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ABSTRACT OF THE DISSERTATION 

A CULTRAL ANALYSIS OF EMPLOYEES’ WORK VALUES AND THEIR 

CONSEQUENCES FOR WORK-RELATED OUTCOMES: THE CASE OF CHINA 

by 

Jun Yang 

Florida International University, 2015 

Miami, Florida 

Professor Mary Ann Von Glinow, Major Professor 

To create and maintain a fully engaged workforce, establishing person-

organization (P-O) fit among employees has continued to be a central focus of 

organizational research. In addition, with growing numbers of older workers 

approaching retirement age, younger workers will soon become the dominant 

segment of the future workforce. Given this unfolding population trend, it has 

become increasingly necessary for organizations to gain a clearer understanding 

of the work values of the growing young population of workers and how P-O fit 

based on those work values may be linked to desirable work-related attitudes and 

behaviors. 

The overarching aim of this dissertation is two-fold: (1) investigate the 

generational differences and similarities in work values among younger Chinese 

workers; (2) uncover the underlying mechanisms by which the linkages between 

the work-value-based person-organization fit and employee work outcomes may 

be influenced by the impact of leader-member exchange (LMX) and perceived 

organizational support (POS).  
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In this study, I used a research design that blended interviews and two survey-

based studies to address four main research questions. More specifically, I conducted a 

pilot test to refine the work-value scale in China, and to pretest the established and 

validated measures for the key variables. In the second study, I gathered survey data from 

a sample of 179 employees from three Chinese small- and medium-sized enterprises 

(SMEs). 

The research findings showed no significant differences in employee work values 

between the two younger generations (i.e., the Social-Reform Generation and the 

Millennial Generation). Regarding the hypothesized conceptual scheme that links P-O fit 

and work outcomes, the results supported most of my hypotheses. Specifically, P-O fit is 

a significant predictor of three important work outcomes; it is positively related to job 

satisfaction and organizational commitment, while negatively related to turnover 

intention after controlling for demographic characteristics. The three hypothesized 

mediating mechanisms involving POS also received empirical support. That is, as 

predicted, POS mediates the effect of P-O fit on job satisfaction, organizational support, 

and turnover intention. Finally, when LMX was incorporated into the conceptual model 

and statistical analyses, the findings revealed that there was overall moderated mediation 

for the connections between P-O fit, job satisfaction, and organizational commitment, but 

no moderated mediation for the connection between P-O fit and turnover intention.   
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CHAPTER I 

INTRODUCTION 

Research Motivation  

Recent years have witnessed significant demographic changes in the 

workplace. With growing numbers of older workers approaching retirement age, 

younger workers will soon become the dominant segment of the future workforce 

(Winter & Jackson, 2014). Because of their profound and far-reaching 

implications for societies, demographic changes have attracted considerable 

attention from both management scholars and practitioners in recent years. For 

example, on August 11th of 2014, Nightly Business Report (NBR) started to air a 

four-part series on aging in America, which focuses on some of the challenges 

that a society has to face in the midst of the unfolding demographic changes (PBS, 

2014). Echoing the great fanfare in the popular media, a timely Editorial appeared, 

at the same time, in a recent issue of Academy of Management Journal, centering 

around the increased age diversity in the work environment and what it may mean 

for organizational researchers—“to open new areas of inquires for management 

research” (Kulik, Ryan, Harper & George, 2014, p. 929). Here, I would extend 

this line of thought by suggesting that the emerging generation phenomena may 

offer us a golden opportunity and fertile ground to delve into human resource 

challenges across an employee’s work-life stages—with younger and older 

employees standing on the two ends of the age spectrum—as they are unfolding 

and evolving right in front our eyes. In addition, given such a high-level common 

interest shared by both scholars and practitioners alike, age and generations study 
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may bring us to the crucial “tipping point” (Rynes, 2007, p. 1046) in stimulating  

collaborative efforts between researchers and practitioners in the hope to bridge the 

academic-practice gap (Bartunek, 2007; Cascio, 2015). It is with this spirit in mind that I 

am proposing this dissertation study multidisciplinary in nature, which cuts across four 

main streams of literature—work values, generations, person-organization fit, and social 

exchange relationships in organizations.  

As young workers are gradually joining the workforce, managers are increasingly 

taking notice of the demographic changes in the contemporary workplace that is 

increasingly characterized by the employment of multiple generations. Interactions 

among the different generations may lead to intergenerational conflicts and tensions 

(Burke, 2004; Glass, 2007; Joshi, Dencker, & Franz, 2011) and, thus, has profound 

implications for HR practice and research in organizations (Kulik, et al., 2014). Such 

situations might prove to be especially challenging for organizations that are struggling to 

find better ways of attracting young talent, while at the same time embracing multiple 

generations in the work environment (Chen & Hoskin, 2007; Sujansky & Ferri-Reed, 

2009; Zemke, Raines & Filipczak, 2000). Thus, it has become progressively crucial for 

organizations to confront the rising workforce-age diversity. One area of focus that has 

recently drawn increased attention from management scholars is in studying the 

generational differences manifested by values and mindsets that members from different 

age groups tend to bring with them to the workplace (e.g., Gursoy, Maier & Chi, 2008; 

Kupperschmidt, 2000; Twenge & Campbell, 2008; Johson, Sage & Mortimer, 2012). 

Despite such heightened managerial attention to generational differences and similarities 

in the work environment, there is a dearth of empirical studies to focus on young workers 
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in the management literature, leaving us with scarce knowledge about their work 

needs, and work attitudes and behaviors (Loughlin & Barling, 2001). Thus, this 

study seeks to fill in the gaps by paying greater attention to this otherwise 

neglected new breed of workers. More fundamentally, such a particular focus on 

young workers is further warranted for the profound effects of the unfolding 

population trend in the workplace as young workers are growing into leadership 

roles and emerging as the future of organizations of every size and shape.  

Whereas research investigating generational differences or similarities in 

work values has rapidly ascended to the forefront in HR management research, to 

date most knowledge on generational differences in work values seems to be 

popularized by the mass media without rigorous investigation. The excessive 

reliance on anecdotal evidence without a strong theoretical basis in this growing 

stream of research, at least, has partly contributed to the research findings lack of 

consistency (e.g., Lyons & Kuron, 2013; Twenge, Campbell, Hoffman & Lance, 

2010). For instance, Po-Ju and Choi (2008) found U. S. hospitality-industry 

employees from Baby Boomers Generation valued intrinsic aspects of work such 

as personal growth much more highly than those from more recent Generations X 

and Millennials. Others found no empirical support to significant generational 

differences in intrinsic work values such as accomplishment (see Parry & Urwin, 

2011, for a more comprehensive review). As such, organizations guided by such 

information may run the risk of making poor choices with respect to attracting, 

cultivating, and retaining younger workers. Hence, given the paucity of empirical 

research regarding generational differences in the management field (Joshi, 
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Dencker, Franz & Martocchio, 2010), there is the need for additional research to fill in 

this theoretical lacuna.    

Another major limitation to this body of literature, including the aforementioned 

research, is that few of the related theories have devoted enough attention to the cultural 

context, and most are conceptualized and tested within the United States (e.g., Smola & 

Sutton, 2002; Twenge, et al., 2010). Work values, as constructs, are not culture-free 

because the ways that employees view the attractiveness of work aspects differ across 

cultures. This lack of sensitivity to the differences across societies—unique economic, 

cultural, and institutional environments—can be especially problematic because social 

science models are hardly transferable across cultures (Farh, Hackett & Liang, 2007; Tsui, 

2004; Whetten, 2009). Furthermore, even studies incorporating China as a non-Western 

research context tend to heavily focus on comparing attitudes or values of Chinese 

employees with their counterparts from Western societies (e.g., Hofstede, 2001; House, 

Hanges, Javidan, Dorfman & Gupta, 2004; Schwartz, 1994). The implicit assumption 

commonly shared by most cross-cultural research is that intra-country values are 

homogeneous (Au, 1999; Morris, 2014). Such an overly simplistic approach may lead 

researchers to overlook crucial subcultural differences (McSweeney, 2009; Sasaki & 

Yoshikawa, 2014; Taras, Steel & Kirkman, 2012; Tung & Verbeke, 2010), such as those 

among generations within organizational settings (Cox, Hannif & Rowley, 2014). Thus, a 

cultural perspective is essential to gaining a more holistic understanding toward work 

values and generational phenomena in the workplace, given the changing demographics 

worldwide and increasingly globalized world economy. Therefore, to overcome the 

limitations mentioned above the primary purpose of my dissertation is to focus on the 
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focal construct of work values by taking an intra-country generational subculture 

approach. More specifically, I intended to empirically examine the inter-

generational differences or similarities in work values among the younger Chinese 

employees.  

In addition, there is an ever-growing need for organizations to 

continuously foster as well as harness human capital to its full potential (Pfeffer, 

1995; Barney, 1991). Therefore, one central thrust for many organizations is to 

engage in building a fully-engaged and highly-motivated workforce in ways that 

facilitate the establishment of person-organization (P-O) fit. P-O fit at the outset 

can be defined as the compatibility between individual employees and their 

organizations with regard to value congruence (Chatman, 1989; Edwards, 2008; 

Kristof, 1996). Indeed, abundant research has demonstrated that P-O fit/alignment 

has important implications for work-related outcomes, such as job satisfaction 

(Edwards & Cable, 2009; Johnson, Mortimer, Lee & Stern, 2007), intent to leave 

(Cable & Judge, 1996), organizational commitment (Kristof-Brown, Zimmerman 

& Johnson, 2005), and workplace attitudes (Edwards & Cable, 2009). Despite the 

tremendous strides made by organizational scholars to advance our understanding 

of the positive linkages between employees’ perceived P-O fit and its correlates, 

out collective knowledge is still limited as to the processes whereby an 

employee’s perceived P-O fit is linked to work outcomes. Specifically,  a number 

of scholars have called for more empirical efforts to be focused on exploring the 

boundary conditions that can impact the relationship between P-O fit and outcome 

variables (Kim, Aryee, Loi & Kim, 2013; Cable & DeRue, 2002; Edwards, 2008; 



6 
 

Erdogan, Kraimer & Liden, 2004; Lee & Antonakis, 2014). Thus, the second major goal 

of my dissertation is to examine the possible mechanisms through which organizational 

interventions may impact the relationships between P-O fit and work outcomes. 

Particularly, I focused on the two key exchange relationships—leader-member exchange 

(LMX) and perceived organizational support (POS)—that employees tend to develop 

within organizations. Particularly, I examined the combined moderated mediation 

influence of LMX and POS by integrating both perspectives (Settoon, Bennett & Liden, 

1996; Wayne, Shore & Liden, 1997).  

Purpose of the Study 

Against this backdrop, this dissertation aims to enrich our understanding of 

Chinese employees’ work values with an emphasis on the young workers in the 

workplace by including cultural and generation-based analyses of work values. 

Anchoring the study in the China context offers us the following advantages toward both 

theoretical and managerial implications. First, since the launch of economic reforms in 

the late 1970s, China, the largest emerging-market country in the world (Kumar, 

Mudambi & Gray, 2013), has experienced dramatic and complex social and economic 

changes. Consequently, the dissimilarity among Chinese managers from different 

generation cohorts has shown to be at least as great as that among the US managers (Egri 

& Ralston, 2004).  

Furthermore, compared to their Western counterparts, Chinese employees may 

exhibit important variations in work values because the subtle cultural differences 

between China and Western countries may influence the way how work is perceived and 
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valued (Wong & Yuen, 2012). Therefore, studying in the China context would allow us 

to gain a more fine-grained and nuanced understanding toward theorizing work values 

and generations. Second, in reference to the China context, due to serious talent shortages 

in China (Gupta & Wang, 2009; Cooke, 2012), recruiting and retaining talented local 

employees through effective HR practices has become one of the most pressing issues 

(Cooke, 2009; Ma & Trigo, 2008). In particular, these HR concerns may become 

increasingly challenging to Western multinational enterprises that are trying to enter as 

well as expand their presence in the Chinese market, because they have to compete head 

to head in the same talent pool (Chu, 2013). Thus, in order to achieve business success it 

is crucial that Western MNCs gain a better understanding of how demographic changes 

in the workforce impact the effectiveness of HR practices. Indeed, scholars have voiced 

their concern about the effectiveness of using blanket-type HR policies that were 

developed around workers of older generations while ignoring generational differences 

(Li & Nimon, 2008; Sujansky & Ferri-Reed, 2009).  

In sum, the overarching aims of this dissertation were two-fold. First, I aimed to 

examine the inter-generational differences in work values among the young workers in 

Chinese organizations. Second, a further aim of this dissertation was to investigate how 

objective employee person-organization fit—based on the work values identified—may 

impact important work-related outcomes. In particular, I proposed to explore the 

mechanisms through which an employee’s P-O fit is linked to work outcomes. The two 

situational variables that were considered to play important but different roles in 

influencing the relationship between employee P-O fit and outcome variables of interest 
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to organizations were: (1) leader-member exchange (LMX); and (2) perceived 

organizational support (POS).   

 

Research Questions 

Overall, following the discussion above, this dissertation was designed to address 

the following research questions: 

1)  What are the work values that are important to Chinese employees of the two 

younger generations? 

2)  Do those identified work values differ significantly between the two younger 

generation cohorts in China?  

3)  What is the relationship between P-O fit and work-related outcomes (i.e., job 

satisfaction, organizational commitment, and turnover intention) that are of 

interest to organizations? 

4)  What are the roles played by POS and LMX in influencing the linkages 

between P-O fit and important work-related outcomes?   

Table 1-1 summarizes the key theoretical gaps identified in the literature, 

followed by research questions, and study designs used to explore those four research 

questions. 

Definitions of Key Terms 

Before moving on to outline the structure of the dissertation, I will briefly 

describe the definitions (Table 1-2) of the ten key terms used in this dissertation study. 
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Work values can be defined as "hierarchical organization of relatively 

stable needs, desires, and goals as applied to the world of work." (Super, 1995, p. 

54) 

Extrinsic work values reflect employees' preferences towards rewards 

external to work (Johnson, Sage & Mortimer, 2012). 

Table 1-1.  

Summary of Theoretical Gaps, Associated Research Questions, and Proposed Research 
Designs of the Dissertation 

Theoretical Gaps Research Questions Research Designs 
 Few empirical efforts have been 
devoted to studying generational 
differences in the workplace, 
despite its criticality for 
organizations; less attention in 
prior research on work values has 
been given to the cultural context. 
Our knowledge of generational 
differences in work values 
remains limited. In particular, 
systematic empirical research on 
the work needs and expectations 
of young workers is still scarce 
despite their practical and 
theoretical significance. 

1) What work values are most 
attractive and important to 
Chinese employees from the two 
younger generations?                    
2) Do those identified work 
values differ significantly 
between the two generation 
cohorts in China? 

Literature review and 
use a research design 
blending interviews 
with two survey-
based studies (i.e., 
study 1 and study 2)   

Less attention in prior research on 
work values has been given to the 
cultural context 

3) What is the relationship 
between P-O fit and work-related 
outcomes (job satisfaction, 
organizational commitment, and 
turnover intention) that are of 
interest to organizations? 

Literature review and 
empirical study 2 
(hypothesis testing) 

There is a need for additional 
research in identifying the 
boundary conditions that can 
affect the relationships between 
work-value-based P-O fit and 
work outcomes. 

4) What are the roles played by 
POS and LMX in influencing the 
linkages between P-O fit and 
important work-related 
outcomes? 

Literature review and 
empirical study 2 
(hypothesis testing) 
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Intrinsic work values refer to employees' desires to derive satisfaction and interest 

from the work itself (Johnson, et al., 2012) 

Person-organization fit (P-O fit) refers to the extent of congruence between a 

worker's work values and perceived fulfillment of those work needs by his/her employer 

(Cable & DeRue, 2002; Kristof-Brown, et al., 2005). 

Generation can be defined as a group of individuals that share the same year of 

birth, a common location, and experiences of significant historical and life events during 

their crucial formative years (Gursoy, Chi & Karadag, 2013; Kupperschmidt, 2000; 

Lancaster & Stillman, 2002). 

Job satisfaction is defined as an employee’s expressed pleasure derived from 

working in the job and organization (Cammann, Fichman Jenkins & Klesh, 1983; 

Muchinsky, 2003). 

Organizational commitment (OC) refers to an employee’s psychological 

connection to his/her employer (Meyer, Allen, & Smith, 1993; Francesco & Chen, 2004) 

Turnover intention (TI) can be defined as “a conscious and deliberate willfulness 

to leave the organization” (Tett & Meyer, 1993, p. 262; see also Wong, 2012 ). 

Perceive organizational support (POS) refers to an employee’s beliefs 

“concerning the extent to which the organization values their contributions and cares 

about his/her well-being (Eisenberger, Huntington, Hutchison & Sowa, 1986, p. 501) 

Leader-member exchange (LMX) can be defined as a relationship, wherein “each 

party must offer something the other party sees as valuable and each party must see the 

exchange as reasonably equitable or fair” (Graen & Scandura,1987, p.182; see also 

Wayne, et al, 1997). 



11 
 

Structure of the Dissertation 

 The two overarching purposes of this study were: (1) to examine the work 

values among the young Chinese employees from the two generational cohorts—

the Social- Reform Generation born between 1967 and 1981, and the Millennials 

Generation born after 1982; (2) to explore work-value-based person-organization 

fit (P-O fit) and its  
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Table 1-2. 

Definitions and Operationalizations of the Constructs in the Dissertation 

Constructs Definitions Measurement 

Work Values 

Work values can be defined as "hierarchical 
organization of relatively stable needs, desires, 
and goals as applied to the world of work." 
(Super, 1995, p. 54) 

18 Work Values items, evenly distributed into 
extrinsic work values (9 questions) and intrinsic 
work values (9 questions). (Instrument refined 
from Bu & McKeen (2001) and Manhardt (1972) 
through a qualitative study and pilot testing) 

Extrinsic Work 
Values 

They reflect employees' preferences towards 
rewards external to work (Johson, Sage & 
Mortimer, 2012; Porter & Lawler, 1968). 

Questions 1--9 (see the table below; 5-Likert 
scale) 

Intrinsic Work Values 

They refer to employees' desires to derive 
satisfaction and interest from the work itself 
(Johnson, Sage, & Mortimer, 2012; Porter & 
Lawler, 1968) 

Questions 10--18 (see the table below; 5-Likert 
scale) 
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Table 1-2. (continued) 

Person-Organization 
Fit (P-O fit) 

The extent of congruence between a worker's 
work values and perceived fulfillment of those 
work needs by his/her employer (Cable & 
DeRue, 2002; Kristof-Brown, Zimmerman, & 
Johnson, 2005). 

1) P-O misfit score (as Euclidean Distance) = 
SQRT ((extrinsic work values (ideal)-extrinsic 
work values (experienced))2+((intrinsic work 
values (ideal)-intrinsic work values 
(experienced))2)                                                     
2) P-O fit = (maximum P-O misfit from the 
sample –P-O misfit of one given employee)+0.01                                                                                                 
(Joshi, Kathuria & Porth, 2003;Venkatraman, 
1989) 

Generation 

Generation can be defined as a group of 
individuals that share the same year of birth, a 
common location, and experiences of 
significant historical and life events during their 
crucial formative years (Gursoy, Chi, & 
Karadag, 2013; Kupperschmidt, 2000; 
Lancaster & Stillman, 2002). 

Age-based classification scheme (see Table 2-1) 
(Yi, Ribbens & Morgan, 2010) 

Job Satisfaction (JS) 

It is defined as an employee’s expressed 
pleasure derived from working in the job and 
organization (Cammann, Fichman Jenkins, & 
Klesh, 1983; Muchinsky, 2003) 

3-item measure of Overall Job Satisfaction 
(Cammann, Fichman, Jenkins & Klesh, 1983) (7-
Likert scale) 
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Table 1-2. (continued) 

Organizational 
Commitment (OC) 

It can be defined as an employee’s 
psychological connection to his/her employer 
(Meyer, Allen, & Smith, 1993; Francesco & 
Chen, 2004) 

6-item measure of Organizational Commitment 
(Meyer, Allen, & Smith, 1993; Allen & Meyer, 
1996) (7-Likert Scale) 

Turnover Intention 
(TI) 

It can be defined as “a conscious and deliberate 
willfulness to leave the organization” (Tett & 
Meyer, 1993, p. 262; see also Wong, 2012 ). 

3-item measure of intention to change jobs 
(Cammann, Fichman, Jenkins, & Klesh, 1979) (7-
Likert Scale) 

Perceived 
Organizational 
Support (POS) 

It can be defined as an employee’s beliefs 
“concerning the extent to which the 
organization values their contributions and 
cares about his/her well-being (Eisenberger, 
Huntington, Hutchison, & Sowa, 1986, p. 501) 

8-item measure of perceived organizational 
support (Settoon, Bennett, & Liden (1996) (7-
Likert Scale) 

Leader-Member 
Exchange (LMX; The 
Subordinate 
Questionnaire) 

The leader-member exchange can be defined as 
a relationship, wherein “each party must offer 
something the other party sees as valuable and 
each party must see the exchange as reasonably 
equitable or fair” (Graen & Scandura,1987, 
p.182; see also Wayne, et al, 1997) 

7-item measure of LMX quality (Liden, Wayne & 
Stilwell, 1993) (7-Likert Scale) 
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relationship with employee work-related outcomes.  

In order to achieve these two research goals, the remainder of the 

dissertation is organized as follows. In Chapter 2, a thorough literature review is 

conducted to provide initial insights gleaned from the three streams of literature—

work values, generation sub-culture research, and person-organization fit. 

Because the dissertation represents an attempt to integrate various fields of 

research, each will be discussed separately. Nonetheless, it is noteworthy that the 

common thread running through the three disparate research domains is the focal 

construct of work values. Chapter 3 presents the integrative conceptual model and 

develops a series of hypotheses. Following that, Chapter 4 describes in detail the 

research methods used in this study. Chapter 5 focuses on refining the work-value 

scale so as to ensure its suitability for the China context as well as pretesting the 

measures of the key constructs in the theoretical model by using a pilot sample. 

Next, Chapter 6 describes the main hypothesis-testing study to test the proposed 

theoretical model. In this part, I mainly present the measures, sample and 

procedures, and analyses employed before presenting the key findings in Chapter 

7. In Chapter 8, I will focus on the theoretical and practical implications of the 

research findings, and then discuss the limitations of the study and conclude with 

proposing avenues for future research.  
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CHAPTER II 

REVIEW OF LITERATURE 

The multidisciplinary nature of the proposed study involves bringing together four 

previously disparate study streams (i.e., work values, generations, person-organization fit, 

and exchange relationships in organizations). Thus, this chapter provides definitions of 

the key variables of interest in the study and a systematic review of existing theory and 

research pertaining to those four research domains. This literature review sets a sound 

conceptual foundation for formulating the five research hypotheses in Chapter 3 that 

reflect the specific research questions raised in Chapter 1. Furthermore, concerted effort 

will be made to both identify and rationalize the selected techniques to operationalize the 

key constructs in this study.  

Work Values 

With a growing number of older workers approaching retirement age, young 

workers are starting to enter the workplace and will soon become the dominant segment 

of the future workforce (Winter & Jackson, 2014). To manage that workforce effectively, 

organizations must confront the growing workforce age diversity, manifested in the 

unique values and mindsets that members from different age groups tend to bring along 

with them to the workplace (Gursoy, et al., 2008: Lancaster & Stillman, 2002; Lyons & 

Kuron, 2013).  

There is a wealth of literature dedicated to values.  Values are “conscious, as well 

as subconscious goals, ideals and preferences of worth, expressing intentionality and 

shaping directions of action” (Aadland, 2010, p. 471). A main purpose of research on 
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values has been to investigate how values relate to attitudes, behavior, and social 

experiences and roles (Ros, Schwartz & Surkiss, 1999).  Among the studies of values, 

one major branch of value research has focused primarily on work values (e.g., Cennamo 

& Gardner, 2008; Elizur, Borg, Hunt & Becker, 1991; Harpaz, 1990; Hofstede, 2001). 

Researchers have long recognized the central role played by work values in influencing 

the attractiveness of work outcomes and their unique effects on subsequently motivating 

individual actions or behaviors (Dose, 1997; Eccles & Wigfield, 2002).  There seems to 

be a general agreement among researchers that a better understanding of work values can 

greatly facilitate the development of HR practices to address growing workplace 

challenges spawned by age diversity.  

 While work values have received considerable research attention, there is much 

less agreement, among management scholars, on what work values are as constructs (Bu 

& McKeen, 2001; Dose, 1997; Gursoy et al., 2013; Pryor, 1982). There are a variety of 

ways to conceptualize work values. Super (1995, p. 54) defines work values as a 

"hierarchical organization of relatively stable needs, desires, and goals as applied to the 

world of work." This definition highlights the hierarchical structure of work values—that 

is, individuals may value and prioritize various needs and goals linked to work differently. 

Most research on work values shares this assumption and attempts to build a multi-

dimensional representation of work values by assessing the relative importance 

employees attach to each work-value measure. As such, a majority of studies have 

investigated work values from a structural perspective (Sagie, Elizur & Koslowsky, 

1996), and classified various attributes of work into dimensions and factors.  
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There are a wide variety of approaches to classifying work values. The most 

widely used approach classifies work values as intrinsic or extrinsic (e.g., Elizur, 1984; 

Johnson et al., 2007; Schwartz, 1999; Vansteenkiste, Neyrinck, Niemiec, Soenens, De 

Witte & Van den Broeck, 2007). On the one hand, extrinsic work values reflect 

employees’ preferences toward rewards external to work, such as pay and job security 

(Johnson et al., 2012). On the other hand, intrinsic work values concern employees’ 

desires to derive satisfaction and interest from the work itself; sources of such satisfaction, 

for example, can include autonomy, intellectual challenges, and personal growth 

(Johnson et al., 2012). Apart from the extrinsic-intrinsic work-value distinction, other 

research has suggested the following additional dimensions of work values: status-related 

values (e.g. influence, recognition, advancement) (Ros et al., 1999); freedom-related 

values (e.g. work-life balance, working hours); social values (e.g. good relationships with 

supervisors or peers) (Lyons, Higgins & Duxbury, 2010); and altruistic values (e.g. 

making a contribution to society) (Borg, Groenen, Jehn, Bilsky & Schwartz, 2011). At 

present, however, there is far less consensus among researchers on their appropriateness.  

Work values and Generations 

When it comes to generational differences in work values, previous studies have 

been criticized for a lack of theoretical focus and methodological rigor, as most were 

built primarily on anecdotal evidence and observation (Cogin, 2012; Joshi et al., 2010; 

Twenge et al., 2010). More importantly, the mechanisms underlying any differences or 

similarities across generations in work values remain unknown. Several scholars (e.g., 

Dencker, Joshi & Martocchio, 2008; Lyons & Kuron, 2013; Parry & Urwin, 2011) have 
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suggested that research that explores the links between work values and generations 

could provide theoretical insights into some of the reasons behind the work-value 

differences and similarities across generations. In this paper, I seek to identify such 

linkages by synthesizing knowledge from both literatures.  

Super’s  (1995) definition of work values implies that a more complete 

conceptualization of work values will require a deeper understanding of the extrinsic-

intrinsic work-value structure. Consistent with generation theories (Inglehart, 1977, 1990; 

described below), recent research exploring various aspects of generations has provided 

preliminary evidence that generational differences in the hierarchy of work-needs is, at 

least partly, driven by changes in social conditions (Chaudhuri & Ghosh, 2012; Johnson 

et al., 2012; Kanchier & Unruh, 1989; Twenge, 2001). This suggests that an 

intergenerational shift in priorities attached to work-related needs may occur. Thus, the 

fundamental question guiding my exploration is: To what degree can workers from the 

two generational cohorts be distinguished from each other, with respect to their 

preferences for different work values, as a function of different social conditions that 

generational cohorts have been exposed to during their formative years? The following 

section will consider the theory of generations and draw its implications with regard to 

the differences and similarities between the two younger generations in the Chinese 

workplace.      

Generational Cohort Theory  

The concept of generations can trace its sociological root back to at least the 

1920s, first appearing in the seminal treatment of The Problem of Generations, where 
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Mannheim (1952/1928) postulated that the distinct socioeconomic events experienced by 

members from a given birth cohort can profoundly shape their value orientation as well 

as the way how they view and interact with the world. In line with this notion, more 

recent work in the management field has defined a generation as a group of individuals 

that share the same year of birth, a common location, and experiences of significant 

historical and life events during their crucial formative years (Gursoy et al., 2013). It is 

worth noting that those values and beliefs formed during a person’s youth years (i.e., 

childhood and adolescence) will remain fairly stable into adulthood (Egri & Ralston, 

2004; Macky, Gardner & Forsyth, 2008; Twenge et al., 2010).  

Consistent with Mannheim’s (1952/1928) seminal conceptualization of 

generations, Inglehart (1977; 1990), in the field of political science, developed the 

generational cohort theory that offers two insightful hypotheses—the socialization 

hypothesis and the scarcity hypothesis—while explaining the underlying reason for the 

observed inter-generational value change. The socialization hypothesis contends that 

those salient societal circumstances of one’s childhood and adolescence change across 

generational cohorts, and are reflected consistently in values tagged to a certain 

generation cohort. The scarcity hypothesis holds that those things that are in short supply 

in one’s socioeconomic environment over young age are highly valued and can leave a 

lasting imprint on his/her value preferences in later adult life. Thus, generations growing 

up in an environment characterized by socioeconomic insecurity (e.g., social turmoil, war, 

material scarcity) will be most likely to embrace materialist values (e.g., materialism, 

respect to authority, high saving rate) (Inglehart & Welzel, 2005). In comparison, 

generations growing up in times of relative socioeconomic prosperity and stability (e.g., 
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material affluence, social stability) tend to take on more post-modernist values (e.g., the 

rising self-expression, independence) (Brooks & Manza, 1994; Egri & Ralston, 2004).   

In a nutshell, Inglehart’s (1990) theory attributes social and cultural changes to a 

process called “cohort replacement” (Ryder, 1965). It implies that intergenerational 

changes in values may well be rooted in differences in early impressionable experiences 

of members of a cohort as they are inducted or socialized into normative attitudes and 

practices. More importantly, the extent to which basic material needs, such as physical 

survival and safety, are met during one’s formative years can affect the emergence of 

higher-order, non-material needs, mostly centering on lofty aspirations and self-

fulfillment (Diener, 2000; Inglehart, 2008).  

Person-Organization Fit 

Person-organization fit, as a research domain has long occupied a 

prominent position in organization and management studies, and has continued to 

attract widespread research attention in recent years (e.g., Cable and Judge, 1996; 

Edwards & Cable, 2009; Kristof-Brown et al., 2005; Lee & Antonakis, 2014). 

Chatman (1989, 1991) is generally credited with first developing the prevailing 

view of person-organization fit that substantially hinges on the congruence 

between individual values and organizational values. Despite the intuitive appeal 

of the concept of P-O fit, this body of literature is fraught with fragmentation and 

inconsistencies that further lead to theoretical confusions and ambiguities (Cable 

& DeRue, 2002; Edwards, 2008; O’Reilly, Chatman & Caldwell, 1991). These 

difficulties emanate from at least two interrelated reasons: (1) a lack of conceptual 
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clarity of the concept of P-O fit; (2) a difficulty in opertionalizing the construct of fit.  

Content of Person-Organizational Fit 

In a thorough review of the recent development in P-O fit theories, Edwards 

(2008, p. 220) concluded that the elusiveness surrounding the concept of P-O fit largely 

stems from our lack of clear understanding of “the content of person and environment 

[including organization] dimensions”. In regard to content dimensions, there are two 

dominant and distinct frameworks for conceptualizing P-O fit (Cable & DeRue, 2002; 

Edwards, 2008; Kristof, 1996; Edwards, 1996): (1) The demands-abilities fit; this aspect 

of P-O fit is also labeled as Person-Job (P-J) fit , which rests on match between abilities 

and work skills possessed by individual employees and those needed by their 

organizations (Edwards, 2008; Kristof-Brown et al., 2005); (2) The perspective of needs-

supplies fulfillment (French, Caplan & Harrison, 1982), another way to conceptualize P-

O fit as the extent to which an employee’s work preferences or needs get fulfilled by 

his/her employer (Cable & Edwards, 2004; Locke, 1976; Manhardt, 1972; Meglino, 

Ravlin & Adkins, 1989; Super, 1970,1995;Wanous & Lawler, 1972). In this study, I will 

focus on the needs-supplies fulfillment approach of P-O fit for the following reasons: (1) 

Compared to needs-supplies fulfillment approach, the demands-abilities approach is 

limited in scope and application in regard to impact on associated outcomes as it is most 

relevant to the area of recruitment and selection (Turban, Lau, Ngo, Chow & Si, 2001; 

Edwards & Cooper, 1990; Werbel & Gilliland, 1999); (2) The integration of needs-

supplies fulfillment approach with Chatman’s (1989; 1991) value congruence concept 

described above may afford us with “a more comprehensive picture of fit” (Cable & 

Edwards, 2004; Kristof, 1996, p. 30). More specifically, drawing the insights from the 
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work-value theory discussed previously, comprehensive comparisons at the 

individual level can be made across content dimensions associated with work 

values. Such an approach may permit us to decipher the purportedly multifaceted 

P-O fit processes (Edwards, 2008) and may further lead us to greater conceptual 

clarity of P-O fit as well as improve its mathematical operationalization.  

Collectively, work-value-based P-O fit can be conceptualized as the 

outcome from the comparison of a person’s desired amount and importance of 

work needs relative to the amount that is supplied by the organization. Further, to 

remedy shortcomings of existing approaches used in P-O fit research, this 

unifying view of P-O fit developed above will serve as the conceptual ground to 

furnish the content dimensions of P-O fit that will be incorporated into its 

mathematical formulation. 

Justification for Methodological Operationalization of Fit 

As mentioned above, theoretical ambiguities of P-O fit arise not only from 

conceptual issues associated with the content of P-O fit but also from 

methodological difficulties in aligning the fit concept with its mathematical 

formulation (Drazin & Van de Ven, 1985; Van de Ven & Drazin, 1985; both cited 

in Venkatraman, 1989).  

Fit, as a concept, has long been considered a cornerstone for theory 

building in a wide spectrum of management research—from strategic 

management (see Venkatraman & Camillus, 1984 for a review) to organizational 

behavior (see Edwards, 2008; Kristof-Brown & Guay, 2010 for more recent, 

circumstantial reviews). In his seminal work on fit, Venkatraman (1989) carefully 
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reviewed various conceptualizations of fit in the past and developed a consolidated fit 

model comprised of six perspectives. Among these distinct conceptualizations, the 

profile-deviation perspective treats fit as “the degree of adherence to… an environment-

specific ideal profile… [in] dimensions of strategy” (Venkatraman, 1989, pp. 433-434). 

Although this perspective was developed for understanding a focal business unit’s 

performance implications of environment-strategy fit within the context of strategic 

management, it seems to be logically most akin to my previously conceived conceptual 

framework of P-O fit; as discussed above, the needs-supplies fulfillment paradigm of P-O 

fit rests upon the comparison between an individual’s ideal work value profile and his/her 

perceived true experience with respect to the supplies from the organization. Outcome 

from such comparison can be numerically or algebraically depicted using Euclidean 

distance method suggested by Venkatraman (1989). It is important to note that such 

mathematical formulation of fit based on profile-deviation perspective has been 

successfully used by Joshi and her colleagues (2003) to compute alignment/fit scores for 

their theory testing.   

Taken together, this section of the chapter concentrates much effort to the 

development of a clear and sound theoretical base for conceptualizing P-O fit and for 

guiding its empirical assessment. To that purpose, I specifically delve into the content of 

P-O fit —a set of work-value dimensions that will also be detailed in Chapter 5—and 

take stock from the profile-deviation perspective of the fit concept. A more detailed 

operationalization of P-O fit will be presented in Chapter 6.  

Social Exchange Relationships in Organizations 
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Substantial research studies have pointed to the importance of the 

alignment between the values of employees and organizations, noting that value 

congruence is capable of engendering desirable employee attitudes and behaviors 

(e.g., Chatman, 1989; Edwards & Cable, 2009; Kristof-Brown et al., 2005; 

Meglino & Ravlin, 1998). However, the most fundamental question still remains 

underexplored: whether and, to a much greater extent, how value-oriented P-O fit 

influences employees’ attitudes and behaviors?  

The dominant principle of needs-supplies fulfillment has been 

incorporated into the conceptualization of P-O fit, and has allowed us to explain 

the positive connections between P-O fit and work attitudes and behaviors (e.g., 

Cable & Edwards, 2004; Yu, 2014). Recently, however, scholars have 

increasingly emphasized the need for research to move beyond merely 

establishing the simplistic associations between P-O fit and its work correlates 

(e.g., Edwards & Cable, 2009; Lee & Antonakis, 2014; Liu, Liu & Hu, 2010; 

Resick, Baltes & Shantz, 2007). Indeed, there are both theoretical reasons and 

empirical evidences to believe that the relationships between P-O fit and work 

outcomes may be more complex than previously thought; for example, a few 

studies have begun to argue that the influence of P-O fit on employees’ work-

related outcomes may not be uniform for all situations, and may be contingent 

upon the quality of personal relationships that a focal employee develops with 

exchange parties through social interactions within organizations (Erdogan et al., 

2004; Kim et al., 2013).   
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These initial empirical leads appear to suggest that social exchange relationships 

at work could provide invaluable opportunities for facilitating a fuller understanding of 

the processes underpinning the relations between P-O fit and employee outcomes. 

Social exchange theory has been widely acclaimed as “one of the most influential 

conceptual paradigms in organizational behavior (Cropanzano & Mitchell, 2005, p. 874; 

also cited in Song, Tsui & Law, 2009). The central tenet of social exchange theory (Blau, 

1964) is that an employee develops a sense of obligation and indebtedness to repay 

support and favors (Gouldner, 1960) as he/she interacts repeatedly with exchange parties. 

Such expectation for reciprocity is firmly hinged upon the focal employee’s perceived 

relational quality derived from the assistance and support received by him/her.  

To employees, exchange relationships may vary in nature depending on the 

exchange party involved in the social exchange process; two main types have recently 

received most research attention (Aryee, Budhwar & Chen, 2002; Erdogan & Enders, 

2007; Settoon et al., 1996; Wayne et al., 1997): exchanges between employees and their 

leaders/supervisors, labeled as leader-member exchange (LMX) (Graen & Scandura, 

1987) and exchanges between employees and their employers, labeled as perceived 

organizational support (POS) (Eisenberger, Huntington, Hutchison & Sowa, 1986). High-

quality exchange relationships of both LMX and POS have been found to exert strong 

influence on employees’ positive feelings about job, high organizational commitment, 

and low turnover intention (e.g., Eisenberger, Armeli, Rexwinkel, Lynch & Rhoades, 

2001; Farh et al., 2007; Hom, Tsui, Wu, Lee, Zhang, Fu & Li, 2009; Mossholder, Settoon 

& Henagan, 2005)—the three key work outcome variables of primary focus in this study.  
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In summary, two major implications can be drawn from Chapter 2. First, 

regarding the perceived importance of various work aspects, generation theories 

work-values theories seem to suggest that Chinese employees may exhibit distinct 

generation-based value patterns that appear to be founded on substantial 

differences in societal conditions that define each generational cohort. More 

specifically, rising socioeconomic stability and prosperity will promote a 

generational shift towards greater emphasis on seeking the gratification of high-

order intrinsic needs in work itself. 

Second, another theme emerging from the literature review is the lack of 

research attention to specify boundary conditions that may govern the influences 

of P-O fit (Edwards, 2008). Only recently, some researchers have begun to 

integrate social exchange perspective into the research on P-O fit with some 

promising results (e.g., Erdogan et al., 2004; Kim et al., 2013). However, more 

research effort should be invested in this emerging area, as knowledge thus 

created may enable us to gain a more complete view of the process underlying the 

effects of P-O fit on work outcomes. 
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CHAPTER III 

THEORY AND HYPOTHESES 

Overview 

As noted in Chapter 1, the primary objectives of the current study are: (1) to 

explore the generational differences and similarities in work values; (2) to examine the 

relationships between P-O fit and work outcomes, and to specify the boundary conditions 

that may affect those relationships. 

For the first research objective, building on generation theory discussed in the 

preceding literature review, I developed two exploratory hypotheses to specifically 

examine how the perceived importance of work values differs between the two younger 

generations—Social-Reform Generation and Millennials Generation. To achieve the 

second research objective, I constructed an integrative conceptual model, summarized in 

Figure 3-1, by taking an interdisciplinary approach that integrates social exchange 

perspective into P-O fit theory, both reviewed in Chapter 2. The proposed theoretical 

model delineates links among the component constructs (i.e., P-O fit, POS, LMX, job 

satisfaction, organizational commitment, and turnover intention), allowing a more 

comprehensive description of the P-O fit processes linking to employee outcomes. 

Generational Differences in Work Values 

The key insight drawn from generation theory is that a better understanding of 

unique socio-economic characteristics linked to each generation during their formative 

years may provide the theoretical underpinning for explaining value shift across 
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Figure 3-1. 

Proposed Full Research Model (Moderated Mediation Model) 

 

generations. Therefore, I will set the stage for the following hypotheses development by 

overviewing the two younger Chinese generations in the workplace and characteristics 

related to the socioeconomic environment during their respective adolescence years. 

Despite the controversy surrounding the exact demarcation of generational 

cohorts based on birth years (Costanza, Badger, Fraser, Severt & Grade, 2012), I adopted 

a generational classification scheme (see Table 3-2) based on the great socioeconomic 

and historical events that define each generational cohort in China. The three dominant 

generations in the Chinese workforce are labeled Cultural-Revolution Generation (born 

before 1966), Social-Reform Generation (born 1967-1981), and Millennial Generation 

(born after 1982). Similar age-group clusters were also used by management scholars in 

previous research on generational differences in work values in China (Roongrerngsuke 

& Liefooghe, 2012; Yi, Ribbens & Morgan, 2010). More importantly, this age-grouping 

scheme is consistent with generational-cohort theory that emphasizes the importance of 

the socioeconomic environment experienced by each generation in conditioning and 

shaping its value orientation. In addition, such a classification scheme will facilitate 
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subsequent hypothesis development as well as data analysis and interpretation related to 

research question 1 and 2 of this dissertation.  

Table 3-2*. 

Summary of the Three Generations in China and Their Characteristics 

Generation Years of Birth Age Range Generational Characteristics 

Cultural 
Revolution 

Before 1966 > 48 years 

Experienced extreme poverty, 
hardship, material scarcity, 
cultural revolution, political 
conflicts; more collective and 
traditional 

Social Reform 1967-1981 33-48 years 

 

Open-door Policy initiated; 
experienced initial stage of 
economic reform; better educated 
and more exposed to 
industrialization and 
modernization than Cultural 
Revolution generation 

Millennials After 1982 < 33 years 

 

Deepening of economic reform; 
fast two-digit economic growth; 
the "One-Child Policy" 
generation; the "Little Emperor" 
generation; well-looked after and 
spoiled by their families; never 
experienced hardship; most 
individualistic and self-centered 

*Adapted from Yi, Ribbens & Morgan (2010) 

The Cultural-Revolution cohort (born before 1966) grew up in a time of hardship, 

terrible hunger, and extreme poverty due to natural disasters, as well as political and 
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social conflicts in China during Mao’s time (Yang, 2003; Yi et al., 2010). Members from 

this generation were the “delayed generation” (danwu de yidai) that suffered the most 

misfortune from the Cultural Revolution; their experiences deprived them of 

opportunities for education and forced them to work in the countryside during their 

adolescence (Chen, 1999, p. 228). During their teenage years, members of the Social-

Revolution generation (born during 1967-1981) experienced first-hand China’s move 

towards a market economy under Deng Xiaoping’s reforms. Compared with the Cultural 

Revolution generation, the Social-Revolution cohort received better education, which 

created more employment opportunities for them upon graduation. When it comes to the 

Millennial generation (born after 1982), their formative years have witnessed fast 

economic development in China. In addition, this cohort—called “little emperors or little 

empresses”—grew up under the One-Child Policy, with all family attention channeled to 

this single child. That made parents and grandparents more responsive to their needs, 

which fostered their sense of security and self-assurance (Cameron, Erkal, Gangadharan 

& Meng, 2013).  

The two cornerstone principles underlying generation-cohort theory are 

quintessentially linked to Maslow’s (1943; 1954) human need-gratification theory, which 

posits that higher-order needs (e.g., self-actualization and self-expression) will be more 

likely to get activated and rise in salience if lower-order needs such as basic, material 

needs are fulfilled. As predicted by the theoretical models identified above, prior research 

has found evidence to suggest that better socio-economic conditions experienced by 

individuals affect the shift of their value orientation towards entertaining higher-order 
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needs (e.g., Huang & Van De Vliert, 2003; Inglehart & Welzel, 2005; Johnson & 

Mortimer, 2015). In the context of China, marketing researchers (Dou, Wang & Zhou, 

2006) on consumer behavior provided empirical support to such a connection by showing 

the significant generational variations in the pattern of media-program consumption, with 

the younger Chinese cohort preferring entertainment-related programs relative to 

information-laden news. In another study, the younger Chinese managers showed higher 

preference for certain personal values (e.g., openness to change) measured by Schwartz 

Values Survey (SVS), while scoring lower on other SVS traditional values (e.g., 

conservation) than their counterparts from the preceding generation cohorts (Egri & 

Ralston, 2004). More specifically to work values, the same rationale may explain the 

recent findings, which indicate that younger workers in the Western context tend to attach 

more importance to higher-order work needs (e.g., work-life balance and leisure) 

(Cennamo et al., 2008; Twenge, 2010), and that, by contrast, older cohorts of workers 

value more work centrality (e.g., Gursoy et al., 2013). 

Given the controversy surrounding the exact demarcation of generational cohorts 

based on birth years and the research focus on the young workers, the discussion thus far 

leads me to propose the following hypotheses with respect to extrinsic-intrinsic work 

values in comparing the two young Chinese generations:  

Hypothesis 1a: Compared with Social-Reform generation, employees from the 
Millennials generation will display the lower preference for extrinsic work values. 

Hypothesis 1b: Compared with Social-Reform generation, employees from the 
Millennials generation will display the higher preference for intrinsic work values. 
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P-O fit and Work Outcomes 

According to Chatman (1989), the core of P-O fit lies in the congruence of values 

between employees and their employing organizations. From an integrated perspective of 

needs-supplies fulfillment and work values, such congruence can be further framed as the 

extent to which employees’ desired work needs get fulfilled by supplies offered by their 

employers (Kristof, 1996; Edwards & Shipp, 2007). 

A substantial research has provided evidence to support the direct and positive 

influence of P-O fit on such desirable work attitude as job satisfaction (e.g., Cranny, 

Smith & Stone, 1992; Kristof, 1996; Liu et al., 2010; Verquer et al., 2003). These results 

are in line with Locke’s (1969) job satisfaction theory, which asserts that an employee’s 

favorable perception based on comparison between desired expectations and true 

experience on the job will bring about positive emotion like job satisfaction. Further, 

considerable research has suggested that employees with a high degree of P-O fit derived 

from met expectations in regard to needs-supplies fulfillment tend to express greater 

organizational commitment (Edwards & Shipp, 2007; Saks & Ashforth, 1997; Kim, et al., 

2013). Many studies have also reported that P-O fit is negatively related to turnover 

propensity among employees, making them less likely to quit (Edwards & Shipp, 2007; 

Kristof-Brown et al., 2005; Moynihan & Pandey, 2007; Verquer et al., 2003;). 

Taken together, according to the previous research findings reviewed above, it is 

expected that there is a significant positive relationship between employees’ P-O fit and 

desirable work outcomes. Specifically, I posit the following hypotheses: 

Hypothesis 2a: P-O fit is positively related to job satisfaction. 

Hypothesis 2b: P-O fit is positively related to organizational commitment. 
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Hypothesis 2c: P-O fit is negatively related to turnover intention. 

Mediating Role of POS in P-O Fit–Work Outcome Relationships 

As noted earlier, the congruence in terms of needs-supplies fulfillment may foster 

employees’ deep sense of belonging and attachment to their organizations (Edwards & 

Shipp, 2007) and lead to their favorable perceptions of the intentions of the organization 

(e.g., perceived organizational support) in the exchange relationship (Cable & DeRue, 

2002). Based on theory of perceived organizational support (POS), employees with 

higher POS tend to perceive their employers as valuing their contribution and being 

highly committed to their well-being (Eisenberger et al., 1986; Shore & Tetrick, 1991). 

Such high-quality exchanges, reflected in the employees’ perceptions of the 

organization’s commitment to them, have been found to be motivational in nature driving 

employees to act in good faith towards their employer and reciprocate with desirable 

work attitudes and behaviors (e.g., Eisenberger et al., 1986; Farh, Hackett & Liang, 2007; 

Mossholder, et al., 2005). For example, drawing on social exchange theory, the recent 

empirical study by Kim et al. (2013) has demonstrated that the indirect effect of P-O fit 

on both job satisfaction and affective organizational commitment is mediated by the 

perceived POS quality. As for the third central work outcome, turnover intention, to the 

best of my knowledge, no study has ever integrated POS into the P-O fit process in the 

context of employee turnover intention. However, according to Loi, Hang-Yue, and 

Foley (2006), recent empirical evidence has provided strong support for the significant 

beneficial effects of POS in reducing employee intention to leave; more importantly, the 

authors found the mediating role of POS on the relationships between such psychological 
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constructs as distributive and procedural justice—quite similar to the focal construct of P-

O fit—and employee turnover intention.  

The discussion, so far, seems to suggest that P-O fit and POS are both linked to 

the work outcomes and that high P-O fit is positively related to POS. In combination, it 

can be expected that POS plays a mediating role in linking P-O fit and the work-related 

outcomes of interest in the present study. In another word, the effects of P-O fit on the 

employee outcomes are transmitted through POS. Hence, I propose the following series 

of mediation hypotheses: 

Hypothesis 3a: There is a mediation effect between P-O fit and POS in predicting 
job satisfaction. That is, the relationship between P-O fit and job satisfaction is 
expected to be mediated by perceived organizational support. 

Hypothesis 3b: There is a mediation effect between P-O fit and POS in predicting 
organizational commitment. That is, the relationship between P-O fit and 
organizational commitment is expected to be mediated by perceived 
organizational support. 

Hypothesis 3c: There is a mediation effect between P-O fit and POS in predicting 
turnover intention. That is, the relationship between P-O fit and turnover intention 
is expected to be mediated by perceived organizational support.   

Moderating Role of LMX in POS–Work Outcome Relationships 

Leader-member exchange (LMX) theory is regarded as a relationship-based 

approach to leadership and focuses on the exchange quality between employees and their 

leaders/supervisors. Similar to POS, LMX theory can also trace its theoretical foundation 

to social exchange theory (Erdogan & Enders, 2007), that is firmly rooted in the idea of 

reciprocity (Blau, 1964). Trust and mutual obligation are the hallmark of high-quality 

LMX relationships. According to LMX theory, supervisors develop exchange 
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relationships—that vary in quality—with different subordinates. As a result, the variation 

in quality of exchanges with their supervisor can substantially influence employee 

outcomes (e.g., Aryee & Chen, 2006; Masterson, Lewis, Goldman & Taylor, 2000; 

Wayne et al., 1997).  

Only recently, scholars have begun to devote increased attention to investigating 

the interrelationships between POS and LMX (Eisenberger, Shoss, Karagonlar, 

Gonzalez-Morales, Wickham & Buffardi, 2014; Kim et al., 2013). As discussed above, 

employees with high POS are more likely to view organizational policies and practices 

favorably because they have the assurance that their organization would act with their 

interest in mind. Consequently, they will also feel more obliged to reciprocate the 

received assistance and support with positive work outcomes (e.g., Eisenberger et al., 

1986; Settoon, et al., 1996). Although both organization and supervisor represent 

important exchange parties in the social exchange processes, they differ substantially 

with respect to psychological and physical proximity to an employee (Chen et al., 2002); 

that is particularly true in the China context (Hui et al., 2004). As such, I expect that for 

Chinese employees with high-quality LMX the positive relationship between POS and 

outcomes will be reinforced. For them, they will be more likely to make positive 

attributions to the organization regarding its policies and practices and thus develop 

deeper sense of reciprocication. In contrast, low-quality LMX can be detrimental to 

negatively impact an employee’s perception towards organization, which will result in 

less desirable work outcomes. Hence, this conceptual analysis leads to the following 

hypotheses: 
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Hypothesis 4a: There is a positive interaction effect between POS and LMX in 
predicting job satisfaction, such that the relationship between POS and job 
satisfaction is stronger when LMX quality is high rather than low. 

Hypothesis 4b: There is a positive interaction effect between POS and LMX in 
predicting organizational commitment, such that the relationship between POS 
and organizational commitment is stronger when LMX quality is high rather than 
low. 

Hypothesis 4c: There is a negative interaction effect between POS and LMX  
predicting turnover intention, such that the relationship between POS and turnover 
intention is stronger when LMX quality is low rather than high. 

Relational Chain: A Moderated Mediation Model 

The hypotheses above point to a moderating role played by LMX and predict that 

LMX moderates the association between POS and employee outcomes. By integrating 

the moderation effect of LMX into the previously hypothesized mediation model of POS, 

it affords us with an overall moderated mediation model for the relational chain leading 

from P-O fit to POS, and then relay onto the three work outcomes. It should be noted that 

such conceptualization is consistent with the second-stage moderation model (Edwards & 

Lambert, 2007; Hayes, 2015), which predicts that the strength of indirect relationships 

between P-O fit and work outcomes through POS is contingent upon the level of LMX 

quality. Following the discussion so far, I hypothesize that: 

Hypothesis 5a: LMX moderates the indirect effect of POS on job satisfaction. 
That is, the mediation effect of POS is stronger when LMX quality is high rather 
than low. 

Hypothesis 5b: LMX moderates the indirect effect of POS on organizational 
commitment. That is, the mediation effect of POS is stronger when LMX quality 
is high rather than low. 
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Hypothesis 5c: LMX moderates the indirect effect of POS on turnover intention. 
That is, the mediation effect of POS is weaker when LMX quality is high rather 
than low. 
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CHAPTER IV 

RESEARCH METHOD 

 This chapter provides a general review of the research methods that were used to 

address the research questions and test the theoretical model shown in Figure 3-1. The 

central inquiry of this dissertation research is two-fold. First, the differences or 

similarities in work values were investigated across generational cohorts in the work 

environment with a particular focus on the young Chinese workers. Second, the 

relationships between work-value-based person-organization fit (P-O fit) and the work 

outcomes of job satisfaction, organizational commitment, and turnover intention.  This 

study also aimed to illuminate the possible mechanisms linking P-O fit to various 

outcome variables of interest to organizations. More specifically, I mainly focused on the 

combined mediated moderation influence of leader-member exchange quality (LMX) and 

perceived organizational support (POS) by integrating these two perspectives. In so doing, 

I intended to delineate a comprehensive model on how P-O fit can be fostered and 

ultimately lead to work outcomes. 

 To address these research questions I chose a research design that blended 

interviews and two survey-based studies. As I mentioned above in Chapter Two, work 

values is the focal construct that cuts across all the research questions and acts as a 

linchpin to tie person-organization fit and work-related outcomes in the proposed 

conceptual model shown in Figure 3-1. Therefore, in Study 1 I used a three-phase 

research design (Figure 4-1) that mixed both qualitative and quantitative approaches 

(Bluhm, Hartman, Lee & Mitchell, 2011; DeVellis, 2003; Lee, 1999) to develop a scale 

for measuring an employee’s perceived importance of the various work aspects. I then 
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used a sample of employees from company A to pre-test the questionnaire that includes 

the constructed work values scale. Overall, the specific goal of study 1 was to ensure that 

the developed work values scale and other previously developed and validated measures 

would be suitable and relevant to the Chinese employee sample. In study 2, survey data 

were collected from employees in company B, C, and D for testing H1 through H5.   

Figure 4-1. 

A Flow Chart for Research Design of the Study 

 

I anchored this study in the Chinese context for the following reasons. First, as 

discussed in Chapter 2, most research to date on work values was predominantly 

conducted in Western societies, and in the United States, in particular. Furthermore, there 

are even fewer studies that have explicitly investigated the generational differences or 

similarities in work values in a non-Western context. As such, little is known about the 

cross-cultural applicability of work values theory, as people’s perceptions towards 

importance of work aspects is not culture-free and may be influenced by culture 

(Schwartz, 1999). A similar argument may apply to the existing research on P-O fit and 

its correlates, which warrants additional research attention to assessing the universality of 
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P-O fit and how it is related to different outcome variables cross-culturally (Lee & 

Antonikis, 2014; Oh, Guay, Kim, Harold, Lee, Heo & Shin, 2014). In all, our 

knowledge base will be substantially expanded and strengthened by testing 

Western theories in a cultural context vastly different from the Western societies 

(Schwartz & Blisky, 1990). A growing number of scholars have argued that China 

has presented itself as a fertile non-Western ground for testing the organizational 

theories developed almost exclusively in the West (Chen, Eberly, Chiang & Farh, 

2014; Peng, Liu, Shenkar & Wang, 2001; Tsui, 2007; Whetten, 2009).  

Second, although the construct of work values has attracted increased 

attention from both scholars and practitioners alike, there is no clear consensus in 

regards to its conceptual domain as reflected from a variety of its definitions (Bu 

& McKeen, 2001; Dose, 1997; Wong & Yuen, 2012). Similarly, despite 

increasing consensus among researchers that P-O fit is conceptualized as a multi-

faceted construct, most empirical research has continued to use a single-item 

measure asking a respondent to rate to what extent he/she feels there is a fit with 

his/her employer. Such a simplistic and one-dimensional operationalization is lack 

of sophistication at best and may be especially problematic, as it fails to tap the 

breadth of the fit concept.  

Third, few studies in the past have empirically investigated the processes 

through which P-O fit may drive employees’ responsive attitudes and behaviors 

(Cable & DeRue, 2002; Resick, Baltes & Shantz, 2007; Kim et al., 2013). In the 

proposed conceptual model (see Figure 3-1), perceived organizational support and 
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leader-member exchange, the two crucial boundary conditions are expected to greatly 

affect the relationships between P-O fit and different outcome variables. More 

importantly, Chinese employees may exhibit significant while important differences from 

their Western counterparts in perceiving exchange relationships of POS and LMX within 

organizations (Settoon et al., 1996). More specifically, Chinese people tend to attach 

more importance to the development and cultivation of interpersonal ties to individuals or 

their supervisors than to their organizations due to the heavy Confucian influence (Dong 

& Liu, 2010; Hui, Lee & Rousseau, 2004). Therefore, POS and LMX are likely to play 

different roles in influencing the underlying processes linking P-O fit and different work 

outcomes. Such research insights can add evidence-based knowledge to assist 

organizations in devising more effective HR policies and management practices.  

Lastly, China provides a unique non-Western setting in which it continues to 

undergo dramatic social and economic changes in its pursuit of modernization (Li, Poppo 

& Zhou, 2008; Stevens, Xie & Peng, 2015; Tsui, Schoonhoven, Meyer, Lau & Milkovich, 

2004). Under such conditions of constant influx, both domestic and foreign firms are 

facing ever-growing HRM challenges exacerbated by China’s fast-aging workforce and 

labor shortage (Li & Sheldon, 2010; Manpower, 2013). As such, it has become 

increasingly necessary for organizations to gain evidence-based knowledge on what 

interventions may be effective in fostering the sense of person-organization fit among 

employees. 

 

CHAPTER V 
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STUDY 1: WORK-VALUE SCALE REFINEMENT AND PILOT TESTING 

Overview 

In Study 1, following the best practices and guidelines set forth by Schwab 

(1980), DeVellis (2003), and Hinkin (1995) I used a three-phase design that 

blended interviews and a survey-based pilot test to establish valid and reliable 

measures for the variables in this study. More specifically, the structured multi-

step process (Chen, Tsui, & Farh, 2002; Hinkin, 1995) for developing the survey 

scale of work values can be broken down into three stages: (1) Item generation; (2) 

Scale evaluation; and (3) Scale refinement and finalization. In addition, a 

questionnaire containing all measures including the developed work values scale 

for Study 2 was pre-tested with a sample of employees recruited from Company A 

over Step 2, the scale-evaluation stage. The primary purpose of Study 1 is two-

fold: (1) to demonstrate the content validity of all the measures—that is, a scale 

should contain items that are supposed to represent the construct of interest 

(DeVellis, 2003; Hinkin, 1995); (2) to ensure that the developed questionnaire is 

suitable and relevant for the Chinese employee sample in the main hypothesis-

testing study of Study 2 that will be discussed in detail in the following chapter.  

Development and Validation of the Work-value Scale 

Phase 1: Item Generation and Screening 

In scale design, the first stage involves the creation of a pool of items that 

are generated to reflect a clearly defined construct.  The key consideration at this  

stage is to demonstrate enough content validity of the created measurement (DeVellis, 

2003; Hinkin, 1995).  
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In general, there are two most prevalently used approaches to generating items—

deductive and inductive (Hinkin, 1995; 1998). A deductive approach, comparatively the 

standard method, uses a well-developed theoretical basis to guide item creation (Hinkin, 

1998; Schwab, 1980; Street & Gallupe, 2009). On the other hand, items can be generated 

through a qualitative approach that can include such flexible and informal methods as 

direct observation and interviewing. The qualitative approach is generally a preferred 

way for deriving items when there is little well-founded theoretical grounding on the 

phenomena under question.  

For this study, I mainly used the deductive approach because there are pre-

existing theoretical grounds and definitions of work values reviewed in Chapter 2. I also 

used interview, a qualitative research technique, to remain flexible in step of item 

generation. In addition, I was well aware of the complexity and challenges associated 

with cross-cultural research (Cavusgil & Das, 1997)—in particular, researchers are 

suggested to take extra care in developing a suitable measurement scale that has 

established cross-cultural validity pertaining to translation, conceptual, and metric 

equivalence (Cascio, 2012). Such extra effort is particularly warranted for the current 

study that aims to apply the pool of items of source language in a Chinese context (Farh, 

Cannella, & Lee, 2006), as Adler (1997, p. 160, italic added by the author) has aptly 

pointed out that “human needs [including work values] may well include fundamental or 

universal aspects, but their importance and the ways in which they express themselves 

differ across cultures”. Consistent with the ‘adaptation approach’ to developing a quality 

measurement scale in China (Farh et al., 2006) I used Super’s (1995) most commonly 

adopted definition of work values and the dominant approach that classifies work values 
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into two constituent elements, extrinsic and intrinsic work values, as the 

conceptual foundation. Once the conceptual domain of the work-value construct 

has been clearly articulated, the body of literature on work values was carefully 

reviewed to identify the candidate scales for their operationalizatoins. I considered 

Bu and McKeen’s (2001) work-goal scale developed based on Manhardt’s (1972) 

Work Values Inventory Scale as a viable basis to create the provisional bank of 

items for later modification and refinement. Another reason for selecting this scale 

is because it was previously validated cross-culturally among MBA students in 

both Chinese and Canadian contexts. Moreover, it has been recommended that the 

large pool of items created should be ‘overinclusive’ (DeVellis, 2003, p. 65) so as 

to maximumly capture the concept of work values, while allowing some 

flexibility to remove items if necessary. Thus, to the 24 work-goal-item scale (Bu 

& McKeen, 2001) I added back the five items that were included in Manhardt’s 

(1972) original Work Values Inventory Scale but dropped in Bu and McKeen’s 

(2001) study.  

Next, I employed Brislin’s (1970) iterative translation and back-translation 

method to carefully translate the 29 English work-value items into Chinese. A 

main objective is to ensure the translation quality by establishing the equivalence 

between source and target versions of a scale of interest (Brislin, 1970; Cascio, 

2012). In the first step of forward translation, the English version of the initial 

pool of items was translated into Chinese, the target language. In the second step, 

a staff working at the Human Resource Department of Company B, whose native 

language is Chinese, was tapped to review the translated items. With her feedback 



46 
 

on the instrument, I further revised those items and got them ready for back-translation. 

The third step was back-translation—a more robust process—whereby a close family 

member of mine, who is a native Chinese and has excellent command of English was 

kind to offer help with translating the Chinese version of the items back to the original 

English language. During the final step, I worked with a bi-lingual management professor 

in a U.S. university to compare side-by-side both the original English version, the back-

translated version, and the Chinese version of all the items. We tried to reconcile the 

three versions by focusing attention on those items with most discrepancies and reaching 

consensuses through discussions between us.   

At the end of the process, I obtained the provisional pool of 29 items (see Table 5-

1) in Chinese to be considered for eventual inclusion based on the successive screening, 

where all the items were distributed to experts for review and verification. I next made 

trips to the four local Chinese companies and conducted multiple short but in-depth 

interviews with the key managers from all those four Companies A, B, C, and D. During 

those interviews, I asked the managers to review the item pool in regards to the content 

validity. In order to solicit candid thoughts as much as possible, all the interviews were 

arranged individually with each manager and conducted face-to-face at either his/her 

office or a location suggested by the manager. In addition to key managers from all the 

four companies, I also contacted two Chinese management professors who are highly 

knowledgeable in the content area of the employee work values. As suggested by 

DeVellis (2003), I first provided the definition of work values and described 

organizational phenomena related to the focal construct in question.  I then asked each 
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interviewee to freely provide their assessment on how well each item measures 

the construct of work values as they are purported to. 

Throughout this round of interviews, expert reviewers not only provided 

their 
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Table 5-1*. 

Original Itemsa, Additional Itemsb, New Items, Final Items for the Work-Value Scale  

Work-Value Items Original Items a Additional Items b New Items c Final Scale d 

offers perks such as free meal, housing and 
transportation allowance √  

  

√  

permits a balanced lifestyle √ 

  

√ 

permits a regular routine in time and place of work √ 

  

√ 

permits an accommodation of family responsibilities √ 

  

√ 

the company is close to home or conveniently located 

  

√ √ 

provides ample leisure time off the job √ 

  

√ 

provides a comfortable work environment 

 

√ 

 

√ 

provides job security  √ 

  

√ 

provides the opportunity to earn a high income  √ 

  

√ 

working in a company with a good reputation  

  

√ √ 

respected by others √ 

  

√ 

involves working with congenial associates  √ 

  

√ 
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makes a social contribution by the work you do √ 

  

√ 

makes use of your specific educational background √ 

  

√ 

provides a feeling of accomplishment 

 

√ 

 

√ 

provides challenging tasks and projects 

 

√ 

 

√ 

provides change and variety in duties and activities √ 

  

√ 

requires originality and creativeness √ 

  

√ 

permits advancement and promotion √ 

   rewards my loyalty to the company √ 

   Offers flexible scheduling √ 

   promotes social equality in the workplace √ 

   promotes high ethical standards √ 

   has clear-cut rules and procedures to follow √ 

   permits working independently √ 

   permits you to develop your own methods of doing the 
work √ 

   requires supervising others √ 
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NOTE. 

*: adapted from the table in Gilleard, Higgs, Hyde, Wiggins, & Blane (2005), p. S307 

a: original items taken from Bu & McKeen (2001);  

b: original items taken from Manhardt (1972);  

c: new items generated based on the interviews with managers 

d: final 18 items remaining based on factor analyses and feedback during interviews 

 

requires working on problems of central importance to 
the organization          

√ 

requires meeting and speaking with many other people   √ 

   Encourage continued development of knowledge and 
skills  √ 

  Enhance your status in the community  √ 
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assessment on the appropriateness of each item, but also pointed out additional items that 

I should consider for eventual inclusion in the final scale. For example, the manager from 

Company B had the following to say when referring to the finding uncovered from recent 

exit interviews: 

“In order to better understand why some employees decide to leave [our 
company], an exit interview is usually conducted with the departing 
employees. In our recent exit interviews, several departing employees 
voiced their frustration with the long commute to job that adversely affected 
their personal life.” (From the interview with the HR manager from 
Company B) 

 
The similar observation was also made by the managers from Company A 

and C. Based on that insight, I generated a new item that describes an ideal job as 

“the company is close to home or conveniently located” (see Table 5-1).  

In the same way, a second new item was also created and incorporated into 

the item pool, which states an ideal job should involve “working in a company 

with a good reputation” (see Table 5-1). The addition of this second new item is 

warranted based on the insights derived from the interview with the key manager 

from Company D, who expounded on his recent experience with job applicant at a 

local job fair: 

“One critical asset of our company is certainly our good reputation and 
superior brand name. Let me give you an example here. I went to a local job 
fair not long ago and was pleased to find that our booth was frequently 
visited by job applicants, who showed great interest for wanting to work 
with us by submitting their resumes. Many of them told me that they were 
attracted to us by our company’s positive reputation—they knew that to 
work for us meant they would be provided with good work environment and 
taken great care of. In addition, if a person is hired by us, his/her parents or 
even relatives will ‘gain face’ (zhang lian) as well as gain bragging rights 
because we are one of the best firms to work for in the field.” (From the 
Interview with the manager from company D)   
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At the end of Phase 1 of item generation, the iterative screening and modification 

process resulted in a 31-item scale measuring work values (Table 5-1), translated into 

Chinese and made ready for further scale evaluation in the second stage. As a critical 

quality-control step right before the following pilot test, I subjected all measures in 

Chinese to the HR director at Company A, where the pilot test was to be conducted, for 

her final review and approval.   

In the next section, I will describe the pilot test used to evaluate the content and 

consistency of the developed 31-item scale of work values. In the last section on the final 

stage of work-value scale construction (Phase 3), I will present the detailed description of 

how the 31-item scale of work values was examined, refined, and reduced using the first 

survey sample. In particular, I will also take great care to address potential redundancy 

and irrelevance issues related to scale design in order to improve factor stability of the 

work-value items. 

Phase 2: Pilot Testing for Evaluation of the Work-value Scale 

In the pilot test, the direct contact person was a staff working in the human 

resource department of Company A, who was appointed by the company’s HR director to 

assist me with questionnaire distribution and collection. In this round of pretest, a total of 

76 paper-and-pencil questionnaires were sent randomly to employees in Company A. To 

elicit honest answers from employee respondents, a short letter to explain the nature of 

the survey and provide complete assurance of subjects’ confidentiality was included in 

each questionnaire package. With these measures in place, I obtained 64 returned 

questionnaires representing a 84.2% response rate. Nonetheless, out of the 64 responses, 

16 questionnaires were deemed unusable due to substantial missing answers or obvious 
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response bias patterns, which resulted in 48 usable surveys. Most of the employee 

subjects were male (69%), with an average age of 29.67 years (SD = 5.58). 

Regarding received education level, half of the respondents (50%) had higher 

education with college associate degree or above and, on average, worked in 

Company A for 2.77 years of organizational tenure (SD = 2.24). Of them, 50% 

were first-line employees, 19% technicians, 17% low-level managers, 14% 

middle-level managers, and none high-level managers. The demographic 

characteristics of the employee participants for the pilot test are presented in Table 

5-2.  

Table 5-2. 

Demographic Profile of Employee Participants in the Pilot Test (N = 48) 

Demographic Characteristics Frequency (N) Percentage 

Gendera   

Male 33 69% 

Female 15 31% 

   

Education   

Elementary 0 0% 

Middle School 11 23% 

High School 13 27% 

Two- or three-year College 12 25% 

University or above 12 25% 
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Position   

First-Line Employee 24 50% 

Technician 10 20% 

Low-Level Manager 8 17% 

Middle-Level Manager 6 13% 

High-Level Manager 0 0% 

   

Age 29.67 years  5.58 years (SD) 

 

Tenure 2.77 years  2.24 years (SD) 

 

For the work-value scale, participants were given the following instructions, 

“Work is an important part of our lives. Work preferences, goals, and needs may vary 

among individuals. Listed below are thirty-one factors related to work that might be 

important to you. Please rate the importance of each factor to you in an ideal job.” 

Sample items include “working in a company with good reputation” and “permits a 

balanced life-style”. Responses were made on a scale, ranging from (1) not at all 

important to me to (5) extremely important to me. Respondents were asked to rate the 

importance of each work value statement related to an ideal job.  

Data Analysis 

As a powerful statistical method, factor analysis is usually used to assist in 

determining the dimensionality underlying a set of variables; another main application of 

factor analysis is for the purpose of reducing the number of variables, that is “condensing 
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the information so that variation can be accounted for by using a smaller number 

of variables” (DeVellis, 2003, p. 103).  

In general, there are two main types of factor analysis: exploratory and 

confirmatory. Exploratory factor analysis (EFA) is used for scale development 

when little certainty exists to allow researchers to specify a priori a certain 

number of factors (Hayton, Allen & Scarpello, 2004; Hurley, Scandura, 

Schriesheim, et al., 1997). On the other hand, confirmatory factor analysis is 

appropriate when researchers can use theoretical groundings to pre-define the 

structure that can explain the pattern of the correlations among the set of items 

(DeVellis, 2003).  

Although Bu & McKeen’s (2001) work-goal scale was developed and 

validated among full-time MBA students in China, our knowledge is still quite 

limited about employee work values in the China context. Furthermore, a number 

of scholars have cautioned against drawing strong conclusions by relying 

excessively on student samples because students “may not represent any segment 

of the population of interest” due to their lack of work experience and exposure to 

the work environment (Bello, Leung, Radebaugh, Tung & Witteloostuijin, 2009; 

Gordon, Slade & Schmitt, 1987, p. 162). As such, it was less clear if the same 

factor structure previously identified using a Chinese student sample (Bu & 

McKeen, 2001) would be equally applicable to the present Chinese employee 

sample. Therefore, given the exploratory nature of the current study, I conducted  
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exploratory factor analysis to investigate the structure of the 31-item work-value scale 

using the survey sample of 48 Chinese employees recruited from Company A.   

I first performed a principal-component factor analysis without imposing any 

constraints. The main purpose for this initial step is to assess the suitability of performing 

factor analysis on the 31-item work-value scale based on the results of both the Kaiser-

Meyer-Olkin’s Measure of Sampling Adequacy (Kaiser, 1974) and the Bartlett’s test 

(Bartlett, 1954). 

Next, principal-component analyses with oblique rotation were applied to the data 

in order to assist in interpretation and ultimately attain a simple structure underlying the 

set of items, which is regarded as essential to factor analysis (Kline, 2002; DeVellis, 

2003). Based on Kaiser’s eigenvalue rule (Nunnally, 1978), only leading factors with 

eigenvalues more than 1 should be retained. In addition, the following criteria were used 

to determine whether to keep or eliminate an item from subsequent analysis: (1) only 

items with factor loadings greater than 0.40 can be considered for eventual inclusion in 

the work-value scale (Conway & Hufcutt, 2003; Ford, MacCallium & Tait, 1986; Hinkin, 

1995); (2) those items with substantial cross-loadings greater than 0.35 on more than one 

component factor are generally identified as prime candidates subject to removal from the 

scale due to their insufficient discriminant validity (Holt, Armenakis, Field & Harris, 

2007).   

Lastly, Cronbach’s alpha coefficent, an indicator of the degree of internal 

consistency, was also calculated to assess the reliability of the work-value scale. As a 

thumb of rule, a reliability coefficient of 0.7 or above is generally considered to be 

acceptable (Nunnally, 1978; George & Mallery, 2005); however, Cronbach’s alpha lower 
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than the threshold of 0.7 can be also acceptable for some psychological constructs 

(Kline, 1999).    

 

 

Phase 3: Work-value Scale Refinement and Finalization  

In the initial factor analysis, two statistical analyses were performed to 

assess the suitability of the data for factor analysis—Kaiser-Meyer-Olkin (KMO) 

analysis and Bartlett’s test. The value of Kaiser-Meyer-Olkin (KMO) Measure of 

Sampling Adequacy for the set of 31 work-value items was 0.72, suggesting that 

it was suitable to conduct factor analysis on the data according to Kaiser’s (1974) 

appropriateness guideline. The highly significant value of Bartlett’s test (χ2 = 

1135.37, p = 0.000) also met appropriateness criteria for proceeding with factor 

analysis on the set of items. 

Additionally, the exploratory factor analysis without specifying the 

number of factors indicated that seven factors with eigenvalues greater than 1 

were extracted from the data using principal-component analysis with oblique 

rotation. However, more than half of the 31 work-value items had substantial 

cross-loadings, making the seven-factor solution less satisfactory. Similar to what 

Bu and McKeen (2001) did in their development and validation of their work-goal 

scale, next I conducted factor analyses by fixing the number of factors to three, 

four, five, six, and seven. However, none of the above factor extractions provided 

a clear-cut and satisfactory factor structure because the problem with cross-

loading items still persisted. Different from the earlier stage in item generation, 
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during this step of further scale development and refinement, much attempt should be 

aimed at developing a short version of the work-value scale by eliminating inappropriate 

or poorly performing items, as it is advocated that reducing scale length without lowering 

the internal consistency reliability of the scale would be desirable in the subsequent 

survey administration on a much larger scale (Hinkin, 1995; DeVellis, 2003).  

Subsequently, the same analytical procedure was repeated but in combination 

with item deletion and retention guided by the criteria set forth beforehand in Phase 2. 

Besides relying on statistical techniques, I also used conceptual approaches to aid me in 

identifying potential items for removal—that is, I also made every attempt to improve the 

measures’ clarity and stability by removing exceptionally lengthy items or those items 

that may be conceptually ambiguous (Cadogan, Diamantopoulos & De Mortanges, 1999).  

In such continued exploration of the data to search for a better alternative, a clear 

identification of two-factor solution with no cross-loading more than 0.35 was achieved 

after thirteen items were dropped. It should be noted that several work-value items related 

to perception towards leaders or organizations were excluded from final inclusion not 

only because they cross-loaded on both leading factors, but also their content may 

overlap with other items in the leader-member exchange and perceived organizational 

support scales included in the final version of the questionnaire. The provisional, 

subsequently refined, and finalized scales of work values are presented in Table 5-1.   

Shown in Table 5-3, the principal-component analysis with a specified number of 

leading components resulted in an exceptionally clean, interpretable, and parsimonious 

two-factor structure, with the retained 18 items evenly representing distinctly extrinsic 

work values (9 items) and intrinsic work values (9 items). Specifically, factor loadings of 
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each item on each of the two factors exceeded 0.50 (ranging from 0.51 to 0.83), 

indicating reasonably high correlations between the leading components and their 

individual items. Overall, the results also suggested that the two-factor model had 

a good fit with the data, cumulatively explaining 53.6% of the total variance, 

which was comparable to previous research (e.g., Bu & McKeen, 2001). More 

importantly, the underlying two-factor structure was consistent with the dominant 

extrinsic-intrinsic dichotomization approach to classifying work values into the 

two distinct dimensions (e.g., Elizur, 1984; Johnson et al., 2007; Schwartz, 1999; 

Porter & Lawler, 1968).  

To further evaluate the quality of the18-item scale, three additional 

statistical analyses were conducted to examine the validity of the work-value 

instrument. The results of Kaiser-Meyer-Olkin (KMO) test (0.75) and the 

Bartlett’s test (χ2 = 539.78, p = 0.000) were both deemed acceptable (Kaiser, 1974; 

Bartlett, 1954). The Cronbach’s alpha coefficients for the two subscales with nine 

items each (extrinsic work values and intrinsic work values) were 0.89 and 0.88, 

respectively, which were also considered acceptable.  

Lastly, I performed  Pearson correlation analysis of the two leading factors 

corresponding to the two subscales of the 18-item scale of work values; as 

anticipated, the Pearson correlation coefficient indicated that extrinsic work 

values and intrinsic work values were highly correlated (r = 0.49, p < 0.01 for a 

two-tailed test; n = 48). Thus, as noted by many scholars (Fabrigar, Wegener, 

MacCallum & Strahan 1999, cited in Conway & Huffcutt, 2003; Mertler & 

Vannatta, 2005), when there is evidence to indicate strong correlation among 
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underlying factors, Oblique rotation should be preferred over the Orthogonal rotation as 

the rotation method of choice to produce a more reliable and accurate factor structure, as 

in this study. A summary of all the items in the finalized work-value scale and their factor 

loadings are presented in Table 5-3. 

 

 

 

Pilot Testing of Instrumentation  

In addition to refinement and validation of the work-value scale, in the pilot test I 

also sought to evaluate the suitability of the other five main scales used to measure the 

other variables of interest in this study. I used existing literature reviewed in Chapter 2 to 

guide me in selecting all other scales capturing job satisfaction (JS), organizational 

commitment (OC), turnover intention (TI), leader-member exchange (LMX), and 

perceived organizational support (POS) (see Table 2-1). Although these scales are well-

established and have been validated in the Chinese context with fairly high consistency, it 

is still strongly recommended that a pilot test should be undertaken to ensure the 

appropriateness and suitability of those translated scales to the Chinese employee sample 

(Farh et al., 2006; Chen, Hui & Sego, 1998). 

Similarly, all those scales were translated into Chinese from the source language 

of English based on Brislin’s (1970) translation and back-translation method discussed 

above; prior to data collection in the pilot test, all those above instruments to measure the 

other five theoretical constructs were sent to the HR director of Company A to be 

examined and approved as the final quality-control step.   



61 
 

The subsequent sections will provide a full and detailed description of each instrument. 

Job Satisfaction 

For this study, job satisfaction was captured with the 3-item Overall Job 

Satisfaction Measure developed by Cammann and colleagues (1983) and 

previously applied in China by Song, Wanberg, Niu and Xie (2006). Sample items 

were, “All in all, I am satisfied with my job.” and “In general, I don’t like my 

job.” (reverse-scored). Consistent with previous research, responses to job 

satisfaction were made on a 
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Table 5-3. 

Pilot Test (Study 1): Factor Loadings from Principal Component Analysis with Oblimin Rotation  

Chinese Employee Value Items Mean S.D. Cronbach's 
Alpha 

Factor 
Loading 

Extrinsic Work Values 3.61 0.82 0.89 
 

1. offers perks such as free meals, housing and transportation 
allowance 

  

 
0.80 

2. permits a balanced lifestyle 

  
 

0.83 

3. permits a regular routine in time and place of work 

  
 

0.65 

4. permits an accommodation of family responsibilities 

  
 

0.51 

5. the company is close to home or conveniently located 

  
 

0.78 

6. provides ample leisure time off the job 

  
 

0.76 

7. provides a comfortable work environment 

  
 

0.78 

8. provides job security  

  
 

0.65 

9. provides the opportunity to earn a high income  

  
 

0.60 

Intrinsic Work Values 3.58 0.78 0.88 
 

10. working in a company with a good reputation  

  
 

0.72 
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11. respected by others 

  
 

0.57 

12. involves working with congenial associates  

  
 

0.58 

13. makes a social contribution by the work you do 

  
 

0.74 

14. makes use of your specific educational background 

  
 

0.63 

15. provides a feeling of accomplishment 

  
 

0.76 

16. provides challenging tasks and projects 

  
 

0.73 

17. provides change and variety in duties and activities 

  
 

0.71 

18. requires originality and creativeness 

  
 

0.81 

NOTE. 

a: The Pearson correlation coefficient between extrinsic and intrinsic work values for the pilot-test sample is .49 (p < .01, two-
tailed test, N = 48)  
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7-point scale of agreement, ranging from (1) strongly disagree to (7) strongly agree. 

Higher scores indicate higher level of overall job satisfaction. The scale’s reliability for 

the pilot-test sample was 0.77. 

Turnover Intention 

An employee’s turnover intention was assessed with the same 3 items taken 

directly from Camman and colleagues (1979). The Chinese version of the same measure 

was used previously used in the Chinese context, with the reported Cronbach’s alpha of 

0.60 (Hui, Wong & Tjosvold, 2007). Higher scores denote greater intention of turnover. 

The three items were: “I often think about quitting”, “I will probably look for a new job 

in the next year”, and “If I may choose again, I will choose to work for the current 

organization.” Responses were recorded using a 7-point scale of agreement, ranging from 

(1) strongly disagree to (7) strongly agree. In the pilot test, the Cronbach’s alpha of this 

scale was 0.89. 

Perceived Organizational Support 

Perceived organizational support (POS) was measured by the eight items from 

Settoon and colleagues (1996). For the POS scale, half of the eight items were reverse-

scored. One previous study using this scale on Chinese employees reported the 

Cronbach’s alpha of 0.84 (Farh et al., 2007). Sample items were: “The organization 

values my contribution to its well-being” and “The organization would ignore any 

complaint from me” (reverse-scored). Each of the items was measured using a 7-point 

scale of agreement, ranging from (1) strongly disagree to (7) strongly agree. In the pilot 

test, the Cronbach’s alpha of this scale was 0.86.  
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Leader-member Exchange 

Seven items adapted from Liden, Wayne, and Stilwell (1993) were used to 

assess the quality of leader-member exchange from the perspective of employees. 

This scale was previously used on Chinese employees with reported Cronbah’s 

alpha of 0.82 (Aryee & Chen, 2006). Individuals were asked to rate the level of 

their agreement on each of the seven statements pertaining to leader-member 

exchange quality. Responses were made on 7-point scale of agreement, ranging 

from (1) strongly disagree to (7) strongly agree.  

Sample items included: “Regardless of how much formal authority your leader has built 

into his or her position, he/she is highly likely to use his or her power to help you solve 

problems in your work.” and “I would characterize my working relationship with my 

leader as good”. In the pilot test, the Cronbach’s alpha of this scale was 0.94. 

All values of Cronbach’s alpha for the four translated scales used in the 

pilot test showed acceptable reliability and consistency, ranging from 0.77 to 0.94 

(see Table 5-4). The comparisons with previous studies using the same scales in 

the China context also indicated that they exhibited comparable or even better 

internal consistency in the pilot test, as shown in Table 5-4.  

In sum, the purpose of Study 1 was two-fold: (1) First, I used interviews 

and a survey sample to refine and validate the work-value scale for measuring the 

focal construct in this study; (2) Second, I also used the same survey sample to 

determine whether the translated English scales will behave properly and used the 

results to fine-tune the items so as to ensure their suitability and relevance to the 

Chinese employee sample recruited for Study 2. Overall, these measures 
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demonstrated acceptable content validity, translation equivalence, and internal 

consistency. 
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Table 5-4. 

Internal Consistency Coefficients (Cronbachs’ Alphas) for All Translated Scales Except the Work-value Scale in Published Study 
Conducted in China, and Pilot Test and Hypothesis-testing Study of the Dissertation Research 

NOTE. 
a: The one reverse-score item in the original job-satisfaction scale was revised for the hypothesis-testing study (Study 2). 
b: Song, Wanberg, Niu, & Xie (2006) 
c: Hui, Wong, & Tjosvold (2007) 
d: Francesco & Chen (2004) 
e: Farh, Hackett, & Liang (2007) 
f: Aryee & Chen (2006)

Name of Scale Number of Items 

Cronbach's Alpha 

For Published Study 
Conducted in China 

For Pilot Test  
(Study1) 

For Hypothesis- 
Testing Study 

(Study2)  

1. Job satisfaction (JS)  3 0.75b 0.77 0.94a 

2. Turnover intention (TI) 3 0.60c 0.89 0.67 

3. Organizational commitment (OC) 6 0.91d N/A 0.86 

4. Perceived organizational support 
(POS) 

8 0.84e 0.86 0.82 

5. Leader-member exchange (LMX) 7 0.82f 0.94 0.91 
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CHAPTER VI 

STUDY 2: HYPOTHESES TESTING 

Participants and the Sampling Setting 

The final sample for testing the integrated research model (Figure 3-1) consisted 

of 179 Chinese employees recruited from three privately-owned small and medium 

enterprises (SMEs) B, C, and D, located in the Yantze River Delta of China. These high-

tech companies are within varying industries such as machinery manufacturing, IT 

service, and polymer and chemical industry. The sample of organizations were selected 

and invited to participate in this study for the following reasons. First, China’s private 

sector is said to generate over 70% of China’s overall GDP (Nee & Opper, 2012) and it 

has obtained a dominant position in the labor market, offering almost 80% of total urban 

employment according to the recent China Statistical Yearbook (Li, Li, Wu & Xiong, 

2012).  

Second, Yantze River Delta has long been recognized as the most economically 

vibrant and dynamic region in China. Although large numbers of talents with high-caliber 

abilities and skills usually flock to this region seeking employment and career success 

(Simon & Cao, 2009), the gravity of an acute shortage of talent has grown more 

renowned as firms are seeking after the same talent pool (Cooke, Saini & Wang, 2014; 

Hartmann, Feisel & Schober, 2010; Li & Sheldon, 2010; Manpower, 2013). The previous 

interviews with the key managers from the SMEs also revealed that “job-hopping frenzy” 

(Cooke et al., 2014, p. 233) among the young employees with age ranging early 20s-late 

30s years has become the greatest concern for them, attesting to these HR challenges 

identified in the literature above. Further, these SMEs in this region were selected 
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because the workforce employed by them is predominantly composed of young workers 

of this age group that matches the focus of research priority for this study.  

Third, when compared with state-owned enterprises (SOEs), private SMEs in 

China are relatively less constrained by restrictions imposed by the government for 

political and social-stability considerations (Ding & Warner, 1999), and thus have more 

discretion in adopting best HR practices (Zheng, Morrison, & O’Neil, 2006). As such, 

there are most likely to be meaningful and systematic variations—among the SMEs in 

regards to organizational contexts and thus each individual employee’s experience on the 

job—so that allow us to detect the proposed effects of the organizational interventions on 

the associations between employee P-O fit and outcomes.   

Data Collection Procedures 

The three private small and medium-sized enterprises B, C, and D were among 

the initial four companies that were contacted through my personal contacts. Upon 

receiving positive confirmation either through email or text messages in Chinese, I 

started to schedule appointments with key managers and personnel directors of all the 

three companies. I then had individual face-to-face meetings with the managers during 

my first visits to the three companies. The main purpose of the first round of trips is to 

explain the research objectives and the process of the study with an emphasis on the 

potential benefits to them. I also used this opportunity to gain a better understanding of 

the three companies, establish a good interpersonal relationship (guanxi) with them, and 

pave the way for subsequent research collaborations. As noted by Chen, Hui, and Sego 

(1998), the presence of researchers is generally recommended to improve the quality of 

data collected within Chinese organizations and solicit true responses from participants. 
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Therefore, the three companies were also invited to provide feedback on the provisional 

work-value scale in the subsequent face-to-face interviews—a crucial part of the pilot test 

of Study 1 discussed in Chapter 5.  

Based on the results from Study 1 and feedback from the companies revisions 

were made to finalize the questionnaire following the pilot test. From the feedback, I 

learned that many employee respondents expressed their preferences for completing a 

mobile version of the survey, that is, they would be more willing to participate in the 

survey research if they are allowed to complete the questionnaire on their smart phones 

via internet. This is understandable given that internet surfing on mobile phone is widely 

popular with young people who grew up with the internet (Faure & Fang, 2008; Leung, 

Bhagat, Buchan, Erez & Gibson, 2005). In addition, internet-based survey administration 

has also gained increased legitimacy in organizational research (e.g., Tyler & Blader, 

2005; Weigold, Weigold & Russell, 2013) for its flexibility and cost-effectiveness in 

reaching the target population. More importantly, the findings from recent large-scale 

studies have indicated that data gathered through either paper-pencil or internet methods 

are generally equivalent in measurement; thus, pooling data obtained using both 

administration modes is warranted (De Beuckelaer & Lievens, 2009; Weigold et al., 

2013). Therefore, I created a mobile-version of the finalized questionnaire in responding 

to this suggestion.  

During the data collection of Study 2, the three organizations were allowed to 

choose between an online and a paper-pencil version of the survey to complete based on 

their preferences. A total of 313 questionnaires were distributed either online or in paper-

pencil format to respondents with assistance from the three companies’ human resource 
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staffs. Respondents were asked to anonymously and voluntarily fill out the questionnaire. 

For encouraging respondents to provide true answers while soliciting their maximum 

participation I also added a cover page briefly explaining research objectives and assuring 

the complete confidentiality of their answers. The one hundred completed paper-pencil 

surveys all came from Company D with about 700 employees. Additionally, 40 and 42 

completed online surveys were respectively from the other two companies with about 200 

employees each, who preferred to complete the internet-based survey. Following the 

above suggestion of De Beuckelaer and Lievens (2009), the three data sets obtained from 

the three organizations were combined, resulting in a combined 182 surveys with a 

57.2% response rate. However, three returned online surveys were deemed unusable due 

to an obvious response bias in the answers and hence were removed.  

As robustness check in justifying the pooling of the three separate samples 

gathered from three research sites, I performed a Chow test (Chow, 1960) following Tsai 

(2001). More specifically, I conducted a one-factor (organizations) analysis of variance 

(ANOVA) test to detect whether there were significant differences across the three 

groups of employees with regard to their P-O fit score, the single independent variable in 

the integrative model (Figure 3-1). The results of ANOVA test suggested that there were 

no statistically significant differences between the three group means of P-O fit—whose 

operationalization will be explained in detail in the following section—at the p < 0.05 

level (F(2, 176) = 1.943, p = 0.146). In light of the discussion above, I pooled the remaining 

179 questionnaires for subsequent hypothesis testing. 
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Measures 

I pretested measures (see Chapter 5) in a pilot sample of 48 employees from 

various ranks recruited from company A, and modified items on the basis of the pilot test 

and comments from the key managers. In particular, three major modifications were 

made to adapt the original pilot survey. These changes or modifications are related to the 

operationalizations (Table 1-2) of the following key constructs that are also shown in the 

integrative model (Figure 3-1): 

Person-organization fit (P-O fit) 

In order to capture the concept of person-organization fit, I added to the final 

questionnaire another section of the same 18 work-value items right after the work-value 

scale. Different from the work-value scale used mainly to gauge employees’ perceived 

importance of the related work aspects, this additional section of items was to survey the 

respondents in regards to their perception of the true experience on the job using a 5-

point Likert scale with values ranging from 1 (never had such experience) to 5 (always 

had such experience) (see Appendix A). Similarly, the 18 items were classified into two 

work-value dimensions—extrinsic work values and intrinsic work values. 

Following Joshi, Kathuria, and Porth (2003), the person-organization fit score was 

obtained by carrying out the next two steps (see also Table 1-2):  

(1) P-O misfit score (as Euclidean Distance) for one given employee was 

computed using the following formula: 

P-O misfit = SQRT [(extrinsic work values (ideal)-extrinsic work values 

(experienced))2+ (intrinsic work values (ideal)-intrinsic work values 

(experienced))2]   
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(2) P-O fit score for one given employee was calculated using the following 

formula: 

P-O fit = (maximum P-O misfit from the sample –P-O misfit of one given 

employee)+0.01                             

Like Joshi and her colleagues (2003), a small constant of 0.01 was added to the 

equation above so as to avoid zero scores for P-O fit because the Standard Statistical 

Package for the Social Sciences (SPSS) would treat zero scores as missing values. 

Moreover, “adding a constant to a variable neither changes the variability in the data nor 

the regression results” (Joshi et al., 2003, p. 368). As such, the statistical conclusions 

drawn from the subsequent analyses regarding the underlying pattern of associations 

among the variables will be unaffected.   

Job satisfaction 

The one reverse-score item used in the pilot test to measure overall job 

satisfaction, “In general, I don’t like my job.” was reworded to balance the number of the 

positively- and negatively- worded items based on the comments by the bi-lingual 

management professor as well as the managers of Company B and D. Such suggestion is 

particularly meaningful in the China context because too many reverse-score items may 

increase Chinese subjects’ confusion and thus be problematic, likely leading to reduced 

reliability of the measure of interest due to the dominant cultural emphasis on 

maintaining social harmony in the Chinese society (Fan, 2000; Taormina, 2013). 

With the revised scale, the value of Cronbach’s alpha was increased to 0.94 

compared to 0.77 for the original job-satisfaction scale used in the pilot test.  
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Organizational Commitment 

Based on the HR managers’ comments after the pilot test, I learned that low levels 

of organizational commitment of young employees is another major concern for 

organizations today, which was not measured by the pilot questionnaire. Furthermore, the 

affective aspect of organizational commitment was found to be both conceptually and 

empirically distinct from job satisfaction and turnover intention (Brooke, Russell & Price, 

1989; Tett & Meyer, 1993), and the mechanisms through which person-organization fit 

(P-O fit) can impact these three outcome variables may be quite distinct from each other 

as well. With the above considerations in mind, items to measure organizational 

commitment were added to the final survey used for the main study (Study 2). 

Specifically, a six-item scale, originally developed by Meyer, Allen, and Smith 

(1993) was employed to measure affective commitment. Respondents were asked to 

indicate their level of agreement with each of the six statements using 7-point scale with 

values ranging from (1) strongly disagree to (7) strongly agree. Two of the six items 

were reverse-scored, similar to the original scale. Sample items were, “I really feel as if 

this organization’s problems are my own” and “I don’t feel a strong sense of belonging to 

my organization” (reverse-scored). The same measure was previously translated and used 

in the China text (Francesco & Chen, 2004) with a reported scale’s reliability of 0.91.  

In all, except for these changes, all other measurement scales included in the final 

survey were the same with those used in the pilot test (see Appendices for all the 

instruments included in Study 2). These revisions discussed above were deemed 

appropriate and necessary to ensure that the final questionnaire was suitable for the 

sample of Chinese employees described below.  
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Control Variables 

At the end of the survey, employees were also asked to provide their demographic 

information including gender, education, job position, age, and tenure (see Appendix D).   

Sample 

The sample for Study 2 was comprised of 179 Chinese workers. Of them, 96 were 

male (53.6%) and 83 were female (46.4%), with males being coded as 1 and females as 2. 

Their average tenure with their organizations was 6.6 years (SD = 4.8). Participants in my 

sample were employed in varied job categories, and 4.5% of the respondents were first-

line employees, 21.8 % were technicians,  33.5% were low-level managers, 31.8% were 

middle-level managers, and 7.3% were high-level managers. Job position was coded as 1 

for first-line employee, 2 for technician, 3 for low-level manager, 4 for middle-level 

manager, and 5 for high-level manager. An overwhelmingly majority of the respondents 

received university degree or above (92.7%) and 6.1% received associate degree. The 

respondents were also asked to provide their year of birth, from which I computed their 

age (i.e., 2015 minus year of birth). I then classified them into the two generational 

cohorts (i.e., 21-33 years as Millennials and 34-48 years as Social-Reform cohort) based 

on the adapted Yi et al.’s (2010) Chinese generational classification scheme (see Table 3-

2). It should be noted that the eldest employees in the 34-48 years are in their early 40s. 

74 respondents (41.3%) reported their ages in the 21-33 years category and 105 

respondents (58.7%) in the 34-48 years category. The demographic characteristics of the 

participants in Study 2 are presented in Table 6-1. These five demographic attributes 

were included as control variables in all subsequent multiple regression analyses because 
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they were found to be correlated with job satisfaction (e.g., Brush, Moch & Pooyan, 2007; 

Kuo & Chen, 2004), organizational commitment (e.g., Billingsley & Cross, 1992; 

Luthans, Baack & Taylor, 1987; Steers, 1977), and turnover intention (e.g., Arnold & 

Feldman, 1982). 

Table 6-1. 

Demographic Profile of Employee Participants in Study 2 (N = 179)  

 

Note. 

a Males were coded 1 and Females were coded 2. 

Analyses 

In this section, the statistical procedures to analyze the data will be discussed in 

detail. Specifically, I will organize the following discussion around the four research 

questions and carefully match research questions with appropriate analytical techniques. 
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The purpose of this dissertation is to explore two sets of research questions that focus on 

(1) comparing identified work values across generations; (2) uncovering the mechanisms 

through which P-O fit can be linked to various employee work outcomes.   

Comparisons of Work Values Between Generations 

As noted previously in Chapter 1, the first research question involved identifying 

those specific aspects of work that are commonly valued by the Chinese employees from 

the two young generations. The second research question focused on whether significant 

generational differences existed with regards to their perceived importance of work 

values. The following analyses were undertaken to address these two research questions. 

For the first question of the dissertation research, I ran a principal-component factor 

analysis with oblique rotation by fixing the number of factors to two based on the 

factoring results from the previous pilot test. Examination of the factor-loading patterns 

allowed me to determine if there was a stable two-factor structure underlying the 18 

work-value items.  

In order for me to address research question two and the first set of hypotheses, 

mean scores for each of the 18 work-value items were computed. In addition, the two 

aggregate mean scores for each of the two subscales representing extrinsic and intrinsic 

work values were also calculated. Next, one-way (generations) multivariate analysis of 

variance (MANOVA) was conducted to determine if the importance scores (dependent 

variables) on various work values differed significantly between the two age groups. 

MANOVA was chosen for the multivariate nature of the second research question that 

involved testing a set of dependent variables. Further, MANOVA should be the method 
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of choice also because of its power to detect differences across groups on a number of 

dependent variables (i.e., work values) even when there is strong correlation among them 

(Tabachnick & Fidell, 2007; Grice & Iwasaki, 2007). In all, comparisons using one-way 

MANOVA would allow me to examine the differences between the two generation 

groups regarding their preferences for the work values.  

Exploration of the P-O Fit Processes 

 Research questions three and four were related to the second overarching 

objective of the dissertation: to delineate the mechanisms linking person-organization fit 

to employee work outcomes, including job satisfaction, organizational commitment, and 

turnover intention.  

Multiple regression analysis is a statistical tool that is widely applied in 

behavioral and organizational science research to test hypothesized linkages among a set 

of variables (Cohen, Cohen, West & Aiken, 2003). In this study I conducted a series of 

hierarchical regression analyses to test the proposed moderated mediation model (Figure 

3-1) while controlling for demographics. More specifically, I examined the processes 

whereby the social exchange relationships developed with leaders and organizations may 

influence the relationships between employee P-O fit and work outcomes. Next, I will 

break down the integrative model and discuss various analytical procedures used for 

testing each hypothesis.   

For the second set of Hypotheses 2a through 2c, the main effects of P-O fit on the 

work-related outcomes were tested using hierarchical regressions. Independent variables 
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were entered into the analysis sequentially in two blocks. That is, the demographics as 

control variables were entered in the first block and then the single independent variable 

of P-O fit was entered in the second block. The significance level of the beta weight 

coefficient was used to determine if P-O fit was a significant predictor of each work-

related outcome after demographics were being controlled for. In addition, the changes in 

both the population coefficient of determination (ρ2) and the coefficient of cross-

validation (ρc2) (Kromrey & Hines, 1995; cited in Cascio & Aguinis, 2011) between 

these two steps were traced to determine how much variation in each of the three 

response variables can be attributed to P-O fit. Although both can be used as empirical 

estimates of shrinkage, there is important but often ignored distinction between these two 

parameters: “[The ρ2] is typically of interest in explanatory research, in which the purpose 

is to estimate the strength of relationship between a set of regressor variables and a 

dependent variable… In contrast, ρc2 … is of interest in predictive research, in which the 

purpose is to estimate the effectiveness of a specific prediction equation when the 

equation is applied to data other than those in which the equation is derived.” (Kromrey 

& Hines, 1995, p. 902 italic added by the author). Such failure to recognize the difference 

has given rise to confusion and critical misuse of one over the other in the literature—in 

particular, the ρ2, commonly known as the adjusted multiple squared correlation 

coefficients (adjusted R2) was exclusively reported in most management literature 

irrespective of the preconceived purpose of a corresponding study. Given the dual-

emphasis nature of the present study—both explanatory and predictive in nature—I 

calculated and reported the ρc2 (cross-validation R2) for prediction optimization using the 
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following formula (Browne, 1975; cited in Cascio & Aguinis, 2011) besides the 

commonly reported adjusted R2.  

 

Where N is the sample size (i.e., the number of employee respondents in my study) 

k is the number of predictor variables available for a regression equation; 

ρ2 is the population squared multiple correlation coefficient (the adjusted R2) on k 

predictors. 

The next focus of this study was to empirically examine the hypothesized 

moderated mediation model. In order to achieve this objective, I followed the same 

procedures as outlined by Cole, Walter, and Bruch (2008) to test the hypotheses in two 

sequential processes, Process 1 and Process 2, using an SPSS macro, developed by 

Preacher and Hayes. The proposed mediation effects of POS were tested in Process 1 

(Hypotheses 3a through 3c). In Process 2, I entered LMX as a moderator variable into the 

mediation model (Hypothesis 4a through 4c) and investigated a set of integrative 

moderated mediation hypotheses (Hypotheses 5a through 5c). To reduce concerns about 

multicollinearity (the high correlations among predictor variables including the 

interaction terms) and to better interpret results, I mean-centered the predictor variables 

prior to calculating the cross-product terms used in the analyses (Aiken, West & Reno, 

1991; Cole et al., 2008; Zhou, Shin, Brass, Choi, & Zhang, 2009;). The analytical 

procedures are described as follows:  
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(1) Process 1: Tests of Simple Mediations 

Baron and Kenny’s (1986) multi-step approach is one of the most popular 

methods among researchers to testing mediation. The simple mediation model is 

illustrated in Figure 6-2. Essentially, Baron and Kenny’s approach is built on a series of 

multiple regression analyses and mediation effect is evaluated based on regression 

coefficients. Despite its popularity, several aspects of this approach have recently 

received much criticism (e.g., Hayes, 2009; Shrout & Bolger, 2002). For example, as 

suggested by Hayes (2009), this approach was found to be “among the lowest in power” 

to detect mediation effects (or indirect effects) because it involves multiple hypothesis 

tests along the steps and thus could increase the “possibility of a decision error” (Hayes, 

2009, pp. 410-411).   

For simplicity and to clarify the confusions, a number of methodologists (Hayes, 

2009; Zhao, Lynch & Chen, 2010) have claimed that the key requirement for establishing 

mediation is to examine the indirect effect (i.e., a×b, the cross-product of coefficient a 

and b) (see the footnote in Figure 6-2); that is, to statistically determine whether it is 

significantly different from zero or not. In addition, to tackle the shortcomings of Baron 

and Kenny approach and for easy implementation, the use of SPSS macro has been 

recommended by many researchers (e.g., Preacher & Hayes, 2008; Valeri & 

VanderWeele, 2013; Zhao et al., 2010). This SPSS macro approach allows a researcher to 

probe mediation models by bootstrapping confidence intervals (CIs) of the indirect effect 

itself and thus facilitates easy interpretation of results (Cole et al., 2008; Hayes, 2015).  
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Figure 6-2*. 

The Total Effect Model and Simple Mediation Model 

 

NOTE. 

*: adapted from Hayes, 2009, p. 409. 

X: independent variable.  

Y: dependent variable.  

M: mediator variable. 

a: The coefficient for the regression of M on X.   

b: The coefficient for the regression of Y on M. 

c: The coefficient for the regression of Y on X without considering M (the total effect). 

c ′: The coefficient for the regression of Y on X with M being controlled for (the direct 
effect). 

ab: The coefficient of the indirect effect (Algebraically, c = c ′ + ab)   

(2) Process 2: Tests of Moderated Mediations 

As noted by Muller, Judd, and Yzerbyt (2005, p. 854), moderated mediation 

refers to “a treatment effect is mediated differently as a function of some moderator 

variable”. It has also been termed conditional indirect effect because the mediation effect 

is “potentially conditional on the value of one or more moderators” (Preacher, Rucker & 
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Hayes, 2007, p. 215). Regarding moderated mediation hypotheses for this study, I 

predicted that the strength of the mediation effects changes depending on the level of the 

moderator, namely, the perceived leader-member exchange quality (LMX) (integrated 

Hypotheses 5a through 5c). Following Cole and his colleagues (2008), I also employed 

an SPSS macro for testing the integrated hypotheses in combination with the moderation 

hypotheses (Hypotheses 4a through 4c). According to Edwards and Lambert (2007) and 

Hayes (2015) the moderated mediation effects proposed for this study can be 

conceptualized as the second stage moderation model, as illustrated in Figure 6-3. 

Figure 6-3*. 

The Conceptual Model for the Second Stage Moderation Model  

 

NOTE. 

*: adapted from Edwards & Lambert, 2007, p. 4 and Hayes, 2015, p. 4 

X: independent variable; Y: dependent variable; M: mediator variable; W: second-stage 
moderator variable. 

In sum, this chapter details data gathering, measurement design, and analytical 

techniques for empirically testing the specific hypotheses proposed in this dissertation. 

This overview also serves as a guide to presenting the research findings in Chapter 7 and 

discussion in Chapter 8.   
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CHAPTER VII 

RESEARCH FINDINGS 

In this chapter, I will present the findings from the statistical analysis of the 

gathered data. This chapter is organized as follows. First, I will report the descriptive 

statistics and correlations among all the variables examined in the main hypothesis-

testing study. In addition, the results of internal consistency reliability of the studied 

constructs will also be discussed. Second, the findings from factor analysis of the work-

value scale will be described. Lastly, I will present the rest of the results in light of the 

four specific research questions raised in Chapter 1. 

Descriptive Statistics and Correlation Matrix  

Table 7-1 presents the means, standard deviations, and intercorrelations for all the 

study variables and control variables included in the present study.  

Prior to further analyses, the relationships among the study variables were assessed 

using Pearson’s correlation. Specifically, as expected, age was positively related to job 

position (r = 0.24, p < 0.01) and tenure (r = 0.65, p < 0.01), education level was 

positively related to job position (r = 0.16, p < 0.05), and gender (Male = 1, Female = 2) 

was negatively related to job position (r = -0.17, p < 0.05). Regarding the correlations 

between demographics (control variables) and the key variables of interest, age was 

positively related to P-O fit (r = 0.16, p < 0.05), LMX (r = 0.19, p < 0.05), job 

satisfaction (r = 0.25, p < 0.01), and organizational commitment (r = 0.20, p < 0.01); 

position was positively related to LMX ( r = 0.22, p < 0.01), POS (r = 0.30, p < 0.01), job 

satisfaction (r = 0.27, p < 0.01), and organizational commitment (r = 0.26, p < 0.01); in 

addition, tenure was positively related to both job satisfaction (r = 0.16, p < 0.05) and 
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organizational commitment (r  = 0.22, p < 0.01). These correlations appeared to match 

what have been posited.   

Next, I also conducted an initial assessment of the correlations among the key 

variables pertaining to the hypotheses. As expected, all of them were significantly 

correlated with each other in the posited directions (p < 0.05). For example, person-

organization fit was positively related to LMX (r = 0.18, p < 0.05) job satisfaction (r = 

0.38, p < 0.01) and organizational commitment (r = 0.25, p < 0.01), and negatively 

related to turnover intention (r = -0.23, p < 0.01). Overall, all the correlations were 

consistent with the predicted P-O fit–work outcome relationship.        

Finally, as shown in table 7-1, the instruments to measure the main variables 

showed an adequate degree of internal consistency of reliability, well exceeding the 

commonly accepted threshold of 0.7—with the only slight exception of turnover intention 

at 0.67. Moreover, a comparison with previously reported values of Cronbach’s alpha in 

the China context also suggested that the measures in the present study yielded 

comparable or even better scores of internal consistency (see Table 5-4).  

Factor Analysis of Work-value Scale 

The principal-component analysis with a specified number of leading components 

resulted in an interpretable and parsimonious two-factor structure, with the 18 work 

values evenly representing distinctly extrinsic work values (9 items) and intrinsic work 

values (9 items). Specifically, factor loadings of each item on each of the two factors 

exceeded 0.50 (ranging from 0.50 to 0.85), indicating reasonably high correlations 

between the two leading factors and their individual items. I also performed additional 

analyses to assess the quality of the work-value scale. Kaiser-Meyer-Olkin  
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Table 7-1. 

Descriptive Statistics: Mean, Standard Deviation, Reliability, and Correlations for All Studied variablesa 

 

NOTE. 

a Cronbach’s alpha values as reliability estimates are in parentheses. Statistical Significance: * p < 0.05, ** p < 0.01, two-tailed 
tests with pairwise deletion.  

b Males were coded 1 and Females were coded 2. 
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 (KMO) test (0.85) and the Bartlett’s test (χ2 = 1438.45, p = 0.000) were both considered 

acceptable (Kaiser, 1974; Bartlett, 1954). The two subscales of work values showed 

adequate internal consistency for extrinsic work values (Cronbach’s alpha = 0.88) and 

intrinsic work values (Cronbach’s alpha = 0.82). Furthermore, the results also suggested 

that the two-factor model cumulatively explained 47.2% of the total variance. In addition, 

these results were consistent with the findings of the pilot study and displayed acceptable 

measurement properties. The output of factor analysis are presented in Table 7-2.  

Results Organized Around Research Questions 

Research Question 1 and 2 

The first two research questions asked in this study were: 1) What are the work 

values that are important to Chinese employees of the two younger generations? 2) Do 

those identified work values differ significantly between the two younger generations in 

China?  

In the Chinese employee sample, there is no member from the most senior 

generation at work (born before 1966, Cultural-Revolution generation). Such age 

structure of the workforce is consistent with the depiction by the key managers in the four 

companies—quick shift to the dominance of younger workers from the Social-Reform 

generation and the Millennials generation in Chinese SMEs.  

To compare the workers from the two generational cohorts with respect to work 

values, a one-way (generation cohort) MANOVA was performed between the 18 work 

values as well as the aggregated extrinsic and intrinsic work values as dependent 

variables. The complete results of MANOVA are summarized and given in Table 7-3. All  
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Table 7-2.  

Factor Loadings From Principal Component Analysis with Oblimin Rotation (Study 2) 

Chinese Employee Value Items Mean S.D. Cronbach's 
Alpha 

Factor 
Loading 

Extrinsic Work Values 3.54 0.73 0.88 
 

1. offers perks such as free meals, housing and 
transportation allowance 

  

 
0.50 

2. permits a balanced lifestyle 

  
 

0.72 

3. permits a regular routine in time and place of work 

  
 

0.71 

4. permits an accommodation of family 
responsibilities 

  

 
0.74 

5. the company is close to home or conveniently 
located 

  

 
0.78 

6. provides ample leisure time off the job 

  
 

0.85 

7. provides a comfortable work environment 

  
 

0.65 

8. provides job security  

  
 

0.78 

9. provides the opportunity to earn a high income  

  
 

0.63 
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Intrinsic Work Values 3.55 0.65 0.82 
 

10. working in a company with a good reputation  

  
 

0.51 

11. respected by others 

  
 

0.50 

12. involves working with congenial associates  

  
 

0.52 

13. makes a social contribution by the work you do 

  
 

0.74 

14. makes use of your specific educational background 

  
 

0.68 

15. provides a feeling of accomplishment 

  
 

0.77 

16. provides challenging tasks and projects 

  
 

0.72 

17. provides change and variety in duties and activities 

  
 

0.61 

18. requires originality and creativeness 

  
 

0.63 
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Table 7-3. 

Mean Scores and Significant Differences on Work Values (N = 179) 

 

  Mean 
Scoresa 

Significantc Diff
erences 

SRb SD Mb SD F-Value SR-M 

N=74  N =105  

  Extrinsic Work Values 3.59 0.82 3.50 0.66 0.57 NS 

1. offers perks such free meal, housing and transportation allowance 3.39 1.30 3.12 1.04 2.33 NS 

2. permits a balanced lifestyle 3.93 0.98 4.00 0.84 0.24 NS 

3. permits a regular routine in time and place of work 3.28 1.17 3.31 1.16 0.03 NS 

4. permits an accommodation of family responsibilities 3.95 0.95 4.06 0.77 0.75 NS 

5. the company is close to home or conveniently located 3.14 1.11 2.96 0.98 1.21 NS 

6. provides ample leisure time off the job 3.36 1.08 3.38 1.08 0.01 NS 

7. provides a comfortable work environment 3.38 1.08 3.15 1.02 2.03 NS 

8. provides job security  3.78 1.09 3.70 0.89 0.29 NS 

9. provides the opportunity to earn a high income  4.07 0.94 3.84 0.82 3.00 NS 

Intrinsic Work Values 3.51 0.67 3.57 0.63 0.31 NS 
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10. working in a company with a good reputation  3.59 1.03 3.79 0.93 1.76 NS 

11. respected by others 4.09 0.85 4.16 0.81 0.29 NS 

12. involves working with congenial associates  3.96 0.97 3.86 1.01 0.46 NS 

13. makes a social contribution by the work you do 3.23 1.18 3.43 1.03 1.44 NS 

14. makes use of your specific educational background 3.16 1.14 3.35 1.19 1.15 NS 

15. provides a feeling of accomplishment 4.08 0.93 4.10 0.80 0.01 NS 

16. provides challenging tasks and projects 3.09 1.04 3.07 1.05 0.03 NS 

17. provides change and variety in duties and activities 3.12 0.99 3.03 1.06 0.35 NS 

18. requires originality and creativeness 3.28 0.97 3.33 1.04 0.29 NS 

NOTE. 

a 5= Extremely important to me; 1= Not at all important to me. 

bM = Generation of Millennials; SR = Generation of Social Reform 

   cNS = No significant difference. 
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the importance scores for the aggregated work values range from 3.50 to 3.59 . For 

specific work values, it should be noted that both generations were found to rate as 

significantly important such work values as “respected by others”, “provides an 

opportunity to earn high income”, and “provides a feeling of accomplishment”. Given 

that all responses were made on a five-point Likert scale, the results indicated that most 

work-value items retained in the final instrument were rated as close to “significantly 

important” by all respondents. In all, the mean scores suggested that these work values 

were indeed deemed important to the Chinese workers from both generational cohorts. 

To answer the second research question, work-value differences between the 

Social-Reform generation and Millennial generation were examined. The generational-

difference hypotheses predict that compared with the Social-Reform generation the 

Millennial generation will exhibit higher preference towards intrinsic work values that 

are closely tied to the work itself while scoring lower on the importance of rewards 

external to work. A one-way multivariate analysis of variance (MANOVA) revealed no 

significant difference between the two generations when all these work values were 

considered jointly (Wilk’s λ = 0.91, F(18, 160), p = 0.638). Following the MANOVA, a 

series of univariate F-tests were performed. The mean scores and standard deviations on 

each of the 18 work-value items are presented in Table 7-3. Based on the comparison of 

the specific work values and the two aggregate scores of extrinsic and intrinsic work 

values there were no statistically significant differences found between the two 

generations (see Table 7-3). Thus, the hypotheses that predicted significant differences 

between the two generations in respect to extrinsic and intrinsic work values were not 

empirically supported.  



93 
 

Research Question 3 and 4  

The second set of research questions were asked to guide my subsequent 

exploration of mechanisms for deciphering the work-value-based P-O fit processes, 

through which work values are linked to employee work attitudes and behaviors. 

Specifically, the two research questions were: 3) What is the relationship between P-O fit 

and work-related outcomes (i.e., job satisfaction, organizational commitment, and 

turnover intention) that are of interest to organizations in Chinese organizations? 4) What 

are the roles played by POS and LMX in influencing the linkages between P-O fit and 

work-related outcomes of interest to organizations?      

For research question three and four, a series of hypotheses were tested using 

hierarchical regression analyses with the five demographics variables being controlled for. 

Table 7-4 presents a summary of the results for Hypotheses 2a, 2b, and 2c.  

As Table 7-4 reveals, P-O fit was a significant predictor for job satisfaction (β = 

0.35, p < 0.001), organizational commitment (β = 0.22, p < 0.01), and turnover intention 

(β = -0.23, p < 0.01). These results provided empirical support for the predicted main 

effects of P-O fit on the employee work outcomes after the demographic variables were 

controlled for. In addition, with the inclusion of the variable of P-O fit, the explained 

variance in job satisfaction, organizational commitment, and turnover intention rose by 

12%, 5%, and 5% respectively. These increases in R2 were found to be all statistically 

significant, ∆F(1, 170) = 25.42, p < 0.00001 (Job Satisfaction), ∆F(1, 169) = 9.56, p < 

0.01(organizational commitment), and ∆F(1, 170) = 10.18, p < 0.01(turnover intention). 

Thus, support was found for the main effects of P-O fit (H2a, H2b, and H2c). 
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Table 7-4. 

Results of Hierarchical Regression Analysis with Job Satisfaction, Organizational Commitment, and Turnover Intention as 
Outcome Measuresa  

Variables 
Job Satisfaction  

Organizational 
Commitment  Turnover Intention 

M1 M2  M1 M2  M1 M2 
Controls         

Genderb -0.03 -0.04  -0.02 -0.02  0.06 0.06 
Age 0.18 0.10  -0.20 -1.71  0.22 0.28 
Education -0.06 -0.07  -0.08 --0.09  0.04 0.05 
Position 0.23 0.23  0.20* 0.26**  -0.19* -0.19* 
Tenure -0.003 0.03  0.39* 0.41**  -0.31* -0.33* 
ΔR2  0.11  0.14   0.09  

Main effects         
P-O fit  0.35***   0.22**   -0.23** 
ΔR2  0.12                      0.05   0.05 

Overall R2           0.23                     0.18            0.14 
Adjusted R2 (R2

adj)           0.20            0.15                                   0.11    
Cross-validated R2 (R2

cv)           0.18                                     0.13                                       0.09 
Overall model F           8.25***            6.26***            4.59*** 

NOTE.  

a Statistical Significance: * p < 0.05, ** p < 0.01, ***p < 0.001, two-tailed tests with pairwise deletion.  

b Males were coded 1 and Females were coded 2. 

 



95 
 

For testing the proposed mediation effects, a series of regression analyses were 

performed using an SPSS macro created by Preacher and Hayes, while controlling for the 

five demographics variables. Figure 7-5 displays the complete estimates of the indirect 

effects of P-O fit on work outcomes through POS as the hypothesized mediator 

(Hypotheses 3a, 3b, and 3c). The SPSS macro output indicated that P-O fit was a 

significant predictor of POS (B = 0.39, t = 4.62, p < 0.001), and that POS was a 

significant predictor of job satisfaction (B = 0.64, t = 6.58, p < 0.001), organizational 

commitment (B = 0.93, t = 9.04, p < 0.001), and turnover intention (B = -0.64, t = -6.72, p 

< 0.001). In addition, P-O fit’s unstandardized regression weight coefficient on job 

satisfaction decreased after controlling for POS, although still remained statistically 

significant (B = 0.35, p < 0.001), suggesting that the direct effect of P-O fit on job 

satisfaction was only partially transferred through POS—that is, partial mediation 

according to Baron and Kenny (1986). In the similar vein, P-O fit was no longer a 

significant predictor for organizational commitment ( B = 0.05, n.s.) and turnover 

intention (B = -0.12, n.s.) after controlling for POS, suggesting full mediation in the sense 

that POS completely mediated the effects of P-O fit on both organizational commitment 

and turnover intention (Baron & Kenny, 1986; Holmbeck, 1997). The results above 

provided support for the proposed mediation hypotheses. Finally, the indirect effects in 

the mediation models were further tested using a Bootstrap estimation approach with 

5000 samples. The Bootstrap results also confirmed that the mediated effects of POS 

were statistically significant and had the predicted signs, job satisfaction path (B = 0.25, 

SE = 0.07, 95% CI = 0.11, 0.37), organizational commitment path (B = 0.28, SE = 0.07, 

95% CI = 0.13, 0.40), and turnover intention path (B = -0.25, SE = 0.07, 95% CI = -0.38, 
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-0.11), which all did not include zero. Therefore, the three mediation Hypotheses 3a, 3b, 

and 3c were supported based on the results discussed above.  

The complete results from testing the proposed interaction hypotheses are 

displayed in Table 7-6-1, 7-6-2, and 7-6-3. As for Hypotheses 4a, 4b, and 4c, I speculated 

that there is a positive interaction effect between POS and LMX on work-related 

outcomes, such that the relationship between POS and job satisfaction and organizational 

commitment is stronger when LMX quality is high rather than low, while the interaction 

effect is negative and significant for turnover intention. The statistical findings 

demonstrated that the interaction term between POS and LMX, represented by the 

product POS × LMX, was positive and statistically significant for both job satisfaction 

path (B = 0.19, t = 2.91, p < 0.01) and organizational commitment path, B = 0.16, t = 3.01, 

p < 0.01). However, the interaction term was not statistically significant for turnover 

intention path (B = -0.06, t = -0.98, n.s.), although showing the predicted negative sign. 

Thus, Hypotheses 4a and 4b were supported but not Hypothesis 4c. 

The findings obtained in testing the three proposed moderated mediation models 

are also summarized in Table 7-6-1, 7-6-2, and 7-6-3. As originally predicted, the 

mediation effects of POS on the connections of P-O fit, job satisfaction, and 

organizational commitment were conditional upon the level of LMX at one standard 

deviation above the mean, at the mean, and at one standard deviation below the mean. 

Specifically, for the job satisfaction path, the bootstrapped indirect effects varied from 

0.21, 0.14, to 0.07 at the different levels of LMX mentioned above. Additionally, the 

bootstrapped index of conditional indirect effects also corroborated the expectation (B = 

0.06, SE = 0.03, 95% CI = 0.02, 0.13), because zero didn’t fall into the 95% confidence  
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Figure 7-5. 

The Indirect Effects of P-O Fit on Work Outcomes through POS 

 

Note. *p<.05, **p<.01, ***p<.001; unstandardized regression weight coefficients from the output of an SPSS macro were shown; 
gender, age, education, job position, and tenure all have been controlled for in all mediation models above. 
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Table 7-6-1. 

Regression Results for Conditional Indirect Effect (Job Satisfaction as the Dependent Variable) 

Predictor B SE t p 

 
Job Satisfaction (JS)  

Constant 0.85 1.71 0.49 0.62 
Person-organization fit (P-O fit) 0.36 0.11 3.14 0.002 
Perceived organizational support (POS) 0.42 0.11 3.73 0.000 
Leader-member exchange (LMX) 0.31 0.09 3.37 0.000 
POS × LMX 0.19 0.06 2.91 0.004 

 
Perceived organizational support (POS) 

Constant 0.08 1.35 0.06 0.95 
Person-organization fit (P-O fit) 0.33 0.09 3.76 0.000 
Leader-member exchange (LMX) Boot indirect effect Boot SE Boot LL 95%CI Boot UL (95%) CI 

 Conditional indirect effect at LMX = M ± 1 SD 
-1 SD  0.07 0.05 -0.01 0.20 
M 0.14 0.05 0.06 0.27 
1 SD 0.21 0.07 0.10 0.36 
Overall Index of Moderated Mediation Index Boot SE Boot LL 95% CI Boot UL 95% CI 

 0.06 0.03 0.02 0.13 
NOTE. 

Unstandardized regression weight coefficients with all the five demographics being controlled for were reported. Bootstrap size = 
5000. LL = lower limit; UL = upper limit; CI = confidence interval. 
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Table 7-6-2. 

Regression Results for Conditional Indirect Effect (Organizational Commitment as the Dependent Variable) 

Predictor B SE t p 

 
Organizational Commitment 

Constant 4.04 1.40 2.88 0.004 
Person-organization fit (P-O fit) 0.07 0.09 0.80 0.425 
Perceived organizational support (POS) 0.54 0.09 5.86 0.000 
Leader-member exchange (LMX) 0.28 0.08 3.65 0.000 
POS × LMX 0.16 0.05 3.01 0.003 

 
Perceived organizational support (POS) 

Constant 0.27 1.35 0.20 0.84 
Person-organization fit (P-O fit) 0.33 0.09 3.69 0.000 
Leader-member exchange (LMX) Boot indirect effect Boot SE Boot LL 95% CI Boot UL 95% CI 

 Conditional indirect effect at LMX = M ± 1 SD 
-1 SD 0.12 0.06 0.03 0.28 
M 0.18 0.06 0.08 0.30 
1 SD 0.24 0.06 0.11 0.37 
Overall Index of Moderated Mediation Index Boot SE Boot LL 95% CI Boot UL 95% CI 

 0.05 0.02 0.01 0.11 
NOTE. 

Unstandardized regression weight coefficients with all the five demographics being controlled for were reported. Bootstrap size = 
5000. LL = lower limit; UL = upper limit; CI = confidence interval. 
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Table 7-6-3. 

Regression Results for Conditional Indirect Effect (Turnover Intention as the Dependent Variable) 

Predictor B SE t p 

 
Turnover Intention 

Constant 4.27 1.70 2.51 0.013 
Person-organization fit (P-O fit) -0.19 0.11 -1.65 0.101 
Perceived organizational support (POS) -0.52 0.11 -4.59 0.000 
Leader-member exchange (LMX) -0.21 0.09 -2.28 0.024 
POS × LMX -0.06 0.06 -0.98 0.326 

 
Perceived organizational support (POS) 

Constant 0.08 1.35 0.06 0.95 
Person-organization fit (P-O fit) 0.33 0.09 3.76 0.000 

Leader-member exchange (LMX) Boot indirect effect Boot SE Boot LL 95% CI Boot UL 95% CI 

 Conditional indirect effect at LMX = M ± 1 SD 
-1 SD  -0.15 0.07 -0.33 -0.04 
M -0.17 0.06 -0.32 -0.07 
1 SD -0.20 0.06 -0.34 -0.09 
Overall Index of Moderated Mediation Index Boot SE Boot LL 95% CI Boot UL 95% CI 

 -0.02 0.03 -0.07 0.03 
NOTE. 

Unstandardized regression weight coefficients with all the five demographics being controlled for were reported. Bootstrap size = 
5000. LL = lower limit; UL = upper limit; CI = confidence interval. 
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interval. Likewise, for the organizational commitment path, the bootstrapped indirect 

effect varied from 0.24, 0.18 to 0.24 at the three levels of LMX; the bootrapped index of 

conditional indirect effect was also significantly different from zero (B = 0.05, SE = 0.02, 

95% CI = 0.01, 0.11). However, the conditional indirect effect for the turnover intention 

path was not supported by the empirical evidence because the bootstrapped index of 

conditional indirect effect was not significantly different from zero, B = -0.02, SE = 0.03, 

95% CI = -0.07, 0.03, which included zero. These Bootstrap results above, thus, further 

corroborated the expectations on conditional indirect effects. Collectively, Hypothesis 5a 

was supported such that the indirect effect of POS on the relationship between P-O fit 

and job satisfaction changed in strength depended on the different levels of LMX quality 

that employees tended to develop with their supervisors. Similarly, the moderated 

mediation model of organizational commitment (H5b) was also supported but no 

supportive evidence from the results was found for Hypothesis 5c of the moderated 

mediation model of turnover intention.  

In summary, the research findings empirically established the mediating role of 

POS in the relationships between P-O fit and such work attitudes as job satisfaction and 

organizational commitment. Equally interesting, however, was the discovery that the 

mediation effects of POS varied across the level of LMX and that the overall moderated 

mediation was found to be statistically significant only for job satisfaction and 

organizational commitment but not for turnover intention.  
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CHAPTER VIII 

DISCUSSION AND CONCLUSION 

With increased representation of young workers in the workforce, we are facing 

many challenges in managing the growing population of young workers. Recent literature 

has pointed out that new issues and problems spawned by age diversity in the workplace 

are likely to emerge and become increasingly important to tackle in the foreseeable future. 

Therefore, there is an urgent need for companies to gain a better grasp of work values—

manifested as employees’ expectations of various work needs—especially those of young 

workers (Loughlin & Barling, 2001; Twenge et al, 2010). Moreover, understanding the 

mechanisms whereby work values are linked to employee work-related outcomes is of 

crucial importance to business firms and other organizations that are in the forefront of 

coping with new HR challenges related to the unfolding population trend while striving 

to build a fully engaged and highly motivated workforce.  

The purpose of this dissertation was to achieve two main objectives: 1) explore 

the work values of young Chinese workers with a balanced focus on both generational 

differences and similarities; 2) investigate how person-organization fit (P-O fit)—largely 

hinged upon the needs-supply related to work—might be related to perceived 

organizational support (POS), leader-member exchange (LMX), and important employee 

work-related outcomes. In this chapter, the research findings of the current study will be 

put into perspective of previous research so as to offer theoretical and practical insight 

into the work-value profile of young workers and the work-value-based P-O fit processes. 

The subsequent discussion of the results is organized around the four key research 

questions to highlight the implications of these findings. At the end of the chapter, I will 
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conclude with the limitations of the present study and propose potentially fruitful venues 

for future research. 

Work-value Profile of the Two Young Generation Cohorts 

Drawing on research on theory of generations and work values, the present study 

was intended to directly compare the two younger generation cohorts (i.e., Social-Reform 

Generation, and Millennial Generation) in the Chinese workforce with regard to the 

magnitude of importance each generation attaches to various work priorities. The 

comparison in the study, overall, did not show statistically significant generational 

differences in work values among the young Chinese employees. Furthermore, when it 

comes to the rating of each work value item under the two work-value dimensions (i.e., 

intrinsic work values and extrinsic work values), there were considerable generational 

similarities in all the 18 specific work values tested in the study.  

The generation cohort theory contends that employees from different generation 

cohorts would vary in their perception of the importance of various work aspects because 

unique social forces each generation has been exposed to during impressionable years can 

significantly shape their values. As such, it was expected that, when compared with their 

older counterparts from the Social-Reform generation, the younger Millennial employees 

would exhibit stronger preferences for those needs intrinsic to the work itself while 

attaching lesser importance to those rewards external to work. Contradictory to my 

predictions, the sampled Social-Reform and Millennial employees scored similarly on 

valuing both intrinsic work values (e.g., achievement and accomplishment, challenging 

and meaningful work) and extrinsic work values (e.g., pay and working conditions). 
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These results are in direct contrast to those found in similar studies in Western societies, 

where research findings were contradictory at best. For instance, Lyons, Duxbury, and 

Higgins (2007) found that the two most recent generations in Canada—Generation Xers 

(born 1965-1979) and Generation Y (born after 1980)—did show large and meaningful 

differences in both openness to change and self-enhancement; more specifically, 

Canadian GenYers scored lower on openness to change and higher on conservation 

values than their GenXer counterparts. In another comparative study, based on their 

analysis of work values of US employees in the hospitality industry, Chen and Choi 

(2008) showed that Gen Xers reported significantly higher scores on security and 

independence than Gen Yers. 

These unexpected findings of the current study could be subject to three possible 

interpretations. First, the results on extrinsic work values could be a reflection of deep-

rooted cultural influence, which can be traced to traditional Confucian teachings. One 

dominating and fundamental Confucian ideal is related to filial piety (xiao) that bounds 

children to respect for, obey, and care for their parents and elderly family members. 

Within the Chinese society, filial piety primarily defines adult children’s obligation to 

reciprocate the receipt of care and welfare provided by their parents and elders when they 

were young. Hence, members from the two Chinese younger generation cohorts are 

facing enormous social and economic pressures while striving to fulfill filial 

responsibility, and, as a result, similarly valued material rewards associated with work. 

Second, another possible explanation for the generational commonalities on both 

extrinsic and intrinsic work values could be linked to the life-stage perspective. 

According to Erikson (1982) and Levinson (1978), when individuals pass through various 



105 
 

developmental stages in their entire life including, but not limited to, entry into a full-

time employment, marriage, and parenthood, they tend to face with different challenges 

and thus may experience orderly changes in their behavior, value orientation, and 

individual needs over time. Accordingly, as people get old they become less aggressive 

and more nurturing, and aim at self-transcendence and commitment to helping others for 

promoting societal welfare. Thus, the observed generational similarities in work needs 

could be attributed to the same life-cycle stage that the two generation cohorts were going 

through at the time of the study. This may be particularly true with reference to the 

collected demographic information from the employee respondents. For example, the 

average age difference between the two generation cohorts was about 8 years in the 

sample, suggesting their closeness in age. In addition, the participants in the study were 

predominantly well-educated; the majority of the sample (93%) held university and 

above degrees. 

Third, these generational commonalities might be a result of the overarching 

economic transformation in China that members from the two generation cohorts have all 

been exposed to. Regarding each work-value factor, the younger Chinese employees 

showed important similarities. Notably, job security in the present study was consistently 

rated as highly important by both generations. Of particular relevance to HRM in China 

is the diffusion of such institutionalized HRM practices as labor contracts and 

performance-related rewards systems in the early1980s, which gradually replaced the 

“iron rice-bowl” (tie fan wan) (Cooke, 2009; Ding, Goodall & Warner, 2000)—that means, 

under this system workers were provided with almost guaranteed job tenure. To reform 

and smash the “iron-rice bowl”, these above-mentioned Western-style HRM practices 
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were put in place in the hope to foster competition and promote efficiency within Chinese 

business organizations. As a result, when “iron rice-bowl” employment system finally 

phased out, so did the sense of guaranteed employment security that was associated with 

it. Therefore, it would be equally desirable for employees—irrespective of generational 

membership—when an employer can offer employment stability and job security. 

In summary, the comparisons between the two young generations in the Chinese 

workplace overall didn’t provide evidence to support the generational difference 

hypotheses among young workers. This finding highlights the necessity that the reader 

use caution to avoid stereotypical thinking towards age-based generation cohorts, which 

is in line with a recent meta-analytic review study showing that many commonly held 

generalizations on age stereotypes may not be sustained (Ng & Feldman, 2012). More 

importantly, instead of fueling the negative age bias in the workforce, I suggest to further 

develop appreciation of the underlying reasons for those observed generational 

differences or similarities, which can be the first step in bridging generational gap in the 

workplace. 

Mechanisms Liking P-O Fit to Employee Work Outcomes 

Both researchers and practitioners alike have long recognized the importance of 

the employee’s perceived P-O fit for its impact on employee attitudes and behaviors. 

However, scholars have yet to develop a theoretically sound and parsimonious way of 

capturing or operationalizing the seminal conception of P-O fit—hinged upon value 

congruence. Additionally, much recent research has increasingly placed emphasis on 

deciphering the complex P-O fit processes by turning attention to identifying the 
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boundary conditions under which the P-O fit theory may or may not hold. In the present 

study, I integrated the needs-supplies fulfillment approach of P-O fit and the fit concept 

in the strategy literature to develop a coherent, theory-driven measure of P-O fit. 

Furthermore, to unpack the underlying P-O fit processes, I then drew on social exchange 

theory to offer a more comprehensive view of the pathways leading from the work-value-

based P-O fit to the three central work outcomes.   

Consistent with previous research, there is robust evidence in the present study for 

supporting the main effect hypotheses 2a through 2c. Specifically, as predicted, I found 

that P-O fit was positively related to both employee job satisfaction and affective 

organizational commitment, while being negatively related to employee intention to leave. 

In addition, the results of my study also provided strong support for the mediating role of 

POS in the relationships between P-O fit and important work outcomes. Furthermore, in 

line with my predictions, LMX was found to moderate the relationships between POS 

and its two work outcomes (i.e., job satisfaction and organizational commitment). These 

findings overall suggested that LMX mitigates or buffers the negative consequences of 

low-quality exchange relationships between employees and their employers. Another 

important finding of the study is that the indirect effect of POS leading from P-O fit onto 

the two outcomes (i.e., job satisfaction and affective organizational commitment) varied 

significantly as a function of LMX levels, suggesting overall moderated mediation. 

However, the lack of statistical support for either the LMX moderation or the moderated 

mediation pathways for turnover intention is quite intriguing and puzzling. Although 

unexpected, my non-finding of the hypothesized pathways may not necessarily prove 

their non-existence, but may be attributed to the lack of wide variance in perceived LMX 
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quality (mean = 4.67, SD = 1.13)—which is understandable given the homogeneous 

sample of employees with respect to their demographic characteristics. Another 

explanation may be related to the complexity of turnover intention as a convoluted 

psychological and emotional process—heavily influenced by vital cues that employees 

receive through social interaction at work. In this case, such socially constructed cues 

may not be fully reflected by LMX, or employees’ exchange relationships with their 

leaders. 

Significance of the Study 

Theoretical Contributions 

The research findings from this study have made several contributions to theory 

development and research in the realm of generation management within organizational 

settings. First, in responding to the call for adding generation and culture as two 

additional research domains to resuscitate the stream of research on work values  (Leuty 

& Hansen, 2011), the study extends our current knowledge of employee work values and 

generational differences/similarities manifested in the workplace. Second, by paying 

particular attention to potential sub-cultural variations associated with generational 

cohorts within a country, this study overcomes the questionable assumption of cultural 

homogeneity, which is common in cross-cultural management research. Most notably, 

this study represents an important initial step to shift away from the focus on primarily 

demonstrating differences across cultures—prevailing in the existing cross-cultural 

research—by devoting equal attention to theoretical considerations that can help explain 

those differences or similarities (Au, 1999; Malpass, 1977).  
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The present study also offers major contributions to the theories of P-O fit and 

social exchange relationships in three ways. First, the findings highlight the importance 

of P-O fit that is hinged upon the alignment of employee work values. Second, the results 

add credence to the accumulating evidence suggesting the wider cross-cultural 

generalizability of P-O fit and its effects (Kim et al., 2013; Oh, et al., 2014). Third, taking 

a social exchange theory perspective, the current research also identifies the boundary 

conditions and incorporates them into the P-O fit theory to present a more comprehensive 

and complete view of P-O fit processes. The study results from examining the proposed 

mechanisms involved in P-O fit processes shed more light to illuminate how fit 

perception is formed and then exerts influence on work attitudes and behaviors desirable 

to organizations in conjunction with the two crucial psychological experiences at work, 

POS and LMX. 

Second, whereas there have been some research to examine the age-

related generational differences in work values and find important differences, 

research findings were contradictory at best (Lyons & Kuron, 2013). One possible 

explanation for the lack of consistency across studies may stem from the 

variations in operationalizations of the key construct of work values because it is 

most likely that “generations may not always see eye-to-eye due to different 

interpretations of item content.” (Meriac, Woehr & Banister, 2010, p. 322). The 

above critique, while insightful and valuable, falls short of providing practical 

guidance for addressing the measurement equivalence issue. Such measurement 

concern is of particular relevance to the present study conducted in China, where 
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sub-national variations can be extreme (e.g., Redfern & Crawford, 2010; Tung & 

Verbeke, 2010), such as those among generations within organizational settings (Cox, et 

al., 2014; Li & Nimon, 2008). By using multiple-step scale development and validation, I 

was able to tackle, from the outset, the specific concern towards studying work values 

across different age groups and thus to add confidence in drawing strong conclusions 

from the present work.  

Third, a careful literature review suggested that the most commonly adopted P-O 

fit measure involves asking respondents to rate the level of congruence they perceive 

with their employers (Kristof, 1996). Although the application of this subjective model 

has received mounting criticism for its lack of sophistication and one-dimensionality 

without fully tapping the breadth of fit concept (Cable & DeRue, 2002; Venkatraman, 

1989), to date, there is little systematic effort devoted to optimizing the P-O fit measure. 

My dissertation represents a comprehensive effort aiming at developing a more coherent 

framework for measuring P-O fit by integrating the fit operationalization drawn from 

previous literature (Joshi, Kathuria, & Porth, 2003; Venkatraman, 1984) with the seminal 

conceptualization of value-based P-O fit (Chatman, 1989; Kristof, 1996). In so doing, I 

have proposed a new approach to study P-O fit, offering a potentially useful way to 

achieve greater integration of the P-O fit literature that has been criticized for being 

highly fragmented and lacking coherence in the past (Edwards, 2008; Edwards & Cable, 

2009; Yu, 2014). 

Managerial Implications 

From a practical perspective, this study also adds incremental value in informing 

HR practices in organizations with evidence-based information. That is, it intends to 
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bring to light the ways how members from the different cohorts may value work 

aspects differently or similarly. Although no significant differences in work 

values between the two young generations were detected, I caution the reader not 

to make extreme interpretations from this non-finding; instead, it might be still 

warranted for organizations not to completely ignore the potentially crucial 

differences across generations while aiming at better understanding the 

underlying causes for the observed generational differences or similarities. 

In addition, in order to devise effective as well as flexible HR practices 

conducive to an employee’s individual work needs, it is important for 

organizations to constantly monitor what employees may value the most. 

Managers may also need to learn new ways to leverage such knowledge, given 

their continued focus on effectively attracting and retaining talented employees in 

the increasingly intensified war for talent worldwide, and in China, in particular. 

For example, managers may have much to gain by paying attention to both 

extrinsic and intrinsic aspects related to work so as to more effectively redesign 

job and manage work flow and thus to increase their motivational potential. It 

should also be noted that not all work-value factors may carry equal weight, with 

regards to motivational properties, in influencing work outcomes. Hence, some 

caution appears appropriate that organizations may need to evaluate the benefits 

against the potential costs related to implementing customized HR strategies to 

target specific work needs of employees so as to increase the relevance and 

effectiveness of such investment. 
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From the current study, I have also attempted to derive relevant practical 

implications by shedding more fresh light on the P-O fit processes whose understanding 

understanding may have the potential to assist managers in designing effective 

organizational interventions that will likely induce the desired work outcomes of 

employees. As amply demonstrated both in this research and elsewhere in most previous 

studies, P-O fit is found to be positively related to job satisfaction and organizational 

commitment while being negatively associated with turnover intention. These findings 

highlight the importance for organizations to take employee work values into 

consideration when crafting HR strategies. In practice, the specific work values 

uncovered as highly valued by the employees may serve as a good starting point for 

managers wishing to search for useful ways of enhancing employees’ feelings of fit and 

sense of affiliation with their employer and thus keeping them actively engaged in their 

jobs. Indeed, organizations may benefit from undertaking tactics that serve to fulfill 

employee’s work needs and ensure high employee value congruence. 

The empirical evidence has further pointed to the critical, while functionally 

distinct, roles played by LMX and POS in influencing the P-O fit processes. In that 

regard, business firms and other organizations are encouraged to concentrate efforts in 

promoting the development of a focal employee’s quality relations with both the leader 

and the organization. To achieve those objectives, organizations may consider offering 

training and development programs to equip managers with the necessary skills for 

effectively forming positive and supportive LMX with subordinates. Building on the 

knowledge of employee work values organization leaders may also consider using a 

variety of ways to recognize and appreciate their subordinates by helping them set 
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realistic goals, providing timely feedback on performance as well as ongoing 

guidance when needed. Another way for organizations to enhance employee sense 

of POS is to build a thriving value-based organizational culture that promotes 

employee well-being and personal growth, and in turn fosters employee bonding 

with the organization. 

Limitations of the Study and Implications for Future Research 

In spite of the aforementioned contributions of the present study, there are several 

limitations that still merit further discussion and future investigation. First, this study 

found no empirical support to generational theory when explaining the differences in 

work values across the generations suggests that unique socio-cultural and historical 

events may not fully capture the complexity of the concept of generation. The failure to 

obtain statistical evidence for the hypothesized work-value differences between the two 

Chinese younger generations does not necessarily negate the generation theory. As I have 

mentioned above, the complex interaction between employees and their immediate 

environment settings such as family and workplace, is likely to exert substantial 

influences in shaping their work value orientation while being socialized into the world 

of work (Loughlin & Barling, 2001). As such, in future studies, researchers need to 

incorporate other most influential contextual factors into the conceptualization of 

generation and explore the role played by those environmental characteristics (Joshi et al., 

2010; Lyons and Kuron, 2013) to further enhance our understanding of the multifaceted 

generational phenomena. Furthermore, despite the research focus on young workers, the 

lack of representation of participants from the old, Cultural-Revolution generation in the 
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sample may limit the study’s generalizability. Therefore, future research should aim at 

expanding sampling scope to obtain a larger sample representative of the Chinese 

employees from all the three dominant generation cohorts in the work environment. In 

order to do so, I suggest that future researchers may need to shift research setting from 

SMEs in the present study to SOEs that still hire a considerably large population of old 

workers. 

The second limitation lies in the methodology that is used to study generational 

differences in work values. Because the age-based generational effects are inevitably 

intertwined with age-based life-cycle effects, the cross-sectional research design 

implemented in this study will not be able to allow us to disentangle these effects. As 

suggested by many other scholars (Au, 1999; Cogin, 2012; Parry & Urwin, 2011; 

Twenge et al., 2010), longitudinal study with comprehensive data collection effort, as 

well as more sophisticated research method should be utilized in the future research 

endeavor to shed more light on this topic. Moreover, in addition to age-based generation 

cohorts, research on other individual characteristics, such as gender, personality, and 

birthplace is needed. It would also be interesting to explore how they may interact with 

generation membership and ultimately link to individual work values. More research 

should also be extended to consider other countries beyond China if we are to better 

grasp the within-country generational phenomena. For example, one research question 

that might arise is whether the same value patterns across generations hold for the other 

three BRIC emerging-market countries, as significant sub-national differences have been 

found for Brazil (Lenartowicz & Roth, 2001), Russia (Atsmon, Kertesz & Vital, 2011), 

and India (Atsmon et al., 2011) 
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Last but not least, the present study demonstrated the usefulness of integrating 

work values and social exchange perspectives to uncover important insight into the P-O 

fit processes. Notably, however, only two key aspects of social exchange within the 

organization were examined (i.e., POS and LMX). Future researchers should incorporate 

into the P-O fit model other exchange relationships and explore their effects on the 

relation between P-O fit and work outcomes. For example, P-O fit is likely to affect 

coworker exchanges (CWX), the exchange relationships formed by the focal employee 

with his/her coworkers (Sherony & Green, 2002), and trust in organization and supervisor 

(Aryee et al., 2002), which might ultimately influence employee work attitudes and 

behaviors.  

Conclusion 

The increasing representation of young workers in today’s workplace and the 

rising complexity of managing an age-diverse workforce that comes along with it 

necessitate organizations to re-evaluate their human resource policies and practices so as 

to address imminent HR challenges pertaining to staffing, motivation, and training and 

development. One such primary focus related to generational phenomena in the work 

context involves gaining a better and fundamental grasp of employees’ work values.  

With the current study I hope to “cast a brick to attract a jade” (pao zhuan yin yu), 

encouraging more research efforts to cast a wider net to capture more in-depth 

mechanisms behind the change in work values across generations as well as to gain a 

deeper understanding of the value-based person-organization fit processes. After all, 

organizations and policy makers, well equipped with these insights, may arguably be 
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better positioned to craft flexible HR policies that may help more effectively manage 

employee work needs. In so doing, organization leaders may also help promote and 

nurture the type of supportive work environment, where all employees irrespective of 

their generational membership can work effectively together and continue to thrive and 

prosper.   
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Appendix B: Combined Survey of Job-satisfaction Scale (Cammann, Fichman, Jenkins, 
& Klesh, 1983), Organizational-commitment Scale (Meyer, Allen, & Smith, 1993; Allen 
& Meyer, 1996), and Turnover-intention Scale (Cammann, Fichman, Jenkins, & Klesh, 
1979) 
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Appendix C: Combined Survey of Perceived Organizational Support (POS) Scale 
(Settoon, Bennett, & Liden, 1996) and Leader-Member Exchange (LMX) Scale (Liden, 
Wayne & Stilwell, 1993) 
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