
 

 

  

THE IMPACT OF REGULATORY FOCUS ON JOB 

PERFORMANCE OF HIGHER EDUCATION INSTITUTION 

TEACHERS IN CHINA BASED ON DOUBLE-MEDIATING 

EFFECT 
 

SIYU YANG 
 

A Dissertation Submitted in Partial 

Fulfillment of the Requirements for the Degree of 

Doctor of Philosophy (Management) 

International College, 

National Institute of Development Administration 

2022 
 

 

 



 

 

 

THE IMPACT OF REGULATORY FOCUS ON JOB 

PERFORMANCE OF HIGHER EDUCATION INSTITUTION 

TEACHERS IN CHINA BASED ON DOUBLE-MEDIATING 

EFFECT 

SIYU YANG 

International College, 
 

   
 

Major Advisor 

 (Associate Professor Vesarach Aumeboonsuke, Ph.D.) 
 

 

           The Examining Committee Approved This Dissertation Submitted in Partial 

Fulfillment of Requirements for the Degree of Doctor of Philosophy (Management). 

 

   
 

Committee Chairperson 

 (Associate Professor Peerayuth Charoensukmongkol, Ph.D.) 
 

 

   
 

Committee 

 (Assistant Professor Sid Suntrayuth, Ph.D.) 
 

 

   
 

Committee 

 (Assistant Professor Jiroj Buranasiri, Ph.D.) 
 

 

   
 

Committee 

 (Assistant Professor Nopphon Tangjitprom, Ph.D.) 
 

 

   
 

Committee 

 (Associate Professor Vesarach Aumeboonsuke, Ph.D.) 
 

 

   
 

Dean 

 (Assistant Professor Sid Suntrayuth, Ph.D.) 
 

  

_____/_____/_____ 
 

 

 

 

 



 

 

ABST RACT  

ABSTRACT 
 

Title of Dissertation THE IMPACT OF REGULATORY FOCUS ON JOB 

PERFORMANCE OF HIGHER EDUCATION 

INSTITUTION TEACHERS IN CHINA BASED ON 

DOUBLE-MEDIATING EFFECT 

Author Miss SIYU YANG 

Degree Doctor of Philosophy (Management) 

Year 2022 

  
 

Nowadays with increasingly fierce competition among higher education 

institutions (HEIs) worldwide, much attention has been given to upgrading school 

management level and building high-quality teaching staff. In recent years, China has 

issued various policies and regulations to strengthen the development of HEIs and has 

built the largest higher education system of the world. Thus, this research focuses on 

Chinese teachers to carry out relevant studies. More specifically, under the context of 

this research the word “teachers” only stands for those full-time teachers who mainly 

undertake the responsibility of both the teaching work and the academic research work 

in Chinese HEIs. 

This research aims to study the correlation between regulatory focus and job 

performance based on the mediating effect of psychological empowerment and intrinsic 

motivation of teachers from Chinese HEIs. To provide a better insight into higher-

education teaching staff, demographic factors including gender, age, education, work 

time, job rank and income are also discussed as control variables. Quantitative study 

method is adopted in this research, while SPSS and Amos software are used to conduct 

data analysis. Based on extensive literature research about regulatory focus theory, self-

determination theory, incentive theory as well as empowerment theory, a questionnaire 

is designed and passes the pilot test. It is then distributed to over 500 Chinese HEI 

teachers through snowball sampling and convenience sampling procedures, and 

eventually 403 questionnaires are filled out and collected back. 

According to the collected data, it is found that promotion focus, psychological 

empowerment and intrinsic motivation would be positively related to job performance 

respectively. It is also proven that there are positive and significant correlations between 
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promotion focus and psychological empowerment as well as between promotion focus 

and intrinsic motivation. The negative and significant relationship between prevention 

focus and psychological empowerment is also verified. Moreover, this research steps 

forward by confirming that psychological empowerment and intrinsic motivation are 

significant mediators which could effectively pass the effects of promotion focus on 

job performance of Chinese HEI teachers. Psychological empowerment could also 

transfer the roles of prevention focus to job performance of the teachers. Consequently, 

the research findings indicate that school administrators should assign work to teachers 

based on the task kinds and teachers’ regulatory focus type. They should also create a 

comfortable, humanized working environment to help teachers feel truly empowered 

and intrinsically motivated from the heart, so as to attract and retain the first-class 

teachers and fully mobilize their enthusiasm and initiative, which would in turn 

contribute to the survival and development of HEIs. 
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CHAPTER 1 

 

INTRODUCTION 

According to Higher Education Law of the People’s Republic of China (PRC), 

HEI, short for Higher Education Institution, refers to institution that provides higher 

education, which mainly includes education conducted after the completion of senior 

middle-school education. Based on the statistics from Ministry of Education (MOE) of 

PRC, by August 30th, 2021, in the aggregate there are now 2,738 regular HEIs in China, 

which includes HEIs offering degree programs and higher vocational colleges. This 

research aims to study the correlation between job performance and regulatory focus of 

teachers from HEIs in China based on the mediating effect of psychological 

empowerment as well as intrinsic motivation. More specifically, under the context of 

this research the word “teachers” only stands for those full-time teachers who mainly 

undertake the responsibility of both the teaching work and the academic research work 

in Chinese HEIs. Other educational personnel such as administration personnel, 

supporting staff or workers are not included in this study. In this chapter, the research 

background, statement of research problems, research gap, research objectives together 

with research contribution will be fully introduced and discussed. 

 

1.1 Research Background 

In the middle of the 20th century, Ralph W. Tyler (1942), a famous American 

educationist, put forward the concept of education evaluation. Since then, the academic 

research on education evaluation has never stopped. University teachers are not only an 

important element of education evaluation, but also the main force. Therefore, teacher 
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evaluation has become the focus of many researchers, school administrators and policy 

makers in education departments. At the beginning of the 21st century, the president of 

Oxford University, Mr. Lucas, in an interview with reporters at the “Chinese and 

foreign Presidents Forum” sponsored by the MOE of PRC, claimed that having 

excellent teachers is one of the most important conditions for a world-class university. 

University teachers, as the talents of cultivating talents, are a very important group in 

HEIs and a key factor to improve the quality of talent cultivation. As the internal power 

of the development of colleges and universities, the management of university teachers 

plays a significant role in the management activities of HEIs, which is closely related 

to the survival and development of school. 

In the field of human resource (HR) management, human capital plays an 

increasingly important role in organizational development. With continuous upgrading 

of higher education, the organizational status of university teachers has been improved, 

which puts forward higher requirements for human resource management. The job 

performance of university teachers is a concentrated reflection of university 

comprehensive ability. Currently there are two major perspectives in the research and 

practice of university teachers’ work performance: one is based on the university 

perspective, the other is based on the teacher perspective. For a long time, the traditional 

human resource management in colleges and universities often emphasizes individual 

responsibility, the implementation of strict discipline and supervision and assessment, 

which attaches importance to organization and ignores individual and forms a situation 

of “strong organization, weak individual”. It makes the research of human resource 

management in HEIs mostly adopt the university perspective and analyze the methods 

to improve the performance of talent cultivation, scientific research and social services 

for the purpose of better reform and innovation of institution management, while less 

use the perspective of teacher and explore the methods to improve the performance of 

teachers based on teachers' characteristics and needs. 
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In view of this, under the background of the new era, to investigate the 

attribution of human resource management from the perspective of university teachers’ 

personal characteristics can help university HR departments understand more clearly 

what policy can better motivate teachers to produce higher work performance and 

develop management policies in line with the development of teachers. What are the 

characteristics of university teachers' work performance? What factors will affect and 

restrict their performance? What problems will people face and how to solve them? All 

of the above will be important theoretical and practical problems to be explored in this 

research. 

 

1.1.1 Research Background in Other Countries 

In the world of today, the international competition of colleges and universities 

has evolved to a worldwide trend that affects the higher education of almost all 

countries. The international competition of HEIs, in the final analysis, is the 

competition of talents, especially those high-level academic leaders and authorities who 

have made outstanding scientific achievements and great contributions to the society. 

In the future, the competition among colleges and universities will become even more 

fierce while high quality teachers significantly represent the quality of HEIs. It has 

never been more urgent and important to strengthen the development of human 

resources of university teachers, so as to attract and retain the first-class teachers and 

fully mobilize their enthusiasm and initiative. It can be said that building a high-quality 

teaching staff has become a compulsory course in the competition of world-class HEIs. 

Even in those western developed countries such as the US and the UK, 

systematic teacher evaluation does not have a long history. Before the 20th century, it 

was almost unknown. Even in the next half century, few schools tried to use scientific 

methods to evaluate teachers’ work. It was not until the 1970s that the teacher 

evaluation movement experienced a large-scale development. Since then the 
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importance of teacher evaluation has been gradually recognized by the public and more 

and more evaluation methods and tools have been developed by researchers. This trend 

has lasted till now and there are many reasons for teachers’ performance getting 

attention. This includes not only the intensified international competition during the 

Cold War, but also the gradual acceptance of teachers’ professional attributes by the 

society. Neo liberalism is another an important factor affecting teachers’ performance 

evaluation. In European and American countries, neoliberalism occupies a dominant 

discourse position among national policy. This is marked by the coming into power of 

Thatcher, Reagan and other conservative governments from 1970s to 1980s. The 

attention to teacher performance and the institutionalization of teacher evaluation 

happened during this very period. From the perspective of theory, individualism, 

performance, accountability and other related concepts all penetrate into the texture of 

teacher evaluation. From the perspective of practice, sporadic and spontaneous teacher 

evaluation activities in the past have gradually developed into national policies, which 

is strengthened by unifying national curriculum, standardized evaluation system and 

other scientific measures and actions. 

Defining the connotation of university teachers’ performance scientifically and 

accurately can both mobilize the enthusiasm of teachers and meanwhile boost the 

development of them. It is also a basic theoretical question that must be answered first 

to realize the goal of performance management in HEIs and implement the construction 

of an innovative country. Exploring teachers' performance is the requirement of the new 

era, which will not only help to upgrade the existing evaluation system but also broaden 

the vision for the improvement of competency and performance of university teachers. 

1.1.2 Research Background in China 

In China, developing higher education has always been a significant component 

on the agenda of government, who has played an indispensable part in setting 

educational policies (Wan, 2006). Ever since the birth of the PRC in 1949, China’s 
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higher education has developed for more than 70 years, which is not only a significant 

component of Chinese history, but also an important embodiment of China's 

comprehensive national strength and modernization development. Generally speaking, 

there are three different stages during the development of China’s higher education 

(Wei & Li, 2000). 

The first stage was from 1949 to 1966, which was a period of recovery for 

higher education from old China to new China. Within this stage the takeover of HEIs 

and transformation of higher education system were fully completed. By drawing 

experience from the Soviet Union, many colleges and universities were founded in 

China and then a great many talents of all types were cultivated to serve for economic 

and social construction. In 1961, the Ministry of Education (MOE) of PRC formulated 

the Interim Regulations on Higher Education (1961) (also known as the Sixty Working 

Rules on Higher Education) and other relevant regulations, which was helpful to 

normalize teaching order, standardize school management, improve teaching quality 

and strengthen HEIs construction. It has played a positive role and set a precedent for 

the institutional improvement of China's higher education system (Ji, 1998). 

The second stage was from 1966 to 1978, which was the period of the Cultural 

Revolution. During this ten-year turmoil, the Chinese education system was seriously 

damaged and was even on the verge of collapse. The teaching order was chaotic, the 

majority of teachers suffered, and the young generation lost the opportunity to receive 

formal education. Unprecedented losses were brought to China’s higher education by 

the Cultural Revolution. At this stage, HEIs were once closed and some intellectuals 

were exiled. After 1972, colleges and universities resumed recruiting worker-peasant-

soldier students. Under such difficult circumstances, many teachers still adhered to 

educational ideals and preserved educational and academic strength (Meng & Gregory, 

2002). 
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The third stage is from 1978 till now, which is the period of reform and opening 

up. At the time of 1978, the Third Plenary Session of the Eleventh Central Committee 

of the Communist Party of China (CPC) was held, which represented the start of a 

brand-new phase for China’s higher education. At both the local and the central levels 

large numbers of HEIs have been founded. Basically at least one HEI has been 

established in each prefecture-level cities across the country. In 1998, the Higher 

Education Law of PRC was passed and implemented. In 1993, Project 211 was initiated 

by the MOE of PRC to build national key universities and colleges and the project was 

later expanded to Project 985 in 1998. In 2015, the Double First-Class Initiative was 

put forward, which showed that Chinese HEIs have entered a stage of high-level 

development and have attained remarkable achievements. After entering the 21st 

century, China’s HEIs have further developed in the fields of talent training, academic 

research, social services, international exchanges, etc. (Gu, Li, & Wang, 2018). 

In the year of 2019, according to the Ministry of Education (MOE) of China, 

the gross enrollment rate in higher education reached 51.6%, which marked a great 

breakthrough and a new stage of higher education universalization. Based on the table 

below, it can be seen that China has built the largest HEI system of the world. In recent 

years, the Chinese government has issued various policies and regulations related to the 

reform of HEIs and made it national policy that HEIs should shift from the mode of 

extensive development to the mode of intensive development. According to Chinese 

President Xi Jinping’s report to the Nineteenth National Congress of the CPC in 2018, 

in the coming future to improve China’s higher education, it is not enough to merely 

focus on hardware facilities. Instead, more attention should be given to upgrading soft 

power, especially human resources.  

 

Table 1.1  Statistics of Regular HEIs in China 
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Item Schools Educational Personnel Undergraduate Enrolment 

HEIs 2,738 2,668,708 32,852,948 

 

Source:  MOE of PRC (August 30th, 2021). 

 

The research that takes teacher performance evaluation as the direct study object 

begins with Chinese scholars Lin and Cai (2005). Starting from the basic theory of 

performance evaluation, they examined the connotation of performance, discussed task 

and contextual performance and then tried to distinguish the determinants and 

antecedents of performance. On this basis, they put forward that teacher performance 

evaluation is to assess the performance and behavior of teachers for the purpose of 

understanding the quality of teachers’ work. They think that teacher performance 

evaluation should be based on the theoretical analysis of teacher performance structure, 

and put forward six dimensions of this structure, namely professional ethics, job 

dedication, cooperation, teaching efficiency, teacher-student interaction as well as 

teaching values. The value of their research lies in the introduction of the viewpoint of 

performance in management and the substantial research on the connotation of teachers' 

performance. The performance structure also lays the foundation for the development 

of the evaluation system. Its deficiency lies in that its understanding of performance 

evaluation still focuses on tools and technology, which is divorced from the actual 

policy environment of teacher evaluation, and does not combine the actual practice of 

teacher performance evaluation with that of school. 

The antecedent theory of motivation is regulatory focus theory (RFT), which is 

usually closely related to job performance. This theory refers to the style and tendency 

of dealing with things in the process of realizing one’s goals and ideals. People with 

promotion focus actively strive for goals and self-improvement, while people with 

prevention focus take safety and responsibility as their core elements and focus on the 
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maintenance of existing condition. Through the literature review, it is found that the 

relevant research is relatively limited, and the main deficiencies are as follows: the 

specific path of promotion-oriented knowledge workers such as university teachers 

affecting their own performance has not been revealed. Therefore, this paper introduces 

psychological empowerment and intrinsic motivation as mediating variables to study 

how regulatory focus stimulates employees’ performance and reveals its effect in the 

black box.  

Under the background of Chinese culture, employees’ regulatory focus has an 

important impact on their performance. However, based on the current research 

literature, there are few empirical research results on the regulatory focus of university 

teachers. Therefore, this study wants to find out through empirical research whether 

there are different kinds of regulatory focus among university teachers in China, and 

whether different regulatory focus have different effects on teachers' job performance? 

Also is there any difference in the regulatory focus for teachers of different gender, 

education level, professional title and working length? Moreover, when studying the 

influence of regulatory focus on job performance, current researches usually use direct 

regression analysis and seldom consider the influence of mediating variables. Whether 

regulatory focus directly or indirectly affects employee performance remains to be 

further explored. If these pending problems can not be solved, the talent cultivation and 

human resource management of colleges and universities will be unlikely to succeed. 

This stimulates the author's research interest, and exploring the mediating effect of 

psychological empowerment and intrinsic motivation of university teachers may be the 

key to open the black box of the relationship between university teachers' regulatory 

focus and job performance. 
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1.2 Statement of Problem 

Chinese HEIs have entered the era of reform and opening-up. The pursuit of 

adaption to social environment changes and organizational restructuring has proposed 

more diversified requirements to both HEIs and their teachers. In this process, HEIs 

need to rely more on employees who are committed to organizational targets and values 

and are willing to make strenuous efforts to stay in the organization (Scott & Davis, 

2015). It is pointed out that HEIs teachers belong to professional staff, whose teaching 

and research assignments are complex work activities that require highly professional 

evaluation. The behavior of HEIs teachers is difficult to specify in detail by simple 

intuitive judgment (Rosen et al., 2009). Therefore, the current research plans to focus 

on job performance of HEIs teachers in China and carry out empirical study to help 

further exploit its profound connotation. 

Regulatory focus is defined as a type of personality trait in this research, which 

plays a very important role in stimulating employees’ potential (Neubert et al., 2008). 

According to RFT, regulatory focus mechanism both encourages and restricts 

individual behavior. Different kinds of regulatory focus will lead to individual 

differences in psychological emotion, decision-making process and job performance 

(Shah, Higgins, & Friedman, 1998). Previous studies have shown that based on the 

different types of regulatory focus of job seekers, organizations should select 

appropriate talents according to their expected type of task and goal. The 

correspondence between work performance results and regulatory focus also shows the 

importance of personnel and post matching. In organizational management, managers 

should create conditions for the transformation from personality trait to behavioral 

realization (Molden & Finkel, 2010). Considering the descriptions above, regulatory 

focus seems to be a factor worthy of studying so as to improve job performance 

(Brockner & Higgins, 2001). 
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Spreitzer (1995) believed that between psychological empowerment and work 

results there remained a close and positive relationship. His research found that for 

enterprise managers, due to their high self-awareness, they could stimulate their 

enthusiasm for work and take measures to improve work performance. He also verified 

the relationship between psychological empowerment and educational level. The 

results confirmed that there was a positive relationship between empowerment and 

education. Other scholars have also found that there is a significant positive correlation 

between job performance and employee empowerment. It is generally believed that 

individual characteristics are important antecedents which play a critical part in the 

effect of psychological empowerment (Liden, Wayne, & Sparrowe, 2000). For 

example, Ren (2007) confirmed that the level of psychological empowerment was 

closely related to employees’ positions. Lei and Zhao (2009) discovered that the level 

of psychological empowerment was also affected by marriage status. Since regulatory 

focus, which belongs to individual characteristics and involves self recovery and 

adjustment, is defined as a specific tendency and style to treat things in the process of 

achieving goals, it is also one of the influencing factors of work results by regulating 

how employees treat things. Hence this research assumes that regulatory focus will 

affect job performance by affecting psychological empowerment. 

Intrinsic motivation is an invisible and untouchable driving force from the heart 

of an individual, which is an indispensable factor of the internal dynamic system. In 

recent years, how to tap employees’ intrinsic motivation has gradually attracted the 

attention of researchers and management staff, while currently scholars still hold 

different opinions on the understanding of intrinsic motivation (Pink, 2011). Intrinsic 

motivation is a psychological perception obtained by employees engaged in a certain 

kind of work. It is out of the satisfaction brought by the work itself and the realization 

of self-worth. Intrinsic motivation means it is the characteristics of the work task itself 

or the individual’s internal needs, not the external stimuli, that triggers the individual’s 
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behavior, which will have longer persistence. Essentially speaking, the mechanism of 

intrinsic motivation improving employees’ performance is that employees are 

stimulated by internal psychological needs to carry out self-determination actions in the 

face of work tasks, which is a process of transforming subjective consciousness into 

behavioral consciousness. A high level of intrinsic motivation can make employees 

devote themselves to work more actively and face complex challenges with more 

perseverance (Zhou & Shalley, 2011). Moreover, previous study also finds that the 

intrinsic motivators reinforce employee performance and is reinforced by an 

organizational prevention focus (Chang & Teng, 2017). Specifically, both success 

under promotion focus and failure under prevention focus could induce relatively high 

levels of motivation (Dijk & Kluger, 2004). Therefore, this research aims to study this 

bridge function of intrinsic motivation. 

This research will take Chinese teachers in HEIs as the study object to study 

those factors that will affect their job performance. Through quantitative analysis, this 

paper will explore how the two types of regulatory focus, namely promotion and 

prevention focus, are correlated with job performance under the mediation of 

psychological empowerment and intrinsic motivation. Through combing previous 

research results, it can be seen that on the one hand, the RFT has been widely used in 

explaining performance-related issues including behavior performance and so on (Van 

Dijk & Kluger, 2011; Hmieleski, & Baron, 2008). In order to achieve the goal, 

individuals will carry out self-regulation, among which there are two modes with 

specific directions: promotion and prevention focus. On the other hand, existing studies 

usually follow the research idea of taking regulatory focus as the intermediary or 

regulatory variable, but the specific path of regulatory focus as an independent variable 

to affect employee’s job performance has been rarely revealed yet (Higgins, Shah, & 

Friedman, 1997; Bozer, Delegach, & Kotte, 2021). In order to open up this black box, 

this paper takes regulatory focus as an independent variable and introduces 
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psychological empowerment and intrinsic motivation as intermediary variables to study 

how regulatory focus affects employee performance. This will help to expand the 

research ideas of regulatory focus, clarify the impact mechanism of the two modes of 

regulatory focus on employee performance and provide theoretical and empirical 

support for organizations to achieve performance results by selecting individuals with 

specific regulatory focus, which is in line with current and future development needs of 

human resource management in universities and other organizations (Kaufman, 2019). 

Among the above problems, promotion focus is defined as individuals who emphasize 

self-development, pursue goals with a risk-taking attitude and adjust themselves 

positively in order to achieve goals. Prevention focus is defined as individuals who tend 

to be conservative and stay safe, avoid negative results and regulate themselves in order 

to achieve goals. Job performance is defined as employees’ efforts and contributions in 

the organization, which mainly includes the performance of employees in terms of 

quality, efficiency, quantity, etc. Intrinsic motivation refers to behavior that is driven 

by internal rewards. Psychological empowerment is defined as the complex of the inner 

experience of the authorized individual, which mainly includes four aspects: self-

efficacy, meaning, impact and self-determination. 

 

1.3 Research Gap 

At present, it is hard to find clear and unified definition of HEIs teachers’ job 

performance. In most research, the definition of their job performance is adapted from 

other industries. It is pointed out that in HEIs, in order to improve the teaching quality 

and students’ academic performance, teachers should not only do a good job in 

specified teaching and research assignment, but also show organizational citizenship 

behavior (OCB). Nevertheless, despite a lot of research on business OCB, the research 

on school teachers’ OCB is still insufficient (Podsakoff & Morgan, 1986). Due to the 
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complexity of teachers’ work, their tasks are difficult to be clearly defined and 

accurately evaluated. Hence there are relatively few studies on teachers’ task 

performance, while most studies focus on teachers’ contextual performance, that is, 

organizational citizenship behavior (Dipaola & Tschannen, 2001), which leaves gap to 

fill for this research. Moreover, it is worth noting that individual regulatory focus is not 

invariable. As a kind of personality trait, people often have a long-term and stable 

regulatory focus (i.e. mainly tend to promotion focus or mainly tend to prevention 

focus) (Higgins et al., 2001). However, the external environment can also evoke 

situational regulatory focus independent from personality traits. Additionally, a very 

important purpose of management research is to find the basic motivation that affects 

individual cognition and behavior. Studies have shown that different types of regulatory 

focus could widely affect individual cognition, emotion and behavior, but there are 

relatively few studies on what factors will affect regulatory focus (Higgins, Kruglanski, 

& Van Lange, 2012). 

Based on the existing literature, there are some research gaps that need to be 

further explored. As mentioned above, few previous studies have investigated the 

interesting interactions of the above factors which are considered to have a major 

influence on the operation of organizations through their employees (Hekman, 

Knippenberg, & Pratt, 2016). These previously rarely-explored relationships include 

the mediating role of intrinsic motivation as well as psychological empowerment in the 

correlation between regulatory focus and job-related performance such as task 

performance and contextual performance (Guidice et al., 2016), this research attempts 

to bridge this gap by empirically studying the relationship among the constructs of 

regulatory focus, psychological empowerment and intrinsic motivation and the 

consequent effect on job performance. Also, there is a lack of analysis on Chinese 

higher education institutions with reference to their organizational practices, while most 

current studies still center on universities in western developed countries (Mohrman, 
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2013). This research aims to narrow this gap by collecting first-hand data in variables 

under Chinese context, and construct a clear job performance model which can 

effectively optimize the work efficiency of teachers in higher education. 

 

1.4 Research Objectives 

In the field of human resource development, job performance has been regarded 

as one of the extensively researched concepts. Scholars have long been interested in 

discovering the correlation between individuals’ self-concepts and performance. Ever 

since Higgins put forward the theory of regulatory focus in 1997, it has been widely 

used in explaining individual’s self-concepts including expectation, interpersonal 

interaction and others. But little is known about the correlation between the regulatory 

focus of employees and job performance through psychological and motivational 

mechanisms. It is hard to find past empirical research that comprehensively examined 

these influences. In view of the foregoing, this research hopes to attain four objectives 

under the context of Chinese HEIs management. The first objective is to explore 

whether the regulatory focus has a correlation with job performance, and the second is 

to discover whether the regulatory focus plays a role in affecting psychological 

empowerment and intrinsic motivation of employees. The third one is to find out 

whether there is an important correlation between employee’s psychological 

empowerment, intrinsic motivation and job performance, and the last is to ascertain 

whether psychological empowerment together with intrinsic motivation play an 

intermediary role in the correlation between regulatory focus and job performance. 

 

1.5 Research Contribution 

For academic contribution, to begin with, this study makes an exploratory 

attempt to discover the influence mechanism of regulatory focus on HEI teacher 
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performance. The research findings will contribute to the comprehension of how 

different types of regulatory focus are correlated with psychological empowerment and 

intrinsic motivation, which, in turn, will bring about different kinds of work outcome. 

In the next place, this research combines earlier studies by using different samples to 

test the relationship between regulatory focus and psychological empowerment, as well 

as the relationship between regulatory focus and intrinsic motivation. The findings will 

cast light on the mechanisms and antecedents concerned with teachers’ mental status 

through the perspective of empowerment as well as motivation. Additionally, this 

research will extend teacher evaluation in a broader global perspective by targeting 

Chinese HEI teachers as samples, striving to fill the gap in the existing knowledge field 

of human resources management in China and other countries concerning higher 

education. 

As for managerial contribution, the findings that psychological empowerment 

and intrinsic motivation act as mediators in the relationship between regulatory focus 

and job performance will provide practical information for HEIs to perform appropriate 

management practice aimed at the improvement of work performance. The findings 

that teachers of different types of regulatory focus will have different kinds of mental 

tendency and thus bring about different sorts of work output will provide an insight for 

HEIs into the importance of establishing a diversified task assignment and work 

assessment system. Furthermore, the discovery of this research will provide important 

information to HEI human resource management about recruiting, training, arranging 

and evaluating qualified teachers to undertake the responsibility of teaching work as 

well as academic research work. Beneficiaries of the research findings may include 

government officials in education authorities, educational personnel in HEIs such as 

administration personnel, supporting staff, HEI teachers themselves, to name a few. 

  



 

 

CHAPTER 2 

 

LITERATURE REVIEW 

This chapter is composed of five parts. To begin with, four variables, namely 

job performance, regulatory focus, psychological empowerment as well as intrinsic 

motivation are discussed respectively. The discussion centers on the definition, 

measurement, related theory and summary review of each factor. Next in the fifth part, 

the related theories are introduced. Then in the last part, research literature on the 

correlation between the mentioned variables is outlined, while conceptual framework 

and related hypotheses are also proposed in this part. 

 

2.1 Job Performance 

Along with the advancement of globalization and the competition between 

different organizations getting increasingly fierce, job performance of employees has 

already become an important determinant of organizations’ survival and development. 

Previous studies have figured out that job performance is closely related to promotion, 

and performance appraisal is the key factor in promotion decision-making process.  In 

other words, job performance has been a significant topic and an important dependant 

variable in industrial and organizational management (Fairburn & Malcomson, 2001; 

DeVaro, 2006). In the past decades, a great number of theoretical and empirical studies 

have focused on the development of models related to job performance. 
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2.1.1 Definition 

The concept of performance-based result can be traced back to Frederick 

Winslow Taylor, the father of scientific management, who put forward the incentive 

piecework system at the end of the 19th century. Since then, performance-based result 

has been widely applied in management practice. During the beginning of the 20th 

century, Hugo Munsterberg, an American industrial psychologist as well as an early 

scholar engaged in the research of job performance, mainly focused on the individual 

performance of employees and defined their job performance as reflection of work 

output. In the 1980s, Bernardin (1984) and other scholars believed that job performance 

referred to the result of particular activities, work functions and behaviors within 

specific time and space. Murphy and Hurrell (1987) proposed that performance should 

be defined according to organizational behavior. They pointed out that job performance 

was a set of behaviors related to organizational or individual goals, which included 

productive performance behavior and anti-productive performance behavior. In the 

1990s, Campbell (1990) believed that job performance should be defined as the 

behaviors controlled by employees and related to organizational goals. Spencer (1997) 

and other scholars argued that performance was neither the result of output nor the 

action of behavior, but the deep and inherent potential characteristics of an individual. 

Job performance was not only related to work, but could also be used to predict or 

influence work behavior. Bernardin (1995) and other scholars further improved the 

definition of performance as a record of the results of particular work function or 

activity during specific time period. Barry and Stewart (1997) pointed out in their 

definition of job performance that performance stood for behavior, which meant putting 

work tasks into practice and was demonstrated by people engaged in work. In the 21st 

century, many scholars have refined and developed the concept of job performance. 

Dirkx, Gilley (2004) and other scholars proposed that performance was the result of 

completing tasks and put forward requirements to evaluate performance, such as 
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responsibility, objectives, job description and ability. Rotundo and Sackett (2002) also 

believed that performance could be determined subjectively by employees, which was 

quite meaningful to achieve organizational goals. Mathew and other scholars pointed 

out that performance was not only a single behavior or result, but a combination of the 

two. 

Through literature review of the above definition of job performance, it can be 

seen that in the academic field there are two popular views on the definition of 

individual job performance (Jex, 1998). The first point of view is that job performance 

refers to results or outputs of work, which mainly focuses on the analysis of what tasks 

have been fulfilled, what results have been gained and what outputs have been obtained 

(Hunter & Schmidt, 1996). In other words, it centers on what contributions employees 

have made in a specific position, rather than how to make these contributions. The main 

representative scholars of such views include Bernardin, Gilley, etc. The second point 

of view emphasizes on the work process and behavior (Sonnentag, Volmer, & 

Spychala, 2008; Supriyanto, 2013). The main representative scholars are Murphy, 

Campbell, Rotundo and others, who believe that behavior is the concentrated 

embodiment of job performance, and job performance equals to work behavior and 

process. The performance-related behavior must have the following three 

characteristics. First of all, it should be controlled by employees; in addition, it should 

be related to the achievement of organizational goals; furthermore, it could be measured 

according to the contribution of employees to organizational goals. The views 

mentioned above further expand and enrich the connotation and extension of job 

performance, indicating that researchers have formed a consensus on the distinction 

between performance-related behavior and results, but there is not a complete 

agreement on whether the work behavior or the work result should be called job 

performance. 
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According to Campbell (1990), in this research the job performance of teachers 

in HEIs mainly refers to behavior. Due to the long-term nature and the complexity of 

higher education, in reality university teachers have unequal opportunities to complete 

their work. Many of their work results are not necessarily brought about by the work 

of them, but by other unexpected factors irrelevant to the work done by individual 

teachers (Haydon & Hunter, 2011; Jones, 2013). When too much attention is given to 

the work results, it will make employees ignore the important work process and 

interpersonal factors and misunderstand the organizational requirements, which will 

lead to the wrong guidance of employees’ behavior (Jamal & Baba, 2001; Urhahne, 

2015). Therefore, in this research the definition of teachers’ performance in HEIs does 

not exclude the first point of view as mentioned above, but emphasizes more on the 

second viewpoint. According to the discussion above, this research holds that job 

performance of teachers in HEIs is a type of individual performance, which is on the 

basis of the overall strategic objectives of HEIs and stands for the personal tasks and 

work responsibilities of teachers, which is demonstrated by the actions and behaviors 

carried out by individual teachers in HEIs concerning talent cultivation, academic 

research and social services. 

 

2.1.2 Dimensions of Job Performance  

Determining dimensions of job performance involves dividing its structural 

content into different aspects, which is also an important way to comprehensively 

exhibit the connotation of job performance. At present, there are mainly four types of 

measurement structures. The first one is single-dimension structure. In this structure 

scholars such as Bernardin, Gilley and others defined job performance from the single 

dimension of work results, while Campbell, Murphy and other researchers defined the 

single dimension of job performance from the perspective of work behaviors. The 

second measurement structure is double-dimension. According to Borman and 
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Motowidlo (1993), the behaviors in the field of performance could be classified as 

either task or contextual performance. Task performance is referred to as behaviors 

making direct contribution to the organization’s technical core, either directly by 

implementing part of its process or indirectly by offering necessary materials or 

services, and includes those activities that are traditionally regarded as part of a 

worker’s job. Contextual performance refers to a group of interpersonal, cooperative 

behaviors that maintain the broader social environment where the technical core must 

function and support the social and motivational context where organizational work is 

completed, including interpersonal facilitation behaviors and job dedication behaviors, 

such as cooperating with others, abiding by organizational rules despite personal 

inconvenience as well as performing additional tasks voluntarily. Job performance was 

also divided into task performance and non-task performance by researchers like 

Rotundo and Sackett (2002), among which non-task performance was further split into 

productive performance and counterproductive performance. This classification of 

performance structure is quite different from previous ones since behaviors that are not 

conducive to organizational goals are also contained into the scope of performance 

structure. The third one is triple-dimension structure. Hesketh and Allworth (1997) put 

forward this kind of job performance structure classified as task performance, relation 

performance and adaptive performance, which was further studied by Johnson and 

other scholars, who later subdivided adaptive performance into eight aspects including 

problem solving, interpersonal adaptation, cultural adaptation and others. Katz and 

Kahn (1978) also divided job performance into three dimensions: participation and stay 

in the organization, in-role job performance as well as innovation and spontaneous 

behavior, which was also known as extra-role performance. The last measurement 

structure is multi-dimension. Some researchers like Welbourne (1998) argue that the 

work scope should be defined by employee's role rather than position. They pointed out 

that there should be five categories of roles in all kinds of work, namely role of job, 



 

 

21 

organization, profession, team and innovator. Among them, the role of job is similar to 

task performance, while other aspects of role are similar to contextual performance. 

From the existing literature and empirical study, the two-dimension 

measurement structure of job performance proposed by Borman and Motowidlo (1993) 

has received considerable support. Therefore this research also adopts this model and 

divides job performance into task and contextual performance. Moreover, the task 

performance of teachers in HEIs is further defined as the behaviors related to their own 

tasks required by HEIs involving teaching, scientific research and social services, while 

the contextual performance of teachers in HEIs is defined as their spontaneous 

behaviors that are beneficial to the organization, colleagues and students beyond the 

required responsibilities and obligations from HEIs. 

 

2.1.3 Antecedents Associated with Job Performance  

Considering that this research focuses on the correlation between regulatory 

focus and job performance, this part will mainly discuss the research results of 

antecedent variables of job performance. Campbell (1990) believed that the influencing 

factors of employees’ job performance not only include direct factors such as personal 

competence and work motivation, but also indirect factors such as personality 

differences, organizational environment and leadership behavior. The research on the 

antecedent variables of job performance can be generally divided into two categories: 

first, the impact of psychological drivers such as motivation, mental state, attitude and 

personality characteristics; second, the impact of behavioral drivers such as job tenure, 

emotional intelligence and job characteristics. Some of these antecedent variables are 

listed in the table below. 
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Table 2.1  Antecedents Associated with Job Performance 

Author (year) Research Contexts Findings 

Example of Research on Psychological Drivers 

Halbesleben & 

Bowler (2007). 

US federal fire 

department 

Motivation mediates the emotional 

exhaustion-job performance 

relationship. 

Tims, Bakker, 

& Derks 

(2015). 

A chemical plant in 

the Netherlands 

Employees can increase their own job 

performance through job crafting. 

Bakker, Tims, 

& Derks 

(2012). 

Several organizations 

in the Netherlands. 

1) Job crafting was predictive of work 

engagement and colleague-ratings of in-

role performance.  

2) To the extent that employees 

proactively adjust their work 

environment, they manage to stay 

engaged and perform well. 

Example of Research on Behavirol Drivers 

Tufail, Muneer, 

& Ishtiaq 

(2016). 

Textile sector in 

Pakistan 

The job characteristics had significant 

positive relationships with both task and 

contextual performance of front-line 

managers. 

Chae, & Choi 

(2018). 

Diverse industries in 

South Korea 

1) Growth need strength accentuates the 

effect of job complexity on employee 

performance only when task 

interdependence is low. 

2) Supervisor support for creativity 

positively moderates the effect of job 

complexity on employee performance 

only when task interdependence is high. 
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2.1.4 Summary  

The ultimate goal of job performance appraisal for HEIs teachers is to 

encourage them to develop along the direction prescribed by school so as to improve 

their ability in teaching, scientific research and social service. In the implementation 

process of evaluation, the incentive factor must be fully considered. Performance-based 

incentive is the core issue of human resource management. In order to achieve 

individual and organizational strategic goals, enthusiasm of all members of the 

organization should be stimulated so that employees could consciously make more 

contributions to the organization.   

Based upon the research so far, the academic community has formed several 

consensuses on job performance of teachers in HEIs. First, the structural dimension of 

university teachers is basically extended from the perspective of university functions, 

namely talent cultivation, academic research and social services. Second, in the aspect 

of teacher performance appraisal, different scholars adopt different evaluation methods 

and tools, which shows the difficulty of performance evaluation for university teachers. 

Due to the relatively complex forms and evaluation process of talent training 

performance, academic research performance as well as social service performance, it 

is difficult to measure the performance level of university teachers accurately and 

comprehensively.  

Compared with the research on employees’ job performance in enterprise 

organizations, the research of university teachers lags behind obviously. Also, the 

quantity and level of research results in HEIs are far from comparable with the research 

in enterprise organizations. With the deepening of research on performance 

management, scholars generally realize that it is not enough to just formulate scientific 

standards and evaluation methods for performance-based reward system and position 

appointment system. More needs to be done to change the concept of post evaluation 

into prior incentive, which requires analysis of the antecedents that affect job 
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performance of university teachers and form a better incentive plan for them. However, 

after reviewing the relevant literature, it is found that the current study for teachers in 

HEIs still mainly focuses on performance evaluation. Therefore, compared with the 

whole field of job performance research, the research direction of HEIs is relatively 

narrow and few high-quality research results are achieved, which makes it difficult for 

various theories to be applied and play a guiding role in practice. 

 

2.2 Promotion Focus and Prevention Focus 

Regulatory focus theory has been widely used in explaining individual 

expectations, interpersonal interaction and behavior performance. Based on this theory, 

individuals will adjust themselves in order to accomplish their goals, and the 

characteristic with specific direction in the process of adjusting is called regulatory 

focus. Current related research is usually based on the premise that the goal has been 

set, that is, the existing research tends to focus on the differences of individual self-

regulation patterns in the pursuit of their goals. However, there are differences in the 

basic needs of individuals with different regulatory focus. Under different needs, 

individuals will have different goals, and consequently will behave differently. 

 

2.2.1 Definition 

Since ancient Greece, some philosophers and psychologists believe that people 

are born to pursue happiness and meanwhile avoid pain, which has been very popular 

for a long time and has occupied the dominant position in the academic field of 

motivational psychology. This hedonic principle clearly reveals individual's 

psychological driving force or behavioral motivation, but what means and strategies 

people use to pursue happiness and avoid pain has not been explained yet, and the 
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answer to this question is the direction for researchers of regulatory theory to work 

towards. 

In the 1990s, Tory Higgins put forward the concept of regulatory focus on the 

basis of his previous research on self-discrepancy theory. In order to achieve specific 

goals, individuals will try to change or control their thoughts and actions, which is 

called self-regulation (Geers, Helfer, Kosbab, Weiland & Landry, 2005). In the process 

of self-regulation, individuals will show a specific tendency, that is regulatory focus. 

Due to the differences between actual self and self guides, individuals often show 

different kinds of regulatory focus in order to narrow the differences. To narrow the 

difference between actual self and ideal self, individuals will adopt promotion focus 

which is closely related to the needs of growth and development. In order to narrow the 

gap between actual self and ought-self, individuals will take prevention focus 

concerning safety needs. Promotion focus is characterized with desired end-states and 

achievement, caring more about positive results in the process of goal achievement, and 

experiencing more emotions concerning joy and depression. Prevention focus is 

characterized with responsibility and safety, caring more about whether there are 

negative results in the process of goal achievement and experiences more emotions 

concerning relaxation and anger. 

In other words, the different way of regulating joy and pain is defined as 

regulatory focus, which has a major impact on the feelings, thoughts and actions of 

human beings. It distinguishes between prevention focus and promotion focus, whose 

orientations lead people to different strategies. People with promotion focus actively 

plan their own actions while people with prevention focus often take conservative 

actions to achieve the goal. Prevention focus concerns with security and oughts. The 

main characteristic of prevention focus is to avoid punishment as much as possible and 

take the prevention of bad things as the primary task. People with prevention focus care 

about their own safety and the maintenance of responsibility, and try to avoid the 
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possible bad results. A prevention focus with vigilant strategy is highly sensitive to 

losses and non-losses, especially the divergence between “0” and “-1” (maintenance). 

Promotion focus concerns with aspirations and ideals. The main characteristics of 

promotion focus are the eagerness for possible rewards, care about whether their self-

worth can be improved, attention to whether their ideals, aspirations and goals can be 

achieved with their own efforts, and focus on the realization of positive results. A 

promotion focus with eager strategy is highly sensitive to gains and non-gains, 

especially the divergence between “0” and “+1” (attainment). 

The research on regulatory focus started from scholars in western developed 

countries. In the year of 2004 and 2011, Van Dijk and Kluger studied the value of 

leader’s feedback in satisfying the individual needs of employees and the different 

methods of leaders to give feedback, and the influence of the two on different individual 

motivations. The result shows that the motivation of success and failure is related to the 

corresponding feedback. Meyer and Becker (2004) studied the relationship between 

different types of regulatory focus and organizational commitment. Their research 

shows that people with the trait of promotion focus regard the realization of self goals 

and the pursuit of self-worth as their own responsibility, while people with strong 

intrinsic motivation are easy to form emotional commitment. Prevention-focus-oriented 

people pursue safety for the purpose of prevention, and people with strong external 

motivation are easy to form normative commitment. Tugut and Arnold (2011) proved 

that whether regulation can affect consumers' attitude. They have shown that promotion 

focus can play a mediating role. 

According to Higgins' theory and the following research, regulatory focus can 

also be divided into the following two types: chronic regulatory focus and situational 

regulatory focus. Chronic regulatory focus is a type of stable personality tendency, 

which is gradually formed during the process of daily life and growth. It is found that 

the chronic regulatory focus of individuals is mostly influenced by their parents, which 
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is related to their parents’ training objectives. If parents pay attention to children’s 

growth, independence and autonomy, it will induce the formation of children’s 

promotion focus. If parents pay attention to whether the children have been hurt and 

whether they have a stable life, it will promote the formation of children’s prevention 

focus. In addition, chronic regulatory focus also depends on experiences, which are 

obtained by individuals in the process of pursuing self-worth, including both success 

and failure experiences. Situational regulatory focus is formed by the environment. 

When the surrounding environment and the tasks to complete release the signal to keep 

safety and maintainence, the individual’s prevention is motivated. When the 

surrounding environment and the task release the signal to make hard work and strive 

to achieve the goal, it will induce the individual's promotion focus. Brockner and 

Higgins (2001) believe that employee’s regulatory focus type can be influenced by the 

signal released by superior leaders. When the words used by superior leaders imply the 

improvement of self worth and the pursuit of self ambition, employees may form 

promotion focus, which encourages employees to pursue self realization. The 

prevention focus of employees mostly come from superior leaders’ verbal expressions 

suggesting keeping safety, which makes employees focus more on prevention and 

reduce loss to the minimum. 

There is little consensus about the relationship between chronic regulatory focus 

and situational regulatory focus at home and abroad. Keller (2006) pointed out that the 

level of job performance will be affected by the interaction between the two kinds of 

regulatory focus. Specifically, when the interaction between the two types of regulatory 

focus takes place, the work results will be significantly improved, but this did not 

explain the detailed interaction mechanism. Brodshall and Higgins (2007) suggested 

that the interaction of these two types of regulatory focus should be greater than that of 

a single type. To sum up, since the interaction between the two types of regulatory focus 
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has not been determined, due to the feasibility and operability of study, this research 

will focus on chronic regulatory focus for further discussion. 

 

2.2.2 Dimensions of Regulatory Focus  

The division of chronic regulatory focus has attracted the attention of many 

scholars, there are many measurement tools for testing it. According to the different 

physiological structure of brain, some scholars point out that human beings have 

anxiety tendency and impulsive tendency. Based on this, Carver and White created the 

BIS/BAS scale in 1994. Seven items were included in the BIS scale, while the BAS 

scale has three dimensions, namely reaction to reward, driving force and happiness 

seeking. 

In 2001, Higgins and other scholars formed the achievement motivation theory 

by observing the experience of individual’s success and failure, and on this basis 

produced the regulatory focus questionnaire (RFQ). The main assumption of the 

questionnaire is that individuals will have subjective history of success in the process 

of growth, which can be divided into two categories: one is success promotion, the other 

is success prevention. In the process of achieving different success, the individual will 

form the promotion pride and the prevention pride respectively. The two kinds of pride 

will produce different reactions towards the goal, so as to judge the promotion and 

prevention focus of the individual. The questionnaire adopts five grades, which covers 

two aspects: parents’ parenting style and individual’s success or failure experience in 

the past, in order to measure people’s different types of focus. The questionnaire 

contains two subscales, including two dimensions namely promotion focus and 

prevention focus. The former is related to the promotion of positive results, and the 

latter is related to the prevention of negative results. Research shows that both subscales 

have good reliability and validity. At present, the scale is widely used in the research 

of regulatory focus. This study takes advantage of this notion and takes promotion and 
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prevention focus as two independent variables to design scales to measure them 

respectively. 

On the basis of Higgins’ research, Lockwood, Jordan and Kunda (2002) 

proposed the concepts of positive role model and negative role model, and developed 

the chronic regulatory focus scale to measure this type of regulatory focus. The positive 

role model means an individual who achieves outstanding achievements, which can 

motivate others to pursue similar excellence. For example, star athletes, musicians, 

scientists and so forth, these positive role models are used to present and enhance 

people's goals and aspirations. The negative role model means an individual who often 

experiences misfortune. This kind of individual can make people take necessary steps 

to avoid similar misfortune. For example, cancer patients, injured drivers and so on. 

Therefore, the positive role model and the negative role model in people's mind will 

enable individuals to achieve their goals in different ways, thus forming the promotion 

and prevention focus. The scale is scored with 9 grades and 2 subscales: promotion 

focus and prevention focus. Research also shows that the two subscales have good 

reliability and validity, which can be used in practice. The regulatory focus scale used 

in this research is based on those two subscales. 

Van Dijk and Kluger (2004) summarized previous research results and obtained 

a three-dimensional chronic regulatory focus scale. The scale uses three dimensions to 

measure, and each dimension can be used independently to measure chronic regulatory 

focus. For example, scholars have proved that people's different personality traits will 

affect their attitude towards career choices. People who are positive and have the 

courage to challenge and improve themselves tend to choose a career full of adventure 

and excitement. People with timid and cowardly personality tend to choose more stable 

and conservative jobs. Therefore, career choices can be used as a dimension to measure 

personality traits. Scholars have also confirmed that values can be used as another 

dimension to measure personality traits. Another dimension comes from Van Dijk, who 
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found that people’s needs for work come from different motivations. People have two 

motivations to treat their work: promotion motivation and prevention motivation. 

Therefore, the work motivation which can produce work demand can be used as another 

dimension for measurement. On this basis, Wallace and Chen (2006) developed a 

measurement scale of regulatory focus suitable for use at work. The scale contains two 

factors: promotion focus and prevention focus, which also proves to have adequate 

reliability and validity. 

 

2.2.3 Outcomes Associated with Regulatory Focus 

In this research regulatory focus is taken as the independent variable, therefore, 

this part will mainly center on the research results of outcome variables associated with 

regulatory focus. In the past study there are three main types of outcome variables in 

terms of regulatory focus, namely employees’ psychological process, work behavior 

and work attitude. 

For psychological process, promotion and prevention focus will lead to different 

emotions, decisions, preferences and cognition respectively. On the one hand, 

individuals with promotion focus are prone to actively plan their own actions so as to 

achieve their goals and approach positive results, while their emotions are mostly 

expressed as joy and depression. On the other hand, individuals having prevention focus 

are more likely to cater for safety needs and to adopt a vigilant strategy to achieve goals 

and avoid negative results. Their emotions are usually expressed as relaxation and anger 

(Higgins, 2000). 

In terms of work behavior, empirical study results show that the regulatory focus 

is closely related to work behaviors including innovation and safety behaviors, 

organizational citizenship behaviors and anti-production behaviors. For example, there 

is a strong positive correlation between prevention focus and safety behaviors, while 

there is a weak negative correlation between promotion focus and safety behaviors 
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(Wallace & Chen, 2006). Prevention focus is positively correlated with anti-work 

behaviors, which is stronger than that of promotion focus (Lanaj, Chang & Johnson 

2012). 

As for work attitude, promotion and prevention focus both affect employees’ 

perception of work and organization, including job satisfaction, organizational 

commitment, etc. For instance, promotion focus has a positive effect on job satisfaction, 

while prevention focus has the opposite effect. When it comes to organizational 

commitment, promotion focus has a positive effect on emotional commitment, while 

prevention focus has a positive effect on normative commitment. Both of them can have 

a positive effect on sustained commitment. There are still some contradictory 

conclusions about the effect of regulatory focus towards job involvement. Relevant 

studies (Brenninkmeijer, Demerouti, le Blanc & van Emmerik, 2010) have proved that 

employees’ high promotion focus will be more conducive to high work engagement. 

However, there are two different views on the correlation between prevention focus and 

job involvement. One view is that prevention-oriented employees mainly perform their 

duties corresponding to the lowest standards, the connotation of job involvement 

exceeds the minimum work requirements. Since the motivation to work engagement is 

beyond the scope of the motivation of prevention focus, some scholars believe that 

prevention focus will not improve the level of work engagement (Lanaj, Chang & 

Johnson, 2012). Another view is that job involvement represents the extent to which 

employees participate in safety-related activities and comply with safety expectations, 

rules and procedures (Nahrgang, Morgeson & Hofmann, 2011). Therefore, prevention-

oriented employees work out of safety needs and compliance with work procedures, 

and can also achieve their desired goals by staying vigilant and avoiding failure. Some 

empirical study results show that there is a positive correlation between promotion 

focus, prevention focus as well as work engagement (Andrews, Kacmar & Valle, 2016).  
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Table 2.2  Outcomes Associated with Regulatory Focus 

Author (year) Research contexts Findings 

Example of Research on Outcome Variables 

Higgins (2000). US undergraduates People's motivation during goal 

pursuit will be stronger when 

regulatory fit is higher. 

Wallace & 

Chen (2006). 

University department 

in the US 

Safety climate and conscientiousness 

predicted promotion and prevention 

regulatory focus, which in turn 

mediated the relationships of safety 

climate and conscientiousness with 

supervisor ratings of productivity and 

safety performance. 

Lanaj, Chang & 

Johnson (2012). 

Meta-analysis of 

heterogeneous samples 

Regulatory focus predict unique 

variance in work behaviors after 

controlling for established personality, 

motivation and attitudinal predictors. 

Regulatory focus also has meaningful 

relations with work outcomes and is 

not redundant with other individual 

difference variables. 

Brenninkmeijer, 

Demerouti, le 

Blanc & van 

Emmerik 

(2010). 

Teachers of seven 

Dutch schools in 

secondary education 

Prevention focus influences the 

exhaustion process described in the 

job demands-resources model, 

promotion focus appears to have an 

effect on the motivational process. 

Andrews, 

Kacmar & 

Valle (2016). 

Undergraduates in a US 

university 

Results indicated a positive 

relationship between both promotion 

and prevention focus with work 

engagement. Results also indicated 

support for the moderating effect of 
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Author (year) Research contexts Findings 

Example of Research on Outcome Variables 

perceived self-value on the prevention 

focus-work engagement relationship 

but not for the promotion focus-work 

engagement relationship. 

   

 

2.2.4 Summary  

Regulatory focus theory establishes a comprehensive conceptual model, which 

is helpful to further expand the research on motivation, cognition and emotion. From 

the perspective of antecedent variables, trait factors such as strong ideal and sense of 

responsibility and situational factors such as situation of gain/no gain are the sources of 

regulatory goals. From the perspective of result variables, sensitivity to outcome, 

strategic means and tendency and emotional components are all the results of regulatory 

goals. 

The existing research on regulatory focus mainly centers on how individual 

regulatory focus affects employee behavior and the differences of individual self-

regulation patterns in pursuit of goals. Nevertheless, achievement is the basic need of 

promotion focus while safety is the focus of prevention focus. The psychological status 

of individuals with these two varying regulatory foci is different, and the corresponding 

behaviors should not be the same. Therefore, this research focuses on the analysis of 

how individuals with different regulatory focus (promotion and prevention focus) could 

promote goal achievement (contextual performance and task performance) by 

influencing intrinsic motivation and psychological empowerment. This study will break 

away from the research tradition of taking regulatory focus merely as the moderating 

variable and will analyze the influence mechanism of regulatory focus on individual 

behavior. That is, regulatory focus can improve individual behavior by influencing 
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intrinsic motivation and psychological empowerment. Thus this study will expand the 

research field of regulatory focus and deepen the understanding of it. Through the 

comparative analysis of the two types of regulatory focus, this study hopes to find the 

corresponding behavioral motivation and results of promotion focus and prevention 

focus respectively, which can provide theoretical and empirical support for 

organizations to select individuals with particular regulatory focus to achieve specific 

performance results. 

 

2.3 Psychological Empowerment 

Psychological empowerment acts as an important means to maintain mental 

well-being of employees. In the field of human resource management, attention should 

be paid to the micro psychology of employees and their perceptions of authorization 

behavior from a bottom-up perspective. Organizations should take empowerment as an 

internal incentive to employees and encourage their positive behavior at work by 

improving their psychological empowerment level, so as to fundamentally improve the 

job performance of employees. 

 

2.3.1 Definition 

With the fast development of society and economy, the employees of enterprises 

are prone to show the characteristics of high educational background and the number 

of knowledge-based employees is increasing. These employees are no longer in favor 

of monotonous and boring work just like before. Instead, they want to share a common 

destiny with the enterprise, contribute their own strength and realize their value. Under 

such background, enterprise administrators and management scholars have to pay more 

attention to the empowerment theory and practice, which is about decentralizing power 

so that more and more employees will feel that they are the main body of power and 
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form a strong cohesion force inside the organization. In traditional empowerment 

theory, the purpose of empowerment practice is to complete a specific activity, which 

is mainly reflected in the fact that administrators share decision-making power with 

employees. Traditional empowerment theory focuses on power granting, that is, when 

the enterprise assigns tasks, it grants employees the corresponding discretionary power. 

According to this theory, the empowered employees can better control their work and 

adjust to surrounding environment by choosing their own work methods and such. 

However, the practice of empowerment is not always effective, sometimes even 

contrary to people’s wishes. 

The development of psychological empowerment theory started later than 

traditional empowerment theory. Some experts and scholars suggest that if employees 

can not realize that the enterprise has delegated power to them, then this so-called 

empowerment will lose its effect. Therefore, only when employees feel that they have 

power can this empowerment practice stimulate their enthusiasm and initiative at work 

and greatly improve their work results. In 1988, Conger and Kanungo discussed the 

essence of empowerment from the perspective of self-efficacy for the first time. They 

believed that the traditional empowerment theory ignored the psychological perception 

of the empowered person and only focused on the management measures when the 

enterprise empowered its employees. Therefore, they suggested that enterprises should 

improve employees' self-efficacy through empowerment, so that employees could feel 

more competent for their own work and improve work efficiency. On the basis of 

Conger's research, Thomas and Velthouse (1990) first put forward the concept of 

psychological empowerment from the perspective of employee cognition. They 

believed that employees' real sense of power was the premise of their satisfaction and 

passion. They define psychological empowerment as follows: empowerment is a 

complex, which is a combination of psychological perception and individual’s own 

cognition and also a comprehensive evaluation of work. This evaluation of work is 
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produced by the interaction between the individual's evaluation of work and other 

people's views on the same work. In 1995, the researcher Spreitzer formally gave a new 

definition of psychological empowerment, which was widely accepted by scholars 

afterwards. In 2006, Chinese scholar Li and Cai (2005) also encouraged researchers to 

try new research ideas about psychological empowerment. They believed that previous 

research form should be changed by taking the perspective of individual experience and 

focusing on the psychological experience gained by individuals after being empowered. 

Based on the widely adopted study results of Spreitzer, this research defines 

psychological empowerment as the internal work motivation experienced by 

employees. Once employees feel empowered psychologically, they tend to firmly 

believe that they have the competence and freedom to choose work rhythm or method 

to complete their influential work. In other words, psychological empowerment 

emphasizes on employees’ experience and perception in the process of empowerment, 

rather than the empowerment practice or behavior. According to Spreitzer, 

psychological empowerment is a motivational construct manifested in four types of 

cognition: meaning, competence(self-efficacy), self-determination as well as impact. 

Together, these four types of cognition reflect an active instead of a passive orientation 

towards a work role. Active orientation means individuals want and feel able to shape 

their own work role and context. Spreitzer defines psychological empowerment as an 

internal force that could promote one’s hard work, and the above force is composed of 

employee’s feelings, which are comprised of the following contents: whether one’s 

work is meaningful to oneself, whether one has confidence to do well in the work, the 

degree of autonomy that one has to complete the work and whether one has influence 

on the work. The four kinds of cognition are believed to combine additively to form a 

comprehensive construct of psychological empowerment. That is to say, the lack of any 

single cognition will deflate, although not totally eliminate, the overall degree of 

psychological empowerment. Thus, a nearly complete and sufficient set of cognition 

for understanding psychological empowerment has been specified by these four 

dimensions. 
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2.3.2 Dimensions of Psychological Empowerment 

For the division of psychological empowerment, little consensus has been 

formed yet. The main types of dimension division are listed as follows. 

Conger and Kanungo (1998) first proposed that empowerment was a single 

dimensional structure, which belonged to the concept of intrinsic motivation. It was a 

continuous process and could promote the continuous improvement of self-efficacy. 

They pointed out that improper operation or lack of control in the process of 

empowerment may cause power out of control. Empowerment may not necessarily lead 

to the result of improving performance, sometimes it even had a negative impact. They 

also pointed out that empowerment could not only enhanced self-efficacy unilaterally 

but could also weaken it. Since then, scholars have gradually focused on psychological 

empowerment and explored empowerment from the view of individual psychology. 

Menon (2001) defined psychological empowerment mainly from the view of 

individual cognition and employees' psychological experience. He believed that 

psychological empowerment had three dimensions, namely feeling the development 

goals of the organization, feeling the control ability of the task assigned by the 

enterprise and feeling the competence of dealing with problems. On this basis, he 

developed a scale, which marked a milestone in the theory of psychological 

empowerment. Fulford (1995) and others also supported the three-dimensional theory. 

They believed that the three parts of psychological empowerment included work 

meaning, self-efficacy as well as personal influence. Different from other scholars who 

supported the three-dimensional theory, Zimmerman (1990) held that the interaction 

between employees themselves and their behaviors, employees' own feelings and 

employees' actions and behaviors were the three dimensions of psychological 

empowerment. Sanjay (1999) also divided psychological empowerment into three 

dimensions: the difficulty of completing a task perceived by the staff, the ability of the 
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individual to successfully deal with problems and the consistency of the targets between 

the enterprise and the staff. 

Through empirical research, Thomas and Velthouse (1990) introduced the 

concept of four-dimensional theory in their research on psychological empowerment in 

1990. On the basis of Conger's research, they further proposed that psychological 

empowerment consisted of four dimensions: work meaning, self-efficacy, independent 

decision-making and influence. Based on the work of Thomas and others, Spreitzer 

revised the four-dimensional structure model in the 1990s and developed a widely-used 

psychological empowerment scale. The scale, which proves to be a mature 

measurement tool, contains four dimensions: meaning, competence (or self-efficacy), 

self-determination and impact. In addition, Spreitzer also added that the four 

dimensions of psychological empowerment did not represent the correlation between 

cause and result, each dimension respectively reflected the different perspectives of 

empowerment structure. Among them, meaning refers to that after being empowered, 

individuals will judge the value of the work based on their own values standards. In this 

dimension, employees will examine the significance of their work and adjust their role 

at work to match their own values and codes of conduct. Competence or self-efficacy 

is a kind of psychological cognition that employees believe that they are capable of 

completing their work after being empowered by administrators. Self-determination 

stands for the degree of control of an individual over his or her own work after being 

empowered. In this dimension, employees have the right to decide their way to 

complete the work and control their work behavior. Impact stands for an individual's 

cognition of his or her influence on organizational strategy and administrative 

management after being empowered. At present, the four-dimensional structure model 

proposed by Spreitzer is generally accepted by most scholars, and has been widely used 

up to now. In 2006, Chinese scholar Li and Cai (2005) verified the scale developed by 

Spreitzer. Their paper not only verifies the four-dimensional structure of psychological 
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empowerment, but also verifies its reliability and validity under the context of Chinese 

culture. The study results show that it is suitable for conducting relevant research under 

the context of Chinese culture. Therefore, this research will also use Spreitzer’s four-

dimensional psychological empowerment scale. 

 

2.3.3 Summary 

Since the beginning of 21st century, scholars have carried out both theoretical 

and empirical research on psychological empowerment from many aspects, but they 

mainly take psychological empowerment as the mediating variable between leadership 

behavior and organizational performance, while research on the influence mechanism 

of psychological empowerment is relatively inadequate, which should mainly focus on 

the positive influence of psychological empowerment on individual attitude or 

behavior. Chinese scholars’ research on psychological empowerment is still relatively 

weak, especially under the context of native Chinese culture, the research on 

psychological empowerment of employees in specific fields is even weaker. Therefore, 

this research takes the psychological empowerment and intrinsic motivation of 

university teachers at work as the dual mediating variables to regulatory focus and job 

performance, and studies the influence mechanism of knowledge-based workers' 

psychological empowerment on job performance. 

 

2.4 Intrinsic Motivation 

In the study field of organizational behavior, intrinsic motivation is becoming a 

hot topic. Pink (2011), a famous scholar in the field of motivation research, pointed out 

that people’s understanding of motivation has gone through three stages. The first one 

is represented by biological impulsive driving force, and the second stage is represented 

by extrinsic driving force such as reward and punishment. The third stage is represented 
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by intrinsic driving force. Although in different stages different kinds of driving forces 

exist and interact with each other, the focus of researchers’ concern has quietly changed 

to intrinsic motivation. 

 

2.4.1 Definition 

Intrinsic motivation is an intangible driving force deeply rooted in the heart of 

an individual, which is an indispensable factor in the internal dynamic system. In recent 

years, the topic of “how to tap employees’ intrinsic motivation” has attracted a growing 

amount of attention from researchers and enterprise managers. In 1918, Woodworth 

first put forward the concept of intrinsic motivation. He pointed out that individual’s 

behavior choice was influenced by curiosity and self-protection, and emphasized the 

driving role of individual psychological characteristics. He believed that curiosity was 

just like an internal self-reward which gave people initiative and enthusiasm and could 

influence individual’s perception and action. After that, many scholars have carried out 

extensive research on intrinsic motivation. At present, researchers still have little 

consensus on the understanding of intrinsic motivation, and gradually they formed two 

main ways to explain intrinsic motivation. 

One explanation focuses on the content of intrinsic motivation and connects it 

with intrinsic needs and spiritual pursuit. For example, Maslow (1943) pointed out in 

the hierarchy of needs theory that the stimulation of individual’s potential and the 

satisfaction of self-realization needs were the core of intrinsic motivation. White (1959) 

first introduced the cognitive perspective into the study of motivation. He believed that 

intrinsic motivation was a kind of persistent efficiency motivation. When an individual 

challenged a certain task, he or she could experience sense of competence and 

satisfaction. He also believed that the sense of control and competence of task gave 

birth to intrinsic motivation. Deci and Ryan (1985) held that autonomy, competence 

and sense of belonging were the core elements of intrinsic motivation. According to 
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previous studies, Amabile (1993) pointed out that the main elements of intrinsic 

motivation were self-determination, competence, embeddedness, curiosity as well as 

interest. She believed that the focus of intrinsic motivation lied in the value of work, 

that is, when employees focused on the intrinsic interests of work, or determined that 

the work itself was challenging enough, intrinsic motivation would be stimulated, and 

then affected their work behavior. 

Another explanation is mainly based on behavior theory, which explains 

intrinsic motivation through the attribution of individual behavior. Berlyne (1964) 

interpreted intrinsic motivation as endogenous desire and satisfaction of curiosity to 

drive individual behavior, so as to feel a kind of happiness and enjoy the process. Some 

scholars understand intrinsic motivation as the process that people pay attention to work 

tasks and strive to improve performance driven by interest (Izard, 1977). When it comes 

to the work field, some scholars believe that intrinsic motivation refers to employees' 

achievement of efficient working state through self motivation, which comes from 

interest or positive emotional feelings and forms a kind of positive and lasting effect, 

rather than relying on external rewards or payments (Hackman & Oldham, 1975). To 

sum up, the behavioral theory holds that if an individual's behavior is spontaneous and 

voluntary, it can be regarded as an intrinsic motivation. 

Based on the theory of self-determination and the views of different scholars, 

this research will mainly draw on the study results of Amabile (1993) and summarizes 

the concept of intrinsic motivation as follows: intrinsic motivation is the motivation 

generated by an employee’s positive reaction to the task itself. When individuals seek 

joy, interest, satisfaction of curiosity, self-expression or personal challenge at work, 

they would be intrinsically motivated. The definition of intrinsic motivation is based on 

individuals’ perceptions of the task (as interesting, challenging, etc.) and their reasons 

for participation. If the reasons are related to the task as a means to positive, skill-
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exercising experience or self-expression, then the individual can be called intrinsically 

motivated. 

 

2.4.2 Dimensions of Intrinsic Motivation 

Over the years, different researchers have their own views on the definition of 

intrinsic motivation, which consequently leads to the argument on the dimension 

division of intrinsic motivation. According to these scholars, intrinsic motivation can 

mainly be divided into two dimensions, three dimensions, four dimensions or five 

dimensions. Deci and Ryan (1985) supported the two-dimension division of intrinsic 

motivation. They believed that intrinsic motivation contained both cognitive 

components and emotional components, both of them were indispensable. The 

emotional component was mainly determined by whether the work could satisfy the 

individual's sense of exploration, interest and happiness. The cognitive component was 

mainly reflected by the sense of competence, which was the possibility that one would 

complete a certain task. Vallerand (1997) thought that intrinsic motivation was 

interactive and proposed that intrinsic motivation consisted of exploring knowledge, 

attaining achievement and experiencing stimulation. In addition, Thomas and 

oldweather (1997) explored four aspects of intrinsic motivation namely work process, 

meaning, selectivity and competence. In 1994, Amabile proposed that self-

determination, interest, participation, curiosity and competence constituted intrinsic 

motivation. 

The division of intrinsic motivation is frequently conducted by means of self-

report scale. On the one hand, in this way the cost is relatively low. On the other hand, 

it can be used as an auxiliary tool for carrying out experiments and makes the 

measurement more scientific and effective. One of the most widely used measurement 

tools is the Work Preference Inventory (WPI) scale developed by the famous American 

psychologist Amabile, which includes the measurement scale of both intrinsic and 
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extrinsic motivation. The measurement part of intrinsic motivation mainly includes the 

following dimensions: (a) self-determination (preference for choice and autonomy); (b) 

competency (self-control tendency and preference for challenges); (c) task integration 

(the degree of concentration and immersion in the task); (d) curiosity (preference for 

complex things); (e) interest (enjoy the process and have fun). Another popular scale is 

the Intrinsic Motivation Inventory (IMF) scale developed by Ryan, the proponent of 

self-determination theory. Its application scope is not limited to the work field. As long 

as individuals participate in an activity, this scale, whose questions mainly focus on fun 

and enjoyment, could be used to measure the intrinsic motivation. In addition, there is 

another more simplified scale called Situational Intrinsic Motivation (SIMS) scale, 

which contains items including fun of activities, happiness brought to people and good 

feelings in the process of activities (Guay, Vallerand & Blanchard, 2000). The 

limitation of intrinsic motivation scale is that individuals describe their feelings through 

self-report, which is highly subjective and easily interfered by various factors, and so 

the result is more likely to deviate from the truth. It is also difficult to measure the 

dynamic change of intrinsic motivation in the activity process because the measurement 

is often after the activity. 

Another common division method is mainly based on behavior measurement, 

also known as free-choice measure, which is widely used in laboratory research. A 

meta-analysis by Cameron and Pierce (1994) found that more than 64% of the studies 

on the influence of reward on intrinsic motivation used this method. The measurement 

process of free-choice method is to calculate the duration of an individual’s willingness 

to take part in an activity when the external incentive is withdrawn. To be more precise, 

the experimenters usually pretend to announce the end of the experiment, and then leave 

the participants alone in a certain space for usually around 8 minutes. During this period 

of time, the participants are actually in the state of being observed. They can choose to 

continue to engage in experimental tasks, or read magazines and do other things even 
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including “daydreaming” as Deci once pointed out. The logic of this setting is that if 

the participants continue to carry out the experimental task, it means that they have 

intrinsic motivation, and the longer the duration, the stronger the intensity of intrinsic 

motivation. This experiment method is consistent with the connotation of intrinsic 

motivation, that is, when there is no external incentive, people are internally driven to 

still do something. But this method also has some limitations, such as it is difficult to 

measure the change of individual intrinsic motivation in the process of the experimental 

tasks. 

The above two division methods both have their own advantages and 

disadvantages. The real-time measurement and quantification of intrinsic motivation 

have always been a difficulty (Camerer, 2010). With the development of cognitive 

neuroscience and measurement instruments, it is possible to objectively measure the 

level of individual’s intrinsic motivation during the process of carrying out tasks or 

activities through cognitive neural indicators, and those indicators are becoming 

increasingly mature. This provides a new perspective for the quantitative measurement 

of intrinsic motivation and realizes the representation of individual intrinsic motivation 

at the cognitive neural level. 

 

2.4.3 Summary 

Intrinsic motivation generally can be divided into three levels, namely the 

overall level, the social context level as well as specific event level (Guay, Vallerand 

& Blanchard, 2000). The overall level mainly refers to a long-term stable motivation 

state of the individual. The social context level stands for the relatively stable level of 

internal motivation formed by individuals in a specific social environment. The specific 

event level refers to the intrinsic motivation of an individual in completing a specific 

task or participating in a specific task, which changes with time. In the study field of 

psychology and management, researchers mainly focus on the intrinsic motivation of 
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specific events, and try to find out the trend and antecedents of the change. This research 

focuses on the level of intrinsic motivation related to teachers' job performance in 

Chinese HEIs, which should be regarded as the intrinsic motivation at the specific event 

level. 

 

2.5 Related Theories 

Research theory, which is highly ordered and structured, deals with verifiable 

phenomenon and goes beyond simple hypothesis. It is usually composed of concepts, 

variables, propositions, models and other elements and tries to explain the relationship 

between studied objects. As a simplified form of explaining the world, research theory 

has enlightening value by providing ideological guidance and theoretical support for 

new study. In this research, the study of the influence mechanism for teachers’ job 

performance in Chinese HEIs is mainly based on four theories, namely regulatory focus 

theory, self-determination theory, incentive theory as well as empowerment theory. 

 

2.5.1 Regulatory Focus Theory   

Regulatory focus theory (RFT) is developed from the concept of self-

discrepancy, which is also a complex and comprehensive system. In 1987, Higgins and 

other scholars divided self into three types: actual self, ideal self as well as ought self. 

Actual self stands for the representation of characteristics that an individual thinks he 

or she actually has. Ideal self means the representation of characteristics that an 

individual wants himself or herself to have. Ought self refers to the representation of 

characteristics that an individual thinks he or she has the obligation or responsibility to 

have. Both ideal self and ought self are also called self guides. On the basis of the self, 

the concept of self discrepancy comes into being, which stands for the difference 

between actual self and self guides. Researchers often study the following two kinds of 
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self discrepancies, that is, the difference between actual self and ideal self as well as 

the difference between actual and ought self. According to the mentioned theoretical 

hypothesis, Higgins (1987) developed a self questionnaire, which verified the existence 

of these two kinds of self discrepancies. Higgins and others also hold that self 

discrepancy is a kind of stable emotional and cognitive structure. Later, Strauman and 

Higgins (1988) used the self questionnaire and a series of social anxiety scale to 

measure the relationship between self discrepancy and emotion. The results show that, 

among university students, when the differences between actual and ideal self increase, 

depression will also rise. When the differences between actual and ought self increase, 

social anxiety will rise. However, the difference between actual self and ideal self has 

nothing to do with social anxiety, and the difference between actual self and ought self 

has nothing to do with depression. On the basis of the above research, Higgins (1997) 

further studied how the actual self approached self guides. It is found that in the process 

of actual self approaching to ideal self or actual self approaching to ought self, people 

of these two kinds would have two different motivations, and thus a new perspective of 

motivation theory is put forward, that is, regulatory focus theory. 

The concept of personality trait has been playing a crucial part in the research 

of regulatory focus. Eysenck (1967) proposed the view that people's personality could 

be divided into extrovert type and emotional type. Gray (1990) summarized previous 

studies and divided people’s personality into anxiety type and impulsive type. People 

with anxious personality often have disgusting emotions and are prone to fall into a 

slump in emotion. They treat things negatively and are very concerned about the 

punishment they get. People with impulsive personality actively strive for possible 

rewards and have strong emotions which are mainly positive. For personality traits, 

people tend to have a chronic, stable regulatory focus (that is, mainly focusing on 

promotion or prevention). However, the external environment can also evoke 

situational regulatory focus which is independent from personality traits. Another 
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frequently used method of manipulating regulatory focus is to emphasize the positive 

results that individuals can obtain or the negative results that individuals can avoid on 

the basis of message framing. 

 

2.5.2 Self-determination Theory   

Self-determination theory studies the degree of self motivation as well as self 

determination in individual behavior. Different from the unmet needs, when people’s 

basic needs are satisfied, they will generally have a higher level of performance, well-

being and happiness. Maslow’s hierarchy of needs is regarded as an important origin 

of this theory. In 1943, Maslow, a well-known American psychologist, first put forward 

the concept of hierarchy of needs, which divided people's needs into five categories: 

psychological needs, safety needs, love and belonging, esteem as well as self-

actualization. Maslow believes that need is the motivation and source of human 

behavior, needs cause motivation and motivation drives behavior. For teachers, 

hierarchy of needs means that internal motivation has greater incentive effect than 

external pressure since the teachers who are highly educated are mainly self-motivated. 

External pressure can force the teachers to reach the lowest standard, but it is difficult 

to make them reach the excellent level. When teachers get enough information and 

useful suggestions, they are likely to attain good performance. Therefore, when 

evaluating the performance of teachers, appropriate methods should be chosen to make 

teachers believe that the evaluation is reasonable. The evaluation should fully consider 

the different characteristics of teachers and better stimulate the internal motivation of 

them. According to the hierarchy of needs, when evaluating the performance of 

university teachers, attention should be paid to respecting teachers' personality, meeting 

their spiritual needs, stimulating the internal driving force of work and reasonably 

combining teachers’ internal development needs with external pressure. Through 

performance evaluation, teachers should be provided with suggestions for their 
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professional development and their internal incentive motivation should be given full 

play. 

Self-determination theory was officially proposed for the first time by Deci and 

Ryan in 1985. In the 1970s and 1980s, with the development of cognitive psychology, 

people’s cognitive factors gradually received widespread attention in the academic 

community. Motivation-related theories were influenced by this trend, which made 

cognitive motivation a new popular research direction. In this context, self-

determination theory gradually emerged. This theory emphasizes that the individual’s 

willingness and independent decision are the powerful driving forces of individual 

behavior, and the key to understand the individual’s internal motivation is the three 

basic psychological needs namely sense of competence, belonging and autonomy. In 

the interaction with social environment, competence means that an individual feels 

effective and proficient. Autonomy means that individuals feel that they are able to 

determine their behavior. Belonging refers to interpersonal relationships that 

individuals feel valuable. One important basis of self-determination theory is organic 

dialectical meta-concept, which holds that human beings are creatures with intrinsic 

enthusiasm and have the potential energy of psychological growth and development. 

Under the dual effects of individual needs and external environment, people will make 

self-determination on behavior, so that they can develop behaviors beneficial to the 

development of mind, interest and ability. According to self-determination theory, 

individual behavior is the result of the comprehensive effect of internal and external 

resources, and the availability of employees’ internal psychological resources is an 

important factor affecting their behavior. As an external resource, organizational 

support does not directly affect employees’ work engagement, but through employees’ 

psychological perception and evaluation. Different psychological states of employees 

will interpret organizational support differently, and then affect employees’ behavior 

respectively. 
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2.5.3 Incentive Theory 

During the process of economic development, the appearance of specialization 

and transaction of labor has brought about incentive problems. Consequently, incentive 

theory has become one of the core theories applied to deal with the relationship among 

needs, motivation, goals and behavior in the field of management. It is believed that 

people’s motivation arises from needs, which determines people’s behavioral goals. 

Incentive acts on people’s inner activities and thus stimulates and strengthens people 

behaviors. Incentive theory is regarded as an important basis of performance evaluation 

, which explains why performance evaluation could boost the improvement of 

organizational outcome and what kind of performance evaluation could eventually 

improve the work output. For incentive theory, there are three main kinds of 

propositions, namely content-based proposition, behavior modification proposition as 

well as process proposition. 

Represented by Clayton Alderfer (1972), content-based incentive proposition 

emphasizes on the design of corresponding incentive schemes based on different needs 

of people and different social environments. This proposition studies employee 

motivation from the perspective of people’s needs and holds that people’s needs are 

hierarchical and the existence of demand is the basis of human behavior. When a certain 

demand is satisfied, this demand will lose the function of arousing behavior. Content-

based proposition reveals the essential logic of employee motivation and provides a 

reliable theoretical basis for it. In view of this, human resource management in HEIs 

should be based on meeting the basic needs of teachers and then gradually satisfy the 

higher needs of them. Only in this way can teachers’ enthusiasm always be maintained 

at a high level and teachers' subjective initiative can be fully mobilized. 

Behavior modification proposition focuses on how to transform people’s 

behavior and is mainly represented by scholar Frederick Herzberg (1959) who put 
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forward motivation-hygiene two-factor concept, which states that only motivational 

factors could give people satisfaction while hygiene-related factors could only diminish 

people’s dissatisfaction. Behavior modification proposition reminds management staff 

that the motivation to employees can be divided into internal motivation related to work 

itself as well as external motivation related to work environment. Therefore, in order to 

improve employees’ enthusiasm, more measures should be taken to meet their 

satisfaction such as redesigning the work mode to promote work diversification. As a 

special group of intellectuals, teachers in HEIs do not only care about environment, 

welfare and other physical aspects of the organization, but they also care about self-

development, work achievement and other incentive factors. Consequently, 

management staff in HEIs should not only give attention to external factors such as 

material interests, welfare and working conditions, but also should make full use of 

internal factors including professional development, individual achievement and others 

to achieve better incentive effect and fully mobilize teachers’ enthusiasm and initiative.  

Represented by American psychologist Vroom (1973), process proposition 

focuses on the psychological process from generation of motivation to taking particular 

actions as well as people’s understanding of labor, efficacy and reward. In other words, 

it studies the incentive problem from the perspective of external inducement. This 

proposition demonstrates that the more importance an individual employee attaches to 

the goal set by the organization, the greater the internal motivation of the incentive is, 

and vice versa. Therefore, in human resource management of university teachers, both 

material rewards and spiritual rewards should be given attention to, and diversified 

forms of rewards should be adopted. 

 

2.5.4 Empowerment Theory  

The proposition of management by participation and employee involvement are 

the two important sources of empowerment theory. The former originated from the 
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concept of social man which was put forward by G. E. Mayo in Hawthorne studies in 

the 1930s. It proposes that subordinate employees should also take part in the decision-

making and management process in different degrees, so that they can be in an equal 

position as top administrators of the organization. When discussing major issues in the 

enterprise, they could experience trust from the superiors and thus feel that their 

interests are closely tied to the development of the organization, which will lead to a 

strong sense of responsibility. In addition, participation in management gives an 

opportunity for employees to get attention from others, thus bringing them a sense of 

achievement. Employees are encouraged by being able to take part in discussion on 

issues related to themselves, and thus participation in management could not only 

motivate individual employees but also could guarantee the realization of 

organizational goals, during which employees’ satisfaction and work performance can 

both be improved. Employee involvement proposition was formed in the 1990s by 

scholars such as Cotton and Lawler. It refers to the degree of individual’s identification 

with their work, or the significance of work in individual’s self-image. It is also the 

degree of individual’s work performance affecting their self-esteem. This notion 

emphasizes that not only the superior leaders have the right to make decisions on the 

enterprise, but also the employees should have the same right. According to employee 

involvement proposition, enterprises should also provide more resources for 

employees' career promotion, carry out more vocational training and reward the 

outstanding employees. 

For empowerment theory, since the 1990s the word empowerment has become 

a hot topic in enterprise management. At present, the researcher could not find a unified 

definition of empowerment in academic field, but based on different research 

perspectives and different definitions of power, the concept of empowerment can be 

summarized from the perspective of both organization and individual, which gradually 

evolves into the concept of organizational and psychological empowerment. 



 

 

52 

Organizational empowerment puts more emphasis on leadership behavior and 

organizational policy, which means that by changing the relationship in the workplace, 

employees can control more resources and participate more in decision-making, and 

gather consensus through training and other means, so as to stimulate employees’ sense 

of work value and improve their work enthusiasm. Scholars who hold this 

organizational empowerment view believe that the size of power depends on the 

organizational structure and job position. Psychological empowerment emphasizes 

more on employees’ perception, and considers that empowerment is to enhance 

employees’ sense of work value, improve their sense of participation in decision-

making and build up their self-confidence by taking effective measures. It stresses on 

the achievement of collective goals and the empowerment of employees to enhance 

their self-efficacy and stimulate their intrinsic motivation. Scholars who hold this view 

expand the concept of power to the ability of employees to complete tasks, obtain 

resources and realize their own value. According to the above views, it is not difficult 

to find that organizational empowerment is the premise of psychological 

empowerment. 

 

2.6 Literature Related to Hypotheses and Conceptual Framework 

2.6.1 Promotion Focus, Prevention Focus and Job Performance   

Studies in the field of motivational psychology have demonstrated the 

importance of expectation in understanding performance, that is, individual 

performance in a given task is affected by the value and expectation of behavioral 

outcome (Bui & Porter, 2010; Kong, Wang & Fu, 2015). For example, when members 

in an organization have high expectations of success, they tend to show more 

persistence in the process of completing a task, and this higher level of persistence will 

promote the production of positive results. On the contrary, low expectation of success 
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will weaken individual motivation and lead to bad results. Even after controlling the 

past achievements, the individual's expectation of success can still be used to predict 

subsequent achievements (Marshall & Brown, 2004). In addition, a large number of 

researches on self-efficacy, expectation and performance show that high expectation 

has an important promoting effect on performance, and this promoting effect is mainly 

realized by influencing people's efforts and persistence. Most of the researches on the 

role of expectation focus on promoting motivation, emphasizing that the eagerness 

strategy can promote the realization of expected results. However, people also set 

prevention goals, that is, to avoid unexpected results. At this point, the vigilance 

strategy can promote success by preventing the current situation from getting worse. 

For example, recent studies have found that people sometimes adopt defensive 

pessimistic strategies to intentionally reduce the level of expectations, and succeed by 

thinking about various possible difficulties (Oliver, 2014; Byrne, 2016). Research on 

anticipatory regret has come to a similar conclusion: people will deliberately choose 

worse results to avoid future regret. 

According to the above research results, self-improvement is the primary 

demand of individuals with promotion focus. They care more about the future growth 

and development and have a high level of motivation for continuous progress. This 

desire for achievement can motivate individuals to challenge themselves and innovate 

continuously. In addition, individuals with promotion focus generally give more 

attention to information related to income. They focus on the final achievement and 

tend to adopt radical work style and constantly make trial and error, which lays the 

necessary foundation for excellent performance. It can be seen that individuals with 

promotion focus have strong innovation motivation and show the behavior of pursuing 

excellent results, and thus can achieve better performance. On the contrary, individuals 

with prevention focus take safety-maintenance as the primary demand and have high 

resistance to risky behavior (De Cremer et al., 2009). At the same time, prevention-
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oriented individuals care more about loss-related information, and so their behavior is 

more conservative. They will even not hesitate to give up potential huge benefits in 

order to maintain the existing results (Beersma et al., 2013). Therefore, prevention 

focus, which takes avoiding punishment as the basic motivation, adopting relatively 

safe strategy and striving to put it into the existing work arrangement, is objectively not 

conducive to achieving a high level of performance (Liberman et al., 2001; Cappelli & 

Keller, 2014). Thus the following hypotheses are put forward in this research: 

Hypothesis 1 (H1):  

Promotion focus will be positively related to job performance. 

Hypothesis 2 (H2):  

Prevention focus will be negatively related to job performance. 
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2.6.2 Promotion Focus, Prevention Focus and Psychological 

Empowerment   

In researches on psychological empowerment, it is generally believed that 

individual characteristic variables play an important role as antecedents in its related 

influence. Spreitzer (1996) found that the level of empowerment is affected by the 

following individual characteristics: individual’s tendency of control and self-esteem. 

Control tendency means that individuals believe they can control their life by 

themselves rather than by external environment. Individuals with high control tendency 

tend to have higher sensitivity and initiative towards whether they can complete the 

task. Spreitzer also verified the correlation between psychological empowerment and 

the following three factors, namely employee's gender, age and working time. The 

results confirmed that the length of working and the level of education had a significant 

positive correlation with the level of empowerment. Since regulatory focus is defined 

as a specific tendency and a specific way of dealing with things in the process of 

achieving goals, it should also be regarded as individual’s personal trait (Wallace, Butts, 

Johnson, Stevens & Smith, 2016). Therefore, this paper proposes the following 

hypotheses: 

Hypothesis 3 (H3):  

Promotion focus will be positively related to psychological empowerment. 

Hypothesis 4 (H4):  

Prevention focus will be negatively related to psychological empowerment. 

 

2.6.3 Promotion Focus, Prevention Focus and Intrinsic Motivation   

As a general motivation principle, regulatory focus is closely related to people’s 

basic psychological processes, such as cognitive evaluation, decision-making process 

and behavioral strategies. As mentioned above, promotion and prevention focus are 

significantly different in the types of primary needs, emotional experience and 
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expectations on results, which directly affects people's cognitive evaluation. Drawing 

from the self-determination theory of Deci and Ryan (1985), during the process of 

work, if employees are bound too much and constrained everywhere, then their initial 

interest may be slowly worn away. Instead if they have more space and freedom, even 

if they are not interested at first, their interest may be gradually cultivated later. 

According to the traditional motivation theory, feedback of success can trigger or 

maintain the approaching motivation by increasing individual’s expectation of the 

outcome. Feedback of failure can trigger or maintain the avoidance motivation by 

reducing individual’s expectation of the outcome. Based on the theory of regulatory 

focus, the effect of feedback on motivation may be influenced by regulatory focus. 

Förste, Higgins and Bianco (2003) found that compared with prevention-oriented 

individuals, promotion-oriented people were more likely to raise the expectation of 

outcome and trigger the approaching motivation after receiving successful feedback. 

After receiving feedback of failure, prevention-oriented individuals are more likely to 

reduce the expectation of outcome and trigger the avoidance motivation. Moreover, the 

moderating effect of regulatory focus on expectation and the approach/avoidance 

motivation is independent from each other. 

When people recognize or evaluate the information related to outcome, 

individuals dominated by promotion focus care more about information related to 

benefits, while individuals dominated by prevention focus care more about information 

related to losses. For employees, having more positive psychological experience could 

lead to higher intrinsic motivation, since they will be more confident about being 

competent for the assigned work, and will also be more willing to try new methods and 

forge ahead to pursue self-worth and sense of achievement. When facing problems, 

they can also deal with them more calmly and rationally, instead of falling into anxiety 

and depression. In addition, after receiving positive psychological experience, 

employees will re-examine their role positioning. Once it is consistent with the vision 
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and goal of the enterprise, employees will have a sense of belonging, which will lead 

to a sense of excitement to actively engage in work. All of these promote the formation 

of employees' intrinsic motivation. Therefore, the following hypotheses are put forward 

in this research: 

Hypothesis 5 (H5):  

Promotion focus will be positively related to intrinsic motivation. 

Hypothesis 6 (H6):  

Prevention focus will be negatively related to intrinsic motivation. 

 

2.6.4 Psychological Empowerment and Job Performance 

Psychological empowerment starts from individual psychology and studies 

individual's perception or attitude towards their work role, regarding empowerment as 

an internal psychological incentive process. Through analysis of psychological 

empowerment, it can be seen that improving employees’ psychological empowerment 

at work is essentially stimulating employees’ work motivation, which is the driving 

power of individual behavior. The study of empowerment from the perspective of 

motivation orientation centers on the influence of empowerment on individual behavior 

based on self-determination theory. Thomas and Velthouse (1990) believed that the 

core content of empowerment is to create all conditions for employees to uplift their 

sense of self-efficacy, and ultimately enhance their work motivation. Thomas pointed 

out that psychological empowerment was a synthesis of individual’s experience of 

empowerment, which was a gestalt of four kinds of cognition:  meaning, self-efficacy 

or competence, self-determination as well as impact. The meaning of work stands for 

the individual's cognition of the value of work goal according to his or her own value 

system and standard. Self-efficacy means individuals’ cognition of their own ability to 

complete the work. Self-determination refers to an individual's ability to control work 

activities. Impact stands for the extent to which an individual could influence the 
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strategy, administration, management and operation of the organization. Deci and Ryan 

(1985) believe that the motivation to achieve excellent work results comes from the 

joint action of internal and external factors, and internal factors often play a decisive 

role and can significantly promote individual innovation. In the process of achieving 

excellent work results, the key factor is to stimulate the internal cause of the main body 

of work. Strengthening the internal motivation of the main body can fundamentally 

improve the work performance. Psychological empowerment has a positive relationship 

with high performance behavior (Hechanova, Alampay & Franco, 2006). University 

teachers, as knowledge workers influenced by their psychological characteristics, are 

affected more by intrinsic work motivation than ordinary employees. Therefore, this 

study puts forward the following hypotheses: 

Hypothesis 7 (H7):  

Psychological empowerment will be positively related to job performance. 

 

2.6.5 Intrinsic Motivation and Job Performance 

Amabile proposed in 1983 that at the individual level professional skills, 

creative thinking skills and task motivation played an important role in creativity, which 

was a crucial part of job performance. One of the indispensable factors was the task 

motivation, whose generation was closely related to the promotion of intrinsic 

motivation. Thus, the improvement of job performance is affected by intrinsic 

motivation to a certain extent. There have been many studies on the correlation between 

intrinsic motivation and employee’s performance. Zhou and Shalley (2011) verified 

that in the process of facing challenges, employees with strong intrinsic motivation 

were more active and willing to try innovative means to deal with problems. Utman 

(1997) also pointed out that employees' intrinsic motivation promoted formation of 

good job performance. Essentially the mechanism of intrinsic motivation on employees' 

job performance is that employees are stimulated by their intrinsic psychological needs, 
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and then adopt self-determination behavior in the face of work tasks, which is also the 

process of transforming subjective consciousness into behavioral consciousness. When 

employees work hard with no external pressure and just want to get job satisfaction and 

happiness or experience the fun and challenge of work, their internal motivation will 

be stimulated. A high level of intrinsic motivation can make employees more active in 

their work and persevere in the face of challenging problems. They will also tend to 

break the constraints of thinking set and improve their job performance. Based on the 

above analysis, the following hypothesis is put forward in the research: 

Hypothesis 8 (H8):  

Intrinsic motivation will be positively related to job performance. 

 

2.6.6 Psychological Empowerment as a Mediator 

Menon (1999) pointed out that psychological empowerment was a 

comprehensive psychological cognition of individual’s sense of control, competence 

and goal internalization, which was composed of self-efficacy, meaning, self-

determination as well as impact. Among them, self-efficacy is the psychological belief 

to complete the work, which reflects the employee's confidence in the ability to handle 

affairs. Meaning refers to employees' subjective perception of work value. Self-

determination refers to employees’ autonomy at work. Impact reflects the influence of 

employees on work results in the organization. University teachers' behavior at work is 

affected by their psychological factors. Relevant studies have shown that employees 

possessing high perception of empowerment are more active compared with employees 

with low perception of empowerment. Chinese scholar Li (2006) proved that 

psychological empowerment was positively correlated with employees’ work behavior. 

Madrid (2015) proved through empirical research that when employees felt that they 

were not valued by the organization, they would produce negative emotions such as 

silence. 
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According to the research of Bhatnagar (2012); Singh and Sarkar (2012), firstly, 

psychological empowerment affects university teachers' work engagement. When 

university teachers possess a high level of psychological empowerment, they will feel 

higher work significance and self-determination and have higher self-efficacy to 

improve their work engagement. Secondly, perceived organizational support also 

affects the psychological empowerment of university teachers. The instrumental and 

emotional support from the organization brings care, trust and encouragement to 

teachers, which gives them have higher psychological empowerment so that they have 

the will and energy to work. On the contrary, inadequate organizational support makes 

university teachers feel less psychological empowerment and become unwilling to 

spend time and energy on work. Based on the previous research on the pairwise 

relationship between related variables, it can be seen that the regulatory focus as 

independent variable is a personality trait and a personal tendency, which can regulate 

how employees treat things and is also one of the influencing factors of job 

performance. When the individual shows promotion focus, he or she would actively 

strive for the goal and focus on improving his or her own value, which affects the 

dependent variable through a higher degree of psychological empowerment. Therefore, 

regulatory focus can affect the job performance of knowledge workers by interacting 

with psychological empowerment, and thus this study puts forward the following 

hypotheses: 

Hypothesis 9 (H9):  

Psychological empowerment acts as a mediator between promotion focus and 

job performance. 
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Hypothesis 10 (H10):  

Psychological empowerment acts as a mediator between prevention focus and 

job performance. 

 

2.6.7 Intrinsic Motivation as a Mediator 

On the one hand, different types of regulatory focus can cause intrinsic 

motivation to react accordingly. The results show that both promotion and prevention 

focus can independently and significantly predict the overall well-being of employees, 

although their mechanisms (i.e., specific emotions and behaviors that play a moderating 

role) are different. Compared with prevention focus, promotion focus has stronger 

positive emotion towards success and weaker negative emotion towards failure. It also 

means more open-minded and creative traits and more flexibility (Liberman, Idson & 

Higgins, 2005). Specifically speaking, promotion-oriented employees tend to feel that 

they are supported and recognized by the administrators. For them the tasks to be 

completed also appear to be meaningful and influential. In the loose working 

environment, promotion-oriented employees tend to make independent decisions. Even 

in the face of work obstacles, they can autonomously fully control the organization's 

resources. This kind of cognition endows promotion-oriented employees with lasting 

self-confidence and enthusiasm, encourages them to boldly solve various bottlenecks 

at work with more effective methods and finally achieve the common vision of the 

organization and individuals themselves. 

On the other hand, driven by intrinsic motivation, employees consciously put 

themselves into work, explore and tap new ideas actively so as to improve job 

performance. Because intrinsic motivation is the internal and continuous action of 

employees out of their interest in the work itself, this kind of work desire from the 

bottom of heart urges employees to conceive creative ideas and enjoy the pleasure of 

improving performance. In addition, strong intrinsic motivation can stimulate 
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employee’s flexibility. It enables employees to flexibly deal with challenging work 

tasks, not afraid of pressure, and more actively seek efficient solutions, which will be 

more conducive to the improvement of employees' performance. Therefore, regulatory 

focus not only affects employee’s performance, but also causes intrinsic motivation to 

react with it, and intrinsic motivation is positively correlated with job performance. 

Therefore, intrinsic motivation seems to be a link, while regulatory focus and employee 

performance are at both ends of the link. According to the above research, this paper 

puts forward the following hypotheses: 

Hypothesis 11 (H11): 

Intrinsic motivation acts as a mediator between promotion focus and job 

performance. 

Hypothesis 12 (H12): 

Intrinsic motivation acts as a mediator between prevention focus and job 

performance. 

 

2.6.8 Conceptual Framework 

As discussed before, the studied variables and hypotheses in this research are 

listed below, whose relationship can be clearly seen in the following conceptual 

framework. 
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Table 2.3  Aggregation of Research Hypotheses 

Aggregation of Research Hypotheses 

H1 Promotion focus will be positively related to job performance. 

H2 Prevention focus will be negatively related to job performance. 

H3 Promotion focus will be positively related to psychological empowerment. 

H4 Prevention focus will be negatively related to psychological empowerment. 

H5 Promotion focus will be positively related to intrinsic motivation. 

H6 Prevention focus will be negatively related to intrinsic motivation. 

H7 Psychological empowerment will be positively related to job performance. 

H8 Intrinsic motivation will be positively related to job performance. 

H9 Psychological empowerment acts as a mediator between promotion focus a

nd job performance. 

H10 Psychological empowerment acts as a mediator between prevention focus a

nd job performance. 

H11 Intrinsic motivation acts as a mediator between promotion focus and job 

performance. 

H12 Intrinsic motivation acts as a mediator between prevention focus and job 

performance. 

 

 

Figure 2.1  Conceptual Framework 
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CHAPTER 3 

 

RESEARCH METHODOLOGY 

The research methodology, or the research design, is the detailed outline 

depicting the whole process followed for answering research questions and testing 

hypotheses. This chapter is divided into five parts, which introduces the methods of 

data collection and analysis, as well as the variables and models studied. The first 

section restates the adopted research methods, while the second section centers on the 

characteristics and theoretical basis for the research population, sample size and 

sampling procedures. The third section depicts the choice of survey methods and the 

fourth section outlines the studied measurements. The last section summarizes the tools 

used in the quantitative analysis. 

 

3.1 Research Method 

To study the mentioned measurements, models and hypotheses, the quantitative 

approach is adopted in this research on the basis of two reasons. First of all, this research 

aims to discover the influence mechanism between higher education institution 

employees’ regulatory focus and their job performance. Quantitative approach presents 

reality in terms of a numerical form, which enables the researcher to classify 

measurements, count them, and then construct a statistical model in an attempt to 

explore this mechanism. Promotion focus, prevention focus, psychological 

empowerment, intrinsic motivation and job performance, which are measured on 

previously validated instruments, are quantifiable constructs. In addition, the research 

findings should be made based on a certain number of samples to test its 
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generalisability. As pointed out by Blommaert (2013), as a systematic statistical 

investigation tool, the quantitative approach can give a broad overview and protect 

research from the impact of erroneous generalizations.   

 

3.2 Sampling and Data Collection 

3.2.1 Target Population 

The population needs to be specified at the start of sampling. The target 

population is described as a component or group of objects with information that 

researchers are looking for (Malhotra, 2008). In this research, it indicates those full-

time teachers who are currently employed by a HEI (short for Higher Education 

Institution, includes institution that provides higher education, which stands for the 

education based on the completion of high school education) in China, which accounts 

for the majority of Chinese HEIs employees.  

As mentioned at the beginning of the first chapter, according to the latest 

statistics from MOE of PRC, under Chinese context by August 30th, 2021, there are now 

2,738 regular HEIs in total which are composed of HEIs offering degree programs and 

higher vocational colleges. Educational personnel such as supporting staff, 

administration personnel or workers will not be included as the target population. Only 

those full-time teachers who mainly undertake the responsibility of both the teaching 

work and the academic research work in Chinese HEIs will be regarded as the target 

population. There are now 1,832,982 full-time teachers in Chinese regular HEIs, which 

constitutes the target population of this research. 
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3.2.2 Sample Size 

In the process of research, sample, whose properties are studied to gain 

information about the whole, is often considered as a representative part selected from 

a larger group and a sub-set of a studied population. The sample data selected in the 

investigation will directly affect the accuracy of the study. Therefore, it is necessary to 

consider whether the data sources are representative and whether the sample size is 

appropriate. Given the finite population of the HEI teachers in China, the sample size 

of this research could be determined by using the Singh and Masuku (2014) as Table 

3.1 shown below with 95% confidence level and E = 0.05. Meanwhile, the Taro 

Yamane formula can also be applied to help calculate sample size, which is 

, where N=population, e=limit of tolerable error (usually 5%), n= 

sample size, 1= constant. In this research, since the target population is the 1,851,933 

full-time Chinese HEI teachers, the sample population can be computed by the Taro 

Yamane formula as 91.399)05.018519331(1851933n 2 += . Considering the 

coefficient accuracy and the risk of over-identification in structural equation modeling 

(SEM), this research will expect to collect about 400 samples randomly from the target 

population based on Table 3.1 and the Taro Yamane formula. 

 

Table 3.1  Singh and Masuku Determination of Sample Size (at the precision levels of 

±5% and ±10%, where P=0.5 and confidence level is 95%) 

Size of Population 
Sample size (n) for Precision (e) 

±5% ±10% 

500 222 83 

1000 286 91 

2000 333 95 

3000 353 97 

4000 364 98 
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Size of Population 
Sample size (n) for Precision (e) 

±5% ±10% 

5000 370 98 

7000 378 99 

9000 383 99 

10000 385 99 

15000 390 99 

20000 392 100 

25000 394 100 

50000 397 100 

100000 398 100 

>100000 400 100 

 

Source:  Singh and Masuku (2014). Sampling Techniques & Determination of Sample  

Note:  Size in Applied Statistics Research: an Overview. 

 

3.2.3 Sampling Procedures 

Although probability sampling is preferable in many fields of study since its 

results can be easily generalized (Acharya, Prakash, Saxena, & Nigam, 2013), in this 

research nonprobability sampling will be adopted because the process of pure random 

selection is impractical currently (Etikan et al., 2016). Two nonprobability sampling 

methods, namely snowball sampling and convenience sampling, will be used in the 

study. The snowball sampling is a purposive sampling technique. Researchers begin 

with a small amount of known individuals and later expand the sample by asking the 

initial respondents to identify others who should participate in the study. That is to say, 

the sample starts small but “snowballs” into a bigger sample in the whole study process 

(Cochran, 1977). Under snowball sampling method, the author will utilize her role as a 

member of a national education association which has many channels to contact HEIs 

in China by sending emails attached with questionnaire to those cooperative partners. 

Meanwhile, the author will also invite her friends and schoolmates who are now 
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working in HEIs to fill the questionnaire and help to distribute to other HEIs’ teachers 

that they know. 

As for the second method, convenience sampling is a non-probabilistic 

sampling technique where researchers use the nearest and available subjects to 

participate in the study. In other word, the selection of sample is based on investigator’s 

convenience. Often the participants are chosen because they happen to be at the right 

place or time (Dörnyei, 2007). One advantage of convenience sampling, which consists 

of research subjects that are chosen because they could be easily recruited, is that data 

can be collected quickly and for a low cost (Cochran, 1977). The longer answer is that 

convenience sampling could enable the researcher to collect data more effectively since 

it could be feasible for the researcher to approach to and obtain a great number of 

potential respondents within a given time. The researcher could spend less time and 

effort to contact the target respondents who will show their interests in participating in 

data collection. In addition, compared with other methods it could be more cost-

effective. Given the fact that the researcher herself is a lecturer in a university in China, 

the data from Chinese HEIs is collected by an online distribution of questionnaires 

through a professional Internet survey website Wenjuanxing (www.wjx.com) in China. 

The survey is uploaded on the website and a link to the Internet questionnaire is sent to 

the potential sample respondents from the target population through their social 

networking mobile application account of WeChat and their emails in order that 

teachers of HEIs will do the electronic questionnaire by using the researcher’s own 

social relationship with assistance from the president and other management staff of 

those HEIs. Meanwhile, this research also cooperates with the Wenjuanxing website by 

applying its charge service to guarantee a higher level of questionnaire completion. 
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3.3 Research Instrument 

3.3.1 Questionnaire 

In this study, questionnaire survey is adopted to gather and analyze data, and 

hypotheses of the research project are verified based on the following factors. First of 

all, the questionnaire can be sent by e-mail or electronic means, which can be 

distributed to more people in a short time. This is especially true for the target 

population covering a large geographical area, just like this research which focuses on 

HEI teachers in China. Compared with interview, questionnaire turns out to be cost 

effective. Furthermore, the anonymity of the questionnaire is another great advantage 

because it allows more respondents to reply without worrying about their privacy. In 

addition, the questionnaire is presented to all subjects in the same way, and there is no 

middleman interpreting the data at the time of compilation. Therefore, the questionnaire 

is not affected by researchers’ bias, nor by researchers’ use of verbal or nonverbal cues. 

Consequently, reducing bias is another advantage of questionnaire survey. In addition, 

as long as there are only several answers to choose from, the subjects are less likely to 

deviate from the expected purpose of the questionnaire (Zikmund, 2003). 

The questionnaire is composed of two major parts. The first part are multiple 

choice questions centering on control variables, namely gender, age, education level, 

working time, income and professional ranks since samples come from different 

backgrounds. The second part is about the five studied variables in the research 

framework (promotion focus, prevention focus, psychological empowerment, intrinsic 

motivation, job performance) that can measure the constructs properly. 5-point Likert-

type agree-disagree (AD) scale ranging from one (strongly disagree) to five (strongly 

agree) is adopted in this part, despite the fact that the original scales of each studied 

variable may use different scale format. This adaption comes out of the following 

considerations. First of all, changing the verbal anchors or the number of points on the 
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scale such as turning from a seven-point scale to a five-point scale or vice versa, is one 

of the small but most common adaptations in social science study. Many authors even 

generally do not regard these forms of change to the scale as adaptations or as crucial 

enough to disclose (Heggestad, et al., 2019). In addition, it is found that AD scales 

remain popular with scholars because of practical considerations such as ease of item 

preparation and reduced relevant costs including less paper needed, less work for the 

respondents and less preparation cost (Dawes, 2008). Moreover, previous study has 

proven that if scholars would like to use AD scales, they should offer five-answer 

categories rather than seven, because the latter bring about data of lower quality 

(Revilla, Saris, & Krosnick, 2014). Last but not least, original scales of each studied 

variable have been similarly adapted for many times. For instance, in early research on 

regulatory focus, ratings are made on a nine-point scale with endpoints ranging from 

one (not at all true of me) to nine (very true of me) (Lockwood, Jordan, & Kunda, 2002). 

Then in later research regulatory focus is measured by respondents providing their 

agreement with each item on a Likert scale ranging from one (strongly disagree) to five 

(strongly agree) (Neubert et al., 2008). With a five-point AD scale, it is easy for the 

participants to read out the full list of scale descriptors and thus administration of 

questionnaire could be easier and quicker, since the scale only needs to be explained to 

the respondents for one time.  

Considering the language and cross-cultural barriers, the questionnaire intends 

to use translation and back-translation procedures (Hult et al., 2008) and make slight 

adaptation to ensure the questionnaire suitable for the research context (Heggestad et 

al., 2019). The researcher, who herself is an English teacher in China majoring in social 

science will translate the original English scales into Chinese. After that a pilot test is 

conducted and the Chinese version will be once again translated into English by another 

English-Chinese translator, and the result will be compared with the original one. In 
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this process, the question items will be finally refined in Chinese language with full 

consideration of the original meanings and specific Chinese wording. 

 

3.3.2 Pilot Test 

After the original questionnaire is designed, adapted and translated, a pilot test 

is conducted to verify its reliability and validity. In total, 145 questionnaires are 

distributed to the researcher’s colleagues during a school assembly via convenience 

sampling method and 139 of them are collected back. The data is then tested by using 

the Statistical Product and Service Solutions Statistics (SPSS) program as shown below. 

It could be clearly seen from the table below that the Cronbach’s alpha value of each 

questionnaire survey instrument is higher than 0.8, which provides an adequate level of 

internal consistency (Nunnally, 1978). As for the validity, in pilot test the Kaiser-

Meyer-Olkin (KMO) measure of sampling adequacy equals 0.799 and Bartlett’s test of 

sphericity is 7222.424, p < .001, which indicates that exploratory factor analysis is 

considered to be suitable (Tabachnick, Fidell and Ullman, 2007). The exploratory factor 

analysis result shows that ten extracted components (factors) explain 77.398% of the 

total variance and there is no low factor loading for all items since all of the factor 

loadings are bigger than 0.6. That is to say, the item has enough ability to attribute 

dimensions and thus the content of each component has a good structural validity 

(Kaiser, 1960).   
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Table 3.2  Reliability Analysis Result of the Pilot Test 

Latent Variable Cronbach’s Alpha 

Promotion Focus / 0.928 

Prevention Focus / 0.963 

Psychological 

Empowerment 

 

Meaning 0.912 

Competence 0.915 

Self-determination 0.922 

Impact 0.879 

Intrinsic Motivation / 0.939 

Job Performance 

Task Performance 0.924 

Interpersonal Facilitation 

 Job Dedication 

0.923 

0.926 

 

Table 3.3  Validity Analysis Result of the Pilot Test 

KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.799 

Bartlett's Test of Sphericity Approx. Chi-Square 7222.424 

df 1431 

Sig. 0.000 

 Component 

1 2 3 4 5 6 7 8 9 10 

PEF1 .934 - - - - - - - - - 

PEF9 .891 - - - - - - - - - 

PEF7 .889 - - - - - - - - - 

PEF2 .887 - - - - - - - - - 

PEF6 .884 - - - - - - - - - 

PEF4 .865 - - - - - - - - - 

PEF5 .856 - - - - - - - - - 

PEF8 .839 - - - - - - - - - 

PEF3 .792 - - - - - - - - - 

POF1 - .900 - - - - - - - - 

POF4 - .875 - - - - - - - - 

POF2 - .809 - - - - - - - - 
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KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.799 

Bartlett's Test of Sphericity Approx. Chi-Square 7222.424 

df 1431 

Sig. 0.000 

 Component 

1 2 3 4 5 6 7 8 9 10 

POF7 - .766 - - - - - - - - 

POF8 - .752 - - - - - - - - 

POF3 - .740 - - - - - - - - 

POF6 - .703 - - - - - - - - 

POF5 - .699 - - - - - - - - 

POF9 - .673 - - - - - - - - 

JP19 - - .835 - - - - - - - 

JP12 - - .807 - - - - - - - 

JP14 - - .770 - - - - - - - 

JP15 - - .769 - - - - - - - 

JP13 - - .765 - - - - - - - 

JP17 - - .754 - - - - - - - 

JP18 - - .729 - - - - - - - 

JP16 - - .693 - - - - - - - 

JP9 - - - .832 - - - - - - 

JP10 - - - .813 - - - - - - 

JP6 - - - .785 - - - - - - 

JP8 - - - .774 - - - - - - 

JP11 - - - .759 - - - - - - 

JP7 - - - .748 - - - - - - 

JP5 - - - .724 - - - - - - 

IM4 - - - - .921 - - - - - 

IM1 - - - - .889 - - - - - 

IM3 - - - - .854 - - - - - 

IM5 - - - - .844 - - - - - 

IM2 - - - - .773 - - - - - 

JP1 - - - - - .864 - - - - 

JP2 - - - - - .850 - - - - 

JP4 - - - - - .847 - - - - 

JP3 - - - - - .847 - - - - 

PE8 - - - - - - .837 - - - 

PE9 - - - - - - .828 - - - 

PE7 - - - - - - .821 - - - 

PE4 - - - - - - - .908 - - 
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KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.799 

Bartlett's Test of Sphericity Approx. Chi-Square 7222.424 

df 1431 

Sig. 0.000 

 Component 

1 2 3 4 5 6 7 8 9 10 

PE6 - - - - - - - .868 - - 

PE5 - - - - - - - .857 - - 

PE10 - - - - - - - - .840 - 

PE12 - - - - - - - - .829 - 

PE11 - - - - - - - - .780 - 

PE1 - - - - - - - - - .801 

PE2 - - - - - - - - - .796 

PE3 - - - - - - - - - .761 

Total 7.260 5.974 - - 4.126 3.419 2.797 2.796 2.539 2.447 

% of 

Variance 

13.445 11.063 10.267 9.058 7.641 6.332 5.180 5.178 4.702 4.532 

Cumulative 

% 

13.445 24.508 34.775 43.833 51.473 57.806 62.986 68.164 72.865 77.398 

 

3.4 Measurements 

In this research, there are 2 independent variables, 1 dependent variable, 2 

mediating variables and 6 control variables. Their full names and abbreviations are 

listed below. 
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Table 3.4  Variable Names and Abbreviations 

Category Name Abbreviation 

Independent Variables Promotion Focus POF 

Prevention Focus PEF 

Dependent Variables Job Performance JP 

Mediating Variable Psychological Empowerment PE 

Intrinsic Motivation IM 

Control Variable gender gender 

age age 

education level edu 

working time time 

job rank rank 

income income 

 

3.4.1 Dependent Variable 

The dependent variable of this research mainly focuses on job performance of 

teachers in Chinese HEIs, which will be measured by subjective self-evaluation. It is 

mainly because the standards to evaluate job performance may differ in various 

industries. Earlier studies have adopted subjective measure to evaluate job performance 

(Motowildo et al., 1997; Befort & Hattrup, 2003) and have achieved appropriate results. 

Moreover, subjective measurement can be reasonable since performance assessment 

are likely to be based on higher degree of familiarity with full range of behaviors 

specified by the job role (Lance et al., 1992). Based on Borman and Motowidlo’s 

Performance Theory, which demonstrates that the behaviors comprising job 

performance could be categorized as either task or contextual performance (Borman & 

Motowidlo 1993), the HEI teacher’s job performance, under the context of this 

research, is referred to as behaviors that are typically considered as part of a teacher’s 

job with direct contribution to HEIs’ technical core as well as interpersonal and 
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volitional behaviors that maintain the wider social environment where the technical 

core must play a role (Coleman & Borman, 2000). Performance scales compiled by 

Wang et al. (2011) and Scotter and Motowidlo (1996) are adopted to test HEI teachers’ 

job performance. To ensure the questionnaire suitable for the research context, namely 

Chinese HEIs, slight adaptations are made based on prior relevant studies (Koçak, 

2006; Hanif, Tariq, & Nadeem, 2011; Bhat & Beri, 2016). It is worth noting that with 

the further on job performance, scholars have found that contextual performance can 

be interpreted in a more concrete way. Scotter & Motowidlo (1996) attempted to refine 

the construct of contextual performance by dividing it into two narrower structures, 

interpersonal facilitation and job dedication, and then other scholars provided more 

empirical evidence based on their findings (Witt et al., 2002; Aryee et al., 2008). In this 

study, task performance (TP), interpersonal facilitation (IF), and job dedication (JD) 

are considered subordinate factors of job performance, and each of them can provide a 

theoretical basis for the interpretation of job performance to some extent, so a second-

order factor analysis model of job performance will be used in subsequent data 

processing. All these nineteen adapted questions of three dimensions stand the pilot test 

above and thus remain afterwards.  
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Table 3.5  Job Performance Scale 

Dimension Item 

Task Performance Department heads are relatively satisfied with my 

performance. 

My performance is often acknowledged and praised by 

school. 

Colleagues think highly of my performance. 

I consider myself surpassing other teachers in terms of 

performance. 

Interpersonal 

Facilitation  

I often say things to make colleagues feel good about 

themselves. 

I often help colleagues without being asked. 

I often praise colleagues when they are successful. 

I always support a colleague with a personal problem. 

I often talk to colleagues before taking actions that might 

affect them. 

I often encourage colleagues to overcome differences and 

get along. 

I always treat colleagues fairly. 

Job Dedication I often put in extra hours to get work done on time. 

I always pay close attention to important details. 

I always work harder than necessary. 

I often ask for a challenging work assignment. 

I always exercise personal discipline and self-control. 

I always take the initiative to solve a work problem. 

I always persist in overcoming obstacles to complete a 

task. 

I often tackle a difficult work assignment enthusiastically. 
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3.4.2 Independent Variables 

In this research, the independent variables are put forward in the light of RFT, 

which was created by E. Tory Higgins in the year of 1997. Based on his research, the 

different ways of regulating joy and pain are called regulatory focus, which has a 

significant effect on people’s emotions, thoughts and behaviors. It distinguishes 

between prevention focus and promotion focus, whose orientations lead people to 

different strategies. 

3.4.2.1 Promotion Focus 

The first independent variable promotion focus is defined as a 

motivational state concerns with aspirations and ideals (growth and advancement more 

generally) and adopts an eager strategy (Brodscholl, Kober, & Higgins, 2007), which 

care more about gains/non-gains, especially the divergence between “0” and “+1” 

(attainment). In this study, the measurement scale of promotion focus is adapted from 

Lockwood, Jordan and Kunda (2002) based on the research context. The original 

questionnaire contains 9 questions, which all pass the pilot test and thus remain.  
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Table 3.6  Promotion Focus Scale 

Variable Item 

Promotion Focus I frequently imagine how I will achieve my hopes and 

aspirations. 

I typically focus on the success I hope to achieve in the future. 

I often think about the person I would ideally like to be in the 

future. 

Overall, I am more oriented toward achieving success than 

preventing failure. 

I often think about how I will achieve academic success. 

My major goal in school right now is to achieve my academic 

ambitions. 

I see myself as someone who is primarily striving to reach my 

“ideal self ”—to fulfill my hopes, wishes, and aspirations. 

In general, I am focused on achieving positive outcomes in my 

life. 

I often imagine myself experiencing good things that I hope will 

happen to me. 

 

3.4.2.2 Prevention Focus 

The second independent variable prevention focus is defined as a 

motivational state concerns with obligations and oughts (safety and security more 

generally) and adopts a vigilant strategy (Brodscholl, Kober, & Higgins, 2007), which 

care more about non-losses/losses, especially the divergence between “0” and “−1” 

(maintenance). Similarly, in this study the measurement scale of prevention focus is 

also adapted from Lockwood, Jordan and Kunda (2002) based on the research 

background. The original questionnaire contains nine questions, too. After pilot test, all 

the questions remain.  
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Table 3.7  Prevention Focus Scale 

Variable Item 

Prevention Focus In general, I am focused on preventing negative events in my life. 

I am anxious that I will fall short of my responsibilities and 

obligations. 

I often think about the person I am afraid I might become in the 

future. 

I am more oriented toward preventing losses than I am toward 

achieving gains. 

I often worry that I will fail to accomplish my academic goals. 

I often imagine myself experiencing bad things that I fear might 

happen to me. 

I frequently think about how I can prevent failures in my life。 

My major goal in school right now is to avoid becoming an 

academic failure. 

I see myself as someone who is primarily striving to become the 

self I “ought” to be—to fulfill my duties, responsibilities, and 

obligations. 

 

3.4.3 Mediating Variables 

The research framework of this study is based on two mediating variables, 

psychological empowerment as well as intrinsic motivation, which will be further 

introduced in this part.  

3.4.3.1 Psychological Empowerment 

The cognitive model of empowerment was first brought up by Thomas 

and Velthouse (1990). Then Spreitzer (1995) stated that psychological empowerment 

was a collection of four cognitive motivations. The majority of researchers (Schermuly 

et al. 2011; Lee and Nie 2014) adopted this definition when they studied teachers’ 

psychological empowerment. In this research, according to Spreitzer, psychological 
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empowerment of HEI teachers in China is referred to as a motivational structure, which 

is embodied in 4 cognitions including meaning, competence, self-determination as well 

as impact. Together, these four kinds of cognition reflect an active, rather than a 

passive, orientation to the work role. Active orientation refers to the orientation that an 

individual wishes and feels able to shape his or her work role and working environment. 

This study adopts the psychological empowerment scale of Spreitzer (1995) to measure 

the level of teachers’ psychological empowerment. The scale includes four dimensions: 

meaning, competence, self-determination as well as impact. There are three questions 

respectively for each dimension. These four dimensions are considered to be combined 

additionally to form a comprehensive construct of psychological empowerment and to 

specify a sufficient cognitive set to understand it.  

 

Table 3.8  Psychological Empowerment Scale 

Dimension Item 

Meaning 

My job activities are personally meaningful to me. 

The work I do is very important to me. 

The work I do is meaningful to me. 

Competence 

I am self-assured about my capabilities to perform my work 

activities. 

I am confident about my ability to do my job. 

I have mastered the skills necessary for my job. 

Self-

determination 

I have considerable opportunity for independence and freedom 

in how I do my job. 

I can decide on my own how to go about doing my work. 

I have significant autonomy in determining how I do my job. 

Impact 
I have significant influence over what happens in my 

department. 



 

 

82 

Dimension Item 

I have a great deal of control over what happens in my 

department. 

My impact on what happens in my department is large.   

  

 

3.4.3.2 Intrinsic Motivation 

The concept of intrinsic motivation was first put forward for the first 

time in 1918 by Woodworth. He was the first psychologist who outlined a theory 

directly tackling the issue of intrinsically motivated behaviors (Deci and Ryan, 1985). 

After that, many scholars have done extensive research on intrinsic motivation, but 

many hold different opinions on the understanding of it. In 1996, Amabile introduced 

a concept of intrinsic motivation that is then widely accepted by academics, which is 

the motivation arising from an employee’s positive reaction towards the task itself. In 

other words, when individuals seek joy, interest, satisfaction of curiosity, self-

expression or personal challenge in their work, they are are intrinsically motivated. 

Thus according to Amabile, in this research the definition of HEI teachers’ intrinsic 

motivation in China is based on the individual’s perceptions of tasks (as interesting, 

challenging, etc.) and the reasons for their participation; if the reasons are concerned 

with the task as means to positive, skill-exercising experience or self-expression, then 

the individual is said to be intrinsically motivated. Tierney et al. (1999) created a five-

item scale for employees’ intrinsic motivation on the basis of Amabile’s work (1985). 

The items concerning enjoyment of activities are related to generating new notions and 

activities. In this research, the measurement scale of intrinsic motivation is formulated 

on the basis of both works. 
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Table 3.9  Intrinsic Motivation Scale 

Variable Item 

Intrinsic Motivation I enjoy finding solutions to complex problems. 

I enjoy coming up with new ideas for products. 

I enjoy engaging in analytical thinking. 

I enjoy creating new procedures for work tasks. 

I enjoy improving existing processes or products. 

 

3.5 Control Variables 

In experimental and observational research and analysis, control variables refer 

to variables that are not regarded as main factors, which reflects an extraneous factor 

whose influence is to be controlled or excluded. The purpose of considering control 

variables is to ensure that the estimation of the effect on dependent variables is 

independent from the extraneous variables’ impact (Salkind, 2010). For theory-based 

research, most studies have identified demographic factors including gender, age, 

education level and so forth as control variables (Bernerth & Aguinis, 2016). The 

control variables being considered in this research are based on previous research, 

which include gender, age, education level, working time, job rank and income. These 

variables are discussed below. 

To collect demographic information of respondents, control variables of this 

study include (a) gender, (b) age, (c) education level, (d) working time, (e) job rank, 

and (f) income. All of them are investigated by multiple choice questions. For age, 

considering the fact that the research target population are HEI teachers, which are 

mostly well-educated adults (Yao, You & Zhu, 2019), it is divided into five categories: 

29 years old or younger, 30 to 39 years old, 40 to 49 years old, 50 to 59 years old, 60 

years old or more. In terms of educational level, given the mentioned fact it is divided 

into undergraduate degree and below, master degree and doctor degree. The length of 
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working as a HEI teacher is evenly distributed across the following categories: between 

1 year and 3 years (less than 1 year is regarded as 1 year), between 4 and 6 years, 

between 7 and 9 years and over 10 years. As for job rank, it is divided into junior or no 

rank, middle, sub-senior and senior. The last demographic variable average monthly 

income is classified as ￥3999 or lower, ￥4000 to 5999, ￥6000 to 7999, ￥8000 to 

9999 and ￥10000 or higher (unit: ￥Chinese Yuan). 

 

3.5.1 Gender……………………………….. 

Prior research in the area of social study has usually taken gender as a control 

variable (Tibbetts & Herz, 1996). Specifics of job-related variables may differ between 

men and women. Although women are motivated to take initiatives, there still has been 

gender inequality in the workplace. Compared with female employees, male employees 

tend to exhibit a higher level of work commitment because of different work attributes 

including rewards, opportunities and family roles (Marsden, Kalleberg & Cook, 1993). 

Prioritizing work and family duties is effected more by gender traditionalism rather 

than by egalitarianism. Women often impose more job trade-offs in answer to husband's 

work efforts, whereas men's work restrictions are greatly unresponsive to familial 

characteristics (Maume, 2006). In China, women seem to be less satisfied with their 

work compared with their counterparts in western societies, since family and household 

characteristics have bigger influence on women’s job satisfaction rather than on the 

opposite sex. Persistent gender inequality is still disadvantageous to women’s well-

being at the workplace (Luo, 2016). 

 

3.5.2 Age………………………………………….. 

Research has proven the significance of employee age relative to coworker age 

in deciding attitudes, performance and career-related chances (Shore, Cleveland & 

Goldberg, 2003). Since the young are often motivated to embark on their career and 
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resolve major changes, job satisfaction tends to be stronger for younger than for older 

workers (Walsh & Bartikowski, 2013). Moreover, based on meta-analysis the relation 

between age and job performance seems to be consistent and modestly positive 

especially for young employees (McEvoy & Cascio, 1989). Thus in this study the age 

of teachers in Chinese HEIs is considered as a control variable since it may influence 

certain aspects of work behaviors. 

 

3.5.3 Education Level 

There has been a great increase in the engagement of higher education with 

workforce improvement ever since the 1980s (Lester & Costley, 2010). Generally in 

the workplace, research has demonstrated that workers with some college education 

and degree report themselves having better performance on a couple of dimensions of 

their work than those without college education (Kakar, 2003). Research has also 

shown that education level does not only positively influence core task performance, it 

is also positively related to citizenship behavior and creativity. Employees with higher 

education level are prone to have bigger work commitment since education provides 

them with more chances to engage in the jobs out of their own will and choice (Ng & 

Feldman, 2009).  

 

3.5.4 Working Time 

Working time, also known as organizational tenure, is measured by the number 

of years a teacher has been working in the Chinese HEIs (Vlachos, Panagopoulos & 

Rapp, 2013). It is closely related to many broad classifications of job behaviors such as 

core-task behavior and citizenship behavior. Employees with longer tenure usually 

possess better in-role performance and citizenship performance. Although the 

relationship between organizational tenure and work performance is generally positive, 

the strength of the connection diminishes as organizational tenure rises. It is also 
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believed by some scholars that the tenure-performance relationship is stronger for 

younger workers, for females, for non-Caucasians and for university-educated workers 

(Ng & Feldman, 2010).  

 

3.5.5 Job Rank 

Job rank is also called work rank in some places. For teachers in Chinese HEIs, 

their job rank is generally correspondent with their job title, namely assistant (junior 

rank), lecturer (middle rank), associate professor (sub-senior rank) and professor 

(senior rank). Job rank is a socially reinforced symbol that is based on organization. 

Based on previous experiments, researchers have found that the genuinely earned job 

title could help to maintain employees’ pre-title level of performance and even bring 

about improvement in performance (Greenberg & Ornstein, 1983). It is proposed that 

some organizations are tacitly aware of the fact that job titles have symbolic value that 

can be leveraged for potential organizational benefits such as additional productivity 

(Martinez, Laird, Martin & Ferris, 2008). 

 

3.5.6 Income 

Performance-based income, which has been widely adopted in numerous 

Chinese HEIs, is currently a common type of payment system in many organizations. 

Together with the performance appraisal system, it plays a key role in human resource 

management (Boon, Fern, Sze & Yean, 2012). This income system also provides 

employees with immediate feedback since it can greatly help employees to improve 

their performance and productivity, while immediate feedback is considered as one of 

the primary motivation factors for employees (Mujtaba & Shuaib, 2010). When an 

organization implements fair performance-related payment according to an employee’s 

performance or productivity, it will enhance the employee’s perception of distributive 

justice towards the organization (Chang & Hahn, 2006). Empirical analysis has 
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indicated that the perception of a fair distribution of incentives and the amount of 

income are both statistically significant in combination with higher job motivations 

(Khim, 2016). 

 

3.6 Statistical Treatment of Data 

This research analyzes the collected data by using the Statistical Product and 

Service Solutions Statistics (SPSS) program developed by IBM, which is a powerful 

and useful statistical software platform providing a set of useful functions to extract 

actionable insights from data. The related analytical tools and criterion based on this 

software are introduced in this part, which include frequency analysis, reliability 

analysis, validity analysis, factor analysis, structural equation modeling (SEM) as well 

as bootstrapping method. The frequency analysis provides information about the basic 

background and features of the studied sample, while reliability analysis, validity 

analysis and factor analysis clearly tell about whether the questionnaire design is 

scientific and reasonable through quantitative calculation and prove that the studied 

sample is statistically significant. The structural equation modeling (SEM) and 

bootstrapping method are mainly used to test hypotheses, while Hypothese 1 to 8 are 

tested by SEM and Hypothese 9 to 12 are tested by bootstrapping method. 

 

3.6.1 The Descriptive Statistics 

The questionnaire of this research begins with multiple-choice questions about 

the studied control variables which include gender, age, education level, working time, 

job rank and income. Consequently, the collected data are either nominal or ordinal but 

both categorical in this part. Thus using the frequencies procedure of SPSS to analyze 

information of the respondents is a good way to start viewing the data, since frequency 

analysis is often used to calculate the proportion of categorical data such as gender, 
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education level, etc. and is often adopted to make description about the basic 

background and features of the studied sample. It also provides a useful description for 

data from any kinds of distribution, especially for those variables with ordered or 

unordered categories (Burns & Robert, 2008). The formula chosen in this part goes as 

follows (Larson & Farber, 2019): 

 

Percentage (%) = (X×100) ÷ n (X = Frequency, n = Sample Size)  

 

3.6.2 Reliability Analysis 

Reliability analysis provides information about the correlations among items in 

the scale as well as allows researcher to explore the characteristics of measurement 

scales and the items which form the scales. Intraclass correlation coefficients can be 

adopted to calculate inter-rater reliability estimates. Cronbach's coefficient alpha (α) is 

one of the most widely used measures to evaluate reliability, which is a model of 

internal consistency on the basis of the average inter-item correlation. A lower limit for 

α value of 0.7 is routinely recognized to evaluate the reliability (Hair et al., 2010). A 

high value of α refers to strong correlations among items. In addition, Hair et al. (2010) 

indicate that item-to-total correlation serves as another approach to assess the 

correlation among items and the total scale scores. In this case, a correlation value 

higher than 0.5 suggests reliability (Hatcher & Stepanski, 1994). 

 

3.6.3 Validity Analysis 

Validity is the extent to which the scores from a measure stands for the variable 

they are intended to. In another word, it stands for the truthfulness and focuses on how 

well the instrument can be as a measure of the desired construct (Tybout & Calder, 

1977), which can be categorized as content validity and construct validity. The former 

is an estimate of how much a measure represents every single element of a construct, 
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which can be verified by literature research since previous mature scales have shown 

an acceptable level of validity. The latter is the degree to which the measurements 

adopted actually test the hypotheses or theories they measure, which can be further 

divided into convergent validity as well as discriminant validity (Ginty, 2013). 

Convergent validity is used to test the relationship between the construct and a similar 

measure, which suggests constructs that are meant to be related are actually related. It 

can be ensured when composite reliability (CR) is above 0.8 and AVE (Average 

Variance Extracted) value is over 0.5, together with the standardized factor loadings 

are greater than 0.6 (Fornell & Larcker, 1981). Discriminant validity is used to test the 

relationships between the construct and an unrelated measure, which demonstrates that 

the constructs are not related to something unexpected. It represents the degree of 

difference between different dimensions in the measurement scale. That is to say, the 

correlation between different dimensions should be less than the correlation between 

different measurement indicators in the dimension. It is verified by testing whether the 

AVE value of each level indicator is larger than the square of the correlation coefficient 

between this level indicator and other level indicators, in other words, the correlation 

coefficient should be less than the square root of the AVE value of the primary index. 

The square roots of factors’ AVEs higher than their correlation coefficients with other 

factors can support the discriminant validity.  

 

3.6.4 Factor Analysis 

Factor analysis could be divided into exploratory factor analysis (EFA) as well 

as confirmatory factor analysis (CFA). It depends on the degree to which researchers 

have prior hypotheses about the number and nature of the underlying constructs. It is a 

method to estimate interdependence by matching the model with multivariate data, in 

which the measured variables rely on a smaller number of unobserved (latent) factors 

(Woods & Edwards, 2007).    
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Testing the factorability of data first needs to use EFA. Two statistical 

techniques are adopted, namely the Kaiser-Meyer-Olkin (KMO) measure of sampling 

adequacy and Bartlett’s test of sphericity. When a KMO value is bigger than 0.6 and 

Bartlett’s test of sphericity turns significant (p < 0.05), factor analysis is expected to be 

appropriate (Tabachnick and Fidell, 2012). After confirming the factorability of data, 

the next step is to extract factor, which indicates the determination of the minimum 

amount of factors required to suitably represent the correlations among variables. To 

determine the number of factors, researchers can of course set the amount by him or 

herself based on the study context. Another widely-adopted option is the   eigenvalue-

greater-than-one rule (also known as the Kaiser criterion or the Kaiser-Guttman rule). 

It is based on the notion that the number of variance that is accounted for by a factor is 

calculated by the eigenvalues and separates factors that should be retained from those 

to be discarded. Only factors whose eigenvalue is higher than 1 can be retained for the 

later factor analysis (Kaiser, 1958). Then to deal with common method bias (CMB), 

Harman’s single-factor test is adopted (Podsakoff et al., 2003), whose standard is that 

more than one principal component or factor should be extracted and the first factor 

should contribute less than 40% of the variance (Aulakh & Gencturk, 2000).  

In terms of CFA, in addition to those validity standards mentioned in section 

3.6.3, other indicators that help to determine whether the model has an acceptable 

model fit include GFI, AGFI, NFI, RFI, IFI, TLI, CFI, RMR and RMSEA, which are 

also considered in this research (Browne and Cudeck, 1993; Curran et al., 2003), whose 

recommended values are listed below. 
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Table 3.10  Recommended Values of Model Fit Indicators 

Model Fit Recommended Values 

RMR <0.08 

GFI >0.8 

AGFI >0.8 

NFI >0.8 

RFI >0.8 

IFI >0.8 

TLI >0.8 

CFI >0.8 

RMSEA <0.08 

 

3.6.5 Structural Equation Modeling (SEM) 

Structural equation modeling (SEM) is a useful approach helping support 

research by extending standard multivariate analysis methods, which is adopted to build 

structural equation model and test hypotheses in this research (Di, 2000). It is a method 

to fully test those described models based on the hypotheses of how observed and latent 

variables are related to each other (Hoyle, 1995), so as to explain the observed relations 

between variables in the most concise and meaningful way. The main strength of SEM 

lies in its ability to adequately test the hypothesis model of the relationship between 

manifest variables and unobserved variables. In other words, SEM can be used to create 

a path diagram to test a set of relationships among variables simultaneously or to test 

factor analysis models in both exploratory and confirmatory frameworks (Schumacker 

& Lomax, 2004). In many cases, measurement error has become one of the biggest 

headaches for testing latent variable, but SEM could reduce this negative influence 

effectively. Moreover, SEM could also evaluate the reliability and validity of 

dimensions or facets and deal with complex models especially when there is mediating 

or moderating effect (Raykov & Marcoulides, 2012). Thus it has become the preferred 
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method for many social science researchers studying complex correlations among latent 

constructs. Its capability to assess complex measurement models and structural paths 

concerning multiple variables and different levels of constructs has allowed researchers 

to study complex and intricate relationships that may not be easily understood and 

untangled previously (Astrachan et al., 2014).  

SEM is a general term concerning a number of different statistical tools (Ali & 

Kim, 2015). In this research, covariance-based SEM (CB-SEM) is the main choice. 

Compared with other SEM approaches such as partial least squares SEM (PLS-SEM) 

and variance-based SEM (VB-SEM), CB-SEM is adopted mainly because it follows 

the maximum likelihood estimation process to reproduce the covariance matrix and 

reduce the difference between the observed and estimated covariance matrix (Hair Jr et 

al., 2017), which makes it sensitive in detecting low reliability indicators and useful in 

theory testing stage. CB-SEM could also get away with the overestimation problem of 

indicator loading, as is often the case with VB-SEM (Lohmöller, 2013). When the true 

correlations among constructs are heterogeneous as in this research, CB-SEM 

maximum likelihood tends to be a good choice of estimation to be adopted by 

researchers (Aimran, Ahmad, Afthanorhan, & Awang, 2017). The evaluation standards 

used in CB-SEM in this research include model fit indicators and regression weights. 

The former contains TLI, CFI, RMR and so forth, which is introduced in previous 

section 3.6.4. The latter is for hypothesis testing, whose focus is the standard estimate 

value (βvalue) between -1 to 1 and the significance value (p value) less than 0.01 or 

0.05 (Hayashi, Bentler & Yuan, 2007).     
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3.6.6 Bootstrapping Method 

As mentioned earlier, there are two mediating variables studied in this research. 

In order to test the mediating effect, the bootstrapping method is applied in the 

following analysis, which is important for confirming the mediation effect due to its 

accuracy in calculating confidence intervals for mediation effect when the mediation 

effect is nonzero. MacKinnon, Lockwood, and Williams (2004) discovered that the 

bootstrapping approach could afford great statistical power and confidence interval 

precision as either the sample size or the effect size falls. Bootstrapping is a statistical 

technique first introduced by Efron (1979), which belongs to the broader heading of 

resampling. It concerns with a relatively simple procedure but the number of repetitions 

is so large that it relies heavily upon computer calculations, while recent development 

in software implementation have made the bootstrapping method much more user-

friendly (Mallinckrodt et al., 2006). Bootstrapping involves resampling the data a great 

many times with replacement to create an empirical estimation of the whole sampling 

distribution of statistics (Mooney & Duval, 1993). The percentile method and the bias-

corrected method are the two commonly used methods to define confidence intervals 

grounded on bootstrapping (Cheung & Lau, 2008). In this research, since the sample 

size is less than 500, the bootstrap method is adopted in Amos24.0 to run 5000 times 

and the level values of bias corrected and percentile at 95% confidence are obtained. 

The assessment criterion is if 0 is not contained in the bootstrap confidence interval, 

the corresponding mediating effects exist (Singh & Xie, 2010). 

 

  



 

 

CHAPTER 4 

 

RESULTS 

This chapter centers on how the data have been collected and further analyzed. 

The demographic characteristics, the model testing, the hypothesis verification as well 

as the mediating effects will be discussed in depth in the following sections.  

 

4.1 Data………………………………………… 

The questionnaire survey was carried out among teachers in HEIs in China via 

snowball sampling and convenience sampling procedures. The survey lasted for nearly 

three months from January to March, 2022, during which a total of 542 questionnaires 

were sent out in the form of e-mails, web links and paper copies. By the end of March, 

a total of 403 questionnaires were filled out and sent back for further analysis, which 

accounted for about 74.35 percent response rate.     

 

4.2 Sample Characteristics 

Table 4.1  Demographic Characteristics of Samples   

Control Variables Frequency Percent 

Gender Male 178 44.2 

Female 225 55.8 

Age 29 years old or younger 73 18.1 

30-39 years old 143 35.5 

40-49 years old 112 27.8 

50-59 years old 57 14.1 
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Control Variables Frequency Percent 

60 years old or more 18 4.5 

Education Undergraduate degree and 

below 

136 33.7 

Master degree 156 38.7 

Doctor degree 111 27.5 

Work time 1~3 years 58 14.4 

4-10 years 116 28.8 

11-20 years 149 37.0 

20 years and more 80 19.9 

Job rank Junior 82 20.3 

Middle 148 36.7 

Sub-senior 118 29.3 

Senior 55 13.6 

Income ￥3999 or lower 45 11.2 

￥4000-5999 76 18.9 

￥6000-7999 125 31.0 

￥8000-9999 94 23.3 

￥10000 or higher 63 15.6 

 

The demographic information about the surveyed teachers in Chinese HEIs is 

presented as above in Table 4.1. Among the 403 respondents, there are more female 

teachers than male teachers with 178 males (44.2 percent) and 225 females (55.8 

percent). In terms of their ages, 73 respondents are 29 years old or younger (18.1 

percent), 143 respondents are between 30 to 39 years old (35.5 percent). Another 112 

teachers are between 40 to 49 years old (27.8 percent), while 57 teachers are between 

50 to 59 years old (14.1 percent) and 18 teachers are 60 years old or more (4.5 percent). 

It can be concluded that the majority of surveyed teachers are between 30 to 49 years 

old, which accounts for over 63.3 percent of the total. Regarding their education 
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background, 136 respondents have undergraduate degree and below (33.7 percent), 156 

respondents have master degree (38.7 percent) and 111 respondents have doctor degree 

(27.5 percent). Concerning the fact that the questionnaire survey is restricted to HEI 

teachers, it is not surprising that most respondents have advanced degrees and are well-

educated. 

When it comes to work time, the majority of respondents (37 percent) have 

worked as HEI teachers for 11 to 20 years, and the second largest group (28.8 percent) 

have worked with the length between 4 and 10 years. 80 respondents have worked for 

over 20 years (19.9 percent) and 58 respondents have worked for less than 3 years (14.4 

percent). With regard to their job ranks, the majority of respondents (66 percent) are 

either middle-rank teachers (36.7 percent) or sub-senior teachers (29.3 percent). There 

are also 82 junior teachers (20.3 percent) and 55 senior teachers (13.6 percent). As for 

monthly income, over half the teachers (54.3 percent) could earn between ￥6000 and 

￥9999 every month. There are 76 respondents with monthly income between ￥4000 

and 5999 (18.9 percent), while 45 respondents earn ￥3999 or even lower (11.2 

percent). Only 63 respondents could earn over ￥10000 per month (15.6 percent).  

 

4.3 Model Assessment 

Before applying mathematical and statistical tools to testify whether the 

collected data could verify the proposed hypothesis, it is important to make sure that 

the scales are properly and scientifically designed and the sample has actually answered 

the scale items. As a result, in this section both reliability test and validity test would 

be discussed in detail. Since the scales used in this research are designed based on 

mature scales and consultation of specialists, which could provide evidence of good 

content validity, in the following validity analysis the discussion would mainly focus 
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on construct validity, or to be more specific, convergent validity and discriminant 

validity.  

 

4.3.1 Reliability Test 

The results of reliability test using SPSS program are listed below in Table 4.2. 

Cronbach’s coefficient alpha (α) is one of the most frequently adopted indicators to 

assess reliability, which is a model of internal consistency based on the average inter-

item correlation. A lower limit for α value of 0.7 is usually recognized to evaluate the 

reliability (Hair et al., 2010). As Table 4.2 shows, all the Cronbach’s alpha coefficients 

are higher than the suggested value of 0.7, which demonstrates that the reliability of all 

constructs is satisfactory. 

 

Table 4.2  Results of Reliability Analysis   

Item Corrected Item-

Total Correlation 

Cronbach’s Alpha 

if Item Deleted 

Cronbach’s Alpha n 

POF1 .868 .900 .921 9 

POF2 .769 .908 - - 

POF3 .701 .913 - - 

POF4 .812 .905 - - 

POF5 .623 .917 - - 

POF6 .650 .916 - - 

POF7 .671 .914 - - 

POF8 .708 .912 - - 

POF9 .651 .916 - - 

PEF1 .915 .944 .954 9 

PEF2 .822 .949 - - 

PEF3 .737 .953 - - 

PEF4 .806 .949 - - 

PEF5 .797 .950 - - 
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Item Corrected Item-

Total Correlation 

Cronbach’s Alpha 

if Item Deleted 

Cronbach’s Alpha n 

PEF6 .819 .949 - - 

PEF7 .811 .949 - - 

PEF8 .807 .949 - - 

PEF9 .823 .948 - - 

PE1 .802 .825 .888 3 

PE2 .769 .856 - - 

PE3 .779 .843 - - 

PE4 .817 .803 .885 3 

PE5 .763 .848 - - 

PE6 .758 .854 - - 

PE7 .806 .897 .915 3 

PE8 .849 .861 - - 

PE9 .835 .873 - - 

PE10 .723 .821 .862 3 

PE11 .719 .824 - - 

PE12 .775 .771 - - 

IM1 .846 .929 .942 5 

IM2 .804 .936 - - 

IM3 .869 .926 - - 

IM4 .893 .919 - - 

IM5 .836 .931 - - 

JP1 .839 .882 .917 4 

JP2 .807 .894 - - 

JP3 .775 .904 - - 

JP4 .820 .889 - - 

JP5 .719 .888 .903 7 

JP6 .724 .887 - - 

JP7 .685 .891 - - 

JP8 .703 .889 - - 
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Item Corrected Item-

Total Correlation 

Cronbach’s Alpha 

if Item Deleted 

Cronbach’s Alpha n 

JP9 .745 .885 - - 

JP10 .696 .890 - - 

JP11 .712 .888 - - 

JP12 .719 .899 .911 8 

JP13 .713 .899 - - 

JP14 .718 .899 - - 

JP15 .693 .901 - - 

JP16 .697 .901 - - 

JP17 .718 .899 - - 

JP18 .688 .901 - - 

JP19 .738 .897 - - 

 

4.3.2 Validity Test 

Validity is used to measure whether the design of scale is reasonable, which 

could be testified by exploratory factor analysis (EFA). The Kaiser-Meyer-Olkin 

(KMO) measure of sampling adequacy and Bartlett’s test of sphericity are adopted here. 

When a KMO value is higher than 0.6 and Bartlett’s test of sphericity turns significant 

(p < 0.05), factor analysis is expected to be appropriate (Tabachnick and Fidell, 2012). 

From Table 4.3 it can be seen that the Kaiser-Meyer-Olkin (KMO) measure of sampling 

adequacy equals 0.892 and Bartlett’s test of sphericity is 16481.164, p < .001, which 

indicates that exploratory factor analysis is considered to be suitable (Tabachnick, 

Fidell and Ullman, 2007). Then the next step is to extract factor, whose results indicate 

that ten extracted components interpret 72.601% of the total variance and there is no 

low factor loading for all items since all of the factor loadings are higher than 0.6. In 

other words, the item has enough ability to attribute dimensions and thus each 

component has a good validity (Kaiser, 1960).  
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Table 4.3  Results of Exploratory Factor Analysis 

KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.892 

Bartlett’s Test of 

Sphericity 

Approx. Chi-Square 16481.164 

df 1431 

Sig. 0.000 

 Component 

1 2 3 4 5 6 7 8 9 10 

PEF1 .932 - - - - - - - - - 

PEF2 .859 - - - - - - - - - 

PEF9 .858 - - - - - - - - - 

PEF6 .855 - - - - - - - - - 

PEF7 .855 - - - - - - - - - 

PEF8 .846 - - - - - - - - - 

PEF4 .845 - - - - - - - - - 

PEF5 .839 - - - - - - - - - 

PEF3 .790 - - - - - - - - - 

POF1 - .890 - - - - - - - - 

POF4 - .850 - - - - - - - - 

POF2 - .801 - - - - - - - - 

POF8 - .753 - - - - - - - - 

POF3 - .738 - - - - - - - - 

POF7 - .737 - - - - - - - - 

POF6 - .692 - - - - - - - - 

POF5 - .672 - - - - - - - - 

POF9 - .656 - - - - - - - - 

JP19 - - .799 - - - - - - - 

JP14 - - .773 - - - - - - - 

JP17 - - .760 - - - - - - - 

JP12 - - .759 - - - - - - - 

JP18 - - .751 - - - - - - - 

JP16 - - .744 - - - - - - - 

JP13 - - .744 - - - - - - - 

JP15 - - .739 - - - - - - - 

JP9 - - - .785 - - - - - - 

JP10 - - - .779 - - - - - - 

JP11 - - - .762 - - - - - - 

JP5 - - - .760 - - - - - - 

JP6 - - - .758 - - - - - - 

JP8 - - - .755 - - - - - - 

JP7 - - - .712 - - - - - - 
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KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.892 

Bartlett’s Test of 

Sphericity 

Approx. Chi-Square 16481.164 

df 1431 

Sig. 0.000 

 Component 

1 2 3 4 5 6 7 8 9 10 

IM4 - - - - .915 - - - - - 

IM1 - - - - .887 - - - - - 

IM3 - - - - .875 - - - - - 

IM5 - - - - .871 - - - - - 

IM2 - - - - .859 - - - - - 

JP1 - - - - - .861 - - - - 

JP2 - - - - - .857 - - - - 

JP4 - - - - - .851 - - - - 

JP3 - - - - - .826 - - - - 

PE8 - - - - - - .865 - - - 

PE9 - - - - - - .850 - - - 

PE7 - - - - - - .815 - - - 

PE4 - - - - - - - .882 - - 

PE5 - - - - - - - .846 - - 

PE6 - - - - - - - .843 - - 

PE3 - - - - - - - - .829 - 

PE2 - - - - - - - - .816 - 

PE1 - - - - - - - - .793 - 

PE12 - - - - - - - - - .860 

PE10 - - - - - - - - - .835 

PE11 - - - - - - - - - .798 

Total 6.731 5.778 5.083 4.506 4.129 3.160 2.547 2.509 2.396 2.366 

% of 

Variance 

12.466 10.700 9.412 8.344 7.647 5.852 4.716 4.646 4.437 4.381 

Cumulative 

% 

12.466 23.165 32.577 40.922 48.569 54.421 59.137 63.783 68.220 72.601 

 

Construct validity, which refers to the degree to which the measurements 

adopted actually test the hypotheses or theories they measure, can be further classified 

as convergent validity and discriminant validity (Ginty, 2013). The former is used to 

test the relationship between constructs and similar measures, which suggests 

constructs that are meant to be related are actually related. The latter is used to test the 
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relationship between constructs and unrelated measures, which suggests that the 

constructs are not related to something unexpected (Fornell & Larcker, 1981). As 

shown in Figure 4.1, with the assistance of Amos program, confirmatory factor analysis 

(CFA) could be used to evaluate structural validity. 

 

 

Figure 4.1  CFA Model Established by Amos 

 

To evaluate the construct validity, from Table 4.4 it can be drawn that the 

RMSEA value is 0.042, lower than the recommended value 0.08, and the CMIN/DF 

value is 1.718, lower than the recommended value 3. These two most primary indicators 

provide solid evidence for adequate structural validity. 
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Table 4.4  Results of Construct Validity Test 

Model Fit Recommended Values Measurement Model 

CMIN - 2336.100 

DF - 1360 

CMIN/DF <3 1.718 

RMR <0.08 0.057 

GFI >0.8 0.828 

AGFI >0.8 0.812 

NFI >0.8 0.865 

RFI >0.8 0.858 

IFI >0.8 0.939 

TLI >0.8 0.935 

CFI >0.8 0.938 

RMSEA <0.08 0.042 

  

As for convergent validity, it can be ensured when composite reliability (CR) is 

greater than 0.8 and average variance extracted (AVE) value is above 0.5, together with 

the standardized factor loadings are higher than 0.6 (Fornell & Larcker, 1981). As is 

shown in Table 4.5, the results of convergent validity test are acceptable since all the 

indicator loadings are higher than 0.6, the composite reliability values are all greater 

than 0.8 and all the AVE values are above 0.5. 
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Table 4.5  Results of Convergent Validity Test 

Path Std.Estimate CR AVE 

POF1 <--- POF 0.914 

0.921 0.567 

POF2 <--- POF 0.815 

POF3 <--- POF 0.734 

POF4 <--- POF 0.868 

POF5 <--- POF 0.649 

POF6 <--- POF 0.66 

POF7 <--- POF 0.688 

POF8 <--- POF 0.72 

POF9 <--- POF 0.681 

PEF1 <--- PEF 0.943 

0.955 0.702 

PEF2 <--- PEF 0.846 

PEF3 <--- PEF 0.748 

PEF4 <--- PEF 0.828 

PEF5 <--- PEF 0.818 

PEF6 <--- PEF 0.844 

PEF7 <--- PEF 0.827 

PEF8 <--- PEF 0.831 

PEF9 <--- PEF 0.842 

PE1 <--- MN 0.893 

0.889 0.729 PE2 <--- MN 0.825 

PE3 <--- MN 0.841 

PE4 <--- CP 0.903 

0.888 0.725 PE5 <--- CP 0.829 

PE6 <--- CP 0.82 

PE7 <--- SD 0.859 

0.916 0.785 PE8 <--- SD 0.903 

PE9 <--- SD 0.895 

PE10 <--- IP 0.802 
0.864 0.785 

PE11 <--- IP 0.806 
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Path Std.Estimate CR AVE 

PE12 <--- IP 0.863 

IM1 <--- IM 0.879 

0.945 0.776 

IM2 <--- IM 0.828 

IM3 <--- IM 0.902 

IM4 <--- IM 0.928 

IM5 <--- IM 0.864 

JP1 <--- TSP 0.899 

0.918 0.736 
JP2 <--- TSP 0.847 

JP3 <--- TSP 0.811 

JP4 <--- TSP 0.872 

JP5 <--- IF 0.766 

0.903 0.571 

JP6 <--- IF 0.772 

JP7 <--- IF 0.728 

JP8 <--- IF 0.743 

JP9 <--- IF 0.792 

JP10 <--- IF 0.73 

JP11 <--- IF 0.755 

JP12 <--- JD 0.758 

0.911 0.561 

JP13 <--- JD 0.752 

JP14 <--- JD 0.755 

JP15 <--- JD 0.732 

JP16 <--- JD 0.737 

JP17 <--- JD 0.76 

JP18 <--- JD 0.722 

JP19 <--- JD 0.776 

 

With regard to discriminant validity, as explained before, it is the extent to 

which one latent variable discriminates from other latent variables, which means that a 

latent variable is able to account for more variance in the observed variables associated 

with it (Fornell & Larcker, 1981). To assess discriminant validity, Pearson correlation 
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analysis should be carried out in the first place to calculate the correlation coefficients 

between each factor, and then in the table the value 1 in diagonal would be replaced by 

the square root of AVE value, which is the average amount of variance in observed 

variables that a latent construct is able to explain. In the next place a comparative 

analysis would be carried out to see whether the square root AVE value of each factor 

is larger than the correlation coefficients between this factor and other factors (Farrell 

& Rudd, 2009), and so Table 4.6 is derived. It is verified that the AVE value of each 

factor is greater than the square of the correlation coefficients between this factor and 

other factors. That is to say, the discriminant validity turns out to be satisfactory since 

the correlation coefficients are lower than the square roots of the AVE value of the 

primary factors. 

 

Table 4.6  Results of Discriminant Validity Test 

 POF PEF MN CP SD IP IM TSP IF JD 

POF 0.753 - - - - - - - - - 

PEF -.032 0.838 - - - - - - - - 

MN .207** -.214** 0.854 - - - - - - - 

CP .302** -.056 .382** 0.851 - - - - - - 

SD .315** -.063 .471** .350** 0.886 - - - - - 

IP .237** -.109* .388** .233** .461** 0.886 - - - - 

IM .253** .006 .204** .142** .139** .189** 0.881 - - - 

TSP .373** -.131** .228** .188** .135** .142** .210** 0.858 - - 

IF .281** -.009 .195** .126* .192** .197** .247** .252** 0.756 - 

JD .221** -.055 .261** .099* .173** .185** .188** .227** .427** 0.749 

 

 

Note:  **  Correlation is significant at the 0.1 level (2 tailed). 

*  Correlation is significant at the 0.05 level (2 tailed). 
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4.4 Common Method Bias 

Common method variance (CMV) refers to the false common variation between 

factors caused by the use of the same measurement tool, which is nothing new among 

data collected by self-report scales (Podsakoff et al., 2003). The deviation caused by 

CMV is called common method bias (CMB), which indicates that systematic error 

variance can bias the estimated relationships between measurements. There are at least 

four sources of common method bias, namely bias arising from utilizing a common 

source, bias arising from item characteristics, bias arising from item context as well as 

bias arising from measurement contexts (Simmering  et al., 2015). Common method 

bias will much likely have an adverse impact on the evaluation results and may even 

lead to wrong conclusions. Specifically speaking, the impact of CMB can be manifested 

both in the data collected by self-evaluation and in the correlations between the 

collected data (Lindell & Whitney, 2001). Harman’s single-factor test, controlling for 

the effects of an unmeasured latent methods factor (ULMC) and CFA marker technique 

are the three commonly used techniques to test CMB in relevant studies. Among them, 

Harman’s single-factor test is quite a popular method in academic research (Fuller et 

al., 2016). This test loads all items suspected of being influenced by the common 

method into an exploratory factor analysis (EFA) to determine whether a single factor 

emerges or a general factor accounts for the majority of covariance among the 

measures. If neither is the case, it is taken as proof that common method bias is not a 

major issue. At times a confirmatory factor analysis (CFA) can also be used to conduct 

the test (Podsakoff et al., 2003). 

In this research, the self-reported data collected by questionnaire are all based 

on respondents’ own subjective evaluation, which may provide breeding ground for 

common method bias. To avoid this problem, which is one of the main causes of 

measurement error and can threaten the validity of relationships between measures, 
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Harman’s single-factor test is used here, which is based on the criterion that more than 

one principal component or factor should be extracted and the first factor should 

contribute less than 40% of the variance (Podsakoff et al., 2003). From Table 4.7 it can 

be seen that the first factor without rotation resulted in 20.704% of the variance, while 

the first factor with rotation only led to 12.466% of the variance (both less than 40%), 

thereby indicating that no dominant factor accounted for the variances of all constructs.  

 

Table 4.7  Results of Common Method Bias Test 

Top Five Factors Extracted with Eigenvalues over Than 1 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % of 

Variance 

Cumulative 

% 

Total % of 

Variance 

Cumulative 

% 

Total % of 

Variance 

Cumulative 

% 

1 11.180 20.704 20.704 11.180 20.704 20.704 6.731 12.466 12.466 

2 6.752 12.505 33.209 6.752 12.505 33.209 5.778 10.700 23.165 

3 4.647 8.606 41.815 4.647 8.606 41.815 5.083 9.412 32.577 

4 3.602 6.671 48.486 3.602 6.671 48.486 4.506 8.344 40.922 

5 3.432 6.356 54.842 3.432 6.356 54.842 4.129 7.647 48.569 

 

Note:  Extraction Method: Principal Component Analysis. 

 

4.5 Structural Equation Model 

Structural equation modeling (SEM) is a set of statistical techniques that allow 

relationships between independent and dependent variables to be examined, which 

represents a theory-driven data analytical approach for evaluating hypotheses about 

relations among measured or latent variables. SEM allows questions to be answered 

involving multiple regression analyses of factors. It is not only viewed as a statistical 

technique but also as an analytical process involving model conceptualization, 

parameter identification and estimation, data-model fit assessment and potential model 

re-specification (Mueller & Hancock, 2018). Software packages such as Amos, EQS, 

LISREL and Mplus are used to complete the computational, but not the substantive 
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aspects of the whole SEM process. In this research, the Amos software developed by 

International Business Machines Corporation (IBM) is adopted to build the relevant 

model. 

 

4.5.1 Model Fit Indices 

With the assistance of Amos program, the SEM is designed (see Figure 4.2) and 

the following figures are derived in Table 4.8. These model fit indices are used as 

measures of the model’s overall goodness of fit, which enables the researcher to verify 

whether the model is suitable for the research (Weston & Gore, 2006).  

 

Figure 4.2  SEM Measurement by Amos 

At present, to evaluate the overall fitness of the mol, there is lack of unified 

standard in the academic world on which fit indices should be used and how large those 
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critical values should be. The argument mainly focuses on two aspects, the first one is 

which indices can better measure the quality of model fitness. This question has 

different answers based on different analysis views, which is also the main reason why 

the model fit index family is becoming larger and larger. The second is what are the 

appropriate critical values for the fit indices as evaluation criteria. For a long time, the 

widely accepted standard is as follows. If those relative fit measures such as 

comparative fit index (CFI) and Tucker-Lewis index (TLI) are above 0.9 and the root-

mean-square error of approximation (RMSEA) is less than 0.05, the model is 

considered to be acceptable (Zheng & Wu, 2014). 

 

Table 4.8  Results of Model Fit Test 

Model Fit Recommended Values Measurement Model 

CMIN - 2346.660 

DF - 1361 

CMIN/DF <3 1.724 

RMR <0.08 0.061 

GFI >0.8 0.827 

AGFI >0.8 0.811 

NFI >0.8 0.864 

RFI >0.8 0.857 

IFI >0.8 0.938 

TLI >0.8 0.935 

CFI >0.8 0.938 

RMSEA <0.08 0.042 
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Yuan (2005) studies the influence of different conditions such as sample 

distribution and sample size on fit indices, and finds that all fit indices are affected by 

sample conditions more or less. Therefore, Yuan points out that it is difficult to 

determine the critical values of fit indices, but those critical values could still have 

certain significance and can be used to judge the relative fitness of models. In fact, the 

evaluation of SEM fitness is indeed a complex problem. When the sample size is 

different, or the number of parameter to be estimated is different, the critical values 

often change correspondingly (Wen, Hau, & Marsh, 2004). Therefore, it is hard to find 

a sole criterion that is universally applicable under all conditions. Currently, scholars 

prefer to use the traditional critical values as mentioned before in this research. When 

the fit index is approaching the critical value, it can not be determined by the fit index 

at one stroke. The model should be tested and modified by a variety of methods. At the 

same time, the overall fitness of the model should be comprehensively evaluated in 

combination with the theoretical background and the interpretability of the model. 

Based on the discussion above, as Table 4.8 exhibits the values of the goodness-

of-fit index (GFI), adjust goodness-of-fit index (AGFI), normed fit index (NFI), relative 

fit index (RFI), incremental fit index (IFI), Tucker-Lewis index (TLI) as well as 

comparative fit index (CFI) are all higher than the recommended value 0.8, the root-

mean-square error of approximation (RMSEA) value 0.042 is below the recommended 

value 0.08, and the root of mean square residual (RMR) value 0.061 is also below the 

recommended value 0.08. In this regard, it can be safely concluded that the SEM in this 

research turns out to be acceptable.   
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4.5.2 Hypotheses Test 

As is shown in Table 2.3 previously, there are eight hypotheses concerning 

bivariate correlations proposed in this research (see Table 2.3, H1 to H8). The results 

of SEM analysis will be introduced in this section (see Table 4.9), which can be 

interpreted by several measurement terms and can be used to help validate the 

hypotheses above. These measurement terms mainly include the standard estimate 

value (βvalue) between -1 to 1 and the significance value (p value) less than 0.01 or 

0.05 (Hayashi, Bentler & Yuan, 2007).  

 

Table 4.9  Results of Hypotheses Test 

Path Std.Estimate Estimate S.E. C.R. P 

JP<---POF 0.283 0.218 0.062 3.538 *** 

JP<---PEF -0.02 -0.011 0.034 -0.333 0.739 

PE<---POF 0.419 0.465 0.072 6.433 *** 

PE<---PEF -0.183 -0.147 0.045 -3.254 ** 

IM<---POF 0.26 0.374 0.077 4.859 *** 

IM<---PEF 0.018 0.019 0.053 0.352 0.725 

JP<---PE 0.305 0.212 0.062 3.402 *** 

JP<---IM 0.253 0.135 0.037 3.696 *** 

 

Note:  *, p<0.05; **, p<0.01; ***, p<0.001 

 

Hypothesis 1:  

Promotion focus will be positively related to job performance.  

Based on the results in Table 4.9 (β = 0.283, p<0.001), it is shown that the 

relationship is positive and statistically significant. Therefore, Hypothesis 1 is 

supported. 
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Hypothesis 2:  

Prevention focus will be negatively related to job performance.  

Based on the results in Table 4.9 (β = -0.02, p = 0.739), it is shown that the 

relationship is negative but not statistically significant. Therefore, Hypothesis 2 is not 

supported. 

Hypothesis 3:  

Promotion focus will be positively related to psychological empowerment.  

Based on the results in Table 4.9 (β = 0.419, p<0.001), it is shown that the 

relationship is positive and statistically significant. Therefore, Hypothesis 3 is 

supported. 

Hypothesis 4:  

Prevention focus will be negatively related to psychological empowerment.  

Based on the results in Table 4.9 (β = -0.183, p<0.01), it is shown that the 

relationship is negative and statistically significant. Therefore, Hypothesis 4 is 

supported. 

Hypothesis 5:  

Promotion focus will be positively related to intrinsic motivation.  

According to the results in Table 4.9 (β = 0.26, p<0.001), it can be seen that the 

relationship is positive as well as statistically significant. Therefore, Hypothesis 5 is 

supported. 

Hypothesis 6:  

Prevention focus will be negatively related to intrinsic motivation.  

According to the results in Table 4.9 (β = 0.018, p = 0.725), it can be seen that 

the relationship is not negative but positive, and is not statistically significant. 

Therefore, Hypothesis 6 is not supported. 

Hypothesis 7:  

Psychological empowerment will be positively related to job performance.  
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According to the results in Table 4.9 (β = 0.305, p<0.001), it can be seen that 

the relationship is positive as well as statistically significant. Therefore, Hypothesis 7 

is supported. 

Hypothesis 8:  

Intrinsic motivation will be positively related to job performance.  

According to the results in Table 4.9 (β = 0.253, p<0.001), it can be seen that the 

relationship is positive as well as statistically significant. Therefore, Hypothesis 8 is 

supported. 

In conclusion, the summary of the validation for the eight mentioned hypotheses 

concerning bivariate correlations can be seen below in Table 4.10. 

 

Table 4.10  Summary of Hypotheses Testing Results 

Hypothesis Support or Reject 

H1 POF will be positively related to JP. Support 

H2 PEF will be negatively related to JP. Reject 

H3 POF will be positively related to PE. Support 

H4 PEF will be negatively related to PE. Support 

H5 POF will be positively related to IM. Support 

H6 PEF will be negatively related to IM. Reject 

H7 PE will be positively related to JP. Support 

H8 IM will be positively related to JP. Support 

 

4.6 Control Variables 

Among the six control variables in this research, namely gender, age, education, 

work time, job rank and income, gender can be categorized as nominal data and the 

other five variables with rank orders can be classified as ordinal data (Burns & Robert, 

2008). Information of these variables is collected through multiple-choice questions. 
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To conduct mathematical analysis, the question items of these variables are encoded by 

numbers 1, 2, 3 and so forth in the SPSS software. A structural regression model is built 

to test the effects, whose results are listed below in Table 4.11. It can be drawn that job 

performance has a positive correlation with age (β = 0.164; p = 0.003), education (β = 

0.062; p = 0.152), work time (β = 0.304; p = 0.000), job rank (β = 0.094; p = 0.104) and 

income (β = 0.005; p = 0.932), but a negative correlation with gender (β = -0.540; p = 

0.000). According to the results on positive correlations, it can be reasonably predicted 

that elder Chinese HEI teachers are more likely to perform better at their work 

assignment than their younger counterparts, and teachers who have received more 

education tend to achieve better job performance than those who are less educated. 

Additionally, it can also be predicted that Chinese HEI teachers who have longer length 

of service or a higher job rank tend to perform better than their counterparts. Besides, 

from the results it can also be drawn that teachers who are better-paid tend to have better 

performance in the workplace. Moreover, the results of negative correlation indicate 

that male Chinese HEI teachers tend to outperform their female counterparts. 

Nevertheless, among all the six control variables, only gender, age and work time are 

statistically significant indicators for job performance.  

 

Table 4.11  Summary of Control Variable Analysis 

Control Variable    β S.E. C.R. P Label 

Gender -0.540 0.068 -10.005 0.000 Sig 

Age 0.164 0.032 2.957 0.003 Sig 

Education 0.062 0.035 1.436 0.152 Not sig 

Worktime 0.304 0.037 5.341 0.000 Sig 

Job rank 0.094 0.038 1.630 0.104 Not Sig 

Income 0.005 0.031 0.086 0.932 Not Sig 
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4.7  Mediating Effect Test 

In this research there are two mediating variables (i.e. psychological 

empowerment and intrinsic motivation) and four hypotheses concerning mediating 

effects (see Table 2.3, H9 to H12). The bootstrapping method is applied to verify the 

mediating effect due to its accuracy in calculating confidence intervals when the 

mediation effect is nonzero (MacKinnon, Lockwood & Williams, 2004), which 

involves resampling the data a great many times with replacement to create an empirical 

estimation of the whole sampling distribution of statistics (Mooney & Duval, 1993). As 

for the assessment criterion, the standard is if 0 is not contained in the bootstrap 

confidence interval, there exists a corresponding mediating effect (Singh & Xie, 2010). 

With the assistance of Amos program, the level values of bias corrected and percentile 

at 95% confidence are obtained, and the results are shown below in Table 4.12. By 

analyzing the lower and upper intervals of every parameters, it can be seen that 0 is not 

contained in the bootstrap confidence intervals of Hypothesis 9, Hypothesis 10 and 

Hypothesis 11, but is contained for Hypothesis 12. In other words, Hypothesis 9, 10 

and 11 could be supported, but Hypothesis 12 could not be supported. That is to say, 

psychological empowerment acts as a mediator between promotion focus and job 

performance, as well as prevention focus and job performance, while intrinsic 

motivation acts as a mediator just between promotion focus and job performance.  
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Table 4.12  Summary of Bootstrapping Analysis 

  Parameter Bias-Corrected 95% Percentile 95% 

Indirect 

effect 

 Lower Upper Lower Upper 

POF-PE-JP 0.042 0.245 0.041 0.242 

PEF-PE-JP -0.115 -0.027 -0.114 -0.026 

POF-IM-JP 0.033 0.128 0.033 0.127 

PEF-IM-JP -0.042 0.075 -0.043 0.074 

Hypothesis Support or reject 

H9 PE acts as a mediator between POF and JP. Support 

H10 PE acts as a mediator between PEF and JP. Support 

H11 IM acts as a mediator between POF and JP. Support 

H12 IM acts as a mediator between PEF and JP. Reject 



 

 

CHAPTER 5 

 

DISCUSSION 

This chapter will discuss the results based on previous quantitative analysis. 

First the overall findings will be introduced, then the in-depth discussion will be carried 

out on the studied variables, the associations between variables and also on control 

variables. 

 

5.1 Overall Findings 

 

Figure 5.1  Research Framework 
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As Figure 5.1 shows, in the aggregate there are five main studied variables and 

twelve hypotheses proposed in this research. After collecting 403 questionnaire 

samples and conducting quantitative analysis with the help of SPSS and Amos 

programs, there are nine hypotheses turning out to be statistically supported, while the 

other three are not statistically supported. The detailed contents and results are listed in 

the table below. 

 

Table 5.1  Overview of Hypothesis Validation 

Hypothesis Result 

H1  Promotion focus will be positively related to job performance. Support 

H2  Prevention focus will be negatively related to job performance. Reject 

H3 Promotion focus will be positively related to psychological 

empowerment. 

Support 

H4 Prevention focus will be negatively related to psychological 

empowerment. 

Support 

H5  Promotion focus will be positively related to intrinsic motivation. Support 

H6  Prevention focus will be negatively related to intrinsic motivation. Reject 

H7 Psychological empowerment will be positively related to job 

performance. 

Support 

H8  Intrinsic motivation will be positively related to job performance. Support 

H9  Psychological empowerment acts as a mediator between promotion  

focus and job performance. 

Support 

H10  Psychological empowerment acts as a mediator between prevention  

focus and job performance. 

Support 

H11  Intrinsic motivation acts as a mediator between promotion focus and 

job performance. 

Support 

H12  Intrinsic motivation acts as a mediator between prevention focus 

and job performance. 

Reject 
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5.2 Discussions 

There are two main objectives of this research. The first one is to find out the 

direct relations between regulatory focus and job performance, psychological 

empowerment and intrinsic motivation. The second one is to investigate the indirect 

relations between regulatory focus and job performance through the mediating role of 

psychological empowerment and intrinsic motivation. According to the results from 

quantitative analysis, the discussion on the antecedents and/or outcomes of these 

variables in detail will be introduced as follows. 

 

5.2.1 Discussion on Regulatory Focus 

This research centers on the analysis of how individuals with different 

regulatory focus (promotion focus and prevention focus) could promote job 

performance by influencing intrinsic motivation and psychological empowerment. 

According to the quantitative analysis, firstly, the proposed positive relation between 

promotion focus and job performance turns out to be statistically significant. The result 

indicates that Chinese HEI teachers with promotion focus are likely to achieve good 

performance in the workplace. The finding is consistent with prior research showing 

that individuals with promotion focus achieve their goals through self-growth and the 

pursuit of “ideal self” (Higgins, 1998). The result provides proof from another side for 

previous research arguing that attainment and success are the significant results of 

individuals with promotion focus (McMullen, Shepherd, & Patzelt, 2009). The result 

also provides evidence to support the research conducted by Lockwood et al. (2002) 

which addresses that role models who strive to achieve something will motivate 

individuals with promotion focus.  
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Secondly, the proposed positive relation between promotion focus and 

psychological empowerment proves to be statistically significant. The result illustrates 

that Chinese HEI teachers with promotion focus tend to have internal work motivation 

and feel empowered psychologically. The finding provides additional proof to confirm 

previous research connecting promotion focus closely with cheerfulness (Y en,  C hao, 

& Lin, 2011). Moreover, it is consistent with the study of Brockner and Higgins (2001) 

which argues that individuals with promotion focus feel happy when they have 

achieved something, and painful when they have not. In addition, the proved positive 

linkage between promotion focus and job performance as well as promotion focus and 

psychological empowerment also supports the study of Zhu, Lin and Cao (2010), which 

illustrates that for middle school teachers promotion focus can be positively used to 

predict their job satisfaction and psychological health. 

Thirdly, the proposed negative relation between prevention focus and 

psychological empowerment is statistically supported. The result demonstrates that 

Chinese HEI teachers with prevention focus are less likely to have internal work 

motivation or feel empowered psychologically. This result is consistent with prior 

studies showing that prevention focus is associated with calmness and tranquility (Yen, 

Chao, & Lin, 2011). It is also congruent with previous research findings that individuals 

with prevention focus tend to protect limited resources by doing less and avoiding 

losses (Fitzsimmons & Douglas, 2011). The result also supports the findings of Zhang, 

Higgins and Chen (2011), which illustrates that individuals with prevention focus tend 

to follow group norms and obey other people of the group.    

Fourthly, the proposed positive relation between promotion focus and intrinsic 

motivation is also supported. The finding reveals that Chinese HEI teachers with 

promotion focus are likely to have motivation generated by their own positive reaction 

to the task itself. This result provides evidence for prior research saying that promotion 

focus can lead to proactive search for opportunities (Tumasjan & Braun, 2012). It also 
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supports previous study results that promotion focus can bring about passion because it 

is close to a positive emotional state and can have a significant positive effect on many 

kinds of success (Wang, 2013; Frese & Gielnik, 2014). 

Notably, there are three hypotheses turning out to be statistically insignificant, 

and they are all concerned with the independent variable prevention focus. The three 

rejected hypotheses are as follows: prevention focus will be negatively related to job 

performance, prevention focus will be negatively related to intrinsic motivation, 

intrinsic motivation acts as a mediator between prevention focus and job performance. 

These results once again highlight the distinction between employees’ prevention focus 

and promotion focus. A possible explanation for these rejected hypotheses may be that 

employees with a prevention focus are directed toward avoiding negative outcomes 

whereby they assess objectives such as duties, responsibilities, and obligations. During 

this process, they deliberate more about possible social consequences that may threaten 

things one ought to do (Brebels et al., 2008). According to this reasoning, it could be 

expected that employees with strong prevention focus are concerned more with 

responsibilities, obligations and goals that are consistent with certain values that some 

organizational behavior makes salient. This is in line with previous study which reveals 

that leader self-sacrifice motivates those with a prevention focus to exhibit more 

prosocial behavior (De Cremer et al., 2009). In other words, although being statistically 

insignificant, these rejected hypotheses can also make some contribution to the 

regulatory focus theory by indicating that prevention focus is not irrelevant to positive 

outcomes in the workplace. Being placed in an appropriate condition, employees in 

high prevention focus will also have the chance to ride on the crest of success. 
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5.2.2 Discussion on Psychological Empowerment 

With regard to the variable of psychological empowerment, this research 

studies the relations of psychological empowerment with promotion focus, prevention 

focus and job performance respectively. As previously mentioned, the positive linkage 

between promotion focus and psychological empowerment as well as the negative 

linkage between prevention focus and psychological empowerment are statistically 

supported. The findings confirm that both promotion focus and prevention focus are 

important antecedents of psychological empowerment.  

Apart from the antecedents, the outcome of psychological empowerment has 

also been discussed. The proposed positive relation between psychological 

empowerment and job performance is tested to be significant. The result demonstrates 

that Chinese HEI teachers who have internal work motivation and feel empowered 

psychologically are likely to achieve good performance at their work. This finding is 

in line with previous studies saying that psychological empowerment has a significant 

linkage with job performance, which can not only improve employees’ performance 

but also deeply affect their work behaviors (Sun, 2016). It is also consistent with the 

research of Ning et al. (2017) and Gilad et al. (2011), both of which confirm that 

psychological empowerment can also promote employees’ organizational citizenship 

behaviors and cooperative behaviors. The finding also agrees with the study of Lu et 

al. (2012), which illustrates if school administrators can make teachers feel more 

psychologically empowered, those teachers will have a vastly improved understanding 

of the meaning of work. Moreover, this finding also provides evidence for the study of 

Wu and Short (1996), which demonstrates that teachers’ perceptions of their level of 

empowerment are closely related to their perceptions of job satisfaction and 

organizational commitment. 
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5.2.3 Discussion on Intrinsic Motivation 

As for the variable of intrinsic motivation, this research assumes the linkages 

of intrinsic motivation with promotion focus, prevention focus and job performance 

respectively. As earlier discussed, the positive linkage between promotion focus and 

intrinsic motivation is tested to be statistically significant, which demonstrates that 

promotion focus could be an important antecedent of intrinsic motivation. 

When it comes to the outcome of intrinsic motivation, the proposed positive 

linkage between intrinsic motivation and job performance is statistically supported. 

This result confirms that Chinese HEI teachers who have motivation generated by 

their own positive reaction to the task itself tend to achieve good performance in the 

workplace. This finding is congruent with the study of Koestner and Losier (2002), 

which says that intrinsic motivation can lead to better performance for those interesting 

jobs. It is also in line with prior studies revealing that intrinsic motivation positively 

influences workplace attitudes and has a mediated effect on turnover intent (Thatcher, 

Liu, & Stepina, 2002). The finding also agrees with the study of Li and Mei (2012), 

which introduces that when employees’ participation in work involves more pursuits 

of their own interests and sense of self-determination, they are likely to achieve better 

performance to satisfy the needs of their intrinsic motivation. The finding also 

provides evidence to support the research carried out by Macias, et al. (2009) which 

explains that compared with individuals randomly assigned with work items, 

individuals who choose their own work items have longer persistence and higher 

satisfaction. In particular, this finding provides additional proof for prior studies which 

indicates that intrinsic motivation has an effect on teachers’ result performance 

through the intermediate role of teachers’ process performance (Yu & Liu, 2021).  
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5.2.4 Discussion on Related Theories 

Generally speaking, the research findings provide robust empirical evidence to 

support the theories applied in this study, namely regulatory focus theory, self -

determination theory, incentive theory as well as empowerment theory, based on 

which the research framework is proposed. To begin with, regulatory focus theory 

provides a rich and well-developed framework for understanding how prevention 

focus and promotion focus affect judgments and decisions (Kuhn, 2015). Although 

previous studies have found that employees with a promotion focus are generally 

concerned with seeking positive outcomes (De Cremer et al., 2009), through the nine 

supported hypotheses as well as the three rejected hypotheses, and  by selecting 403 

Chinese HEI teachers as samples, this research finds that teachers with promotion 

focus are likely to achieve good performance at their work, while prevention focus is 

not necessarily connected with poor performance. Moreover, it is found that teachers 

with promotion focus tend to feel empowered psychologically and have internal 

motivation generated by their own positive reaction to the task itself, while teachers 

with prevention focus are less likely to feel psychologically empowered. The findings 

substantiate that regulatory focus theory could offer broad cross-level interpretation 

for understanding dynamic factors affecting staffing, as well as a novel perspective on 

ways to improve the quality of staffing decision making, which indicates that this 

research expands the application of regulatory focus theory to explain the effect of 

prevention focus and promotion focus in teaching professions.  

In the next place, the study of self-determination theory in the field of 

management mainly involves how to stimulate employees’ work enthusiasm and 

initiative, and then affect their performance at work (Hardré  & Reeve, 2009). The 

main research gap lies in various influencing factors in the process of motivation 

internalization and the antecedents of internal motivation on human behavior (i.e. the 

triggering conditions) (Ma, 2014). In this research, promotion focus is statistically 
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proven to be an antecedent of intrinsic motivation. This finding could provide solid 

proof for previous studies, although may lack empirical evidence before, saying that 

promotion focus employees may respond more strongly to certain types of leadership 

because such leaders could help them focus on a vision for the future and take the 

initiative (Van Dijk & Kluger, 2011).  The result also contributes to the specific 

measurement and in-depth analysis of motivation and its regulation approach, which 

is conductive to the further development and perfection of self-determination theory 

through empirical application research. 

In addition, incentive and motivation are closely related in connotation. 

Incentive theory, which has been applied in the field of management for a long time, 

illustrates that incentive is the process of cultivating people’s work motivation and 

stimulating people to achieve the set goals by enhancing their efforts (Zhang, 2003). In 

other words, motivation, as the psychological basis of incentive, refers to a series of 

forces that stimulate behaviors related to work performance and could determine the 

form, orientation, intensity and duration of these behaviors (Pinder, 2014). Researches 

on incentive theory in western developed countries start early, while relevant studies in 

China are still in the initial stage and are not systematic or mature enough. Those studies 

are mainly concentrated in manufacturing enterprises, and thus empirical evidences 

from all walks of life are far from sufficient (Ruan,  2011) . In this research, Chinese 

HEI teachers with promotion focus are found to be prone to have motivation generated 

by their own positive reaction to the task itself and then achieve good performance in 

the workplace. The findings demonstrate that for the incentive of knowledge-based 

employees (as represented by HEI teachers in this research), consideration needs to be 

given to their strong desire for self-development, which is reflected in their pursuits of 

self-realization and sense of achievement. Consequently, rewarding knowledge-based 

employees requires more use of development opportunities, such as training, supportive 

working environment, promotion prospects, etc. (Zhang, 2003). The above study results 
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contribute to further discovering whether the western-originated incentive theory is 

suitable under Chinese context, which plays an important role in the development and 

improvement of theory construction. 

Last but not least, for empowerment theory, it is shown that the empirical study on 

empowerment mainly follows two paths, namely the relational approach and the 

motivational approach. Since the 1990s, scholars have mainly studied the phenomena 

of empowerment in organizations along the path of motivation and have drawn a lot of 

inspirations from the field of psychology (Conger & Kanungo, 1988). Motivation refers 

to the driving force that stimulates individuals to behave. From the perspective of 

motivation, empowerment means authorization and emphasizes the internal 

psychological status of individuals. It can be said that the study of empowerment via 

the motivational approach is established on the micro level or individual level. The core 

content of empowerment is to create conditions to develop employees’ self-efficacy so 

as to enhance their work motivation (Laschinger, Finegan, Shamian, & Wilk, 2004). 

Researchers believe that individual behavior is affected by individual motivation, and 

the organization’s empowerment measures may not directly lead to the expected 

behavior of the employee. It is necessary to study the psychological experience of the 

empowered object (i.e. employee). This kind of empowerment is also called “micro-

level empowerment” or “psychological empowerment” (Liu &  Shi,  2010) . In this 

research, it is proved that Chinese HEI teachers with promotion focus are likely to have 

internal work motivation and feel empowered psychologically, and thus tend to achieve 

good performance at their work, while teachers with prevention focus are less likely to 

have internal work motivation or feel empowered psychologically. These results are 

conducive to fill in the current research gap in empowerment theory. Researchers 

following the relational approach have put forward many practical empowerment 

measures, but researchers following the motivational approach have not done enough 

in this regard. Their discussion mainly centers on the importance, antecedents and 
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outcomes of psychological empowerment, but rarely involve specific measures 

(Amundsen, & Martinsen, 2014). Therefore, the findings of this research under real-

life working context would facilitate the exploration of practical measures for 

enhancing psychological empowerment. 

 

5.2.5 Discussion on Mediating Effects 

There are four hypotheses concerning mediating effects proposed in this 

research in total, and three of them are tested to be statistically significant. The first 

validated hypothesis, which proposes that promotion focus positively affects job 

performance through the mediating role of psychological empowerment, can be 

interpreted in the following details. When HEI teacher shows promotion focus, he or 

she would actively strive for the goal and focus on improving his or her own value, 

which leads to better possession of high-level psychological empowerment, and then 

they will feel higher work significance and self-determination and have higher self-

efficacy to improve their work engagement (Bhatnagar, 2012). Besides, perceived 

organizational support also affects the psychological empowerment of teachers in 

higher education. The instrumental and emotional support from the organization brings 

care, trust and encouragement to teachers, which gives them higher psychological 

empowerment so that they have the will and energy to work, and thus achieve good 

performance in the workplace (Singh, & Sarkar, 2012).  

The second validated hypothesis indicates that prevention focus affects job 

performance through the mediating role of psychological empowerment, which can be 

interpreted as HEI teachers with prevention focus are less like to have internal work 

motivation or feel empowered psychologically, which in turn affect the performance of 

these prevention-oriented teachers in HEIs. The negative relation between prevention 

focus and job performance is not significant, whereas psychological empowerment 
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plays an intermediary role between them. That is to say, the independent variable 

prevention focus mainly influences the dependent variable job performance through the 

intermediary variable psychological empowerment (Preacher & Hayes, 2008). 

The third validated hypothesis illustrates that promotion focus affects job 

performance through the mediating role of intrinsic motivation. That is to say, Chinese 

HEI teachers with promotion focus tend to have motivation generated by their own 

positive reaction to the task itself and then achieve sound performance at their work. 

This is in line with prior studies revealing that individual with promotion focus has 

strong positive emotion towards success and is likely to have open-mindedness, 

creative traits and flexibility (Liberman, Idson & Higgins, 2005). Promotion-oriented 

teachers tend to feel that they are supported and recognized by school administrators. 

For them the tasks to be completed also appear to be meaningful and influential. This 

kind of cognition endows promotion-oriented teachers with lasting self-confidence and 

enthusiasm, encourages them to boldly solve various bottlenecks at work with more 

effective methods and finally achieve the common vision of HEIs and themselves. 

Moreover, driven by intrinsic motivation, those teachers consciously put themselves 

into work, explore and tap new ideas actively, flexibly deal with challenging work tasks 

and not be afraid of pressure, so as to improve job performance on their own (Zhou, & 

Shalley, 2011). Consequently, promotion focus not only affects employee’s 

performance, but also causes intrinsic motivation to react with it, and intrinsic 

motivation seems to be a link, while regulatory focus and employee performance are at 

both ends of the link. 
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5.2.6 Discussion on Control Variables 

With regard to the control variables, the research proposed that six control 

variables, namely gender, age, education, work time, job rank and income, may be 

related to the job performance of HEI teachers. Nevertheless, only three of them are 

tested to be statistically significant, which will be discussed in detail as follows.    

First of all, gender is proved to have a significant effect on job performance. 

According to the statistics from Table. 4.12, it can be seen that male Chinese HEI 

teachers tend to outperform their female counterparts. To comprehend this, studies have 

found that although more and more women have participated in higher education, 

gender equity in education participation and achievement has not been further extended 

to female career development in HEIs. Female teachers are promoted more slowly than 

male teachers and often work in lower level positions (Valian, 1999; Healy, Ozbilgin, 

& Aliefendioglu, 2005; Ozkanli, & White, 2008). Admittedly, China has already done 

a lot in promoting gender equity. As early as in 1982, China’s constitution and the labor 

law clearly stipulated that men and women should enjoy equal pay for equal work (Li 

et al., 2018). However, while making contributions to higher education, female teachers 

in Chinese HEIs are also suffering from various distractions that affect their work 

output, the most prominent of which is the family pressure (Chen,  2 0 21) . Empirical 

studies on Chinese scientific institutions and high-tech industries have shown that 

compared with male employees, female employees are more likely to experience 

pressure caused by work-family conflict (Lu, Shi, & John, 2002). As Table 4.1 shows, 

female teachers account for a large proportion of the teaching staff in Chinese HEIs. 

They shoulder the same job responsibilities as their male counterparts, but are still 

bothered by some deeply-rooted traditional Chinese views such as women should take 

the primary responsibility of looking after the family (Chen, & Zhang, 2013). In a word, 

gender is testified as a significant indicator for job performance of Chinese HEI 

teachers.   
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As for another control variable age, the results illustrate that age is positively 

correlated with job performance of Chinese HEI teachers. The possible interpretation 

may be as follows. Studies have proven that in higher education, compared with young 

teachers, middle-aged teachers have accumulated considerable research experience, 

and thus are much more likely to be on the rise and become the mainstay of academic 

achievement (Cole, 2019). Elderly teachers possess rich academic resources and 

profound academic insight, and thus can accurately forecast research hotspots and 

provide strategic guidance for disciplinary construction (Bao, Jin, & Qian, 2020). 

Moreover, it is pointed out that young teachers are usually in the initial stage of 

academic career and generally lack academic resources and professional experience, 

their academic network is particularly limited (Lu &  Li,  2 0 19). Also in China’s 

traditional education performance evaluation, attention is more given to output and 

discipline, because of which elderly teachers can occupy the dominant position in the 

evaluation system with years of accumulation of teaching experience (Xiao, & Zhang, 

2 0 19) . In short, it can be safe to say that elder Chinese HEI teachers are likely to 

perform better at their work assignment than their younger counterparts. 

In addition, the quantitative analysis results also provide empirical evidence to 

support the assumption that the work time of Chinese HEI teachers positively correlates 

with their job performance. Research findings based on different angles of views could 

provide explanation for this. It is suggested by human capital theory that employees 

with longer working years could perform better because they have accumulated a lot of 

work-related knowledge (Becker, 1964). Out of human capital advantage, those who 

have worked for a long time also have stronger incentives to work hard, and in turn the 

employers become quite willing to retain them (Strober, 1990). Based on the attraction-

selection-attraction theory (ASA theory), the matching degree between personnel and 

organization would rise with the increase of working years, and employees with a high 

matching degree are likely to perform better (Schneider, Goldstiein, & Smith, 1995). 
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Furthermore, it is demonstrated by job embeddedness theory that with the increase of 

working years, employees tend not to easily change their jobs. Those who are embedded 

in the job will align their interests with the employers and have more motivation to 

complete work tasks (Lee et al., 2004). Employees with longer working years are more 

likely to be embedded in the work, and because their career and job security have been 

overly dependent on the organization they are embedded in, they are more likely to 

work hard (Mitchell et al., 2 0 0 1 ) . Anyway, this finding is also in line with the 

conclusion above which says that elder teachers are likely to outperform their younger 

counterparts, since elder teachers are generally in possession of longer work time. 

  



 

 

CHAPTER 6 

 

CONCLUSION 

This chapter is aimed at making a summary of the whole research, which starts 

with a brief overview of the overall study, followed by a discussion of the research 

contributions as well as limitations, and then by suggestions for relevant educators and 

policy makers. In the end, some directions for future research are presented and 

suggested. 

 

6.1 Summary 

With the development of modern education around the world, the concept of 

performance management has gradually spread from enterprises to higher education 

institutions (HEIs) in recent years. Although regulatory focus theory has been used to 

explain performance-related issues including behavior performance and so forth (Van 

Dijk & Kluger, 2011), up till now little is known about the role of individual-level 

qualities, or personality, in the current teacher labor market (Jones, 2016), and the 

specific path of regulatory focus as an independent variable affecting employee’s job 

performance has been rarely disclosed yet (Bozer, Delegach, & Kotte, 2021). In an 

attempt to fill in this gap, this research is carried out among Chinese HEI teachers in 

order to provide empirical evidence on whether employees’ regulatory focus has 

significant associations with job performance. To better discover the influencing 

mechanism, this research also introduces two mental factors, psychological 

empowerment and intrinsic motivation, as the intermediary variables.   

With the help of SPSS and Amos programs, quantitative analysis results support 

that there are positive and significant correlations between promotion focus and job 

performance, psychological empowerment as well as intrinsic motivation among 

Chinese HEI teachers. The analyses also find that there are negative and significant 

relationship between prevention focus and psychological empowerment, positive and 
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significant relationships between psychological empowerment and job performance as 

well as between intrinsic motivation and job performance. Thus it can be seen that 

regulatory focus turns out to be the significant personal characteristics that contribute 

to the formation of mental state and the achievement of performance outcomes. 

Moreover, this research steps forward by confirming that psychological empowerment 

and intrinsic motivation are significant mediators that could not only effectively pass 

the effects of promotion focus on job performance of the Chinese HEI teachers, but also 

effectively transfer the roles of prevention focus to job performance of the teachers. 

 

6.2 Academic Contributions 

This research provides empirical evidence to make extra contribution to the 

prior study of regulatory focus. By applying the knowledge from self-determination 

theory, empowerment theory and incentive theory, this research increases 

understanding about the mechanism by which Chinese HEI teachers with promotion 

focus tend to feel psychologically empowered and intrinsically motivated and achieve 

good performance in the workplace, while teachers with prevention focus are less likely 

to feel psychologically empowered and in turn affect their job performance. The 

research fills in the gap by identifying that psychological empowerment and intrinsic 

motivation are the two partial mediators on the linkage between regulatory focus and 

teacher performance.  

The above findings expand and enrich the regulatory focus theory, which breaks 

through the established framework of a given state of mind and discusses the effect of 

regulatory focus on mental state. Moreover, different from previous studies which 

merely take regulatory focus as a mediating or moderating variable, this study discovers 

the major effect and mechanism of regulatory focus on individual performance, which 

deepens the study of regulatory focus. Besides, this study makes a comparative analysis 

of the two types of regulatory focus, and finds that the effect of promotion focus on 

individual performance is achieved by intermediating with psychological 

empowerment and intrinsic motivation, while prevention focus mainly affects 

individual performance by intermediating with psychological empowerment. This 

finding highlights the differences between the two types of regulatory focus and guides 
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future research to continuously make a comparative study of their effect forms and 

results. 

In addition, this research offers additional evidence to help explain different 

mental dispositions and work results of employees in higher education industry, which 

is an industry lacking extensive related performance study. As less attention has been 

given to teachers’ regulatory focus and most relevant study has been conducted in 

western countries, this research targets samples of teachers from Chinese HEIs, which 

are places where regulatory focus study has been rarely performed (Leung, & Lam, 

2003; Liu, & Yao, 2019). The findings of this research embody some of the only 

evidence especially under the context of Chinese culture regarding the relationships 

between regulatory focus and job performance of teachers in Chinese HEIs. More 

importantly, this research advances prior studies by offering a delicate insight into the 

understanding of higher education workplace context, which adds to the teaching 

literature and indicates that the power of regulatory focus of Chinese HEI teachers could 

be effectively transmitted through the mediating role of psychological empowerment 

and intrinsic motivation to the performance outcomes in the workplace. 

 

6.3 Practical Implications 

Based on the above findings, in this section the practical implications of this 

research are discussed as follows. 

 

6.3.1 Suggestions for Management Staff in HEIs 

Nowadays fierce competition also exists in the global education industry. If 

HEIs want to survive and develop well, they must rely on the work performance of 

teachers. How to improve teachers’ work output based on their different individual 

characteristics so as to enhance the competitiveness of the organization remains a 

problem to be discussed. Through previous empirical analysis, this research proves that 

psychological empowerment and intrinsic motivation play an important role between 

regulatory focus and employee performance, which provides important enlightenment 

for the management practice of HEIs. This research argues that effective management 

measures should be taken to promote the sustainable development of HEIs at both the 
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individual and organizational level. The following management suggestions are made 

based on the discussion above. 

To start with, the matching between regulatory focus and job performance 

shows the importance of person-post matching inside an organization. Individuals with 

promotion focus are more suitable for positions which need the spirit of adventure and 

exploration, such as research and development or market development positions. 

Individuals with prevention focus are more suitable for positions that need seriousness 

and calmness, such as accounting or filing positions. Based on different knowledge 

production mode and the relationship between teaching and scientific research, HEIs 

are usually divided into research-oriented type and application-oriented type. Research-

oriented HEIs pursue scientific breakthroughs, have strong research ability and pay 

attention to the driving effect of high technology and theoretical frontier on talent 

training and social development. Application-oriented HEIs mainly focus on innovative 

progress, pursue industrialization achievements and conduct teaching practice by the 

support of applied research (Shi, & Kang, 2018). During the recruitment process, HEIs 

should select suitable talents based on their task type, the expected target and the 

regulatory focus type of job seekers (Wang, fan, & Zhou, 2018). In the real practice of 

human resources management in HEIs, person-post matching should focus more on the 

matching between teachers’ personality traits and positions rather than between their 

qualifications and jobs as many HEIs previously did. When assigning specific tasks to 

teachers, administrators of different HEI type should create conditions for the 

transformation from individual regulatory traits to their realization of behavior. 

In the next place, HEIs need to take measures to enhance the level of teachers’ 

psychological empowerment. Prior study has confirmed the role of psychological 

empowerment between regulatory focus and employee performance. The premise of 

change in employee performance is that employees feel more empowered. Therefore, 

human resources policies and management practices in HEIs should give attention to 

the enhancement teachers’ psychological empowerment (Janssen, 2004). Firstly, a good 

atmosphere of psychological empowerment should be built by HEIs actively so as to 

help teachers feel truly empowered from the heart. For example, when teachers are 

assigned with challenging tasks, they should also be informed of the details of the 

challenges. Only when teachers perceive that their work is really challenging can they 
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give full play to their psychological empowerment. Secondly, a comfortable and 

spacious working environment is also an important factor. Only in this environment can 

teachers feel the autonomy of their work and be more involved in it. Thirdly, full 

communication between school administrators and teachers can enhance mutual 

understanding between the two sides, promote the integration of different views and 

broaden the space for teachers to improve performance. Fourthly, HEIs should be more 

considerate and flexible in the design of work system, provide teachers with more 

abundant and diverse job contents and enhance their perceptions of the meaning of 

work. At the same time, timely feedback can enable teachers know the effectiveness of 

their work and their influences on the future development of HEIs so as to improve 

teachers’ perception of autonomy. Lastly, by learning from the management practice of 

enterprises, school administrators should appropriately delegate their rights to authorize 

teachers within the appropriate scope and give teachers the right to make decisions 

freely, which could spark teachers’ inspiration and then stimulate their work enthusiasm 

and promote their creativity. 

Last but not least, HEIs also need to pay attention to intrinsic motivation for the 

identified teachers with promotion focus and take measures to enhance their intrinsic 

motivation, so as to improve teachers’ job performance. It is pointed out that human 

society is transitioning from the 1.0 stage represented by biological impulsive driving 

forces and the 2.0 stage represented by extrinsic driving forces such as rewards and 

punishments to the 3.0 stage, which is represented by intrinsic driving forces (Pink, 

2011). For school administrators, using the simple method of only material rewards to 

motivate teachers or just giving teachers pressure blindly would cause their 

psychological needs to be unsatisfied for a long time, and eventually teachers are likely 

to have psychological problems or leave the organization. The correct measures should 

be to tap the potential and advantages of teachers, set up reasonable job responsibilities 

and work arrangements for them, help teachers grow together with the school, help 

them get a sense of achievement and competence in their work and then obtain internal 

driving force. In addition, nowadays teachers in higher education are faced with 

increasing pressure caused by stricter assessment of different indicators, fiercer 

competition among HEIs and other various factors. HEIs should pay particular attention 

not to ignore the effect of task difficulty on individual’s intrinsic motivation (Rogach, 
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Frolova, & Ryabova, 2019). Task difficulty is an important factor affecting individual’s 

perceived competence. It is found that if the task itself is too difficult, the individual 

will not feel competent and his or her intrinsic motivation will be significantly reduced. 

Consequently, school administrators should think about how to help teachers solve the 

problems they can’t handle easily, give them more guidance and suggestions and 

provide more positive encouragement and feedback in time. By reducing the difficulty 

of tasks for teachers under pressure, the level of their intrinsic motivation could be 

effectively improved. 

 

6.3.2 Suggestions for Educational Policy Makers  

Establishing modern higher education system is an arduous and complex 

project. The optimization of personnel system in colleges and universities is 

undoubtedly a tough barrier to overcome in this process, whose key point is to build a 

team of teachers with infinite vitality and outstanding advantages (Selesho & Naile, 

2014). Based on teachers’ different personality characteristics and psychological states, 

as well as the resulting professional tendencies and work attitudes, at the school level, 

firstly policymakers should provide a solid foundation for upgrading personnel system 

through a series of matching measures, including the reform of income distribution 

system and logistics support system. Secondly, policymakers should fully consider the 

particularity of colleges and universities as nonprofit social organizations and avoid 

copying market-based enterprise management mode blindly. Teachers should be 

encouraged to participate in school management and decision-making process. Reform 

measures and policy adjustments that would directly affect teachers’ personal interests 

should only be implemented after extensive discussion by teachers themselves (Khatri, 

Wells, McKune, & Brewer, 2006). Thirdly, focus should also be given on the 

establishment of a scientific teacher evaluation system, as proper evaluation provides 

basis for rewarding, promotion and punishment. Scientific evaluation is of great 

significance for mobilizing teachers’ enthusiasm and forming an incentive mechanism. 

At present, many colleges and universities adopt the quantitative assessment method to 

improve efficiency, but how to quantify teachers’ performance still needs special 

attention. 
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At the social and national level, to optimize human resources management of 

teachers, firstly, decentralizing authority to colleges and universities is a critical step. 

Unnecessary direct government intervention towards colleges and universities should 

be avoided, as the right to professional title appraisal and position appointment are the 

two most important components of the personnel management autonomy (Jouda, 

Ahmad, & Dahleez, 2016). Secondly, it is necessary to further improve the personnel 

laws and regulations and the protection policies for teachers. In terms of national 

legislation, the Education Law, the Teachers’ Law and the Higher Education Law 

should clearly define the status of teachers as lawful workers and have the right of labor 

freedom. Clarifying the legal status of teachers provides foundation to protect their 

rights and interests. Thirdly, in consideration of the public welfare of education and the 

fact that public welfare and profit making are contradictory, education authorities and 

financial departments need to work together to formulate appropriate incentive and 

income distribution policies. A diversified investment mechanism for the construction 

of the talent team in colleges and universities should be established based on the 

government input and the participation of various social parties. It is also suggested to 

make full use of relevant policies and strive for more support for talent rewarding 

projects from other national ministries and set up special funds for high-level talents in 

the financial budgets of governments at all levels (Zhao, Gong, Gu, & Chang, 2005). 

 

6.4 Limitations 

Except for the contributions that this research made, there are still some 

limitations worth considering. Firstly, this research collects data mainly from HEIs in 

China, the limited size of the data could cause a problem for generalization of the 

research findings, since the sampled respondents may not have all the characteristics of 

the whole population (Ragab, & Arisha, 2018). Consequently, it may be difficult to 

generalize the research results to the entire population of teachers in China or in other 

foreign countries. Moreover, in this research nonprobability sampling methods such as 

snowball sampling are adopted, which may cause the basis for establishing the 

representativeness of samples to be questioned (Parker, Scott, & Geddes, 2019). 

Snowball sampling can be negatively viewed for not producing samples that meet the 
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criteria of random samples statistically, considering the fact that samples are initially 

dependent on the researchers’ personal resources and contacts. Bearing this in mind, 

the researcher has paid much attention to inviting initial participants with as many 

different types of characteristics as possible, and has asked them also try to distribute 

the questionnaire to other HEIs’ teachers with different characteristics that they know. 

Owing to these efforts, the collected data have showed appropriate representativeness 

of the target population by comparing the demographic characteristics of samples in 

Table 4.1 with that of Table 6.1, according to the latest statistics from Ministry of 

Education (MOE) of China by August 30th, 2021. Admittedly, however, this still 

cannot eradicate the risk of distorting the research very early in the study process given 

that potential respondents come from a relatively small number of initial seeds.  

 

Table 6.1  Demographic Information of Teachers in Chinese HEIs 

Total: 1,832,982 Number 

Gender 
Male 894,193 

Female 938,789 

Age 

29 years old or younger 195,067 

30-39 years old 711,217 

40-49 years old 551,606 

50-59 years old 333,597 

60 years old or more 41,495 

Education 

University diploma and under  638,385 

Master’s degree 681,535 

Doctoral degree 513,062 

Job rank 

Junior and no ranking 340,621 

Middle 698,705 

Sub-senior 550,705 

Senior 242,951 

Secondly, although this research discusses the effect of chronic regulatory focus 

on job performance, it does not consider the influence of situational regulatory focus. 

According to the regulatory focus theory, people experience regulatory fit when they 
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pursue a goal in a manner that sustains their regulatory orientation, and then their 

motivation will be strengthened (Higgins, Idson, Freitas, Spiegel, & Molden, 2003). It 

remains to be answered that when an individual’s chronic regulatory focus is consistent 

or inconsistent with his or her situational regulatory focus, what will be the effect on 

job performance? In the future, besides adopting the questionnaire method, it may also 

be necessary to answer the above questions by investigating both chronic and temporary 

situational regulatory focus through the experimental method.  

Thirdly, although Harman’s single-factor test is adopted in this research, still all 

the variable measurements in this research are self-reported, which may increase the 

risk of common method bias (CMB) problem (Podsakoff et al., 2003). For example, in 

the questionnaire survey of this research, the question items to the regulatory focus may 

be sensitive to some respondents that they may avoid speaking out the true feelings of 

their own. Meanwhile, the response to the job performance is also self-rated, influenced 

by social desirability, the respondents may not report the fact but provide socially 

desirable answers to some question items instead (Ragab, & Arisha, 2018). Although 

the strength of self-assessment scales have been testified in the previous part, the single 

source of data may not preclude all concerns of potential common bias. Therefore, the 

utilization of data from multiple sources is recommended for future research. 

 

6.5 Recommendations for Future Research 

Teachers in Chinese HEIs are taken as the study object in this research. If 

possible, future studies can be conducted in different countries on respondents with 

various occupations to enrich sample sources. Furthermore, considering the fact that 

some people still have no easy access to the Internet or are unwilling to use electronic 

devices, more paper questionnaires can be included in future studies to facilitate those 

people. In addition, given that the questionnaire method is adopted in this research, the 

measurement of regulatory focus concentrates more on individual’s long-term 

orientation instead of his or her temporary situational regulatory focus. The relationship 

between situational regulatory focus, psychological empowerment, intrinsic motivation 

as well as job performance has not been discovered yet, and thus subsequent studies 

can use experimental methods to initiate temporary regulatory focus and explore the 
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role of situational regulatory focus. Besides, although in this research questionnaire 

survey and quantitative analysis are used to carry out empirical study, future researchers 

could consider adopting qualitative methods to obtain detailed in-depth information. 

Other factors can also be introduced as mediating or moderating variables in future 

studies to enrich the theory of regulatory focus, self-determination, empowerment or 

incentive. Last but not least, in this research there are three hypotheses concerning 

prevention focus prove not to be statistically significant, which leaves room for deeper 

exploration into this type of regulatory focus in the future. The research findings 

validate that prevention focus, although usually connected with a concern for security 

and safety, is not irrelevant to positive outcome in the workplace. This result may be an 

inspiration for other researchers to discover what factors could motivate prevention-

oriented employees to engage in prosocial actions and boost their job performance in 

future studies. 
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Appendix A 

 

Questionnaire-English 



 

 

This questionnaire survey is conducted for academic purpose only. The 

information gathered will be dealt with utmost confidentiality. There are no right or 

wrong answers for each question. Please answer the questionnaire as honestly as 

possible, thank you. 

 

Part I.  

 

1. Are you a teacher in Chinese higher education institution? 

○Yes 

○No (Jump to the end of survey automatically) 

2. What is your gender?  

○Male 

○Female 

3. What is your age?  

○29 years old or younger 

○30-39 years old 

○40-49 years old 

○50-59 years old 

○60 years old or more 

4. What is your education level?  

○Undergraduate degree and below 

○Master degree 

○Doctor degree 

5. How long have you been working as a teacher in Chinese higher education 

institution? 

○1~3 years 

○4~10 years 

○11~20 years 

○20 years and more 
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6. What is your job rank? 

○Junior 

○Middle 

○Sub-senior 

○Senior 

7. What is your average monthly income?  

○￥3999 or lower 

○￥4000-5999 

○￥6000-7999 

○￥8000-9999 

○￥10000 or higher 

 

Part II.  

 

For each statement, please mark the blank that indicates your agreement or 

disagreement about how it describes your perceptions.  

 

  Strongly Disagree Disagree Neutral Agree Strongly Agree 

8. I frequently imagine 

how I will achieve my 

hopes and aspirations. 

     

9. I typically focus on 

the success I hope to 

achieve in the future. 

     

10. I often think about the 

person I would ideally 

like to be in the 

future. 

     

11. Overall, I am more 

oriented toward 

achieving success 

than preventing 

failure. 
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  Strongly Disagree Disagree Neutral Agree Strongly Agree 

12. I often think about 

how I will achieve 

academic success. 

     

13. My major goal in 

school right now is to 

achieve my academic 

ambitions. 

     

14. I see myself as 

someone who is 

primarily striving to 

reach my “ideal 

self”—to fulfill my 

hopes, wishes, and 

aspirations. 

     

15. In general, I am 

focused on achieving 

positive outcomes in 

my life. 

     

16. I often imagine 

myself experiencing 

good things that I 

hope will happen to 

me. 

     

17. In general, I am 

focused on preventing 

negative events in my 

life. 

     

18. I am anxious that I 

will fall short of my 

responsibilities and 

obligations. 

     

19. I often think about the 

person I am afraid I 

might become in the 

future. 

     

20. I am more oriented 

toward preventing 
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  Strongly Disagree Disagree Neutral Agree Strongly Agree 

losses than I am 

toward achieving 

gains. 

21. I often worry that I 

will fail to accomplish 

my academic goals. 

     

22. I often imagine 

myself experiencing 

bad things that I fear 

might happen to me. 

     

23. I frequently think 

about how I can 

prevent failures in my 

life。 

     

24. My major goal in 

school right now is to 

avoid becoming an 

academic failure. 

     

25. I see myself as 

someone who is 

primarily striving to 

become the self I 

“ought” to be—to 

fulfill my duties, 

responsibilities, and 

obligations. 

     

26. My job activities are 

personally meaningful 

to me. 

     

27. The work I do is very 

important to me. 

     

28. The work I do is 

meaningful to me. 

     

29. I am self-assured 

about my capabilities 

to perform my work 

activities. 
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  Strongly Disagree Disagree Neutral Agree Strongly Agree 

30. I am confident about 

my ability to do my 

job. 

     

31. I have mastered the 

skills necessary for 

my job. 

     

32. I have considerable 

opportunity for 

independence and 

freedom in how I do 

my job. 

     

33. I can decide on my 

own how to go about 

doing my work. 

     

34. I have significant 

autonomy in 

determining how I do 

my job. 

     

35. I have significant 

influence over what 

happens in my 

department. 

     

36. I have a great deal of 

control over what 

happens in my 

department. 

     

37. My impact on what 

happens in my 

department is large.   

     

38. I enjoy finding 

solutions to complex 

problems. 

     

39. I enjoy coming up 

with new ideas for 

products. 

     

40. I enjoy engaging in 

analytical thinking. 
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  Strongly Disagree Disagree Neutral Agree Strongly Agree 

41. I enjoy creating new 

procedures for work 

tasks. 

     

42. I enjoy improving 

existing processes or 

products. 

     

43. Department heads are 

relatively satisfied 

with my performance. 

     

44. My performance is 

often acknowledged 

and praised by school. 

     

45. Colleagues think 

highly of my 

performance. 

     

46. I consider myself 

surpassing other 

teachers in terms of 

performance. 

     

47. I often say things to 

make colleagues feel 

good about 

themselves. 

     

48. I often help 

colleagues without 

being asked. 

     

49. I often praise 

colleagues when they 

are successful. 

     

50. I always support a 

colleague with a 

personal problem. 

     

51. I often talk to 

colleagues before 

taking actions that 

might affect them. 
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  Strongly Disagree Disagree Neutral Agree Strongly Agree 

52. I often encourage 

colleagues to 

overcome differences 

and get along. 

     

53. I always treat 

colleagues fairly. 

     

54. I often put in extra 

hours to get work 

done on time. 

     

55. I always pay close 

attention to important 

details. 

     

56. I always work harder 

than necessary. 

     

57. I often ask for a 

challenging work 

assignment. 

     

58. I always exercise 

personal discipline 

and self-control. 

     

59. I always take the 

initiative to solve a 

work problem. 

     

60. I always persist in 

overcoming obstacles 

to complete a task. 

     

61. I often tackle a 

difficult work 

assignment 

enthusiastically. 

     

 

  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix B 

 

Questionnaire-Chinese 

 



 

 

本问卷调查仅用于学术研究目的，收集的信息将予以高度保密。每个问题都

没有正确或错误答案，请尽可能诚实地回答问卷，谢谢您的支持。 

 

第一部分 

 

1. 请问您是否为中国高校教师？   

○是 

○否 (请跳至问卷末尾，提交答卷) 

2. 请问您的性别？   

○男 

○女 

3. 请问您的年龄？   

○29岁及以下 

○30-39岁 

○40-49岁 

○50-59岁 

○60岁及以上 

4. 请问您的学历？  

○本科及以下 

○硕士 

○博士 
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5. 请问您作为中国高校教师的工作年限（不满一年按一年算）？  

○1~3年 

○4~10年 

○11~20年 

○20年及以上 

6. 请问您的职称？  

○初级 

○中级 

○副高级 

○正高级 

7. 请问您的平均月收入？  

○3999元及以下 

○4000-5999元 

○6000-7999元 

○8000-9999元 

○10000元及以上 
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第二部分 

 

  非

常

不

同

意 

不

同

意 

不

确

定 

同

意 

非

常

同

意 

8. 我经常想象将如何实现自己的抱负或愿望。      

9. 我经常关注自己将来可能取得的成功。      

10. 我经常想象自己以后希望成为怎样的人。      

11. 总的来说，我更倾向于努力取得成功而不是尽量避免失败。      

12. 我经常想象自己将如何取得学术上的成功。      

13. 我目前在学校的主要目标是实现自己的学术抱负。      

14. 我把自己看作是一个努力实现“理想自我”的人，尽力实现

我的希望、愿望和抱负。 

     

15. 总的来说，在生活中我主要关注取得的积极成果。      

16. 我经常想象自己会遇见希望发生在自己身上的好事。      

17. 我总是关注如何避免生活中的负面事件。      

18. 我会为无法履行职责而感到焦虑。      

19. 我经常想象自己以后不希望成为怎样的人。      

20. 总的来说，我更倾向于尽量避免失败而不是努力取得成功。      

21. 我经常担心自己无法完成学术目标。      

22. 我经常想象自己可能经历一些害怕会发生在自己身上的坏事

。 

     

23. 生活中我经常思考如何避免失败。      

24. 我目前在学校的主要目标是避免成为学术上的失败者。      

25. 我把自己看作是一个努力成为“标准自我”的人，尽力履行

我的职责、责任和义务。 

     

26. 对我而言，我的工作内容很有意义。      

27. 我所做的工作对我来说非常重要。      

28. 我所做的工作对我来说很有意义。      

29. 我确信我有能力完成各项工作任务。      

30. 我对自己的工作能力很有信心。      
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  非

常

不

同

意 

不

同

意 

不

确

定 

同

意 

非

常

同

意 

31. 我已经掌握了工作所必需的技能。      

32. 我在工作中有充分的自由度。      

33. 我可以自己决定如何做好我的工作。      

34. 我有很大的自主权来决定我如何做我的工作。      

35. 我对我所在的工作部门有重要影响力。      

36. 我对我所在的工作部门发生的事情有很大控制权。      

37. 我对我所在的工作部门发生的事情有很大影响力。      

38. 我喜欢解决复杂问题。      

39. 我喜欢对工作提出新创意。      

40. 我喜欢参与分析性任务。      

41. 我喜欢为工作任务带来新的步骤。      

42. 我喜欢对现有工作流程或产品进行改进。      

43. 我的领导对我的工作表现感到满意。      

44. 我的表现经常得到学校的认可和赞扬。      

45. 同事们对我的表现评价很高。      

46. 我认为自己在工作表现上超过了其他老师。      

47. 我经常说一些让同事感觉良好的话。      

48. 我经常主动帮助同事。      

49. 当同事取得成功时，我经常赞扬他们。      

50. 当同事遇到个人问题时，我总是站出来支持他们。      

51. 在采取可能影响到同事的行动之前，我经常与他们交流。      

52. 我经常鼓励同事们克服分歧，和睦相处。      

53. 我总是一视同仁地对待同事们。      

54. 我经常加班以按时完成工作。      

55. 我总是密切关注重要的细节。      

56. 我的努力常常超过了必要程度。      

57. 我经常要求获得有挑战性的工作任务。      

58. 我总是遵守纪律，拥有良好的自控能力。      
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  非

常

不

同

意 

不

同

意 

不

确

定 

同

意 

非

常

同

意 

59. 我总是主动解决工作问题。      

60. 我总是坚持克服障碍完成任务。      

61. 我常常满怀热情地处理艰巨的工作任务。      
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