediating role in the impact of selection 

and allocation on turnover intention. 

H3b: Normative commitment plays a mediating role in the impact of incentive 

mechanism on turnover intention. 

H3c: Normative commitment plays a mediating role in the impact of 

participation on turnover intention. 

H3d: Normative commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

H3e: Normative commitment plays a mediating role in the impact of 

performance management on turnover intention. 

H3f: Normative commitment plays a mediating role in the impact of strategy-

based human resource planning on turnover intention. 

H4a: Ideal commitment plays a mediating role in the impact of selection and 

allocation on turnover intention. 

H4b: Ideal commitment plays a mediating role in the impact of incentive 

mechanism on turnover intention. 

H4c: Ideal commitment plays a mediating role in the impact of participation 

on turnover intention. 

H4d: Ideal commitment plays a mediating role in the impact of occupational 

safety on turnover intention. 

  



 86 

H4e: Ideal commitment plays a mediating role in the impact of performance 

management on turnover intention. 

H4f: Ideal commitment plays a mediating role in the impact of strategy-based 

human resource planning on turnover intention. 

H5a: Economic commitment plays a mediating role in the impact of selection 

and allocation on turnover intention. 

H5b: Economic commitment plays a mediating role in the impact of incentive 

mechanism on turnover intention. 

H5c: Econom ic com m itm ent plays a m ediating role in the im pact of 

participation on turnover intention. 

H5d: Econom ic com m itment plays a m ediating role in the im pact of 

occupational safety on turnover intention. 

H5e: Econom ic com m itm ent plays a m ediating role in the im pact of 

performance management on turnover intention. 

H5f: Economic commitment plays a mediating role in the impact of strategy-

based human resource planning on turnover intention. 

H6a: Opportunity commitment plays a mediating role in the impact of 

selection and allocation on turnover intention. 

H6b: Opportunity commitment plays a mediating role in the impact of 

incentive mechanism on turnover intention. 

H6c: Opportunity commitment plays a mediating role in the impact of 

participation on turnover intention. 

H6d: Opportunity commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

H6e: Opportunity commitment plays a mediating role in the impact of 

performance management on turnover intention. 

H6f: Opportunity commitment plays a mediating role in the impact of 
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strategy-based human resource planning on turnover intention. 

 

2.6.3 Job Embeddedness Moderates the Impact of High-commitment 

Human Resource Management on Turnover Intention  

Studies have found that high-commitment human resource management can 

reduce employee turnover (Alfes et al., 2013; Arthur, 1994; Song et al., 2018). At the 

same time, scholars have found that job embeddedness plays an important role in the 

employee's turnover behavior and affects the occurrence of turnover behavior. When 

the employee's job embeddedness degree is higher, the resistance to leaving the job is 

greater, and the employee is less willing to leave. For example, job embeddedness 

plays a moderating role in the influence of organizational compensation management 

on turnover intention. When employees are dissatisfied with the organization’s salary 

and they have the idea of resignation, if their job embeddedness degree is high, 

resignation will bring them greater loss, the employee is likely to give up the idea of 

resignation. If the job embeddedness degree is low, the resignation will bring a 

smaller loss to them, and the employee is likely to implement resignation behavior 

(Hu, 2020), and job embeddedness plays a significant and moderating role in the 

influence of job burnout on turnover intention (Bai, 2017), and job embeddedness 

plays an important moderating role in the impact of job satisfaction on turnover 

intention (Mao & Liu, 2013). At the same time, the theory of social embeddedness 

believes that people are rational people embedded in social relationships. Although 

individuals pursue personal benefits, good interpersonal relationships can bring them 

long-term benefits. Therefore, individuals will abide by the norms of interpersonal 

communication. To maintain a good interpersonal relationship, individual behavior 

will be restricted by the organization's internal and external factors, which play a very 

important role in the occurrence of individual behavior. When employees with a high 

level of job em beddedness want to quit their existing jobs because they are 
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dissatisfied with the organization, they are more likely to stay in the organization 

because of the higher degree of job embeddedness and the greater loss caused by 

resignation. Conversely, when employees with a low degree of job embeddedness are 

dissatisfied with the organization, the loss caused by leaving is relatively small, and 

they are more likely to give up their existing jobs (Nie, 2016). Therefore, this study 

believes that job embeddedness plays a moderating effect on high -commitment 

human resource management's impact on turnover intention, as shown in Figure 2.7. 

Based on the above literature research and the theory of social embeddedness, 

this research believes that teachers in private universities in China must have different 

degrees of job embeddedness as a member of the social organization system. The 

higher the degree of existing job embeddedness, the more teachers rely on the existing 

network of relationships, the more they will consider the loss of job embeddedness 

when they leave their jobs, and the more resistance they have, the more their 

behaviors will be regulated by job embeddedness, teacher turnover may not happen. 

Therefore, job embeddedness may moderate the effect of selection and allocation, 

incentive mechanism, participation, occupational safety, performance management, 

strategy-based human resource planning on turnover intention.  

  



 89 

 

 

 

 

 

 

Figure 2.7  The Moderating Hypotheses of Job Embeddedness 
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H7d: Fit to organization moderates the impact of occupational safety on 

turnover intention 

H7e: Fit to organization moderates the impact of performance management on 

turnover intention. 

H7f: Fit to organization moderates the impact of strategy -based human 

resource planning on turnover intention. 

H8a: Links to organization moderates the impact of selection and allocation on 

turnover intention. 

H8b: Links to organization moderates the impact of incentive mechanism on 

turnover intention. 

H8c: Links to organization moderates the impact of participation on turnover 

intention. 

H8d: Links to organization moderates the impact of occupational safety on 

turnover intention. 

H8e: Links to organization moderates the impact of performance management 

on turnover intention. 

H8f: Links to organization moderates the impact of strategy-based human 

resource planning on turnover intention. 

H9a: Organization-related sacrifice moderates the impact of selection and 

allocation on turnover intention. 

H9b: Organization-related sacrifice moderates the impact of incentive 

mechanism on turnover intention. 

H9c: Organization-related sacrifice moderates the impact of participation on 

turnover intention. 

H9d: Organization-related sacrifice moderates the impact of occupational 

safety on turnover intention. 
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H9e: Organization-related sacrifice moderates the impact of performance 

management on turnover intention. 

H9f: Organization-related sacrifice moderates the impact of strategy-based 

human resource planning on turnover intention. 

H10a: Fit to family moderates the impact of selection and allocation on 

turnover intention. 

H10b: Fit to family moderates the impact of incentive mechanism on turnover 

intention. 

H10c: Fit to family moderates the impact of participation on turnover 

intention. 

H10d: Fit to family moderates the impact of occupational safety on turnover 

intention. 

H10e: Fit to family moderates the impact of performance management on 

turnover intention. 

H10f: Fit to family moderates the impact of strategy-based human resource 

planning on turnover intention. 

H11a: Links to family moderates the impact of selection and allocation on 

turnover intention. 

H11b: Links to family moderates the impact of incentive mechanism on 

turnover intention. 

H11c: Links to family moderates the impact of participation on  turnover 

intention. 

H11d: Links to family moderates the impact of occupational safety on 

turnover intention. 

H11e: Links to family moderates the impact of performance management on 

turnover intention. 
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H11f: Links to family moderates the impact of strategy-based human resource 

planning on turnover intention. 

H12a: Family-related sacrifice moderates the impact of selection and 

allocation on turnover intention. 

H12b: Family-related sacrifice moderates the impact of incentive mechanism 

on turnover intention. 

H12c: Family-related sacrifice moderates the impact of participation on 

turnover intention. 

H12d: Family-related sacrifice moderates the impact of occupational safety on 

turnover intention. 

H12e: Family-related sacrifice m oderates the im pact of performance 

management on turnover intention. 

H12f: Family-related sacrifice moderates the impact of strategy-based human 

resource planning on turnover intention. 

 

2.7 Conceptual Framework 

The previous study has sorted out and absorbed the related literature results of 

high-commitment human resource management, turnover intention, organizational 

commitment, and job embeddedness involved in this research, and put forward 

relevant research hypothesis based on the Social Exchange theory, Theory of 

Reasoned Action, and Social Embeddedness Theory. To deeply explore and 

reproduce the impact and mechanism of high-commitment human resources 

management on teachers' turnover intention in the Chinese context. From the 

perspective of teachers in private universities in China, this research believes that 

high-commitment human resource management has an impact on the turnover 

intention of teachers in private universities, and organizational commitment plays an 
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mediating role in the influence transmission process, and job embeddedness plays a 

moderating role in the impact of high-commitment human resource management on 

turnover intention. The specific conceptual framework is shown in Figure 2.8. All the 

hypotheses are listed in Table 2.5. 

 

 

 

Figure 2.8  Conceptual Framework 

 

Table 2.5  The Summary of Research Hypotheses 

Number Hypothetical Content 

H1a Selection and allocation has a significant negative impact on turnover. 

intention. 

H1b Incentive mechanism has a significant negative impact on turnover. 

intention. 

H1c Participation has a significant negative impact on turnover intention. 

High-commitment human 

resource management 

(Independent variable) 

Organizational commitment 

(Mediating variable) 

Turnover intention 

(Dependent variable) 

Job embeddedness 

(Moderating variable) 

H2a-H6f 

H1a-H1f 

H7a-H12f 
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Number Hypothetical Content 

H1d Occupational safety has a significant negative impact on turnover. 

intention. 

H1e Performance management has a significant negative impact on turnover. 

intention. 

H1f Strategy-based human resource planning has a significant negative impact 

on turnover intention. 

H2a Emotional commitment plays a mediating role in the impact of selection 

and allocation on turnover intention.  

H2b Emotional commitment plays a mediating role in the impact of incentive 

mechanism on turnover intention. 

H2c Emotional commitment plays a mediating role in the impact of 

participation on turnover intention. 

H2d Emotional commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

H2e Emotional commitment plays a mediating role in the impact of 

performance management on turnover intention. 

H2f Emotional commitment plays a mediating role in the impact of strategy-

based human resource planning on turnover intention. 

H3a Normative commitment plays a mediating role in the impact of selection 

and allocation on turnover intention. 

H3b Normative commitment plays a mediating role in the impact of incentive 

mechanism on turnover intention. 

H3c Normative commitment plays a mediating role in the impact of 

participation on turnover intention. 

H3d Normative commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

H3e Normative commitment plays a mediating role in the impact of 

performance management on turnover intention. 

H3f Normative commitment plays a mediating role in the impact of strategy-

based human resource planning on turnover intention. 
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Number Hypothetical Content 

H4a Ideal commitment plays a mediating role in the impact of selection and 

allocation on turnover intention. 

H4b Ideal commitment plays a mediating role in the impact of incentive 

mechanism on turnover intention. 

H4c Ideal commitment plays a mediating role in the impact of participation on 

turnover intention. 

H4d Ideal commitment plays a mediating role in the impact of occupational 

safety on turnover intention. 

H4e Ideal commitment plays a mediating role in the impact of performance 

management on turnover intention. 

H4f Ideal commitment plays a mediating role in the impact of strategy-based 

human resource planning on turnover intention. 

H5a Economic commitment plays a mediating role in the impact of selection 

and allocation on turnover intention. 

H5b Economic commitment plays a mediating role in the impact of incentive 

mechanism on turnover intention. 

H5c Economic commitment plays a mediating role in the impact of 

participation on turnover intention. 

H5d Economic commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

H5e Economic commitment plays a mediating role in the impact of 

performance management on turnover intention. 

H5f Economic commitment plays a mediating role in the impact of strategy-

based human resource planning on turnover intention. 

H6a Opportunity commitment plays a mediating role in the impact of selection 

and allocation on turnover intention. 

H6b Opportunity commitment plays a mediating role in the impact of incentive 

mechanism on turnover intention. 

H6c Opportunity commitment plays a mediating role in the impact of 

participation on turnover intention. 
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Number Hypothetical Content 

H6d Opportunity commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

H6e Opportunity commitment plays a mediating role in the impact of 

performance management on turnover intention. 

H6f Opportunity commitment plays a mediating role in the impact of strategy-

based human resource planning on turnover intention. 

H7a Fit to organization moderates the impact of selection and allocation on 

turnover intention. 

H7b Fit to organization moderates the impact of incentive mechanism on 

turnover intention. 

H7c Fit to organization moderates the impact of participation on turnover 

intention. 

H7d Fit to organization moderates the impact of occupational safety on turnover 

intention. 

H7e Fit to organization moderates the impact of performance management on 

turnover intention. 

H7f Fit to organization moderates the impact of strategy-based human resource 

planning on turnover intention. 

H8a Links to organization moderates the impact of selection and allocation on 

turnover intention. 

H8b Links to organization moderates the impact of incentive mechanism on 

turnover intention. 

H8c Links to organization moderates the impact of participation on turnover 

intention. 

H8d Links to organization moderates the impact of occupational safety on 

turnover intention. 

H8e Links to organization moderates the impact of performance management 

on turnover intention. 

H8f Links to organization moderates the impact of strategy-based human 

resource planning on turnover intention. 
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Number Hypothetical Content 

H9a Organization-related sacrifice moderates the impact of selection and 

allocation on turnover intention. 

H9b Organization-related sacrifice moderates the impact of incentive 

mechanism on turnover intention. 

H9c Organization-related sacrifice moderates the impact of participation on 

turnover intention. 

H9d Organization-related sacrifice moderates the impact of occupational safety 

on turnover intention. 

H9e Organization-related sacrifice moderates the impact of performance 

management on turnover intention. 

H9f Organization-related sacrifice moderates the impact of strategy-based 

human resource planning on turnover intention. 

H10a Fit to family moderates the impact of selection and allocation on turnover 

intention. 

H10b Fit to family moderates the impact of incentive mechanism on turnover 

intention. 

H10c Fit to family moderates the impact of participation on turnover intention. 

H10d Fit to family moderates the impact of occupational safety on turnover 

intention. 

H10e Fit to family moderates the impact of performance management on 

turnover intention. 

H10f Fit to family moderates the impact of strategy-based human resource 

planning on turnover intention. 

H11a Links to family moderates the impact of selection and allocation on 

turnover intention. 

H11b Links to family moderates the impact of incentive mechanism on turnover 

intention. 

H11c Links to family moderates the impact of participation on turnover 

intention. 

H11d Links to family moderates the impact of occupational safety on turnover 
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Number Hypothetical Content 

intention. 

H11e Links to family moderates the impact of performance management on 

turnover intention. 

H11f Links to family moderates the impact of strategy-based human resource 

planning on turnover intention. 

H12a Family-related sacrifice moderates the impact of selection and allocation 

on turnover intention. 

H12b Family-related sacrifice moderates the impact of incentive mechanism on 

turnover intention. 

H12c Family-related sacrifice moderates the impact of participation on turnover 

intention. 

H12d Family-related sacrifice moderates the impact of occupational safety on 

turnover intention. 

H12e Family-related sacrifice moderates the impact of performance management 

on turnover intention. 

H12f Family-related sacrifice moderates the impact of strategy-based human 

resource planning on turnover intention. 

 

  



 

 

CHAPTER 3 

 

RESEARCH METHODOLOGY 

 

After the research hypotheses and conceptual framework are proposed, the 

research will carry out methodology to guide the smooth development of this study. 

This chapter introduces the survey objects and sampling procedures, the establishment 

of survey tools, the formation of survey questionnaires, and the selection of statistical 

analysis tools. 

 

3.1 Sampling and Procedures 

3.1.1 Population  

The survey samples are teachers from private universities in Jiangxi province. 

There are three reaseans why this study chooses private universities teachers from 

Jiangxi province as questionnaire survey object. Firstly, from the similarity of human 

resource management characteristics of teachers in Chinese private universities, 

private universities in China are funded and set up by social investors and operate 

independently without financial support. They are quite different from public 

universities in term s of nature and m anagem ent system  of the school. The 

management of teachers in private universities is more inclined to command and 

control, teachers’ participation in decision-making in teaching management is low, 

and teachers’ teaching needs and requirem ents are often lack attention and 

satisfaction, (Huang, 2015). They generally have "emphasizing usage, neglecting 

training," restricted career development and other issues (Peng, 2018; Xu & Yang, 
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2019). Secondly, in terms of the number of private universities in Jiangxi Province. As 

of May 2020, there are 757 private universities in China, with an average of 22 in 

each province. There are 33 private universities in Jiangxi province, which is much 

higher than the national average. Thirdly, from the perspective of the scope of 

personnel recruitm ent and survey samples in private universities in Jiangxi 

province，it’s located in the central region of China, private universities in Jiangxi 

province recruit professional teachers for all provinces in China, and there are no 

geographical restrictions. Among the 900 valid samples in this survey, they came from 

29 inland provinces across China, as shown in Table 3.1. Therefore, the sample of 

teachers from private universities in Jiangxi Province selected in this study is highly 

representative. 

 

Table 3.1  Distribution of Survey Subjects by Province 

No Province Number of 

Teacher 

No. Province Number of 

Teacher 

1 Jiangxi Province 343 16 Guizhou 

Province 

19 

2 Hubei Province 53 17 Gansu province 19 

3 Hunan Province 41 18 Hebei Province 18 

4 Henan Province 37 19 Liaoning 

Province 

17 

5 Zhejiang 

Province 

33 20 Chongqing 17 

6 Anhui Province 29 21 Shaanxi 

Province 

16 

7 Heilong Province 26 22 Yunnan Province 14 

8 Fujian Province 25 23 Hainan 11 

9 Jiangsu Province 24 24 Tianjin 8 
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No Province Number of 

Teacher 

No. Province Number of 

Teacher 

10 Guangdong 

Province 

23 25 Shanghai 7 

11 Shandong 

Province 

22 26 Beijing 6 

12 Sichuan Province 22 27 Guangxi 5 

13 Jilin Province 21 28 Ningxia 3 

14 Qinghai Province 20 29 Inner Mongolia 2 

15 Shanxi Province 19 - - - 

 

3.1.2 Sampling Method and Size 

Due to a large number of private universities in Jiangxi Province, each private 

universiy has different teacher talent management systems and policies, and the scale 

of professional teachers is quite different. There are 33 private universities in Jiangxi 

Province, with a total of 16,378 professional teachers. The least professional teachers 

are 166 and the largest is 1,369, accounting for 1.01% and 8.36% respectively. This 

study adopts a stratified random sampling procedure which has many advantages, it is 

suitable for a situation where the overall internal stratification is obvious and the 

differences between units are large, which greatly improves the efficiency of 

investigation and the accuracy of investigation results (Lv & Song, 2019). Since the 

overall internal stratification is obvious, the number of teachers in different private 

universities varies greatly, and their policies of human resource management are also 

different, so this study adopts stratified random sampling procedure and divides the 

university into 33 private universities (tiers) based on the number of professional 

teachers in each private university. In proportion to the total amount, determining the 

number of samples drawn from each private university and select samples from each 

private university according to the random principle (Ding et al., 1998). 
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In the SEM model analysis, the sample size standard should be at least 100 or 

more, and 200 or more is the best (Muelle, 1997). Generally recommended for 

exploratory factor analysis, the sample-to-item ratio is used to decide sample size 

based on the number of items in a study. Even though there is no one ratio that will 

work in all cases; the number of items per factor and communalities and item loading 

magnitudes canmake any particular ratio overkill or hopelessly insufficient 

(MacCallum et al., 2001), there is a widely-cited rule of thumb from Nunnally (1978) 

that the subject to item ratio for exploratory factor analysis should be at least 

10:1(Osborne & Costello, 2004). Therefore, according to the method of Osborne and 

Costello (2004), the sample size of the survey questionnaire can be set based on at 

least 10 times sample-to-item ratio, since the number of observed variables in the 

survey questionnaire is 77, this study needs to ensure that the final number of valid 

questionnaires exceeds 770. To ensure a sufficient valid sample, this study adopts 14 

times sample-to-item ratio, 1078 survey questionnaires. The specific sample number 

of each university is shown in Table 3.2. 

 

Table 3.2  The stratified Sampling Population of Each Private University in Jiangxi 

Province 

No. Name of University The Number 

of Teacher 

Percentage The Number of 

Stratified 

Sampling 

1 Jiangxi College of Science 

and Technology. 

1369 8.36% 90 

2 Nanchang Institute of 

Technology. 

1300 7.94% 86 

3 Jiangxi Institute of Applied 

Science and Technology. 

502 3.07% 33 

4 Jiangxi Institute of Fashion 673 4.11% 44 
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No. Name of University The Number 

of Teacher 

Percentage The Number of 

Stratified 

Sampling 

Technology. 

5 Nanchang Vocational 

University. 

600 3.66% 39 

6 Nanchang Institute of 

Technology. 

1139 6.95% 75 

7 College of Science and 

Technology, Nanchang 

University. 

301 1.84% 20 

8 East China Jiao Tong 

University Institute of 

Technology. 

790 4.82% 52 

9 Science and Technology 

College of NCHU. 

500 3.05% 33 

10 Nanchang Business 

College of JXAU. 

400 2.44% 26 

11 College of Science and 

Technology of Jiangxi 

University of Traditional 

Chinese Medicine. 

384 2.34% 25 

12 Jiangxi Normal University 

Science and Technology 

College. 

420 2.56% 28 

13 College of Science and 

Technology, Jiangxi 

Science and Technology 

Normal University. 

188 1.15% 12 

14 College of Modern 

Economics and 

400 2.44% 26 
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No. Name of University The Number 

of Teacher 

Percentage The Number of 

Stratified 

Sampling 

Management, Jiangxi 

University of Finance and 

Economics. 

15 Jiangxi Vocational and 

Technical University of 

Software. 

485 2.96% 32 

16 Jiangxi University of 

Science and Technology. 

500 3.05% 33 

17 Jiangxi Aviation 

Vocational and Technical 

College. 

191 1.17% 13 

18 Jiangxi Tellhow Animation 

Vocational College. 

400 2.44% 26 

19 Jiangxi Business Technical 

School. 

450 2.75% 30 

20 Television media Career 

Technical. 

196 1.20% 13 

21 Gongqing College of 

Nangchang University. 

215 1.31% 14 

22 Jiangxi Fenglin 

Professional College of 

Foreign Economy and 

Trade. 

200 1.22% 13 

23 GongQing Institute of 

Science and Technology. 

341 2.08% 22 

24 Jiujiang vocational and 

technical college. 

1034 6.31% 68 

25 Jiangxi University of 765 4.67% 50 
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No. Name of University The Number 

of Teacher 

Percentage The Number of 

Stratified 

Sampling 

Engineering. 

26 Ganxi Vocational Institute 

of Science &Technology. 

400 2.44% 26 

27 Jiangxi New Energy 

Technology Institute. 

254 1.55% 17 

28 Applied Science College of 

Jiangxi University of 

Science and Technology. 

434 2.65% 29 

29 Science and technology 

college Gannan Normal 

University. 

166 1.01% 11 

30 Jingdezhen Ceramic 

Institute College of 

Technology and Art. 

381 2.33% 25 

31 Jingdezhen Ceramic 

Vocational Technical 

College. 

220 1.34% 14 

32 Jiangxi Hongzhou 

Vocational College. 

260 1.59% 17 

33 East China Institute of 

Technology,Yangtze River 

College. 

520 3.17% 34 

 Total 16378 100% 1078 

 

Note:  data compilation on official websites of private universities in Jiangxi Province. 
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3.2 The Establishment of Survey Tools 

This study draws on the maturity scales of Mitchell et al. (2001); Mobley et al. 

(1978); Xing (2009) scholars to form a preliminary questionnaire. After all the 

questionnaires are translated into Chinese, the translation mainly focuses on the 

correctness of the content which is more important than a similar format (Sperber, 

2004). Inviting 2 professors in the field of human resource management and a Ph.D. 

who has been engaged in human resource management in private universities for a 

long time, Their review is mainly carried out from the following aspects: questions 

should be around the research objectives; questions should be in a declarative tone; all 

dimension questions in the questionnaire are directed in the same direction; keeping 

the language easy to understand and avoiding the use of technical terms and 

abbreviations; avoiding conflict between different questions. They put forward 

suggestions on the structure content and language of the scale. According to the 

suggestions of 3 human resource management experts, the terms of the measurement 

scale were screened and purified, and the wording and structural arrangement of the 

questionnaire were revised. In order to understand the real situation of the impact of 

high-commitment human resource management on the turnover intention of teachers 

in private universities in China, this study uses the Questionnaire Star online survey 

tool to collect research data from the target survey subjects. The sample data comes 

from professional teachers from 33 private universities in Jiangxi Province, China. 

Considering the questionnaire survey's feasibility and effectiveness, the Questionnaire 

Star online survey support tool is used. It is convenient and fast, and online 

respondents can express their opinions truthfully without being affected by other 

factors, as a result, more reliable information can be obtained from the  survey of 

sensitive issues (Jin, 2009). When the online questionnaire is distributed, the link of 

the questionnaire for this study is first sent to the person in charge of the personnel 
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department of the private university, and then the person in charge of the personnel 

department of the private university will conduct random sampling. After all, online 

questionnaire surveys are completed, the backend of the Questionnaire Star will 

generate raw data. 

 

3.3 Questionnaire 

3.3.1 Related Variables Abbreviations 

According to the 4 research variables and 18 variable dimensions in this study, 

namely, high-commitment human resource management (six dimensions of selection 

and allocation, incentive mechanism, occupational safety, participation, performance 

m anagem ent and strategy-based hum an resource planning), organizational 

commitment (emotional commitment, normative commitment, ideal commitment, 

economic commitment, and opportunity commitment), job embeddedness (six 

dimensions of fit to organization , links to organization, organization-related sacrifice, 

fit to family, links to family, family-related sacrifice), turnover intention, see Table 3.3 

for details. This study draws on predecessors' measurement scales and items. The 

scale of the scale adopts the Likert five-point scale, from 1 to 5 expressed as "very 

inconsistent" and "very consistent." 

 

Table 3.3  Symbol Definitions of Variables in the Theoretical Framework 

Variable Dimension Symbol 

High-commitment 

human resource 

management 

Selection and placement.  SELE 

Incentive mechanism.  INCE 

Participation. PART 

Occupational safety. SAFE 

Performance management. PERM 

Strategy-based human resource.  PLAN 
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Variable Dimension Symbol 

Organizational 

commitment 

Emotional commitment.  EMOT 

Normative commitment. NORM 

Ideal commitment. IDEA 

Economic commitment. ECON 

Opportunity commitment. OPPO 

Job embeddedness Fit to organization. FITO 

Links to organization. LINO 

Organization-related sacrifice. SACO 

Fit to family. FITF 

Links to family. LINF 

Family-related sacrifice. SACF 

Turnover intention Turnover intention. TURN 

 

3.3.2 Independent Variable: High-commitment Human Resource 

Management………………………………………… 

High-commitment human resource management mainly measures the 

perception and evaluation of the high-commitment human resource management 

implemented by private universities and which aspects are valued. Most domestic 

scholars adopt the six-dimensional structure of Xing (2009) high commitment human 

resource management in universities. He divides high-commitment human resource 

management into six categories: selection and allocation, incentive mechanism, 

occupational safety, participation, performance management, and strategy -based 

human resource planning. This study will also draw on Xing’s scale. Three human 

resource management experts gave suggestions on the structure and language of the 

scale. According to the experts’ suggestions, the terms of the measurement scale were 

screened and purified, and the wording and structure of the questionnaire were 

revised, and the measurement items are shown in Table 3.4. 
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Table 3.4  Scale of Teachers High-commitment Human Resource Management in 

Chinese Private University 

High-commitment 

Human Resource 

Management 

Code Item Measurement 

Selection and allocation SELE1 The university introduces 

talents through multiple 

channels and a wide 

range. 

Likert 

SELE2 The university always 

makes a lot of efforts to 

select suitable teachers. 

Likert 

SELE3 Careful and meticulous 

selection procedures are 

used in the teacher 

recruitment process. 

Likert 

SELE4 The university arranges 

teachers to suitable 

positions as much as 

possible. 

Likert 

Incentive mechanism INCE1 The university provides 

teachers with effective 

training. 

Likert 

INCE2 The university gives 

excellent teachers the 

opportunity to participate 

in continuing education 

and visiting university. 

Likert 

INCE3 The teacher’s job 

allowance standard is 

Likert 
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High-commitment 

Human Resource 

Management 

Code Item Measurement 

determined in accordance 

with a set of standardized 

procedures and consistent 

with the allowance policy 

and plan. 

INCE4 Teacher's personal job 

allowance is closely 

related to personal job 

performance. 

Likert 

INCE5 There is a clear way for 

the promotion of teachers 

in this university. 

Likert 

INCE6 When the university 

selects the most qualified 

candidates, it examines the 

potential for performance 

and growth. 

Likert 

Occupational safety PART1 If the teacher does not 

voluntarily resign, he can 

stay in the university 

forever. 

Likert 

PART2 According to the 

personnel management 

system, it is difficult for 

university to dismiss 

teachers and staff. 

Likert 

PART3 The university can almost 

guarantee the occupational 

Likert 
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High-commitment 

Human Resource 

Management 

Code Item Measurement 

safety of teachers and will 

not dismiss teachers. 

PART4 Even if the university 

abolishes the post, the 

employee will be placed in 

another post. 

Likert 

SAFE1 The university has 

established a complete 

grievance resolution 

mechanism. 

Likert 

Participation SAFE2 The university allow 

teachers to participate in 

decision-making. 

Likert 

SAFE3 The university attaches 

importance to teachers’ 

requests to improve their 

working conditions. 

Likert 

SAFE4 The university often 

carries out formal or 

informal team 

communication activities. 

Likert 

SAFE5 The university leaders and 

teachers maintain open 

communication. 

Likert 

Performance 

management 

PERM1 The responsibilities of 

each job position in the 

university accurately 

describe the specific 

Likert 
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High-commitment 

Human Resource 

Management 

Code Item Measurement 

responsibilities of each 

teacher to complete the 

work. 

PERM2 Every job description of 

the university is based on 

the current actual situation 

and is feasible. 

Likert 

PERM3 Every teacher in the 

university has a 

performance goal, and is 

assessed according to the 

performance goal every 

year. 

Likert 

PERM4 The university will 

promptly feed back the 

performance results to the 

assesses and help them 

analyze the performance 

appraisal results. 

Likert 

Strategy-based human 

resource planning 

PLAN1 The university develops 

human resource planning 

based on development 

strategy. 

Likert 

PLAN2 Each college under the 

university formulates 

human resource planning 

according to the discipline 

development requirements 

Likert 
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High-commitment 

Human Resource 

Management 

Code Item Measurement 

of its own college. 

PLAN3 The human resource plan 

made by my college meets 

the requirements of 

discipline construction. 

Likert 

PLAN4 The university guides the 

human resource selection 

activities of each college 

according to the human 

resource plan of the 

academic year. 

Likert 

PLAN5 The university allocates 

teachers according to 

human resource planning. 

Likert 

PLAN6 The university develops a 

training plan for teachers 

based on human resource 

planning. 

Likert 

 

3.3.3 Mediating Variable: Organizational Commitment 

Organizational commitment mainly measures the degree of recognition and 

loyalty of teachers to the private university, and it reflects the psychological contract 

and commitment that teachers produce to the university. This study will draw on the 

five-dimensional structure model of Ling et al. (2001), namely, emotional 

commitment, normative commitment, ideal commitment, economic commitment, and 

opportunity commitment. Three human resource management experts put forward 
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suggestions on the structural content and language of the scale. According to experts’ 

suggestions, the terms of the measurement scale were screened and purified, and the 

wording and structure of the questionnaire were revised. The measurement items are 

shown in Table 3.5. 

 

Table 3.5  Scale of Teacher Organizational Commitment in Chinese Private 

University 

Organizational 

Commitment 

Code Item Measurement 

Emotional 

Commitment  

EMOT1 Highly agree with the university 

organization, follow the university 

firmly and never leave. 

Likert 

EMOT2 I have a deep affection for the 

university, I will not leave even if the 

pay is low. 

Likert 

EMOT3 For the survival and development of 

the university, I am willing to 

contribute my own strength. 

Likert 

 

Normative 

Commitment  

NORM1 I think teachers have the obligation 

and responsibility to contribute their 

value to the university. 

Likert 

NORM2 I think it is very unethical to leave and 

change jobs. 

Likert 

NORM3 I think I should remain loyal to the 

university where I work. 

Likert 

NORM4 I think teachers should abide by the 

law and be exemplary. 

Likert 

NORM5 I think teachers should love university 

as home. 

Likert 

Ideal IDEA1 I am highly consistent with the Likert 
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Organizational 

Commitment 

Code Item Measurement 

Commitment university’s values. 

IDEA2 In this university, there are more 

opportunities for further study, which 

is conducive to personal growth. 

Likert 

IDEA3 In this university, there are more 

opportunities for promotion, which is 

conducive to the realization of ideals. 

Likert 

IDEA4 In this university, my expertise can be 

fully utilized. 

Likert 

Economic 

Commitment  

ECON1 The university provided me with a 

generous salary. 

Likert 

ECON2 The university provided me with 

comprehensive medical care, pension 

and other security benefits. 

Likert 

ECON3 In this university, I have a satisfactory 

job title or position. 

Likert 

ECON4 In this university, my accumulated 

qualifications and work experience are 

fully utilized. 

Likert 

 

Opportunity 

Commitment  

OPPO1 I think there will be good career 

growth and development in this 

university. 

Likert 

OPPO2 In this university, my professional title 

will continue to improve. 

Likert 

OPPO3 If I don’t continue to stay in this 

university, I will lose a lot of personal 

development. 

Likert 

OPPO4  If I do not stay in this university, it 

will be difficult to find other jobs with 

Likert 
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Organizational 

Commitment 

Code Item Measurement 

similar or better development 

opportunities. 

    

 

3.3.4 Moderating Variable: Job Embeddedness 

Job embeddedness mainly measures the degree of links and embeddedness 

between teachers and private universities, families. This study will draw on the 

dimensionality scale of Mitchell et al. (2001); Zhong (2015). Three human resource 

management experts gave suggestions on the structure and language of the scale. 

According to the experts’ suggestions, the measurement scale the terms were screened 

and purified, and the wording and structure of the questionnaire were revised. The 

measurement items are shown in Table 3.6. 

 

Table 3.6  Scale of Teacher Job Embeddedness in Private Universities in China 

Job 

Embeddedness 

Code Item Measurement 

Fit to 

organization 

FITO1 My current job position makes good use 

of my professional knowledge and 

practical ability. 

Likert 

FITO2 I think the rights and responsibilities 

given to me by the university are very 

reasonable. 

Likert 

FITO3 I agree with the university’s 

organizational culture and working 

atmosphere. 

Likert 

FITO4 I like the schedule of university work. Likert 

FITO5 I think there will be good career growth Likert 
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Job 

Embeddedness 

Code Item Measurement 

and development in this university. 

Links to 

organization  

LINO1 I feel closely connected with the 

university. 

Likert 

LINO2 I have close contact with university 

colleagues and leaders. 

Likert 

LINO3 I feel dependent on my current teaching 

job. 

Likert 

LINO4 I participate more in university work or 

business. 

Likert 

Organization-

related sacrifice 

SACO1 If I leave this university, my work 

experience and job title will lose value. 

Likert 

SACO2 If I leave this university, it will 

seriously affect my income. 

Likert 

SACO3 If I leave this university, I will lose 

many opportunities for development. 

Likert 

SACO4 If I leave this university, it will be 

difficult for me to find a suitable job. 

Likert 

Fit to family  FTF1 My family thinks the job of this 

university matches me well. 

Likert 

FTF2 My family believes that I have good 

development opportunities in 

university. 

Likert 

FTF3 My family believes that my boss and I 

can work well together. 

Likert 

FTF4 My family is proud of working at my 

university. 

Likert 

Links to family  FITF1 My family knows my leader and is in 

touch. 

Likert 

FITF2 My family knows many of my Likert 
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Job 

Embeddedness 

Code Item Measurement 

colleagues. 

FITF3 My family will often communicate with 

my colleagues. 

Likert 

Family-related 

sacrifice  

SACF1 If I leave my current workplace, my 

family will feel sorry. 

Likert 

SACF2 The university also provides good 

family benefits for my family members.  

Likert 

SACF3 If I leave university, my family will 

suffer a lot from it. 

Likert 

 

3.3.5 Dependent Variable: Turnover Intention 

The turnover intention mainly measures the intention of the teachers in private 

universities in China to terminate the employment relationship with the school, and it 

can better predict the teachers' turnover behavior. This study will draw on the Mobley 

et al. (1978) turnover intention scale. Three human resource management experts 

made suggestions on the structure and language of the scale. According to the experts’ 

suggestions, the terms of the measurement scale were screened and purified, the 

questionnaire's wording and structure were revised, and the measurement items are 

shown in Table 3.7.  
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Table 3.7  Scale of Teacher Turnover Intention in Chinese Private University 

Turnover 

Intention 

Code Item Measurement 

Turnover 

intention 

TURN1 I'm tired of my current job. Likert 

TURN2 If I continue to stay in the original 

position, I have no prospects for 

development. 

Likert 

TURN3 I often want to quit my current job. Likert 

TURN4 I will look for other job opportunities. Likert 

TURN5 Once the conditions are ripe, I will 

decisively leave my current university. 

Likert 

  

3.3.6 The Formation of Survey Questionnaires 

The content of this questionnaire mainly consists of five parts. The first part is 

the basic information of demographic characteristics such as gender, age, marital 

status, professional title, educational background, and teaching year of the survey 

object; the second part is about the six dimensions of high -commitment human 

resource management a total of 29 items are involved; the third part is about 20 items 

that are involved in the five dimensions of organizational commitment; the fourth part 

is about 23 items that are involved in the six dimensions of job embeddedness; the 

fifth part is about resignation The 5 items involved in the turnover intention. The 

answer to the questionnaire is based on the Likert five-point scale scoring method, 

and the five levels from "very inconsistent" to "very consistent " are assigned 1 to 5 

points respectively to accurately measure the high-commitment human resources of 

teachers in private universities in Jiangxi Management, organizational commitment, 

job embeddedness, turnover intention. The questionnaires were distributed to teachers 

in private universities in Jiangxi Province, which could be seen in Appendix A. 
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3.4 The Selection of Statistical Analysis Tools 

This quantitative study focuses on exploring the relationship and mechanism 

of high-commitment human resource management on the turnover intention of 

teachers in private universities in China. The empirical analysis data comes from 

online questionnaires, using data statistical analysis software SPSS25.0, AMOS 24.0, 

SmartPLS3.0. Using SPSS25.0 to carry out common method deviation test, factor 

analysis and reliability test, the reliability test index of the scale is Cronbachs alpha 

coefficient. After that, AMOS 24 was used to perform confirmatory factor analysis to 

measure the validity of the scale data, which mainly included convergence validity 

and discriminative validity. After the scale data has passed reliability and validity 

tests, AMOS 24.0 is used to verify the direct effect hypothesis of the impact of high-

commitment human resource management on the turnover intention of Chinese 

private universities teachers, and the mediating effect hypothesis of organizational 

commitment, using SmartPLS 3.0 to verify the moderating hypothesis of job 

embeddedness. In this study, other analysis tools will be imported as appropriate. 

 

  



 

 

CHAPTER 4 

 

DATA ANALYSIS AND HYPOTHESIS TESTING 

 

This chapter introduces the collection and processing of data, including 

descriptive statistical analysis, multivariate positiveness test, common method 

deviation test, followed by factor analysis, reliability test, CFA, validity test, using 

AMOS 24.0 software to test the direct effect hypothesis and mediating effect 

hypothesis, in order to test the impact of the various dimensions of high-commitment 

human resource management on the turnover intention of private universities 

teachers, and whether emotional commitment, normative commitment, ideal 

commitment, economic commitment, and opportunity commitment play a mediating 

role in the impact of high-commitment human resource management on turnover 

intention, using variance-based PLS-SEM  software to test that whether fit to 

organization , links to organization, organization-related sacrifice, fit to family ,links 

to family, family-related sacrifice play a moderating role in the impact of high -

commitment human resource management on turnover intention, and summarize the 

hypothesis test results. 

 

4.1 Data Collection 

In section 3.1.2, it has been explained that the sample size of the survey 

questionnaire will be set according to the observed variables and the number ratio, the 

number ratio can be selected as 14, the number of observed variables in the survey 

questionnaire is 77, so the number of survey questionnaires could be 1078, this study 
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needs to ensure that the final number of valid questionnaires exceeds 770. In the 

specific sampling process, the survey respondents are divided into 33 private 

universities (tiers), and then the head of the personnel department of each private 

university will be conducts random sampling on campus according to the number of 

professional teachers of each private university in Table 3.1. Although a third-party 

questionnaire collection platform was used in this study, the author monitored the 

distribution, filling and recycling of the questionnaires throughout the process to 

ensure the reliability of the research data. The identification of professional teachers is 

verified and responsible by the head of the personnel department of each private 

university, and the participating professional teachers are required to fill in the 

questionnaire truthfully. It takes about 3 weeks to collect the questionnaire. Next, this 

study reviews the quality of the collected questionnaire data, deletes questionnaires 

whose answer time is significantly shorter than necessary (within 3 minutes), and 

questionnaires that have obvious problems (such as random filling in optional 

answers, etc.), and reviews the quality of questionnaire data, collects 900 valid 

questionnaires, which is more than 770, it is in accordance with the sample size 

requirement (Nunnally, 1978; Osborne & Costello, 2004). 

 

4.2 Descriptive Statistical Analysis 

4.2.1 Descriptive Statistical Analysis of Sample Characteristics 

The descriptive statistical analysis of sample characteristics can better show 

the basic situation of the survey target group, including gender, age, marital status, 

educational background, professional title, teaching age and so on. 

1)  Gender distribution  

It can be seen from Table 4.1 that among the 900 professional teachers 

in Jiangxi province, 180 are male teachers, accounting for only 20%, while there are 
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720 female teachers, accounting for as high as 80%. This shows that female teachers 

in private universities in Jiangxi Province account for the majority, while male 

teachers are few. Hao & Wang (2021) found that female teachers accounted for about 

70% in Z private universities, which is also a common situation in universities in 

China. 

 

Table 4.1  Gender Distribution of Survey Respondents 

Gender Frequency Percentage 

Male 180 20% 

Female 720 80% 

Total 900 100% 

 

2)  Age distribution  

It can be seen from Table 4.2 that there are 214 professional teachers 

under 30 years old in this survey sample, accounting for only 23.8%; there are 627 

professional teachers between 30-40 years old, accounting for 69.7%; there are 53 

professional teachers aged 41 -50 years old, accounting for 5.9%; there are 6 

professional teachers over 50, accounting for 0.7%. At present, Chinese private 

universities use young and middle-aged professional teachers as their main teaching 

force, and there are fewer older professional teachers, mainly the deans or deputy 

deans of secondary colleges hired from public universities. 
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Table 4.2  Age Distribution of Survey Respondents 

Age Frequency Percentage 

Under 30 214 23.8% 

30-40 627 69.7% 

 41-50 53 5.9% 

Over 50 6 0.7% 

 Total 900 100% 

  

3)  Marital status distribution  

It can be seen from Table 4.3 that in this survey sample, there are 638 

married professional teachers, accounting for 70.9%, while there are 262 unmarried 

professional teachers, accounting for only 29.1%. This shows  that most of the 

professional teachers in private universities in Jiangxi Province have formed a 

marriage and family. 

 

Table 4.3  Marital Status Distribution of Survey Respondents 

Marital Status Frequency Percentage 

Married 638 70.9% 

Unmarried 262 29.1% 

 Total 900 100% 

  

4)  Educational background distribution  

It can be seen from Table 4.4 that there are 847 professional teachers 

with master degree in this survey sample, accounting for 94.1%, and 53 professional 

teachers with Ph.D, accounting for only 5.9%. This shows that the highest degree of 

professional teachers in private universities in Jiangxi Province is still dominated by 

master degree. Professional teachers with Ph.D are relatively rare, less than 6%, and 

the proportion of professional teachers with high academic qualifications is very low. 
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This situation is consistent with Fu & Yang (2021), in their random survey, there are 

only 4 teachers with Ph.D, 212 teachers with Master Degree, and the proportion of 

teachers with Ph.D is 1.85%. 

 

Table 4.4  Educational Background Distribution of Survey Respondents 

Educational Background Frequency Percentage 

Master’s degree 847 94.1% 

Ph.D 53 5.9% 

 Total 900 100% 

  

5)  Professional title distribution  

It can be seen from Table 4.5 that there are 197 professional teachers 

with the title of teaching assistant, accounting for 21.9%; 655 professional teachers 

with the title of lecturer, accounting for 72.8%; and 31 professional teachers with the 

title of associate professor, accounting for 3.4%; there are 17 professional teachers 

with professor titles, accounting for 1.9%. This shows that the professional titles of 

assistants and lecturers in private universities in Jiangxi P rovince account for a 

relatively high proportion of 94.7% in total, while professional teachers with titles of 

associate professor and above account for only 5.3%, and teachers with senior titles in 

private universities are relatively scarce.  

 

  



 126 

Table 4.5  Professional Title Distribution of Survey Respondents 

Professional Title Frequency Percentage 

Teaching assistant 197 21.9% 

Lecturer 655 72.8% 

 Associate professor 31 3.4% 

Professor 17 1.9% 

 Total 900 100% 

  

6)  Teaching age distribution  

It can be seen from Table 4.6 that in this survey sample, there are 202 

professional teachers with a teaching experience of less than 3 years, accounting for 

22.4%; there are 656 professional teachers with a teaching age of 3 to 8 years, 

accounting for 72.9%; there are 42 professional teachers with a teaching age over 8 

years, accounting for 4.7%. The proportion of professional teachers in Jiangxi private 

universities within 8 years has reached 95.3%, and the proportion of more than 8 

years is very small. After 3 to 8 years of work accumulation, a large proportion of 

professional teachers are awarded the title of associate professor, Leaving school, 

looking for a better development platform.  

 

Table 4.6  Teaching Age Distribution 

Teaching Age Frequency Percentage 

Under 3 years 202 22.4% 

3-8 years 656 72.9% 

 Over 8 years 42 4.7% 

Total 900 100% 
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4.2.2 Descriptive Statistical Analysis of Scale Items 

This study uses SPSS24.0 to do descriptive statistical analysis of the scale 

items, get the minimum, maximum, mean, standard deviation, skewness and kurtosis 

to analyze the concentration, dispersion and distribution of the data, and the results 

are shown in the Table 4.7. From the above results, the distribution of the mean value 

of the measurement items on the scale is relatively even, the standard deviations of 

the items are all less than 1, and the dispersion of the sample data i s small; the 

absolute value of the skewness of each item is less than 3, and the absolute value of 

kurtosis. Both are less than 10, and the sample data is approximately normally 

distributed (Kline, 1998). This study will further conduct a normality test. 

 

Table 4.7  Descriptive Statistical Analysis of Scale Items 

Item Minimum Maximum Mean Std.Deviation Skewness Kurtosis 

SELE1 1 5 2.31 .767 -.387 -.786 

SELE2 1 5 2.10 .660 .032 -.232 

SELE3 1 4 2.19 .719 -.228 -.909 

SELE4 1 4 2.18 .742 -.001 -.624 

INCE1 1 3 2.07 .687 -.088 -.883 

INCE2 1 5 2.04 .707 .044 -.636 

INCE3 1 5 2.13 .683 .003 -.373 

INCE4 1 5 2.11 .697 .049 -.379 

INCE5 1 5 2.18 .750 .062 -.373 

INCE6 1 4 2.09 .707 -.038 -.776 

PART1 1 5 2.08 .702 .002 -.579 

PART2 1 4 2.09 .724 -.030 -.842 

PART3 1 5 2.11 .694 -.075 -.626 

PART4 1 5 2.06 .708 -.010 -.707 

SAFE1 1 5 2.14 .739 .134 -.343 

SAFE2 1 5 2.13 .749 .084 -.510 
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Item Minimum Maximum Mean Std.Deviation Skewness Kurtosis 

SAFE3 1 5 2.19 .730 .032 -.403 

SAFE4 1 4 2.10 .717 -.016 -.758 

SAFE5 1 5 2.06 .692 .021 -.536 

PERM1 1 4 2.12 .716 -.014 -.692 

PERM2 1 4 2.15 .705 -.127 -.793 

PERM3 1 5 2.11 .736 .077 -.513 

PERM4 1 4 2.08 .706 -.052 -.851 

PLAN1 1 5 2.14 .725 -.073 -.699 

PLAN2 1 5 2.21 .691 -.055 -.373 

PLAN3 1 5 2.12 .729 -.021 -.647 

PLAN4 1 5 2.15 .721 -.077 -.645 

PLAN5 1 5 2.17 .684 .044 -.220 

PLAN6 1 4 2.16 .717 -.175 -.896 

EMOT1 1 5 2.18 .724 -.105 -.549 

EMOT2 1 5 2.05 .693 .136 -.157 

EMOT3 1 5 2.10 .694 .027 -.437 

NORM1 1 5 2.12 .715 -.005 -.548 

NORM2 1 5 2.17 .728 -.002 -.489 

NORM3 1 5 2.09 .722 .128 -.269 

NORM4 1 5 2.23 .796 .314 .261 

NORM5 1 5 2.16 .734 .041 -.272 

IDEA1 1 5 2.14 .680 .055 -.097 

IDEA2 1 5 2.06 .733 .155 -.247 

IDEA3 1 5 2.11 .733 .110 -.237 

IDEA4 1 5 2.11 .736 .091 -.386 

ECON1 1 5 2.14 .674 .024 -.134 

ECON2 1 5 2.06 .685 .052 -.422 

ECON3 1 5 2.08 .717 .122 -.385 

ECON4 1 5 2.08 .724 .067 -.536 

OPPO1 1 5 2.17 .679 -.006 -.302 

OPPO2 1 5 2.09 .723 .114 -.316 

OPPO3 1 5 2.07 .698 .117 -.188 
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Item Minimum Maximum Mean Std.Deviation Skewness Kurtosis 

OPPO4 1 5 2.08 .734 .050 -.562 

FITO1 1 5 3.77 .771 .019 -.487 

FITO2 1 5 3.90 .705 -.031 -.479 

FITO3 1 5 3.91 .704 -.078 -.275 

FITO4 1 5 3.88 .780 -.171 -.360 

FITO5 1 5 3.80 .710 .005 -.266 

LINO1 1 5 3.93 .710 -.071 -.493 

LINO2 1 5 3.95 .729 -.118 -.451 

LINO3 1 5 3.91 .741 -.095 -.532 

LINO4 1 5 3.85 .710 -.067 -.211 

SACO1 1 5 3.93 .718 -.174 -.192 

SACO2 1 5 3.95 .738 -.165 -.369 

SACO3 1 5 3.96 .736 -.142 -.457 

SACO4 1 5 3.82 .705 .056 -.478 

FITF1 1 5 3.91 .730 -.100 -.481 

FITF2 1 5 3.89 .729 -.149 -.214 

FITF3 1 5 3.90 .767 -.039 -.771 

FITF4 1 5 3.80 .732 -.067 -.250 

LINF1 1 5 3.94 .730 -.155 -.436 

LINF2 1 5 3.92 .728 -.074 -.567 

LINF3 1 5 3.96 .777 -.094 -.860 

SACF1 1 5 3.83 .742 -.022 -.415 

SACF2 1 5 4.02 .746 -.170 -.709 

SACF3 1 5 4.00 .786 -.275 -.469 

TURN1 1 5 4.25 .816 -.978 .580 

TURN2 1 5 4.23 .919 -1.093 .441 

TURN3 1 5 4.25 .844 -1.119 .891 

TURN4 1 5 4.23 .889 -1.108 .712 

TURN5 1 5 4.33 .813 -1.165 1.031 
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Note:  SELE = Selection and placement; INCE = Incentive mechanism; PART = 

Participation; SAFE = Occupational safety; PERM = Performance 

management; PLAN = Strategy-based human resource plan; EMOT = 

Emotional commitment; NORM = Normative commitment; IDEA = Ideal 

commitment; ECON = Economic commitment; OPPO = Opportunity 

commitment; FITO = Fit to organization; LINO = Links to organization; SACO 

= Organization sacrifice; FITF = Fit to family; LINF = Links to family; SACF 

= Family sacrifice; TURN = Turnover intention. 

 

4.3 Multivariate Normality Test 

This study uses AMOS24.0 for SEM analysis, and the premise requires that 

the sample data obey a multivariate normal distribution to ensure that the chi-square 

test is valid (Bollen, 1989). The multivariate normal distribution can be tested 

according to the Mardia coefficient index. When the Mardia coefficient is less than 

the product of the number of observation variables and (the number of observation 

variables + 2), the observation variable conforms to the multivariate normal 

distribution (Bollen, 1989). As shown in Table 4.8, the kurtosis and skewness of each 

observed variable are less than 3, and the Mardia coefficient value is 10.976, which is 

less than 3024, which is the product of 54 and 56 of the total number of observed 

variables. At the same time, this study used Smart-PLS3.0 to test the moderating 

effect, and the moderating variables did not perform the multivariate normal 

distribution test. 
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Table 4.8  Multivariate Normality Test Results 

Variable Min Max Skew c.r. Kurtosis c.r. 

SELE1 1 5 -0.387 -4.735 -0.788 -4.826 

SELE2 1 5 0.032 0.396 -0.238 -1.455 

SELE3 1 4 -0.228 -2.787 -0.911 -5.576 

SELE4 1 4 -0.001 -0.009 -0.628 -3.844 

INCE1 1 3 -0.088 -1.077 -0.885 -5.419 

INCE2 1 5 0.044 0.544 -0.639 -3.912 

INCE3 1 5 0.003 0.032 -0.377 -2.309 

INCE4 1 5 0.048 0.593 -0.383 -2.346 

INCE5 1 5 0.062 0.754 -0.378 -2.314 

INCE6 1 4 -0.038 -0.464 -0.778 -4.766 

PART1 1 5 0.002 0.028 -0.583 -3.57 

PART2 1 4 -0.03 -0.367 -0.844 -5.167 

PART3 1 5 -0.075 -0.913 -0.629 -3.852 

PART4 1 5 -0.01 -0.128 -0.71 -4.346 

SAFE1 1 5 0.134 1.64 -0.348 -2.132 

SAFE2 1 5 0.083 1.022 -0.514 -3.147 

SAFE3 1 5 0.032 0.386 -0.407 -2.493 

SAFE4 1 4 -0.016 -0.191 -0.761 -4.658 

SAFE5 1 5 0.021 0.258 -0.54 -3.307 

PERM1 1 4 -0.014 -0.168 -0.695 -4.255 

PERM2 1 4 -0.127 -1.551 -0.796 -4.872 

PERM3 1 5 0.077 0.944 -0.517 -3.167 

PERM4 1 4 -0.052 -0.635 -0.853 -5.223 

PLAN1 1 5 -0.073 -0.891 -0.702 -4.297 

PLAN2 1 5 -0.055 -0.672 -0.377 -2.31 

PLAN3 1 5 -0.021 -0.257 -0.65 -3.982 

PLAN4 1 5 -0.077 -0.947 -0.648 -3.967 
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Variable Min Max Skew c.r. Kurtosis c.r. 

PLAN5 1 5 0.044 0.541 -0.225 -1.378 

PLAN6 1 4 -0.175 -2.144 -0.898 -5.497 

EMOT1 1 5 -0.104 -1.278 -0.552 -3.383 

EMOT2 1 5 0.136 1.66 -0.163 -0.998 

EMOT3 1 5 0.027 0.327 -0.442 -2.705 

NORM1 1 5 -0.005 -0.056 -0.552 -3.378 

NORM2 1 5 -0.002 -0.025 -0.493 -3.019 

NORM3 1 5 0.128 1.567 -0.274 -1.679 

NORM4 1 5 0.313 3.839 0.253 1.546 

NORM5 1 5 0.041 0.498 -0.278 -1.7 

IDEA1 1 5 0.055 0.668 -0.103 -0.633 

IDEA2 1 5 0.155 1.899 -0.252 -1.544 

IDEA3 1 5 0.11 1.343 -0.242 -1.482 

IDEA4 1 5 0.091 1.11 -0.39 -2.391 

ECON1 1 5 0.024 0.294 -0.14 -0.854 

ECON2 1 5 0.052 0.639 -0.427 -2.613 

ECON3 1 5 0.122 1.496 -0.39 -2.386 

ECON4 1 5 0.067 0.82 -0.54 -3.306 

OPPO1 1 5 -0.006 -0.072 -0.307 -1.883 

OPPO2 1 5 0.114 1.392 -0.321 -1.967 

OPPO3 1 5 0.117 1.429 -0.194 -1.188 

OPPO4 1 5 0.05 0.609 -0.565 -3.461 

TURN1 1 5 -0.976 -11.959 0.57 3.491 

TURN2 1 5 -1.091 -13.365 0.432 2.647 

TURN3 1 5 -1.117 -13.681 0.88 5.387 

TURN4 1 5 -1.106 -13.545 0.701 4.293 

TURN5 1 5 -1.163 -14.246 1.018 6.236 

Multivariate     10.976 2.117 
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Note: SELE = Selection and placement; INCE = Incentive mechanism; PART = 

Participation; SAFE = Occupational safety; PERM = Performance 

management; PLAN = Strategy-based human resource plan; EMOT = 

Emotional commitment; NORM = Normative commitment; IDEA = Ideal 

commitment; ECON = Economic commitment; OPPO = Opportunity 

commitment; FITO = Fit to organization; LINO = Links to organization; SACO 

= Organization sacrifice; FITF = Fit to family; LINF = Links to family; SACF 

= Family sacrifice; TURN = Turnover intention. 

 

4.4 Common Method Deviation Test 

If there are common method deviations in the data, it will lead to false 

relations of variables in the structural equation model, and the path hypothesis test 

will have misleading results. In this study, Harman's single factor test method was 

used to perform exploratory factor analysis on all measured variables, and the 

percentage of variance explained by the first principal factor was tested. If the ratio is 

greater than 40%, there may be a common method bias (Cao et al., 2017). The 

common method deviation test of this study is shown in Table 4.9. A total of 18 

principal factors were extracted from 77 measurement variables. The first principal 

factor explained the variance ratio of 21.001%, which was much lower than 40%, 

indicating that there is no common deviation in the sample data (Cao et al., 2017). 
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Table 4.9  Common Method Deviation Test Results 

Component 
Initial Eigenvalues 

Total % of Variance Cumulative % 

1 16.171 21.001 21.001 

2 6.438 8.361 29.362 

3 3.130 4.065 33.427 

4 3.015 3.915 37.343 

5 2.726 3.541 40.883 

6 2.397 3.113 43.996 

7 2.242 2.912 46.908 

8 2.166 2.812 49.721 

9 2.081 2.703 52.424 

10 2.007 2.607 55.031 

11 1.920 2.493 57.524 

12 1.813 2.354 59.878 

13 1.736 2.255 62.133 

14 1.629 2.116 64.249 

15 1.510 1.961 66.210 

16 1.415 1.838 68.048 

17 1.260 1.637 69.684 

18 1.061 1.378 71.063 

 

4.5 Factor Analysis and Reliability Test 

4.5.1 Factor Analysis 

This study adopts SPSS24.0 to do factor analysis and reliability test of high-

commitment human resource management (selection and allocation, incentive 

mechanism, occupational safety, participation, performance management and 

strategy-based human resource planning), organizational commitment (emotional 

commitment, normative commitment, ideal commitment, economic commitment, 
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opportunity com m itm ent), job em beddedn ess (fit to organization , link to 

organization, organization-related sacrifice, fit to family ,link to family, family-related 

sacrifice), turnover intention. Factor analysis is a technique used to find out the 

essential structure of multivariate observation variables and process dimensionality 

reduction. It can integrate variables with intricate relationships into a few core factors 

(Hair et al., 1998). Before performing factor analysis, KMO test and Bartlett sphere 

test are also required. When KMO test coefficient>0.7 and P value<0.05, it means that 

factor analysis can be performed (Hair et al., 1998). The test results in Table 4.10 

show that the KMO test coefficient of the sample data is 0.93, which is much greater 

than 0.7, and the significance probability of the Bartlett sphere test is less than 0.001, 

which shows that the sample data has a significant correlation and can be factored. 

 

Table 4.10  KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .930 

Bartlett's Test of 

Sphericity 

 

Approx. Chi-Square 39811.875 

df 2926 

Sig. .000 

 

Next, this research continues to use SPSS24.0 to perform factor analysis on 

the sample data, using the principal component analysis method, after rotating, check 

the load value of each dimension item on the factor to which it belongs. The factor 

analysis results are shown in Table 4.12. The factor analysis extracts 18 factors, and 

these extracted factors are consistent with the theoretical dimension division of each 

latent variable, indicating that the sample data factor analysis result is consistent with 

the expected result, for example, latent variable high-commitment human resource 

managementis rotated by factors, it can extract the six factors (dimensions) of 

selection and allocation, incentive mechanism, occupational safety, participation, 
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performance m anagement, and strategy-based human resource planning. The 

dimensional items of high-commitment human resource management, organizational 

commitment, job embedding, and turnover intention all have load values greater than 

0.5 on their respective factors. At the same time, Table 4.11 shows that the cumulative 

explained variance of each factor is 71.063%, which is more than 60%. The 

explanation is relatively high, and reliability and validity can be tested.  
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4.5.2 Reliability Test 

Reliability refers to the degree of consistency of the results obtained when the 

same method is used to repeatedly measure the same object. The higher the reliability, 

the stronger the stability and consistency of the results. Cronbach's alpha coefficient is 

the most commonly used reliability coefficient. The reliability coefficient of the 

subscale is preferably above 0.7, and 0.6-0.7 is acceptable (Malhotra & Krosnick, 

2007). If the Cronbach's alpha coefficient is below 0.6, it is necessary to consider re-

editing the questionnaire (Malhotra & Krosnick, 2007). The reliability test results are 

shown in Table 4.12. The Cronbach's alpha of the six dimensional variables of high-

commitment human resource management are 0.874, 0.900, 0.842, 0.885, 0.863, 

0.892, which are all greater than 0.8; The Cronbach's alpha of the five dimensional 

variables of organizational commitment are 0.813, 0.881, 0.827, 0.868, 0.877, which 

are all greater than 0.8; The Cronbach's alpha of the six dimensional variables of job 

embeddedness are 0.881, 0.867, 0.863, 0.864, 0.800, 0.847, which are all greater than 

0.8 ; The Cronbach's alpha for turnover intention is 0.924, much greater than 0.8. This 

shows that the survey questionnaire has high reliability, the stability and consistency 

of the results are high, and the measurement error value is small. 

 

Table 4.12  Reliability Test Results 

Latent Variable Cronbach's Alpha 

SELE .874 

INCE .900 

PART .842 

 SAFE .885 

 PERM .863 

 PLAN .892 

EMOT .813 

NORM .881 
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Latent Variable Cronbach's Alpha 

IDEA .827 

ECON 

 

.868 

OPPO .877 

FITO .881 

LINO .867 

SACO .863 

FITF .864 

LINF .800 

SACF .847 

TURN .924 

 

Note:  SELE = Selection and placement; INCE = Incentive mechanism; PART = 

Participation; SAFE = Occupational safety; PERM = Performance 

management; PLAN = Strategy-based human resource plan; EMOT = 

Emotional commitment; NORM = Normative commitment; IDEA = Ideal 

commitment; ECON = Economic commitment; OPPO = Opportunity 

commitment; FITO = Fit to organization; LINO = Links to organization; 

SACO = Organization sacrifice; FITF = Fit to family; LINF = Links to family; 

SACF = Family sacrifice; TURN = Turnover intention. 

 

4.6 CFA and Validity Test 

After the factor analysis and reliability test of the scale, the validity test of the 

scale is continued. The validity of the scale refers to whether the variable measured by 

the scale is the underlying cause of the co -variation of the measurement items 

(Devellis et al., 1996), that is, the adequacy of the variable measurement. It judges 

whether the measured variable is really the researcher’s expected result. The validity 

of the scale mainly includes convergent validity and discriminant validity. Convergent 
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validity mainly refers to the significant correlation between the items of the scale and 

the ability to converge on common factors (Devellis  et al., 1996). In this study, 

AM OS24.0 was used for CFA to test convergent validity, mainly testing the 

standardized factor loading, average variation extraction (AVE), combined validity 

(CR) of latent variable measurement items. The CFA model diagram is shown in 4.1. 

The standardization factor load of measurement items is generally required to be 

greater than 0.7, and some only require greater than 0.5 (Gefen & Straub, 2005). The 

larger the AVE value, the greater the percentage of variance explained by the latent 

variables in the index table, and the smaller the measurement error. The criterion is 

that AVE is greater than 0.5 (Fornell & Larcker, 1981). The combined reliability of the 

latent variables is one of the criteria for the internal quality of the m odel. If the 

combined reliability is above 0.7, it means that the internal quality of the model is 

ideal (Fornell & Larcker, 1981). Discriminant validity compares the absolute value of 

the square root of AVE and the correlation coefficient of other latent variables. If the 

square root of AVE is larger, it indicates that the discriminative validity exists, that is, 

the difference between variables is obvious (Liu et al., 2011). 
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Figure 4.1  CFA Model  

 

4.6.1 CFA and Convergent Validity Test 

As shown in Table 4.13, the selection and allocation, incentive mechanisms, 

occupational safety, participation, performance management, and strategy-based 

human resource planning have standardized factor loads greater than 0.7 for each 

item, except for the item SAFE2, which is 0.689, but very Close to 0.7; At the same 

time, the Composite Reliability of latent variable selection and allocation, incentive 

mechanism, occupational safety, participation, performance management and 

strategy-based human resource planning are 0.878, 0.901, 0.843, 0.886, 0.863, 0.893, 

all greater than 0.7; The Average Variance Extracted for selection and allocation, 

incentive mechanism, occupational safety, participation, performance management, 

and strategy-based human resource planning are 0.644, 0.603, 0.574, 0.610, 0.613, 

and 0.582 respectively, which are all greater than 0.5. The latent variable emotional 
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commitment, normative commitment, ideal commitment, economic commitment, and 

opportunity commitment have standardized factor loads greater than 0.7 in each item, 

except for the item IDEA1 which is 0.699, but very close to 0.7; the Composite 

Reliability of emotional commitment, normative commitment, ideal commitment, 

economic commitment, and opportunity commitment are 0.814, 0.884, 0.828, 0.870, 

0.879, which are all greater than 0.7; the Average Variance Extracted of emotional 

commitment, normative commitment, ideal commitment, economic commitment, and 

opportunity commitment are 0.594 and 0.604, respectively , 0.547, 0.626, 0.646, all 

greater than 0.5. The latent variable fit to organization , links to organization, 

organization-related sacrifice, fit to family ,links to family, family-related sacrifice 

have a standardized factor load greater than 0.7 in each item; The Composite 

Reliability of fit to organization , links to organization, organization-related sacrifice, 

fit to family ,links to family, family-related sacrifice are 0.882, 0.867, 0.861, 0.864, 

0.800, 0.847, which are all greater than 0.7; The Average Variance Extracted of fit to 

organization , links to organization, organization-related sacrifice, fit to family ,links 

to family, family-related sacrifice are 0.600, 0.620, 0.609, 0.614, 0.571, 0.650 are all 

greater than 0.5. The latent variable turnover intention has standardized factor loads 

greater than 0.7 for each item; Composite Reliability is 0.926, greater than 0.7; 

Average Variance Extracted is 0.713, greater than 0.5. Overall, the scale has good 

convergent validity. 
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Table 4.13  CFA and Convergent Validity Test 

Latent 

variable 

Item Factor 

loading 

CR AVE 

 

SELE 

SELE1 .764  

.878 

 

.644 SELE2 .749 

SELE3 .903 

SELE4 .784 

INCE INCE1 .810 .901 .603 

INCE2 .730 

INCE3 .810 

INCE4 .729 

INCE5 .758 

INCE6 .817 

 

PART 

PART1 .801  

.843 

 

.574 PART2 .744 

PART3 .754 

PART4 .729 

 

SAFE 

SAFE1 .861  

.886 

 

.610 SAFE2 .689 

SAFE3 .801 

SAFE4 .753 

SAFE5 .792 

 

PERM 

PERM1 .763  

.863 

 

.613 PERM2 .778 

PERM3 .803 

PERM4 .786 

 

PLAN 

PLAN1 .776  

.893 

 

.582 PLAN2 .721 

PLAN3 .790 

PLAN4 .732 

PLAN5 .724 

PLAN6 .829 

EMOT EMOT1 .759 .814 .594 
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Latent 

variable 

Item Factor 

loading 

CR AVE 

EMOT2 .809 

EMOT3 .743 

 

NORM 

NORM1 .799  

.884 

 

.604 NORM2 .726 

NORM3 .851 

NORM4 .710 

NORM5 .792 

 

IDEA 

IDEA1 .699  

.828 

 

.547 IDEA2 .810 

IDEA3 .732 

IDEA4 .713 

 

ECON 

ECON1 .839  

.870 

 

.626 ECON2 .748 

ECON3 .777 

ECON4 .797 

 

OPPO 

OPPO1 .724  

.879 

 

.646 OPPO2 .785 

OPPO3 .852 

OPPO4 .848 

 

FITO 

FITO1 .764  

.882 

 

.600 FITO2 .824 

FITO3 .752 

FITO4 .789 

FITO5 .741 

 

LINO 

LINO1 .861  

.867 

 

.620 LINO2 .742 

LINO3 .780 

LINO4 .761 

 

SACO 

SACO1 .744  

.861 

 

.609 SACO2 .760 

SACO3 .877 

SACO4 .733 
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Latent 

variable 

Item Factor 

loading 

CR AVE 

 

FITF 

FITF1 .759  

.864 

 

.614 FITF2 .736 

FITF3 .791 

FITF4 .843 

 

LINF 

LINF1 .733  

.800 

 

.571 LINF2 .754 

LINF3 .780 

 

SACF 

SACF1 .746  

.847 

 

.650 SACF2 .754 

SACF3 .909 

 

TURN 

TURN1 .778  

.926 

 

.713 TURN2 .869 

TURN3 .824 

TURN4 .882 

TURN5 .866 

Model fit index; CMIN/DF = 1.222, RMSEA = 0.013, GFI = 0.916, AGFI = 0.907，

NFI=0.920， CFI= 0.984 

 

Note:  CR = Composite Reliability; AVE = Average Variance Extracted; SELE = 

Selection and placement; INCE = Incentive mechanism; PART = 

Participation; SAFE = Occupational safety; PERM = Performance 

management; PLAN = Strategy-based human resource plan; EMOT = 

Emotional commitment; NORM = Normative commitment; IDEA = Ideal 

commitment; ECON = Economic commitment; OPPO = Opportunity 

commitment; FITO = Fit to organization; LINO = Links to organization; 

SACO = Organization sacrifice; FITF = Fit to family; LINF = Links to family; 

SACF = Family sacrifice; TURN = Turnover intention. 
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4.6.2 Discriminative Validity Test 

It can be seen from Table 4.14 that the square root value of each latent variable 

AVE (the number on the diagonal line in the table) is greater than 0.7, and is much 

greater than the absolute value of the correlation coefficient with other latent 

variables, which shows that the scale has a good discriminative validity. 
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4.7 Direct and Mediating Effect Test 

This study uses AMOS 24.0 software to carry out direct effect test and 

mediating effect test to test the impact of high -commitment human resource 

management dimensions on the turnover intention of private university teachers, 

whether emotional commitment, normative commitment, ideal commitment, 

economic commitment, and opportunity commitment play an mediating role in the 

influence of turnover intention. Therefore, this study constructed a structural equation 

model, as shown in Figure 4.2 

 

 

Figure 4.2  Structural Equation Model Diagram of Direct and Mediating Effects 
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This study uses the Bootstrap function of AMOS to test the mediating effect of 

each dimension of organizational commitment, and at the same time, it can also test 

the direct effect. Bootstrap's two-sided bias-corrected confidence intervals are set to 

95%. The data fitting results of the structure model are shown in Table 4.15. 

CMIN/DF is 1.361, which is less than 3. The GFI and AGFI are 0.932 and 0.923, 

respectively, which are both greater than 0.9 and indicating that the sample data fits 

well with the model; NFI is 0.936, which is greater than 0.9; the comparative fitting 

index CFI is 0.982, which is greater than 0.9; RMSEA is 0.020, which is less than 

0.05. It can be seen from the parameter values of each fitting index that the data fitting 

of the structural model is better. 

  

Table 4.15  Data Fitting Results of Structural Model 

Model Fit CMIN/DF GFI AGFI NFI CFI RMSEA 

parameter 1.361 0.932 0.923 0.936 0.982 0.020 

 

4.7.1 Direct Effect Test 

The results of the direct effect test are shown in Table 4.16.  

The direct effect coefficient of the independent variables the selection and 

allocation (SELE) on the dependent variable turnover intention (TURN) is -0.126, and 

the two-tailed significance probability level P = 0.020 (Lower endpoint = -0.537, 

Upper endpoint = -0.425), passed the 5% significance level test, and the two-sided 

bias-corrected confidence intervals do not include 0, indicating that selection and 

allocation have a significant negative impact on the turnover intention of professional 

teachers in private universities, assuming that H1a is accepted. 

The direct effect coefficient of the independent variable incentive mechanism 

(INCE) on the dependent variable turnover intention (TURN) is -0.047, and the two-

tailed significance probability level P = 0.195 (Lower endpoint = -0.110, Upper 
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endpoint = 0.024) , did not pass the 5% significance level test, and the two-sided bias-

corrected confidence intervals included 0, indicating that the incentive mechanism has 

no significant negative impact on the turnover intention of professional teachers in 

private universities. It is assumed that H1b is rejected. 

 The direct effect coefficient of the independent variable participate (PART) 

on the dependent variable turnover intention (TURN) is -0.105, and the two-tailed 

significance probability level P = 0.013 (Lower endpoint = -0.179, Upper endpoint=-

0.032), which has passed 5% significance level test, and the two-sided bias- corrected 

confidence intervals does not include 0, indicating that participation has a significant 

negative impact on the turnover intention of professional teachers in private 

universities. It is assumed that H1c is accepted. 

The direct effect coefficient of the independent variable occupational safety 

(SAFE) on the dependent variable turnover intention (TURN) is 0.086, the two-tailed 

significance probability level P = 0.014 (Lower endpoint = 0.019, Upper endpoint = 

0.163), passing the 5% significance level test, and two-sided bias-corrected 

confidence intervals do not include 0. However, occupational safety has a significant 

positive effect on the turnover intention of professional teachers in private 

universities, indicating that the higher the professional safety of professional teachers, 

the higher the turnover intention. This is the opposite of Hypothesis 1d, and H1d is 

rejected.  

The direct effect coefficient of independent variables performance 

management (PERM) on the dependent variable turnover intention (TURN) is -0.097, 

the two-tailed significance probability level P = 0.018 (Lower endpoint = -0.159, 

Upper endpoint = -0.018), passed 5% significance level test, and the two-sided bias-

corrected confidence intervals does not include 0, indicating that performance 

management has a significant negative impact on the turnover intention of 

professional teachers in private universities. It is assumed that H1e is accepted.  
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The direct effect coefficient of independent variable strategy-based human 

resource plan (PLAN) on the dependent variable turnover intention (TURN) is -0.031, 

and the two-tailed significance probability level P = 0.501 (Lower endpoint = -0.096, 

Upper endpoint = 0.042), did not pass the 5% significance level test, and the two-

sided bias-corrected confidence intervals includes 0, indicating that the strategy-based 

human resource planning has no significant negative impact on the turnover intention 

of professional teachers in private universities. Hypothesis H1f is rejected. 

 

Table 4.16  Standardized Direct Effects and Two-Tailed Significance Levels 

Influence Path Estimate Lower 

Endpoint 

Upper Endpoint Two-tailed 

Significance 

Levels 

TURN <--- SELE -.126** -.181 -.052 .020 

TURN <--- INCE -.047 -.110 .024 .19

5 

TURN <--- PART -.105** -.179 -.032 .013 

TURN <--- SAFE .086** .019 .163 .014 

TURN <--- PERM -.097** -.159 -.018 .018 

TURN <--- PLAN -.031 -.096 .042 .50

1 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 

Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; TURN = Turnover intention. 
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Therefore, hypothesis H1b, H1d, and H1f are rejected, and H1a, H1c, and H1e 

are accepted, selection and allocation, participation, and performance management 

have a significant negative impact on turnover intention. 

 

4.7.2 Mediating Effect Test of Organizational Commitment 

The hypothesises in Section 2.6.2 respectively propose that emotional 

commitment, normative commitment, ideal commitment, economic commitment, and 

opportunity commitment play a mediating role in the impact of selection and 

allocation, incentive mechanism, participation, occupational safety, performance 

management, strategy-based human resource planning on turnover intention. This 

study uses the AM OS Bootstrap function to test the mediating effect of each 

dimension of organizational commitment and analyze them separately. Considering 

that there are many mediating hypothesises, a total of 30, this study will analyze the 

results one by one according to the different dim ensions of organizational 

commitment. 

Firstly, the test results of the mediating effect of emotional commitment are 

shown in Table 4.17.  

The independent variable selection and allocation (SELE) significantly 

negatively affects the dependent variable turnover intention (TURN); while the 

coefficient of influence of selection and allocation (SELE) on emotional commitment 

(EMOT) is 0.078, and the two-tailed significance level P = 0.076 (Lower endpoint = -

0.002, Upper endpoint = 0.161), which fails the 5% significance level test, and the 

two-sided bias-corrected confidence intervals include 0, indicating that the positive 

impact of selection and configuration on emotional commitment is not significant. So 

emotional commitment don’ t plays a mediating role in the impact of selection and 

allocation on turnover intention, Hypothesis H2a is rejected. 
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The independent variable incentive mechanism (INCE) doesn’t significantly 

negatively affect the dependent variable turnover intention  (TURN). While the 

coefficient of influence of incentive m echanism  (IN CE) on the em otional 

commitment (EMOT) is 0.092, and the two-tailed significance probability level P = 

0.013 (Lower endpoint = 0.032, Upper endpoint = 0.190), which passes the 5% 

significance level test, and the two-sided bias-corrected confidence intervals do not 

include 0, indicating that the positive impact of the incentive mechanism on emotional 

commitment is significant. At the same time, the emotional commitment (EMOT) has 

an effect on turnover intention (TURN), the impact coefficient is -0.196, the two-

tailed significance level P = 0.014 (Lower endpoint = -0.257, Upper endpoint = -

0.121), passing the 5%  significance level test, and two -sided bias-corrected 

confidence intervals didn’t including 0, indicates that emotional commitment 

significantly negatively affects turnover intention. So emotional commitment plays a 

full mediating role in the impact of incentive mechanism on turnover intention, 

Hypothesis H2b is accepted. 

The independent variable participation (PART) significantly negatively affects 

the dependent variable turnover intention (TURN); The coefficient of influence of 

participation (PART) on emotional commitment (EMOT) is 0.050, and the two-tailed 

significance level P = 0.050 (Lower endpoint = 0.000, Upper endpoint = 0.185), 

which passes the 5% significance level test , and two-sided bias-corrected confidence 

intervals do not include 0, indicating that the positive impact of participation on 

emotional commitment is significant. At the same time, the emotional commitment 

(EMOT) has an effect on turnover intention (TURN)，the impact coefficient is -

0.196, the two-tailed significance level P = 0.014 (Lower endpoint = -0.257, Upper 

endpoint = -0.121), passing the 5% significance level test, and two -sided bias-

corrected confidence intervals didn’t including 0, indicates that em otional 

commitment significantly negatively affects turnover intention. So emotional 
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commitment plays a mediating role in the impact of participation on turnover 

intention, Hypothesis H2c is accepted. 

The independent variable occupational safety (SAFE) significantly positively 

affects the dependent variable turnover intention (TURN), it is the opposite of 

Hypothesis H1d in the previous section, and H1d is rejected. The analysis of the 

mediating effect is based on the premise of the direct effect results the effect of 

occupational safety on turnover intention has no economic implications, so emotional 

commitment don’t plays a mediating role in the impact of occupational safety on 

turnover intention, Hypothesis H2d is rejected. From a statistical point of view, this 

study also finds that the direct effect of occupational safety on turnover intention is 

positive(0.086), while the mediating effect of normative commitment is negative 

(0.177*-0.206 = -0.036), and the total effect is positive(0.086 -0.036 = 0.05), 

indicating that there is a masking effect, so there are situations where direct effects 

and indirect effects are in opposite directions (Kenny, 2003; MacKinnon, 2008; 

Shrout & Bolger, 2002; Wen & Ye, 2016). 

The independent variable performance management (PERM) significantly 

negatively affect the dependent variable turnover intention (TURN); while the 

coefficient of influence of performance management (PERM) on emotional 

commitment (EMOT) is 0.058, and the two-tailed significance level P = 0.213 (Lower 

endpoint = -0.033, Upper endpoint = 0.147), which fails the 5% significance level test 

, and the two-sided bias-corrected confidence intervals include 0, indicating that the 

positive impact of performance management on emotional commitment is not 

significant. So emotional commitment don’ t plays a mediating role in the impact of 

performance management on turnover intention, Hypothesis H2e is rejected. 

The independent variable strategy-based human resource planning (PLAN) 

doesn’t significantly negatively affect the dependent variable turnover intention 

(TURN). While the coefficient of influence of strategy-based human resource 
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planning (PLAN) on emotional commitment (EMOT) is 0.196, and the two-tailed 

significance level P = 0.014 (Lower endpoint = 0.127, Upper endpoint = 0.269), 

passing 5% significance level test, and the two-sided bias-corrected confidence 

intervals include 0, it means that strategic-based human resource planning has a 

significant positive impact on emotional commitment. the emotional commitment 

(EMOT) has an effect on turnover intention (TURN), the impact coefficient is -0.196, 

the two-tailed significance level P = 0.014 (Lower endpoint = -0.257, Upper endpoint 

= -0.121), passing the 5% significance level test, and two-sided bias-corrected 

confidence intervals didn’t including 0, indicates that emotional commitment 

significantly negatively affects turnover intention. So emotional commitment plays a 

full mediating role in the impact of strategy-based human resource planning on 

turnover intention, Hypothesis H2f is accepted. 

Therefore, according to Table 4.17, emotional commitment plays a mediating 

role in the impact of incentive mechanism, participation, strategy -based human 

resource planning on turnover intention, Hypothesis H2b, H2c, H2f are accepted. 

Hypothesis H2a, H2d, H2e are rejected. 

 

Table 4.17  Standardized Direct Effects and Two-tailed Significance Levels 

(EMOT) 

Influence Path Estimate Lower 

Endpoint 

Upper Endpoint Two-tailed 

Significance 

Levels 

TURN <--- SELE -.126** -.181 -.052 .020 

TURN <--- INCE -.047 -.110 .024 .195 

TURN <--- PART -.105** -.179 -.032 .013 

TURN <--- SAFE .086** .019 .163 .014 

TURN <--- PERM -.097** -.159 -.018 .018 
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Influence Path Estimate Lower 

Endpoint 

Upper Endpoint Two-tailed 

Significance 

Levels 

TURN <--- PLAN -.031 -.096 .042 .501 

EMOT <--- SELE .078 -.002 .161 .076 

EMOT <--- INCE .092** .032 .190 .013 

EMOT <--- PART .104** .000 .185 .050 

EMOT <--- SAFE .177*** .091 .261 .010 

EMOT <--- PERM .058 -.033 .147 .213 

EMOT <--- PLAN .194** .127 .269 .014 

TURN <--- EMOT -.196** -.257 -.121 .014 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 

Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; EMOT = Emotional commitment; NORM = 

Normative commitment; IDEA = Ideal commitment; ECON = Economic 

commitment; OPPO = Opportunity commitment; TURN = Turnover intention. 

 

Secondly, the test results of the mediating effect of normative commitment are 

shown in Table 4.18.  

The selection and allocation(SELE) of independent variables significantly 

negatively affects the dependent variable turnover intention (TURN); at the same 

time, the coefficient of influence of independent variable selection and allocation 

(SELE) on normative commitment (NORM) is 0.076, and the two-tailed significance 

level is P = 0.038 (Lower endpoint = 0.006, Upper endpoint = 0.167), passing 5% 

significance level test, and the two-sided bias-corrected confidence intervals do not 

include 0, indicating that the positive impact of selection and allocation on normative 



161 

 

commitment is significant. The coefficient of influence of normative commitment 

(NORM) on turnover intention (TURN) is -0.206, and the two-tailed significance 

level P = 0.006 (Lower endpoint = -0.275, Upper endpoint = -0.121), passing 5% 

significance level test, and two-sided bias-corrected confidence intervals do not 

include 0, indicating that normative commitments significantly negatively affect 

turnover intention. So normative commitment plays a mediating role in the impact of 

selection and allocation on turnover intention, Hypothesis H3a is accepted. 

The independent variable incentive mechanism (INCE) doesn’t significantly 

negatively affect the dependent variable turnover intention (TURN). Whi le the 

coefficient of influence of the independent variable incentive mechanism (INCE) on 

the normative commitment (NORM) is 0.141, and the two-tailed significance level 

P=0.021 (Lower endpoint = 0.054, Upper endpoint = 0.205), passing the 5% 

significance level test, and the two-sided bias-corrected confidence intervals do not 

include 0, indicating that the positive influence of the incentive mechanism on the 

normative commitment is significant. The coefficient of influence of normative 

commitment (NORM) on turnover intention (TURN) is -0.206, and the two-tailed 

significance level P = 0.006 (Lower endpoint = -0.275, Upper endpoint = -0.121), 

passing 5% significance level test, and two-sided bias-corrected confidence intervals 

do not include 0, indicating that normative commitments significantly negatively 

affect turnover intention. So normative commitment plays a full mediating role in the 

impact of incentive mechanism on turnover intention, Hypothesis H3b is accepted. 

The independent variable participation (PART) significantly negatively affects 

the dependent variable turnover intention (TURN); the coefficient of influence of 

independent variable participation (PART) on normative commitment (NORM) is 

0.081, and the two-tailed significance level P = 0.035 (Lower endpoint = 0.006, Upper 

endpoint = 0.162), and which passes the 5% significance level test , and two -sided 

bias-corrected confidence intervals do not include 0, indicating that participation has a 
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significant positive impact on normative commitment. The coefficient of influence of 

normative commitment (NORM) on turnover intention (TURN) is -0.206, and the 

two-tailed significance level P = 0.006 (Lower endpoint = -0.275, Upper endpoint = -

0.121), passing 5% significance level test, and two-sided bias-corrected confidence 

intervals do not include 0, indicating that normative commitments significantly 

negatively affect turnover intention. So normative commitment plays a mediating role 

in the impact of participation on turnover intention, Hypothesis H3c is accepted. 

The independent variable occupational safety (SAFE) significantly positively 

affects the dependent variable turnover intention (TURN), it is the opposite of 

Hypothesis H1d in the previous section, and H1d is rejected. The analysis of the 

mediating effect is based on the premise of the direct effect results, the effect of 

occupational safety on turnover intention has no economic implications, so emotional 

commitment don’t plays a mediating role in the impact of occupational safety on 

turnover intention, Hypothesis H3d is rejected. From a statistical point of view, this 

study also finds that the direct effect of occupational safety on turnover intention is 

positive(0.086), w hile the m ediating  effect of norm ative com m itm ent is 

negative(0.193*-0.206 = -0.04), and the total effect is positive(0.086-0.04 = 0.046), 

indicating that there is a masking effect, so there are situations where direct effects 

and indirect effects are in opposite directions (Kenny, 2003; MacKinnon, 2008; 

Shrout & Bolger, 2002; Wen & Ye, 2016).  

The independent variable performance management (PERM) significantly 

negatively affects the dependent variable turnover intention (TURN); The coefficient 

of influence of independent variable performance management (PERM) on normative 

commitment (NORM) is 0.124, and the two-tailed significance level P = 0.020 

(Lower endpoint = 0.033, Upper endpoint = 0.210), which passes the 5% significance 

level test, and the two-sided bias-corrected confidence intervals do not include 0, 

indicating that the positive impact of performance management on normative 
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commitment is significant. The coefficient of influence of normative commitment 

(NORM) on turnover intention (TURN) is -0.206, and the two-tailed significance 

level P = 0.006 (Lower endpoint = -0.275, Upper endpoint = -0.121), passing 5% 

significance level test, and two-sided bias-corrected confidence intervals do not 

include 0, indicating that normative commitments significantly negatively affect 

turnover intention. So normative commitment plays a mediating role in the impact of 

performance management on turnover intention, Hypothesis H3e is accepted. 

 

Table 4.18  Standardized Direct Effects and Two-Tailed Significance Levels 

(NORM) 

Influence Path Estimate Lower 

Endpoint 

Upper Endpoint Two-tailed 

Significance 

Levels 

TURN <--- SELE -.126** -.181 -.052 .020 

TURN <--- INCE -.047 -.110 .024 .195 

TURN <--- PART -.105** -.179 -.032 .013 

TURN <--- SAFE .086** .019 .163 .014 

TURN <--- PERM -.097** -.159 -.018 .018 

TURN <--- PLAN -.031 -.096 .042 .501 

NORM <--- SELE .076** .006 .167 .038 

NORM <--- INCE .141** .054 .205 .021 

NORM <--- PART .081** .006 .162 .035 

NORM <--- SAFE .193** .120 .254 .012 

NORM <--- PERM .124** .033 .210 .020 

NORM <--- PLAN .212*** .146 .286 .005 

TURN <--- NORM -.206*** -.275 -.121 .006 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 
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Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; EMOT = Emotional commitment; NORM = 

Normative commitment; IDEA = Ideal commitment; ECON = Economic 

commitment; OPPO = Opportunity commitment; TURN = Turnover intention. 

 

The independent variable strategy-based human resource planning (PLAN) 

doesn’t significantly negatively affect the dependent variable turnover intention 

(TURN). While the coefficient of influence of independent variable strategy -based 

human resource planning (PLAN) on normative commitment (NORM) is 0.212, and 

the two-tailed significance level P = 0.005 (Lower endpoint = 0.146, Upper endpoint 

= 0.286), which passes 5% significance level test, and the two-sided bias-corrected 

confidence intervals does not include 0, indicating that the positive impact of strategy-

based human resource planning on normative commitment is significant. The 

coefficient of influence of normative commitment (NORM) on turnover intention 

(TURN) is -0.206, and the two-tailed significance level P = 0.006 (Lower endpoint = -

0.275, Upper endpoint = -0.121), passing 5% significance level test, and two-sided 

bias-corrected confidence intervals do not include 0, indicating that normative 

commitments significantly negatively affect turnover intention. So normative 

commitment plays a full mediating role in the impact of strategy-based human 

resource planning on turnover intention, Hypothesis H3f is accepted. 

Therefore, according to Table 4.18, normative commitment plays a mediating 

role in the impact of selection and allocation, incentive mechanism, participation, 

performance management, strategy-based human resource planning on turnover 

intention, Hypothesis H3a, H3b, H3c, H3e, H3f are accepted. Hypothesis H3d is 

rejected. 

Thirdly, the test results of the mediating effect of ideal commitment are shown 

in Table 4.19.  
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The coefficient of influence of the independent variable selection and 

allocation (SELE) on the ideal commitment (IDEA) is -0.022, and the two-tailed 

significance level P  = 0.741 (Lower endpoint = -0.122, Upper endpoint = 0.067), 

which fails the 5% significance level test, and the two-sided bias-corrected confidence 

intervals include 0, indicating that the selection and allocation has no significant 

impact on the ideal commitment. The coefficient of influence of the independent 

variable incentive mechanism (INCE) on the ideal commitment (IDEA) is 0.022, and 

the two-tailed significance level P = 0.729 (Lower endpoint = -0.077, Upper endpoint 

= 0.120), which fails the 5% significance level test, and the two-sided bias-corrected 

confidence intervals include 0, indicating that the incentive mechanism has no 

significant impact on the ideal commitment. The coefficient of influence of 

independent variable participation (PART) on ideal commitment (IDEA) is -0.042, 

and the two-tailed significance level P = 0.593 (Lower endpoint = -0.125, Upper 

endpoint = 0.078), which fails the 5% significance level test, and the two-sided bias-

corrected confidence intervals include 0, indicating that participation has no 

significant impact on the ideal commitment. The coefficient of influence of 

independent variable occupational safety (SAFE) on ideal commitment (IDEA) is 

0.043, and the two-tailed significance probability level P = 0.447 (Lower endpoint = -

0.047, Upper endpoint = 0.123), which fails the 5% significance level test, and the 

two-sided bias-corrected confidence intervals include 0, indicating that occupational 

safety has no significant impact on the ideal commitment. The coefficient of influence 

of independent variable performance management (PERM) on ideal commitment 

(IDEA) is 0.030, and the two-tailed significance level P = 0.575 (Lower endpoint = -

0.089, Upper endpoint = 0.145), which fails the 5% significance level test, and two-

sided bias-corrected confidence intervals include 0, indicating that performance 

management has no significant impact on ideal commitment. The coefficient of 

influence of independent variable strategy-based human resource planning (PLAN) on 
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ideal commitment (IDEA) is 0.036, the two-tailed significance level P = 0.422 (Lower 

endpoint = -0.042, Upper endpoint = 0.132), failing 5% significance level test, and 

two-sided bias-corrected confidence intervals include 0, indicating that strategy-based 

human resource planning has no significant impact on ideal commitment. The 

coefficient of influence of ideal commitment (IDEA) on turnover intention (TURN) is 

-0.229, the two-tailed significance level P = 0.007 (Lower endpoint = -0.296, Upper 

endpoint = -0.175), passing the 5% significance level test, and two -sided bias-

corrected confidence intervals do not include 0, indicating that ideal commitment 

significantly negatively affects turnover intention.  

So ideal commitment doesn’t play a mediating role in the impact of election 

and allocation, incentive mechanism, occupational safety, participation, performance 

management, strategy-based human resource planning on turnover intention. 

Hypothesis H4a, H4b, H4c, H4d, H4e, H4f are all rejected. 

 

Table 4.19  Standardized Direct Effects and Two-Tailed Significance Levels (IDEA) 

Influence Path Estimate Lower 

Endpoint 

Upper Endpoint Two-tailed 

Significance 

Levels 

TURN <--- SELE -.126** -.181 -.052 .020 

TURN <--- INCE -.047 -.110 .024 .195 

TURN <--- PART -.105** -.179 -.032 .013 

TURN <--- SAFE .086** .019 .163 .014 

TURN <--- PERM -.097** -.159 -.018 .018 

TURN <--- PLAN -.031 -.096 .042 .501 

IDEA <--- SELE -.022 -.122 .067 .741 

IDEA <--- INCE .022 -.077 .120 .729 

IDEA <--- PART -.042 -.125 .078 .593 

IDEA <--- SAFE .043 -.047 .123 .447 
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Influence Path Estimate Lower 

Endpoint 

Upper Endpoint Two-tailed 

Significance 

Levels 

IDEA <--- PERM .030 -.089 .145 .575 

IDEA <--- PLAN .036 -.042 .132 .422 

TURN <--- IDEA -.229*** -.296 -.175 .007 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 

Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; EMOT = Emotional commitment; NORM = 

Normative commitment; IDEA = Ideal commitment; ECON = Economic 

commitment; OPPO = Opportunity commitment; TURN= Turnover intention. 

 

Fourthly, the test results of the mediating effect of economic commitment are 

shown in Table 4.20.  

The selection and allocation(SELE) of independent variables significantly 

negatively affects the dependent variable turnover intention (TURN); at the same 

time, the coefficient of influence of selection and allocation (SELE) on economic 

commitment (ECON) is 0.155, and the two-tailed significance level P = 0.006 (Lower 

endpoint = 0.087, Upper endpoint = 0.244), passing the 5% significance level test, 

and the two-sided bias-corrected confidence intervals do not include 0, indicating that 

the positive im pact of selection and allocation on economic commitment is 

significant. The coefficient of influence of economic commitment (ECON) on 

turnover intention (TURN) is -0.150, the two-tailed significance level P = 0.005 

(Lower endpoint = -0.285, Upper endpoint = -0.082), the significance level test of 5% 

is passed, and the two-sided bias-corrected confidence intervals are not including 0, 

which indicates that economic commitment significantly negatively affects turnover 
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intention. So economic commitment plays a mediating role in the impact of selection 

and allocation on turnover intention, Hypothesis H5a is accepted. 

The independent variable incentive mechanism (INCE) doesn’t significantly 

negatively affect the dependent variable turnover intention (TURN). While the 

coefficient of influence of the independent variable incentive mechanism (INCE) on 

the economic commitment (ECON) is 0.166, and the two -tailed significance 

probability level P = 0.015 (Lower endpoint = 0.054, Upper endpoint = 0.205), 

passing the 5% significance level test, and the two-sided bias-corrected confidence 

intervals do not include 0, indicating that the positive impact of the incentive 

mechanism on economic commitment is significant. At the same time, the coefficient 

of influence of economic commitment (ECON) on turnover intention (TURN) is -

0.150, the two-tailed significance level P = 0.005 (Lower endpoint = -0.285, Upper 

endpoint = -0.082), the significance level test of 5% is passed, and the two-sided bias-

corrected confidence intervals are not including 0, which indicates that economic 

commitment significantly negatively affects turnover intention. So economic 

commitment plays a full mediating role in the impact of incentive mechanism on 

turnover intention, Hypothesis H5b is accepted. 

The independent variable participation (PART) significantly negatively affects 

the dependent variable turnover intention (TURN); the coefficient of influence of 

independent variable participation (PART) on economic commitment (ECON) is 

0.061, and the two-tailed significance level P=0.106 (Lower endpoint = -0. 010, 

Upper endpoint = 0.148), which fails the 5% significance level test, and the two-sided 

bias-corrected confidence intervals include 0, indicating that the positive impact of 

participation on economic commitment is not significant. So economic commitment 

doesn’t plays a mediating role in the impact of participation on turnover intention, 

Hypothesis H5c is rejected. 
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The independent variable occupational safety (SAFE) significantly positively 

affect the dependent variable turnover intention (TURN), it is the opposite of 

Hypothesis H1d in the previous section, and H1d is rejected. The analysis of the 

mediating effect is based on the premise of the direct effect results (Baron & 

Kenny,1986), the effect of occupational safety on turnover intention has no economic 

implications, so emotional commitment doesn’t plays a mediating role in the impact 

of occupational safety on turnover intention, Hypothesis H5d is rejected.  

The independent variable performance management (PERM) significantly 

negatively affects the dependent variable turnover intention (TURN); the coefficient 

of influence of independent variable performance management (PERM) on economic 

commitment (ECON) is 0.161, and the two-tailed significance level P = 0.019 (Lower 

endpoint = 0.075, Upper endpoint = 0.231), which passes the 5% significance level 

test, and the two-sided bias-corrected confidence intervals do not include 0, indicating 

that the positive impact of performance management on economic commitment is 

significant. The coefficient of influence of economic commitment (ECON) on 

turnover intention (TURN) is -0.150, the two-tailed significance level P = 0.005 

(Lower endpoint = -0.285, Upper endpoint = -0.082), the significance level test of 5% 

is passed, and the two-sided bias-corrected confidence intervals are not including 0, 

which indicates that economic commitment significantly negatively affects turnover 

intention. So economic commitment plays a mediating role in the impact of 

performance management on turnover intention, Hypothesis H5e is accepted. 

The independent variable strategy-based human resource planning (PLAN) 

doesn’t significantly negatively affect the dependent variable turnover intention 

(TURN). While the coefficient of influence of independent variable strategy-based 

human resource planning (PLAN) on economic commitment (ECON) is 0.200, and 

the two-tailed significance level P = 0.006 (Lower endpoint = 0.120, Upper endpoint 

= 0.289), which passes 5% significance level test, the two-sided bias-corrected 
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confidence intervals does not include 0, indicating that the positive impact of strategy-

based human resource planning on economic commitment is significant. At the same 

time, the coefficient of influence of economic commitment (ECON) on turnover 

intention (TURN) is -0.150, the two-tailed significance level P = 0.005 (Lower 

endpoint = -0.285, Upper endpoint = -0.082), the significance level test of 5% is 

passed, and the two-sided bias-corrected confidence intervals are not including 0, 

which indicates that economic commitment significantly negatively affects turnover 

intention. So economic commitment plays a full mediating role in the impact of 

incentive mechanism on turnover intention. So economic commitment plays a full 

mediating role in the impact of strategy-based human resource planning on turnover 

intention, Hypothesis H5f is accepted. 

Therefore, according to Table 4.20, economic commitment plays a mediating 

role in the impact of selection and allocation, incentive mechanism, performance 

management, strategy-based human resource planning on turnover intention, 

Hypothesis H5a, H5b, H5e, H5f are accepted. Hypothesis H5c, H5d are rejected. 

  

Table 4.20  Standardized Direct Effects and Two-tailed Significance Levels (ECON) 

Influence Path Estimate Lower 

Endpoint 

Upper Endpoint Two-tailed 

Significance 

Levels 

TURN <--- SELE -.126** -.181 -.052 .020 

TURN <--- INCE -.047 -.110 .024 .195 

TURN <--- PART -.105** -.179 -.032 .013 

TURN <--- SAFE .086** .019 .163 .014 

TURN <--- PERM -.097** -.159 -.018 .018 

TURN <--- PLAN -.031 -.096 .042 .501 

ECON <--- SELE .155*** .087 .244 .006 

ECON <--- INCE .166** .082 .247 .015 
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Influence Path Estimate Lower 

Endpoint 

Upper Endpoint Two-tailed 

Significance 

Levels 

ECON <--- PART .061 -.015 .148 .106 

ECON <--- SAFE .141** .047 .219 .014 

ECON <--- PERM .161** .075 .231 .019 

ECON <--- PLAN .200*** .120 .289 .006 

TURN <--- ECON -.150*** -.258 -.082 .005 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 

Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; EMOT = Emotional commitment; NORM = 

Normative commitment; IDEA = Ideal commitment; ECON = Economic 

commitment; OPPO = Opportunity commitment; TURN = Turnover intention. 

 

Fifthly, the test results of the mediating effect of opportunity commitment are 

shown in Table 4.21.  

The selection and allocation (SELE) of independent variables significantly 

negatively affects the dependent variable turnover intention (TURN); at the same 

time, the coefficient of influence of selection and allocation (SELE) on opportunity 

commitment (OPPO) is 0.108, and the two-tailed significance level P = 0.007 (Lower 

endpoint = 0.041, Upper endpoint = 0.189), passing the 5% significance level test, 

and the two-sided bias-corrected confidence intervals do not include 0, indicating that 

the positive impact of selection and allocation on opportunity commitment is 

significant. The coefficient of influence of opportunity commitment (OPPO) on 

turnover intention (TURN) is -0.188, the two-tailed significance level P=0.009 

(Lower endpoint = -0.265, Upper endpoint =-0.119), it passes the 5% significance 
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level test, and the two-sided bias-corrected confidence intervals are not including 0, 

which indicates that opportunity commitment significantly negatively affects turnover 

in ten tion . So opportunity  com m itm ent  plays a mediating role in the impact of 

selection and allocation on turnover intention, Hypothesis H6a is accepted. 

The independent variable incentive mechanism (INCE) doesn’t significantly 

negatively affect the dependent variable turnover intention (TURN). While the 

coefficient of influence of the independent variable incentive mechanism (INCE) on 

the opportunity commitment (OPPO) is 0.118, and the two-tailed significance level P 

= 0.019 (Lower endpoint = 0.044, Upper endpoint = 0.182), passing the 5% 

significance level test, and the two-sided bias-corrected confidence intervals do not 

include 0, indicating that the positive influence of the incentive mechanism on the 

opportunity commitment is significant. At the same time, the coefficient of influence 

of opportunity commitment (OPPO) on turnover intention (TURN) is -0.188, the two-

tailed significance level P = 0.009 (Lower endpoint = -0.265, Upper endpoint = -

0.119), it passes the 5% significance level test, and the two -sided bias-corrected 

confidence intervals are not including 0, which indicates that opportunity commitment 

significantly negatively affects turnover intention. So opportunity commitment plays a 

full mediating role in the impact of incentive mechanism on turnover intention, 

Hypothesis H6b is accepted. 

The independent variable participation (PART) significantly negatively affects 

the dependent variable turnover intention (TURN); the coefficient of the independent 

variable participation (PART) on the opportunity commitment (OPPO) is 0.086, and 

the two-tailed significance level P = 0.108 (Lower endpoint = -0.029, Upper endpoint 

= 0.152), which fails the 5% significance level test, and the two-sided bias-corrected 

confidence intervals include 0, indicating that the positive impact of participation on 

opportunity commitment is not significant. So opportunity commitment doesn’t plays 

a mediating role in the impact of participation on turnover intention, Hypothesis H6c 
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is rejected. 

The independent variable occupational safety (SAFE) significantly positively 

affects the dependent variable turnover intention (TURN), it is the opposite of 

Hypothesis H1d in the previous section, and H1d is rejected. The analysis of the 

mediating effect is based on the premise of the direct effect results (Baron & Kenny, 

1986), the effect of occupational safety on turnover intention has no economic 

implications, so opportunity commitment doesn’t plays a mediating role in the impact 

of occupational safety on turnover intention, Hypothesis H6d is rejected.  

The independent variable performance management (PERM) significantly 

negatively affects the dependent variable turnover intention (TURN); the coefficient 

of influence of independent variable performance management (PERM) on 

opportunity commitment (OPPO) is 0.095, and the two-tailed significance level P = 

0.040 (Lower endpoint = 0.019, Upper endpoint = 0.166), which passes the 5% 

significance level test, and the two-sided bias-corrected confidence intervals do not 

include 0, indicating that the positive impact of performance management on 

opportunity commitment is significant. The coefficient of influence of opportunity 

commitment (OPPO) on turnover intention (TURN) is -0.188, the two-tailed 

significance level P = 0.009 (Lower endpoint = -0.265, Upper endpoint = -0.119), it 

passes the 5% significance level test, and the two-sided bias-corrected confidence 

intervals are not including 0, which indicates that opportunity commitment 

significantly negatively affects turnover intention. So opportunity commitment plays a 

mediating role in the impact of performance management on turnover intention, 

Hypothesis H6e is accepted. 

The independent variable strategy-based human resource planning (PLAN) 

doesn’t significantly negatively affect the dependent variable turnover intention 

(TURN). While the independent variable strategy-based human resource planning 

(PLAN) has an impact coefficient of 0.155 on the opportunity commitment (OPPO), 
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and the two-tailed significance level P = 0.011 (Lower endpoint = 0.070, Upper 

endpoint = 0.231), which passes 5% significance level test, the two-sided bias-

corrected confidence intervals does not include 0, indicating that the positive impact 

of strategy-based human resource planning on opportunity commitment is significant. 

At the same time, the coefficient of influence of opportunity commitment (OPPO) on 

turnover intention (TURN) is -0.188, the two-tailed significance level P = 0.009 

(Lower endpoint = -0.265, Upper endpoint = -0.119), it passes the 5% significance 

level test, and the two-sided bias-corrected confidence intervals are not including 0, 

which indicates that opportunity commitment significantly negatively affects turnover 

intention. So opportunity commitment plays a full mediating role in the impact of 

strategy-based human resource planning on turnover intention, Hypothesis H6f is 

accepted. 

Therefore, according to Table 4.21, opportunity c o m m i tm e n t  p l a y s  a 

mediating role in the impact of selection and allocation, incentive mechanism, 

performance management, strategy-based human resource planning on turnover 

intention, Hypothesis H6a, H6b, H6e, H6f are accepted. Hypothesis H6c, H6d are 

rejected. 

 

Table 4.21  Standardized Direct Effects and Two-tailed Significance Levels (OPPO) 

Influence Path Estimate Lower 

Endpoint 

Upper Endpoint Two-tailed 

Significance 

Levels 

TURN <--- SELE -.126** -.181 -.052 .020 

TURN <--- INCE -.047 -.110 .024 .195 

TURN <--- PART -.105** -.179 -.032 .013 

TURN <--- SAFE .086** .019 .163 .014 

TURN <--- PERM -.097** -.159 -.018 .018 
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Influence Path Estimate Lower 

Endpoint 

Upper Endpoint Two-tailed 

Significance 

Levels 

TURN <--- PLAN -.031 -.096 .042 .501 

OPPO <--- SELE .108*** .041 .189 .007 

OPPO <--- INCE .118** .044 .182 .019 

OPPO <--- PART .086 -.029 .152 .108 

OPPO <--- SAFE .157*** .080 .232 .006 

OPPO <--- PERM .095** .019 .166 .040 

OPPO <--- PLAN .155** .070 .231 .011 

TURN <--- OPPO -.188*** -.265 -.119 .009 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 

Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; EMOT = Emotional commitment; NORM = 

Normative commitment; IDEA = Ideal commitment; ECON = Economic 

commitment; OPPO = Opportunity commitment; TURN = Turnover intention. 

 

4.8 Moderating Effect Test of Job embeddedness  

The hypothesises in Section 2.6.3 respectively propose that fit to organization, 

link to organization, organization-related sacrifice, fit to family, link to family, family-

related sacrifice play a moderating role in the impact of selection and allocation, 

incentive mechanism, participation, occupational safety, performance management, 

strategy-based human resource planning on turnover intention. 

The running results are shown in Figure 4.3. The Cronbach's Alpha and the 

combined reliability CR of all latent variables are greater than 0.7, indicating that the 

scale has high internal consistency; the AVE of all latent variables are greater than 0.5, 



176 

 

the scale has good convergent validity; the square root of all latent variables AVE is 

greater than the absolute value of the correlation coefficient with other latent 

variables, which means that the scale has good discriminative validity; the collinearity 

statistic VIF of each latent variable item are all less than 10, indicating that there is no 

collinearity problem in the model; the load coefficients of the external models are all 

greater than 0.6, indicating that the linear relationship between latent variables and 

explicit variables can be measured more sensitively; the relative fitting index NFI is 

0.882, which is very close to 0.9; SRMR is 0.034, which is less than 0.05; the 

explanatory value of the model R2 is 0.553, which is greater than 0.333, and the data 

fitting of the model is good. 

 

 

Figure 4.3  PLS-SEM Analysis of the Modulation Effect 
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Considering that there are many moderating hypothesises, a total of 36, this 

study will analyze the results one by one according to the different dimensions of job 

embeddedness. 

Firstly, the test results of the moderating effect of fit to organization are shown 

in Table 4.22.  

It can be seen from Table 4.22 that both selection and allocation (SELE) and 

fit to organization (FITO) have significant negative impact on turnover intention. The 

impact coefficients are -0.145 and -0.146, respectively, passing the 1% significance 

level test. At the same time, the interaction term (FITO-SELE) also has a significant 

negative impact on turnover intention, with an impact coefficient of -0.013, which 

passes the 1% significance level test. Since selection and allocation, fit to organization 

and interaction terms all significantly negatively affect turnover intention, it indicates 

that the moderator variable fit to organization enhances the negative influence of 

selection and allocation on turnover intention. Hypothesis H7a is accepted. When 

professional teachers are under the same condition of selection and allocation, 

professional teachers with a higher level of fit to organization have a lower tendency 

to leave; when professional teachers are at a high level of fit to organization, the same 

condition of selection and allocation will bring less turnover intention; When 

professional teachers are at a low level of fit to organization, the same condition of 

selection and allocation will bring more turnover intention.  

Both incentive mechanism (INCE) and the interaction term (FITO -INCE) 

don’t have significant negative impact on turnover intention. The impact coefficients 

are -0.118 and -0.015, respectively, not passing the 5% significance level test, so fit to 

organization doesn’t moderate the impact of incentive mechanism on turnover 

intention, hypothesis H7b is rejected.  
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Both participation (PART) and fit to organization (FITO) have significant 

negative impact on turnover intention. The impact coefficients are -0.126 and -0.146, 

respectively, passing the 1% significance level test. At the same time, the interaction 

term (FITO-PART) also has a significant negative impact on turnover intention, with 

an impact coefficient of -0.042, which passes the 1% significance level test. Since 

participation, fit to organization and interaction terms all significantly negatively 

affect turnover intention, it indicates that the moderator variable fit to organization 

enhances the negative influence of participation on turnover intention. hypothesis H7c 

is accepted. 

Both occupational safety (SAFE) and the interaction term (FITO-SAFE) don’t 

significantly impact turnover intention. The impact coefficients are 0.001 and -0.017, 

respectively, not passing the 5% significance level test, so fit to organization doesn’t 

moderate the impact of occupational safety on turnover intention, hypothesis H7d is 

rejected.  

Both performance management (PERM) and fit to organization (FITO) have 

significant negative impact on turnover intention. The impact coefficients are -0.136 

and -0.146, respectively, passing the 1% significance level test. At the same time, the 

interaction term (FITO-PERM) also has a significant negative impact on turnover 

intention, with an impact coefficient of -0.006, which passes the 1% significance level 

test. Since performance management, fit to organization and interaction terms all 

significantly negatively affect turnover intention, it indicates that the moderator 

variable fit to organization enhances the negative influence of perform ance 

management on turnover intention. hypothesis H7e is accepted. 

Both strategy-based human resource planning (PLAN) and the interaction 

term (FITO-PLAN) don’t significantly impact turnover intention. The impact 

coefficients are -0.136 and -0.056, respectively, not passing the 5% significance level 

test, so fit to organization doesn’t moderate the impact of strategy -based human 
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resource planning on turnover intention, hypothesis H7f is rejected.  

Therefore, according to Table 4.22, fit to organization enhances the negative 

influence of selection and allocation, participation, performance management on 

turnover intention, Hypothesis H7a, H7c, H7e are accepted. Hypothesis H7b, H7d, 

H7f are rejected. 

 

Table 4.22  Significance of the Moderating Effect (FITO) 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 

Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; FITO = Fit to organization; LINO = Link to 

organization; SACO = Organization-related sacrifice FITF = Fit to family 

LINF = Link to family; SACF = Family-related sacrifice TURN = Turnover 

intention; HRHRM = High-commitment human resources management. 

Influence Path Estimate Standard Deviation P Values 

FIT0 -> TURN -0.146*** 0.029 0.000 

SELE-> TURN -0.145*** 0.025 0.000 

INCE-> TURN -0.118 0.025 0.326 

PART-> TURN -0.126*** 0.028 0.000 

SAFE-> TURN 0.001 0.027 0.957 

PERM-> TURN -0.136*** 0.026 0.000 

PLAN-> TURN -0.136 0.025 0.215 

FITO-SELE -> TURN -0.013*** 0.028 0.000 

FITO-INCE -> TURN -0.015 0.030 0.619 

FITO-PART -> TURN -0.042*** 0.027 0.000 

FITO-SAFE -> TURN -0.017 0.032 0.586 

FITO-PERM -> TURN -0.006*** 0.026 0.000 

FITO-PLAN -> TURN -0.056 0.033 0.120 
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Secondly, the test results of the moderating effect of link to organization are 

shown in Table 4.23.  

It can be seen from Table 4.23 that link to organization (LINO) has no 

significant negative impact on turnover intention, the impact coefficients are -0.057, 

not passing the 5% significance level test, all the interaction terms don’t have 

significant negative impact on turnover intention. So link to organization doesn’t play 

a moderating role in the influence of selection and allocation, incentive mechanism, 

participation, occupational safety, performance management, strategy-based human 

resource planning on turnover intention. Hypothesis H8a, H8b, H8c, H8d, H8e, H8f 

are rejected. 

 

Table 4.23  Significance of the Moderating Effect (LINO) 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 

Influence Path Estimate Standard Deviation P Values 

LINO -> TURN -0.057 0.029 0.154 

 SELE-> TURN -0.145*** 0.025 0.000 

INCE-> TURN -0.118 0.025 0.326 

PART-> TURN -0.126*** 0.028 0.000 

SAFE-> TURN 0.001 0.027 0.957 

PERM-> TURN -0.136*** 0.026 0.000 

PLAN-> TURN -0.136 0.025 0.215 

LINO-SELE -> TURN -0.012 0.031 0.705 

LINO-INCE -> TURN 0.009 0.032 0.788 

LINO-PART -> TURN -0.013 0.034 0.703 

LINO-SAFE -> TURN -0.001 0.036 0.987 

LINO-PERM -> TURN 0.008 0.034 0.816 

LINO-PLAN -> TURN 0.013 0.031 0.666 
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Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; FITO = Fit to organization; LINO = Link to 

organization; SACO = Organization-related sacrifice; FITF = Fit to family; 

LINF = Link to family; SACF = Family-related sacrifice; TURN = Turnover 

intention; HRHRM = High-commitment human resources management. 

 

Thirdly, the test results of the moderating effect of organization -related 

sacrifice are shown in Table 4.24.  

It can be seen from Table 4.24 that both selection and allocation (SELE) and 

organization-related sacrifice (SACO) have significant negative impact on turnover 

intention. The impact coefficients are -0.145 and -0.127, respectively, passing the 1% 

significance level test. At the same time, the interaction term (SACO-SELE) also has 

a significant negative impact on turnover intention, with an impact coefficient of -

0.011, which passes the 1% significance level test. Since selection and allocation, 

organization-related sacrifice and interaction terms all significantly negatively affect 

turnover intention, it indicates that the moderator variable organization-related 

sacrifice enhances the negative influence of selection and allocation on turnover 

intention. Hypothesis H9a is accepted.  

Both incentive mechanism (INCE) and the interaction term (SACO -INCE) 

don’t have significant negative impact on turnover intention. The impact coefficients 

are -0.118 and -0.004, respectively, not passing the 5% significance level test, so fit to 

organization doesn’t moderate the impact of incentive mechanism on turnover 

intention, hypothesis H9b is rejected.  

Both participation (PART) and organization-related sacrifice (SACO) have 

significant negative impact on turnover intention. The impact coefficients are -0.126 

and -0.127, respectively, passing the 1% significance level test. At the same time, the 

interaction term (SACO-PART) also has a significant negative impact on turnover 
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intention, with an impact coefficient of -0.009, which passes the 1% significance level 

test. Since participation, organization-related sacrifice and interaction terms all 

significantly negatively affect turnover intention, it indicates that the moderator 

variable organization-related sacrifice enhances the negative influence of participation 

on turnover intention. Hypothesis H9c is accepted. 

Both occupational safety (SAFE) and the interaction term (SACO-SAFE) 

don’t significantly impact turnover intention. The impact coefficients are 0.001 and -

0.025, respectively, not passing the 5% significance level test, so organization-related 

sacrifice doesn’t moderate the impact of occupational safety on turnover intention, 

hypothesis H9d is rejected.  

Both performance management (PERM) and organization-related sacrifice 

(SACO) have significant negative impact on turnover intention. The impact 

coefficients are -0.136 and -0.127, respectively, passing the 1% significance level test. 

At the same time, the interaction term (SACO-PERM) also has a significant negative 

impact on turnover intention, with an impact coefficient of -0.012, which passes the 

1% significance level test. Since performance management, organization-related 

sacrifice and interaction terms all significantly negatively affect turnover intention, it 

indicates that the moderator variable organization -related sacrifice enhances the 

negative influence of performance management on turnover intention. Hypothesis 

H9e is accepted. 

Both strategy-based human resource planning (PLAN) and the interaction 

term (SACO-PLAN) don’t significantly impact turnover intention. The impact 

coefficients are -0.136 and -0.064, respectively, not passing the 5% significance level 

test, so organization-related sacrifice doesn’t moderate the impact of strategy-based 

human resource planning on turnover intention, hypothesis H9f is rejected.  
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Therefore, according to Table 4.24, organization-related sacrifice enhances the 

negative influence of selection and allocation, participation, performance management 

on turnover intention, Hypothesis H9a, H9c, H9e are accepted. Hypothesis H9b, H9d, 

H9f are rejected. 

 

Table 4.24  Significance of the Moderating Effect (SACO) 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 

Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; FITO = Fit to organization; LINO = Link to 

organization; SACO = Organization-related sacrifice; FITF = Fit to family; 

LINF = Link to family; SACF = Family-related sacrifice; TURN = Turnover 

Influence Path Estimate Standard Deviation P Values 

SACO -> TURN -0.127*** 0.027 0.000 

SELE-> TURN -0.145*** 0.025 0.000 

INCE-> TURN -0.118 0.025 0.326 

PART-> TURN -0.126*** 0.028 0.000 

SAFE-> TURN 0.001 0.027 0.957 

PERM-> TURN -0.136*** 0.026 0.000 

PLAN-> TURN -0.136 0.025 0.215 

SACO -> TURN -0.127*** 0.027 0.000 

SACO-SELE -> TURN -0.011*** 0.027 0.000 

SACO-INCE -> TURN -0.004 0.027 0.882 

SACO-PART -> TURN -0.009*** 0.026 0.000 

SACO-SAFE -> TURN -0.025 0.028 0.372 

SACO-PERM -> TURN -0.012*** 0.032 0.000 

SACO-PLAN -> TURN -0.064 0.033 0.710 
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intention; HRHRM = High-commitment human resources management. 

 

Fourthly, the test results of the moderating effect of fit to family are shown in 

Table 4.25.  

It can be seen from Table 4.25 that both selection and allocation (SELE) and 

fit to family (FITF) have significant negative impact on turnover intention. The 

impact coefficients are -0.145 and -0.099, respectively, passing the 1% significance 

level test. At the same time, the interaction term (FITF-SELE) also has a significant 

negative impact on turnover intention, with an impact coefficient of -0.045, which 

passes the 1% significance level test. Since selection and allocation, fit to family and 

interaction terms all significantly negatively affect turnover intention, it indicates that 

the moderator variable fit to family enhances the negative influence of selection and 

allocation on turnover intention. Hypothesis H10a is accepted.  

Both incentive mechanism (INCE) and the interaction term (FITF -INCE) 

don’t have significant negative impact on turnover intention. The impact coefficients 

are -0.118 and -0.051, respectively, not passing the 5% significance level test, so fit to 

family doesn’t moderate the impact of incentive mechanism on turnover intention, 

hypothesis H10b is rejected.  

Both participation (PART) and fit to family (FITF) have significant negative 

impact on turnover intention. The impact coefficients are -0.126 and -0.099, 

respectively, passing the 1% significance level test. At the same time, the interaction 

term (FITF-PART) also has a significant negative impact on turnover intention, with 

an impact coefficient of -0.031, which passes the 1% significance level test. Since 

participation, fit to family and interaction terms all significantly negatively affect 

turnover intention, it indicates that the moderator variable fit to family enhances the 

negative influence of participation on turnover intention. Hypothesis H10c is 

accepted. 
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Both occupational safety (SAFE) and the interaction term (FITF-SAFE) don’t 

significantly impact turnover intention, the impact coefficients are 0.001 and -0.006, 

respectively, not passing the 5% significance level test, so fit to family doesn’t 

moderate the impact of occupational safety on turnover intention, hypothesis H10d is 

rejected.  

Both performance management (PERM) and fit to family (FITF) have 

significant negative impact on turnover intention. The impact coefficients are -0.136 

and -0.099, respectively, passing the 1% significance level test. At the same time, the 

interaction term (FITF-PERM) also has a significant negative impact on turnover 

intention, with an impact coefficient of -0.025, which passes the 1% significance level 

test. Since performance management, fit to family and interaction terms all 

significantly negatively affect turnover intention, it indicates that the moderator 

variable fit to family enhances the negative influence of performance management on 

turnover intention. Hypothesis H10e is accepted. 

Both strategy-based human resource planning (PLAN) and the interaction 

term (FITF-PLAN) don’t significantly impact turnover intention, the impact 

coefficients are -0.136 and -0.030, respectively, not passing the 5% significance level 

test, so fit to family doesn’t moderate the impact of strategy-based human resource 

planning on turnover intention, hypothesis H10f is rejected.  

Therefore, according to Table 4.25, fit  to family enhances the negative 

influence of selection and allocation, participation, performance management on 

turnover intention, Hypothesis H10a, H10c, H10e are accepted. Hypothesis H10b, 

H10d, H10f are rejected. 
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Table 4.25  Significance of the Moderating Effect (FITF) 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 

Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; FITO = Fit to organization; LINO = Link to 

organization; SACO = Organization-related sacrifice; FITF = Fit to family; 

LINF = Link to family; SACF = Family-related sacrifice; TURN = Turnover 

intention; HRHRM = High-commitment human resources management. 

 

Fifthly, the test results of the moderating effect of link to family are shown in 

Table 4.26.  

It can be seen from Table 4.26 that link to family (LINF) has no significant 

negative impact on turnover intention, the impact coefficients are 0.005, not passing 

the 5% significance level test, all the interaction terms don’t have significant negative 

Influence Path Estimate Standard Deviation P Values 

FITF -> TURN -0.099*** 0.027 0.000 

SELE-> TURN -0.145*** 0.025 0.000 

INCE-> TURN -0.118 0.025 0.326 

PART-> TURN -0.126*** 0.028 0.000 

SAFE-> TURN 0.001 0.027 0.957 

PERM-> TURN -0.136*** 0.026 0.000 

PLAN-> TURN -0.136 0.025 0.215 

FITF-SELE -> TURN -0.045*** 0.028 0.000 

FITF-INCE -> TURN -0.051 0.028 0.428 

FITF-PART -> TURN -0.031*** 0.027 0.000 

FITF-SAFE -> TURN -0.006 0.031 0.840 

FITF-PERM -> TURN -0.025*** 0.035 0.000 

FITF-PLAN -> TURN -0.030 0.032 0.355 
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impact on turnover intention. So link to family doesn’t play a moderating role in the 

influence of selection and allocation, incentive m echanism , participation, 

occupational safety, performance management, strategy -based human resource 

planning on turnover intention. Hypothesis H11a, H11b, H11c, H11d, H11e, H11f are 

rejected. 

 

Table 4.26  Significance of the Moderating Effect (LINF) 

 

Note:  **Significant at 5% level; ***Significant at 1% level; SELE = Selection and 

placement; INCE = Incentive mechanism; PART = Participation; SAFE = 

Occupational safety; PERM = Performance management; PLAN = Strategy-

based human resource plan; FITO = Fit to organization; LINO = Link to 

organization; SACO = Organization-related sacrifice; FITF = Fit to family; 

LINF = Link to family; SACF = Family-related sacrifice; TURN = Turnover 

intention; HRHRM = High-commitment human resources management. 

Influence Path Estimate Standard Deviation P Values 

LINF -> TURN 0.005 0.029 0.1163 

SELE-> TURN -0.145*** 0.025 0.000 

INCE-> TURN -0.1111 0.025 0.326 

PART-> TURN -0.126*** 0.0211 0.000 

SAFE-> TURN 0.001 0.027 0.957 

PERM-> TURN -0.136*** 0.026 0.000 

PLAN-> TURN -0.136 0.025 0.215 

LINF-SELE -> TURN 0.044 0.031 0.150 

LINF-INCE -> TURN 0.034 0.032 0.2117 

LINF-PART -> TURN 0.009 0.032 0.769 

LINF-SAFE -> TURN 0.027 0.030 0.363 

LINF-PERM -> TURN -0.0114 0.033 0.310 

LINF-PLAN -> TURN 0.014 0.029 0.624 
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Sixthly, the test results of the moderating effect of family-related sacrifice are 

shown in Table 4.27. 

It can be seen from Table 4.27 that both selection and allocation (SELE) and 

family-related sacrifice (SACF) have significant negative impact on turnover 

intention. The impact coefficients are -0.145 and -0.149, respectively, passing the 1% 

significance level test. At the same time, the interaction term (SACF-SELE) also has a 

significant negative impact on turnover intention, with an impact coefficient of -

0.047, which passes the 1% significance level test. Since selection and allocation, 

family-related sacrifice and interaction terms all significantly negatively affect 

turnover intention, it indicates that the moderator variable family -related sacrifice 

enhances the negative influence of selection and allocation on turnover intention. 

Hypothesis H12a is accepted.  

Both incentive mechanism (INCE) and the interaction term (SACF -INCE) 

don’t have significant negative impact on turnover intention. The impact coefficients 

are -0.118 and -0.053, respectively, not passing the 5% significance level test, so 

family-related sacrifice doesn’t moderate the impact of incentive mechanism on 

turnover intention, hypothesis H12b is rejected.  

Both participation (PART) and fam ily -related sacrifice (SACF) have 

significant negative impact on turnover intention. The impact coefficients are -0.126 

and -0.149, respectively, passing the 1% significance level test. At the same time, the 

interaction term (SACF-PART) also has a significant negative impact on turnover 

intention, with an impact coefficient of -0.006, which passes the 1% significance level 

test. Since participation, family-related sacrifice and interaction terms all significantly 

negatively affect turnover intention, it indicates that the moderator variable family -

related sacrifice enhances the negative influence of participation on turnover 

intention. Hypothesis H12c is accepted.  
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Both occupational safety (SAFE) and the interaction term (SACF -SAFE) 

don’t significantly impact turnover intention, the impact coefficients are 0.001 and -

0.0411, respectively, not passing the 5% significance level test, so family -related 

sacrifice doesn’t moderate the impact of occupational safety on turnover intention, 

hypothesis H12d is rejected.  

Both performance management (PERM) and family-related sacrifice (SACF) 

have significant negative impact on turnover intention. The impact coefficients are -

0.136 and -0.149, respectively, passing the 1% significance level test. At the same 

time, the interaction term (SACF-PERM) also has a significant negative impact on 

turnover intention, with an impact coefficient of -0.029, which passes the 1% 

significance level test. Since performance management, family-related sacrifice and 

interaction terms all significantly negatively affect turnover intention, it indicates that 

the moderator variable family-related sacrifice enhances the negative influence of 

performance management on turnover intention. Hypothesis H12e is accepted. 

Both strategy-based human resource planning (PLAN) and the interaction 

term (SACF-PLAN) don’t significantly impact turnover intention, the impact 

coefficients are -0.136 and -0.003, respectively, not passing the 5% significance level 

test, so family-related sacrifice doesn’t moderate the impact of strategy-based human 

resource planning on turnover intention, hypothesis H12f is rejected.  

Therefore, according to Table 4.27, family-related sacrifice enhances the 

negative influence of selection and allocation, participation, performance management 

on turnover intention, Hypothesis H12a, H12c, H12e are accepted. Hypothesis H12b, 

H12d, H12f are rejected. 
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Table 4.27  Significance of the Moderating Effect (SACF) 

 

4.9 Summary of Hypothesis Test Results  

This study empirically tested the hypothesis of the impact of various 

dimensions of high-commitment human resource management on the turnover 

intention of teachers in private universities in China, the hypothesis of the mediating 

role of organizational commitment and the hypothesis of the moderating role of job 

embeddedness, the results of the hypothesis test are shown in Table 4.28. 

 

  

Influence Path Estimate Standard Deviation P Values 

SACF -> TURN -0.149*** 0.030 0.000 

SELE-> TURN -0.145*** 0.025 0.000 

INCE-> TURN -0.1111 0.025 0.326 

PART-> TURN -0.126*** 0.0211 0.000 

SAFE-> TURN 0.001 0.027 0.957 

PERM-> TURN -0.136*** 0.026 0.000 

PLAN-> TURN -0.136 0.025 0.215 

SACF-SELE -> TURN -0.047*** 0.032 0.000 

SACF-INCE -> TURN -0.053 0.033 0.304 

SACF-PART -> TURN -0.006*** 0.034 0.000 

SACF-SAFE -> TURN -0.0411 0.031 0.520 

SACF-PERM -> TURN -0.029*** 0.032 0.000 

SACF-PLAN -> TURN -0.003 0.029 0.912 



191 

 

Table 4.28  Summary of Hypothesis Test Results 

Number Hypothetical Content Test 

results 

H1a Selection and allocation has a significant negative impact on 

turnover intention. 

Accepted 

H1b Incentive mechanism has a significant negative impact on 

turnover intention. 

Rejected 

H1c Participation has a significant negative impact on turnover 

intention. 

Accepted 

H1d Occupational safety has a significant negative impact on 

turnover intention. 

Rejected 

H1e Performance management has a significant negative impact on 

turnover intention. 

Accepted 

H1f Strategy-based human resource planning has a significant 

negative impact on turnover intention. 

Rejected 

H2a Emotional commitment plays a mediating role in the impact of 

selection and allocation on turnover intention. 

Rejected 

H2b Emotional commitment plays a mediating role in the impact of 

incentive mechanism on turnover intention. 

Accepted 

H2c Emotional commitment plays a mediating role in the impact of 

participation on turnover intention. 

Accepted 

H2d Emotional commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

Rejected 

H2e Emotional commitment plays a mediating role in the impact of 

performance management on turnover intention. 

Rejected 

H2f Emotional commitment plays a mediating role in the impact of 

strategy-based human resource planning on turnover intention. 

Accepted 

H3a Normative commitment plays a mediating role in the impact of 

selection and allocation on turnover intention. 

Accepted 

H3b Normative commitment plays a mediating role in the impact of 

incentive mechanism on turnover intention. 

Accepted 
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Number Hypothetical Content Test 

results 

H3c Normative commitment plays a mediating role in the impact of 

participation on turnover intention. 

Accepted 

H3d Normative commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

Rejected 

H3e Normative commitment plays a mediating role in the impact of 

performance management on turnover intention. 

Accepted 

H3f Normative commitment plays a mediating role in the impact of 

strategy-based human resource planning on turnover intention. 

Accepted 

H4a Ideal commitment plays a mediating role in the impact of 

selection and allocation on turnover intention. 

Rejected 

H4b Ideal commitment plays a mediating role in the impact of 

incentive mechanism on turnover intention. 

Rejected 

H4c Ideal commitment plays a mediating role in the impact of 

participation on turnover intention. 

Rejected 

H4d Ideal commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

Rejected 

H4e Ideal commitment plays a mediating role in the impact of 

performance management on turnover intention. 

Rejected 

H4f Ideal commitment plays a mediating role in the impact of 

strategy-based human resource planning on turnover intention. 

Rejected 

H5a Economic commitment plays a mediating role in the impact of 

selection and allocation on turnover intention. 

Accepted 

H5b Economic commitment plays a mediating role in the impact of 

incentive mechanism on turnover intention. 

Accepted 

H5c Economic commitment plays a mediating role in the impact of 

participation on turnover intention. 

Rejected 

H5d Economic commitment plays a mediating role in the impact of 

occupational safety on turnover intention. 

Rejected 

H5e Economic commitment plays a mediating role in the impact of Accepted 
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performance management on turnover intention. 

H5f Economic commitment plays a mediating role in the impact of 

strategy-based human resource planning on turnover intention. 

Accepted 

H6a Opportunity commitment plays a mediating role in the impact 

of selection and allocation on turnover intention. 

Accepted 

H6b Opportunity commitment plays a mediating role in the impact 

of incentive mechanism on turnover intention. 

Accepted 

H6c Opportunity commitment plays a mediating role in the impact 

of participation on turnover intention. 

Rejected 

H6d Opportunity commitment plays a mediating role in the impact 

of occupational safety on turnover intention. 

Rejected 

H6e Opportunity commitment plays a mediating role in the impact 

of performance management on turnover intention. 

Accepted 

H6f Opportunity commitment plays a mediating role in the impact 

of strategy-based human resource planning on turnover 

intention. 

Accepted 

H7a Fit to organization moderates the impact of selection and 

allocation on turnover intention. 

Accepted 

H7b Fit to organization moderates the impact of incentive 

mechanism on turnover intention. 

Rejected 

H7c Fit to organization moderates the impact of participation on 

turnover intention. 

Accepted 

H7d Fit to organization moderates the impact of occupational safety 

on turnover intention. 

Rejected 

H7e Fit to organization moderates the impact of performance 

management on turnover intention. 

Accepted 

H7f Fit to organization moderates the impact of strategy-based 

human resource planning on turnover intention. 

Rejected 

H8a Links to organization moderates the impact of selection and Rejected 
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allocation on turnover intention. 

H8b Links to organization moderates the impact of incentive 

mechanism on turnover intention. 

Rejected 

H8c Links to organization moderates the impact of participation on 

turnover intention. 

Rejected 

H8d Links to organization moderates the impact of occupational 

safety on turnover intention. 

Rejected 

H8e Links to organization moderates the impact of performance 

management on turnover intention. 

Rejected 

H8f Links to organization moderates the impact of strategy-based 

human resource planning on turnover intention. 

Rejected 

H9a Organization-related sacrifice moderates the impact of 

selection and allocation on turnover intention. 

Accepted 

H9b Organization-related sacrifice moderates the impact of 

incentive mechanism on turnover intention. 

Rejected 

H9c Organization-related sacrifice moderates the impact of 

participation on turnover intention. 

Accepted 

H9d Organization-related sacrifice moderates the impact of 

occupational safety on turnover intention. 

Rejected 

H9e Organization-related sacrifice moderates the impact of 

performance management on turnover intention. 

Accepted 

H9f Organization-related sacrifice moderates the impact of 

strategy-based human resource planning on turnover intention. 

Rejected 

H10a Fit to family moderates the impact of selection and allocation 

on turnover intention. 

Accepted 

H10b Fit to family moderates the impact of incentive mechanism on 

turnover intention. 

Rejected 

H10c Fit to family moderates the impact of participation on turnover 

intention. 

Accepted 
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H10d Fit to family moderates the impact of occupational safety on 

turnover intention. 

Rejected 

H10e Fit to family moderates the impact of performance 

management on turnover intention. 

Accepted 

H10f Fit to family moderates the impact of strategy-based human 

resource planning on turnover intention. 

Rejected 

H11a Links to family moderates the impact of selection and 

allocation on turnover intention. 

Rejected 

H11b Links to family moderates the impact of incentive mechanism 

on turnover intention. 

Rejected 

H11c Links to family moderates the impact of participation on 

turnover intention. 

Rejected 

H11d Links to family moderates the impact of occupational safety on 

turnover intention. 

Rejected 

H11e Links to family moderates the impact of performance 

management on turnover intention. 

Rejected 

H11f Links to family moderates the impact of strategy-based human 

resource planning on turnover intention. 

Rejected 

H12a Family-related sacrifice moderates the impact of selection and 

allocation on turnover intention. 

Accepted 

H12b Family-related sacrifice moderates the impact of incentive 

mechanism on turnover intention. 

Rejected 

H12c Family-related sacrifice moderates the impact of participation 

on turnover intention. 

Accepted 

H12d Family-related sacrifice moderates the impact of occupational 

safety on turnover intention. 

Rejected 

H12e Family-related sacrifice moderates the impact of performance 

management on turnover intention. 

Accepted 

H12f Family-related sacrifice moderates the impact of strategy-based Rejected 
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human resource planning on turnover intention. 

   

 

  



 

 

CHAPTER 5 

 

CONCLUSION AND SUGGESTION 

 

This chapter first discusses and summarizes the relevant research, and then 

puts forward specific suggestions for the optimization of human resource management 

in private universities, and finally analyzes the deficiencies and limitations of the 

thesis research, and points out the future research directions and problems to be 

analyzed. 

 

5.1 Discussion 

In the empirical test of the hypothesis on the influence of various dimensions 

of high-commitment human resource management on the turnover intention of 

professional teachers in private universities, the negative impact of selection and 

allocation on the turnover intention of professional teachers in private universities is 

significant (beta = -0.126, P<0.001), Which shows that professional teachers also 

attach importance to selection and allocation in job selection and employment. 

Employees pursue the realization of self-worth and value the degree of matching of 

their job positions with their own professional skills and career development goals, 

the degree of organization's job configuration is negatively correlated with employees' 

turnover intention (Carless, 2011; Zhang and Zhang, 2007). The more reasonable the 

selection and allocation of professional teachers in private universities, such as the 

introduction of talents through multiple channels and a wide range, and the placement 



198 

 

of teachers in suitable positions as much as possible, the lower the tendency of 

teachers to leave. 

Participation has a significant negative impact on the turnover intention of 

professional teachers in private universities (beta = -0.105, P = 0.013), which shows 

that professional teachers value their participation in teaching management, the higher 

the level of participation, the lower the tendency to leave. Literature research also 

shows that organizations encourage employees to actively participate in company 

management and decision-making, and open communication with employees can 

improve employees’ sense of organizational identity and job satisfaction. The higher 

the employee’s participation, the lower the tendency to leave (Zhang and Li, 2017; 

Zopiatis et al, 2014). Therefore, private universities encourage teachers to participate 

in decision-making, carry out team communication activities, and attach importance 

to the requirements of teachers to improve their working conditions, which will 

effectively reduce the tendency of teachers to leave. 

Occupational safety has a significant positive impact on the turnover intention 

of professional teachers in private universities (beta = 0.0116, P = 0.014), rather than 

a negative impact. This is contrary to the hypothesis. The occupational safety of 

professional teachers cannot effectively reduce its tendency to leave. This result is 

inconsistent with the research conclusion of Leonard (1980). Leonard believes that 

when employees lack a sense of occupational security, their sense of belonging is 

poor, and they are worried that they will be eliminated and become unemployed. 

Therefore, they have to find new jobs in advance. This may be due to the low market 

recognition of private universities in China (Peng, 2011). Therefore, for many 

teachers, the attractiveness of professional teacher positions in private universities is 

not strong, so private universities always provide professional teachers with a higher 

level of occupational safety. Few private universities implement a survival of the 

fittest employment mechanism. If the teacher does not have a very serious teaching 
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accident, then the universities will not dismiss the teacher. Therefore, when teachers 

do not have occupational safety problems, it is difficult for private universities to 

reduce their turnover tendency by improving teachers' occupational safety, and the 

incentive effect is small. 

Performance management also has a significant negative impact on the 

turnover intention of professional teachers in private universities (beta = -0.097, P = 

0.0111), which shows that professional teachers also pay more attention to the 

performance management policies and systems of private universities. Perfect 

performance management can clarify the performance goals and measurement 

standards of employees, stimulate their enthusiasm for work, and improve their 

abilities and qualities. The more reasonable the organization's performance 

management, the lower the employee's tendency to leave (Chen, 2019). The more 

perfect the performance management of professional teachers in private universities, 

such as specific and executable job responsibilities, and clear performance goals, the 

lower the teacher's tendency to leave. 

The negative impact of the incentive mechanism on the turnover intention of 

professional teachers in private universities is not significant. Relevant studies have 

confirmed that the unreasonable incentive system of the organization’s salary and 

training will not only reduce the enthusiasm and initiative of employees, but also 

easily cause employees’ dissatisfaction with the organization and job work. It is an 

important factor leading to employee turnover (Wang & Yang, 2011), from the 

perspective of employees, whether an organization can provide satisfactory incentives 

is an important reason for employees who has a tendency to leave. The incentive 

mechanism of private universities has no significant negative impact on the turnover 

tendency of professional teachers. It may be because the incentive mechanism 

implemented by private universities did not satisfy the professional teachers and did 

not produce the desired effect. Therefore, private universities should be people-
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oriented and provide effective training, subsidies, incentives, and promotion support 

for professional teachers. This will greatly meet the needs of teachers and reduce their 

tendency to leave. 

The strategy-based human resource planning has no significant negative 

impact on the turnover intention of professional teachers in private universities, and 

the significance level is 0.501. The organization's human resource planning can 

improve the selection and allocation of employees, maintain a high degree of 

matching with the organization, and alleviate the problem of high turnover of 

employees (Fu, 2011). The strategy-based human resource planning of private 

universities has no significant negative impact on the turnover intention of 

professional teachers. This may be because the strategy-based human resource 

planning implemented by private colleges and universities does not directly affect 

turnover intention, and may also need to be participated or transmitted through other 

variables. 

The mediating effect of emotional commitment in the impact of incentive 

mechanism, participation, strategy-based human resource planning on turnover 

intention is significant. For example, the participation of high-commitment human 

resource management significantly negatively affect turnover intention, and at the 

same time significantly positively affect emotional commitment; emotional 

commitment significantly negatively affects turnover intention. The higher the level 

of professional teachers' emotional commitment, the lower their turnover intention. 

Emotional commitment has a significant negative impact on turnover intention 

(Mathieu & Zajac, 1990). Among them, the emotional commitment dimension has the 

most influence on turnover intention. Therefore, emotional commitment participates 

in the impact of incentive mechanism, participation, strategy-based human resource 

planning on turnover intention,  
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The mediating effect of normative commitment in the impact of selection and 

allocation, incentive mechanism, participation, performance management, strategy-

based human resource planning on turnover intention is significant. Normative 

commitment plays a mediating role in the impact of selection and allocation, 

participation, performance management on turnover intention, and plays a full 

mediating role in the impact of s incentive mechanism, strategy-based human resource 

planning on turnover intention. This result consists with Wang and Yang (2020), there 

is a significant negative correlation between organizational commitment and turnover 

intention, organizational commitment is predictive of turnover intention, especially 

normative commitment, ideal commitment and opportunity commitment have the 

greatest impact on turnover intention (Wang & Yang, 2020). 

The mediating effect of economic commitment in the impact of selection and 

allocation, incentive mechanism, performance management, strategy-based human 

resource planning on turnover intention is significant. For example, the selection and 

allocation and performance management dimension variables significantly negatively 

affect turnover intention, and at the same time significantly positively affect economic 

commitment; economic commitment significantly negatively affects turnover 

intention, so economic commitment has a significant predictive effect on the 

willingness to leave. The higher the level of commitment formed by employees' 

perception of the loss caused by leaving the organization, the lower the tendency to 

leave (Jiang & He, 2007; Tang & Peng, 2011). Therefore, economic commitment 

participates in the impact of selection and allocation, incentive mechanism, 

performance management, strategy-based human resource planning on turnover 

intention. 

Opportunity commitment is significant in the mediating effect of selection and 

allocation, incentive mechanism, performance management, strategy-based human 

resource planning on turnover intention. For example, the selection and allocation and 
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performance management dimension variables significantly negatively affect turnover 

intention, and at the same time significantly positively affect opportunity 

commitment; opportunity commitment significantly negatively affects turnover 

intention, so the higher the level of professional teacher's opportunity commitment, 

the lower their turnover intention (Jiang & He, 2007). Therefore, opportunity 

commitment participates in the impact of selection and allocation, incentive 

mechanism, performance management, strategy-based human resource planning on 

turnover intention, and plays a part of the mediating role. 

The mediating effect of ideal commitment in the impact of selection and 

allocation, incentive mechanism, occupational safety, participation, performance 

management, strategy-based human resource planning is not significant, mainly 

because the six-dimensional variables of high-commitment human resource 

management have no significant impact on opportunity commitment. Sun & Zhang 

(2012) found that ideal commitment has a significant negative impact on employee 

loyalty behavior. This may be due to the fact that the support of private universities in 

all aspects is significantly lower than that of public universities, and professional 

teachers do not think that they can continue to grow and progress in private 

universities and realize their personal ideals. 

In the hypothesis test of the impact of fit to organization moderates selection 

and allocation, participation, performance management on the turnover intention of 

professional teachers in private universities. Independent variables, fit to organization, 

and interaction term all significantly negatively affect turnover intention, which shows 

that the moderating variable fit to organization moderates the negative impact of 

selection and allocation, participation, performance management on turnover 

intention. When professional teachers are in a high level fit to organization, the same 

high-commitment human resource management will bring less turnover; when 

professional teachers are in a lower level fit to organization, the same high -
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commitment human resource management will bring more turnover intention. 

Therefore, fit to organization moderates the impact of selection and allocation, 

participation, performance management on the turnover intention of professional 

teachers in private universities, especially when the level of fit to organization of 

professional teachers is high, and under the same high-commitment human resource 

management perception level, professional teachers' willingness to leave will decline, 

they are unwilling to leave private universities easily. If they choose to resign, they 

must abandon jobs with a higher level of fit to organization, While the existing jobs 

are very compatible with their personal goals, career plans, and professional skills, 

and their values are also very close, and this is the bad results what they try their best 

to avoid. This is consistent with the research conclusions of scholars. W hen 

employees are dissatisfied with the salary and remuneration of the organization and 

they have the idea of resignation, if their job em beddedness degree is high, the 

resignation will bring greater losses to them , and they are likely to give up 

resignations. If the level of job embeddedness is low, resignation will bring less 

damage to them, and they are likely to implement resignation behavior (Hu, 2020). 

Therefore, private universities should pay attention to the moderating role of fit to 

organization, improve the matching level between teachers and organizations, give 

teachers reasonable power and responsibilities, so that teachers can give full play to 

their professional knowledge and practical ability, and improve the degree of 

matching as much as possible, thereby reducing the tendency to leave. 

In the hypothesis test of the impact of fit to family moderates selection and 

allocation, participation, performance management on the turnover intention of 

professional teachers in private universities, independent variables, fit to family and 

interaction term all significantly negatively affect turnover intention, which indicates 

that the moderating variable fit to family moderates the negative impact of selection 

and allocation, participation, performance management on turnover intention. Job 
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embeddedness plays an important moderating role in the impact of job satisfaction on 

turnover intention (Mao & Liu, 2013). When professional teachers are at a high level 

of high-commitment, the same high-commitment human resource management will 

bring less turnover tendency; when professional teachers are at a low level of high -

commitment, the same high-commitment human resource management will bring 

more turnover intention. This is because in the context of traditional Chinese culture, 

family ties are the most important and the closest social relationship, which makes 

Chinese people gradually regard family as the core of social life. So, family members’ 

views and opinions on employee occupational matching and recognition often affects 

the individual’s career choices (Li & Dang, 2019). Therefore, when the family 

believes that professional teachers are highly compatible with the job and recognizes 

the job, they will support and be satisfied with the professional teacher’s work, and be 

proud of it. This makes the same high-commitment human resource management will 

bring fewer turnover intention; when the family believes that professional teachers are 

not well matched with the job, they will raise objections to the job and affect or 

require employees to change to more suitable jobs. This makes the same high -

commitment human resource management will bring more turnover intention, fit to 

family plays an important role in regulating the negative impact of high-commitment 

resource management on turnover intentions. Therefore, private universities should 

pay attention to the fit to family of professional teachers, pay attentio n to the 

evaluation and attitude of the main members of the family to the teacher's job 

matching, and improve the degree of fit to family as much as possible, so as to reduce 

the tendency to leave. 

In the hypothesis test of the influence of organization -related sacrifice 

moderates selection and allocation, participation, performance management on the 

turnover intention of professional teachers in private universities. Independent 

variables, organization-related sacrifice and interaction terms all significan tly 
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negatively affect turnover intention, which indicates that the moderating variable 

organization-related sacrifice moderates the negative impact of selection and 

allocation, participation, performance management on turnover intention. Job 

embeddedness plays a significant and moderating role in the influence of job burnout 

on turnover intention (Bai, 2017). When professional teachers are at a high level of 

organization -related sacrifice, the sam e high -com m itm ent hum an resource 

management will bring less turnover; when professional teachers are at a low level of 

organization -related sacrifice, the sam e high -com m itm ent hum an resource 

management will bring more turnover tendency. Therefore, organization -related 

sacrifice effectively regulates the impact of selection and allocation, participation, 

performance management on the turnover intention of professional teachers in private 

universities, especially when the professional teachers’ organization-related sacrifice 

level is high, he same high-commitment human resource management will bring less 

turnover. If professional teachers choose to resign, they must sacrifice the various 

support provided by the existing organization, such as higher remuneration, 

promotion opportunities, retirement rewards, job fun, etc., and this is a bad result that 

professional teachers try their best to avoid. Therefore, private universities should pay 

attention to the moderation of professional teachers’ organization-related sacrifice, 

and try their best to increase the organizational-level cost of professional teachers’ 

resignation. For example, universities provide professional teachers with a smooth 

career development path, generous income and treatment, etc., improve the level of 

organization-related sacrifice, the organization-related sacrifice means that teachers 

give up non-material costs such as colleague relations, work projects of interest, job 

fun, etc.; there are also material costs such as retirement rewards, promotion 

opportunities, paid vacations, stock options, insurances and housing fund, working 

age rights, etc. These support measures thereby effectively reducing the tendency of 

professional teachers to leave. 
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In the hypothesis test of the impact of family-related sacrifice moderates 

selection and allocation, participation, performance management on turnover intention 

of professional teachers in private universities, independent variables, family-related 

sacrifice and interaction term all significantly negatively affect turnover intention, 

which indicates that the moderator variable family-related sacrifice moderates the 

negative impact of selection and allocation, participation, performance management 

on turnover intention. When professional teachers are at a high level of family-related 

sacrifice, the same high-commitment human resource management will bring less 

turnover tendency; when professional teachers are at a low level of family -related 

sacrifice, the same high-commitment human resource management will bring more 

turnover intention. Therefore, family-related sacrifice effectively regulates the impact 

of high-commitment human resource management on the turnover intention of 

professional teachers in private universities, especially when the level of professional 

teachers’ family-related sacrifice is relatively high, the same high-commitment human 

resource management will bring less turnover, they are unwilling to leave private 

universities easily, because the resignation of professional teachers will inevitably 

bring loss of material and psychological benefits to the family. The resignation of 

employees, especially the resignation of core family members, has a great impact on 

the material benefits of the family and the welfare of the employees’ family members 

(Zhong, 2015). It will also increase the psychological burden of the family. When 

considering whether to resign, employees have to consider family-related sacrifice 

factors (Zhong, 2015). Therefore, private universities should also pay attention to the 

family-related sacrifice of professional teachers, and increase the level of family-

related sacrifice as much as possible to make them an important adjustment factor, 

thereby reducing the tendency to leave. 

In the hypothesis test on the influence of link to organization moderates 

selection and allocation, incentive mechanism, participation, occupational safety, 
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performance management, strategy-based human resource planning on turnover 

intention of professional teachers in private universities, the moderator variable link to 

organization does not have a significant negative impact on turnover intention , The 

negative influence of interaction term on turnover intention is not significant, and link 

to organization does not moderates the influence of selection and allocation, incentive 

mechanism, participation, occupational safety, performance management, strategy-

based human resource planning on turnover intention. This may be due to the low 

level of contact between professional teachers and members of the organization. 

Professional teachers complete the approved teaching hours per semester according to 

the requirements of univercities. They rarely cooperate with colleagues to complete 

scientific research. Some universities do not even set up scientific research tasks, so 

they do not need to come to universities when they have no class work. Most of them 

do other work or take care of the family in their spare time. This makes the formal 

contact between professional teachers and universities and colleagues relatively 

simple. Therefore, when professional teachers resign, they seldom consider the price 

or cost of rebuilding this connection. Link to organization does not regulate the 

impact of selection and allocation, incentive mechanism, participation, occupational 

safety, performance management, strategy-based human resource planning on the 

turnover intention of professional teachers in private universities. 

In the hypothesis test of the impact of link to family moderates selection and 

allocation, incentive mechanism, participation, occupational safety, performance 

management, strategy-based human resource planning on turnover intention of 

professional teachers in private universities, the moderator variable link to family has 

a negative influence on turnover intention, but it is not significant, the negative effect 

of interaction term on turnover intention is not significant, and link to family does not 

regulate the influence of selection and allocation, incentive mechanism, participation, 

occupational safety, performance management, strategy -based human resource 
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planning on turnover intention. This may be due to the low degree of formal and 

informal contact between family members and colleagues, universities. The previous 

analysis explained that the work content of professional teachers in private 

universities is clear. Professional teachers complete the approved teaching hours per 

semester according to the requirements. The interpersonal relationship is relatively 

simple, which determines the low degree of contact between professional teachers and 

universities, and link to family can hardly mediate the negative impact of high -

commitment resource management on turnover intention. 

O verall, job em beddedness in  the dim ension of fit to organization, 

organization-related sacrifice, fit to family, family-related sacrifice moderate the 

negative impact of high-commitment human resource management on the turnover 

intention of professional teachers, while link to organization, link to family do not 

significantly moderate the negative impact of high-commitment human resource 

management on the turnover intention of professional teachers. 

 

5.2 Conclusion 

This research aims to explore the impact of high-commitment human resource 

management on teacher turnover intention in private universities in China, to 

determine which dimensions of high-commitment human resource management will 

affect teacher turnover intention and the degree of influence, and introduce 

organizational commitment and job embedding variables to understand the specific 

transmission mechanism, and then formulate targeted and practical human resource 

management optimization strategies, improve the commitment of private university 

teachers to the organization, and reduce the turnover intention. The results show that: 

1) Selection and allocation, participation, and performance management of high-

commitment human resource management have a significant negative impact on 
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professional teachers’ turnover intention, while the incentive mechanism and strategy-

based human resource planning dimensions have no significant negative impact on 

professional teacher turnover intention, occupational safety has a significant positive 

impact on professional teachers’ turnover intention, which is opposite to the 

hypothesis, 2) Em otional com m itm ent, norm ative com m itm ent, econom ic 

commitment, and opportunity commitment have significant intermediary effects in the 

impact of high-commitment human resource management on the turnover intention of 

professional teachers in private universities, while the mediating effect of ideal 

commitment is not significance, 3) Fit to organization, organization-related sacrifice, 

fit to family, family-related moderate the negative impact of high-commitment human 

resource management on the turnover intention of professional teachers, while link to 

organization ,link to family do not significantly moderate the negative impact of high-

commitment human resource management on the turnover intention of professional 

teachers. 

 

5.3 Academic Implication 

This study focuses on the impact of high -commitment human resource 

management on the turnover intention of professional teachers in private universities, 

and introduces the mediating variable: organizational commitment, and moderating 

variable: job embeddedness to explore the transmission effect and mechanism of this 

influence. The academic contributions of this study are as follows. 

1)  This study reveals the impact of different dimensions of high-commitment 

human resource management on the turnover intention of professional teachers in 

private universities in China, w hich enriched the relevant research on high 

commitment human resource management and turnover intention. Previous studies 

have confirmed the positive effect of high-commitment human resource management 
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on employee turnover intentions, but there are relatively few studies on the impact of 

different dimensions of high-commitment human resource management, and the 

scope of research has not yet included the field of private universities in China. The 

empirical results of this study found that selection and allocation, participation, and 

performance management have a significant negative impact on turnover intention of 

professional teachers in private universities in China, while incentive mechanism 

occupational safety strategy-based human resource plan did not work, this also 

reflects the strong social exchange relationship between private universities and 

teachers, when teachers' needs are seriously ignored, they will have tendency to leave. 

2)  This study also fills in the research gap by identifying the mediating and 

moderating transmission mechanism of the impact of high -commitment human 

resource management on turnover intention. Previous related studies have rarely 

studied the transmission mechanism of the impact of high -commitment human 

resource management on turnover intention, those studies mainly focuses on the 

influence relationship between some variables, organizational commitment and job 

embeddedness haven’t been chosen as a mediating or moderating variable.  

This study introduced organizational commitment as a mediating variable and 

job embeddedness as a moderating variable between high -commitment human 

resource management and turnover intention. The empirical results of this study found 

that organizational commitment in the dimension of emotional commitment, 

normative commitment, economic commitment, and opportunity commitment are 

significant in the mediating impact of high-commitment human resource management 

on the turnover intention of professional teachers in private universities, the mediating 

role of ideal comm itment is not significant. This shows that organizational 

commitment as an attitude variable plays an intermediary role, which is consistent 

with Theory of Reasoned Action. When teachers perceive the high -commitment 

human resource management content implemented by the university, they will 
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integrate various information to form a positive or negative attitude (organizational 

commitment), and finally consciously affects the individual’s turnover behavior.  

This study also found that job embeddedness in the dim ension of fit to 

organization, organization-related sacrifice, fit to family, family-related sacrifice 

moderate the negative impact of high-commitment human resource management on 

the turnover intention of professional teachers in private universities. How ever, 

organizational connections and family connections did not moderate this impact. This 

shows that for Chinese teachers, in addition to on-the-job embeddedness, the family 

as an important part of social relations will also affect their turnover behavior, the 

higher the embeddedness degree, the lower the turnover tendency. This confirms that 

family should be the most important influencing factor of off-the-job embeddedness 

in China, which further expands the scope of application of Social Embeddedness 

Theory. 

 

5.4 Practical Implication 

This finding gives rise to the following suggestions to the managers of private 

universities.  

Firstly, private universities should pay attention to the role of human resource 

management in recruiting, cultivating, and retaining teachers, so as to reduce the 

turnover rate of professional teachers and im prove the universiies' m arket 

competitiveness. Private universities should optimize and improve the human 

resource management systems and measures for professional teachers, especially the 

selection and allocation, participation, and incentive mechanisms which have a greater 

impact on professional teachers' turnover intention. Private universities should pay 

attention to the selection and allocation of professional teachers, introduce talents 

through multiple channels and a wide range, and arrange professional teachers to 
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suitable positions. At the same time, private universities also should attach importance 

to the applicant's personal morality, work competence, and work attitude, a nd 

emphasizes the individual's future development potential at work. Therefore, in terms 

of assessment content, private universities should incorporate assessments of morality 

and development potential in the recruitment process, and conduct strict selection of 

candidates to select outstanding employees with excellent skills, high loyalty, and 

strong development potential, so that professional teachers can give full play to their 

personal abilities and expertise in their respective positions, and improve their own 

work positions, identity and satisfaction. Private universities need to improve 

participation decision-making mechanism, so that teachers can actively participate in 

teaching management, give full play to the spirit of ownership, and enhance the sense 

of belonging and organizational identity of professional teachers. Private universities 

can actively set up faculty senate, increase the proportion of teacher representatives, 

conduct open communication with professional teachers, and pay attention to the 

requirements of teachers to improve their working conditions. This will effectively 

reduce the tendency of teachers to leave. Private universities should further increase 

the investment in professional teacher incentives, strengthen teacher incentives 

through promotion, training, scientific research awards, etc., to stimulate professional 

teachers' enthusiasm and innovation, such as providing teachers with a good working 

environment and scientific research conditions, and eliminating "ranking on seniority" 

"Phenomena, young teachers with outstanding scientific research capabilities are 

provided with opportunities to receive higher-level education and training, and 

financial support should be strengthened for outstanding scientific research teams, so 

that they can obtain a higher sense of satisfaction and accomplishment of their needs, 

so they are not willing to give up the superior working platform. 
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Secondly, private universities can use intermediary variables to strengthen the 

preventive management of teacher resignation in private universities, communicate 

w ith teachers in a tim ely and adequate m anner, grasp their organizational 

commitments, and take measures to prevent teacher resignation, which may resolve 

the resignation of teachers in private universities. Private universities should pay 

attention to the emotional commitment of professional teachers, strengthen the 

establishment and development of teachers and universities, and promote professional 

teachers to work actively and practically through emotional bonds. When deciding 

whether or not to resign, private professional teachers are greatly affected by social 

norms and professional ethics constraints. Private universities strengthen teachers’ 

professional ethics education, promote teachers’ com pliance with laws and 

regulations, be worthy of others, love the universities as at home, and raise the level 

of normative commitments as much as possible, Thereby reducing the tendency to 

leave. At the same time, private universities should take a variety of measures to 

improve the level of professional teachers’ economic commitments, provide teachers 

with generous salaries and comprehensive medical and pension benefits, so as to 

increase teachers’ satisfaction with economic returns as much as possible, thereby 

reducing resignation tendency. In addition, private universities should pay attention to 

the opportunity commitment of professional teachers, create a good personal career 

development environment for professional teachers, and provide opportunities for 

promotion. 

Thirdly, private universities should pay attention to the continuous condensing 

and sublimation of organizational culture, keep pace with the development of the 

times, guide the high integration of teachers’ individual values and organizational 

culture, give teachers reasonable rights and responsibilities, and provide teachers with 

a place to give full play to their talents. The platform continuously taps the potential 

of teachers, so that teachers can have good professional growth and development in 
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private universities. At the same time, private universities should also pay attention to 

the evaluation and attitude of major family members to job matching, and improve the 

degree of fit to family as much as possible. In addition, when teachers in private 

universities in China resign, they will fully consider the various work and family loss 

costs caused by the resignation. The higher the cost, the more obvious the moderating 

effect. Private universities should try to increase the level of organization-related and 

family-related sacrifices as much as possible to improve teachers, improve the welfare 

of individual teachers and family members, thereby reducing turnover intention. 

 

5.5 Limitation and Future Research  

This research follows the logic of "perception -attitude-behavior" and 

constructs a conceptual model in high-commitment human resource management 

influences turnover intention through the mediating variable organizational 

commitment. Although the model can better explain the mediation hypothesis of 

various dimensions of organizational commitment, due to the complexity of the model 

of the impact of high-commitment human resource management on turnover 

intention, the mediation mechanism may involve many other mediating variables. For 

example, job satisfaction, high-commitment human resource management has a 

positive role in promoting employee job satisfaction, and employees show a 

satisfactory attitude after comparing individual contributions and gains (Appelbaum, 

Bailey, & Peter, 2000; Hu & Chen, 2016), there is a significant negative correlation 

between employee job satisfaction and turnover intention (Tett & Meyer, 1993), 

which indicates that job satisfaction may also be a mediating variable. At the same 

time, the study also found that employees’ job satisfaction positively affects their 

organizational commitment (He & Huo, 2020). Job satisfaction and organizational 

commitment are in the influence of high-commitment human resource management 
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on turnover intention. It may also involve chain mediating effects. This study lacks a 

comprehensive consideration of other influencing factors. In the follow-up, other 

mediating influencing factors in the model will be considered and the internal 

transmission mechanism will be explored in order to perfect the shortcomings of this 

study. 
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高承诺人力资源管理对民办高校教师离职倾向影响的问卷调查 

尊敬的先生/女士： 

您好！这是一份学术研究问卷，其目的是在于研究高承诺人力资源管理

对民办高校教师离职倾向的影响。非常感谢您能从百忙之中抽出时间回答此问

卷！所有问题没有对错之分，您所做的回答仅代表您个人的观点。本问卷调查

结果仅用于学术研究，不会被用于任何商业用途。本调查完全采用匿名的方式，

您的个人回答将会受到严格保密，敬请放心根据自己的真实想法作答。 

感谢您的参与和支持！ 

 

一、背景资料，请您在选择的字母上面打√。 

1、您的性别？   

A. 男  B. 女 

2、您的年龄？ 

A. 30 岁以下 B. 30~40 岁 C. 41~50 岁 D. 50 岁以上 

3、您的婚姻状况？   

A. 已婚 B. 未婚 

4、您的学历？   

A. 硕士 B. 博士      

5、您的职称？   

A. 助教 B. 讲师 C. 副教授 D. 教授 

6、您的教龄？   

A. 3 年以内 B. 3~11 年 C. 11 年以上 

7、您来自哪个省份？ 

…………………………………………………………………. 
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二、以下的描述，请您根据个人自身感受填写，选择您的符合程度(1=非常不符

合→5=非常符合)，并在选择的数字上面打√。 

 

非常不符合→非常符合 

SELE 1. 学校多渠道、广范围地引进人才                          1   2   3   4   5 

SELE 2. 学校为选拔合适的教师，总是做出很多的努力              1   2   3   4   5 

SELE 3. 教师招聘过程中采用谨慎细致的选拔程序                           1   2   3   4   5 

SELE 4. 学校尽可能的将教师安排到合适的岗位                                 1   2   3   4   5 

非常不符合→非常符合 

INCE 1. 学校为教师提供卓有成效的培训                                                    1   2   3   4   5 

INCE 2. 学校给予优秀教师参加继续教育、访学的机会                 1   2   3   4   5 

INCE 3. 教师的岗位津贴标准是按照一套规范程序决定，并且与 

津贴政策、规划相一致                           1   2   3   4   5 

INCE 4. 教师个人岗位津贴与个人工作绩效紧密相联                   1   2   3   4   5 

INCE 5. 在这个学校中教师的升迁有明确的途径                                   1   2   3   4   5 

INCE 6. 学校在遴选相关最具资格的候选人时，是考察其绩效 

成果与成长所具备的潜力                                                          1   2   3   4   5 

非常不符合→非常符合 

PART1. 学校允许教师参与决策                                                       1   2   3   4   5 

PART2. 学校重视教师所提出的改善其工作条件的要求                1   2   3   4   5  

PART3. 学校经常开展正式或非正式的团队交流活动                             1   2   3   4   5 

PART4. 学校上级领导和教师保持开放式的沟通                          1   2   3   4   5 
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非常不符合→非常符合 

SAFE 1. 教师如果不主动离职，就可以永远留在学校内                    1   2   3   4   5 

SAFE 2. 按照人事管理制度，学校很难解雇教师员工                        1   2   3   4   5 

SAFE 3. 学校几乎可以保证教师的职业安全性，不会辞退教师              1   2   3   4   5 

SAFE 4. 学校即使撤销岗位，也会将该岗位员工安置到其它岗位            1   2   3   4   5 

SAFE 5. 学校制定有完善的申诉解决机制                                              1   2   3   4   5 

  非常不符合→非常符合 

PERM1. 学校的每个工作岗位职责都准确地描述了每位教师 

完成工作的具体职责                                                    1   2   3   4   5   

PERM2. 学校的每个工作描述都是基于当前的实际情况，都切实 

可行                                                                                       1   2   3   4   5 

PERM3. 学校的每一位教师都有绩效目标，且每一年根据绩效 

目标考核一次                                                                             1   2   3   4   5 

PERM4. 学校会将绩效结果及时反馈给被考评者，并帮助 

其分析绩效考评结果                                                                1   2   3   4   5 

 非常不符合→非常符合 

PLAN1. 学校基于发展战略来制定人力资源规划                              1   2   3   4   5   

PLAN2. 学校下设的各个学院依据自身学院学科发展要求 

制定人力资源规划                                                                   1   2   3   4   5 

PLAN3.我所在的学院制定的人力资源规划符合学科建设的要求          1   2   3   4   5 

PLAN4.学校根据一学年的人力资源计划指导各学院人力 

资源甄选活动                                                                            1   2   3   4   5 

PLAN5.学校根据人力资源规划配备教师                                          1   2   3   4   5 

PLAN6.学校根据人力资源规划为教师制定培训计划                         1   2   3   4   5 
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三、以下的描述，请您根据个人自身感受填写，选择您的符合程度(1=非常不符

合→5=非常符合)，并在选择的数字上面打√。 

 

                                                                           非常不符合→非常符合 

EMOT1.对学校组织高度认同，坚定地跟随学校，不离开           1   2   3   4   5   

EMOT2.对学校有很深厚的感情，即使报酬低也不离开              1   2   3   4   5 

EMOT3.为了学校的生存与发展，我愿意贡献自己的力量              1   2   3   4   5 

                                                                      非常不符合→非常符合 

NORM1我认为教师有义务和责任为学校贡献自己的价值             1   2   3   4   5 

NORM2.我认为离职跳槽是很不道德的行为                                1   2   3   4   5 

NORM3.我认为对就职的学校应该保持忠诚                              1   2   3   4   5 

NORM4.我认为教师应该遵纪守法，为人师表                              1   2   3   4   5 

NORM5.我认为教师应该爱学校如家                                             1   2   3   4   5 

                                                                        非常不符合→非常符合 

IDEA1.我与学校的价值观高度一致                                               1   2   3   4   5 

IDEA2.在这个学校，进修学习的机会比较多，有利于个人成长             1   2   3   4   5 

IDEA3.在这个学校，晋升机会比较多，有利于理想的实现            1   2   3   4   5  

IDEA4.在这个学校，我的专长可以得到充分发挥                1   2   3   4   5  

                                                                  非常不符合→非常符合 

ECON1.学校为我提供了丰厚的工资报酬                               1   2   3   4   5 

ECON2.学校为我提供了完善的医疗、养老等保障福利               1   2   3   4   5  

ECON3.在这个学校，我有满意的职称或职位                1   2   3   4   5   

ECON4.在这个学校，我所积累的资历及工作经验得到充分发挥  1   2   3   4   5  

                                                                    非常不符合→非常符合 

OPPO1.我觉得在这个学校会有很好的职业成长和发展                1   2   3   4   5  

OPPO2.在这个学校，我的职称会有持续的提升                 1   2   3   4   5   

OPPO3.如果不继续留在这个学校，个人发展损失会很大                1   2   3   4   5  

OPPO4.如果不继续留在这个学校，找其他有同类或更好发展机 

会的工作会很困难                                           1   2   3   4   5 
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四、以下是对民办高校教师工作嵌入的一些描述, 请您根据个人自身感受填写，选择您的符合

程度(1=非常不符合→5=非常符合), 并在选择的数字上面打√。 

 

 

 

                                                                            非常不符合→非常符合 

FITO1.现在的岗位工作很好地运用了我的专业知识和实践能力             1   2   3   4  5 

FITO2.我认为学校赋予我的权力和责任十分合理               1   2   3   4   5 

FITO3.我很认同学校的组织文化和工作氛围               1   2   3   4   5 

FITO4.我喜欢学校工作的日程安排                               1   2   3   4   5 

FITO5.我觉得在这个学校会有很好的职业成长和发展                 1   2   3   4   5 

                                                                  非常不符合→非常符合 

LINO1.我感到与学校紧紧的联接在一起                               1   2   3   4   5  

LINO2.我与学校同事、领导联系紧密                               1   2   3   4   5 

LINO3.我感觉对现在的教师岗位工作有依赖感                             1   2   3   4   5 

LINO4.我参与学校的工作或业务较多                                1   2   3   4   5   

                                                                  非常不符合→非常符合 

SACO1.如果离开这个学校，我的工作经验、职称将失去价值               1   2   3   4   5  

SACO2.如果离开这个学校，会严重影响我的经济收入                    1   2   3   4   5 

SACO3.如果离开这个学校，我会失去很多发展机会                      1   2   3   4   5 

SACO4.如果离开这个学校，我很难找到合适的工作                        1   2   3   4   5   

                                                                  非常不符合→非常符合 

FITF1.我的家人认为这个学校的工作和我很匹配                        1   2   3   4   5  

FITF2.我的家人相信我在学校里有很好的发展机会                           1   2   3   4   5 

FITF3.我的家人相信我和我工作中的上司能够很好地一起工作               1   2   3   4   5 

FITF4.我的家人以我所在学校工作为荣                                    1   2   3   4   5     
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五、以下的描述，请您根据个人感觉填写，选择您的符合程度(1=非常不符合

→5=非常符合) ，并在选择的数字上面打√。 

 

 

  

非常不符合→非常符合 

LINF1.我的家人认识我的领导，并有联系                            1   2   3   4   5  

LINF2.我的家人认识我很多的同事                                   1   2   3   4   5 

LINF3.我的家人会经常与我的同事交流联系                        1   2   3   4   5 

                                                                    非常不符合→非常符合 

SACF1.如果我离开现在的学校，我的家庭会感到惋惜                1   2   3   4   5 

SACF2.学校为我的家人也提供很好的职工家属福利                 1   2   3   4   5 

SACF3.如果我离开学校，我的家庭会因此遭受很大的损失          1   2   3   4   5 

                                                                              非常不符合→非常符合 

TURN1.我已经厌烦现在的岗位工作                             1   2   3   4   5  

TURN2.假如我继续待在原岗位，我没有发展前景                     1   2   3   4   5 

TURN3.我经常想辞去现在的工作                                      1   2   3   4   5 

TURN4.我会寻找其他的工作机会                                       1   2   3   4   5  

TURN5.条件成熟时，我会果断离开现在的学校                     1   2   3   4   5  
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