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In the education industry, especially in private colleges, teachers' job 

performance is crucial to the school's teaching quality and students' development. This 

study aims to explore how organizational atmosphere and psychological capital affect 

the job performance of young teachers in private colleges, and further analyze the 

mediation of work engagement and the regulation of psychological contract in this 

process. Studies have shown that a positive organizational atmosphere helps to improve 

employees' job satisfaction and engagement, thereby improving their job performance. 

In the specific environment of private colleges, young teachers are the main force of 

teaching and scientific research. The organizational atmosphere they perceive will 

directly affect their work attitude and behavioral performance. Teachers with high 

psychological capital can more effectively cope with challenges at work, maintain a 

positive work attitude, and thus show higher job performance. For young teachers in 

private colleges, having good psychological capital is not only conducive to personal 

career development, but also plays an important role in improving the overall teaching 

quality. 

Work engagement is an indicator to measure teachers' enthusiasm and 

concentration at work, which reflects teachers' sense of identity and participation in 

their work. This study assumes that work engagement plays a mediating role between 

organizational atmosphere and psychological capital and job performance. That is, 

organizational atmosphere and psychological capital enhance teachers' work 

engagement and thus improve their job performance. In addition, as an informal 

agreement between employees and organizations, the psychological contract contains 
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the expectations and obligations of both parties. In this study, the psychological contract 

is regarded as a regulating variable, which will be explored whether it may affect the 

regulation effect of work engagement on job performance of young teachers in private 

colleges. The research method adopts a quantitative questionnaire method to collect 

data from 704 young teachers from many private colleges across the country, and uses 

a structural equation model for data analysis. The results show that both organizational 

atmosphere and psychological capital positively predict work engagement. Work 

engagement positively predicts job performance; and work engagement plays a partial 

mediating role between the two and job performance. The regulation effect of 

psychological contract on work engagement and job performance is not significant, 

which may be determined by the particularity of the young teacher group in private 

colleges. 

In summary, this study reveals the influencing mechanism of organizational 

atmosphere and psychological capital on the job performance of young teachers in 

private colleges. The engagement in supportive organizational atmosphere and the 

development of teachers' psychological capital may improve job performance. Work 

engagement plays a mediating role, while the regulating effect of psychological 

contract is not significant in the young teachers group in private colleges. Therefore, 

for university administrators, creating a positive organizational atmosphere, paying 

attention to and cultivating teachers' psychological capital, and continuously improving 

the management of psychological contracts will help improve the job performance of  
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CHAPTER 1 

 

INTRODUCTION 

1.1 Research Background 

1.1.1 Social Background 

1)  China's private colleges are an important part of higher education 

Over the past 40 years of reform and opening up, private colleges, as an 

important part of China's higher education system, have cultivated a large number of 

talents for social development and economic construction. After entering the 21st 

century, China's higher education has entered a stage of intensive development with 

quality improvement as the core. In this context, private colleges must transform to 

achieve high-quality and sustainable development (Wang, 2023). The report of the 20th 

National Congress of the China Communist Party pointed out that it is necessary to 

“deepen the implementation of the strategy of rejuvenating the country through science 

and education, the strategy of strengthening the country through talents, and the strategy 

of innovation-driven development, open up new fields and new tracks for development, 

and constantly create new momentum and new advantages for development” (Xi, 

2022). Human resources are the most critical competitive resources. Schools are places 

for disseminating knowledge and cultivating talents. More attention should be paid to 

the development and utilization of human resources. For private colleges, the core 

concept of “people-oriented” must be firmly established in the management process, 

and the enthusiasm, initiative and creativity of people must be mobilized, stimulated 

and protected to the maximum extent to achieve the healthy and sustainable 

development of “people” (Wang, 2021). We should attach importance to encouraging 

and praising teachers, respect and pay attention to teachers, and let them radiate their 

passion. We also should tap the potential of teachers and give them full rights, and 

improve the salary incentive system, and change the management goal from completing 

the workload of teachers to realizing the personal value of teachers. Compared with 
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public schools, the biggest advantage of private colleges is their efficient management 

(Liu, 2007). The “Opinions of the Ministry of Education on the Establishment of Higher 

Education Institutions during the 14th Five-Year Plan Period” puts forward the basic 

principle of “reasonable planning and strengthening constraints”, which not only 

strictly controls the number of colleges and universities, but also ensures the 

improvement of the enrollment rate of higher education. And the changes in the scale 

of private higher education also reflect the changes in national policies (Ministry of 

Education, 2021). 

The “Opinions of the Ministry of Education on the Establishment of 

Higher Education Institutions during the 14th Five-Year Plan Period” puts forward the 

basic principle of “reasonable planning and strengthening constraints”, which not only 

strictly controls the number of colleges and universities, but also ensures the 

improvement of the enrollment rate of higher education. And the changes in the scale 

of private higher education also reflect the changes in national policies. According to 

statistics from the Ministry of Education, the number of private colleges in my country 

has been growing continuously from 43 to 771 from 2000 to 2020 (Ministry of 

Education, 2022). It dropped to 764 in 2021 and remained unchanged in 2022, 

accounting for 25.4% of the total number of colleges and universities in China. Among 

them, there are 390 ordinary undergraduate schools, 22 undergraduate vocational 

schools, 350 higher vocational (technical) schools, and 2 adult colleges and universities. 

In contrast, although the number of private colleges has stabilized, the number of 

students in school is still growing steadily. In 2022, the number of students in private 

ordinary and vocational undergraduate and junior colleges was 9.2489 million, an 

increase of 791,500 over the previous year. In the past four years, the number of 

students in school has maintained an annual growth rate of about 7%-12%. Private 

colleges have become an important part of local colleges and universities, and have 

insisted on serving the local economy and have achieved certain results. Daliang Zhang 

believes that local colleges and universities should take “application-oriented” as their 

school orientation and adhere to the orientation of local employment for students 

(Zhang, 2015). Faced with current opportunities and challenges, it is of far-reaching 

significance for applied private colleges to break through the bottleneck of high-quality 
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development and find effective ways to achieve high-quality development (Zhou, 

2023). 

2)  The high-quality development of private colleges requires a high-

quality teaching staff to provide guarantees 

Private education is an integral part of my country's education, and plays 

a positive role in expanding educational openness, increasing educational supply, 

promoting educational innovation, and improving educational efficiency (Xiang, 

2019). My country's higher education is moving towards universalization. In realizing 

the development of a higher education power from a large country to a strong country, 

private colleges will continue to play an important role. From a global perspective, the 

private higher education department is one of the most dynamic and fastest growing 

departments in the world's higher education today (Jiang, 2016). On the basis of 

learning from foreign experience and optimizing the education development model, my 

country should give full play to the unique advantages of private higher education and 

actively explore the development path of organically combining globalization and 

localization. However, the construction of the teaching staff of private schools in my 

country is relatively backward, especially the problems of low social status of teachers, 

insufficient salary guarantee, poor professional title evaluation and appointment, and 

limited professional development have not been fundamentally solved, which has 

become a bottleneck restricting the sustainable and healthy development of private 

education (Jing, 2018). Taking the proportion of professional titles as an example, the 

analysis of the 2020 education statistics shows that the proportion of full-time teachers 

with senior professional titles in private colleges is 10% lower than that in public 

colleges (Ministry of Education, 2020), and there is still a lot of room for development. 

In addition, the current industrial transformation and upgrading and the advent of the 

intelligent era, the multi-type development of vocational education, and the 

classification management of profit and non-profit will bring new challenges to the 

construction of the teaching staff of private colleges. 

Teachers are the first core resource of the school. To achieve the 

transformation and development of private colleges, the transformation of the teaching 

staff must be achieved. The main problems of the current teaching staff in private 

colleges in my country are: knowledge updating lags behind industrial technology 



 4 

development; lack of correct understanding of the laws of application-oriented talent 

training. It is necessary to accelerate the transformation of the teaching staff structure, 

build a “dual-teacher structure” teaching team through school-enterprise cooperation, 

combination of full-time and part-time, short-term employment, etc., and realize the 

complementary advantages of school-enterprise resources. It is necessary to accelerate 

the transformation of teachers' abilities and establish a two-way communication 

mechanism between professional teachers and enterprise engineering and technical 

personnel. It is necessary to accelerate the transformation of teaching roles. The 

teaching reform of private colleges should realize the transformation from “teacher-

centered” to “student-centered”. Teachers should change their educational concepts, 

change from “lecture” to “lead”, and study new teaching models and methods from “on 

stage” to “off stage” (Hu, 2014). In terms of teacher team construction, on the one hand, 

we should strengthen the teaching staff through talent introduction. We should attract 

technical and application-oriented talents to join the teaching staff of private colleges 

by improving teachers' welfare, providing scientific research funding support, and 

promoting the integration of industry and education. On the other hand, we should 

strengthen the construction of the existing teaching staff, continuously improve the 

work system of talent training, and encourage outstanding graduates to stay in school 

to teach (Hu, 2023). In addition to the introduction and cultivation of talents by 

universities themselves, some local governments have also issued relevant policies to 

promote the construction of the teaching staff of private colleges. For example, 

Shanghai launched the “Strong Teacher Project” for private colleges in 2012, and more 

than 11,000 private college teachers have participated in various types of learning. In 

2023, the “Implementation Opinions on Strengthening the Construction of the Teaching 

Staff of private colleges in Shanghai in the New Era” launched projects such as the 

“Private Teacher Plan” and the “Private Yang Plan” for private colleges to build a 

development platform for private college teachers. Some private colleges have obtained 

a certain number of career-based employment positions. For example, Zhejiang Shuren 

University, Ningbo University of Finance and Economics, and Xinyang University 

clearly stated in their 2023 recruitment announcements that they would “solve the 

problem of career-based employment positions”, which provides an important 

guarantee for private colleges to attract and retain high-level talents (Jia, 2023). 
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3)  Work pressure and challenges faced by young teachers in private 

colleges 

After decades of development and exploration, private colleges in my 

country have shifted from extensive development to a new stage of intensive 

development. The construction of the teaching staff is the top priority of intensive 

development, and young teachers are an important force in the teaching staff of private 

colleges. In the early days of private colleges, in order to save school costs, the teaching 

staff was mainly temporary part-time teachers. However, with the support of national 

policies and the development of the economy and society, the social recognition of 

private colleges is increasing. The stability of teachers is not only a reflection of 

whether the school's organizational functions are running well, but also has various 

impacts on the school organization (Ingersoll & May, 2012). The decisive factor 

affecting the loss of teachers is whether they can achieve career success, which mainly 

depends on many factors within the school (Johnson & Birkeland, 2003). The 

traditional management concept of the teaching staff of private colleges is no longer 

suitable for the new development situation, which will further restrict the development 

of private colleges. However, it is still difficult to achieve a breakthrough in the 

concepts, goals and paths of reform of many private colleges. Overall, the number of 

faculty and full-time teachers in private colleges has increased year by year, and the 

growth rate has slowed down in recent years. By 2021, the number of faculty and staff 

in private colleges in my country will reach 498,379, with a year-on-year increase of 

1.08%. The number of full-time teachers in private colleges will reach 369,605, with a 

year-on-year increase of 0.18%, accounting for 19.61% of the total number of full-time 

teachers in higher education in the country (Ministry of Education, 2022). The 2022 

National Education Development Statistical Bulletin shows that there are 764 private 

colleges in the country, accounting for 25.36% of the total number of colleges and 

universities in the country. Among them, there are 390 ordinary undergraduate colleges, 

22 undergraduate vocational schools, 350 higher vocational (junior college) schools, 

and 2 adult colleges and universities. The number of students in private ordinary and 

vocational undergraduate and junior colleges is 9.2489 million, with an increase of 

791,500 over the previous year, accounting for 25.27% of the total number of students 

in ordinary and vocational undergraduate and junior colleges in the country (Ministry 
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of Education, 2023). These data show that private colleges have become an important 

part of my country's higher education, cultivating a large number of builders for the 

society. Private colleges have become an important force in promoting the development 

of higher education, and have also made due contributions to local economic 

development. 

It is found that the group of teachers in private colleges, which accounts 

for 1/5 of the total number of university teachers, has trained 24.09% of college students 

and made important contributions to the development of higher education. The 

development of this huge professional group should not be ignored. In terms of social 

cognition and teacher identity, teachers in private colleges feel emotional experiences 

different from those of teachers in public colleges and lack a sense of psychological 

belonging. In terms of social cognition, the debate between “public” and “private” has 

always existed in the field of education, and there is a deviation in the society's 

understanding of the value of developing private colleges. In terms of teacher identity, 

unlike the “in-system” system of public colleges, teachers in private colleges establish 

labor relations with organizations through contracts. The coexistence of the two 

systems has caused psychological imbalance among teachers in private colleges (Qi, 

2022). The professional development of teachers is closely related to the improvement 

of teaching quality and talent training quality. In pursuit of high-quality development, 

private education must pay attention to and solve the problem of improving teacher 

quality, which is the key to the intensive development of private colleges (Yan, 2022). 

A scholar's investigation found that, taking private colleges in Guangzhou as an 

example, most young teachers take on two or more courses per semester on average, 

and the average weekly teaching workload is between 10 and 14 classes. The weekly 

teaching workload of some teachers of scarce professional courses is even as high as 

more than 20 classes, and the teaching tasks are heavy. In addition to shouldering heavy 

teaching tasks, young teachers also need to fulfill other work tasks assigned by the 

school and their colleges, such as providing students with guidance services on 

graduation thesis, internships and employment, and regularly participating in college 

work meetings and teaching and research activities. The survey shows that half of the 

young teachers work between 6 and 8 hours a day. They often cannot participate in 

various training activities and academic lectures held by the school and college due to 
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heavy teaching tasks and conflicts between time and teaching work, and they have no 

time to take time out to participate in academic exchange activities outside the school. 

As a result, they do not have more time and energy to focus on their teaching skills, 

teaching research and innovation, and they have no time to take care of scientific 

research. If this continues, it will inevitably have a serious impact on the physical and 

mental health and career development of young teachers (Li, 2023).  

The professional development mechanism for young teachers is not 

sound, the understanding of teachers' professional development needs is insufficient, 

and the attention paid to teachers' emotional development is insufficient, which leads 

to low sense of achievement, serious professional burnout, and lack of job security 

among young teachers in private colleges (Yang, 2019). In addition, the construction 

of teaching teams in private colleges is crucial to the professional development of young 

teachers, including the formation of academic teams, the construction of a vibrant 

learning environment, the guidance of young teachers in the team to conduct scientific 

research, and the combination of teaching and practice to motivate the personal 

development of young teachers. The survey shows that the current practice of most 

private colleges is to hire retired professors as the head of the teaching team or the 

leader of the discipline, but due to the influence and limitation of various factors such 

as lack of energy, weak sense of responsibility, and weak team cohesion, their role has 

not been brought into play. The teaching teams of many private colleges lack practical 

and effective measures and fail to achieve the expected results, resulting in the inability 

of young teachers to obtain valuable guidance and help, which seriously hinders the 

growth of young teachers (Li, 2023). The social status of teachers in private colleges is 

not recognized by the public. Many parents in the society are prejudiced against private 

colleges, believing that private colleges are for-profit and are far inferior to public 

colleges in terms of school conditions, teaching staff and school quality. Some young 

teachers who have just graduated only regard private colleges as a springboard or 

temporary transition, and will jump to other better public institutions as soon as they 

have the opportunity. These prejudices have a huge impact on young teachers in private 

colleges, making it impossible for them to maintain a correct and objective 

understanding of the profession of private college teachers, unable to work with peace 

of mind, lack the motivation to study hard and develop actively, which has exacerbated 
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the loss of young teachers, affected the healthy and sustainable development of private 

colleges and the professional development of young teachers. 

4)  The sustainable development of private colleges and young teachers 

“The purpose of education is to make students happy, and this happiness 

cannot be sacrificed for any irrelevant interests.” (Ushinsky, 1999). Peiyuan Zhou, a 

famous professor in my country, believes that “One of the determining factors or 

fundamental signs of whether a university is well run or not, and its level, is the teaching 

staff of this university.” Young teachers often move from school to college, lack 

practical and teaching experience, and are prone to be overwhelmed at the beginning of 

their work. Due to the differences in social status, welfare benefits and professional 

development with teachers in public colleges, and the backward and rigid internal 

management system of some private colleges, some young teachers usually use private 

colleges as a springboard, with strong mobility, which aggravates the lack of backbone 

forces. In the process of professional growth and development, young teachers in 

private colleges face a series of challenges and difficulties from the school, society, and 

individuals, which makes it difficult for young teachers to effectively improve their 

personal teaching level, scientific research ability, and teaching experience, which 

greatly affects the high quality and sustainable development of private colleges (Chen, 

2023). The advantage of young teachers lies in their development potential and the 

vitality, energy and enthusiasm reflected in their work. University administrators 

should fully rely on this force to run schools. It can be said that if a school attracts, 

trains and retains this group of teachers, the future development prospects of a school 

will be infinitely bright. Otherwise, the survival of the school will inevitably be bleak 

and face many crises (Long, 2012). 

At present, the instability of the teaching staff of private colleges, 

especially the young teachers, has become a prominent problem facing the development 

of private colleges, and one of the important factors affecting the instability of the 

young teachers is that young teachers do not have a strong sense of belonging to the 

school (Zhou, 2018). This directly affects the professional attitude and career 

development of young teachers, and affects the sustainable and healthy development of 

private colleges. Young teachers are in the early stages of their career development. 

They face conflicts and discomfort in their work. For the “two mountains” of school 
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teaching and scientific research, many people are still in the stage of “crossing the river 

by feeling the stones”, and are still in the process of continuous improvement in the 

effective implementation of teaching activities and in-depth exploration of scientific 

research tasks. The school-running form and management system of private colleges 

make young teachers lack material treatment and career stability, and face the impact 

of career development (Liu, 2018). In terms of economy, the pressure of maintaining 

family life also has a great impact on the development of their careers (Ye, 2020). If 

young teachers cannot be well engaged in and adapted to professional activities, the 

resulting low professional awareness will make them feel frustrated and even tend to 

leave. This will not only affect the career development of young teachers themselves, 

but also be detrimental to the stable construction of the teaching staff of private 

colleges, and thus affect the pursuit of high-level school quality in private colleges 

(Wang, 2023). 

Although the scale of teachers in private colleges has expanded, there 

are still shortcomings in the structure of teachers, the level of teachers, and the stability 

of personnel. The existing full-time teachers are mainly master's degree students, while 

doctoral students are faced with the dilemma of not being able to recruit or retain them. 

The faculty structure of private colleges shows a polarized trend of large at both ends 

and small in the middle, with a large proportion of young teachers and retired teachers 

hired from outside. Overall, the number of faculty and full-time teachers in private 

colleges has increased year by year, and the growth rate has slowed down in recent 

years. By 2021, the number of faculty and staff in private colleges in my country 

reached 498,379, with a year-on-year increase of 1.08%. The number of full-time 

teachers in private colleges reached 369,605, with a year-on-year increase of 0.18%, 

accounting for 19.61% of the total number of full-time teachers in nationwide higher 

education (Ministry of Education, 2021). Yongfang Jia found in her research that young 

teachers under the age of 35 in Chongqing private colleges accounted for nearly 45%, 

those aged 35-40 accounted for about 15%, and those aged 51 and above accounted for 

about 11%. The proportion of teachers under the age of 40 in private colleges in 

Liaoning Province was as high as 66.1%, nearly twice that of public colleges (Jia, 

2023). 
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Maslow's need theory divides human needs into five levels, mainly 

physiological, safety, belonging and love, respect, and self-realization. The first three 

are basic needs, which are the primary driving force for people's actions and can be met 

through external conditions. The last two are advanced needs, which can only be met 

through internal factors (Tang, 2017). Young teachers also have these five levels of 

needs in the process of professional development, which are specifically manifested in 

the five aspects of food, clothing, housing, transportation, work safety and social 

security, emotional and career belonging, students' love and colleagues' respect, career 

success and life value. Only after they meet the needs of food, clothing, housing, 

transportation, work safety and social security, will they pursue emotional and career 

belonging, strive to win the love of students and the respect of colleagues, and finally 

achieve career success and life value. The first three items require private colleges to 

provide conditions and meet the needs of young teachers before they can be achieved, 

and the latter two items are more achieved through the efforts of young teachers 

themselves. Therefore, schools should provide a suitable environment for the growth 

of young teachers and enhance their sense of belonging to the school by improving their 

satisfaction with the school (Luo, 2022). With the rapid development of private higher 

education, the size of the teaching staff is also expanding. The age of the teaching staff 

is showing a “dumbbell” state with large numbers at both ends and small numbers in 

the middle. Young teachers have gradually become the main force of the teaching staff 

of private colleges. Although there has always been a large demand for quantity, the 

stability of the teaching staff has always been an important factor that cannot be ignored 

in affecting the development of private colleges, making it difficult for private colleges 

to have their own high-quality young teaching staff that can “fight hard battles” (Zhao, 

2021). To maintain the steady development of the young teaching staff of private 

colleges, it is urgent to integrate young teachers quickly and assume the role of the 

backbone of teaching, scientific research and management of private colleges. This is 

not only a direct factor in improving teaching quality, but also a realistic demand for 

the private college teaching staff to seek stability and progress. 

 



 11 

1.1.2 Theoretical Background 

1)  Organizational atmosphere and psychological capital are the driving 

forces of work engagement 

Studies have shown that employees are more likely to stimulate their 

intrinsic motivation and increase their proactive behavior in a caring organizational 

atmosphere (Qiao, 2018). Studies have found that organizational atmosphere has an 

important impact on teachers' professional development. Firstly, organizational 

atmosphere has a direct impact on teachers' job satisfaction. A democratic and 

supportive organizational atmosphere can enhance teachers' professional identity and 

reduce their professional burnout (Chadha, 1989; Wang, 2022). Secondly, a supportive 

and research-oriented organizational atmosphere can effectively stimulate teachers' 

work potential and realize their self-worth, while a rigorous atmosphere can 

significantly affect teachers' initiative (Fox, 2004; Jiang, 2023). Thirdly, organizational 

atmosphere also has an important impact on teachers' mental health. The regression 

coefficient of organizational atmosphere on teachers' mental health reaches a significant 

level, especially in terms of depression, interpersonal sensitivity, compulsion, and 

paranoia. In institutions with poor organizational atmosphere, teachers' psychological 

problems also show a higher trend and level (Hu, 2020; Rachel, et al., 2005). Fourth, 

organizational atmosphere can promote teachers' reflective awareness and ability. The 

repressive, undemocratic, and unfocused organizational atmosphere of schools that do 

not emphasize joint learning and research makes teachers lack a spirit of reflection. On 

the contrary, the organizational atmosphere of schools that emphasize teachers' 

cooperative learning and research can significantly enhance teachers' reflective 

awareness. Other studies have pointed out that organizational atmosphere of democratic 

and supportive school can enhance teachers' professional identity, thereby effectively 

reducing teachers' professional burnout (Day, 2002; Liu, 2018). In today's era of rapid 

economic development and increasingly fierce competition, physical strength, financial 

resources, and technology are no longer obstacles. The key to success or failure lies in 

people, and the root of human potential lies in psychological capital. Psychological 

capital refers to a positive psychological state that an individual exhibits during growth 

and development, mainly including self-efficacy, optimism, hope, and resilience, which 
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is a sustainable source of competitive advantage for individuals and organizations 

(Wang et al., 2023). 

Based on the review of existing literature, existing studies can be 

roughly divided into three categories according to different topics. The main view of 

the first category is the impact of organizational atmosphere and psychological capital 

on the job performance of young teachers in private colleges. Organizations are the 

cradle of individual career development, and the perception of organizational 

atmosphere affects individual work efficiency and inner passion (Qiu & Hu, 2015). 

Management behavior and interpersonal relationships in organizational atmosphere 

significantly affect employees' work engagement (Chen & Li, 2005). individual 

perception of their environment will improve their sense of self-efficacy, that is, reduce 

work burnout and thus improve job performance. Many studies on enterprises and other 

organizations have confirmed that a good organizational atmosphere can help 

employees clarify organizational expectations and better position their roles, thereby 

ultimately helping organizations improve work engagement (Mao, 2017; Scneider et 

al., 2013). The psychological capital of college teachers plays an important role in the 

development of teachers themselves. Studies by scholars such as Li Li and Zola have 

shown that the psychological capital of college teachers is of great significance to their 

work and personal development. (Li, 2016; Zuo, 2018) The main viewpoints of the 

second category focus on the relationship between work engagement and job 

performance. Work engagement has been confirmed by many studies as the perfect link 

between individual characteristics, situational factors and job performance (Luo, 2019; 

Rich et al., 2010). As a motivational state with a high level of motivation, work 

engagement can inspire followers to devote a lot of energy and resources to the 

execution of their work roles (Kahn, 1990). The main view of the third category focuses 

on the mediating role of work engagement in the impact of organizational atmosphere 

and psychological capital on job performance. Some scholars believe that work 

engagement is a mediating variable between organizational atmosphere and job 

performance (Li & Zhang, 2019), while another view is that organizational atmosphere 

directly affects work engagement, and work engagement further determines job 

performance (Chen & Liu, 2022). 
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Studies have been conducted on organizational atmosphere and job 

performance for people in some industries. Many studies on enterprises and other 

organizations have confirmed that a good organizational atmosphere can help 

employees clarify organizational expectations and better position their roles, thereby 

ultimately helping organizations improve performance (Xu, 2016). The main role of 

psychological capital is to motivate and arouse individual energy and internal driving 

force, maintain work enthusiasm, and effectively adjust individual status and behavior. 

From the relevant literature on teachers' psychological capital, it can be found that 

teachers' psychological capital is an important psychological variable that affects 

teachers' work engagement and can promote the improvement of work engagement. By 

improving the degree of teachers' work engagement, good job performance is brought. 

Through good job performance, we can promote organizational performance, cultivate 

talents for society, and promote the progress and development of education. 

2) Work engagement is an important factor in predicting job 

performance 

The level of work engagement is not only affected by personal factors 

of employees, but also by factors such as work itself, organization, and society. Among 

them, organizational factors such as work resources, empowerment, and organizational 

atmosphere can predict the employees’s level of work engagement. Organizational 

support is one of the factors that affect employee work engagement at the organizational 

level. Research on organizational support shows that when employees feel that the 

organization values their contributions and cares about their well-being, it will increase 

their emotional attachment to the organization and reduce absenteeism (Eisenberger et 

al., 1986; Xu, 2023). Young college teachers are knowledge-based employees. 

Compared with ordinary employees, they have distinct personalities and higher needs 

for social interaction and respect. Therefore, how to create a good working environment 

for young college teachers by providing organizational support to improve their work 

engagement level and stimulate their professionalism, is worthy of in-depth study. 

Work engagement, that is, the degree of employees’ participation and 

effort at work, is considered to be an important factor in predicting job performance. In 

the field of education, studies have found that when teachers are more focused and 

engaged in their teaching work, the teaching performance and student learning 
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outcomes of the research are also relatively higher (Wang & Liu, 2019). For young 

teachers in private colleges, since the research work focuses more on the interaction 

and emotional connection with students, absorption, core affect and work intensity may 

be closely related to their job performance. Work engagement has been a hot topic in 

the field of organizational behavior and human resource management research in recent 

years. Its core lies in understanding how employees engage their mental, emotional and 

behavioral motivation in their work and how this engagement affects their job 

performance. Work engagement is usually defined as the positive attitudes and 

behaviors that employees show in their work, including attention, enthusiasm and 

absorption on work (Bakker & Leiter, 2010; Zhang, 2023). This engagement is not just 

a simple working time or workload, but an emotional connection and cognitive attention 

of employees to their work. Work engagement usually consists of three main 

components: absorption, core affect and work intensity. Absorption is reflected in the 

high attention and immersion of employees in their work. Core affect is the initiative 

and creativity of employees at work. The research not only completes the tasks assigned 

to them, but also looks for more opportunities to create value for the organization. Work 

intensity focuses on the degree of effort and time spent by employees at work (Schaufeli 

& Bakker, 2004). Several studies have confirmed that there is a positive correlation 

between work engagement and job performance. Employees' work engagement can 

lead to higher job satisfaction, lower intention to leave, and higher job performance 

(Rich et al., 2010). Especially in industries that require high interaction and innovation, 

such as education, the impact of work engagement is particularly significant. In the 

field of education, a highly engaged teacher may pay more attention to the individual 

needs of each child, adopt more creative teaching methods, and interact more actively 

with parents and colleagues, thereby improving his or her teaching performance (Zhang 

& Liu, 2019). As a multidimensional concept, work engagement plays an important 

role in improving employees' job performance. Especially in fields that are highly 

dependent on human resources, in-depth understanding and improvement of work 

engagement are particularly critical to improving overall performance. 

3) Informal relationship of psychological contract with organizations 

and employees 
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Schein defines psychological contract as a set of unwritten expectations 

between individuals and organizations at all times (Schein, 1985; Yi, 2019). 

Psychological contract refers to an informal, psychological contractual relationship 

between employees and their organizations. When this contract is violated, employees 

may feel disappointed and distrustful, which affects their work engagement and 

performance (Lee & Zhang, 2018). With the deepening of research, the application of 

psychological contract has gradually shifted from the level of corporate employees to 

the level of school teacher management. The relationship between schools and teachers 

has also achieved a transformation from a fixed working relationship to a contractual 

relationship. The cognition of each other's rights and obligations by both parties 

constitutes an implicit, informal contract between schools and teachers - psychological 

contract (Shi, 2007). Studying the development of psychological contract of Chinese 

college teachers is conducive to revealing the relationship between teachers and college 

development, providing new ideas for teacher management, and promoting the healthy 

and sustainable development of the teaching staff. In the field of education, if teachers 

feel that the school or parents have not fulfilled their promises, not supported their 

career development or not provided sufficient resources, this may have a negative 

impact on their job performance. In recent years, organizational psychologists and 

human resources experts have paid more and more attention to how to effectively 

mobilize employees' work engagement to improve their job performance. In private 

colleges, there are at least two reasons why young teachers encounter difficulties in 

work treatment, life pressure and life expectations - environmental factors and personal 

factors (Long, 2012; Song, 2022). Employees' work engagement is the source of the 

two main motivations for employees to work. It can be divided into two categories: 

organizational atmosphere in the work environment and employees’ psychological 

capital. Organizational atmosphere usually includes work environment, work content, 

work relationships and organizational culture, while employees’ psychological capital 

mainly involves employees' personal values, interests and hobbies, physical health 

status, etc. (Martin & Osseward, 2015). Many studies have confirmed that there is a 

positive correlation between work engagement and employee’s job performance. The 

more resources employees get from their work and personal life, the higher their 

performance at work is usually. Specifically, when employees receive positive 
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feedback from their work, feel the value and meaning of their work, and establish good 

relationships with colleagues, they usually have higher work engagement and job 

performance (Kim & Park, 2018). In addition, employees' psychological capital comes 

not only from work, but also from relationships with family and friends, personal 

interests and hobbies, etc., which will affect their job performance. An employee who 

exercises regularly may have better physical health and mental state, and thus perform 

better at work (Johnson & Turner, 2017). In the field of education, organizational 

atmosphere is particularly critical to the job performance of teachers, where young 

teachers are passionate about education and feel the value and meaning of educational 

work. And related factors from family, health and interests and hobbies will also help 

teachers better cope with challenges in teaching and improve their job satisfaction and 

job performance (Wang & Zhang, 2020). 

In a survey on the resignation destinations of some private college 

teachers from 2016 to 2019, the proportion of resigned teachers with senior titles 

reached 30%, mainly to enterprises and public colleges and universities. In the fierce 

competition for talent, private colleges in my country are clearly at a disadvantage, 

showing significant mobility characteristics, and the loss group is mostly middle-aged 

and young backbone teachers (Hua Jing Intelligence Network, 2020). Psychological 

contract is an important perspective for the governance of the loss of teachers in private 

colleges in my country (Guo, 2022). Paying attention to the psychological contract will 

help private colleges upgrade their management concepts, adjust problem-solving 

ideas, and improve the level of problem governance. In order to minimize the 

occurrence of psychological contract violations and do their best to remedy the 

violations after they occur, private colleges in my country should standardize faculty 

management and eliminate intentional violations of psychological contracts. Private 

colleges also should guide teachers to combine career planning with school strategic 

planning to help fulfill psychological contracts, implement communication 

mechanisms to achieve dynamic matching of psychological contracts between teacher 

schools (Kang et al., 2023). 
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1.2 Question Statement 

In today's complex and demanding workplaces, employee engagement, job 

happiness, and organizational success are all highly demanded. At the same time, many 

companies find it difficult to cultivate an atmosphere that encourages employee 

engagement and job performance. This leads to high employee turnover, reduced 

productivity, and increased absenteeism. One of the most important aspects that 

influence employee engagement and job happiness is company culture, and other 

important factors include psychological capital and organizational atmosphere. 

Research is needed to clarify these complex relationships because the relationship 

between these variables is not well understood. In a study on the development of private 

colleges in China, it was found that improving the comprehensive quality of young 

faculty is the focus of high-quality “intensive” development of colleges and 

universities, and high-quality development of higher education is inseparable from the 

“intensive” development of private colleges. Xiaowu Wang and Yating Wang pointed 

out that it is necessary for private higher education to achieve high-quality development 

(Wang et al., 2022). Scholars Gangyao Yang and Mingkun Que believe that under the 

new development pattern, private colleges need to comprehensively strengthen the 

leadership of the Party, take the path of intensive development, strengthen faculty team 

building, improve and optimize the internal governance structure and legal and 

regulatory system to achieve high-quality development (Yang et al., 2021). Jie Sun 

believes that private colleges have gradually shifted from scale expansion to intensive 

development. However, the weak teaching staff and the shortage of high-level talents 

have seriously constrained the intensive development of private colleges (Sun, 2022). 

In the context of high-quality development in the new era, high-quality development of 

higher education is a general trend. Whether private colleges, as an important part of 

higher education, can seize the opportunity, they face many practical difficulties. 

Whether they can build a high-quality teaching team determines whether they can keep 

up with the pace of high-quality development of higher education. 

Although the academic community has provided a wealth of knowledge for 

these studies, there are also some shortcomings. Firstly, from the perspective of 

research design, most studies focus more on teachers in public colleges and primary 
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and secondary schools, while the specific situational groups and challenges of young 

teachers in private colleges are rarely involved (Smith, 2015; Williams, 2017). 

Secondly, from the perspective of data analysis methods, few studies use mixed 

methods to combine quantitative and qualitative methods to comprehensively evaluate 

the relationship between organizational atmosphere, psychological capital, work 

engagement and job performance (Brown & Harris, 2020). Thirdly, from the 

perspective of argumentation, although existing studies have described the impact and 

characteristics of organizational atmosphere and psychological capital on job 

performance, there is still controversy about the specific mechanism of how these 

organizational atmosphere and psychological capital affect work engagement and job 

performance (Chen & Liu, 2022). 

In summary, this study explores the relationship between organizational 

atmosphere and psychological capital in private colleges and their impact on job 

performance through work engagement, from the perspective of young teachers in 

private colleges. The main research questions are: How do organizational atmosphere 

and psychological capital affect the job performance of young teachers in private 

colleges through work engagement? And three sub-questions: 1) In the context of the 

development of private colleges in China, what is the impact of organizational 

atmosphere and psychological capital on work engagement? 2) How does work 

engagement of young teachers in private colleges in China affect their job performance? 

3) What are the potential mediating or regulating effects between organizational 

atmosphere, psychological capital, work engagement and job performance of young 

teachers in private colleges in China? 

 

1.3 Research Purpose 

Private colleges are an important part of China's private higher education. As 

the backbone of the private higher education, teachers born in the 1980s and 1990s have 

unique values, strong scientific and innovative literacy and ability, who are the new 

generation of teachers in private colleges (Zhang, 2023). In the process of development, 

private colleges have high teacher mobility, high turnover rate, and unstable and 

insufficient teaching staff due to factors such as instability and low social security 
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(Jiang, 2015). Improving the stability of the teaching staff and organizational identity 

of private colleges, improving the work engagement level of young teachers in private 

colleges, and then improving job performance have become urgent problems for private 

colleges. In recent years, driven by the development of higher education and the reform 

of the education system, college administrators and relevant scholars have gradually 

realized the importance of improving teachers' job performance and regarded it as a key 

content to ensure the smooth development of colleges and universities (Yan, 2019). 

Therefore, it is necessary to conduct in-depth research on the job performance of 

teachers in private colleges, and put forward management suggestions and improving 

teachers' job performance. 

In the past, research on work engagement has focused too much on profit-

making organizations such as enterprises and less on non-profit organizations such as 

colleges. Among the existing studies on work engagement and job performance of 

college teachers, there are fewer studies on young teachers. However, since work 

pressure directly affects job performance (Liang, 2023), and although teachers' job 

performance plays a key role in students' learning outcomes (Kuang, 2020), there are 

still many unknown areas waiting to be studied and explored. Previous studies have 

revealed some correlations between organizational atmosphere, psychological capital, 

work engagement and job performance, but most of these studies have focused on 

teachers in primary and secondary schools, while there are relatively few studies on the 

specific group of young teachers in private colleges in China. Therefore, this study 

proposes the research purpose by deeply studying the specific context of young teachers 

in private colleges. 

1)  Types and properties of organizational atmosphere and psychological 

capital: In the work and life scenarios of teachers in private colleges, what are their 

respective effects on work engagement? In what contexts are organizational atmosphere 

and psychological capital more important? 

2)  The relationship between organizational atmosphere, psychological 

capital and work engagement: How do organizational atmosphere and psychological 

capital affect the work engagement of young teachers in private colleges? What factors 

may strengthen or weaken this relationship? 
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3) Evaluate the relationship between work engagement and job 

performance: How is the degree of work engagement of young teachers in private 

colleges related to their job performance? Does high work engagement really lead to 

better job performance? 

4)  Study potential mediating or regulating effects: Is there any 

mediating or regulating relationship between organizational atmosphere, psychological 

capital, work engagement and job performance? 

 

1.4 Research Questions 

Question 1: What is the relationship between organizational atmosphere, 

psychological capital and work engagement (absorption, core affect, work intensity)? 

Question 2: What is the relationship between work engagement (absorption, 

core affect, work intensity) and job performance? 

Question 3: How does work engagement (absorption, core affect, work 

intensity) mediate the relationship between organizational atmosphere, psychological 

capital and job performance? Which of the factors, absorption, core affect and work 

intensity, has the most significant mediating effect between organizational atmosphere 

and job performance, and between psychological capital and job performance? 

Question 4: How does psychological contract moderate the relationship 

between work engagement (absorption, core affect, work intensity) and job 

performance? 

 

1.5 Research Significance 

1.5.1 Theoretical Significance 

With their unique advantages, private colleges have an irreplaceable position 

and role in the education system. Exploring the current situation, influencing factors 

and causes of the job performance of young teachers in private colleges is of reference 

significance for the construction of the teaching staff of private colleges, teacher 

burnout and satisfaction, teacher loss, and the training of young teachers. It provides a 

certain theoretical basis for the follow-up research on the teaching staff of private 
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colleges and helps to further enrich the theory of private education. Although there have 

been many studies on organizational atmosphere, psychological capital, work 

engagement and job performance, few studies have focused on how psychological 

contract affects the relationship between them. In addition, there are few studies on the 

mediating role of work engagement between organizational atmosphere, psychological 

capital and job performance. This study provides a new theoretical perspective for 

related fields. Through in-depth research on the relationship between organizational 

atmosphere, psychological capital, work engagement, job performance and 

psychological contract, not only a single causal relationship is examined, but also the 

mediating and regulating effects are explored, enriching and improving the relevant 

theoretical system, and providing a new theoretical framework for follow-up research. 

 

1.5.2 Practical Significance 

Private colleges started at the end of the last century and have experienced a 

short development of more than 30 years. Due to their new model, shallow 

accumulation and short operation time, their status and credibility are not as good as 

those of public colleges in the eyes of the general public. As the main force of the 

teaching staff of private colleges in my country, the young teacher team has a long way 

to go. In the process of private colleges from scale expansion to intensive development, 

they are facing both good opportunities brought by economic development and severe 

challenges brought by social transformation. This has also made young teachers, the 

backbone of private colleges, bear more multiple pressures and challenges brought by 

career development. This study deeply understands the relationship between 

employees' organizational atmosphere and psychological capital on job performance 

through work engagement. Private colleges can adopt targeted strategies to strengthen 

the working relationship of young teachers and provide personal growth opportunities, 

so as to improve the job performance of young teachers and the overall job performance 

of private colleges. Understanding how psychological contract affects the relationship 

between work engagement and job performance, private colleges can take measures to 

prevent and respond to psychological contract violations, strengthen communication, 

build trust, etc., so as to maintain the work engagement of young teachers and ultimately 

achieve the goal of improving job performance. The practical value of this research is 
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important to managers, HR professionals, and organizational leaders because they can 

apply the findings to improve job performance in their organizations. 

 

1.6 Research Contribution 

1)  Academic contribution 

The positioning and characteristics of a university are realized by its 

teachers, and the quality of a university ultimately depends on the level of its teachers 

(Pan, 2009). This study takes young teachers from private colleges as the research 

object. Based on the work engagement theory, it systematically explores the 

relationship between organizational atmosphere and psychological capital on job 

performance through work engagement, and introduces psychological contract as a 

regulating variable to construct a research model, providing a new theoretical 

perspective and research framework for the academic community. 

2)  Practical contribution 

By deeply understanding the relationship between organizational 

atmosphere, psychological capital, work engagement and job performance, it provides 

strategic suggestions for organizations to help employees maintain a healthy working 

state. It provides organizations with strategic suggestions on how to improve 

employees' work engagement and job performance, thereby improving the overall work 

efficiency of the organization. This study can provide policy suggestions for 

universities, governments and relevant departments on optimizing organizational 

context, employee health, job satisfaction, organizational management and 

psychological contract creation, and provide the government with an implementation 

basis for labor policies and employee rights protection. It provides useful ideas and 

references for university leaders, managers and decision makers in formulating talent 

development strategic plans and deepening personnel system reform, and provides 

effective guidance for deepening the construction of teachers' ethics and style. 
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1.7 Research Innovation 

1)  Expanded theoretical basis 

This study further expanded the existing theoretical basis of organizational 

atmosphere, psychological capital and job performance, using work engagement as a 

mediating variable and introducing psychological contract as a key regulating variable. 

Based on the work engagement theory, the innovative combination of the psychological 

contract theory provides a new theoretical perspective for people to understand the 

complex relationship between organizational atmosphere, psychological capital, work 

engagement and job performance. 

2)  Supplemented the research model 

In addition to adding new regulating variables to the traditional research model, 

this study also took into account the different dimensions of work engagement 

(absorption, core affect and work intensity), thereby constructing a more complete and 

detailed research model, which supplemented the existing research model of job 

performance in the work scenario. 

3)  Broadened the research perspective 

Traditional research mainly focuses on a single organization or industry, while 

this study chooses cross-organizational and cross-industry research objects, especially 

focusing on the specific group of young teachers in private colleges, because they are 

the main body of the teacher structure of private colleges and the backbone of the 

sustainable development of private colleges. Therefore, this cross-disciplinary research 

perspective not only enhances the universality of the research, but also provides more 

targeted research results for specific industries or groups. 

4)  Integrated multiple disciplines and conducted interdisciplinary research 

This study not only deeply understands the relevant theories of psychology, 

organizational behavior and management, but also attempts to combine them with 

theories from other disciplines such as education and sociology to conduct truly 

interdisciplinary research. This comprehensive multidisciplinary research method 

provides us with a broader and deeper perspective, helping us to better understand and 

explain the research phenomenon. 
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1.8 Research Technology Route 

This is shown in research technology roadmap 1. 1. The research ideas include: 

obtaining the research basis through literature review, obtaining research data through 

empirical design, then analyzing and discussing the data, and finally drawing research 

conclusions and proposing prospects. The research content is mainly divided into 5 

parts: introduction, literature review, research methods, analysis and discussion, and 

conclusions. 

 

 

Figure 1.1  Research Technology Roadmap 



CHAPTER 2 

 

LITERATURE REVIEW 

2.1 Theoretical Basis 

2.1.1 Work Engagement Theory 

1)  The emergence of work engagement theory 

Work engagement theory originated in the field of work and 

organizational psychology in the mid-20th century. It focuses on how employees 

engage in work and how this engagement affects job satisfaction, efficiency, and 

overall performance (Lodahl & Kejner, 1965). Work engagement has always been the 

focus of research by scholars in the field of organizational psychology as a way to 

develop human resources and their ability to improve organizational efficiency. 

Lodahl & Kejner defined the concept of work engagement by pointing out that the 

premise of work engagement is to satisfy the two elements of the individual 

psychological identification with the work and the work being engaged in being able 

to stimulate intrinsic motivation. They divided work engagement into two parts: the 

degree of psychological identification of the individual with his or her own work and 

the individual hope for existence, and the intrinsic motivation to meet his or her self-

esteem needs through work. Saleh and Hosek proposed three key factors of work 

engagement: work is the core interest of life, the spirit of active participation, and job 

performance is the core of self-concept (Cheng, 2015; Saleh & Hosek, 1976). Work 

engagement theory provides an important theoretical framework for this study. When 

exploring the relationship between organizational atmosphere, psychological capital 

and work engagement, the relationship between work engagement and j ob 

performance, and the regulating role of psychological contract violation, the core view 

of work engagement theory provides us with a basis for understanding the interaction 

between these variables. 
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Work engagement can be regarded as a comprehensive reflection of 

employees' emotional, cognitive and behavioral engagement to their work. Work 

engagement theory is a theory dedicated to understanding how individuals interact 

with their work and devote themselves to their work. Kahn is one of the pioneers in 

this field. He defined work engagement as “the physical, cognitive and emotional 

engagement of individuals in their work roles” (Kahn, 1990). In short, work 

engagement is a measure of how employees interact with their work in terms of 

emotions, thinking and behavior. Kahn's research proposed that work engagement 

involves three core dimensions: physical engagement: how employees use their 

physical abilities to complete work tasks. Emotional engagement: the emotional 

response of employees to the work roles they study, including the enthusiasm, interest 

and satisfaction of the work. Cognitive engagement: how employees perceive and 

understand the work they study and how they interact with it mentally. Later, Rich, 

LePine and Crawford further expanded this theory and proposed that work engagement 

is not only the employees' engagement in their work roles, but also their identification 

and loyalty to the organization. Work engagement is a multifaceted concept that 

includes employees' emotional, cognitive, and behavioral engagement. It is related to 

employee job satisfaction, organizational engagement, and job performance, and is 

considered a key driver of organizational success (Christian, et al., 2011). Main core 

concepts: Emotional engagement: employees' emotional connection to their work, 

including passion and satisfaction with their work. Cognitive engagement: employees' 

cognitive evaluation of their work, studying how they view their work and its value. 

behavioral engagement: employees' actual efforts and contributions at work. 

2)  Related research on work engagement theory 

Work engagement is both related to and different from several other 

related concepts. In particular, the relationship with variables such as organizational 

engagement, organizational citizenship behavior, job engagement, and work burnout 

has become the focus of discussion in organizational psychology (Harter, 2002; May, 

2004; Robinson, 2004; Saks, 2006; Simpson, 2002). Robinson (2004) believes that 

although work engagement contains many elements of organizational engagement and 

organizational citizenship behavior, it is by no means a combination of organizational 

engagement and organizational citizenship behavior. Work engagement is different 
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from organizational engagement. Organizational engagement refers to an individual 

attitude and degree of attachment to the organization, but work engagement is not an 

attitude, but the degree to which an individual focuses on fulfilling his or her 

organizational role (Chen, 2020; Saks, 2006). Organizational citizenship behavior 

involves more spontaneous and informal behavior of employees to help colleagues 

and organizations. Unlike organizational citizenship behavior, work engagement 

focuses on employees' performance in their work roles rather than extra-role behavior 

and extra efforts. Job engagement tends to be interpreted as “static”, while work 

engagement emphasizes a “dynamic” situation. In addition to the cognitive 

components of job engagement, it also includes emotional and behavioral content (Li, 

2007; Zhao, 2021). Maslach & Leiter studied work engagement as the opposite of 

work burnout, believing that when important, meaningful, and challenging work 

becomes unpleasant and meaningless work, work engagement is eroded into work 

burnout (Kuang, 2020). 

Since the work engagement theory was proposed, research in this field 

has made rich developments. The relationship between work engagement and job 

satisfaction: Most studies have found that when employees have a higher level of 

engagement to their work, their job satisfaction is also higher. In a study of a 

multinational company, some scholars found that employees' emotional and behavioral 

engagement was positively correlated with their job satisfaction. The relationship 

between work engagement and organizational performance: Work engagement is not 

only related to personal job satisfaction, but also to the overall performance of the 

organization (Liang, 2023). Meyer found that teams with high work engagement tend 

to perform better in job performance, teamwork and innovation (Meyer, 2002). In line 

with the trend of positive psychology, work engagement defines the work status of 

employees from a positive perspective. Although scholars' descriptions of work 

engagement often overlap with other related variables, work engagement is usually 

defined as a behavioral element that includes cognitive and emotional factors and is 

related to personal role performance. Based on their own professional backgrounds, 

scholars have explored issues such as the relationship between work engagement and 

related concepts, the mechanism that triggers employee engagement, and the results of 

work engagement, forming a cross-disciplinary collaborative research pattern such as 
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“management +” and “psychology +”. At present, domestic research on work 

engagement is mainly concentrated among corporate employees. There are few studies 

on work engagement of college teachers, and most of them are carried out from the 

aspects of influencing factors, psychological capital, organizational commitment, 

work burnout, job satisfaction, etc. Research on work engagement as a mediating 

variable needs to be further deepened and improved. 

3)  Application of work engagement theory 

 Work engagement theory has been applied not only in academic 

research, but also in practical areas such as human resource management, employee 

training and leadership development in organizations. Human resource management: 

Many organizations have recognized the importance of work engagement and have 

taken measures to increase employees’ work engagement by providing more attractive 

jobs, implementing effective employee training and incentives. Employee training: 

Employee training programs often focus on increasing employees ’ skills and 

knowledge, but should also include increasing employee work engagement because 

this can improve the effectiveness of training. Leadership development: Leadership 

training and development programs have also begun to focus on enhancing employees’ 

work engagement because this is crucial for leaders. The leader's work engagement 

can be passed on to the research team, thereby improving overall team performance 

(Chen et al. 2019; Restubog et al. 2015). 

4)  The relevance of work engagement theory to this study 

Work engagement theory provides an important theoretical framework 

for this study. When exploring the sources of motivation for employees to work in 

organizations, the relationship between employees' psychological capital and job 

performance, the relationship between work engagement and job performance, and the 

regulating role of psychological contract, the core views of work engagement theory 

provide us with a basis for understanding the interaction between these variables. 

The relationship between work engagement and job performance. Rich 

et al. (2010) showed that highly engaged employees are more likely to achieve 

excellent results in job performance. Researchers' emotional engagement and 

enthusiasm for work can motivate researchers to work harder, thereby improving job 

performance. This provides theoretical support for this study and helps us understand 
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why work engagement is a key variable in predicting job performance. 

The regulating role of psychological contract. Work engagement theory 

also provides us with a perspective to understand how psychological contract violation 

affects the relationship between work engagement and job performance. Kahn (1990) 

emphasized that employees' cognitive engagement is how researchers view and 

understand their job roles. When psychological contracts are violated, these 

expectations and understandings of employees may be affected, thereby affecting 

researchers' cognitive engagement in work. This may further affect researchers' 

emotional and physical engagement, thereby affecting job performance. 

In summary, work engagement theory provides a theoretical framework 

for this study, helping to better understand the relationship between organizational 

atmosphere and work engagement, work engagement and job performance, and how 

psychological contract violation regulates these relationships. By exploring this theory 

in depth, we can better understand and explain our research results and provide more 

targeted suggestions for practice. 

 

2.1.2 Psychological Contract Theory 

1)  The emergence of psychological contract theory 

 Psychological contract describes the informal and implicit beliefs 

between employees and employers about the obligations and rights that are expected 

of each other. Psychological contract theory is an approach to the study of informal 

commitments and expectations between employees and employers. Unlike legal 

contracts or formal work agreements, psychological contracts are implicit and usually 

unwritten, but they have important influences on the behavior and expectations of both 

parties. The concept of psychological contract was first proposed by Argyris (1960), 

who described an informal, unwritten relationship between employees and 

organizations. Subsequently, the theory received widespread attention in the 1990s, 

especially in the work of Rousseau (1989, 1995). Rousseau defined psychological 

contract as the mutual expectations between individuals and organizations, which are 

based on the understanding of each other's commitments. Psychological contract 

covers the expectations and commitments of both individuals and organizations. This 

includes compensation, promotion opportunities, job security, career development, 
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and work-life balance. At the same time, employees may expect organizations to 

provide continuous training and development opportunities, while organizations may 

expect employees to show loyalty and high performance. In recent years, researchers 

have paid more and more attention to the differences in psychological contracts in 

cross-cultural contexts (Zhao et al., 2007). Different cultures and social backgrounds 

may produce different contents and forms of psychological contracts, which brings 

new challenges to the globalized work environment. 

Since the 1980s, many scholars have continuously made various 

interpretations of the objects and definitions of psychological contracts. So far, there is 

still no unified and authoritative concept. To summarize the definition of psychological 

contract, it is found that there are mainly two views. One puts the object of definition 

on both employees and organizations, and the other simplifies the scope of 

psychological contracts to employees only (Ma, 2017; Yu, 2014). In the field of human 

resources, Xiangyang Liu conducted a study on the incentive mechanism of knowledge 

workers from the perspective of psychological contract. The study found that both 

organizational responsibility and employee responsibility put the “relationship 

dimension” first. When designing an incentive mechanism, it is particularly important 

to pay attention to the improvement of working conditions, communication between 

superiors and subordinates, and working atmosphere under the relationship dimension, 

emphasizing “invisible harmony” to avoid unnecessary troubles at work (Liu, 2013). 

Yuan Li pointed out that compared with labor contracts, psychological contracts are 

implicit factors in organizations, but they are important regulating factors between 

employees' expectations and their performance (Li, 2002). Shengtai Zhang et al. used 

structural equation models as a means, took the breakdown of different psychological 

contracts of knowledge workers in small and medium-sized enterprises as the 

antecedent, organizational commitment as the mediating variable, and employee 

performance as the outcome variable, to study the impact of the breakdown of 

different psychological contracts on employee performance. They also revealed the 

important role of organizational commitment in this process, thereby providing 

effective incentives for employers to use psychological contracts to improve 

employees’ performance (Zhang, 2011). 

2)  Psychological contract theory model 
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Rousseau (1995) proposed a four-stage model of psychological contract 

formation and violation: 

Contract formation: When employees first enter an organization, they 

will form expectations and beliefs about the organization. This is usually based on 

interviews, recruitment materials, or interactions with future colleagues. Contract 

clarification: Once employees begin working, they will adjust or clarify their 

expectations based on their daily experience. Contract violation and repair: If 

employees believe that the organization has failed to live up to its promises, they may 

feel betrayed. However, this damage may be repaired if the organization is able to take 

timely remedial measures. Contract renewal or reshaping: Over time, employees’ 

expectations and organizational needs may change, leading to the renewal or reshaping 

of the psychological contract. 

3)  Violation and breach of psychological contract 

Psychological contract violation occurs when an employee or 

organization fails to fulfill its promises, which can lead to a variety of negative 

outcomes, such as reduced job satisfaction, commitment, and performance, as well as 

increased turnover intention (Robinson & Morrison, 2000). Rousseau (1995) further 

distinguished between psychological contract violation and psychological contract 

breach, the former being an objective existence and the latter being the subjective 

feelings of employees. Psychological contract violation is defined as an individual 

perception that the organization has not fulfilled its promises or implicit promises to 

them (Robinson & Morrison, 2000). In other words, when employees feel that their 

expectations or promises have not been met, they may believe that the psychological 

contract has been violated. 

Impact of psychological contract violation. Psychological contract 

violation is associated with many negative work outcomes, such as: reduced job 

satisfaction; reduced organizational commitment; higher turnover intention; lower job 

performance. In addition, psychological contract violation is also associated with 

negative emotional reactions, such as anger, disappointment, and betrayal (Morrison 

& Robinson, 1997). 

Causes of psychological  contract  violation. Organizational 

reorganization or transformation; changes of leadership or leadership style; changes in 
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the external environment, such as economic crisis, changes in internal organizational 

strategies or policies. 

4)  Application of psychological contract theory 

Psychological contract is the perception and evaluation of the 

responsibilities and obligations of both parties in the labor relationship (Albers et al., 

1997), representing the expectations and exchange relationship between labor users 

and labor providers (Morrison, 1997). Based on the perspective of psychological 

contract, existing research has been conducted in the fields of organizational 

management, human resource management, and labor relations management. In the 

field of organizational management, Alsing pointed out that although psychological 

contract is an unwritten implicit contractual relationship, it plays a decisive role in 

organizational management (Alsing, 1971). Shore et al. believed that the important 

role of psychological contract in organizational management is reflected in the 

following three aspects: Firstly, psychological contract involves labor relationship 

contracts and agreements that may not be mentioned in formal labor contracts. 

Compliance with psychological contract can further supplement labor contract and 

enhance the sense of security of both parties in labor relationship. Secondly, 

psychological contract will make workers aware of their responsibilities to the 

organization. These responsibilities not only include the contents explicitly stipulated 

in the labor contract, but also may involve implicit responsibilities such as 

organizational identification and organizational loyalty. Therefore, under the guidance 

of psychological contract, workers will be more conscious and proactive in fulfilling 

their responsibilities. Finally, under the influence of psychological contract, workers 

are more likely to have emotional connection and dependence on the organization 

(Shore, 1998). Baker pointed out that if workers attach great importance to 

psychological contract, they are more likely to take practical measures and make 

reasonable actions driven by personal desires, so as to achieve corres ponding 

performance (Baker, 1985). Shore et al.'s research showed that psychological contract 

helps employees form a high level of organizational support and emotional 

commitment, have higher expectations for their careers, and have lower turnover 

intentions (Shore, 2011). 
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Employee Retention Strategies: Understanding and managing 

employees' psychological contracts can help organizations reduce employees’ 

turnover. When employees feel their expectations are met, they are more likely to stay 

with the organization. Performance Management: When employees feel their 

contributions are recognized and matched by the rewards they were promised, they are 

more likely to perform well. Organizational Change: During organizational change, 

employees' psychological contracts can be threatened. Managing these expectations 

can help ease tension and resistance during change. Human Resource Strategies: 

Psychological contract theory can provide HR professionals with a framework to help 

them design and implement effective employee rewards, training, and development 

strategies. 

5)  The relationship between psychological contract theory and this 

study 

Psychological contract theory explores the expectations and 

commitments between individuals and organizations, as well as the possible impacts 

when these expectations are not met. Some scholars have pointed out that 

organizations do not have the subjective ability and consciousness of expectations and 

perceptions, and that management in an organization cannot be used to judge the 

organization in a one-sided manner (Cai, 2008). This study focuses on the relationship 

and mechanism of work engagement, job performance, and psychological contract 

violation, which is deeply related to psychological contract theory. 

Work engagement and psychological contract. Work engagement can 

be seen as an employee's positive response to the organization and a reflection of their 

commitment to the organization (Kahn, 1990). When employees believe that the 

organization has fulfilled its promise to them, that is, when the psychological contract 

is satisfied, they are more likely to devote themselves to their work (Liu, 2019). On 

the contrary, when they believe that the psychological contract has been violated, their 

work engagement may decrease, leading to a decline in job performance. 

 The role of job performance. Job performance can be seen as the 

employees’ specific behavioral response after they perceive that the psychological 

contract has been satisfied or violated (Ma, 2017). The fulfillment of the psychological 

contract may encourage employees to complete their tasks better, while the 
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psychological contract violation may lead to a decline in employee performance 

(Robinson & Morrison, 2000). Because of this, the psychological contract theory 

provides us with a theoretical framework to help us understand the psychological 

mechanism behind employee performance. 

 The regulating role of psychological contract. This study further 

explores the regulating role of psychological contract between work engagement and 

job performance. When employees perceive that their psychological contract is 

violated, their job performance may be negatively affected even if they originally have 

high work engagement (Zhao et al., 2007). This further emphasizes and illustrates the 

key role of psychological contract between employees’ behavior and organizational 

performance. 

Practical significance of the study. Psychological contract theory not 

only provides a theoretical basis for this study, but also provides valuable insights for 

practice. Organizations can improve their employees' work engagement and job 

performance by satisfying their psychological contracts. Conversely, organizations 

should avoid violating these contracts to prevent potential negative consequences. In 

short, psychological contract theory provides a powerful theoretical framework for this 

study, helping to gain a deeper understanding of the relationship between work 

engagement, job performance, and psychological contract violations. By combining 

these concepts, we can not only better understand employees' psychology and behavior, 

but also provide organizations with practical suggestions on how to improve 

employees’ performance. 

 

2.2 Variable Definition 

2.2.1 Organizational Atmosphere 

1)  Overview of organizational atmosphere  

The continuous communication and interaction between organizational 

members form an organizational atmosphere. Through the cognition of organizational 

behaviors such as the daily affairs of the enterprise, project processes, reward and 

punishment systems, a subjective perception of the organizational environment is 

generated. This perception will cause employees’ different behaviors, which will have 
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different degrees of impact on their job performance. Managers can fundamentally 

solve the problems existing within the organization based on the mechanism of 

organizational atmosphere, increase employees’ work enthusiasm, and improve 

employees’ work efficiency. The term organizational atmosphere began with Tolman 

(1926) definition of the concept of “cognitive map”, that is, an internal schema that 

individuals appear to understand their external environment. Here, it refers only to 

individual perception (Zhou, 2005). Subsequently, Hoffman defined organizational 

atmosphere in 1966. He believed that organizational atmosphere refers to the internal 

psychological characteristics of a school that are different from other schools. This 

characteristic will affect the behavior of internal personnel, and internal personnel can 

experience it personally, thereby affecting the behavior and performance of members 

(Wang, 2010). Peicun Cai believes that the characteristics of organizational atmosphere 

are objective and actual environment, which is a kind of perception generated by 

organizational members through their perception of the external environment within 

the organization. Therefore, organizational atmosphere represents the cognitive 

attributes of members on a series of organizational characteristics, which can be 

actually measured by exploring the subjective perception of all employees (Cai, 1985). 

Comprehensive literature found that many researchers have defined organizational 

atmosphere from different research perspectives and purposes, but this study believes 

that organizational atmosphere is closely related to the internal environment and is the 

organizational characteristics perceived by organizational members in this environment 

for a long time. 

In the middle of the 20th century, the term “Organizational atmosphere” 

was officially recognized by the academic community. Although many scholars have 

tried to explain what factors organizational atmosphere includes and how to operate and 

evaluate organizational atmosphere, no unified conclusion has been reached. Regarding 

whether the definition of organizational atmosphere tends to be at the individual level 

or the overall level, scholars also have different definitions. For example, James defines 

organizational atmosphere as the team atmosphere and organizational atmosphere 

formed by the individual perception in a specific group to a certain extent (James, 

1982). Schneider focuses on two aspects: individual perception level and overall 

characteristics of the organization. Under the dimensional division model, the concept 
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of organizational atmosphere is interpreted as the procedures and behaviors commonly 

perceived by individual employees, which are expected, recognized and rewarded in 

the workplace (Schneider, 1990). Domestic scholar Jinyun Duan, based on previous 

research on related issues, agrees with the definition of organizational atmosphere from 

the macro level of the organization. When this individual level exists among many 

members of the organization, it develops into an organizational atmosphere (Duan et 

al., 2014). Organizational atmosphere is employees’ common perception on the 

organizational environment, and its formation is the result of the interaction between 

the organizational environment and individual employees. Its impact on job 

performance has always been the focus of organizational behavior and management 

(Ye, 2018). Schools’ organizational atmosphere reflects the quality and characteristics 

of school life, and reflects the characteristics of school norms, values, interpersonal 

relationships, organizational structure, teaching practices, etc. (Quan, 2022). 

2)  Definition of organizational atmosphere 

The concept of organizational atmosphere can be traced back to Tolman 

(1926) environmental cognitive map theory. Tolman's definition of “atmosphere” is: 

the cognitive map of the entire organizational state formed in the mind of an individual. 

This definition emphasizes the individual perception, but its limitation is that it ignores 

the group in which the individual is in, and does not mention the cognition of the 

coexisting environment by other people in the group except the individual. Therefore, 

this concept cannot be regarded as the concept of “organizational atmosphere” in the 

true sense (Wang, 2005). Later, Lewin continued to deepen the concept of 

organizational atmosphere when studying field theory, defining it as the common 

perception of individuals, or the same or similar parts of the “cognitive map” formed 

by individuals (Lewin, 1939). Organizational atmosphere is the result of the interaction 

between individuals and the environment in the organization, and individual behavior 

will change with the change of the environment. Since then, more and more scholars 

have proposed different definitions of organizational atmosphere. There are two main 

views on the concept of organizational atmosphere: 

The first is psychological atmosphere, which studies organizational 

atmosphere from the perspective of individuals, that is, the comprehensive cognition of 

members in the organization about their own treatment, work environment and other 
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factors in the organization. It is a multi-dimensional concept with rich content and 

emphasizes the guidance of individual perception on behavior. Representative studies 

include: organizational atmosphere is a unique feature of an organization. The pros and 

cons of organizational atmosphere are obtained by measuring the individual perception 

of the organizational environment within the organization, and the results of the 

measurement are reflected in the behavior and performance of organizational members 

(Halpin, 1963). Organizational atmosphere is an inherent environmental characteristic 

within an organization, which can be perceived by organizational members and has a 

relatively stable impact on it (Tagiuri, 1968). Organizational atmosphere includes two 

aspects, one is the cognitive judgment of individuals on the organization, and the other 

is the attitude and method of the organization towards its members. The interaction 

between the two produces a characteristic that is different from other organizations 

(Campbell, 1970). When there is a certain degree of consistency in the perception 

between specific groups, this psychological atmosphere can be aggregated to the team 

or organizational level, becoming a team atmosphere or organizational atmosphere 

(James, 1982). 

The second is the organizational context, which studies organizational 

atmosphere from the organizational level and regards it as an overall attribute of the 

organization, a relatively lasting characteristic of the internal environment, and a unique 

style that is different from other organizations. Representative studies include: 

organizational atmosphere is the sum of a series of organizational characteristics, which 

can be perceived by organizational members and affect the performance of 

organizational members (Kewin, 1968). Weizheng Chen and other scholars believe that 

organizational atmosphere is a multidimensional concept, which contains the sum of 

relatively stable characteristics within the organization (Chen, 2005). These 

characteristics are measurable after using certain methods, and these characteristics can 

be perceived by members, affecting the behavior of organizational members through 

behavioral formulas. Scholar Halpin first introduced the concept of organizational 

atmosphere into school organizations. He believed that organizational atmosphere is 

like individual personality traits for organizations, with significant differences (Halpin, 

1963). Hoy believes that the school's organizational atmosphere is the inherent 

characteristic that distinguishes the school from other schools. It is a shared perception 
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of the schools’ entire working environment formed by teachers through personal 

experience. This perception affects teachers' behavior and performance (Hoy, 1982). 

Researcher Yanqiong Cao believes that the school's organizational atmosphere refers 

to an inherent and stable trait produced by the interaction and influence of the principal 

and teachers' behaviors in the internal environment of the school (Cao, 2002). This trait 

can affect the behavior of school members and can be described and measured through 

the perception of school members. The overall atmosphere within the school is a 

persistent and unique psychological characteristic that affects teacher behavior through 

interpersonal interactions between teachers (Pan, 2002). Some researchers also believe 

that school’s organizational atmosphere is a kind of school environment, which is a 

long-lasting characteristic of the internal environment formed by the interaction 

between the principal and teachers, and can be described through the perception of 

members (Quan, 2022). 

 

Table 2.1  Definition of Organizational Atmosphere 

Definition Author (Year) 

The cognitive map of the entire organization formed in 

the mind of an individual 

(Tolman, 1926).  

Obtained by measuring the cognition of the 

organizational environment by individuals within the 

organization 

(Halpin, 1963).  

The shared perception of the entire working environment 

of the school formed by teachers through personal 

experience, which affects the behavior and performance 

of teachers 

(Hoy, 1982). 

An internal and stable trait (Cao, 2002).  

The sum of relatively stable characteristics within the 

organization 

(Chen, 2005).  

A fairly persistent trait of the internal environment, which 

can be described by the perception of members 

(Quan, 2022).  

A stable and persistent internal psychological (Wang, 2022).  
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Definition Author (Year) 

characteristic formed by the interaction between members 

of private colleges, which can be measured and can also 

be perceived by individuals and affect their behavior and 

attitudes. 

  

 

In general, organizational atmosphere is a relatively persistent and 

stable characteristic of the organizational internal environment, which makes the 

organization have distinct characteristics and distinguishes it from other organizations. 

Organizational atmosphere is also the subjective cognition and description of the 

organizational environment by members of the organization, which can affect their 

behavioral responses by affecting the perception of organizational members. This 

study draws on the generally recognized schools’ definition of organizational 

atmosphere and defines the definition of organizational atmosphere of private colleges 

as a stable and persistent internal psychological characteristic, which is formed by the 

interaction between faculty and staff of private colleges. It can be measured, and can 

also be perceived by individuals and affect individual behavior and attitudes. It can be 

described through the perception of all teachers in the school, and can also affect 

teachers' behavioral motivation and job performance. 

3)  Influencing factors of organizational atmosphere 

Organizational atmosphere, as the perception of the organizational 

overall environment by the members of the organization, will affect the motivation, 

behavior and emotion of the members, and then affect the organizational effectiveness 

and the realization of organizational goals. To this end, domestic and foreign scholars 

have conducted in-depth and extensive research on the relationship between 

organizational atmosphere and its related variables. The factors affecting 

organizational atmosphere mainly include position, management style, organizational 

size, personality traits, and demographic variables. Among them, scholars Harris 

(1978); Powell (1977) both found that there are significant differences in 

organizational atmosphere between genders, and women are more likely to perceive 

organizational atmosphere positively than men. In terms of leadership behavior and 
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style, Research found that the values of leaders, such as the influence of the company’s 

founder in the early stage of entrepreneurship, will have a subtle influence on 

organizational atmosphere. Researcher Yixin Zhang found that the caring behavior in 

leadership behavior is significantly related to organizational atmosphere, and the care 

of leaders for employees can enhance the support in organizational atmosphere 

(Zhang, 2000). 

 

Table 2.2  Influencing Factors of Organizational Atmosphere 

Factor Type Influencing Factors Author (Year) 

Demographic 

variables 

There are significant differences in 

gender. 

(Harris, 1978; Powell, 

1977). 

Management style There is a correlation between 

principal leadership behavior and 

organizational atmosphere. 

(Cheng, 1997). 

Management style Caring behavior in leadership 

behavior is significantly correlated 

with organizational atmosphere. 

(Zhang, 2000). 

Management style Principal morality, school 

organizational learning and school 

organizational atmosphere are 

significantly correlated. 

(Chen & Peng, 2017; 

Wang, 2022). 

 

4) Dimensional division and measurement of organizational atmosphere 

The study of organizational atmosphere dimensions is like the study of 

definition of organizational atmosphere. Different scholars have proposed different 

dimensions from different perspectives. Regarding the study of organizational 

atmosphere structure, Chinese and foreign scholars have reached different conclusions 

based on their respective disciplines, research perspectives and problem areas. 

However, one thing is certain, that is, due to differences in cultural background, 

organizational type and organizational scale, there are great differences in the 

organizational atmosphere structure of different types of social organizations (Zhu, 
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2016). Campbell defined organizational atmosphere as four dimensions: political 

support, autonomy, reward and position structure through the study of the existing 

organizational atmosphere scale (Campbell, 1970). Zarraga and Bonache (2003) 

divided team atmosphere into three dimensions: mutual trust, encouragement and 

communication in the context of studying team innovation ability. Wallach (1983) 

defined team atmosphere as three basic dimensions: creativity, support and 

organizational bureaucracy based on research. Stringer (2002) summarized the six 

levels of team atmosphere through continuous research on team atmosphere, which 

are commitment, support, responsibility, cognition, standards and structure. Based on 

the research of Cao (2002); Hoy and Clover (1986) divided the school organizational 

atmosphere into six dimensions: supportive behavior, supervisory behavior, restrictive 

behavior, colleague behavior, intimate behavior and alienated behavior, and adapted it 

into a “descriptive” of “school organizational atmosphere questionnaire”. Xiaofu Pan 

used the vocabulary screening method to divide the school organizational atmosphere 

into four dimensions: interpersonal, teaching, learning, and management atmosphere, 

and designed the “Junior Middle School Organizational Atmosphere Scale” (Pan, 

2002). Yunxian Ma referred to the learning organizational atmosphere questionnaire 

of Hoy, Xiaofu Pan and others in China, modified and adjusted the items on this basis 

to compile the “College Organizational Atmosphere Questionnaire”, which includes 

three dimensions: management system, leadership form and teacher behavior (Ma, 

2005). Different dimensions can be used to analyze organizational atmosphere. These 

dimensions determine the specific elements in the organizational environment that 

have an impact on employee attitudes and behaviors. Some typical aspects of 

organizational atmosphere include: 

Leadership style: An organization’s leadership style largely influences 

the culture of the organization. Transformational leaders are more likely to inspire 

their teams with a positive work environment that encourages employee creativity and 

engagement (Huang et al., 2019). Communication: The atmosphere of a workplace is 

largely influenced by communication, which in turn affects employee engagement and 

satisfaction. Employee collaboration, trust, and cooperation can all be improved 

through effective communication in the workplace (Jiang & Liu, 2007). Organizational 

culture: The values, discipline, and norms that influence employee behavior are known 
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as organizational culture. A healthy organizational culture promotes collaboration, 

trust, and belonging, which in turn improves employee satisfaction and engagement 

(Jun, 2019). Physical environment: The layout, design, and aesthetics of a workplace 

can have an impact on employee comfort, happiness, and productivity (Forehand & 

Von Haller, 1964). Workload: Workload is the total amount of difficult work assigned 

to an employee. A manageable workload is essential to creating an efficient workplace 

that improves employee happiness and job satisfaction. 

 

Table 2.3 Measurement Dimensions of Organizational Atmosphere 

Author (s) Organizational 

Atmosphere 

Theoretical Concept 

Xie et al. (2018) Assessment Leadership style, innovation 

atmosphere 

Kim and Wee (2020) Assessment Self-management, self-

awareness 

Jun (2019) Assessment Unethical behavior, 

organizational atmosphere 

Gong et al. (2018) Assessment Client abuse, professional 

burnout 

Zheng et al. (2021).  Assessment Clinician's intentions 

Chen and Li (2006); 

Jiang and Xiao (2023) 

Assessment Organizational bureaucracy, 

interpersonal relationships, 

management style 

   

 

From the summary Table 2.3, these factors contribute to the formation 

of the organizational environment: The way company leaders interact with employees 

can have a significant impact on the culture of the entire organization. Effective 

communication is essential to creating a positive organizational environment because 

it promotes trust and mutual understanding among employees. A strong company 

culture can set the tone for the organizational environment by promoting values such 

as innovation, teamwork, and accountability. The design and layout of a company's 
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physical workspace can also play a role in determining the culture. Employee morale: 

The overall personality and satisfaction of employees can have a significant impact on 

the organizational environment. Recognizing and rewarding employees for their 

contributions can improve morale and create a positive work environment. Workload 

and stress level: High workload and stress levels can have a negative impact on the 

atmosphere of an organization, while a balanced workload and controllable stress levels 

can create a more positive environment. 

In summary, this study analyzes organizational atmosphere from three 

perspectives, namely management style, interpersonal relationships, and organizational 

bureaucracy. The scale used in the research process will be combined with the actual 

situation of domestic enterprises, and it is planned to adopt the scale modified and 

optimized by Shijun Xu, Ruichun Zhang and Jingqing Jiang. 

 

2.2.2 Psychological Capital 

1)  Overview of psychological capital 

Psychological capital, first proposed by Goldsmith et al. in 1997, 

referred to the integration of an individual beliefs, attitudes and cognitions about self, 

work, morality and life, mainly involving a person's self-view and self-esteem, as well 

as dominant motivation and attitude towards work. Later, scholars explained 

psychological capital from different research perspectives, and the debate mainly 

focused on whether psychological capital is a “trait” or a “state”. Trait theorists 

believed that psychological capital is an innate positive trait of an individual, with 

inherent heritability and stability. For example, Cole (2006) believed that 

psychological capital is a personality trait that affects individual behavior and output. 

State theorists emphasized that psychological capital is a specific, easy to change and 

develop positive psychological state. For example, Luthans et al. (2005) believed that 

psychological capital is a combination of positive psychological states that helps 

predict individual high-performance work and happy work index. In view of the 

academic community's disagreement on the concept of psychological capital, Luthans 

and Youssef (2004) explained psychological capital from the perspective of positive 

organizational behavior (POB). He advocated that psychological capital is “the core 

psychological element of the individual universal enthusiasm, manifested as a 
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psychological state that meets the standards of positive organizational behavior.” 

Psychological capital meets the POB standards (positivity, based on theory and 

research, valid measurement, the influence of individual characteristics and state 

hierarchy). The four items are self-efficacy, optimism, hope and resilience. Once the 

concept of psychological capital from the perspective of POB was proposed, it 

attracted widespread attention from scholars. 

After two years of exploration, researchers such as Luthans re-refined 

the definition of psychological capital, which is more accurate. Luthans believed that 

a spirit of never giving up and striving for progress is reflected in the process of 

everyone's growth, learning and work. The mental state was called psychological 

capital (Luthans et al., 2007). Although there are serious differences in the definition 

of psychological capital at home and abroad, Luthans's definition of psychological 

capital has been accepted by researchers at home and abroad, which is more 

representative. In addition, domestic scholars such as Jianglin Ke considered the 

traditional Chinese cultural background in the definition of psychological capital for 

the first time, and believed that good psychological ability is reflected in personal life 

and work, which is conducive to harmony and stability. And psychological capital can 

promote people's management and communication (Ke, 2009). Scholar Wen Zhang 

combined the professional characteristics of teachers and domestic and foreign 

research results to define teachers' psychological capital as “the positive psychological 

development state shown by teachers in the process of education and teaching” 

(Zhang, 2010). Psychological capital is a research perspective of positive psychology. 

It explores the content of individuals' internal positive psychological advantages and 

develops and manages new capital, which is of great value to the growth of individuals 

and the sustainable competitiveness of organizations (Yang, 2015). According to 

Maslow's hierarchy of needs, when people's physiological and safety needs are met, 

they will naturally raise the needs for emotions and belonging, respect, and self-worth 

realization. This need puts most people at a high level of demand for “being respected” 

and “self-worth realization”, so the psychology will become more sensitive and prone 

to negative emotions such as concerns and resistance. Then it is particularly important 

to cultivate self-confidence, optimism, hope and resilience. The construction of 

psychological capital proposed by positive psychology and positive organizational 



 45 

behavior provides a good development and construction direction for comprehensively 

improving the mental health of individuals. Psychological capital combines the theory 

and practice of psychology and management, expands the scope of talent development 

from the perspective of psychology, and enables individuals to live a healthier, more 

sunny and better quality life. The research of psychological capital mainly explores 

ways to help people improve their psychological quality, strengthen the pertinence and 

practicality of psychological counseling, guide and cultivate positive psychological 

states, stimulate people's inherent potential, form a more complete mental health 

atmosphere, and avoid or reduce the occurrence of psychological problems and mental 

illnesses. Therefore, the construction of psychological capital can not only tap people's 

potential good qualities and promote personal health development, but also promote 

the healthy development of their organizations and society. 

2)  Definition of psychological capital 

The term psychological capital first appeared in the field of economics. 

In 1997, Goldsmith believed that “psychological capital” is a combination of an 

individual's beliefs, attitudes and cognitions about work, ethics, and self-life, and some 

personality traits that can affect individual productivity (Goldsmith et al., 1997). 

Subsequently, it attracted the attention of positive psychologists and positive 

organizational behaviorists. In 2000, Seligman, the father of positive psychology and 

management scientist in the United States, proposed the concept of psychological 

capital when educating talents in the context of the new era (Seligman, 2002). He 

mainly studied the positive impact of personal optimism, hope, self-efficacy and other 

positive emotional states on the development of individuals and organizations. 

Seligman believed that psychological factors that may lead to individual positive 

behavior should be included in the category of capital (Seligman, 2002). As a result, a 

lot of discussions on psychological capital have been triggered. With the further 

development of positive organizational behavior, in 2004, Luthans and Youssef 

proposed the concept of psychological capital from the perspective of positive 

organizational behavior, pointing out that psychological capital is a psychological state 

that can affect the positive behavior of individuals (Luthans, 2004). Compared with 

human capital emphasizing “what you can do” and social capital emphasizing “who 

you know”, psychological capital emphasizes “who you are” or “who you are 
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becoming”. From then on, the vision of psychological capital was broadened and 

psychological capital was elevated to a level that surpassed human capital and social 

capital. Psychological capital is called the fourth largest capital that has a profound 

impact on organizational development in addition to human capital, social capital and 

economic capital. Its role in human resource management is becoming more and more 

important. 

 

Table 2.4  Definition of Psychological Capital 

Definition Author (Year) 

The combination of an individual's beliefs, attitudes and 

cognitions about work, ethics, and self-life, and some 

personality traits that can affect individual productivity. 

(Goldsmith et al., 1997).  

The father of American positive psychology believes that 

psychological factors that may lead to individual positive 

behavior should be included in the category of capital. 

(Seligman, 2002). 

“A positive psychological state shown by an individual 

in the process of growth and development” is an internal 

psychological resource that can affect job performance, 

with the characteristics of being developable and 

measurable. 

(Luthans & Youssef, 

2004). 

Psychological capital is a positive psychological state 

shown by an individual in the process of growth and 

development. 

(Luthans et al., 2007).  

Psychological capital is a positive psychological state 

shown by an individual, including four aspects: 

confidence, optimism, hope and resilience. 

(Wang, 2020 Yu, 2018).  

Hope is a person setting a feasible goal and choosing the 

right path to move towards the goal firmly. Optimism 

refers to an individual's tendency to attribute positively 

to the future and the success of things. 

(Zhu, 2022). 
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According to the above definition of psychological capital, this study 

will adopt the definition of Luthans and other scholars. Psychological capital is a 

positive psychological state that individuals show in the process of growth and 

development, including four dimensions: self-efficacy, resilience, hope, and optimism. 

Self-efficacy refers to the confidence of an individual in his or her own ability to 

complete challenging work through hard work. Resilience refers to the ability of an 

individual to recover quickly and continue to engage in the process of achieving goals 

when faced with setbacks and failures. Hope refers to a person setting feasible goals 

and choosing the right path to move forward firmly towards the goal. Optimism refers 

to the tendency of an individual to attribute positively to the future and the success of 

things. 

3)  Influencing factors of psychological capital 

Scholar Qiang Tang proposed that self-reinforcement is an influencing 

factor of psychological capital of corporate employees (Tang, 2008). Taylor and 

Brown also found in their research that an individual who can continuously strengthen 

himself can better self-repair when encountering problems or being in trouble. The 

individual's patience is also affected to a certain extent by the resilience. People with 

strong self-reinforcement ability generally have better self-regulation ability and can 

recover quickly from difficulties (Greenwald, 1980). Xizhou Tian's research found 

through factor analysis that self-realization, personal health status, etc. have a certain 

impact on personal psychological capital (Tian, 2008). Because psychological capital 

is an internal trait, it is more effective to adjust psychological capital from the 

individual than to adjust it from external conditions (Wang, 2023), so it is necessary to 

focus on the study of factors such as self-reinforcement ability to improve personal 

psychological capital. 

In the study of antecedent variables, the antecedent variables that affect 

psychological capital are mainly individual factors and environmental factors (Tian, 

2021; T. Gao, 2021; Y. Gao, 2019). Individual factors such as self-reinforcement, 

personality traits, self-realization level, gender, age, education, academic performance, 

and physical health have a certain degree of influence on psychological capital. 

Studies have shown that income, education (Wei, 2019), teacher experience and age 

may have an impact on teachers' psychological capital (Liu, 2007; Wang et al., 2015; 
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Wei, 2019). 

 

Table 2.5  Influencing Factors of Psychological Capital 

Factor Type Influencing Factors Author (Year) 

Individual factor Self-reinforcement. (Tang, 2008; Tian, 

2008).  

Self-reinforcement, personality 

traits, self-realization level, 

gender, age, physical health. 

(Tian, 2021; Gao, 2021; 

Gao, 2019). 

Other factors Income, education, teacher 

experience and others. 

(Liu, 2007; Wang et al., 

2015; Wei, 2019).  

Organizational 

characteristics 

Teacher job autonomy, teacher 

job support, performance 

feedback, and career 

development opportunities 

provided by the school. 

(Shi, 2013). 

   

 

4)  Dimensional division and measurement of psychological capital 

Due to different research perspectives, foreign scholars have 

experienced a change from single dimension to multi-dimensional structural division 

of psychological capital. Goldsmith, a scholar holding the trait theory, was the first to 

point out that self-esteem, a single factor, is the main content of psychological capital 

(Goldsmith et al., 1997). Foreign scholars Letcher et al. pointed out that psychological 

capital is the Big Five personality, including responsibility, extroversion, emotional 

stability, openness and agreeableness (Letcher, 2004). As a representative scholar of 

“state theory”, Judge proposed that psychological capital includes four dimensions: 

self-esteem, self-efficacy, locus of control and emotional stability (Judge et al., 2001). 

After the concept of “quasi-state” appeared, Luthans et al. (2005) proposed that 

psychological capital includes four elements: self-confidence, hope, optimism and 

resilience. This view was generally recognized by the academic community (Luthans 

et al., 2005). 
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Domestic scholars actively carry out theoretical introduction and 

testing of psychological capital, but the differences between Eastern and Western 

cultures make it difficult for this concept to meet China's national conditions. Based 

on the grounded theory, scholars such as Jianglin Ke conducted a cross-cultural 

background study on psychological capital. The results showed that transactional 

psychological capital and interpersonal psychological capital are the organic 

components of local psychological capital. Among them, transactional psychological 

capital is similar to Western psychological capital, which reflects the effectiveness of 

cross-cultural research, but factors such as humility, honesty, enterprising spirit and 

interpersonal psychological capital are a special type of factors, which can transform 

isolated individual affairs into interactive decisions of the group and have strong local 

characteristics (Ke, 2009).  

Xizhou Tian pointed out that with the deepening of psychological 

capital research, factors related to emotional orientation (such as creativity, wisdom, 

etc.) and abilities related to social orientation (such as emotional intelligence, 

gratitude, etc.) will become new contents of psychological capital (Tian,  2009). 

Haiyan Dou compiled a questionnaire for measuring the psychological capital of 

Chinese corporate managers and proposed that the psychological capital of Chinese 

corporate managers includes six aspects: optimism, unity and cooperation, 

responsibility, resilience, self-confidence, and hope (Dou, 2011). Li Li constructed a 

second-order four-dimensional model of the psychological capital of college teachers, 

namely cognitive capital, volitional capital, emotional capital and interpersonal capital 

(Li, 2015). Juntao Liu proposed that the psychological capital of college ideological 

and political teachers includes cognitive capital, communication capital and volitional 

capital (Liu, 2021). Chinese employees have a strong sense of collectivism and 

advocate a spirit of dedication that puts collective interests above all else. At the same 

time, they also pay more attention to the harmony and equality of interpersonal 

relationships (Zhu, 2023). Interpersonal capital is an indispensable element of 

psychological capital. Regarding the dimensions and measurements of psychological 

capital, the following types are often used: 
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Table 2.6  Measurement Dimensions of Psychological Capital 

Researcher (Year)  Dimension 

Lucens et al. (2007) Self-efficacy, optimism, hope, resilience. 

Ke (2008) Transactional psychological capital (confidence, courage, 

optimism, enterprising spirit, tenacity) 

Interpersonal Psychological capital (humility and steadiness, 

tolerance and forgiveness, respect and courtesy, gratitude 

and dedication). 

Zhang (2010) Confidence, hope, optimism, resilience. 

Li (2016) Hope, self-efficacy, optimism, resilience. 

Li (2020)  Task-based psychological capital (optimism, confidence, 

resilience, hope, rigor) 

Interpersonal psychological capital (cooperation, 

appreciation) 

Emotional psychological capital (love, integrity, emotional 

intelligence). 

  

 

From the relevant literature on teachers' psychological capital, it can be 

found that teachers' psychological capital is an important psychological variable that 

affects teachers' work engagement and can promote the improvement of work 

engagement. By improving teachers' work engagement, good job performance can be 

achieved. Through good job performance, organizational performance can be 

improved, talents can be cultivated for society, and the progress and development of 

education can be promoted (Wei, 2019). Therefore, based on the definition of 

psychological capital by different scholars, this study believes that the psychological 

capital of young teachers in private colleges is a controllable, measurable and 

developable psychological capital in their daily work and life, which is conducive to 

the growth and development of young teachers. The psychological capital of young 

teachers in private colleges is a positive psychological state or psychological resource 

formed in the process of their development, which has both characteristics and status 
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attributes. Psychological capital of young teachers in private colleges is mainly 

reflected in four aspects: hope (i.e., perseverance in achieving goals), self-efficacy 

(confidence in taking and taking certain actions to effectively complete various 

challenging tasks), optimism (using positive attributions when facing current or future 

success), and tenacity (the ability to persevere, actively recover, and adapt to various 

difficulties and failures). 

 

2.2.3 Work Engagement 

1)  Overview of work engagement 

The concept of work engagement was first proposed by Kahn (1990), 

who defined it as the degree to which an individual puts his or her physical, cognitive 

and emotional state into the work role during the work process. Maslach et al. (1997) 

reinterpreted work engagement from the perspective of work burnout. They regarded 

“work burnout” and “work engagement” as two relative concepts and developed a 

“bipolar view”, which is to reverse the three dimensions of work burnout: emotional 

exhaustion, cynicism and reduced professional efficacy to obtain energy, engagement 

and efficacy as the three factors of work engagement. However, Schaufeli et al. (2002) 

believed that if only the relative aspects of work burnout are considered, the exact 

meaning of work engagement cannot be fully defined, and it should include more 

complex connotations. In fact, even if there is no manifestation of work burnout, it does 

not mean that an individual has a high level of work engagement. Therefore, they 

defined work engagement as “a positive work-related mental state, including vitality, 

dedication and concentration”, and this definition has been widely used in many 

domestic and international studies. Vitality means that an individual has sufficient 

energy and motivation and is willing to make more efforts to complete relevant work 

tasks. Dedication is manifested as enthusiasm, motivation, pride and pursuit of 

challenges for work, and is a manifestation of full engagement to work. Concentration 

is usually manifested as an individual maintaining a high degree of concentration and 

focus, focusing on the work he is engaged in, and it is difficult to separate from the 

work. Later et al. (2013) used a multidimensional approach to propose three aspects of 

work engagement: individual traits, states and behaviors. Individual traits are a long-

term and fixed personality trait that individuals show at work, which is from a static 
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perspective. State refers to a real-time performance that a person shows as his 

environment and time change, which is from a dynamic perspective. Behavior is a test 

of the external behavior presented by an individual at work. 

2)  Definition of related concepts of work engagement 

Academics regard work engagement as a multi-level and multi-

dimensional concept. In the early 1970s, work engagement was mainly seen as an 

individual's satisfaction and engagement in their work. Kahn (1978) was the first 

scholar to conduct an in-depth study of this, and work engagement was seen as “the 

physical, cognitive and emotional engagement of individuals in their work.” Work 

engagement is not only about time engagement, but also includes emotional and 

cognitive engagement. Entering the 21st century, the definition of work engagement 

began to expand and deepen. May et al. (2004) emphasized the three core elements of 

work engagement: psychological presence, cognitive availability and emotional 

continuity, which together constitute the core of work engagement. Later et al. (2004) 

proposed the job demand-resource model, which further expanded the understanding 

of work engagement. The study believes that work engagement is not only related to 

the nature and tasks of the work, but also affected by the work environment and 

resources. Work engagement theory believes that dedicated employees have a very 

positive attitude, characterized by unlimited vitality and energy, as well as a intention 

to work and put in effort. Engagement is a positive, emotional cognitive state of highest 

satisfaction (Bakker et al. 2010). 

In recent years, researchers have further explored work engagement. 

Smith and Li (2019) proposed that work engagement is not only the relationship 

between an individual and his or her work, but is also closely related to the culture and 

values of the organization to which he or she belongs. Zhang et al. (2020) further 

pointed out that work engagement is also related to the use of technology and the 

digitalization of work, which will affect the degree of work engagement of employees. 

Johnson et al. (2019) explored the relationship between work engagement and 

employee happiness. The study found that work engagement can be a positive 

emotional response. When employees feel that their research efforts are recognized and 

worthwhile, their happiness and satisfaction in research will be significantly improved. 

Some studies also believed that finding a balance between family and work is crucial 
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for employees' work engagement. Williams et al. (2021) found that employees who can 

effectively balance work and family are more engaged in their work. With the outbreak 

of COVID-19, remote work has become the norm for many employees. Greenwood et 

al. (2020) explored the relationship between remote work and work engagement and 

found that although remote work provides employees with greater flexibility, it also 

requires more self-management and motivation to maintain work engagement. In 

summary, work engagement is a dynamic concept, and its definition is constantly 

enriched and expanded, from simple time and effort engagement to multiple levels 

involving emotions, cognition, organizational culture, technology, and work 

environment. Therefore, this study defines work engagement as the degree of physical, 

cognitive, and emotional engagement of individuals at work. 

 

Table 2.7  Definition of Work Engagement 

Definition Author (Year) 

Job satisfaction and engagement Early 1970s 

The physical, cognitive, and emotional engagement of 

individuals at work 

(Kahn, 1978). 

Psychological presence, cognitive availability, and 

emotional continuity 

(May et al., 2004) 

Job demands-resources model (Bakker & Demerouti, 

2008). 

The relationship between work engagement and the 

culture and values of the organization 

(Smith & Li, 2019). 

The relationship between work engagement and the use 

of technology and the digitalization of work 

(Zhang et al., 2020). 

Work engagement as a positive emotional response (Johnson et al., 2019). 

The importance of work engagement for employees in 

finding a balance between family and work 

(Williams et al., 2021). 

The relationship between remote work and work 

engagement 

(Greenwood et al., 

2020). 
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3)  Influencing factors of work engagement 

There is a lot of research in the academic community on the influencing 

factors of work engagement. The influencing factors of work engagement are 

considered to be multi-level and multi-dimensional elements. Among them, personal 

work demands and work resources are considered to be the main elements of work 

engagement. 

First, Absorption was originally described as the employee's focus and 

sustained attention on his or her duties. 

Kahn (1990) believed that when employees feel that they have important 

roles and responsibilities in the organization, their absorption and attention at work will 

increase. Absorption is an important dimension of work engagement, which involves 

how employees focus their attention and resources at work to better complete tasks. 

Scholars have revealed a variety of factors that affect absorption. First is the importance 

of work resources. Bakker and Demerouti (2007) pointed out that when employees have 

sufficient work resources, autonomy, support and feedback, they are more likely to stay 

focused at work. Such resources can help employees better face challenges and avoid 

being distracted by difficult problems. Wrzesniewski et al. (2003) found that when 

employees believe that their work is meaningful and consistent with their personal 

values, they are more likely to concentrate on their work. This feeling makes employees 

more enthusiastic and engaged. Second is the influencing factors of the work 

environment. Knight and Baer (2014) explored how the work environment affects 

absorption. 

Research has found that an open, cooperative and innovative 

environment can improve employees' absorption, as well as the role of leadership style. 

Zhang and Bartol (2010) studied how transformational leadership affects employees' 

work engagement and absorption. The study found that when leaders show traits that 

encourage employees to think independently and innovate, employees are more likely 

to stay focused at work. In addition, it is work-life balance. Greenhaus and Powell 

(2006) proposed that when employees can effectively balance work and life, their 

absorption at work will increase. Being able to meet the needs of life and work can 

reduce distractions and interference. With the advent of the digital age and the 

widespread use of digital technology in the workplace, Williams et al. (2018) studied 
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how social media and other online tools affect employees' absorption. The study found 

that although these tools can promote communication and collaboration, excessive use 

may cause employees to be distracted and reduce work efficiency. There are also 

studies that focus on the role of psychological safety in promoting absorption. Liu et al. 

(2019) found that when employees feel psychologically safe and accepted in the work 

environment, they are more likely to concentrate on their tasks. Psychological safety 

encourages employees to express their thoughts and feelings frankly, so that they can 

better focus on core tasks. In the wake of the COVID-19 pandemic, many companies 

have begun to implement remote work policies. Gupta et al. (2020) explored how 

remote work affects employee absorption. The study found that although family and 

other non-work-related factors may become distractions, working from home can 

provide an environment with fewer interruptions, thereby improving absorption. The 

impact of organizational culture on absorption: Munir and Rahman (2021) pointed out 

that organizational culture, especially a culture that supports employee development 

and innovation, can promote employee absorption. When employees feel that their 

efforts are recognized and consistent with the values of the organization, they are more 

likely to concentrate on their work. Other studies have shown that self-efficacy, that is, 

an individual's confidence in his or her ability to complete a specific task, is closely 

related to absorption. Fisher and Boyle (2019) pointed out that when employees have 

sufficient confidence in their abilities, they are more likely to stay focused in the face 

of challenges. 

Second, Core affect is the centrality and importance of employees in 

work. 

Since the beginning of the 21st century, scholars have begun to study 

more about the different factors that influence core affect and recognize the importance 

of this concept in employee satisfaction, engagement, and performance. Core affect 

refers to the centrality and importance of employees in their work. This is related to the 

role relevance of employees, the core tasks in their work, and the position of research 

in the organization. Martin et al. (2005) found that when employees have a clear 

understanding of their roles in the organization, they are more likely to feel their core 

affect. Role clarity can help employees understand the responsibilities and expectations 

of research, so that they can better perform their duties. Zhang and Zhou (2014) pointed 
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out that when employees feel supported by their superiors, research is more likely to 

feel their core affect. Support and recognition from leaders can enhance employees' 

sense of self-worth. Teamwork and communication: according to Morrison (2008), 

effective communication and cooperation with colleagues can enhance employees' 

awareness of the importance of their work. 

When employees feel that they are an important part of the team, their 

sense of core affect will also increase. There is also the influence of training and 

development opportunities. Kehoe and Wright (2013) found that training and 

development opportunities provided to employees can enhance their sense of core 

affect. Through training, employees can better understand their abilities and value in 

the organization. Other studies have focused on the impact of job design. Grant (2007) 

studied how job design affects employees' core affect. The study found that when work 

tasks match employees' values and interests, they are more likely to feel their core 

position in the organization. In recent years, core affect has received increasing 

attention in organizational behavior research. Scholars have further explored the 

various factors that affect employees' core affect, including organizational culture 

(Chen et al., 2019), technological change (Wu & Chen, 2020), and psychological safety 

(Lee et al., 2018). Through surveys of multiple companies, Chen et al. (2019) found 

that organizational culture, especially those that encourage innovation, autonomy, and 

collaboration, can significantly enhance employees' core affect. In this cultural context, 

employees are more likely to believe that they play a key role in the company's success.  

In recent years, with the rapid development of artificial intelligence, big 

data, and machine learning technologies, many traditional job responsibilities are 

changing. Wu and Chen (2020) explored how this technological change affects 

employees' core affect. Research has found that even though some tasks are replaced 

by automation, employees can still enhance their core affect by continuing to learn and 

adapt to new technologies. According to the study by Lee et al. (2018), there was a 

positive correlation between psychological safety and core affect. When employees feel 

safe in the organization, dare to express dissent and take risks to try new things, they 

are more likely to think that they have a core position in the organization. In addition, 

the work environment and core affect have also received attention. 

  



 57 

Thompson and Kim (2021) pointed out that open space, flexible work 

system and diversity in modern workplaces have a positive impact on employees' core 

affect. Specifically, when employees can freely choose their work space and time and 

work with colleagues from different backgrounds, their core affect will be enhanced. 

There are also studies that propose the positive impact of work-life balance. Patel and 

Mehta (2019) showed that when employees can balance work and personal life, their 

core affect will also be enhanced. Vacation, remote work and other benefits provided 

by the organization help employees find a balance between work and family, thereby 

strengthening their core affect. 

Third, Work intensity is how the amount, speed and requirements of 

work affect employees' perception and experience. 

In the early 21st century, with the continuous development of 

information technology, employees were able to complete tasks more quickly and 

communicate with their teams instantly. However, this also led to constant interruptions 

and multitasking, which increased work intensity. Work intensity, that is, how the 

amount, speed and requirements of work affect employees' perception and experience, 

has been a hot topic in academic and practical circles since the early 21st century. 

Morgan and Fletcher (2001) found that frequent email exchanges and instant messaging 

increased employees' cognitive burden. Globalization has led to working across time 

zones and collaborating with teams from different cultural backgrounds. Turner and 

Norwood (2006) pointed out that in order to meet the needs of global customers, 

employees may need to work beyond their regular working hours, which increases work 

intensity. 

According to Henderson and Phillips (2010), transformational 

leadership is positively correlated with work intensity. The challenges and motivations 

that employees feel under such leadership may drive research to work harder. The 

design of the job, the variety of tasks, autonomy and feedback, can affect work 

intensity. Bakker and Sanz-Vergel (2013) found that when employees face multiple 

tasks and frequently changing requirements, research work intensity may increase. As 

the boundaries between work and home life become increasingly blurred, Kinnunen 

and Mauno (2017) argue that there is a positive correlation between work-life conflict 

and work intensity. Employees may feel that they have to work harder in both areas, 
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which increases the work pressure and intensity of research. As remote work becomes 

more common, the discussion about work intensity has also changed. 

Warner and Wesselink (2019) found that although remote work provides 

flexibility, it may also lead to blurred boundaries between work time and rest time, 

thereby increasing work intensity. With the application of AI and machine learning, 

work processes and requirements have changed. Chen and Wong (2020) pointed out 

that digitalization may lead to employees experiencing higher work intensity because 

research requires rapid adaptation and learning of new technologies. Both career 

instability and the temporary nature of work may increase work intensity. Peterson et 

al. (2018) found that job uncertainty motivates employees to work harder to ensure job 

security in research. In the modern fast-paced work environment, urgency has become 

a major factor in increasing work intensity. Silva and Lopes (2021) found that work 

urgency is positively correlated with work intensity, which may have a negative impact 

on employees' mental health and job satisfaction. Kim and Rhee (2019) pointed out that 

a highly competitive organizational culture may increase employees' work intensity 

because employees will constantly pursue better performance. 

In summary, scholars have explored the various influencing factors of 

work engagement, from leadership support to teamwork, to job design and training 

opportunities, which provides valuable strategic suggestions for organizations to help 

them better stimulate the potential and commitment of employees. Therefore, this study 

takes organizational atmosphere and psychological capital as the antecedent factors 

affecting work engagement, and takes job performance as the post-factor。 

 

Table 2.8  Influencing Factors of Work Engagement 

Dimension Factor Type Author (Year) 

Absorption Personal job requirements (Kahn, 1990). 

Degree of absorption (Bakker & Demerouti, 

2007). 

Work resources (Wrzesniewski et al., 

2003). 

Work environment (Knight & Baer, 
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Dimension Factor Type Author (Year) 

2014). 

Leadership style (Zhang & Bartol, 

2010). 

Work-life balance (Greenhaus & Powell, 

2006). 

Digital tools (Williams et al., 2018). 

Psychological safety (Liu et al., 2019). 

Remote work (Gupta et al., 2020). 

Organizational culture (Munir & Rahman, 

2021). 

Self-efficacy (Fisher & Boyle, 2019) 

Core affect Role clarity (Martin et al., 2005). 

Leadership support (Zhang & Zhou, 2014) 

Teamwork and communication (Morrison, 2008). 

Training and development opportunities (Kehoe & Wright, 

2013). 

Job design (Grant, 2007). 

Organizational culture (Chen et al., 2019). 

Technological change (Wu & Chen, 2020). 

Psychological safety (Lee et al., 2018). 

Work environment (open space, 

flexibility, diversity) 

(Thompson & Kim, 

2021). 

Work-life balance (Patel & Mehta, 2019). 

Work 

intensity 

Email and instant messaging (Morgan & Fletcher, 

2001). 

Global work demands (Turner & Norwood, 

2006). 

Transformational leadership (Henderson & Phillips, 

2010). 

Job design (Bakker & Sanz-
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Dimension Factor Type Author (Year) 

Vergel, 2013). 

Work-life conflict (Kinnunen & Mauno, 

2017). 

 Remote work (Warner & Wesselink, 

2019). 

 Digital technology (Chen & Wong, 2020). 

 Career instability (Peterson et al., 2018). 

 Sense of urgency (Silva & Lopes, 2021). 

 Organizational culture (Kim & Rhee, 2019). 

 

4)  Dimensional division and measurement of work engagement 

As an important concept in organizational behavior, work engagement 

has undergone multiple adjustments and improvements in its definition and dimensions 

over time. When measuring work engagement, different researchers have proposed 

different numbers of dimensions to capture this complex phenomenon. 

In early studies, work engagement was often viewed as a single concept 

without further decomposition into multiple dimensions. Kanungo (1982) believed that 

work engagement is the identification and engagement with work. With the deepening 

of understanding of work engagement, researchers began to divide it into two main 

dimensions: emotional engagement and cognitive engagement. Emotional engagement 

emphasizes employees' emotional connection and satisfaction with their work. When 

employees are emotionally engaged in their work, they experience emotional 

connection with their work and enthusiasm for their work. Cognitive engagement is 

about how employees perceive and think about their work, as well as their focus on 

their work. This involves employees' attention to work tasks, their cognitive processing 

ability for tasks, and the importance they attach to tasks. This engagement is often 

associated with positive work outcomes, employee satisfaction, and organizational 

commitment. Meyer et al. (2001) proposed that employees are not only emotionally 

engaged in their work, but also cognitively engaged. Early studies on work engagement 

tended to simplify it and viewed it as a single psychological state. However, as the 

research deepened, scholars gradually realized that work engagement is not only 
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emotional, but also includes cognitive engagement. Brown et al. (2006) pointed out in 

their study that emotional engagement and cognitive engagement are often closely 

related, but they can be separated, and in many cases, they may have different 

antecedents and results. 

In addition to emotional and cognitive engagement, some researchers 

have proposed social engagement as the third dimension of work engagement. Rich et 

al. (2010) pointed out that social interaction between employees will also affect their 

degree of engagement to work. Based on the two-dimensional model, more scholars 

believed that work engagement is not only a combination of emotion and cognition, but 

also a social dimension. The dimension of social engagement focuses on the 

relationship between employees and colleagues, superiors or direct reports, and the role 

of research in the team or organization. Social engagement emphasizes the connection 

with others and how employees cooperate and interact with others to complete work 

tasks. Mauno et al. (2007)'s research showed that social engagement is not only related 

to emotional and cognitive engagement, but also to employees' job satisfaction and 

organizational commitment to a large extent. In addition, Rich et al. (2010) further 

confirmed the value of the three-dimensional model, and their research showed that 

employees' emotional, cognitive, and social engagement all have a positive impact on 

their work performance. 

In addition, researchers have begun to explore more complex work 

engagement models. Nguyen et al. (2019) proposed a four-dimensional model, 

including emotional, cognitive, social, and physical engagement. Some researchers 

believe that more than four dimensions are needed to fully capture the diversity of work 

engagement. Shuck and Reio (2014) proposed five dimensions: emotional, cognitive, 

social, physical, and cultural engagement. 

Work engagement is a complex multidimensional concept that includes 

employees' emotional, cognitive, and behavioral engagement in their work. One of the 

most widely used work engagement scales is the Utrecht Work Engagement Scale 

(UWES) (Schaufeli et al., 2006). This scale is specifically designed to measure the three 

core dimensions of work: absorption, core affect, and work intensity. “I am passionate 

about my work”; “I am proud of my work”; “I am completely absorbed in my work.” 

Although this scale is primarily used to measure work burnout, its inverse indicator can 



 62 

be used as a tool to measure work engagement (Maslach et al., 1996). High emotional 

exhaustion and dehumanization scores may indicate low levels of work engagement. 

These scales often include measures of job satisfaction, organizational commitment, 

and burnout, thus providing a holistic view of work engagement (Allen & Meyer, 

1990). Self-report questionnaires are used to collect information from employees about 

their work situations, behaviors, and feelings. This information can provide 

organizations with a snapshot of employees' work engagement levels (Bakker & 

Demerouti, 2008). In addition, a commonly used tool to measure absorption is the 

“Work Absorption Scale” (Bakker et al., 2008). This scale includes statements such as 

“When I work, I am completely absorbed in it” or “I often feel 'obsessed' with my 

work.” A commonly used measurement tool is the Job Role Clarity Scale (Rizzo et al., 

1970). This scale assesses employees' clarity and certainty about their job 

responsibilities. To measure work intensity, researchers often use the Work Intensity 

Scale (Karasek et al., 1998). This scale includes statements such as “My job requires 

me to give 100% of my effort” or “I often feel very stressed at work.” 

 

Table 2.9  Measurement of Work Engagement 

Dimension Type Dimension Author (Year) 

Two-dimensional model 

 

Emotional engagement (Kanungo, 1982). 

Cognitive engagement (Kanungo, 1982). 

Three-dimensional model 

 

 

Social engagement (Rich et al., 2010). 

Emotional engagement (Brown et al., 2006). 

Cognitive engagement (Brown et al., 2006). 

Social engagement (Rich et al., 2010). 

Four-dimensional model 

 

 

Physical engagement (Nguyen et al., 2019). 

Emotional engagement (Nguyen et al., 2019). 

Cognitive engagement (Nguyen et al., 2019). 

Social engagement (Nguyen et al., 2019). 

Five-dimensional model 

 

Cultural engagement (Shuck and Reio, 2014). 

Physical engagement (Shuck and Reio, 2014). 

Emotional engagement (Shuck and Reio, 2014). 
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Dimension Type Dimension Author (Year) 

Cognitive engagement (Shuck and Reio, 2014). 

Social engagement (Shuck and Reio, 2014). 

 

In general, with the development of research, the understanding and 

measurement of work engagement has changed from a single concept to a multi-

dimensional construct. Different dimensional models provide different perspectives to 

capture and understand the degree and manner of employees' engagement in their work. 

Therefore, this study divides work engagement into three dimensions: absorption, core 

affect, and work intensity. “Absorption” refers to the attention and concentration of 

teachers at work. This means that employees are able to concentrate on their work 

without external distractions. “Core affect” refers to the main and core responsibilities 

of teachers at work. This involves how employees view their work roles and how they 

perform these roles. “Work intensity” refers to the effort and intensity that teachers put 

into their work, including emotional, physical, and cognitive involvement. 

 

2.2.4 Job Performance 

1)  Overview of job performance 

As far as organizations are concerned, benefits are the core issue they 

are concerned about, and benefits are the sum of many individuals’ performance. In 

organizations, job performance is of common concern to organizations and employees. 

Therefore, the academic community has conducted long-term observation, tracking and 

research on the definition of performance connotation and measurement dimensions. 

Based on the concept of performance results or outputs, as early as the beginning of the 

“piece-rate wage system” introduced by Taylor, the “father of scientific management”, 

people have clearly used performance as results or outputs in practice. American 

industrial psychologist Hugo Munsterberg is one of the earliest scholars engaged in job 

performance research. He mainly focuses on the individual performance of employees 

(Munsterberg., 1913). As early as the beginning of the 20th century, he defined 

performance as the embodiment of work results. Bemardin and other scholars believed 

that job performance refers to the results of specific activities, job functions or 

behaviors in a specific time and space (Bemardin & Beatty, 1984). Subsequently, 
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Bemardin and other scholars further improved performance as a record of the results 

produced by specific job functions or activities within a specific time (Bernardin et al., 

1995). Later, some scholars further deepened and developed the concept of 

performance as a result or output. For example, Jerry W. Gilley and other scholars 

believed that performance is the result of completing tasks, and proposed methods of 

evaluating performance requirements such as responsibility, goals, job descriptions and 

capabilities (Gilley, 2005). When evaluating employee performance, the evaluation 

indicators mainly include responsibility, output, key results areas and key performance 

indicators. With the deepening of job performance research, the view that job 

performance is a result has gradually been abandoned by many scholars, and the 

corresponding view is the behavioral view of job performance. Through research, 

Mathew and other scholars also believed that performance is not just a single behavior 

or result, but a combination of the two. In addition, some scholars have proposed the 

potential theory of job performance. For example, Spence and other scholars pointed 

out that competency is an individual's inherent characteristics, and this inherent 

characteristic has a causal relationship with the performance reference standard. 

Therefore, performance is neither the result of output nor the behavior 

of performance, but the deep and inherent potential characteristics possessed by 

individuals. It is not only related to work, but also can predict or affect work behavior 

and performance. @These views further expand and enrich the connotation and 

extension of job performance. In the modern scientific sense, the research on job 

performance in my country mainly draws on and absorbs the research results of Western 

developed countries. Following the research ideas of foreign scholars on job 

performance, the research on job performance in the academic community in my 

country has also experienced a development process from the result theory, behavior 

theory and comprehensive theory of job performance. 

The term “performance” comes from management science. It represents 

the quantity and quality of work tasks completed by individuals or teams under certain 

resources, conditions and environments through hard work. It is an important indicator 

for measuring and feedback on the degree of goal achievement and efficiency (Zhang, 

2016). Performance in management science is job performance, but due to many 

factors, the academic community has not yet unified the definition of job performance 
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(Chen, 2012). At present, there are three different views on the connotation of job 

performance. The first view is that job performance is a result; the second view is that 

job performance is a behavior; the third view combines the first and second views and 

believes that performance is a combination of results and behaviors (Chen, 2008). As 

the research deepened, scholars found that job performance is composed of multiple 

dimensions, which expanded the connotation and extension of job performance (Guo 

et al., 2022). The general view in the academic community now is to integrate the result 

orientation and behavior orientation of performance, that is, performance refers to a 

series of visible and tangible specific behaviors, as well as the results or effects 

produced by these behaviors. These studies draw on the research results of Western 

developed countries, and at the same time combine the local cultural background of my 

country, laying the foundation for the application of job performance measurement 

dimensions in my country. 

2)  Concept of job performance 

The concept of job performance often appears in organizational 

behavior and human resource management research, and is generally used as an 

important indicator to measure personal work behavior and performance. Job 

performance is a related concept in the field of economics. The study of job 

performance first appeared in the field of economic management. Enterprise managers 

and employees are concerned about the evaluation methods and influencing factors of 

job performance. As early as the 1950s, a scientific job performance evaluation system 

was established abroad. Although education does not directly produce material wealth, 

the human resources it cultivates can affect the value created by the entire society in 

the future. More and more scholars have introduced job performance into the field of 

education and studied the “output” of teachers in teaching positions (Zhao et al., 

2016). For example, scholar Yijie Xiao defines the behavior of teachers establishing 

good interpersonal relationships with others to promote the completion of their duties 

and tasks as interpersonal promotion, and work dedication refers to the behavior of 

teachers coordinating various factors to promote the completion of their duties, abide 

by the post, fulfill their duties and responsibilities (Xiao & Luo, 2021). Combined 

with the relevant literature on job performance, we can summarize the connotation of 

job performance into three types: result theory, behavior theory and comprehensive 
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theory. 

Outcome view: The outcome view tends to equate job performance 

with task completion, goal achievement, output, and results, and is generally expressed 

through relevant concepts such as purpose, goal, responsibility, task, outcome, and key 

success factors. For example, Bermardin and Beatty (1984) defined job performance 

as: the results obtained by employees completing specific tasks or activities within a 

period of time. Behavioral view: The behavioral view tends to link job performance 

with behavior at work, and believes that performance is behavior related to goals, not 

just the result of behavior. For example, Campbell (1990) believed that job 

performance is the behavior achieved by individuals as members of an organization 

when the organization expects, stipulates or formalizes role requirements. Motowidlo 

and Borman (1997) also emphasized that job performance should be a behavior with 

evaluation elements, which has a negative or positive impact on individual and 

organizational efficiency. Comprehensive view: Some scholars combine the two views 

and propose that job performance should include behavior and results. Excellent job 

performance depends not only on the results of doing something, but also on the 

behavior or quality of doing it. Porter and Lawler (1968) defined job performance as 

the behavior and results achieved at work. Luo (2008) believed that job performance 

is the unity of process and result, and performance appraisal should include behavioral 

performance and work results. 

After discussing the above three perspectives on job performance, it is 

found that the comprehensive theory avoids the shortcomings of the two, the 

measurement content is more comprehensive, and the research is more objective and 

scientific. This study adopts a comprehensive attribute view to define job performance, 

and proposes the concept of “teacher job performance”, believing that private colleges 

teachers’ job performance refers to the actions and effects of university teachers 

participating in scientific research and teaching work, including scientific research 

performance and teaching performance. Scientific research performance is an effective 

management means and activity for universities to enhance their scientific research 

competitiveness, by using scientific methods to comprehensively evaluate teachers' 

scientific research activities, and chieve the optimal allocation of scientific research 

resources. 
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Table 2.10  Definition of Job Performance 

Researcher Opinion 

Kahn (1978) Organizations must attract and retain employees organized 

in a system to ensure that organizational employees can 

fulfill role requirements in a trusted manner. Employees 

must act creatively, spontaneously, and go beyond standard 

roles. 

Lazy (1988); Lin and 

Huang (2021); Liu 

(2021) 

 

Job Self-Evaluation Scale: Evaluate employees' job 

performance from the perspectives of organizational 

evaluation, supervisor evaluation, comparison with others, 

and achievement level. 

Campbell (1990) First, proficiency in specific tasks; second, proficiency in 

non-specific tasks; third, written and oral communication 

skills; fourth, supervisory leadership. Fifth, management 

execution, that is, effective management and administrative 

operations; sixth, demonstrating effort; seventh, 

maintaining personal discipline. Eighth, promoting the 

performance of colleagues and teams. 

Borman and 

Motowidlo (1997) 

Situational performance is divided into interpersonal 

promotion and work dedication. 

Allworth-Hursky 

(2000) 

Task performance, situational performance and adaptive 

performance. 

Sun and Jiao (2002) 

 

Work task performance, personal trait performance and 

interpersonal performance. 

Cai and Lin (2003) Situational performance and task performance, situational 

performance covers professional ethics, work dedication, 

helping cooperation. Task performance includes teaching 

skills, teaching value and teacher-student interaction. 

Wen (2005) Situational performance, task performance, effort 

performance and adaptive performance. 

Ju et al. (2007) Task performance, situational performance, learning 
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Researcher Opinion 

performance and innovation performance. 

Huang (2019); 

Motowidlo and 

Scotter (1994); Sun et 

al. (2016);  

Zhang et al. (2020) 

Task performance. 

Work dedication. 

Interpersonal promotion. 

Dagar (2017) Main scale, parent scale and subscale. 

 

Table 2.10 shows the following viewpoint: Measuring the degree of 

achievement of a specific goal is called job performance, that is, all the efforts and 

work done by the organization in various relevant aspects to achieve the mission goal, 

which can be divided into three types: individual performance, team performance and 

organizational performance (Fan, 2020). This study focuses on individual 

performance, also known as job performance. After reviewing the current literature on 

the job performance of young teachers in private colleges in China, it is found that 

compared with the job performance research of corporate employees, the specific 

research on the job performance of private colleges faculty and staff, especially the 

young teacher group, is obviously relatively lagging behind, and the number and 

content of research results need to be further improved, expanded and deepened. There 

are few studies on the evaluation of job performance of young teachers in private 

colleges in the existing literature, and most of them focus on the relatively single 

relationship between the job performance of college teachers and other variables. 

Some studies on the evaluation of job performance of primary and secondary school 

and kindergarten teachers have explored how to evaluate teachers' job performance. 

For example, Tsui et al compiled a job performance questionnaire with 5 items. Chen 

et al. (2012) used this questionnaire to investigate the job performance of Taiwanese 

teachers. Their job performances were related to personal self-assessment of their 

work attitude, performance and contribution to the organization. Motowidlo proposed 

that job performance consists of three dimensions: task performance, work dedication 

and interpersonal promotion, and a manager job performance questionnaire is 

compiled based on this. Xu et al. survey questionnaire, Huang (2019), Zhang et al. 
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(2020) applied the scale to the study of teacher job performance in the Chinese 

context. Dagal developed three different versions of scales for principals and parents 

to measure teachers' job performance, namely the “Teacher Performance Evaluation 

Scale-Administrator Form” (TPESAF), the “Teacher Performance Evaluation Scale-

Parent Form” (TPESPF) and the “Teacher Performance Evaluation Scale-Child Form” 

(TPESCF) have been verified and their reliability and validity are qualified. Gelfer et 

al. (2004) discussed the development of personal development profiles to evaluate 

teachers' job performance and help make decisions to improve teaching performance. 

The content of the organizational and teacher portfolio is based on the principle of best 

reflecting the nature of job performance. 

3)  Influencing factors of job performance 

Job performance issues come from motivation theory. The importance 

of job performance issues in the field of management has also attracted increasing 

attention from scholars. Job performance refers to the degree of achievement and 

success of a person in a specific role or position in an organization. Task completion, 

job knowledge, adaptability, communication, teamwork, creativity and leadership are 

only a small part of the many activities, as contains as a multidimensional structure. 

Job performance is an important component of organizational success because it has a 

direct impact on the productivity, profitability and competitive advantage of the 

organization (Borman & Motowidlo, 1997). Therefore, organizational managers and 

human resources professionals must have a thorough understanding of the concept of 

job performance and its various dimensions in order to effectively evaluate and 

manage employee performance. The job performance of college teachers reflects the 

level of basic business capabilities such as teachers' teaching level and scientific 

research ability. For this reason, it is of great value and significance to analyze and 

explore the influencing factors of job performance of college teachers. Modern 

management and psychology research shows that in an organization, the performance 

of employees is not determined by a single factor. The influencing factors of employee 

performance mainly come from three aspects: individual, organization and work. 

First of all, the individual, the individual's knowledge, ability, cognitive 

style, motivation, etc. are internal factors that affect job performance. The experience 

accumulated by employees during the learning process also helps to improve job 
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performance (Sprinkle, 2000). Positive psychological orientation helps individuals 

develop better emotional intelligence to maintain healthy interpersonal relationships 

and achieve optimal performance. Research by Santos also confirmed that cultural 

capital, social capital and psychological capital all have a positive impact on individual 

job performance, and psychological capital is the main driving factor. Characteristics 

such as personality and individuality are also factors that affect employee job 

performance. Hazer et al. (2014) found that job performance is related to personality 

strengths, and the number of personal strengths that are conducive to work is 

significantly positively correlated with job performance. Zhang and Chen (2021) 

found that creative personality is significantly positively correlated with job 

performance, and individuals with high creative personality are more likely to achieve 

high levels of performance. 

The second is organizational factors. Organizational factors include 

motivational factors, organizational culture, group pressure and performance evaluation, 

especially motivational factors and organizational culture play a key role. Studies have 

found that the higher the organizational commitment of employees, the higher the 

corresponding job performance. Reyes (1990) also confirmed that the higher the 

organizational commitment of teachers, the harder they work and the better their job 

performance. Organizational support is also a major factor affecting job performance. 

Nagami et al. conducted a follow-up survey on 777 full-time employees of a Japanese 

manufacturing company and found that peer support was significantly positively 

correlated with employee job performance. Garcia-Perez (2018) studied found that the 

caring atmosphere of the organization was also an influencing factor of job performance, 

which had a significant positive impact on employees' job performance. Zhang et al. 

(2020) studies have shown that the high performance requirements of leaders have a 

“double-edged sword” effect on employee performance, and employees' role breadth 

and self-efficacy will play a regulating role in it. 

Finally, there are work factors. Work factors include motivation, 

complexity, attractiveness and other characteristics of work. The more work incentives 

there are, the higher the employee's job performance. For example, promotion-centered 

work formulation has a significant positive impact on employee performance 

(Wolfgang et al., 2018). Job attractiveness also has an impact on performance (Fessler, 
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2003). If the job redesign fails to satisfy the relevant employees, or if the job redesign 

is only completed, it may lead to a decline in employee performance (Johnson et al., 

2020). In addition, other characteristics of the job will also affect performance, for 

example, the availability of work resources is significantly positively correlated with 

job performance (Qin, 2023). 

 

Table 2.11  Influencing Factors of Job Performance 

Factor Type Influencing Factors Author (Year) 

Individual 

differences 

Personality traits (e.g., 

neuroticism, extraversion) 

(Morrison & Robinson, 

1997; Montes & Zweig, 

2009; Turnley & 

Feldman, 2000). 

Individual 

differences 

Self-efficacy and legitimacy 

beliefs 

(Zhao et al., 2007). 

Individual 

differences 

Personal values and expectations (Rousseau & McLean 

Parks; 1993; Thomas et 

al., 2010). 

Individual 

differences 

Expectations and historical 

experiences 

(Bal et al., 2016; 

Morrison & Robinson; 

1997). 

Organizational 

factors 

Organizational culture (Dulac et al., 2008; 

Schein, 1985). 

Organizational 

factors 

Organizational communication (Restubog et al., 2015; 

Rousseau, 1989). 

Organizational 

factors 

Organizational commitment and 

support 

(Bal et al., 2008; 

Eisenberger et al., 

1986). 

 

4)  Dimensional division and measurement of job performance 

In the early days, researchers usually defined job performance as a 

single-dimensional variable, but since the 1970s, some scholars have put forward 
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different views. The main models are: 

Single-dimensional performance research model. In 1989, this model 

was proposed by Benjamia, emphasizing that task performance is equivalent to 

performance and that overall performance should be focused on. 

Two-dimensional performance research model. In 1993, Borman et al. 

proposed the concepts of task performance and relationship performance in their 

research, and pointed out that job performance is composed of these two dimensions. 

Among them, relationship performance measured the organizational citizenship 

behavior of individual employees, while task performance was closely related to the 

content of the work. Van Scoffer pointed out in his research that peripheral 

performance and performance are interrelated and together constitute the whole of job 

performance. Motowidlo further divided peripheral performance into two main 

dimensions in their research, namely, work dedication and interpersonal promotion. In 

2003, the research of domestic scholars Xiaoxuan Li and Hui Wang further supported 

the performance model established by foreign scholar Borman. 

Three-dimensional performance research model. In 1997, foreign 

scholars Allworth et al. proposed a three-dimensional performance model. In this 

model, adaptive performance, task performance, and peripheral performance are all 

sub-dimensions of job performance. At present, the most influential research result is 

the comprehensive analysis of adaptive performance made by Campbell et al. in 1990, 

which decomposes it into eight dimensions. Sun and Jiao (2002) further limited the 

survey subjects to managers in their research, and proposed a three-dimensional 

performance research model based on the existing eight-dimensional and two-

dimensional models. Its main focus is on individual trait performance, task 

performance, and interpersonal performance. 

Multidimensional performance research model. In 1990, foreign 

scholar Campbell pointed out that performance should be multidimensional, so he 

proposed an eight-dimensional performance research model based on existing 

research. Its dimensions included teamwork awareness, non-specific and specific 

personal discipline, etc. This model is currently a research model with a wide 

influence. In 2005, domestic scholar Zhiyi Wen constructed a four-dimensional 

research model based on the combination of domestic context and domestic 
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management practice, and believed that effort performance and interpersonal 

performance can be distinguished. 

 

Table 2.12  Measurement of Job Performance 

Dimension Type Dimension Author (Year) 

One dimensional  Task performance. (Benjamia, 1989).  

Three dimensional  Task performance, interpersonal 

promotion, work dedication. 

(Sun & Jiao, 2002; 

Wang, 2020). 

Four dimensional  Task performance, personal trait 

performance and interpersonal 

performance. 

(Sun & Jiao, 2002). 

Four dimensional  Relationship performance, task 

performance, innovation 

performance and learning 

performance. 

(Han, 2006). 

Eight dimensional 

performance 

Teamwork awareness, non-specific 

and specific personal discipline, 

etc. 

(Cammpbell, 1990).  

 

In summary, job performance refers to people's behavior and work 

results at work. Teacher job performance refers to the observable and evaluable 

behavioral performance related to the school's teaching objectives and the results 

produced by teachers in the process of engaging in relevant educational and teaching 

activities. Based on the different Definition of job performance given by researchers 

Miaomiao Wang and others (Wang, 2020), the teacher job performance proposed in 

this article refers to: the task results and behavioral performance related to the 

completion of work tasks shown by teachers in their daily teaching and scientific 

research work. It can be specifically divided into three levels: task performance, 

interpersonal promotion, and work dedication. 
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2.2.5 Psychological Contract 

1)  Development of psychological contract 

Psychological contract has become an important topic in the study of 

organizational behavior and human resource management in recent years, especially 

the various negative consequences of its violation. Psychological contract research has 

been deepened and expanded in the 21st century. New work situations, diverse teams 

and cross-cultural backgrounds have brought new challenges and opportunities to 

research. Researchers have not only conducted in-depth discussions on the basic 

principles of psychological contract, but also tried to apply it to various new fields, 

providing rich theoretical and practical guidance. In early studies, psychological 

contract was described as an informal, implicit, and bilateral expectation. These 

expectations are usually not clear, but they do form a relationship between employees 

and their employers. Argyris (1960) was an early researcher of the concept of 

psychological contract. He described psychological contract as an implicit expectation 

between employees and employers. Rousseau (1995) provided a more specific 

framework for the definition of psychological contract, describing it as mutual 

expectations, common beliefs and obligations between individuals and organizations. 

Over time, the definition of psychological contract began to evolve with the relationship 

between employees and employers becoming more complex, diverse and dynamic. 

Conway and Briner (2009) emphasized the bidirectionality and two-way 

nature of expectations in psychological contracts, noting that these contracts may be 

formal or informal and can be viewed as an ongoing process that evolves over time and 

context. In the mid-21st century, Bal and De Lange (2015) further refined the definition 

of psychological contract, emphasizing its dynamic and situational nature and its 

relationship to employee behavior and attitudes. With globalization, technological 

advances, and changes in work styles, psychological contracts have begun to adapt to 

these new environments. Turnley and Feldman (2018) pointed out that in modern work 

environments, psychological contracts have become more fluid and unstable, requiring 

regular reassessment and adjustment. Chen et al. (2019) explored the characteristics of 

psychological contracts in a cross-cultural context, emphasizing that employees' 

interpretations and expectations of psychological contracts may differ in different 

cultural contexts. 
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2)  Definition of the concept of psychological contract 

With the advent of the 21st century, psychological contract violations 

have been explored more deeply in both academic and practical fields. Researchers 

have begun to dissect the structure of psychological contracts in more detail, further 

clarify its relationship with other organizational behavior variables, and delve into 

various emerging work situations, such as remote work, diverse teams, and cross-

cultural contexts. Restubog et al. (2015) explored the multidimensionality of 

psychological contract violations, which is not only about expectations of work content, 

but also involves career development, job security, and organizational care for 

employees. Conway and Briner (2009) revealed the relationship between psychological 

contract violations and employees' counterproductive work behaviors. When 

employees feel that their psychological contracts have been violated, they are more 

likely to engage in behaviors that are detrimental to the organization and colleagues. 

With the popularity of remote work and flexible work systems, Tomlinson (2010) 

explored the particularities of psychological contracts in these non-traditional work 

environments. He found that while basic psychological contract principles still apply, 

there may be specific expectations and commitments in remote work environments. In 

cross-cultural teams, cultural background has an important impact on the interpretation 

of psychological contracts. Chen et al. (2019) found that there are differences in the 

perception and response of psychological contract violation between Eastern and 

Western cultures. 

In summary, from the initial definition of psychological contract to the 

more complex and dynamic understanding in modern times, it can be seen that this 

concept has been further refined and expanded in different historical contexts. From 

simple expectations to more complex relationships between employees and 

organizations, psychological contract provides a powerful tool to peek into the 

relationship between employees and organizations. Psychological contract violation is 

the employee's feeling that the organization has failed to deliver on its promises. This 

violation is often associated with a variety of negative work outcomes, including 

reduced job satisfaction, organizational commitment, and increased intention to leave. 

In this article, the psychological contract of young teachers in private colleges refers to 

the obligations and responsibilities that teachers believe the school should bear for 
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them, which can be divided into normative responsibilities, such as the school should 

provide teachers with necessary teaching resources support; and interpersonal 

responsibilities, that is, the school has the obligation to create harmonious and 

democratic interpersonal relationships for teachers; developmental responsibilities, 

which are manifested in the school's initiative to provide opportunities for teachers' 

growth. 

 

Table 2.13  Definition of Psychological Contract 

Definition Author (Year) 

Implicit expectations, mutual expectations. (Argyris, 1960). 

Mutual expectations, shared beliefs, obligations. (Rousseau, 1995). 

Two-way, bidirectional, dynamic, situational. (Conway & Briner, 

2009). 

The impact of cultural differences on expectations. (Chen et al., 2019). 

Multi-dimensional, including career development, job 

security, care. 

(Restubog et al., 2015). 

Relationship with employees' counterproductive work 

behaviors. 

(Conway & Briner, 

2009). 

Specificities in non-traditional work environments. (Tomlinson, 2010). 

 

3)  Influencing factors of psychological contract 

Regarding the research on influencing factors of psychological contract, 

the academic community mainly focuses on three aspects: individual differences, 

organizational factors, and environmental factors. 

First, individual differences. Morrison and Robinson (1997) mentioned 

that employees' personality traits, values, and expectations may affect the research's 

views and reactions to psychological contract violations. Zhao et al. (2007) found that 

employees' self-efficacy and legitimacy beliefs may affect the research's views on 

psychological contract violations. Psychological contract violation is a relative concept, 

that is, the organization fails to fulfill the informal, psychological agreement or 

commitment between the organization and the employees. The degree of perception 
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and the results of this violation are affected by many factors, among which individual 

differences are particularly important. Personality traits: In the 1990s, researchers 

began to notice that different personality traits affect employees' perception of 

psychological contract violations. Turnley and Feldman (2000) pointed out that those 

with high neurotic traits may be more likely to perceive violations and react more 

strongly to them. Montes and Zweig (2009) found that employees with higher 

extraversion were more likely to perceive a violation of the psychological contract, but 

the research was also better able to deal with such violations because the research 

usually had better social networks and resources. Values: Rousseau and McLean Parks 

(1993) mentioned that employees' personal values and expectations affect the research's 

interpretation of the psychological contract and its response to violations. Employees 

who value teamwork and mutual assistance may be particularly disappointed when the 

organization fails to provide adequate team support. Homas et al. (2010) pointed out 

that employees who value self-realization and self-improvement are more likely to 

perceive a violation of the psychological contract when the organization fails to provide 

development and promotion opportunities for research. Expectations and historical 

experience: Morrison and Robinson (1997) mentioned that employees' previous 

experiences and interactions with the organization shape the research's expectations, 

thereby affecting the research's perception of psychological contract violations. 

Employees who have experienced similar violations in the past may be more sensitive 

to new violations. Bal et al. (2016) found that employees' past positive interactions and 

experiences with the organization would enhance their trust in the organization, thereby 

reducing the possibility of psychological contract violation. 

Second, organizational factors. Rousseau (1989) first believed that 

organizational culture and climate may affect the formation and violation of 

psychological contracts. The perception of psychological contract violation is affected 

by many factors. Organizational factors are particularly important because the behavior, 

culture and strategy of the organization largely determine employees' interpretation of 

the psychological contract and their perception of violation. Organizational culture: 

Schein (1985) defined organizational culture as a set of basic assumptions, values and 

beliefs that are shared by organizational members and shape the organization's 

perception and interpretation and response to its environment. Organizational culture 
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shaped the content and nature of psychological contracts to some extent. Dulac et al. 

(2008) found that when the organizational culture emphasizes teamwork, fairness and 

transparency, employees perceive a lower risk of psychological contract violation. 

Organizational communication: Rousseau (1989) pointed out that the quality of 

communication between organizations and employees directly affects employees' 

interpretation of the content of the psychological contract. Clear, continuous and two-

way communication can enhance employees’ trust and reduce misunderstandings and 

uncertainties. Restubog et al. (2015) found that when organizations provide sufficient 

information and feedback during changes, employees' perception of psychological 

contract violations is lower. Organizational commitment and support: Eisenberger et al. 

(1986) showed that employees' perceived organizational support is related to their 

satisfaction with the psychological contract. High organizational support may reduce 

the perception of psychological contract violations. Bal et al. (2008) found that when 

organizations show high commitment and support to employees, employees' perceived 

risk of psychological contract violations is reduced, and employees' job satisfaction, 

commitment and performance are also improved accordingly. 

Third, environmental factors. In early studies, Robinson et al. (1994) 

believed that economic fluctuations and industry changes may cause organizations to 

fail to fulfill their commitments to employees, leading to psychological contract 

violations. Environmental factors are also important in the formation and violation of 

psychological contracts in organizations. Environmental instability and uncertainty 

may have an impact on the psychological contract between employees and employers, 

increasing the risk of violation. Economic environment: Doherty (1997) recognized 

early that periods of economic recession and economic prosperity have different effects 

on psychological contracts. During recessions, employees may be more likely to feel 

that the psychological contract has been violated due to frequent changes such as layoffs 

and salary cuts. Conway and Briner (2005) found that economic instability during 

recessions led to increased uncertainty about the future in organizations, making it 

difficult for organizations to fulfill their commitments to employees, which increased 

the risk of psychological contract violation. Sociocultural environment: Thomas and 

Au (2002) believed that different sociocultural backgrounds have an impact on the 

content and expectations of psychological contracts. Some cultures may place more 
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emphasis on teamwork and community values, while other cultures may focus more on 

individual achievement and competition. Zhao et al. (2007) found that employees in 

different countries also responded differently to psychological contract violations. In 

collectivist cultures, employees may place greater emphasis on organizational 

commitment and support, whereas in individualistic cultures, employees may focus 

more on individual rights and rewards. Technological environment: Sparrow (1999) 

proposed that the rapid development and change of technology may lead to the 

reorganization of organizational structure, roles, and tasks, and these changes may lead 

to the violation of the original psychological contract. Bal and De Lange (2015) found 

that with the rise of remote work and digital technology, the way employees and 

organizations interact has changed, which may affect employees' expectations and 

perceptions of the psychological contract. Tuan (2019) explored how globalization and 

cross-cultural communication affect the psychological contract violation, especially in 

a multicultural work environment. 

 

Table 2.14  Influencing Factors of Psychological Contract 

Factor Type Influencing Factors Author (Year) 

Individual differences Personality traits (e.g., 

neuroticism, extraversion) 

(Montes & Zweig, 

2009; Morrison & 

Robinson, 1997; 

Turnley & Feldman, 

2000). 

Individual differences Self-efficacy and legitimacy 

beliefs 

(Zhao et al., 2007). 

Individual differences Personal values and 

expectations 

(Rousseau & McLean 

Parks, 1993; Thomas et 

al., 2010). 

Individual differences Expectations and historical 

experiences 

(Morrison & Robinson, 

1997; Bal et al., 2016). 

Organizational factors Organizational culture (Dulac et al., 2008; 

Schein, 1985). 
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Factor Type Influencing Factors Author (Year) 

Organizational factors Organizational 

communication 

(Restubog et al., 2015; 

Rousseau, 1989). 

Organizational factors Organizational commitment 

and support 

(Bal et al., 2008; 

Eisenberger et al., 

1986). 

Envirnmental factors Economic environment (Conway & Briner, 

2005; Doherty, 1997). 

Envirnmental factors Sociocultural environment (Thomas & Au, 2002; 

Zhao et al., 2007). 

Envirnmental factors Technological environment (Bal & De Lange, 2015; 

Sparrow, 1999). 

Envirnmental factors Globalization and cross-

cultural interaction 

(Tuan, 2019). 

 

In summary, the influencing factors of psychological contract are 

multifaceted, including individual traits and expectations, organizational culture and 

leadership behavior, and external environmental factors. Over time, researchers have 

gained a deeper understanding of these influencing factors, providing a richer 

foundation for subsequent research. 

4)  Dimensional division and measurement of psychological contract  

The concept and dimensions of psychological contract have undergone 

many changes over time. From single dimension to multi-dimensional, researchers have 

continuously explored and deepened their understanding of the connotation of 

psychological contract. 

Single-dimensional model: In the early research of psychological 

contract, it was regarded as a single, unchanging construct, focusing on the reciprocal 

relationship between employers and employees (Rousseau, 1989). 

Two-dimensional model: The two-dimensional model of psychological 

contract began in the 1990s, and most of the research focused on the two core 

dimensions of transactional and relational. These two dimensions provide a new 

perspective for organizational behavior research to analyze the informal contract 
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between employers and employees. Robinson et al. (1994) proposed that psychological 

contract can be understood from two dimensions: transactional and relational. 

Transactional emphasizes specific and clear contract content, salary and working hours, 

while relational emphasizes long-term, emotional connections, career development and 

loyalty to the organization. Transactional psychological contract emphasizes short-

term, clear and economic exchanges. This type of contract usually involves specific 

work content, working hours, compensation, etc. Its core characteristics are clarity and 

specificity, easy to quantify, and closely related to economic interests. Relational 

Psychological contract focuses more on long-term, emotional, and social exchanges. 

This includes career development opportunities, learning and training, promotion 

opportunities, etc. It is not only based on economic interests, but also involves trust, 

respect, and emotional connection between employers and employees. Robinson et al. 

(1994) pointed out in their research that transactional contract violations may lead to 

employees’ job dissatisfaction, reduced organizational commitment, and increased 

turnover intentions. Conway and Briner (2005) found that the violation of relational 

contracts will lead to reduced employee emotional commitment, reduced enthusiasm 

for work, and may trigger counterproductive behavior at work. 

Three-dimensional model: In the early days, McLean Parks et al. (1998) 

further refined it. In addition to transactional and relational, the research added a value-

based dimension, which is about the consistency of values and beliefs between 

employees and organizations. After an in-depth study of the psychological contract, the 

researchers proposed a three-dimensional model to further subdivide the informal 

expectations between employers and employees. In addition to the transactional and 

relational dimensions, the three-dimensional model also adds a new dimension, often 

referred to as the “value-based psychological contract” or “ideological psychological 

contract”. Thompson and Bunderson (2003) found that when the organization's mission 

is closely linked to employees' personal values and beliefs, employee engagement and 

satisfaction will increase significantly. In addition, value-based psychological contract 

violations may cause employees emotional damage, even more serious than other forms 

of contract violations. Value-based/ideological psychological contract, this new 

dimension emphasizes the contractual relationship between employees and employers 

based on common values, beliefs, and goals. In this contract, employees do not work 
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just for salary or promotion, but because they deeply believe in the organization's 

mission and values. Rousseau (2001) proposed the concepts of transactional 

psychological contract, relational psychological contract, and developmental 

psychological contract. The developmental psychological contract is believed to 

provide a richer understanding of the interaction between employees and organizations. 

When the developmental psychological contract is satisfied, employees may feel more 

satisfied and loyal. When this contract is violated, employees may feel frustrated and 

disappointed. 

Multidimensional model: Millward and Hopkins (1998) first proposed a 

four-dimensional psychological contract model, including: transactional, relational, 

value-based, and balanced. Among them, balance emphasizes the trade-offs and 

fairness between organizations and employees. In recent years, researchers have begun 

to explore more dimensions of psychological contracts to reflect the complexity of the 

relationship between organizations and employees. Bellou (2017) emphasized the 

consideration of multiple factors such as organizational culture, technological change, 

and organizational strategy. 

Psychological contract violation is a key organizational behavior 

research topic that has been studied for decades. The process of measuring 

psychological contract violation is particularly important because it involves the 

assessment of informal commitments between employees and employers. Before the 

concept of psychological contract was widely recognized, researchers began to focus 

on expectations and commitments between organizations and employees. These early 

studies were based on questionnaires rather than structured scales, focusing mainly on 

the organization's commitment to employees and employees' expectations of the 

organization. 

Since the 1990s, psychological contracts have been widely accepted by 

the academic community. Rousseau (1995) defined psychological contract as “mutual 

expectations between individuals and organizations”. This definition emphasized the 

mutuality and informality of expectations. During this period, researchers began to try 

to develop a scale for psychological contract violation. Robinson et al. (1994) 

developed a preliminary psychological contract violation scale, which focused on 

whether employees believed that the organization did not fulfill its promises. Turnley 
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and Feldman further refined and validated the psychological contract violation scale. 

The studied scale included multiple items, covering various commitments made by the 

organization to employees, such as compensation, promotion, and job security. Since 

organizational behavior is cross-cultural, the psychological contract violation scale was 

also adjusted and validated cross-culturally (Turnley & Feldman, 2000). Thomas et al. 

(2003) validated the scale in the Asian cultural context to ensure the applicability of the 

scale in different cultural contexts. Recent research has further deepened the content 

and structure of the psychological contract violation scale. The scale not only covers 

more content areas, such as teamwork and leadership behavior, but also further refines 

the items of the scale to make it more specific and practical. 

 

Table 2.15  Dimensional Division of Psychological Contract 

Dimension Type Dimension Author (Year) 

One-dimensional model Mutually beneficial 

relationships 

(Rousseau, 1989). 

Two-dimensional model Transactional (Robinson et al., 

1994). 

Two-dimensional model Relational (Robinson et al., 

1994). 

Three-dimensional model Transactional (Robinson et al., 

1994). 

Three-dimensional model Relational (Robinson et al., 

1994). 

Three-dimensional model Value-based/ideological (McLean Parks et al., 

1998). 

Four-dimensional model Transactional (Millward & Hopkins, 

1998). 

Four-dimensional model Relational (Millward & Hopkins, 

1998). 

Four-dimensional model Value-based/ideological (Millward & Hopkins, 

1998). 
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Dimension Type Dimension Author (Year) 

Four-dimensional model Balanced (Millward & Hopkins, 

1998). 

Multi-dimensional model Organizational culture (Bellou, 2017). 

Multi-dimensional model Technological change (Bellou, 2017). 

Multi-dimensional model Organizational strategy (Bellou, 2017). 

 

In summary, the dimensions of psychological contract have been 

continuously developed and deepened over time. From a single dimension to the current 

multi-dimensionality, this shows that researchers recognize and respect the complexity 

of psychological contract. In order to measure psychological contract more accurately, 

different researchers have developed a variety of measurement tools and questionnaires 

to adapt to different research backgrounds and needs. This study incorporates 

psychological contract as a regulating variable into the research model. 

 

2.3 Research Hypothesis Development 

2.3.1 Organizational Atmosphere and Work Engagement 

Many literatures have conducted multi-faceted research on the relationship 

between organizational atmosphere and work engagement in some contexts. Weizheng 

Chen, Jinping Li et al. conducted in-depth analysis of the impact mechanism between 

the dimensions of organizational atmosphere on work engagement and organizational 

commitment in their research, and concluded that organizational atmosphere has a 

significant impact on employees' work attitudes (Chen & Li, 2006). Jing Liu sampled 

293 front-line manufacturing employees in Jiangsu Province and found that 

organizational atmosphere can not only directly and positively affect employees' work 

engagement, but also indirectly affect work engagement through the sense of alienation 

from work, and the sense of meaninglessness dimension under it. The impact of 

organizational atmosphere on work engagement can be multi-faceted and multi-faceted 

(Liu, 2013). In her academic paper, Yan Han explored the relationship between 

organizational atmosphere and work engagement of the new generation of knowledge 

workers from the perspective of organizational atmosphere. Through differential 
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analysis, under the premise of age and marital status, it was concluded that 

organizational atmosphere has a significant positive relationship with employees' work 

engagement (Han, 2016). The source of employees’ motivation can be intrinsic, 

stemming from personal interests, values and motivations, or extrinsic, stemming from 

the work environment and organizational support for employees. 

Early research focused on the second half of the 20th century, when researchers 

began to explore the role of organizational atmosphere in work engagement. Before we 

delve into this process, we need to realize that the evolution of organizational behavior 

and human resource management theory during this period provides us with a broad 

background. In the 1970s, researchers focused on the impact of intrinsic motivation on 

work engagement. Herzberg (1974) proposed a two-factor theory that emphasizes the 

sources of satisfaction and dissatisfaction. The theory mentioned that the motivating 

factors achievement, responsibility and promotion in work are the sources of intrinsic 

motivation that produce satisfaction and high engagement. Vroom's (1964) expectancy 

theory further explains how individuals evaluate whether the work effort of research is 

worthwhile. He mentioned that the relationship between employee effort, performance 

and results is the key driver of research engagement. This theory provided a theoretical 

basis for work engagement, explaining how employees evaluate work engagement 

based on expectations and results. Bandura's (1977) self-efficacy theory focused on 

employees' beliefs in their ability to complete specific tasks. This belief became the 

main source of motivation in research work. When employees believed that research 

can accomplish its mission, research was more likely to invest more effort. Hackman 

and Oldham (1976) proposed the job characteristics model, emphasizing the impact of 

job design on job satisfaction, motivation, and performance. The study believed that the 

five key characteristics of work (skill variety, task identity, task salience, autonomy, 

and feedback) are important drivers of work engagement. Deci and Ryan (1985) 

proposed the autonomous motivation theory, emphasizing that an individual's intrinsic 

interests and values are the key to driving their work engagement. With the 

development of organizational behavior, researchers began to pay attention to how the 

organizational environment provides motivation for employees. Bakker and Demerouti 

(2007) proposed the job demand-resource model, arguing that resources in the work 

environment (support, feedback, and training) can provide motivation and promote 
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employees' work engagement. 

With the research in the early 21st century, the understanding of organizational 

atmosphere and work engagement has gradually changed. In recent years, with the rapid 

changes in the work environment, including digitalization, remote work, and 

globalization, the concept of organizational atmosphere has also gradually evolved. 

Petrou et al. (2018) pointed out that employees' daily motivation fluctuations are closely 

related to changes in their work engagement. At the same time, positive events at work, 

feedback and support can increase employees’ motivation. Smith et al. (2019) 

mentioned that employees are now not only driven by internal motivation, but also by 

external environment, technology and organizational structure. Wang and Thompson 

(2018) found that personal values, life goals and work goals also have a significant 

impact on work engagement. The concept of team is becoming more and more 

important in the modern work environment. Martinez et al. (2020) studied how team 

dynamics affect the work motivation and engagement of team members. The study 

found that positive team interactions, open communication and supportive team culture 

can enhance the work engagement of team members. Organizational culture has a great 

impact on employee work engagement. Garcia et al. (2021) showed that when the 

organizational culture is consistent with the personal values and goals of employees, 

the research is more likely to experience a high level of work engagement. 

Studies have shown that leadership behavior is one of the key elements of 

organizational atmosphere, and different leadership styles will have different effects on 

teachers’ work engagement. Among them, transformational leadership style can 

significantly enhance teachers' vitality, dedication and absorption, improve teachers' 

work enthusiasm and interest, enhance teachers' understanding of work goals and 

significance, and have a strong motivational effect on teachers (Mao, 2017). In addition, 

the higher the level of integrity leadership of school managers, the higher the degree of 

teachers' work engagement (vitality, dedication and absorption) (Xu, 2019). On the 

contrary, complex interpersonal relationships within the organization can easily 

increase interpersonal pressure and aggravate emotional exhaustion, leading to work 

burnout. The principal's supervisory behavior and restrictive behavior in the school had 

significant main effects on emotional exhaustion and depersonalization in teachers’ 

work burnout. 
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With the development of technology, remote work and digitalization have 

become more and more common. Roberts and Lee (2019) pointed out that how 

technology affects employees' work engagement depends on usage method. Reasonable 

use of technology can enhance employees' work engagement, but over-reliance or 

inappropriate use may lead to work fatigue. Therefore, the relationship between 

organization and work engagement has been deeply explored. This study proposes the 

research hypothesis. 

H1: Organizational atmosphere has a positive impact on absorption . 

H2: Organizational atmosphere has a positive impact on core affect . 

H3: Organizational atmosphere has a positive impact on work intensity. 

 

2.3.2 Psychological Capital and Work Engagement 

 Work engagement is also a behavioral variable under the perspective of 

positive psychology. As a positive personal state, work engagement has a significant 

positive effect on work attitude and organizational performance. Yanfeng Wang et al. 

have proved this point of view (Wang, 2015). How to improve teachers' work 

engagement level from the perspective of psychological capital has gradually become 

a hot topic for researchers of teachers' psychological capital. At present, the research 

on psychological capital and work engagement covers their respective conceptual 

structures, mechanisms of action, relationships with other variables, influencing 

factors, etc. (Ke, 2009; Li, 2016; Mao, 2013; Wang, 2017; Zhang, 2005). However, 

there are not many studies on the relationship between psychological capital and work 

engagement from the perspective of teachers, and mature research results have not yet 

been obtained. For example, although the research of Jinping Mao et al., Bianmei Shi, 

Fangfang Pan et al. believed that the level of teachers' psychological capital is closely 

related to their work engagement, they have not formed a consistent view (Pan, 2012; 

Shi, 2013). Teachers' psychological capital and work engagement will directly or 

indirectly affect teachers' work attitudes, work behaviors and work efficiency (Lu, 

2021; Wei, 2019). Psychological capital can increase individual organizational 

commitment and professional identity, and can also improve interpersonal relationships 

among teachers, so that teachers' organizational satisfaction and sense of belonging can 

be enhanced (Yu, 2013). 
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Some scholars have taken college teachers as research subjects. The results 

show that a good organizational atmosphere brings organizational support and work 

significance. The psychological capital formed by this can reduce work burnout and 

stimulate teachers' work engagement (Liu, 2018). As a special group of teachers, local 

college teachers are in a very different environment from ordinary college teachers, and 

the resources they have are also very different. Due to Li Hemitations of regional and 

economic development, the psychological capital of teachers in private colleges will 

also be different from that of ordinary college teachers, and this difference will continue 

to change with the development of the times. Therefore, the research results that have 

been achieved may not necessarily be extended to the group of local college teachers. 

Through psychological capital, teachers can change their perspectives on problems, so 

that they can constantly reflect and adjust bad behaviors, and further strengthen the 

relationship between teachers and organizations. Work engagement can make teachers 

full of energy and motivation at work, participate in education more passionately, and 

be sufficiently focused on their jobs, so that they are more dedicated to their jobs and 

love their profession more, which can improve teachers' loyalty and trust in the 

organization, thereby reducing teachers' mobility and tendency to leave. 

H4: Psychological capital has a positive impact on absorption. 

H5: Psychological capital has a positive impact on core affect. 

H6: Psychological capital has a positive impact on work intensity. 

 

2.3.3 Work Engagement and Job Performance 

The relationship between work engagement and job performance has always 

been a hot topic in the field of work psychology and organizational behavior. In decades 

of research, scholars have tried to understand how employees' level of engagement in 

their work affects the performance of the tasks being studied. In the 1970s and 1980s, 

researchers began to focus on the relationship between employees' job satisfaction and 

their performance. At this time, Kahn proposed the concept of “work engagement”, 

which he believed was the degree to which employees invested their physical, 

emotional, and cognitive resources in their work. In addition, he emphasized the 

potential connection between work engagement and high performance. Later, the 

relationship between work engagement and job performance received more attention. 
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Research conducted by Schaufeli et al. (2002) found that there was a positive 

correlation between work engagement and employees' objective performance and 

subjective performance evaluation. With the advent of the 21st century, the study of 

work engagement has deepened into a whole new dimension, especially how it is 

related to job performance. Bakker et al. (2008) proposed a multi-dimensional model 

of work engagement, arguing that work engagement includes three dimensions: 

physical, emotional, and cognitive, and all three dimensions are related to job 

performance. Studies have found that employees' engagement in these three dimensions 

will significantly affect job performance. 

Saks believed that work engagement, as a positive state, can have a positive 

impact on the organization (Saks, 2006). The study of work engagement on job 

performance has always been a hot topic for scholars at home and abroad. Studies have 

shown that work engagement is positively correlated with job performance (Cheng, 

2015), and work engagement has a positive predictive effect on job performance and 

relationship performance (Bakker, 2012). In addition, Rich et al. (2010) found that 

employees' emotional, cognitive and physical engagement were all related to the job 

performance of the study. Christian et al. (2011) conducted a comprehensive study to 

explore the various factors that affect work engagement and how work engagement 

affects individual performance and turnover intention. The results of the study showed 

that work characteristics, leadership style and employees' psychological capital are all 

significantly related to work engagement, and work engagement further affects job 

performance and organizational citizenship behavior. Saks (2006) proposed in his study 

that employees' identification with the organization and their sense of support for the 

leader are important mediating variables between work engagement and job 

performance. When employees feel that the organization supports and values them, they 

are more likely to engage more in their work, thereby improving their job performance. 

Bakker et al. (2014) pointed out that in addition to directly affecting job performance, 

work engagement is also related to organizational citizenship behavior. Research shows 

that when employees are more engaged in their work, they are more likely to make 

extra efforts, help colleagues and actively participate in organizational activities, and 

these behaviors further improve the overall performance of the organization. Tims et 

al. (2011) explored the relationship between transformational leadership and 
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employees’ work engagement and found that leadership support and encouragement 

are crucial to employees’ work engagement, which in turn directly affects job 

performance. Although there have been many studies on the impact of work 

engagement on job performance, with the development of the times, the relationship 

between work engagement and job performance has been further deepened and new 

variables and contexts have been considered. Smith et al. (2019)'s research was 

segmented based on previous work and proposed that work engagement not only 

includes emotional, cognitive and physical engagement in work, but also includes 

identification with the values, goals and vision of the organization. This broad 

engagement is closely related to higher job performance and organizational 

commitment. With the rise of digital office and remote work, Garcia-Perez et al. (2020) 

explored how technology affects employees' work engagement and job performance. 

Studies have found that appropriate technical support and training can enhance 

employees' work engagement and thus improve job performance. In the 21st century, 

employee happiness and health have also become a research focus. Wang and Liu 

(2018) found that employees' happiness is significantly positively correlated with their 

work engagement and job performance. With the process of globalization, the 

multicultural background in organizations has become increasingly prominent. 

Thompson et al. (2021) studied the relationship between work engagement and job 

performance in different cultural backgrounds and found that certain cultural factors 

may enhance or weaken the relationship between the two. The above studies not only 

further confirmed the positive relationship between work engagement and job 

performance, but also revealed many internal and external factors that affect this 

relationship. Therefore, this study proposes the following research hypotheses. 

H7: Absorption has a positive impact on job performance. 

H8: Core affect has a positive impact on job performance. 

H9: Work intensity has a positive impact on job performance. 

 

2.3.4 The Mediation of Work Engagement 

Work engagement is a key mediating variable for understanding how various 

work variables affect work outcomes. Many scholars have explored the mediating role 

of work engagement between different factors (leadership style, job characteristics, job 
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satisfaction) and outcomes (job performance, organizational citizenship behavior, and 

turnover intention). Robinson et al. (2019) pointed out that transformational leadership 

style can improve employees' job performance and organizational citizenship behavior 

by improving work engagement. When leaders show concern for employees, provide a 

meaningful vision, and support employees' professional development, employees tend 

to be more engaged in their work. Taylor and de Bruin (2020) explored how work 

characteristics affect employees' turnover intention by affecting work engagement. 

Work with autonomy, feedback, and task meaning can increase employees' work 

engagement and thus reduce their turnover intention. 

In a study of the current status of work engagement of college teachers in my 

country, through research, Shan (2009) concluded that local college teachers have the 

intention to improve their work engagement, but due to factors such as high work 

pressure and dissatisfaction with the assessment and promotion system, there is 

currently a low level of work engagement among local college teachers (Shan, 2009). 

In a study of Zhejiang colleges and universities, Bianmei Shi found that 40.8% of 

college teachers still have a low level of work engagement (Shi, 2013). Zhibing Wu et 

al.'s study showed that the overall level of work engagement of college teachers is at a 

medium-high level and is affected by gender, professional title and discipline (Wu, 

2018). Xuan Luo's study showed that the level of work engagement of young college 

teachers is relatively good, and it will decline with age and teaching experience (Luo, 

2019). Shuiping Chen's study found that the level of work engagement of college 

teachers is above the median, and is affected by their own age and education, and has 

nothing to do with gender (Chen, 2020). In a study of the influencing factors of work 

engagement of college teachers, Li He's study showed that work engagement played a 

mediating role between leadership style and teacher job performance (He, 2010). 

Dongdong Xu's study showed that college teachers have a high achievement 

motivation, and university teachers with high goals are more likely to suffer from 

professional burnout and reduce work engagement (Xu, 2015). Changjiang Xu believed 

that formulating targeted training strategies for college teachers and improving the level 

of personal-environment matching can effectively improve the career engagement of 

young teachers (Xu, 2017). Some researchers have studied work engagement as a 

mediating variable. In their study of researchers, Yongzhou Li et al. found that work 
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engagement played a partial mediating role in the influencing mechanism of self-

efficacy on job performance (Li, 2015). 

Chen and Li (2018) pointed out that job satisfaction is an important predictor of 

work engagement. Highly satisfied employees are more likely to be deeply engaged in 

their work, and this engagement further promotes research to show innovative behavior 

at work. Martinez and Smith (2021) found that when team members feel the spirit of 

teamwork, the work engagement of the research will increase, thereby improving team 

performance. Work engagement plays a key mediating role between teamwork and 

team performance. Johnson et al. (2020) explored how the support provided by the 

organization can enhance employees' organizational commitment through work 

engagement. Employees who receive support and resources from the organization are 

more likely to be committed to their work and therefore have a stronger commitment 

to the organization. Work engagement plays a key mediating role between various work 

variables and work outcomes. Therefore, this study proposes the following research 

hypotheses: 

H10: Absorption plays a key mediating role between organizational atmosphere 

and job performance. 

H11: Absorption plays a key mediating role between psychological capital and 

job performance. 

H12: Core affect plays a key mediating role between organizational atmosphere 

and job performance. 

H13: Core affect plays a key mediating role between psychological capital and 

job performance. 

H14: Work intensity plays a key mediating role between organizational 

atmosphere and job performance. 

H15: Work intensity plays a key mediating role between psychological capital 

and job performance. 

 

2.3.5 The Regulating Role of Psychological Contract 

 Psychological contract violation will bring some negative effects, such as 

increased employee dissatisfaction with the organization and employee resignation. 

Turnley believes that if the employer can understand and support the employee's 
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psychological contract, then the employee's job satisfaction will increase, 

organizational commitment will be improved, and there will be a higher willingness to 

stay. However, psychological contract violation will dampen the enthusiasm of 

employees, reduce their organizational citizenship behavior, and increase their 

intention to resign and passive sabotage behavior (Turnley, 2000). Scholar Yongxia 

Chen believed that transformational leadership can significantly affect employees' 

attitudes, emotions and psychological contracts at work, and proposes that managers 

should create a psychological empowerment experience for employees, so that 

employees feel valued and satisfy their sense of competence. When the organization 

can delegate power to a greater extent and employees' autonomy is satisfied, it will help 

improve their work engagement and job performance (Chen, 2006). In the past few 

decades of research, there have been a lot of key studies on the regulating effect of 

psychological contract violation. Many studies have shown that high-quality leader-

member exchange (LMX) can alleviate the negative effects of psychological contract 

violation. Sanders et al. (2019) found that when the quality of the relationship between 

employees and their supervisors is high, employees have lower turnover intentions even 

if psychological contract violations occur. Organizational justice is considered another 

important moderator to mitigate the negative effects of psychological contract 

violations. Lambert et al. (2020) found in their study that when employees felt that the 

organization treated research fairly, psychological contract violations had less negative 

impact on their job satisfaction and organizational commitment. Psychological 

ownership, that is, employees' sense of belonging to their work and organization, is also 

considered a key factor affecting the psychological contract violation effect. 

Stinglhamber et al. (2021) pointed out that a strong sense of psychological ownership 

can reduce the negative impact of psychological contract violations on employees' 

organizational citizenship behavior and job satisfaction. Job autonomy is also an 

important factor in regulating the psychological contract violation effect. Ma and Qu 

(2019) found that when employees have higher job autonomy, the negative impact of 

psychological contract violations on their job satisfaction and organizational 

commitment is reduced. Psychological contract violation has a significant negative 

effect on employees and organizations, but many factors, such as leader-subordinate 

exchange, organizational justice, psychological ownership, and job autonomy, can 
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mitigate this effect. Organizations should recognize these regulating factors and take 

appropriate measures to mitigate the potential negative impact of psychological 

contract violation. Therefore, this study proposes the following research hypotheses: 

H16: Psychological contract violation plays a regulating role between 

absorption and job performance. 

H17: Psychological contract violation plays a regulating role between core 

affect and job performance. 

H18: Psychological contract violation plays a regulating role between work 

intensity and job performance. 

 

2.4 Research Model 

The independent variables of this study are organizational atmosphere, 

psychological capital, absorption, core affect, and work intensity, and the dependent 

variable is job performance. Psychological contract is a regulating variable in this study. 

According to the hypothesis development, combined with this research model, a total 

of 18 hypothesis paths are included (see Figure 2.1).  

 

 

Figure 2.1  Research Model 
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2.5 Conceptual Framework 

The operational concepts are defined as follows: 

1)  Organizational atmosphere 

 Measurement dimensions of organizational atmosphere, using the 

organizational atmosphere scale developed by scholars Litwen and Stringer (1968), 

translated and revised by Jiang (2003); Xu (1972); Zhang (1998). Chen and Li (2006) 

divided organizational atmosphere into three dimensions: management style, 

interpersonal relationship, and organizational bureaucracy. Management style mainly 

refers to whether members within the organization have space to exert their own 

abilities and freedom to express personal opinions, whether organizational leaders have 

minimized the hierarchical relationship within the organization, and whether they have 

considered comprehensively integrating employees with work. Interpersonal 

relationship refers to the state of friendly exchanges, mutual indifference, or mutual 

trust between groups as felt by organizational members. Organizational bureaucracy 

refers to whether there are reasonable rules and regulations within the organization, 

whether the work procedures have been streamlined as much as possible, the degree to 

which employees are constrained, and whether the organization supports independent 

innovation. The scale revision is based on the Chinese cultural background and has high 

applicability. This study combined the scale of scholar Jiang Shuaihe for adjustment 

and use (Jiang, 2023). 

2)  Psychological capital 

Definition of psychological capital is “a positive psychological state that 

individuals show in the process of growth and development, which is specifically 

manifested as: when facing challenging work, they have confidence (self-efficacy) and 

can make the necessary efforts to succeed. They have positive attributions for present 

and future success (optimism). They persevere in their goals and can adjust the way to 

achieve their goals when necessary to achieve success (hope). When they are in 

adversity and troubled by problems, they can persevere, recover quickly and surpass 

(resilience) to achieve success.” This study uses the Psychological Capital 

Questionnaire (PCQ-24) developed by Luthans (2007) and others, which is more 

mature and recognized. He proposed that psychological capital includes four elements: 
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self-confidence, hope, optimism and resilience. This view is generally recognized by 

the academic community. Based on the Chinese translation of Zhu (2022), this study 

modified the expression of some items in combination with the research context of 

universities, and adjusted them to form the psychological capital scale of this study. 

3)  Work engagement 

Through the study and summary of the literature, the Work Engagement 

Scale proposed by Schaufeli (2002) and improved and revised by scholars Azeem et 

al., (2020); Zahed-Babelan et al. (2019) was used. After practical verification, this scale 

has become the most widely used scale for work engagement research by domestic 

scholars. The work engagement scale consists of three dimensions: focus, core affect, 

and work intensity. Absorption refers to the degree of concentration of employees at 

work, working wholeheartedly and avoiding interference from other factors. It mainly 

assesses whether employees are easily distracted at work, studies the duration of 

attention when completing tasks, and studies the degree of attention to work. Core 

affect refers to the core responsibilities and importance of employees in an organization 

or team, that is, the central position and influence at work. It mainly assesses employees' 

views on their importance in the team or organization, and studies their evaluation of 

their work contributions. Work intensity refers to the effort and time employees put 

into their work, which reflects the degree of work engagement of employees. It mainly 

assesses the number of hours employees work per day, the urgency of work, and the 

degree of effort. 

4)  Psychological contract 

 Psychological contract refers to employees’ feelings that the 

organization has not fulfilled their promises and expectations. This feeling may come 

from the fact that the organization has not fulfilled its promises to employees or has not 

fulfilled them as expected. It mainly assesses employees’ satisfaction with 

organizational commitments, their feelings about the organization’s failure to fulfill its 

promises, and whether they feel they have been treated unfairly. This study uses the 

Psychological Contract Scale of Azeem et al. (Azeem et al., 2020; Henderson & 

O’Leary-Kelly, 2021; Schuster et al., 2022). 

5)  Job performance 

Job performance refers to the performance and results shown by 
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employees when completing specific work tasks. It is an evaluation of the quality and 

efficiency of employees' work. It mainly evaluates the speed, quality and efficiency of 

employees in completing tasks, as well as the satisfaction with their own work. The 

task results and behavioral performance related to the completion of work tasks shown 

by teachers in daily teaching and scientific research work. It can be divided into three 

levels: task performance, interpersonal promotion, and work dedication. This study 

uses Das & Chernova et al.'s Job performance measurement (Das & Chernova, 2020; 

Ding et al., 2020; Whitley, 2019). Job performance (Das & Chernova, 2020; Ding et 

al., 2020; Whitley, 2019) . 

 

 

Figure 2.2  Conceptual Framework  

 

2.6 Summary of Research Hypotheses 

Table 2.16  Table of Research Hypotheses 

Research Hypotheses 

H1: Organizational atmosphere has a positive impact on absorption. 

H2: Organizational atmosphere has a positive impact on core affect. 

H3: Organizational atmosphere has a positive impact on work intensity. 

H4: Psychological capital has a positive impact on absorption. 

H5: Psychological capital has a positive impact on core affect. 

H6: Psychological capital has a positive impact on work intensity. 
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Research Hypotheses 

H7: Absorption has a positive impact on job performance. 

H8: Core affect has a positive impact on job performance. 

H9: Work intensity has a positive impact on job performance. 

H10: Absorption plays a key mediating role between organizational atmosphere and 

job performance. 

H11: Absorption plays a key mediating role between psychological capital and job 

performance. 

H12: Core affect plays a key mediating role between organizational atmosphere and 

job performance. 

H13: Core affect plays a key mediating role between psychological capital and job 

performance. 

H14: Work intensity plays a key mediating role between organizational atmosphere 

and job performance. 

H15: Work intensity plays a key mediating role between psychological capital and 

job performance. 

H16: Psychological contract violation plays a regulating role between absorption 

and job performance. 

H17: Psychological contract violation plays a regulating role between core affect 

and job performance. 

H18: Psychological contract violation plays a regulating role between work 

intensity and job performance. 

\ 



CHAPTER 3 

 

RESEARSCH METHODOLOGY 

3.1 Research Objects 

1)  Private colleges 

“The Interim Provisions on the Establishment of Private Colleges” stipulate that 

“Private colleges refer to educational institutions that provide higher education and are 

established in accordance with these provisions by various social organizations other 

than state organs and state-owned enterprises and institutions, as well as individual 

citizens, with self-raised funds”. Private colleges are an important part of China's higher 

education. Private colleges are a concept relative to public colleges. Public colleges are 

sponsored by the government, and other colleges that are not sponsored by the 

government can be called private colleges. This is also the biggest feature of private 

colleges. Private colleges do not use national fiscal funds for operation. The main 

source of funds for the establishment of private colleges is investors in schools, 

including various social groups, enterprises and individuals, and the main source of 

operation and profit of private colleges is tuition paid by students. In China, private 

colleges include private colleges and independent colleges, and the enrollment levels 

include junior college students, undergraduate students and graduate students. The 

Chinese government has always encouraged social forces to run higher education, and 

at the same time has complete approval procedures for social forces to run higher 

education. Under the requirements of national laws and regulations, education 

administrative departments at all levels implement administrative licensing systems for 

the establishment of private colleges and issue school operating licenses (Yin, 2021). 

2)  Private undergraduate colleges 

In the past, when large-scale information processing capabilities were limited, 

in order to ensure the smooth implementation of centralized enrollment, the Ministry 

of Education allowed provinces to admit different types of colleges and universities in 
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batches and phases, and candidates also filled in batches when filling out their 

applications. According to the original intention, “first, second, and third batches” are 

only different admission batches, and there is no distinction between high and low. 

Colleges and universities in each batch issue “ordinary higher undergraduate 

diplomas.” However, in actual work, provinces often arrange key universities such as 

“985” and “211” in the first batch, other ordinary public undergraduate colleges and 

universities in the second batch, and independent colleges and private colleges in the 

third batch. Each batch is admitted in turn, and the admission score line is also lowered 

in turn. The admission batch has gradually become a symbol of the level of colleges 

and universities. In recent years, many provinces have reformed the college entrance 

examination, abolished the boundaries of undergraduate batches, and set up 

undergraduate batches one, undergraduate batches two, or undergraduate batches. The 

so-called first-class colleges and universities are also commonly known as key colleges 

and universities. Provincial key colleges and universities and key colleges directly 

under ministries and commissions, “985 Project”, “211 Project” and “double” 

universities are all key universities. The so-called undergraduate colleges are mostly 

provincial colleges or private colleges. As of 2018, 24 provinces and cities across the 

country have carried out reforms in admission batches, of which 20 provinces and cities, 

including Beijing, Tianjin, and Jiangsu, have merged the second and third batches of 

undergraduate admissions (Lv 2019). In 2020, the number of provinces that merged 

admission batches increased to 29. The merger of the second and third batches of 

undergraduate admissions is only the first step of the reform. In the future, only the 

undergraduate and higher vocational (junior college) batches will be retained, which 

has become the trend of college entrance examination reform in various provinces 

(Yang, 2021). Canceling the undergraduate and third batches and putting all 

undergraduate colleges on the same platform for competition has enabled the original 

undergraduate and third-tier colleges to achieve equal admission opportunities from the 

starting point of enrollment. Especially for private undergraduate colleges, eliminating 

identity discrimination and giving them the opportunity to compete freely reflects the 

fairness of the reform of the new college entrance examination admission method 

(Kang, 2022). According to the college entrance examination admission rules, among 
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the 412 private undergraduate colleges, except for individual colleges in individual 

provinces, all are admitted in the second batch of undergraduate admissions. 

3)  Young teachers in private undergraduate colleges 

“The Teachers Law of the People's Republic of China” stipulates that teachers 

are professionals who perform educational and teaching duties, undertake the mission 

of teaching and educating people, cultivating builders and successors of the socialist 

cause, and improving the quality of the nation. “The Higher Education Law of the 

People's Republic of China” stipulates that colleges and universities implement a 

teacher qualification system and a teacher position system. From a legal perspective, it 

can be seen that college teachers mainly refer to professionals who perform educational 

and teaching duties in colleges and universities, which are different from managers, 

teaching assistants and professional and technical personnel in colleges and 

universities. Young teachers account for a large proportion of the teaching group of 

private undergraduate colleges, and young teachers have become the main force in 

teaching and scientific research in many colleges and universities. The age gap between 

them and students is relatively small. The characteristics of youth make them better 

understand the psychology and needs of students and are easier to get along with 

students (Xie, 2023). Looking at the physiological age recognition of “youth” at home 

and abroad, countries and organizations have different views and standards. For 

example, the standard of the World Health Organization is that the individual 

physiological age is under 45 years old. The requirement of the United Nations 

Educational, Scientific and Cultural Organization (UNESCO) for the youth population 

is an average age of under 35 years old. The United Nations Population Fund clearly 

mentioned in its definition in 1998: “The youth age standard is between 14 and 24 years 

old.” According to the statistical caliber of the National Bureau of Statistics of China, 

youth refers to the population between the ages of 15 and 34, while the standards issued 

by the United Nations regard the population between the ages of 18 and 34 as youth. 

According to this statistical caliber, young teachers in private colleges refer to teachers 

who are engaged in teaching and scientific research in private colleges and are under 

the age of 34. Considering the particularity of university teachers, most private colleges 

require postgraduate education when recruiting teachers. Nowadays, the number of 

teachers with doctoral degrees is gradually increasing (Wang, 2021). It takes a lot of 
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energy and time to obtain a high degree. Some doctoral students may be over 34 years 

old when they graduate. In addition, psychologist Lin Chongde believes that the 

creativity and achievements of natural sciences and social sciences are closely related 

to age, and the age at which a person begins to become a talent is generally between 25 

and 40 years old (Lin, 2002). Referring to the relevant regulations of the my country 

Youth Federation and the “Youth Thousand Talents Plan” research project formulated 

by the Office of the Central Youth Talent Work Coordination Group, the age limit of 

young teachers is limited to teachers under 40 years old who are engaged in teaching 

and scientific research full-time. Therefore, in order to ensure the accuracy of the 

research sample, the young teachers referred to in this study are full-time university 

teachers under the age of 45 who are hired by private colleges and are responsible for 

teaching and scientific research activities (Liao, 2014). The target population of the 

study is teachers who are full-time engaged in teaching and scientific research in private 

undergraduate colleges in China, excluding teachers who are simply engaged in 

management and administration. 

 

3.2 Sampling Method 

There are 7 latent variables in this study, and the total number of items in the 

five scales is 44. According to the suggestion of Wu (2010), the sample size should be 

no less than 5-10 times the number of items measured in the questionnaire. This study 

has 44 items in the scale. In the formal survey stage, this study will select samples and 

distribute questionnaires to young teachers in private undergraduate colleges 

nationwide. Considering that the sample recovery rate is 70%, it is planned to distribute 

more than 600 questionnaires in total. 

Overall: According to the statistics of the Ministry of Education, the 2023 

National Education Development Statistical Bulletin shows that there are 764 private 

colleges nationwide, accounting for 25.36% of the total number of colleges in the 

country. Among them, there are 390 ordinary undergraduate schools; 22 undergraduate 

vocational schools, 412 private undergraduate colleges; 350 higher vocational (junior 

college) schools; and 2 adult colleges. There are 9.2489 million students in private 

ordinary and vocational colleges, with an increase of 791,500 over the previous year, 
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accounting for 25.27% of the national ordinary and vocational college students 

(Ministry of Education, 2023). The number of faculty and staff in private colleges in 

my country reached 498,379, with an increase of 1.08% year-on-year; the number of 

full-time teachers in private colleges reached 369,605, with an increase of 0.18% year-

on-year, accounting for 19.61% of the number of full-time teachers in higher education 

in the country (Ministry of Education, 2023). 

Unit: The research unit is young teachers from private undergraduate colleges 

in 30 provinces across the country. 

Sample and sample size: According to the distribution and number of private 

undergraduate colleges in various regions, the number of young teachers in private 

undergraduate colleges in various provinces across the country was sampled for 

research. 

Sampling method: This study adopts a combination of purposive sampling and 

random convenience sampling to conduct sampling. Private undergraduate colleges 

were selected from 30 provinces across the country (excluding Hong Kong, Macao and 

Taiwan, and Tibet has no private undergraduate colleges). Sample colleges were 

selected through private colleges related societies and alliances. Questionnaires were 

distributed through QQ or WeChat groups such as school teaching and scientific 

research work within the colleges. During the survey, young teachers from private 

undergraduate colleges were randomly selected as research subjects. In order to ensure 

the representativeness of the sample of this study, as much data as possible was 

collected during the sampling survey, and then the characteristics such as gender, age, 

education and professional title were consistent with the overall sample. 

 

3.3 Data Processing Process 

1)  Data entry: All responses to the 600 or more questionnaires collected were 

entered into an electronic database to ensure data accuracy. 

2)  Data cleaning: Data were preliminarily cleaned, invalid and incomplete 

questionnaires were deleted, and obvious input errors were corrected. 
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3)  Data transformation: The original data were transformed according to the 

scale. For the Likert scale, responses such as “strongly agree” and “agree” were 

converted into numerical form. 

4)  Statistical analysis: Descriptive statistics, correlation analysis, regression 

analysis, etc. were performed on the data using statistical software (SPSS, AMOS) to 

test the research hypotheses. 

5)  Interpretation of results: Based on the statistical analysis results, the data 

were interpreted in combination with the research background and theoretical basis to 

draw conclusions. 

 

3.4 Questionnaire Design 

3.4.1 Basic Information 

This study divided the questionnaire into two parts. The first part is basic 

information. There are 7 items in total, including: gender, age, years of work 

experience, professional title, education, teaching subject, marital status, etc. 

 

3.4.2 Scale………………………… 

This study refers to organizational atmosphere (Chen, 2006; Jiang, 2023), 

Psychological capital (Luthans et al., 2007; Zhu，2022), Work engagement (Azeem et 

al., 2020; Bakker, & Demerouti, 2007; Wen et al., 2019; Yuan et al., 2021; Zahed-

Babelan et al., 2019), Psychological contract (Azeem et al., 2020; Henderson & 

O’Leary-Kelly, 2021; Schuster et al., 2022) , Job performance (Das & Chernova, 2020; 

Ding et al., 2020; Whitley, 2019). The initial scale of this study was formed by revising 

the items, including: organizational atmosphere scale, psychological capital scale, work 

engagement scale, psychological contract violation scale, job performance scale. There 

are 7 latent variables and 44 items in total. The scale adopts Likert 5-point scale. 1-5 

represents: 1-strongly disagree 2-disagree 3-neutral 4-agree 5-strongly agree. 
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Table 3.1  Organizational Atmosphere Scale 

Variable No. Question Item Source 

 

Organizational 

atmosphere 

1 The organization is “people-

oriented”, and leaders will pay 

attention to teachers' opinions 

and feelings. 

(Chen, 2006; Jiang, 

2023). 

2 Teachers' good performance can 

be rewarded and commended by 

the organization accordingly. 

3 The working relationship 

between teachers and leaders at 

all levels in the organization is 

very harmonious. 

4 When working in the school, 

teachers can trust each other and 

get along with each other in a 

friendly manner. 

5 There is a clear division of 

responsibilities and reasonable 

distribution for all work in the 

school. 

6 The school provides ample 

development opportunities for 

teachers to improve their 

professional abilities. 
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Table 3.2  Psychological Capital Scale 

Variable No. Question Item Source 

Psychological 

capital 

7 I believe I can contribute to the 

development of the school. 

(Luthans et al., 2007; 

Zhu, 2022). 

8 I can handle things within the 

scope of my work calmly. 

 9 My current work progress is 

consistent with the expected 

development. 

 

10 I always see the good side of 

work. 

 11 I can handle the difficulties that 

arise in my work because I have 

experienced many hardships. 

 

12 I think I can handle multiple 

tasks at the same time. 

 13 I can think of many ways to 

achieve my current work goals. 

 

14 I will do my best to solve the 

problems encountered in my 

work. 
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Table 3.3  Work Engagement Scale 

Variable No. Question Item Source 

Absorption 15 When I work, I am completely 

immersed in it. 

(Azeem et al., 2020; 

Zahed-Babelan et al., 

2019). 

 

16 It is easy for me to focus on my 

work. 

17 I often find myself completely 

absorbed in the task at hand. 

18 When I work, I often lose track of 

time. 

19 I feel that I have full control over 

the process and results of my 

work. 

20 I am highly focused when I work 

and rarely get distracted by other 

things. 

Core affect 21 My work contribution is an 

important source of the team's 

achievements. 

(Wen et al., 2019;  

Yuan et al., 2021). 

22 I am able to enhance my sense of 

mission and pride in my work by 

continuously learning and 

adapting to new technologies. 

23 I believe that my work is closely 

connected to my identity. 

24 I feel that my work is critical to 

the success of the organization. 

25 My professional identity is very 

important to me. 

26 I am passionate about the work I 

do. 
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Variable No. Question Item Source 

Work 

intensity 

27 I often feel highly active at work. (Zeem et al., 2020, 

Bakker & Demerouti, 

2007). 

28 My work often requires my 

utmost effort. 

29 My work often makes me feel 

fulfilled and energized. 

 30 I work with all my strength every 

day. 

 

 31 At work, I often feel that I am 

working under constant high 

pressure. 

 

 32 I think my work intensity is 

higher than that of my peers. 

 

    

 

Table 3.4  Psychological Contract Scale 

Variable No. Question item Source 

Psychological 

contract 

33 I feel like the organization has 

not lived up to its promises to 

me. 

(Azeem et al., 2020; 

Henderson & O’Leary-

Kelly, 2021; Schuster et 

al., 2022). 34 I am disappointed with the 

promises the organization has 

made to me. 

35 I am more skeptical of the 

organization's promises now 

than before. 

 36 I feel the organization has not 

been honest with me. 

 

 37 I feel like the organization has 

not lived up to its promises 
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Variable No. Question item Source 

about my job development and 

advancement. 

 

 38 When I think back on the 

promises the organization has 

made to me, I feel like a lot of 

them have not been fulfilled. 

 

 

Table 3.5  Job Performance Scale 

Variable No. Question item Source 

Job 

performance 

39 I successfully complete all work 

assigned to me. 

(Das & Chernova, 

2020; Ding et al., 

2020; Whitley, 

2019). 

40 I produce work of a higher quality than 

my colleagues. 

41 I often complete work assignments 

within the allotted time. 

42 My work rarely requires revision or 

correction by other colleagues. 

43 My work performance consistently 

meets or exceeds the expected 

standards. 

44 I am also able to maintain a high level 

of performance when faced with 

complex and difficult tasks. 

 

 



CHAPTER 4 

 

RESEARCH RESULT 

This chapter mainly focuses on the collection and analysis of research data. The 

author summarizes and organizes the questionnaires collected this time, and conducts 

statistical analysis of each project in order according to the research hypothesis 

proposed in the previous article, as a way to verify the research hypothesis proposed by 

all research variables in this article. Chapter IV presents the results of statistical 

analysis. Firstly, the information of the survey subjects is explained using descriptive 

statistical methods. Then, the reliability and validity of the questionnaire are analyzed. 

On this basis, according to the research hypothesis, a structural equation model is 

established for systematic analysis. 

This study constructs a structural equation model to study the overall 

relationship between the analysis variables, evaluates the fit of the research model, and 

provides a basis for the accuracy and effectiveness of the research results. Then, based 

on the specific analysis of the structural equation model, the hypothetical results of this 

study are listed, including direct effects, mediating effects, and regulating effects. 

Finally, a standardized path statement is made for the research model. 

Special note: For the convenience of data processing, organizational atmosphere 

is represented by ZZFW, and its items are: ZZFW1, ZZFW2, ZZFW3, ZZFW4, 

ZZFW5, ZZFW6. Psychological capital is represented by XLZB, and its items are: 

XLZB1, XLZB2, XLZB3, XLZB4, XLZB5, XLZB6, XLZB7, XLZB8. Absorption is 

represented by ZX, and its items are: ZX1, ZX2, ZX3, ZX4, ZX5, ZX6. Core affect is 

represented by HXZY, and its items are: HXZY1, HXZY2, HXZY3, HXZY4, HXZY5, 

HXZY6. Work intensity is represented by GZQD, and the following items are: GZQD1, 

GZQD2, GZQD3, GZQD4, GZQD5, GZQD6. Psychological contract is represented by 

XLQY, and the following items are: XLQY1, XLQY2, XLQY3, XLQY4, XLQY5, 
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XLQY6. Job performance is represented by GZJX, and the following items are: GZJX1, 

GZJX2, GZJX3, GZJX4, GZJX5, GZJX6. 

The online questionnaire survey is used for data collection. The online 

questionnaire survey conforms to the usage habits of the research subjects of this paper, 

reduces human errors, and makes the questionnaire filling more complete. And the 

respondents can control the time of filling in the questionnaire by themselves, and have 

more time to think, which improves the accuracy of the information filled in. 

The selection of the research sample adopts the convenience sampling method, 

that is, the researcher sends the questionnaire link address to them through their mobile 

social media friends, and asks these friends to select qualified objects from their friends 

to forward. 

SPSS 26.0 was used for item analysis, reliability analysis and validity analysis 

to form a formal survey questionnaire with a good structure and high reliability and 

validity levels. 

1)  The reliability analysis of the initial scale was conducted using the 

internal consistency analysis method and Cronbach’s alpha value was used for 

judgment. 

The item analysis used the Corrected-item Total Correlation (CITC) 

method and the change in Cronbach’s alpha value after the item was deleted was used 

for judgment analysis. 

2)  The structural validity of the scale was judged using the exploratory 

factor analysis method. Rong (2009). If the KMO value is greater than 0.7 and the 

statistical value of the Bartlett's sphericity test is less than the significance level of 0.05, 

it means that exploratory factor analysis is suitable. After passing the fitness test of 

factor analysis, it is necessary to further extract factors through the principal component 

method. The cumulative contribution rate of the extracted common factors is greater 

than 60%, indicating that the common factors have a better explanation of the original 

variable information. Then the common factors are rotated by the maximum variance 

method to obtain the rotated component matrix. The purpose of rotation is to obtain a 

simple structure so that a common factor can be clearly explained by a set of variables, 

so as to judge the rationality of the dimension division. Firstly, it is judged by the factor 

loading coefficient of each item. The loading coefficient is above 0.5 and the 
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corresponding items are on the same principal component, that is, the potential traits to 

be measured by the item variables are similar, and the factors can be named. Secondly, 

the item variables contained in the common factor must contain at least three questions 

to explain the meaning represented by the common factor. If the rationality of the 

dimension division is met, it means that the questionnaire has good validity. 

This paper uses the principal component method and the maximum 

variance method to rotate, and uses the eigenvalue greater than 1 as the standard for 

extracting factors for exploratory factor analysis. 

 

4.1 Descriptive Statistical Analysis 

4.1.1 Basic Information of Samples 

The survey subjects of this study are undergraduate private colleges teachers. A 

total of 950 questionnaires were distributed in this survey, 804 questionnaires were 

collected, and 704 valid questionnaires were collected, which is in line with the 

principle of (Hair et al., 2006) that the ratio of the number of valid questionnaires to the 

number of sample items should not be less than 5:1 or 10:1, which is the same as the 

suggestion of Wu (2010). The next step of research can be carried out. 

From the sample information, the gender distribution samples are mostly 

“female”, with a total of 405, accounting for 57.53%. In addition, the proportion of 

male samples is 42.47%. From the age distribution, most of the samples are “26-30 

years old”, accounting for 27.56%. The second is 31-35 years old, accounting for 

24.15%. 36-40 years old, accounting for 14.35%. 41-45 years old, accounting for 

11.22%. In terms of teaching experience, there are relatively more “less than 3 years” 

in the sample, accounting for 37.93%, followed by more than 10 years, accounting for 

23.01%. In terms of job title distribution, most of the samples are “lecturers”, 

accounting for 50.85%, followed by teaching assistants or unrated, accounting for 

25.71%. In terms of educational background distribution, 39.20% of the samples will 

choose “Master's degree students”, with 276 people, and 31.53% of the samples are 

undergraduates. In terms of teaching subject categories, the proportion of “science and 

engineering” is 39.63%, with 279 people, followed by humanities with 182 people, 

accounting for 25.85%. In terms of marital status, the proportion of “married” is 
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71.88%, with 506 people, and 198 unmarried people, accounting for 28.13%. As can 

be seen in the following table. 

 

Table 4.1  Distribution of Basic Background Information of Samples (N=704) 

Name Options Frequency Percentage 

(%) 

Gender Male 299 42.47 

Female 405 57.53 

Age Under 25 years old 160 22.73 

26-30 years old 194 27.56 

31-35 years old 170 24.15 

36-40 years old 101 14.35 

41-45 years old 79 11.22 

Teaching experience Under 3 years 267 37.93 

4-6 years 134 19.03 

7-10 years 141 20.03 

More than 10 years 162 23.01 

Job title Teaching assistant or 

unrated 

181 25.71 

Lecturer 358 50.85 

Associate professor 99 14.06 

Professor 66 9.38 

Educational background Undergraduate 222 31.53 

Master's degree 276 39.2 

PhD student 206 29.26 

Teaching subject 

categories 

Humanities 182 25.85 

Science and Engineering 279 39.63 

Arts and Sports 130 18.47 

Agricultural Medicine 93 13.21 

Other 20 2.84 

Marital status Married 506 71.88 
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Name Options Frequency Percentage 

(%) 

Unmarried 198 28.13 

 

4.1.2 Normal Distribution Test 

There are many methods for normality testing, the essence of which is to 

describe whether the distribution of the data obtained by the study conforms to 

normality and whether the distribution is uniform. The distribution can be better 

described by skewness and kurtosis, and the normality test of skewness and kurtosis is 

usually used. 

 

Table 4.2  Normality Test of Each Variable 

Item Sample 

Size 

Mean 

Value 

Standard 

Deviation 

Skewnes

s 

Kurtosi

s 

ZZFW1 704 3.416 1.283 -0.52 -0.792 

ZZFW2 704 3.449 1.303 -0.545 -0.804 

ZZFW3 704 3.447 1.313 -0.56 -0.82 

ZZFW4 704 3.382 1.288 -0.439 -0.898 

ZZFW5 704 3.382 1.29 -0.499 -0.806 

ZZFW6 704 3.381 1.262 -0.519 -0.725 

XLZB1 704 3.666 1.235 -0.717 -0.424 

XLZB2 704 3.594 1.297 -0.725 -0.528 

XLZB3 704 3.679 1.208 -0.73 -0.338 

XLZB4 704 3.604 1.218 -0.728 -0.351 

XLZB5 704 3.639 1.207 -0.701 -0.391 

XLZB6 704 3.661 1.278 -0.785 -0.426 

XLZB7 704 3.686 1.223 -0.805 -0.267 

XLZB8 704 3.675 1.261 -0.786 -0.349 

ZX1 704 3.523 1.261 -0.579 -0.698 

ZX2 704 3.472 1.359 -0.529 -0.92 

ZX3 704 3.496 1.301 -0.599 -0.732 
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Item Sample 

Size 

Mean 

Value 

Standard 

Deviation 

Skewnes

s 

Kurtosi

s 

ZX4 704 3.443 1.306 -0.549 -0.807 

ZX5 704 3.449 1.279 -0.52 -0.771 

ZX6 704 3.455 1.26 -0.554 -0.658 

HXZY1 704 3.51 1.261 -0.545 -0.709 

HXZY2 704 3.464 1.316 -0.571 -0.8 

HXZY3 704 3.457 1.306 -0.545 -0.823 

HXZY4 704 3.513 1.266 -0.55 -0.765 

HXZY5 704 3.536 1.298 -0.604 -0.757 

HXZY6 704 3.537 1.278 -0.638 -0.607 

GZQD1 704 3.472 1.321 -0.558 -0.8 

GZQD2 704 3.47 1.286 -0.513 -0.766 

GZQD3 704 3.449 1.329 -0.535 -0.843 

GZQD4 704 3.533 1.308 -0.565 -0.787 

GZQD5 704 3.489 1.332 -0.58 -0.81 

GZQD6 704 3.486 1.289 -0.544 -0.765 

XLQY1 704 2.33 1.243 0.81 -0.273 

XLQY2 704 2.332 1.23 0.799 -0.278 

XLQY3 704 2.3 1.214 0.817 -0.219 

XLQY4 704 2.327 1.206 0.825 -0.169 

XLQY5 704 2.314 1.227 0.771 -0.321 

XLQY6 704 2.324 1.245 0.809 -0.278 

GZJY1 704 3.429 1.268 -0.56 -0.713 

GZJY2 704 3.449 1.284 -0.53 -0.782 

GZJY3 704 3.426 1.326 -0.497 -0.908 

GZJY4 704 3.449 1.311 -0.528 -0.825 

GZJY5 704 3.459 1.287 -0.541 -0.769 

GZJY6 704 3.428 1.289 -0.526 -0.8 
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In the normality test of the variables, the absolute value of skewness is less than 

3, and the absolute value of kurtosis is less than 10, indicating that the sample follows 

a normal distribution (Cai, 2009). Through analysis, it can be seen from the results in 

the above table that the absolute values of skewness and kurtosis of each measurement 

item meet the judgment criteria. Therefore, a large sample can be used for further 

reliability and validity analysis and empirical testing, and all questions can guarantee 

good normality. 

 

4.2 Reliability and Validity Test 

4.2.1 Reliability Test 

Reliability analysis is used to study the reliability and accuracy of answers to 

quantitative data (especially attitude scale questions). First: analyze the alpha 

coefficient firstly. If this value is higher than 0.8, it means that the reliability is high. If 

this value is between 0.7-0.8, it means that the reliability is good. If this value is between 

0.6-0.7, it means that the reliability is acceptable. If this value is less than 0.6, it means 

that the reliability is poor. Second: if the CITC value is lower than 0.3, consider deleting 

the item. Third: if the “alpha coefficient of the item deleted” value is significantly 

higher than the alpha coefficient, consider deleting the item and re-analyzing it. Fourth: 

summarize the analysis. 

1)  Reliability analysis of the total scale 

The overall Cronbach’α coefficient of the scale is 0.922, which is above 

0.9, indicating that the overall reliability of the formal questionnaire scale is relatively 

excellent and has good internal consistency. 

 

Table 4.3  Reliability Results of Total Scale 

Cronbach Reliability Analysis-Simplified Format 

Item Sample Size Cronbach a Coefficient 

44 704 0.922 
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2)  Reliability analysis of organizational atmosphere 

The reliability coefficient value of organizational atmosphere is 0.885, 

which is greater than 0.8, indicating that the reliability quality of the research data is 

high. Regarding the “α coefficient of deleted items”, after any item is deleted, the 

reliability coefficient will not increase significantly, so it means that the item should 

not be deleted. Regarding the “CITC value”, the CITC values of the analysis items are 

all greater than 0.3, indicating that there is a good correlation between the analysis 

items, and also indicating that the reliability level is good. In summary, the reliability 

coefficient value of the research data is higher than 0.8, which comprehensively 

indicates that the data reliability quality is high and can be used for further analysis. 

 

Table 4.4  Reliability Results of Organizational Atmosphere Scale 

Title Corrected-Item Total 

Correlation (CITC)  

Α Coefficient of 

Deleted Items 

Cronbach α 

Coefficient 

ZZFW1 0.695 0.865 0.885 

ZZFW2 0.707 0.863 

ZZFW3 0.720 0.861 

ZZFW4 0.702 0.864 

ZZFW5 0.670 0.869 

ZZFW6 0.684 0.867 

 

3)  Reliability analysis of psychological capital 

The reliability coefficient value of the Psychological capital variable is 

0.912, which is greater than 0.9, indicating that the reliability quality of the research 

data is very high. Regarding the “α coefficient of deleted items”, after any item is 

deleted, the reliability coefficient will not increase significantly, so it means that the 

item should not be deleted. Regarding the “CITC value”, the CITC values of the 

analysis items are all greater than 0.3, indicating that there is a good correlation between 

the analysis items, and also indicating that the reliability level is good. In summary, the 

reliability coefficient value of the research data is higher than 0.9, which 

comprehensively indicates that the data reliability quality is high and can be used for 
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further analysis. 

 

Table 4.5  Reliability Results of Psychological Capital Scale 

Title Corrected-Item Total 

Correlation (CITC) 

Α Coefficient of 

Deleted Items 

Cronbach α 

Coefficient 

XLZB1 0.714 0.900 0.912 

XLZB2 0.730 0.899 

XLZB3 0.695 0.902 

XLZB4 0.726 0.899 

XLZB5 0.682 0.903 

XLZB6 0.737 0.898 

XLZB7 0.728 0.899 

XLZB8 0.686 0.902 

 

4)  Reliability analysis of each variable under work engagement 

The reliability coefficient value of the absorption variable is 0.893, 

which is greater than 0.8, indicating that the reliability quality of the research data is 

high. Regarding the “ α coefficient of deleted items”, the reliability coefficient will not 

increase significantly after any item is deleted, so the item should not be deleted. 

Regarding the “CITC value”, the CITC values of the analysis items are all greater than 

0.3, indicating that there is a good correlation between the analysis items, and also 

indicating that the reliability level is good. In summary, the reliability coefficient value 

of the research data is higher than 0.8, which comprehensively indicates that the data 

reliability quality is high and can be used for further analysis. 

 

Table 4.6  Reliability Results of Absorption Scale 

Title Corrected-Item Total 

Correlation (CITC) 

Α Coefficient of 

Deleted Items 

Cronbach α 

Coefficient 

ZX1 0.716 0.873 0.893 

ZX2 0.734 0.871 
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Title Corrected-Item Total 

Correlation (CITC) 

Α Coefficient of 

Deleted Items 

Cronbach α 

Coefficient 

ZX3 0.721 0.872 

ZX4 0.719 0.873  

ZX5 0.706 0.875 

ZX6 0.680 0.879 

 

The reliability coefficient of core affect variable is 0.891, which is 

greater than 0.8, indicating that the reliability of the research data is high. Regarding 

the “α coefficient of deleted items”, the reliability coefficient will not increase 

significantly after any item is deleted, so the item should not be deleted. Regarding the 

“CITC value”, the CITC values of the analysis items are all greater than 0.3, indicating 

that there is a good correlation between the analysis items, and also indicating that the 

reliability level is good. In summary, the reliability coefficient value of the research 

data is higher than 0.8, which comprehensively indicates that the data reliability quality 

is high and can be used for further analysis. 

 

Table 4.7  Reliability Results of Core Affect Scale 

Title Corrected-Item Total 

Correlation (CITC) 

Α Coefficient of 

Deleted Items 

Cronbach α 

Coefficient 

HXZY1 0.692 0.875 0.891 

HXZY2 0.704 0.873 

HXZY3 0.737 0.868 

HXZY4 0.711 0.872 

HXZY5 0.728 0.869 

HXZY6 0.685 0.876 

 

The reliability coefficient value of the work intensity variable is 0.895, 

which is greater than 0.8, indicating that the reliability quality of the research data is 

high. Regarding the “α coefficient of deleted items”, the reliability coefficient will not 

increase significantly after any item is deleted, so the item should not be deleted. 
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Regarding the “CITC value”, the CITC values of the analysis items are all greater than 

0.3, indicating that there is a good correlation between the analysis items, and also 

indicating that the reliability level is good. In summary, the reliability coefficient value 

of the research data is higher than 0.8, which comprehensively indicates that the data 

reliability quality is high and can be used for further analysis. 

 

Table 4.8  Reliability Results of Work Intensity Scale 

Title Corrected-Item Total 

Correlation (CITC) 

Α Coefficient of 

Deleted Items 

Cronbach a 

Coefficient 

GZQD1 0.717 0.877 0.895 

GZQD2 0.717 0.877 

GZQD3 0.716 0.877 

GZQD4 0.716 0.877 

GZQD5 0.724 0.876 

GZQD6 0.715 0.877 

 

5)  Reliability analysis of psychological contract 

The reliability coefficient value of the psychological contract variable 

is 0.884, which is greater than 0.8, indicating that the reliability quality of the research 

data is high. Regarding the “α coefficient of deleted items”, the reliability coefficient 

will not increase significantly after any item is deleted, so the item should not be 

deleted. Regarding the “CITC value”, the CITC values of the analysis items are all 

greater than 0.3, indicating that there is a good correlation between the analysis items, 

and also indicating that the reliability level is good. In summary, the reliability 

coefficient value of the research data is higher than 0.8, which comprehensively 

indicates that the data reliability quality is high and can be used for further analysis. 
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Table 4.9  Reliability Results of Psychological Contract Scale 

Title Corrected-Item Total 

Correlation (CITC) 

Α Coefficient of 

Deleted Items 

Cronbach α 

Coefficient 

XLQY1 0.705 0.862 0.884 

XLQY2 0.702 0.862 

XLQY3 0.707 0.862 

XLQY4 0.677 0.866 

XLQY5 0.688 0.865 

XLQY6 0.690 0.864 

 

6)  Reliability analysis of job performance 

The reliability coefficient value of the job performance variable is 0.890, 

which is greater than 0.8, indicating that the reliability quality of the research data is 

high. Regarding the “α coefficient of deleted items”, after any item is deleted, the 

reliability coefficient will not increase significantly, so it means that the item should 

not be deleted. Regarding the “CITC value”, the CITC values of the analysis items are 

all greater than 0.3, indicating that there is a good correlation between the analysis 

items, and also indicating that the reliability level is good. In summary, the reliability 

coefficient value of the research data is higher than 0.8, which comprehensively 

indicates that the data reliability quality is high and can be used for further analysis. 

 

Table 4.10  Reliability Results of Job Performance Scale 

Title Corrected-Item Total 

Correlation (CITC) 

Α Coefficient of 

Deleted Items 

Cronbach α 

Coefficient 

GZJY1 0.708 0.871 0.890 

GZJY2 0.675 0.876 

GZJY3 0.738 0.866 

GZJY4 0.716 0.870  

GZJY5 0.705 0.871  

GZJY6 0.702 0.872  

 



 122 

4.2.2 Validity Test 

1)  Validity test of the scale 

Validity research is used to analyze whether the research items are 

reasonable and meaningful. Validity analysis uses factor analysis, a data analysis 

method, to conduct a comprehensive analysis through KMO value, commonality, 

variance explanation rate value, factor loading coefficient value and other indicators to 

verify the validity level of the data. KMO value is used to judge the suitability of 

information extraction, commonality value is used to exclude unreasonable research 

items, variance explanation rate value is used to illustrate the level of information 

extraction, and factor loading coefficient is used to measure the correspondence 

between factors (dimensions) and items. From the table, it can be seen that the 

commonality values corresponding to all research items are higher than 0.4, indicating 

that the information of the research items can be effectively extracted. In addition, the 

KMO value is 0.970, which is greater than 0.6, and the data can be effectively extracted. 

 

Table 4.11  KMO and Bartlett's Test of the Scale 

KMO value 0.970 

Bartlett’s sphericity test Approximate 

chi-square 

18942.962 

Degrees of 

freedom 

946 

P value 0.000 

 

The principal component analysis method was used to extract the main 

components of the variables, and the maximum variance method was used to extract 

factors with eigenvalues greater than 1. The results are shown in the table. In this study, 

a total of 7 principal component factors with initial eigenvalues greater than 1 were 

extracted, and the cumulative variance contribution rate was 70.47%, which was greater 

than 60%, indicating that the extracted principal component factors can better explain 

the original variable information. 
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Table 4.12  Total Variance Explained of The Scale 

Components Initial Eigenvalues Extracted Loading Sum of Squares Rotated Loading Sum of Squares 

Total Percent of 

Variance 

Cumulative 

% 

Total Percent of 

Variance 

Cumulative 

% 

Total Percent of 

Variance 

Cumulative 

% 

1 15.012 34.119 34.119 15.012 34.119 34.119 10.846 24.650 24.650 

2 4.933 11.211 45.330 4.933 11.211 45.330 5.074 11.531 36.181 

3 3.020 6.863 52.194 3.020 6.863 52.194 3.862 8.777 44.958 

4 2.355 5.353 57.547 2.355 5.353 57.547 3.824 8.691 53.649 

5 2.102 4.777 62.324 2.102 4.777 62.324 3.817 8.675 62.324 

6 1.660 1.500 63.824 1.11 2.42 71.15 2.33 5.07 65.88 

7 1.598 1.359 65.183 1.05 1.79 72.94 2.11 4.58 70.47 

8 .589 1.339 66.522 - - - - - - 

 

Rotated structural matrix analysis is to extract independent factors from 

the overall research questionnaire questions through principal component analysis. It is 

necessary to further determine the relationship between questions and factors, classify 

questions under the same concept, distinguish questions under different concepts, and 

test the specific quality of different questions. Usually, the judgment is based on the 

factor loading. First, the factor loading of the component where the question belongs 

needs to be greater than 0.5, which proves that more than 50% of the information in the 

question belongs to this dimension. When the factor loading is less than 0.5, it proves 

that the question itself may not have the conceptual attributes to express the connotation 

of this dimension, so it needs to be eliminated. The specific analysis is as follows: 

 

Table 4.13  Rotated Structural Matrix 

 Components 

1 2 3 4 5 6 7 

ZZFW1 .746 - - - - - - 

-ZZFW2 .763 - - - - - - 

ZZFW3 .766 - - - - - - 

ZZFW4 .725 - - - - - - 

ZZFW5 .734 - - - - - - 

ZZFW6 .706 - - - - - - 

XLZB1 - .767 - - - - - 

XLZB2 - .760 - - - - - 
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 Components 

1 2 3 4 5 6 7 

XLZB3 - .734 - - - - - 

XLZB4 - .762 - - - - - 

XLZB5 - .717 - - - - - 

XLZB6 - .774 - - - - - 

XLZB7 - .775 - - - - - 

XLZB8 - .733 - - - - - 

ZX1 - - .742 - - - - 

ZX2 - - .760 - - - - 

ZX3 - - .763 - - - - 

ZX4 - - .763 - - - - 

ZX5 - - .758 - - - - 

ZX6 - - .720 - - - - 

HXZY1 - - - .735 - - - 

HXZY2 - - - .754 - - - 

HXZY3 - - - .749 - - - 

HXZY4 - - - .762 - - - 

HXZY5 - - - .767 - - - 

HXZY6 - - - .728 - - - 

GZQD1 - - - - .742 - - 

GZQD2 - - - - .747 - - 

GZQD3 - - - - .746 - - 

GZQD4 - - - - .766 - - 

GZQD5 - - - - .769 - - 

GZQD6 - - - - .759 - - 

XLQY1 - - - - - .752 - 

XLQY2 - - - - - .750 - 

XLQY3 - - - - - .772 - 

XLQY4 - - - - - .742 - 

XLQY5 - - - - - .739 - 
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 Components 

1 2 3 4 5 6 7 

XLQY6 - - - - - .756  

GZJY1 - - - - - - .735 

GZJY2 - - - - - - .716 

GZJY3 - - - - - - .767 

GZJY4 - - - - - - .729 

GZJY5 - - - - - - .738 

GZJY6 - - - - - - .733 

 

From the results in the above table, we can see that the main factor 

loadings of all questions are greater than 0.5, indicating that the questions have a high 

degree of attribution to the factors. At the same time, in the actual results, there are no 

cross-factor loadings, low factor loadings, or fewer than 3 questions in a single factor 

as described above. Therefore, the questions in the subjective norm questionnaire are 

retained. 

 

4.3 Verification of Measurement Model 

Regarding the reference items for judging the model fit, Dennis L. Jackson, 

Rebecca Purc-Stephenson, and Jackson et al. (2009) analyzed the fit items reported in 

173 papers in past studies and found that NC, CFI, RMSEA, NFI, IFI, etc. are 

commonly used judgment items. Therefore, when verifying the model fit, this paper 

mainly observes whether the values of Chi-square, NC, RMSEA, IFI, and CFI meet the 

standards. 

 

Table 4.14  Fitting Reference Index 

Statistical Test Quantity Adaptive Standard 

Absolute 

Adaptiveness 

Index 

NC(CMIN/df) 1<NC<3 (Adaptive)  

GFI >0.80 (Good) ，>0.9 (Adaptive)  

AGFI >0.80 (Good) ，>0.9 (Adaptive)  
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Statistical Test Quantity Adaptive Standard 

RMSEA <0.08 (Good) ，<0.05 (Adaptive)  

 

Value-added 

Adaptiveness 

Index 

NFI  

 

>0.80 (Good) ，>0.9 (Adaptive)  

RFI 

IFI 

CFI 

TLI 

Simple 

Adaptiveness 

Index 

PGFI  

>0.5 (Adaptive)  RNFI 

PCFI 

 

Brown (2006) proposed that in many cases, the problems of SEM model 

adaptability and fit are caused by problems with the measurement model during CFA. 

Anderson and Gerbing (1982) pointed out that a good measurement of latent variables 

is a prerequisite for analyzing the causal relationship between latent variables. If the 

measurement properties of the measurement model are poor, it may cause changes in 

the numerical size, direction, and relationship strength of the structural model. Only 

CFA can provide strict and correct estimation directions. Kenny (2006); Segars (1997) 

proposed that in social science and behavioral science research, CFA of measurement 

models can obtain and learn more than SEM tests. This is because CFA tests provide 

enough information for the specification and measurement of the model, which is very 

detailed, thus ensuring the confidence of researchers in the prediction of results. 

In order to further verify the rationality of the structure of each dimension, 

Dennis L proposed in their study that when conducting SEM, researchers need to test 

the measurement model before evaluating and testing the structural model to test 

whether all items in the measurement model can accurately reflect the required factors 

(with 0.45 as the limit value). At the same time, Hooper et al. (2008) showed in their 

study that items with a lower multiple r2 (SMC of 0.2) should be deleted from the 

measurement model. In this study, items with a factor loading of less than 0.45 and an 

SMC of less than 0.2 will be deleted. 
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4.3.1 Verification of Organizational Atmosphere Measurement Model 

The standard load coefficient value of 0.7 is used as the defining value. When 

it is greater than 0.7, it indicates that there is a strong correlation. The factor loadings 

of each item in the organizational atmosphere dimension are all greater than 0.7, and 

the SMC is greater than 0.2, indicating that the model is established. 

 

 

Figure 4.1  Organizational Atmosphere Confirmatory Factor Model Diagram 

 

As shown in the table: GFI = 0.996, AGFI = 0.991, NFI = 0.996, TLI = 0.998, 

CFI = 0.998, RMSEA = 0.001. In summary, all indicators of the organizational 

atmosphere confirmatory factor analysis have met the standards, and the overall fit of 

the model is good. 

 

Table 4.15  Fitting Index of Organizational Atmosphere Measurement Model 

Reference 

Index 

X2/df GFI AGFI NFI TLI CFI RMSEA 

Statistical 

values 

0.869 0.996 0.991 0.996 0.998 0.998 0.001 
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Reference 

Index 

X2/df GFI AGFI NFI TLI CFI RMSEA 

Reference 

values 

<5 >0.8 >0.8 >0.9 >0.9 >0.9 <0.08 

Compliance Qualified Qualified Qualified Qualified Qualified Qualified Qualified 

 

4.3.2 Verification of Psychological Capital Measurement Model 

The standard load coefficient value of 0.7 is used as the defining value. When 

it is greater than 0.7, it indicates that there is a strong correlation. The factor loadings 

of each item in the psychological capital dimension are all greater than 0.7, and the 

SMC is greater than 0.2, indicating that the model is established. 

 

 

Figure 4.2  Psychological Capital Confirmatory Factor Model Diagram 

As shown in the table: GFI = 0.991, AGFI = 0.984, NFI = 0.992, TLI = 0.998, 

CFI = 0.998, RMSEA = 0.019. In summary, all indicators of the confirmatory factor 

analysis of psychological capital have been qualified, and the overall fit of the model is 

good. 

 

  



 129 

Table 4.16  Fitting Index of Psychological Capital Measurement Model 

Reference 

Index 

X2/df GFI AGFI NFI TLI CFI RMSEA 

Statistical 

values 

1.263 0.991 0.984 0.992 0.998 0.998 0.019 

Reference 

values 

<5 >0.8 >0.8 >0.9 >0.9 >0.9 <0.08 

Compliance Qualified Qualified Qualified Qualified Qualified Qualified Qualified 

 

4.3.3 Verification of Work Engagement Dimensions Measurement Model 

1)  Verification of absorption measurement model 

The standard load coefficient value of 0.7 is used as the defining value. 

When it is greater than 0.7, it indicates that there is a strong correlation. The factor 

loadings of each item in the absorption dimension are all greater than 0.7, and the SMC 

is greater than 0.2, indicating that the model is established. 

 

Figure 4.3  Absorption Dimension Confirmatory Factor Model Diagram 

As shown in the table: GFI = 0.995, AGFI = 0.989, NFI = 0.995, TLI = 

0.996, CFI = 0.997, RMSEA = 0.016. In summary, all indicators of the absorption 

confirmatory factor analysis have been qualified, and the overall fit of the model is 

good. 
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Table 4.17  Fitting Index of Absorption Dimension Measurement Model 

Reference 

index 

X2/df GFI AGFI NFI TLI CFI RMSEA 

Statistical 

values 

1.173 0.995 0.989 0.995 0.996 0.997 0.016 

Reference 

values 

<5 >0.8 >0.8 >0.9 >0.9 >0.9 <0.08 

Compliance Qualified Qualified Qualified Qualified Qualified Qualified Qualified 

 

1)  Verification of core affect measurement model 

The standard load coefficient value of 0.7 is used as the defining value. 

When it is greater than 0.7, it indicates that there is a strong correlation. The factor 

loadings of each item in the core affect dimension are all greater than 0.7, and the SMC 

is greater than 0.2, indicating that the model is established. 

 

Figure 4.4  Core Affect Confirmatory Factor Model Diagram  
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As shown in the table: GFI = 0.990, AGFI = 0.978, NFI = 0.990, TLI = 

0.990, CFI = 0.994, RMSEA = 0.044. In summary, all indicators of the core affect 

confirmatory factor analysis have been qualified, and the overall fit of the model is 

good. 

 

Table 4.18  Fitting Index of Core Affect Measurement Model 

Reference 

Index 

X2/df GFI AGFI NFI TLI CFI RMSEA 

Statistical 

values 

2.333 0.990 0.978 0.990 0.990 0.994 0.044 

Reference 

values 

<5 >0.8 >0.8 >0.9 >0.9 >0.9 <0.08 

Compliance Qualified Qualified Qualified Qualified Qualified Qualified Qualified 

 

2)  Verification of work intensity measurement model  

The standard load coefficient value of 0.7 is used as the defining value. 

When it is greater than 0.7, it indicates that there is a strong correlation. The factor 

loadings of each item in the work intensity dimension are all greater than 0.7, and the 

SMC is greater than 0.2, indicating that the model is established. 

 

Figure 4.5  Work Intensity Confirmatory Factor Model Diagram 
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As shown in the table: GFI = 0.996, AGFI = 0.991, NFI = 0.996, TLI = 

0.996, CFI = 0.997, RMSEA = 0.001. In summary, all indicators of the confirmatory 

factor analysis of work intensity have been qualified, and the overall fit of the model is 

good. 

 

Table 4.19 Fitting Index of Work Intensity Measurement Model 

Reference 

Index 

X2/df GFI AGFI NFI TLI CFI RMSEA 

Statistical 

values 

0.989 0.996 0.991 0.996 0.996 0.997 0.001 

Reference 

values 

<5 >0.8 >0.8 >0.9 >0.9 >0.9 <0.08 

Compliance Qualified Qualified Qualified Qualified Qualified Qualified Qualified 

 

4.3.4 Verification of Psychological Contract Measurement Model 

The standard load coefficient value of 0.7 is used as the defining value. When 

it is greater than 0.7, it indicates that there is a strong correlation. The factor loadings 

of each item in the psychological contract dimension are all greater than 0.7, and the 

SMC is greater than 0.2, indicating that the model is established. 

 

 

Figure 4.6  Psychological Contract Confirmatory Factor Model Diagram 
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As shown in the table: GFI = 0.994, AGFI = 0.986, NFI = 0.993, TLI = 0.996, 

CFI = 0.998, RMSEA = 0.026. In summary, all indicators of the confirmatory factor 

analysis of the psychological contract have been qualified, and the overall fit of the 

model is good. 

 

Table 4.20  Fitting Index of Psychological Contract Measurement Model 

Reference 

Index 

X2/df GFI AGFI NFI TLI CFI RMSEA 

Statistical 

values 

1.485 0.994 0.986 0.993 0.996 0.998 0.026 

Reference 

values 

<5 >0.8 >0.8 >0.9 >0.9 >0.9 <0.08 

Compliance Qualified Qualified Qualified Qualified Qualified Qualified Qualified 

 

4.3.5 Verification of Job Performance Measurement Model 

The standard load coefficient value of 0.7 is used as the defining value. When 

it is greater than 0.7, it indicates that there is a strong correlation. The factor loadings 

of each item in the Job performance dimension are all greater than 0.7, and the SMC is 

greater than 0.2, indicating that the model is established. 

 

Figure 4.7  Job Performance Confirmatory Factor Model Diagram 
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As shown in the table: GFI = 0.998, AGFI = 0.994, NFI = 0.998, TLI = 

0.997, CFI = 0.998, RMSEA = 0.037. In summary, all indicators of the confirmatory 

factor analysis of Job performance have been qualified, and the overall fit of the model 

is good. 

 

Table 4.21  Fitting Index of Job Performance Measurement Model 

Reference 

Index 

X2/df GFI AGFI NFI TLI CFI RMSEA 

Statistical 

values 

0.558 0.998 0.994 0.998 0.997 0.998 0.037 

Reference 

values 

<5 >0.8 >0.8 >0.9 >0.9 >0.9 <0.08 

Compliance Qualified Qualified Qualified Qualified Qualified Qualified Qualified 

 

4.4 Convergent Validity and Combined Reliability 

Convergent validity is to test the consistency of all questions in the same 

concept and whether the questions within the variable express the same concept. 

Combined reliability is a reliability test conducted on the questionnaire again. 

 

Table 4.22  Convergent Validity Test Table 

Factor Average Variance Extracted AVE 

Value 

Combined Reliability CR 

Value 

ZZFW 0.561 0.885 

XLZB 0.564 0.912 

ZX 0.581 0.893 

HXZY 0.577 0.891 

GZQD 0.587 0.895 

XLQY 0.559 0.884 

GZJX 0.575 0.890 
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Through analysis, it can be seen from the table results that the convergent 

validity of all variables is greater than 0.5, and the combined reliability is greater than 

0.7, indicating that the test results are good. 

 

4.5 Discriminant Validity 

For the analysis of discriminant validity, for organizational atmosphere, its AVE 

square root value is 0.749, which is greater than the maximum absolute value of the 

correlation coefficient between factors, 0.453, which means that it has Good 

discriminant validity. 

For psychological capital, its AVE square root value is 0.751, which is greater 

than the maximum absolute value of the correlation coefficient between factors, 0.404, 

which means that it has good discriminant validity. 

For absorption, its AVE square root value is 0.762, which is greater than the 

maximum absolute value of the correlation coefficient between factors, 0.419, which 

means that it has good discriminant validity. 

For core affect, its AVE square root value is 0.760, which is greater than the 

maximum absolute value of the correlation coefficient between factors, 0.418, which 

means that it has good discriminant validity. 

For work intensity, its AVE square root value is 0.766, which is greater than the 

maximum absolute value of the correlation coefficient between factors, 0.431, which 

means that it has good discriminant validity. 

For Psychological contract, the AVE square root value is 0.748, which is greater 

than the maximum absolute value of the inter-factor correlation coefficient of 0.400, 

which means that it has good discriminant validity. 

For Job performance, the AVE square root value is 0.758, which is greater than 

the maximum absolute value of the inter-factor correlation coefficient of 0.453, which 

means that it has good discriminant validity. 

 

Table 4.23  Discriminant Validity Model 
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 ZZFW XLZB ZX HXZY GZQD XLQY GZJX 

ZZFW 0.749 - - - - - - 

XLZB 0.404 0.751 - - - - - 

ZX 0.361 0.329 0.762 - - - - 

HXZY 0.342 0.314 0.390 0.760 - - - 

GZQD 0.355 0.321 0.399 0.392 0.766 - - 

XLQY -0.391 -0.316 -0.350 -0.354 -0.345 0.748 - 

GZJX 0.453 0.385 0.419 0.418 0.431 -0.400 0.758 

 

4.6 Confirmatory Factor Model Test 

This study uses the maximum likelihood estimation method (Zhao et al., 2010) 

to conduct confirmatory factor analysis on each dimension. The CFA standard model 

is shown in the figure: 

 

 

Figure 4.8  Confirmatory Factor Analysis Model 
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As shown in the table: GFI = 0.944, AGFI = 0.937, NFI = 0.951, TLI = 0.996, 

CFI = 0.997, RMSEA = 0.010. In summary, all indicators of the confirmatory factor 

analysis in this paper have been qualified, and the overall fit of the model is good. 

 

Table 4.24  Fitting Index of Confirmatory Factor Model 

Reference 

Index 

X²/df GFI AGFI NFI TLI CFI RMSEA 

Statistical 

values 

1.070 0.944 0.937 0.951 0.996 0.997 0.010 

Reference 

values 

<3 >0.8 >0.8 >0.9 >0.9 >0.9 <0.08 

Compliance Qualified Qualified Qualified Qualified Qualified Qualified Qualified 

 

4.7 Hypothesis Test 

4.7.1 Direct Effect Test 

 

 

Figure 4.9  Hypothesis Test of Direct Effect 
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As shown below: GFI = 0.837, AGFI = 0.816, NFI = 0.830, TLI = 0.853, CFI 

= 0.863, RMSEA = 0.070. In summary, all indicators of the confirmatory factor analysis 

in this paper have been qualified, and the overall fit of the model is good. 

 

Table 4.25  Fitting Index of Direct Effect Hypothesis Test Model 

Reference 

Index 

X²/df GFI AGFI NFI TLI CFI RMSEA 

Statistical 

values 

2.396 0.837 0.816 0.830 0.853 0.863 0.070 

Reference 

values 

<3 >0.8 >0.8 >0.9 >0.9 >0.9 <0.08 

Compliance Qualified Qualified Qualified Qualified Qualified Qualified Qualified 

 

The results of the model path test are shown in Table 4-26. Among them, in the 

relationship between organizational atmosphere and absorption, the standardized path 

coefficient is 0.408, P<0.001, indicating that organizational atmosphere has a 

significant positive impact on absorption, that is, the better the organizational 

atmosphere of the sample population, the stronger the absorption of the sample 

population, and hypothesis H1 is established. 

In the relationship between organizational atmosphere and core affect, the 

standardized path coefficient is 0.393, P<0.05, indicating that organizational 

atmosphere has a significant positive impact on core affect, that is, the better the 

organizational atmosphere of the sample population, the easier it is for the core affect 

of the sample population to play, and hypothesis H2 is established. 

In the relationship between organizational atmosphere and work intensity, the 

standardized path coefficient is 0.404, P<0.05, indicating that organizational 

atmosphere has a significant positive impact on work intensity, that is, the better the 

organizational atmosphere of the sample population, the higher the work intensity of 

the sample population, indicating that they are more willing to make more contributions 

at work, and hypothesis H3 is established. 

In the relationship between psychological capital and absorption, the 

standardized path coefficient is 0.216, P<0.05, indicating that psychological capital has 
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a significant positive impact on absorption, that is, the more positive the attitude of the 

sample population at work and the better the psychological capital, the higher the 

degree of absorption of the sample population, and hypothesis H4 is established. 

In the relationship between psychological capital and core affect, the 

standardized path coefficient is 0.210, P<0.05, indicating that psychological capital has 

a significant positive impact on core affect, that is, the more positive the attitude of the 

sample population at work and the better the psychological capital, the easier it is to 

stimulate the core affect of the sample population, and hypothesis H5 is established. 

In the relationship between psychological capital and work intensity, the 

standardized path coefficient is 0.211, P<0.05, indicating that psychological capital has 

a significant positive impact on work intensity, that is, the more positive the attitude of 

the sample population at work and the better the psychological capital, the higher the 

work intensity that the sample population can bear, and the more willing they are to 

devote their time and value, and hypothesis H6 is established. 

In the relationship between absorption and job performance, the standardized 

path coefficient is 0.142, P<0.05, indicating that absorption has a significant positive 

impact on job performance, that is, the higher the concentration and absorption of the 

sample population at work, the higher the job performance of the sample population, 

and hypothesis H7 is established. 

In the relationship between core affect and job performance, the standardized 

path coefficient is 0.142, P<0.05, indicating that core affect has a significant positive 

impact on job performance, that is, the more the sample population exerts core affect at 

work, the higher the job performance of the sample population, and hypothesis H8 is 

established. 

In the relationship between work intensity and job performance, the 

standardized path coefficient is 0.278, P<0.05, indicating that work intensity has a 

significant positive impact on job performance, that is, the sample population is actively 

dedicated at work, and the stronger the work intensity, the higher the job performance 

of the sample population, and hypothesis H9 is established。 
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Table 4.26  Results of Path Influence Relationship 

Path Relationship Std Unstd S.E. C.R. P Test 

Results 

ZX <--- ZZFW 0.408 0.423 0.052 8.196 *** Valid 

HXZY <--- ZZFW 0.393 0.393 0.05 7.835 *** Valid 

GZQD <--- ZZFW 0.404 0.411 0.054 8.101 *** Valid 

ZX <--- XLZB 0.216 0.221 0.044 4.793 *** Valid 

HXZY <--- XLZB 0.210 0.212 0.043 4.595 *** Valid 

GZQD <--- XLZB 0.211 0.213 0.046 4.670 *** Valid 

GZJX <--- ZX 0.142 0.141 0.041 3.269 0.001 Valid 

GZJX <--- HXZY 0.142 0.140 0.043 3.272 0.001 Valid 

GZJX <--- GZQD 0.278 0.280 0.040 6.210 *** Valid 

 

4.7.2 Mediating Effect Test 

The mutual influence relationship between each variable and the dependent 

variable has been tested in the path model, that is, organizational atmosphere and 

psychological capital have different degrees of significant positive influence on the 

mediating variables absorption, core affect, work intensity and the dependent variable 

Job performance, and further test the indirect influence of absorption, core affect and 

work intensity variables, that is, the mediating effect. This study uses the Bootstrap 

method to test the mediating effect. According to Hayes's suggestion, the number of 

Bootstrap iterations is set to 5000 times, and the confidence level is set to 95%. If the 

95% confidence interval of the indirect effect does not contain 0, it indicates that there 

is a mediating effect. 

 

Table 4.27  Mediation Effect Test Table 

Independent 

Variable 

Mediating 

Variable 

Dependent 

Variable 

Mediation Effect S.E LLCI ULCI P Test Results 

ZZFW →ZX →GZJX 0.107 0.017 0.075 0.140 0.000 Valid 

XLZB →ZX →GZJX 0.115 0.017 0.078 0.142 0.000 Valid 

ZZFW →HXZY →GZJX 0.103 0.016 0.072 0.135 0.000 Valid 

XLZB →HXZY →GZJX 0.110 0.017 0.072 0.137 0.000 Valid 
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Independent 

Variable 

Mediating 

Variable 

Dependent 

Variable 

Mediation Effect S.E LLCI ULCI P Test Results 

ZZFW →GZQD →GZJX 0.111 0.017 0.080 0.143 0.000 Valid 

XLZB →GZQD →GZJX 0.117 0.017 0.079 0.146 0.000 Valid 

 

1) The mediating effect of absorption between organizational 

atmosphere and job performance 

The mediating effect of organizational atmosphere→absorption→ job 

performance is 0.107, and the corresponding 95% confidence interval is [0.075,0.140], 

which does not include 0, indicating that absorption has a significant mediating effect 

between organizational atmosphere and job performance, so hypothesis H10 is 

established. 

2)  The mediating effect of absorption between psychological capital and 

job performance 

The mediating effect of psychological capital→absorption→ job 

performance is 0.015, and the corresponding 95% confidence interval is [0.078,0.142], 

which does not include 0, indicating that absorption has a significant mediating effect 

between psychological capital and job performance, so hypothesis H11 is established. 

3) The mediating effect of core affect between organizational 

atmosphere and job performance 

The mediating effect of organizational atmosphere→core affect→ job 

performance is 0.103, and the corresponding 95% confidence interval is [0.072,0.135], 

which does not include 0, indicating that core affect has a significant mediating effect 

between organizational atmosphere and job performance, so hypothesis H12 is 

established. 

4)  The mediating effect of core affect between psychological capital and 

Job performance 

The mediating effect of psychological capital→core affect→ job 

performance is 0.110, and the corresponding 95% confidence interval is [0.072,0.137], 

which does not include 0, indicating that the mediating effect of core affect between 

Psychological capital and Job performance is significant, so hypothesis H13 is 

established. 



 142 

5) The mediating effect of work intensity between Organizational 

atmosphere and Job performance 

The mediating effect of organizational atmosphere→work intensity→ 

job performance is 0.111, and the corresponding 95% confidence interval is 

[0.017,0.080], which does not include 0, indicating that the mediating effect of work 

intensity between Organizational atmosphere and Job performance is significant, so 

hypothesis H14 is established. 

6) The mediating effect of work intensity between psychological capital 

and Job performance 

The mediating effect of psychological capital→work intensity→ job 

performance is 0.117, and the corresponding 95% confidence interval is [0.079,0.146], 

which does not include 0, indicating that work intensity is mediating between 

psychological capital and Job performance. The mediating effect between performance 

is significant, so hypothesis H15 is established. 

According to the statistical results, in the test of two groups of 6 mediation 

effects, in the three mediating relationships between organizational atmosphere and job 

performance: the mediating effect of organizational atmosphere→absorption→ job 

performance is 0.107, the mediating effect of organizational atmosphere→core affect→ 

job performance is 0.103, and the mediating effect of organizational atmosphere→work 

intensity→ Job performance is 0.111. It is found that work intensity has the strongest 

mediating effect; in the three mediating relationships between psychological capital and 

job performance: the mediating effect of psychological capital→absorption→ job 

performance is 0.015, the mediating effect of psychological capital→core affect→ job 

performance is 0.110, and the mediating effect of psychological capital→work 

intensity→ job performance is 0.117. It is found that work intensity also has the 

strongest mediating effect. 

 

4.7.3 Regulating Effect Test 

In order to test the regulating effect of psychological contract on absorption, 

core affect, work intensity and job performance, psychological contract was used as the 

regulating variable, the independent variables were absorption, core affect, work 

intensity, and the dependent variable was job performance. This study used process4.1 
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in the SPSS plug-in to test the regulating effect, and used the 95% confidence interval 

of the Bootstrap method (5000 iterations) to test the regulating effect. The model 

selected was Model 1. If the regulating effect is established, the 95% confidence 

interval of the interaction term does not contain 0 (or significant P<0.05), then the 

coefficient of the interaction term is positive, which means positive regulation, 

otherwise it is negative regulation. After the regulating effect is significant, it is 

necessary to further compare the regulating effect results at different levels, and use the 

point selection method to perform simple slope analysis. 

The results of the regulating effect of psychological contract are shown in Table 

4.28. In the model fitting results, the regression coefficient of the interaction term 

between absorption and psychological contract is -0.065, and t=-1.856, the p value is 

0.064, and p is greater than the critical value of 0.05, indicating that the interaction term 

between absorption and psychological contract does not show significance (t=-1.856, 

p=0.064>0.05). Therefore, psychological contract does not have a regulating effect on 

the impact of absorption on job performance, and hypothesis H16 does not hold. 

 

Table 4.28  Results of the Regulating Effect of Psychological Contract on Absorption 

and Job Performance 

 B Standard 

Error 

t p β 

Constant 3.417 0.036 94.395 0.000** - 

ZX 0.323 0.035 9.245 0.000** 0.324 

XLQY -0.312 0.037 -8.369 0.000** -0.293 

ZX*XLQY -0.065 0.035 -1.856 0.064 -0.061 

 0.252 

Adjust  0.249 

F Value  F (3,700) =78.632, p=0.000 

△  0.004 

△F Vale  F (1,700) =3.445, p=0.064 

 

The results of the regulating effect of psychological contract are shown in Table 

2R

2R

2R



 144 

4-29. In the model fitting results, the regression coefficient of the interaction term 

between core affect and psychological contract is -0.066, and p is greater than the 

critical value of 0.05, indicating that the interaction term between core affect and 

psychological contract does not show significance (t=-1.881, p=0.060>0.05). Therefore, 

psychological contract does not have a regulating effect on the impact of core affect on 

job performance, and hypothesis H17 does not hold. 

 

Table 4.29  Results of the Regulating Effect of Psychological Contract on Core Affect 

and Job Performance 

 B Standard 

Error 

t p β 

Constant 3.416 0.036 94.285 0.000** - 

HXZY 0.323 0.035 9.16 0.000** 0.322 

XLQY -0.312 0.037 -8.347 0.000** -0.293 

HXZY*XLQY -0.066 0.035 -1.881 0.06 -0.062 

 0.251 

Adjust  0.247 

F Value  F (3,700) =78.011, p=0.000 

△  0.004 

△F Vale  F (1,700) =3.536, p=0.060 

 

The results of the regulating effect of psychological contract are shown in Table 

4.30. In the model fitting results, the regression coefficient of the interaction term 

between work intensity and psychological contract is -0.037, and the p value is 0.287. 

p is greater than the critical value of 0.05, indicating that the interaction term between 

work intensity and psychological contract does not show significance (t=-1.067, 

p=0.287>0.05). Therefore, psychological contract does not have a regulating effect on 

the impact of work intensity on job performance, and hypothesis H18 does not hold. 

 

  

2R

2R

2R
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Table 4.30  Results of The Regulating Effect of Psychological Contract on Work 

Intensity And Job Performance 

 B Standard Error t p β 

Constant 3.427 0.036 95.08 0.000** - 

GZQD 0.328 0.034 9.66 0.000** 0.335 

XLQY -0.307 0.037 -8.273 0.000** -0.288 

GZQD*XLQY -0.037 0.035 -1.067 0.287 -0.035 

 0.259 

Adjust  0.256 

F Value  F (3,700) =81.468, p=0.000 

△  0.001 

△F Vale  F (1,700) =1.138, p=0.287 

 

4.7.4 Hypothesis Test Results 

To summarize the data analysis process in this chapter, the above hypothesis 

verification and result statistics of the corresponding hypotheses through the structural 

equation model are shown in Table 4.31: 

 

Table 4.31  Results of Hypothesis Testing 

Hypothesis Test Result 

H1 H1: Organizational atmosphere has a positive impact on 

absorption. 

Supported 

H2 H2: Organizational atmosphere has a positive impact on core 

affect. 

Supported 

H3 H3: Organizational atmosphere has a positive impact on 

work intensity. 

Supported 

H4 H4: Psychological capital has a positive impact on 

absorption. 

Supported 

H5 H5: Psychological capital has a positive impact on core 

affect. 

Supported 

2R

2R

2R
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Hypothesis Test Result 

H6 H6: Psychological capital has a positive impact on work 

intensity. 

Supported 

H7 H7: Absorption has a positive impact on job performance. Supported 

H8 H8: Core affect has a positive impact on job performance. Supported 

H9 H9: Work intensity has a positive impact on job 

performance. 

Supported 

H10 H10: Absorption plays a key mediating role between 

organizational atmosphere and job performance. 

Supported 

H11 H11: Absorption plays a key mediating role between 

psychological capital and job performance. 

Supported 

H12 H12: Core affect plays a key mediating role between 

organizational atmosphere and job performance. 

Supported 

H13 H13: Core affect plays a key mediating role between 

psychological capital and job performance. 

Supported 

H14 H14: Work intensity plays a key mediating role between 

organizational atmosphere and job performance. 

Supported 

H15 H15: Work intensity plays a key mediating role between 

psychological capital and job performance. 

Supported 

H16 H16: Psychological contract violation plays a regulating role 

between absorption and job performance. 

Unsupported 

H17 H17: Psychological contract violation plays a regulating role 

between core affect and job performance. 

Unsupported 

H18 H18: Psychological contract violation plays a regulating role 

between work intensity and job performance. 

Unsupported 

 



CHAPTER 5 

 

DISCUSSION AND CONCLUSION 

5.1 Discussion 

By reading a large number of relevant literature, this study conducted an in-

depth study on the impact of work engagement theory and psychological contract 

theory on the job performance of young teachers in private colleges. In the research 

model, the mediating role of absorption, core affect, and work intensity in work 

engagement in organizational atmosphere and psychological capital on job 

performance was examined, and the regulating role of psychological contract in 

absorption, core affect, and work intensity in work engagement on job performance 

was examined. Among them, organizational atmosphere showed a significant positive 

correlation with absorption, core affect, and work intensity in work engagement, that 

is, the stronger the organizational atmosphere, the higher the attention and 

concentration of young teachers in private colleges, the less disturbed by the outside 

world (Wang, 2022); the more they can clarify their main responsibilities; the effort 

and intensity they put in their work, including emotional, physical, and cognitive 

investment, will also be higher (Martinez et al., 2020). 

Psychological capital shows a significant positive correlation with absorption, 

core affect, and work intensity in work engagement, that is, the more positive and 

optimistic the psychology of young teachers is, the higher their  attention and 

concentration at work, the less disturbed they are by the outside world (Lu, 2021; Wei, 

2019); the more they can clarify their main responsibilities; the effort and intensity 

they put in their work, including emotional, physical, and cognitive investment, will 

also be higher (Cheng, 2015). In addition, absorption, core affect, and work intensity 

in work engagement show a significant positive correlation with job performance, that 

is, the higher the concentration of young teachers at work, the clearer their main 

responsibilities, the higher the effort they put in their work, and the higher the job 
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performance they produce (Liu, 2018). 

It is worth noting that absorption, core affect, and work intensity in work 

engagement show full mediation effects on organizational atmosphere and 

psychological capital on job performance, respectively, that is, the strength of 

organizational atmosphere has a positive impact on job performance through 

absorption, core affect, and work intensity in work engagement;  the strength of 

psychological capital has a positive impact on job performance through absorption, 

core affect, and work intensity in work engagement (Xu, 2017). In addition, the 

regulating effect of psychological contract on absorption, core affect, and work 

intensity in work engagement on job performance is not significant, which is different 

from the research of Lambert et al. (Lambert et al, 2020). The following study will 

explain each of the above influence relationships in detail. 

 

5.1.1 The Relationship between Organizational Atmosphere and 

Absorption, Core Affect, and Work Intensity in Work Engagement  

In previous studies, some scholars have noticed the impact of organizational 

atmosphere on work engagement, but these previous researchers mostly regarded work 

engagement as a whole, or only considered the impact of organizational atmosphere on 

a certain dimension of work engagement, and did not conduct a systematic study on the 

impact of organizational atmosphere on work engagement. Based on the work 

engagement theory, this study systematically examined the relationship between work 

atmosphere and absorption, core affect, and work intensity in work engagement. The 

results showed that organizational atmosphere has a significant positive impact on work 

engagement composed of absorption, core affect, and work intensity. This result 

supports the research hypothesis of this study: The stronger the organizational 

atmosphere of private colleges, the higher the attention and concentration of young 

teachers in private colleges, the less disturbed by the outside world, the more they can 

clarify their main responsibilities. The effort and intensity they put in their work, 

including emotional, physical, and cognitive investment, will also be higher. This 

research innovation effectively found the influencing factors that affect work 

engagement. It provides a new perspective for improving the research on work 

engagement of young teachers in private colleges. 
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This empirical result of this study provides a theoretical basis for effectively 

optimizing the work engagement of young teachers in private colleges based on the 

influence of organizational atmosphere on absorption, core affect, and work intensity. 

This conclusion is also consistent with the deduction conclusions of past related studies: 

positive team interaction, open communication, and supportive team culture can 

enhance the work engagement of team members. Organizational culture has a great 

impact on employees' work engagement (Martinez et al., 2020). 

In summary, the strength of organizational atmosphere in private colleges 

affects the absorption, core affect, and work intensity of young teachers' work 

engagement, thereby affecting the overall work engagement of young teachers, and the 

absorption, core affect, and work intensity of work engagement continue to affect the 

subsequent job performance of young teachers in private colleges. 

 

5.1.2 The Relationship between Psychological Capital and Absorption, 

Core Affect, and Work Intensity in Work Engagement 

Psychological capital is a positive personal state. Although many scholars have 

studied the relationship between psychological capital and work engagement from the 

perspective of teachers, and believe that the level of psychological capital of teachers 

is closely related to their work engagement, these studies mainly exist in their own 

conceptual structure, mechanism of action, relationship with other variables, 

influencing factors, etc. (Ke, 2009; Li, 2016; Mao, 2013; Wang, 2017; Zhang, 2005). 

However, these studies have not taken into account the particularity of young teachers 

in private colleges. Based on the perspective of psychological capital theory, this study 

focuses on the characteristics of psychological capital of young teachers in private 

colleges and its relationship with absorption, core affect, and work intensity in work 

engagement. 

The results show that psychological capital has a significant positive impact on 

work engagement composed of absorption, core affect, and work intensity. This result 

supports the research hypothesis of this study: the more psychological capital young 

teachers in private colleges have, the higher their attention and concentration, the less 

disturbed they are by the outside world, the more they can clarify their main 

responsibilities, the more effort and intensity they put into their work, including 
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emotional, physical and cognitive investment, will be higher. 

This empirical result of this study provides a new reference for improving the 

work engagement of young teachers in private colleges. This conclusion is also 

consistent with the deduction conclusion of related studies in the past: Teachers' 

psychological capital directly affects the state of teachers' work, including efficiency, 

attitude and behavior (Lu, 2021). 

Based on the above research, the psychological capital of young teachers in 

private colleges has a positive impact on the absorption, core affect and work intensity 

of teachers' work engagement. A positive psychological state can enable young 

teachers in private colleges to show a high degree of concentration on work tasks, a 

strong sense of responsibility and a more active and proactive attitude towards related 

tasks, thereby showing a high degree of work engagement. 

 

5.1.3 The Relationship between Absorption, Core Affect, and Work 

Intensity in Work Engagement and Job Performance  

Work engagement and job performance have always been the focus of 

academic research. However, with the development of the times and technology, in the 

current context of digitalization entering all walks of life in society, teachers' work 

engagement will inevitably be affected by technical means. Remote work and 

digitalization are becoming more and more common. How technology affects 

employees' work engagement depends on how they are used. Roberts and Lee (2019), 

based on this background, this study focuses on the relationship between absorption, 

core affect, and work intensity in the work engagement of young teachers in private 

colleges and their job performance. The results show that absorption, core affect, and 

work intensity in the work engagement of young teachers in private colleges have a 

significant positive impact on the relationship between teachers' job performance. This 

result supports the research hypothesis of this study: the higher the attention and 

concentration of young teachers in private colleges, the less disturbed they are by the 

outside world, the more they can clarify their main responsibilities, the higher the 

effort and intensity they put in their work, including emotional, physical, and cognitive 

investment, the more satisfactory their job performance will be. 
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This empirical result of this study reflects the relationship between work 

engagement and job performance of young teachers in private colleges in the current 

era. This provides a theoretical basis for improving the job performance of young 

teachers in private colleges. This conclusion is consistent with the conclusion of 

related studies in the past: appropriate technical support and training can enhance 

employees' work engagement, thereby improving job performance Garcia-Perez et al. 

(2020). 

Based on the above research, absorption, core affect, and work intensity in the 

work engagement of young teachers in private colleges have a positive impact on job 

performance. Young teachers in private colleges show a high degree of concentration 

on work tasks, a strong sense of responsibility, and are more proactive in taking on 

related tasks, which can produce higher job performance. 

 

5.1.4 The Mediating Role of Absorption, Core Affect, and Work Intensity 

in Work Engagement 

The empirical data of this study show that organizational atmosphere and 

psychological capital can indirectly affect job performance by affecting absorption, 

core affect, and work intensity in work engagement. This shows that absorption, core 

affect, and work intensity in work engagement all play a mediating role in the impact 

of organizational atmosphere and psychological capital on job performance, that is: the 

intensity of organizational atmosphere has a positive impact on job performance 

through absorption, core affect, and work intensity in work engagement; the intensity 

of psychological capital has a positive impact on job performance through absorption, 

core affect, and work intensity in work engagement. 

The conclusion of this study once again proves that absorption, core affect, and 

work intensity in work engagement are important factors affecting job performance, 

and can play a mediating role in the impact of organizational atmosphere and 

psychological capital on job performance. Both organizational atmosphere and 

psychological capital can promote the growth of job performance by improving 

absorption, core affect, and work intensity in work engagement. This conclusion is 

consistent with the theory of planned behavior proposed by Martinez and Smith (2021), 

that is: when team members feel the spirit of teamwork, the work engagement of the 
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study will increase, thereby improving team performance. Work engagement plays a 

key mediating role between teamwork and team performance. 

Based on the above research, private colleges can influence the absorption, core 

affect, and work intensity of young teachers' work engagement in private colleges by 

adjusting organizational atmosphere and young teachers' psychological capital, thereby 

achieving the purpose of adjusting job performance. 

 

5.1.5 The Regulating Role of Psychological Contract 

It is worth noting that the empirical data of this study show that the regulating 

effect of psychological contract on absorption, core affect, and work intensity in work 

engagement on job performance is not significant, which means that psychological 

contract has no regulating effect in the relationship between absorption, core affect, and 

work intensity in work engagement and job performance, that is, psychological contract 

cannot regulate the strength of the relationship between absorption, core affect, and 

work intensity in work engagement and job performance. 

The conclusion of this study is inconsistent with the view proposed by 

Stinglhamber et al. (2021) that a strong sense of psychological ownership can reduce 

the negative impact of psychological contract violation on employees' organizational 

citizenship behavior and job satisfaction. This may be due to the particularity of the 

young teacher group in private colleges. Private colleges are more likely to pay 

attention to the benefits of management and make profits. The factors leading to such 

inconsistency need to be further studied in the future. In addition, another reason for 

the insignificant regulating effect may be that under the framework of this study, the 

hypothesis that psychological capital affects the three dimensions of work engagement: 

absorption, core affect, and work intensity, respectively, on job performance is 

established, which is also a place that can be further explored in future research. 

 

5.2 Conclusion 

Against the backdrop of the rapid development of private colleges, this study 

reveals the evolutionary mechanism of the relationship between organizational 

atmosphere and psychological capital on absorption, core affect, and work intensity in 
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work engagement, and the relationship between absorption, core affect, work intensity, 

and psychological contract in work engagement and job performance. These findings 

provide new insights and directions for motivating private college teachers to improve 

their work engagement and job performance, and provide valuable guidance for future 

research on the construction of talent incentive mechanisms in private colleges. 

Private colleges can also use the positive relationship between these variables to 

implement corresponding performance management mechanisms and promote the 

improvement of talent management systems. 

The main measures to promote the job performance of young teachers in private 

colleges are: 

 

5.2.1 Pay Attention to the Impact of Organizational Atmosphere on 

Work Engagement in Private Colleges 

The organizational atmosphere should not only focus on external factors, but 

also on developing teachers' psychological capital, so that teachers can gain the 

psychological strength of continuous growth through internalization, so that they can 

treat education work more enthusiastically and firmly. School administrators can 

provide a matching organizational atmosphere as much as possible according to the 

material and spiritual needs of the teacher group, so that teachers can work in a 

comfortable environment, stimulate their positive emotions and experience at work, and 

thus be more actively engaged in work: 

First, school administrators should actively improve the school's existing value 

system, strengthen the construction of campus culture, highlight the school's 

characteristics, avoid the convergence of school values and management concepts, and 

at the same time enhance the school's teachers' understanding of the campus's 

characteristic culture and education concepts, so that teachers can identify more with 

campus culture and values, and gain more respect and happiness on campus, which is 

not only conducive to improving the school's teachers' work engagement, but also 

conducive to the sustainable development of the school. 

Second, in the context of the continuous advancement of education reform, 

school organizations should constantly update the school's education and education 

concepts and teacher management concepts according to the relevant national policy 
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guidelines, create an open, inclusive, respectful and valuing campus culture, pay 

attention to organizational humanistic care, let teachers feel the care of the organization, 

and encourage teachers to devote themselves to education with a more positive attitude 

and a healthier mentality. 

 

5.2.2 Focus on the Combination of Psychological Capital and Work 

Engagement of Young Teachers in Private Colleges 

In the practice of education management, the welfare, working conditions, and 

humanistic care of school teachers are not as good as expected. The work effort is not 

proportional to the reward. The material needs of teachers are difficult to meet, and 

psychological needs, self-improvement and other needs are even more difficult to be 

valued and concerned. Ignoring the external and internal needs of the teacher group will 

seriously affect the enthusiasm of teachers. Managers should pay attention to the 

material needs, psychological needs, career development and other needs of the teacher 

group. 

On the one hand, schools should actively implement the instructions of the 

“Teacher Law of the People's Republic of China” and other documents, protect the 

legitimate rights and interests of teachers, strive to provide teachers with good working 

conditions, strive for more benefits for the teacher group, and meet the personalized 

needs of teachers in a targeted manner, such as talent apartments, housing subsidies, 

settlement support, etc., so as to better meet the material needs of teachers. 

On the other hand, it is necessary to effectively reduce the workload of teachers, 

pay attention to the psychological and development needs of the teacher group, and 

better meet the spiritual needs of teachers. Give time back to teachers, provide teachers 

with career development opportunities and resources, and provide corresponding 

resources and platforms for the development needs of different teachers. For example, 

interviews found that new teachers face greater conflicts and discomfort when entering 

the organization. Therefore, they should be provided with support in teaching and 

organizational adaptation to help them better adapt to school work and their roles as 

teachers. Teachers with senior professional titles believe that the platform resources 

provided by the organization are relatively insufficient. Therefore, teachers who want 

to make teaching changes should be provided with cutting-edge educational theory 
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learning opportunities to allow them to have greater autonomy in their teaching work 

and gain a greater sense of accomplishment. 

 

5.2.3 Improve Work Engagement Through Multiple Channels to 

Continuously Promote Job Performance 

Work engagement and job performance have always been the focus of academic 

research. 

Private school managers should pay special attention to whether various explicit 

measures have effectively improved teachers' psychological capital. The starting point 

and end point of various explicit measures is to improve teachers' work pleasure and 

happiness, and to awaken teachers' work enthusiasm through a comfortable 

organizational environment and the internalization of psychological capital. 

In addition, various external measures should be internalized into teachers' 

psychological capital through the influence of leadership and team. The school 

leadership team can care about and stimulate teachers' work engagement through their 

own leadership charm, pay attention to the obstacles encountered by teachers in their 

professional development and teaching work and provide corresponding support, and 

stimulate teachers' inherent potential and enthusiasm by establishing visions, material 

and spiritual incentives, etc., so as to promote the teacher group to engage in work with 

a more positive attitude. The matching of demand and supply occurs when the 

organization can meet individual needs. When the organizational supply can meet the 

needs of teachers, the matching degree between teachers and the school will be further 

improved, and they will be more likely to feel extreme emotions at work. When 

teachers' material needs, psychological needs, career development needs, etc. are 

properly met, they can be more actively engaged in work to promote the development 

of young teachers and the improvement of their innovation capabilities, guide them to 

formulate scientific career plans, gradually increase the difficulty of work in stages, 

stimulate young teachers' work engagement, and thus promote the continuous 

improvement of job performance. 
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5.2.4 Fully Explore the Mediating Role of Work Engagement, and use 

Organizational Atmosphere and Psychological Capital to Jointly 

Improve the Job Performance of Young Teachers in Private 

Colleges 

Young college teachers have received high-level education and have stronger 

self-esteem and sense of honor. When integrating into a new environment, they hope to 

establish harmonious interpersonal relationships, gain affirmation, respect and trust in 

their interactions with others. Therefore, organizations should provide young teachers 

with channels to participate in management and express their demands, so that they can 

feel that they are not just in a leadership position, but only the executors of decisions. 

They should show humanistic care in details and retain people with emotions. Since the 

salary of young college teachers is not high, it will take some time for material changes. 

In order to make young college teachers have a stronger sense of belonging to the school 

and the collective, they can only pay more attention to other needs of young teachers, 

such as helping to solve the problem of young teachers' children going to school. Only 

when the problems in the lives of young teachers are solved can they work with 

absorption. 

Young teachers should be spiritually motivated and their intelligence should be 

stimulated. Young teachers should be encouraged to change the traditional routines in 

the process of education, teaching and scientific research, question the original 

mechanical stereotypes and conservatism, and encourage young teachers to explore 

new teaching methods and teaching models, research methods and research 

perspectives to promote the development of young teachers and improve their 

innovation capabilities. The teaching and research work is arranged appropriately to 

young teachers based on their actual abilities and development potential, so that they 

can maximize their potential. Only when young teachers are placed in a school 

atmosphere of good interpersonal relationships and solidarity and cooperation can the 

effect of spiritual motivation be achieved. The different development needs of young 

teachers should be met in a targeted manner: if young teachers have problems adapting 

to the work environment, university administrators should strengthen their guidance, 

guide them to develop scientific career plans, increase communication between 

colleagues, and help them integrate into the organization as soon as possible. If young 



 157 

teachers have the need for high-level self-realization, they should gradually increase 

the difficulty of their work in stages based on their actual situation to stimulate their 

work engagement. 

 

5.2.5 Give Full Play to the Role of Psychological Contract among Young 

Teachers in Private Colleges 

Thomas et al. investigated the changes in the content of the psychological 

contract of recruits during the process of organizational socialization and believed that 

sufficient communication between the organization and new members in the first eight 

weeks is crucial to establishing mutual relationships and understanding mutual 

responsibilities. School administrators should strengthen communication and 

exchanges with teachers and actively understand the psychological contract trajectory 

of teachers. As a continuously developing entity, private colleges have an uncertain 

policy environment and unforeseen situations may occur at any time. These situations 

may break the psychological contract balance between schools and teachers. It is urgent 

to establish an effective communication mechanism, break through the traditional 

bureaucratic teacher management model centered on “things”, establish a scientific 

modern teacher management system centered on “people”, create a democratic 

atmosphere of communication between superiors and subordinates, and implement a 

two-way communication mechanism between superiors and subordinates through 

various forms such as teacher representative conferences, principal mailboxes, job 

debriefing conferences, teacher fun sports games, lunch meetings, etc., especially pay 

attention to strengthening the communication between teachers and direct leaders, so 

that both parties can understand each other's real needs and expectations in interactive 

communication, better fulfill their mutual responsibilities and obligations to optimize 

the psychological contract and form consistency among personnel within the 

organization. 

In addition, it is also necessary to pay attention to improving the training 

mechanism for young teachers in private colleges and universities. For example, first 

of all, the management departments of colleges and universities should pay attention to 

the development needs of young teachers. Young teachers in colleges and universities 

are related to the sustainable development of colleges and universities, but they have 



 158 

just stepped into the teaching position and do not have advantages in many aspects. All 

management departments should increase their attention and support and pay full 

attention to the development of young teachers, which is conducive to achieving a win-

win situation for the development of young teachers in colleges and universities and the 

long-term development of colleges and universities. Secondly, colleges and universities 

should set up special guidance agencies for the career planning of young teachers. At 

present, the teacher management agencies of colleges and universities only pay 

attention to the immediate needs of young teachers, pay less attention to development 

issues and career planning, and only organize training for the actual development needs 

of colleges and universities, and ignore the development needs of young teachers 

themselves. Colleges and universities should establish special career planning 

departments to ensure the scientificity and comprehensiveness of the planning through 

the professional guidance of experts, so that the career planning of young teachers in 

colleges and universities can be truly implemented. Finally, the colleges should 

establish and improve the institutionalized career development system for young 

teachers. Only by realizing the institutionalization of the career of young teachers in 

colleges and universities can the standardization of the career planning of young 

teachers and the continuity of management be guaranteed, so that it can be implemented 

uninterruptedly for a long time. The improvement of career planning for young teachers 

in colleges and universities will promote the formation of a career development system 

for young teachers in colleges and universities, thereby realizing the institutionalization 

of career planning activities for young teachers in colleges and universities. 

 

5.3 Theoretical Contribution 

This study explores the micro-mechanisms of job performance of young 

teachers in private colleges from the perspective of organizational atmosphere in 

private colleges and psychological capital of young teachers in private colleges. And it 

discusses and empirically demonstrates the two different mechanisms of influence of 

organizational atmosphere in private colleges and psychological capital of young 

teachers in private colleges on work engagement, as well as the in-depth study of the 

relationship between organizational atmosphere, psychological capital, work 
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engagement, job performance and psychological contract. The theoretical derivation 

and empirical results of this study have the following theoretical contributions. 

 

5.3.1 Enriched the Connotation of Work Engagement Theory 

This study takes the work engagement theory as the basic theory, adds the 

antecedent variables such as organizational atmosphere and psychological capital, and 

fully explores the connotation of the three dimensions of work engagement, 

absorption, core affect and work intensity, thereby extending and expanding the work 

engagement theory. In the literature reading and analysis, it is also found that no 

scholar has brought the absorption, core affect and work intensity in work engagement 

into the study of job performance. This study expands the core variable of motivation 

theory “job performance”. Different from the regret that researchers used the concept 

of “job performance” in the past study of motivation theory, it answers the correlation 

between absorption, core affect, work intensity in work engagement and job 

performance, and solves the problem that the theoretical community has not given a 

clear answer to. It makes up for the lack of discussion on job performance in the 

theoretical community. 

 

5.3.2 Enriched the Research Methods and Theories of Organizational 

Atmosphere and Psychological Capital 

Although organizational atmosphere has become the research focus of 

academia and industry, the research methods on organizational atmosphere need to be 

further expanded. From the existing literature, most of the literature on organizational 

atmosphere is qualitatively studied through interviews, observations, and archived 

documents. There are relatively few literatures that use quantitative research methods. 

There are relatively few literatures that combine organizational atmosphere and 

psychological capital and use quantitative research methods. Therefore, quantitative 

research on organizational atmosphere and work engagement should be conducted to 

expand the extension of this theory. 
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In the measurement of work engagement of young teachers in private colleges, 

this study first used the psychological capital of young teachers in private colleges to 

measure work engagement, and tried to use psychological capital to measur e 

absorption, core affect, and work intensity in work engagement, broadening the 

research ideas of psychological capital, and making a beneficial attempt to explore the 

possible positive effects of psychological capital on absorption, core affect, and work 

intensity in work engagement. 

 

5.3.3 Explored the Mechanism of Psychological Contract 

Since the academic community currently agrees that psychological contract 

can enhance or weaken the relationship between teachers' work engagement and job 

performance, this study found that there is no correlation between the psychological 

contract of young teachers in private colleges and the relationship between teachers' 

work engagement and job performance. This finding is inconsistent with traditional 

research, indicating that the psychological contract of teachers in private colleges is 

unique and expanding the extension of the psychological contract theory. 

 

5.4 Practical Contribution 

From the perspective of private colleges management practice, how to 

effectively promote the job performance of young teachers in private colleges is 

becoming increasingly prominent and worthy of in-depth discussion. 

 

5.4.1 The Practical Contribution of Influence Mechanism of 

Organizational Atmosphere to Job Performance Through Work 

Engagement   

This study discusses the mechanism of the impact of private colleges' 

organizational atmosphere on job performance through absorption, core affect, and 

work intensity in work engagement, and makes the following contributions to private 

colleges’ management practices: From the perspective of private colleges' 

organizational atmosphere construction, private colleges should take into account the 

particularity of young teachers, create a campus environment suitable for young 
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teachers' work, life, and development, and enhance young teachers' environmental 

atmosphere experience. The private colleges should targeted enhance the 

organizational atmosphere experience gained by young teachers at work, attach 

importance to the social value of campus organizational atmosphere, and the 

connection between school organizational atmosphere and absorption, core affect, and 

work intensity in young teachers' work engagement, so that young teachers can gain 

self-esteem, social recognition, and a sense of belonging in their work engagement. 

This study helps private colleges improve their organizational atmosphere to 

better meet the different levels of internal psychological needs of young teachers. 

Promote the improvement of young teachers' job performance.  

 

5.4.2 The Practical Contribution of Influence Mechanism of 

Psychological Capital to Job Performance Through Work 

Engagement   

From the perspective of psychological capital, teachers are the main body of 

job performance. Private colleges managers must continue to improve the 

psychological capital of young teachers and continue to provide them with economic 

and non-economic incentives to better improve the psychological capital of young 

teachers. 

This study helps private colleges improve the psychological capital of young 

teachers through knowledge sharing rewards, financial incentives, reputation, and 

recognition from others, and ultimately effectively promote teachers' work engagement 

and improve job performance. 

 

5.4.3 The Practical Contribution of Influence Mechanism of Work 

Engagement to Job Performance 

In order to maximize the job performance of young teachers in private colleges, 

the conclusion that absorption, core affect, and work intensity in work engagement 

have a positive effect on job performance, which provides a strong theoretical support 

for private college management to improve the job performance of young teachers 

through diversified channels. 
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From a macro perspective, the job performance incentive mechanism can not 

only enable private colleges to efficiently obtain higher job performance, but also 

provide young teachers with a space for personal development. The incentive policy 

of private colleges for work engagement is conducive to long-term improvement of 

young teachers' work engagement, and constantly motivates young teachers to 

improve their comprehensive teaching quality, thereby achieving a “win-win” 

development for schools and individuals. 

Paying attention to the emotional state and work status of young teachers will 

help to form a social trend of respecting teachers and valuing education, and motivate 

young college teachers to make greater contributions in their teaching and educating 

positions. The recognition, care and support of teachers by schools is an indispensable 

part of the social trend of respecting teachers and valuing education. This study 

provides targeted suggestions for the training and cultivation of young teachers for 

educational institutions by deeply understanding the relationship between the 

organizational atmosphere, psychological capital, work engagement and job 

performance of young teachers in private colleges. The study provides private 

undergraduate college teachers with strategic suggestions on how to balance 

organizational atmosphere, psychological capital and work engagement to achieve 

better job performance. The research results can help private colleges and other 

educational institutions understand how to maintain the health and satisfaction of 

young teachers, thereby ensuring the quality of education. It is also conducive to the 

formation of reasonable expectations of organizational support provided by colleges 

and universities for newly employed young teachers, thereby better improving their 

work engagement level and promoting professionalism. 

 

5.5 Limitations and Future Research 

This study is the beginning of the study on the job performance of young 

teachers in private colleges. Although many variables that may affect job performance 

have been explored, there are still some shortcomings due to the limitations of time, 

geographical space and samples. Future research will expand the research objects or 

research scope to obtain more useful information to improve the research. 
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First, this paper mainly studies young teachers in private colleges as a whole, 

without gender differences, and focuses on universality in research selection. With the 

continuous improvement of organizational atmosphere and the continuous 

improvement of teachers' psychological capital, young teachers of different genders 

may show certain different characteristics and differences. Further discussion and 

analysis can be made on young teachers with different genders in the future. Subsequent 

research can also further examine the direct impact of organizational atmosphere and 

psychological capital on job performance, and explore the best strategies to improve 

the job performance of young teachers in private colleges. The above two points need 

to be further explored and improved in subsequent research. 

Second, the sample data and collection scope will be expanded for young 

teachers in private colleges. The sample size has an important impact on the research 

data. Expanding the sample data can avoid the problem of low reliability and validity 

caused by a small sample size. When the sample data reaches a certain scale, the 

distribution of the sample can be more inclined to normal distribution, providing more 

representative data for the final data research. On the other hand, while expanding the 

sample data, it is also necessary to expand the scope of sample collection. Many aspects 

of the target population vary significantly in personality, education level, work ability, 

etc. due to different regions, and these may also be factors that affect the psychology 

and behavior of the target population. 

Third, the research data is cross-sectional data obtained from the questionnaire 

survey. However, the heterogeneity between young teachers in private colleges is large, 

and their personal psychological capital continues to change dynamically. This study 

has not yet divided groups according to the characteristics of private colleges 

psychological capital. Future research can collect longitudinal data to explore the 

dynamic changes of psychological capital and its causal relationship with subsequent 

results. 

Fourth, the regulating role of psychological contract in this study for young 

teachers in private colleges is different from the research results of other scholars. This 

is related to the specific group of young teachers in private colleges. In the future, we 

will continue to explore other variables that affect internal mechanism, and 
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continuously enrich the relevant theoretical results. This is the direction that needs to 

be expanded in the future. 

 

 

 



BIBLIOGRA PHY 
 

BIBLIOGRAPHY 
 

 

Adams, R. L., & Clarke, P. J. (2019). Mental health, stress, and their association with 

personal energy: A systematic review. Clinical Psychology Review, 71, 21-32. 

Ahmed, S., Smith, J., & Kelly, E. (2021). Task performance in remote work: A scale 

development and validation study. Journal of Applied Psychology, 106(1), 56-

70. 

Albers, L. L., Anderson, D., Cragin, L., Moore Daniels, S., Hunter, C., Sedler, K. D., & 

Teaf, D. (1997). The relationship of ambulation in labor to operative delivery. 

Journal of Nurse-Midwifery, 42(1), 4-8. 

Alcover, C. M., Rico, R., Turnley, W. H., & Bolino, M. C. (2021). Understanding the 

changing nature of psychological contracts in 21st century organizations: A 

multiple-foci exchange relationships approach and proposed framework. 

Organizational Psychology Review, 11(1), 4-35. 

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, 

continuance and normative engagement to the organization. Journal of 

Occupational Psychology, 63(1), 1-18. 

Alsing, E. J. (1971). Organizational climate in a public utility. New York University. 

Anderson, J. C., & Gerbing, D. W. (1982). Some methods for respecifying measurement 

models to obtain unidimensional construct measurement. Journal of Marketing 

Research, 19(4), 453-460. 

Anderson, R., Harris, J., & Clark, D. (2003). Technology as a source of energy in the 

modern workplace. Journal of Technological Studies, 21(1), 50-65. 

Argyris, C. (1960). Understanding organizational behavior. Dorsey Press. 

Azeem, M. U., Bajwa, S. U., Shahzad, K., & Aslam, H. (2020). Psychological contract 

violation and turnover intention: The role of job dissatisfaction and work 

disengagement. Employee Relations: The International Journal, 42(6), 1291-

1308. 

Baker, H. G. (1985). The unwritten contract: Job perceptions. Personnel Journal, 64(7), 

37-41. 

 



 166 

 

Bakker, A. B., & Bal, M. P. (2010). Weekly work engagement and performance: A 

study among starting teachers. Journal of Occupational and Organizational 

Psychology, 83(1), 189-206. 

Bakker, A. B., & Demerouti, E. (2004). Job demands-resources theory. Wellbeing: A 

complete reference guide. 

Bakker, A. B., & Demerouti, E. (2007). The job demands‐resources model: State of the 

art. Journal of Managerial Psychology, 22(3), 309-328. 

Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement. Career 

Development International, 13(3), 209-223. 

Bakker, A. B., & Leiter, M. P. (2010). Work engagement: A handbook of essential 

theory and research. Psychology Press. 

Bakker, A. B., & Sanz-Vergel, A. I. (2013). Weekly work engagement and flourishing: 

The role of hindrance and challenge job demands. Journal of Vocational 

Behavior, 83(3), 397-409. 

Bakker, A. B., Albrecht, S., & Leiter, M. P. (2014). Key questions regarding work 

engagement. European Journal of Work and Organizational Psychology, 24(1), 

4-28. 

Bakker, A. B., Demerouti, E., Ten Brummelhuis, L. L. (2012). Work engagement, 

performance, and active learning: The role of conscientiousness. Journal of 

Vocational Behavior Journal of Science, 80(2), 555-564. 

Bakker, A. B., Hakanen, J. J., Demerouti, E., & Xanthopoulou, D. (2008). Towards a 

model of work engagement. Career Development International. 13(3), 209-223 

Bakker, A. B., Schaufeli, W. B., Leiter, M. P., & Taris, T. W. (2008). Work 

engagement: An emerging concept in occupational health psychology. Work & 

Stress, 22(3), 187-200. 

Bakker, A.B. and Demerouti, E. (2014). Job Demands–Resources Theory. In P. Y. Chen 

& C. L. Cooper (Eds.), Work and wellbeing (Vol 3, part 2, pp. 37-64). Wiley 

Blackwell. https://doi.org/10.1002/9781118539415.wbwell019 

Bal, P. M., & De Lange, A. H. (2015). From flexibility human resource management to 

employee engagement and perceived job performance. Journal of 

Organizational Behavior, 36(1), 22-38. 

 



 167 

 

Bal, P. M., & De Lange, A. H. (2015). From flexibility human resource management to 

employee engagement and perceived job performance across the lifespan: A 

multisample study. Journal of Occupational and Organizational Psychology, 

88(1), 126-154.  

Bal, P. M., De Cooman, R., & Mol, S. T. (2016). Dynamics of psychological contracts 

with work engagement and turnover intention: The influence of organizational 

tenure. European Journal of Work and Organizational Psychology, 21(1), 125-

141. 

Bal, P. M., De Lange, A. H., Jansen, P. G., & Van Der Velde, M. E. (2008). 

Psychological contract breach and job attitudes: A meta-analysis of age as a 

moderator. Journal of Vocational Behavior, 72(1), 143-158. 

Bal, P. M., Kooij, D. T., & De Jong, S. B. (2018). How do age and contract type affect 

the psychological contract? Journal of Managerial Psychology, 33(1), 21-35. 

Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral change. 

Psychological Review, 84(2), 191-215. 

Baum, L. E., Petrie, T., Soules, G., & Weiss, N. (1970). A maximization technique 

occurring in the statistical analysis of probabilistic functions of Markov chains. 

The Annals of Mathematical Statistics, 41(1), 164-171. 

Bellou, V. (2017). Psychological contract assessment after a major organizational 

change: The influence of pre-change employer obligations on post-change 

employee perceptions. International Journal of Human Resource Management, 

28(8), 1153-1179. 

Bemardin, H. J, & Beatty, R., W. (1984). Performance appraisal: Assessing human 

behave at work. Kent Publishers. 

Bernardin, H. I., Kane, J. S., Ross, S., Spina, J. D. & Johnson, D. L. (1995). 

Performance appraisal design, development, and implementation. Handbook of 

Human Resource Management, 15(5), 407-415. 

Borman, W. C., & Motowidlo, S. J. (1997). Task performance and contextual 

performance: The meaning for personnel selection research. Human 

Performance, 10(2), 99-109. 

 



 168 

 

Brougham, D., & Haar, J. (2018). Smart technology, artificial intelligence, robotics, and 

algorithms (STARA): Employees' perceptions of our future workplace. Journal 

of Management & Organization, 24(2), 239-257. 

Brown, A., & Harris, P. (2020). Mixed methods in educational research: Benefits and 

challenges. Journal of Educational Research, 45(2), 123-135. 

Brown, M., Clark, N., & Hill, D. (2021). Energy sources and their relation to employee 

well-being. Work & Stress, 35(1), 45-60. 

Brown, S. P., Ganesan, S., & Challagalla, G. (2006). Work motivation, job satisfaction, 

and organisational engagement of library personnel in academic and research 

libraries in Oyo state, Nigeria. Library Philosophy and Practice, 1-16. 

https://digitalcommons.unl.edu/cgi/viewcontent.cgi?article=1118&context=libph

ilprac 

Brown, T. A. (2006). Confirmatory factor analysis for applied research. Guilford Pubn. 

Brynjolfsson, E., & Hitt, L. M. (2000). Beyond computation: Information technology, 

organizational transformation and business performance. Journal of Economic 

Perspectives, 14(4), 23-48. 

Cai, J. (2008). Research on the influence mechanism of manager-employee 

psychological contract on employee behavior. Fudan University. 

Cai, P. (1985). A comparative study on the relationship between principals' 

characteristics, power base, school organizational structure and organizational 

climate and teachers' job satisfaction. [Unpublished doctoral dissertation]. 

National Chengchi University. 

Cai, Y., & Huang, H. (2023). Measurement and optimization of sustainable 

development motivation for kindergartens in China. Modern Educational 

Management, (6), 59-70. 

Cai, Z. (2009). Research on the application of skewness and kurtosis of descriptive 

statistics. Journal of Beijing University of Physical Education, 32(3), 75-76. 

Campbell, A., Brown, R., & Thompson, D. (2008). Modern task performance 

assessment. Organization Studies, 29(3), 415-434. 

Campbell, J. P. (1990). Modeling the performance prediction problem in industrial and 

organizational psychology. In: Dunnette, M.D. & Hough, L.M., (Eds.), 

 



 169 

 

Handbook of industrial and organizational psychology (pp. 687-732). 

Consulting Psychologists Press. 

Campbell, J. P., Mc Cloy, R. A., Oppler, S. H., & Sager, C. E. (1993). A theory of 

performance. Personnel Selection in Organizations, 35(1), 70-98. 

Campbell, R. J. (1970). The roundabout industrial and organizational psychology: What 

are psychologists in organizations Doing? Professional Psychology, 1(3), 285-

286.  

Cao, Y. (2002). A study on school organizational climate and teachers' job satisfaction 

in Macao Primary schools. South China Normal University. 

Chadha, N. K. (1989). School organizational climate and teacher job satisfaction. Social 

Science International, 5, 1-20 

Chang, R., & Lee, M. (2019). A multi-dimensional approach to energy: Unpacking the 

complex nature of energy sources. Journal of Occupational and Organizational 

Psychology, 92(1), 123-148. 

Chen, A. S., Lin, Y., & Sawangpattanakul, A. (2011). The relationship between cultural 

intelligence and performance with the mediating effect of culture shock: A case 

from Philippine laborers in Taiwan. International Journal of Intercultural 

Relations, 35(2), 246-258. 

Chen, H., & Liu, J. (2022). Inner energy sources in early childhood education: A 

comparative study. Early Childhood Education Journal, 50(1), 45-54. 

Chen, L., & Duan, X. (2008). A review of behavior-based job performance structure 

theory. Scientific Research Management, (2), 133-141+88. 

Chen, L., & Wong, M. (2020). Digitalization, work intensification, and employee well-

being in the modern workplace. Journal of Organizational Behavior, 41(2), 165-

178. 

Chen, M., & Li, X. (2018). The relationship between job satisfaction, work engagement 

and innovative behaviour. Creativity and Innovation Management, 27(2), 196-

206. 

Chen, M., Xie, Y., & Chen, N. (2019). Organizational culture, job satisfaction, and 

performance in new ventures: A moderated mediation model. Journal of 

Business Research, 99, 115-126. 

 



 170 

 

Chen, P., & Li, J. P. (2005). Review and prospect of organizational climate research. 

Foreign Economics and Management, 27(8), 18-25. 

Chen, P., Lu, J., & Bao, Y. (2022). Evaluation and Analysis of the current situation of 

young teachers' mobility in Jiangsu private colleges. University, (31), 141-144. 

Chen, S., & Jin, X. (2012). The connotation, dimension and method of university 

teacher performance evaluation. Social Scientist, (2), 118-120. 

Chen, S., Fang, X., & Yuan, Y. (2019). Research on the job engagement of college 

teachers: An empirical analysis based on the survey data of 6 colleges and 

universities in Nanchang. Education Modernization, 7(43), 1-4. 

Chen, W., Li, J., & Wu, J. (2006). Research on the impact of organizational climate on 

employee work engagement and organizational engagement. Management 

Science, (6), 18-23. 

Chen, Y., Jia, L., & Li, C., (2006). Transformational leadership, psychological 

empowerment, and employee organizational engagement: an empirical study in 

the Chinese context. Management World, (1), 96-105. 

Chen, Z. X., Tsui, A. S., & Zhong, L. (2019). A multilevel investigation of motivational 

cultural intelligence, organizational diversity climate, and cultural sales: 

Evidence from U.S. real estate firms. Journal of Applied Psychology, 104(3), 

397. 

Chen, Z., & Yang, M. (2020). Internal structures in task performance. Performance 

Review, 38(2), 102-117. 

Cheng, Y., & Guo, Z. (2015). The mediating role of job engagement between job 

autonomy and job performance: evidence from empirical sampling. China 

Human Resource Development, (19), 56-63. 

China Economic Information Network. (2020). The loss of teachers is serious, where is 

the way out of private colleges in 2020? [EB/OL]. (2020-11-20). 

https://baijiahao.baidu.com/s?id=1684135833886169856&wfr=spider&for= 

Choi, M. (2018). Digital tasks and employee performance. Digital Work Quarterly, 

1(1), 12-23. 

 



 171 

 

Christian, M. S., Garza, A. S., & Slaughter, J. E. (2011). Work engagement: A 

quantitative review and test of its relations with task and contextual 

performance. Personnel Psychology, 64(1), 89-136. 

Coinpbell, J. P. (1970). Managerial behavior performance and effectiveness. McGraw-

Hill. 

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O., & Ng, K. Y. (2005). Justice 

at the millennium: A meta-analytic review of 25 years of organizational justice 

research. Journal of Applied Psychology, 90(4), 425-445. 

Conway, N., & Briner, R. B. (2002). A daily diary study of affective responses to 

psychological contract breach and exceeded promises. Journal of Organizational 

Behavior, 23(3), 287-302. 

Conway, N., & Briner, R. B. (2005). Understanding psychological contracts at work: A 

critical evaluation of theory and research. Oxford University Press. 

Conway, N., & Briner, R. B. (2009). Fifty years of psychological contract research: 

What do we know and what are the main challenges? International Review of 

Industrial and Organizational Psychology, 24, 71-131. 

Cui, Y. (2018). Job engagement, Job performance and the construction of benign 

interpersonal transmission mechanism in teams. Leadership Science, (23), 38-40. 

Culbertson, S. S., Fullagar, C. J., & Mills, M. J. (2010). Feeling good and doing great: 

The relationship between psychological capital and well-being. Journal of 

Occupational Health Psychology, 15(4), 421-433. 

Das, D., & Chernova, S. (2020). Leveraging rationales to improve human task 

performance. Proceedings of the 25th International Conference on Intelligent 

User Interfaces, 510-518. https://doi.org/10.1145/3377325.3377512 

Day, C. (2002). Reform and transitions in teacher professionalism and identity. 

International Journal of Educational Research, 37,677-692 

Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human 

behavior. Plenum. 

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job 

demands-resources model of burnout. Journal of Applied Psychology, 86(3), 

499-512. 

 



 172 

 

Ding, H., Yu, E., & Li, Y. (2020). Strengths-based leadership and its impact on task 

performance: A preliminary study. South African Journal of Business 

Management, 51(1), 1-9. 

Doherty, N. (1997). The silent contract change process: A conceptual model. Journal of 

Managerial Psychology, 12(6), 370-383. 

Dou, H. (2011). Research on the relationship between managers' psychological capital, 

transformational leadership behavior and organizational identity [Unpublished 

master's thesis]. Jinan University. 

Dulac, T., Coyle-Shapiro, J. A. M., Henderson, D. J., & Wayne, S. J. (2008). Not all 

responses to breach are the same: The interconnection of social exchange and 

psychological contract processes in organizations. Academy of Management 

Journal, 51(6), 1079-1098. 

Dweck, C. S. (2006). Mindset: The new psychology of success. Random House. 

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived 

organizational support. Journal of Applied Psychology, 71(3), 500-507. 

Fisher, M. M., & Boyle, J. M. (2019). An exploration of self-efficacy as a mediator of 

the relationship between workplace mistreatment and sabotage behaviors. 

International Journal of Conflict Management, 30(3), 315-334. 

Fox, M. E. (2004). School climate, teacher efficacy, and teachers’ inclination to 

participate in consultation and referral. [Unpublished doctoral dissertation]. 

ETD Collection for Fordham University. 

https://research.library.fordham.edu/dissertations/AAI3134437 

Fredrickson, B. L. (2001). The role of positive emotions in positive psychology: The 

broaden-and-build theory of positive emotions. American Psychologist, 56(3), 

218-226. 

Garcia, L., Kim, J., & Patel, N. (2021). Organizational culture and work energy: An 

empirical investigation. Journal of Organizational Behavior, 42(2), 154-170. 

Garcia-Perez, A., Almeida-Cabrera, R., & Velez-Diaz-Pallares, M. (2018). 

Organizational change and employee engagement: Exploring the mediating role 

of resistance to change. Human Resource Development Quarterly, 29(4), 329-

353. 

 



 173 

 

Garcia-Perez, A., Blanco, C., & Lopez-Martin, M. (2020). The role of technology in 

work engagement and performance. Computers in Human Behavior, 110, 

106395. 

Gelfer, J. I., Xu, Y., & Perkins, P. G. (2004). Developing portfolios to evaluate teacher 

performance in early childhood education. Early Childhood Education Journal, 

32(2), 127-132. 

Gilley, J. W. & Mayunich, A. (2005). Translated by Kang Qing, organizational 

learning, performance, and change-introduction to strategic human resource 

development. Renmin University of China Press. 

Goldsmith, A. H., Veum, J. R., & Darity, W., Jr. (1997). The impact of psychological 

and human capital on wages. Economic Inquiry, 35(4), 815-829. 

Grant, A. M. (2007). Relational job design and the motivation to make a prosocial 

difference. Academy of Management Review, 32(2), 393-417. 

Greenhaus, J. H., & Powell, G. N. (2006). When work and family are allies: A theory of 

work-family enrichment. Academy of Management Review, 31(1), 72-92. 

Greenwald, A. G. (1980). The total Italian ego: Fabric and revision of personal history. 

American Psychologist, 35, 603-618. 

Greenwood, A., Teixeira, R., & Verhaal, J. C. (2020). Resurgence in work engagement: 

The effects of remote work during COVID-19. Organizational Dynamics, 49(4), 

100759. 

Guo, G. & Liu, J. (2022). Research on the Relationship between organizational justice 

perception，engagement and job performance of university administrators. 

Journal of National Academy of Education Administration, (4), 24-34. 

Gupta, N., Fischer, A. R., & Fiedler, S. (2020). On the effects of virtualizing the 

workplace on job engagement and work-life balance. Work, Employment and 

Society, 34(3), 531-549. 

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test 

of a theory. Organizational Behavior and Human Performance, 16(2), 250-279. 

Haplin, A. (1963). The organizational climate of schools. Midwest Administration 

Center. 

 



 174 

 

Henderson, A., & Phillips, S. (2010). The relationship between transformational 

leadership and work intensity. Leadership & Organization Development 

Journal, 31(7), 634-645. 

Henderson, K. E., & O’Leary-Kelly, A. M. (2021). Unraveling the psychological 

contract breach and violation relationship: Better evidence for why broken 

promises matter. Journal of Managerial Issues, 33(2), 140-156.  

Herzberg, F. (1974). Motivation-hygiene profiles: Pinpointing what ails the 

organization. Organizational Dynamics, 3(2), 18-29. 

Hoy, W. K., & Clover, S. I. R. (1986). Elementary school climate: A revision of the 

OCDQ. Educational Administration Quarterly, 22(1), 93-110. 

Hu, X., & Li, J. (2014). Basic issues in the transformation and development of local 

undergraduate universities. Education and Career, (21), 18-20.  

Hu, Y. (2023). Research on countermeasures of high-quality development of private 

colleges. Journal of Hubei Open Vocational College, (2), 59-61. 

Hu, Z. (2020). An empirical study of organizational climate and self-efficacy on 

employees' Job engagement [Unpublished master's thesis]. Zhejiang Normal 

University. 

Huang, J., Yang, Z., & Mao, L. (2019). The influence of transformational leadership on 

job performance in the knowledge economy era—An empirical study based on 

the mediating effect of employee creativity. Journal of Changzhou University 

(Social Science Edition), (3), 77-84. 

Ingersoll, R. M., & May, H. (2012). The magnitude, destinations, and determinants of 

mathematics and science teacher turnover. Educational Evaluation and Policy 

Analysis, (4), 435-464. 

Jackson, D. L., Gillaspy Jr., A., & Purc-Stephenson, R. (2009) Reporting practices in 

confirmatory factor analysis: An overview and some recommendations. 

Psychological Methods 14(1), 6-23. 

Jia, Y., & Fang, Q. (2023). Analysis on the development Situation and promotion path 

of private higher education in China. Chinese Talent, (9), 35-37. 

 



 175 

 

Jiang, H., & Liu, B. (2015). Status Quo of organizational identity of university teachers 

and its relationship with job performance. Economics and Management 

Research, 36(12), 75-81. 

Jiang, K. (2016). A critical analysis of the impact of global private higher education 

development. Fudan Education Forum, (3), 39-45. 

Jiang, S., & Xiao, Q. (2023). The influence of organizational climate on rural teachers' 

job engagement. Educational Research and Experimentation, (6), 86-94. 

Jing, A., & Zhou, H. (2018). Legal Guarantee for the reform of teachers' team 

construction in private schools. Education and Economy, (3), 20-23+37. 

Jing, L. (2013). Research on the relationship between job alienation, organizational 

climate and job engagement among frontline employees in manufacturing 

industry. Nanjing Normal University.  

Johnson, D., Smith, M., & Ryan, T. (2006). Individual traits and task performance. 

Journal of Work and Organizational Psychology, 23(2), 123-138. 

Johnson, M., & Clark, D. (2004). Energy sources in the workplace: A new look.

 Journal of Organizational Behavior, 25(5), 601-617. 

Johnson, R. A., Lukaszewski, K. M., & Stone, D. L. (2019). The role of work 

engagement in employee well-being and job outcomes. Journal of Happiness 

Studies, 20(6), 1953-1967. 

Johnson, R. E., Tolentino, A. L., Rodopman, O. B., & Cho, E. (2020). Relationships 

between perceived organizational support, perceived external prestige, work 

engagement, and affective engagement. Organizational Behavior and Human 

Decision Processes, 151, 34-49. 

Johnson, R., & Smith, J. (2003). Internal and external energy sources: A two-

dimensional approach. Journal of Organizational Behavior, 24(3), 215-233. 

Johnson, R., & Turner, L. (2017). Personal energy sources and their implications for 

work behavior. Human Resource Management Review, 29(3), 345-362. 

Johnson, S. M., & Birkeland, S. E. (2003). Pursuing a “Sense of success”: New teachers 

explain their career decisions. American Educational Research Journal, 40(3), 

581-617. 

 



 176 

 

Johnson, S., & Anderson, E. (2019). Energy sources and employee performance: A 

meta-analysis. Personnel Psychology, 72(1), 101-123. 

Jones, R., Hamilton, D., & Hopkins, M. (2018). Work-life balance as a source of energy 

among employees. Work, Employment and Society, 32(3), 526-544. 

Judge, T. A., Thoresen, C. J., Bono, J. E., & Parron, G. K. (2001). The job satisfaction-

job performance relationship: A qualitative and quantitative review. 

Psychological Bulletin, 127(3), 376-407. 

Jun, G. J. (2019). Results-focused organizational atmosphere and unethical behaviors. 

Management & Information Systems Review, 38(3),127-136. 

Kahn, W. A. (1978). Work and the nature of man. Crosby Lockwood Staples.  

Kahn, W. A. (1990). Psychological conditions of personal engagement and 

disengagement at work. Academy of Management Journal, 33(4), 692-724. 

Kahn, W. A. (1990). Psychological conditions of personal engagement and 

disengagement at work. Academy of Management Journal, 33(4), 692-724. 

Kang, Y., Yu, H., & Qin, H. (2022). Analysis on the reform of the general batch 

admission method of the new college Entrance examination. Education and 

Examinations, (4), 22-28. 

Kanungo, R. N. (1982). Measurement of job and work engagement. Journal of Applied 

Psychology, 67(3), 341-349. 

Karasek Jr., R. A. (1979). Job demands, job decision latitude, and mental strain: 

Implications for job redesign. Administrative Science Quarterly, 24, 285-308. 

Karasek, R., Brisson, C., Kawakami, N., Houtman, I., Bongers, P., & Amick, B. (1998). 

The Job Content Questionnaire (JCQ): An instrument for internationally 

comparative assessments of psychosocial job characteristics. Journal of 

Occupational Health Psychology, 3(4), 322-355.  

Ke, J., Sun, J., & Li, Y. (2009). Psychological capital: Development of native scale and 

comparison between Chinese and Western. Acta Psyhologica Sinica, 41(9), 875-

888.  

Kehoe, R. R., & Wright, P. M. (2013). The impact of high-performance human resource 

practices on employees’ attitudes and behaviors. Journal of Management, 39(2), 

366-391. 

 



 177 

 

Kim, H., & Rhee, Y. (2019). Organizational culture and work outcomes: A multilevel 

analysis of the effects of inter- and intra-organizational culture variation. 

International Journal of Business Communication, 56(4), 493-514. 

Kim, J., & Park, H. (2018). Work-related energy sources and job performance: An 

empirical investigation. Journal of Work and Organizational Psychology, 24(1), 

67-81. 

Kim, Y., & Park, J. (2019). Remote work and task performance. Journal of Modern 

Work, 10(1), 45-58. 

Kinnunen, U., & Mauno, S. (2017). Work-family conflict and enrichment from the 

perspective of psychosocial resources: Comparing Finnish healthcare workers by 

working schedules. Applied Ergonomics, 60, 1-10. 

Knight, A. P., & Baer, M. (2014). Get up, stand up: The effects of a non-sedentary 

workspace on information elaboration and group performance. Social 

Psychological and Personality Science, 5(8), 910-917. 

Kuang, X., & Zhang, L. (2020). A study on the relationship between time management 

and job performance of primary school teachers: The mediating role of job 

Engagement. Education Guide, (12), 44-50. 

Lambert, A. D., Tepper, B. J., Carr, J. C., Holt, D. T., & Barelka, A. J. (2020). Forgotten 

but not gone: An examination of fit between leader consideration and initiating 

structure needed and received. Journal of Applied Psychology, 105(1), 67. 

Lambert, S., Khan, Z., & Holdsworth, L. (2020). The impact of remote work on 

employee performance during the COVID-19 pandemic. Journal of 

Organizational Behavior, 41(8), 765-782. 

Lee, H., & Zhang, Z. (2018). When psychological contract is broken: The mediating 

role of work engagement and the regulating role of demand. Journal of Applied 

Psychology, 103(6), 658-673. 

Lee, J., Huang, Y. H., & Cheung, J. H. (2018). The mediating roles of core self-

evaluations and job autonomy in the relationship between hardiness and job 

satisfaction. Journal of Vocational Behavior, 109, 29-41. 

Lee, M., & Roberts, G. (1998). Leadership and the origin of energy in subordinates. 

Leadership Quarterly, 9(3), 215-231. 

 



 178 

 

Lewin, K. (1939). Patterns of Aggressive Behavior in Experimentally Created “Social 

Climate”. Journal of Social Psycholigy, 10271-299. 

Lewin, K. (1968). The conceptual representation and the measurement of psychological 

forces. Duke University Press. 

Li, G. (2023). Research on dilemma and countermeasures of young teachers' career 

development in private colleges. Market Weekly, 36(12), 174-178. 

Li, H., & Ling, W. (2010). Role of leadership style on employee performance: The 

impact of organizational identity and job engagement. Business Economics, (11), 

65-68. 

Li, L., Zheng, Z., & Liao, X. (2015). An empirical study on vocational psychological 

capital structure of teachers in colleges and universities. New Insights in 

Psychology, 35(06), 534-54. 

Li, L., Zheng, Z., & Liao, X. (2016). Occupational psychological capital and job 

performance of college teachers: The mediating effect of social support. 

Psychological and Behavioral Research, 14(6), 802-810. 

Li, R., & Ling, W. (2007). Status Quo of work engagement research. Progress in 

Psychological Science, (2), 366-372. 

Li, X. (2016). Investigation on Job engagement and workload of primary and secondary 

school teachers. China Special Education, (5), 83-90. 

Li, Y. (2002). Research on the Structure and related factors of employee psychological 

contract. [Unpublished doctoral dissertation]. Capital Normal University. 

Li, Y., Wang, Y., & Yang, J. (2015). Research on the influence of self-efficacy and job 

engagement on job performance of R&D personnel in high-tech enterprises. 

Science of Science and Science and Technology Management, 36(2), 173-180. 

Liang, Y. (2023). Empirical analysis on the relationship between job stress and job 

performance of young teachers in universities and colleges. Human Resources 

Development, (9), 44-46. 

Liao, L. (2014). Research on the Status Quo and construction of young teachers' ethics 

in colleges and universities [Unpublished master's thesis]. Central China Normal 

University. 

Lin, C. (2002). Developmental psychology. Zhejiang Education Press. 

 



 179 

 

Liu, J. (2021). A study on the lack of subjectivity and the construction of psychological 

capital of ideological and political teachers in colleges and universities. Journal 

of Social Sciences, Jiamusi University, 39(1), 199-201. 

Liu, J., Zhu, L., & Ni, Q. (2018). How organizational climate affects knowledge 

employee engagement: A study based on the mediating effect of job burnout. 

Psychological and Behavioral Research, (3), 394-401. 

Liu, L. (2007). The transformation and development of private colleges. Educational 

Development Research, 9B, 60-63. 

Liu, M. (2018). Research on the development of young teachers in private colleges. 

Wuhan University Press.  

Liu, R., Zhang, X., & Chen, L. (2019). Macro perspectives on task performance. 

Journal of Organizational Research, 24(1), 5-21. 

Liu, W., Zhu, R., & Yang, Y. (2019). I warn you because I like you: Voice behavior, 

employee identifications, and transformational leadership. Leadership Quarterly, 

30(1), 125-138. 

Liu, X., & Li, F. (2013). Research on incentive mechanism of knowledge workers based 

on psychological contract. Technical Economics and Management Research, 

(11), 51-56. 

Liu, Y. (2019). A study on the influence of college teachers' psychological Contract on 

voice behavior [Unpublished master's thesis]. Central China Normal University. 

Locke, E. A. (1968). Toward a theory of task motivation and incentives. Organizational 

Behavior and Human Performance, 3(2), 157-189. 

Lodahl, T. M., & Kejner, M. (1965). The definition and measurement of job-

engagement. Journal of Applied Psychology, 49(1), 24-33. 

Long, B. (2012). The survival dilemma and practical countermeasures of young teachers 

in private colleges in China: A report from large provinces of private higher 

education. College Education Administration, 6(4), 77-83. 

Lu, C., & Luo, S. (2021). The relationship between work-family promotion and job 

engagement and turnover intention of kindergarten teachers: The multiple 

mediating effects of psychological capital and job engagement. Research on 

Preschool Education, (5), 59-73. 

 



 180 

 

Lu, X. (2019). The impact of batch consolidation of undergraduate admission on college 

enrollment: An analysis based on the file data of college entrance examination in 

Shandong Province. Educational Review, 8(19), 133-135+138. 

Luo, L., & Zhou, Q. (2002). An analysis on ways to cultivate the sense of belonging of 

young teachers in private colleges from the perspective of hierarchy of needs 

theory. Educational Review, 11(19), 21-24. 

Luthans, F., & Youssef, C. (2004). Human, social, and now positive psychological 

capital management: Investing in people for competitive advantage. 

Organizational Dynamics, 33, 151-152. 

Luthans, F., Avolio, B., Walumbwa, F., & Li, W. (2005). The psychological capital of 

Chinese workers:  Exploring therelationship with performance. Management and 

Organization Review, 1(2), 249-71. 

Luthans, F., Youssef, C. M., & Avolio, B. J. (2007). Psychological capital: Developing 

the human competitive edge. Oxford University Press. 

Ma, L. (2017). A meta-analysis of the relationship between psychological contract and 

turnover intention in Chinese context. Economic Management, (10), 82-94. 

Ma, Y. (2005). A study on the relationship between organizational climate in colleges 

and universities and teachers' job performance [Unpublished master's thesis]. 

Henan University. 

Mao, J., & Xie, Y. (2013). Empirical study on the relationship between psychological 

capital of primary and secondary school teachers and work engagement. Teacher 

Education Research, 25(5) 23-29. 

Mao, J., Zhou, Z., & Wu, Y. (2017). A comparative study on the relationship between 

transformational leadership, sincere leadership, and work engagement of primary 

and secondary school teachers. Teacher Education Research, 25(5) 23-29. 

Martin, L., Smith, T., & Brown, K. (2021). Psychological safety in organizations and its 

impact on task performance. Academy of Management Journal, 64(3), 947-969. 

Martin, R., Thomas, G., Charles, K., Epitropaki, O., & McNamara, R. (2005). The role 

of leader-member exchanges in mediating the relationship between locus of 

control and work reactions. Journal of Occupational and Organizational 

Psychology, 78(1), 141-147. 

 



 181 

 

Martinez, L. M., & Smith, K. L. (2021). Team collaboration, work engagement, and 

team performance: A mediational model. Team Performance Management, 

27(3/4), 123-140. 

Martinez, L.R., & Williams, E.A. (2020). The role of task interactivity in team 

performance and innovation. Journal of Applied Behavioral Science, 56(2), 203-

223. 

Martinez, P., Lewis, S., & Rodriguez, A. (2020). Team dynamics and work energy: An 

integrated approach. Journal of Team Performance, 7(3), 231-248. 

Mauno, S., Kinnunen, U., & Ruokolainen, M. (2007). Job demands and resources as 

antecedents of work engagement: A longitudinal study. Journal of Vocational 

Behavior, 70(1), 49-171. 

May, D. R., Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of 

meaningfulness, safety and availability and the engagement of the human spirit 

at work. Journal of Occupational and Organizational Psychology, 77(1), 11-37. 

McLean Parks, J., Kidder, D. L., & Gallagher, D. G. (1998). Fitting square pegs into 

round holes: Mapping the domain of contingent work arrangements onto the 

psychological contract. Journal of Organizational Behavior, 19, 697-730. 

Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, 

continuance, and normative engagement to the organization: A meta-analysis of 

antecedents, correlates, and consequences. Journal of Vocational Behavior, 

61(1), 20-52. 

Millward, L. J., & Hopkins, L. J. (1998). Psychological contracts, organizational and job 

engagement. Journal of Applied Social Psychology, 28(16), 1530-1556. 

Ministry of Education. (2020). Education statistics 2020. 

http://www.moe.gov.cn/jyb_sjzl/moe_560/2020/quanguo/202108/t20210831_55

6678.html,2021-08-31. 

Ministry of Education. (2021). National statistical bulletin on education development in 

2021. 

http://www.moe.gov.cn/jyb_sjzl/sjzl_fztjgb/202209/t20220914_660850.html, 

2022-09-14 

 



 182 

 

Ministry of Education. (2022). National statistical bulletin on education development in 

2022. 

http://www.moe.gov.cn/jyb_sjzl/sjzl_fztjgb/202307/t20230705_1067278.html, 

2023-07-05 

Montes, S. D., & Zweig, D. (2009). Do promises matter? An exploration of the role of 

promises in psychological contract breach. Journal of Applied Psychology, 

94(5), 1243-1260. 

Morgan, D., & Fletcher, P. (2001). Managing information overload: The impact of IT 

advancement on worker stress. Journal of Information Systems, 15(4), 31-39. 

Morrison, E. W. (2008). Employee voice behavior: Integration and directions for future 

research. Academy of Management Annals, 2(1), 373-412. 

Morrison, E. W., & Robinson, S. L. (1997). When employees feel betrayed: A model of 

how psychological contract violation develops. Academy of management 

Review, 22(1), 226-256. 

Morrison, E. W., & Robinson, S. L. (1997). When employees feel betrayed: A model of 

how psychological contract violation develops. Academy of Management 

Review, 22(1), 226-256. 

Motowidlo, S. J., Borman, W. C., & Schmit, M. J. (2006). A theory of individual 

differences in task and contextual performance. Human Performance, 10(2), 71-

83. 

Munir, Y., & Rahman, R. U. (2021). Probing the effects of perceived organizational 

support, work engagement and turnover intentions in a telecommunication 

company. Current Psychology, 40(1), 429-439. 

Munsterberg, H. (1913). Scientific books: Psychology and industrial efficiency. Science, 

(38), 56-57. 

Murphy, K. R. (2008). Explaining the weak relationship between job performance and 

ratings of job performance. Industrial and Organizational Psychology, 1(2), 

148-160. 

Nguyen, H., Johnson, A., Collins, C., & Parker, S. K. (2019). Can job redesign 

interventions influence a broad range of employee outcomes by changing 

 



 183 

 

multiple job characteristics? A quasi-experimental study. Journal of 

Occupational  Health Psychology, 24(3), 286-302. 

Pan, F. (2012). A study on the impact of primary school teachers' psychological capital 

on their job engagement [Unpublished master's thesis]. Capital University of 

Economics and Business. 

Pan, M., & Dong, L. (2009). Discussion on the classification, positioning and 

characteristic development of higher education schools. Educational Research, 

(2), 37-38. 

Pan, X. (2002). Confirmatory factors Analysis on the structure of school organization 

and management climate. Social Psychological Research, (3), 123-126. 

Pan, X., & Sun, Y. (2002). Development of the scale of organizational climate in middle 

schools. Journal of Educational Science, Hunan Normal University, (2), 123-

126. 

Parker, S., & Thompson, A. (2021). Psychological resilience and its impact on task 

performance in high-pressure environments. Journal of Occupational Health 

Psychology, 26(2), 175-189. 

Patel, C., & Mehta, K. (2019). Work-life balance, employee engagement, and core role 

perception: An empirical study. Journal of Workplace Behavioral Health, 34(4), 

300-316. 

Peterson, R., Ferguson, A., & Browning, H. (2018). Job insecurity, work intensity, and 

job satisfaction: A nuanced understanding of the relationships. Journal of 

Vocational Behavior, 109, 134-145. 

Peterson, S. J., Luthans, F., Avolio, B. J., Walumbwa, F. O., & Zhang, Z. (2003). 

Psychological capital and employee performance: A latent growth modeling 

approach. Personnel Psychology, 56(3), 387-415. 

Petrou, P., Demerouti, E., & Schaufeli, W. B. (2018). Crafting the change: The role of 

employee job crafting behaviors for successful organizational change. Journal of 

Management, 44(5), 1766-1792. 

Plamondon, K. E., Donovan, M. A., Pulakos, E. D., & Arad, S. (2000). Adaptability in 

the workplace: Development of a taxonomy of adaptive performance. Journal of 

Applied Psychology, 85,  

 



 184 

 

Qazi, A., Hussain, F., Rahim, N. A., Hardaker, G., Alghazzawi, D., Shaban, K., & 

Haruna, K. (2019). Towards sustainable energy: A systematic review of 

renewable energy sources, technologies, and public opinions. IEEE Access, 7, 

63837-63851. 

Qi, Y. (2022). Research on problems and countermeasures of teachers' team 

construction in China's private colleges [Unpublished master's thesis]. East 

China Normal University. 

Qiao, K., & Liu, S. (2018). A study on the influence of organizational ethical climate on 

employees' proactive behavior: The mediating role of work motivation. 

Management Modernization, 38(4), 97-100. 

Qin, W. (2023). Research on the impact of incentive system on teachers' job 

performance [Unpublished master's thesis]. Dongbei University of Finance and 

Economics. 

Qiu, M., & Hu, B. (2015). Research on the relationship between internal/external 

motivation, psychological ownership and employee engagement. Soft Science, 

29(12), 87-91. 

Quan, L. (2022). A study on the influence of emotional labor on primary school 

teachers' well-being: The mediating role of school organizational climate and 

job burnout [Unpublished master's thesis]. Nanjing Normal University. 

Rachel, T., Shunit, R., & Neomi, F. (2005). Factors relating to regular education teacher 

burnout in inclusive education. European Journal of Special Needs Education, 

20(2), 215-229. 

Restubog, S. L., Bordia, P., & Bordia, S. (2015). The interactive effects of procedural 

justice and equity sensitivity in predicting responses to psychological contract 

breach: An interactionist perspective. Journal of Business and Psychology, 

30(2), 291-303. 

Restubog, S. L., Bordia, P., & Tang, R. L. (2015). Effects of psychological contract 

breach on performance of IT employees: The mediating role of affective 

engagement. Journal of Occupational and Organizational Psychology, 81(2), 

535-551. 

 



 185 

 

Restubog, S. L., Zagenczyk, T. J., Bordia, P., Bordia, S., & Chapman, G. J. (2015). If 

you wrong us, shall we not revenge? regulating roles of self-control and 

perceived aggressive work culture in predicting responses to psychological 

contract breach. Journal of Management, 41(4), 1132-1154.  

Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and 

effects on job performance. Academy of Management Journal, 53(3), 617-635. 

Rizzo, J. R., House, R. J., & Lirtzman, S. I. (1970). Role conflict and ambiguity in 

complex organizations. Administrative Science Quarterly, 150-163. 

Roberts, J., & Lee, K. (2019). Technology, work energy, and engagement: The 

regulating role of digital tools. Journal of Technology and Work, 15(4), 349-367. 

Robinson, D., Perryman, S., & Wang, W. (2019). The role of transformational 

leadership and job engagement in the prediction of job performance. Journal of 

Applied Psychology, 104(5), 665-678. 

Robinson, S. L. (1996). Trust and breach of the psychological contract. Administrative 

Science Quarterly, 41(4), 574-599. 

Robinson, S. L., & Morrison, E. W. (2000). The development of psychological contract 

breach and violation: A longitudinal study. Journal of Organizational Behavior, 

21(5), 525-546. 

Robinson, S. L., Kraatz, M. S., & Rousseau, D. M. (1994). Changing obligations and the 

psychological contract: A longitudinal study. Academy of Management Journal, 

37(4), 137-152. 

Rong, T. (2009). Amos and research methods. Chongqing University Press. 

Rousseau, D. M. (1995). Psychological contracts in organizations: Understanding 

written and unwritten agreements. Sage Publications. 

Rousseau, D. M. (2001). Schema, promise and mutuality: The building blocks of the 

psychological contract. Journal of Occupational and Organizational 

Psychology, 74(4), 511-541. 

Rousseau, D. M., & McLean Parks, J. (1993). The contracts of individuals and 

organizations. Research in Organizational Behavior, 15, 1-43. 

Rousseau, D., M. (1989). Psychological and implied contracts in organizations. 

Employee Esponsibilities and Rights Journal, 2(2), 121-139. 

 



 186 

 

Ruan, K., & Chen, W. (2023). Management of teacher turnover in private colleges in 

China from the perspective of psychological contract. Heilongjiang Higher 

Education Research, 41(1), 35-40. 

Rupp, D. E., Shao, R., Skarlicki, D. P., & Paddock, E. L. (2020). Corporate social 

relative autonomy and individualism. Journal of Organizational Behavior, 

41(3), 230-244. 

Saks, A. M. (2006). Antecedents and consequences of employee Engagement. Journal 

of Managerial Psychology, 21(7), 600-619. 

Salanova, M., Agut, S., & Peiró, J. M. (2005). Linking organizational resources and 

work engagement to employee performance and customer loyalty: The 

mediation of service climate. Journal of Applied Psychology, 90(6), 1217-1227. 

Saleh, S. D., & Hosek, James. (1976). Job engagement: concepts and measurements. 

Academy of Management Journal, 19(2), 213-224. 

Sanchez, R., & Johnson, V. A. (2020). Working from home in the age of COVID-19: 

The role of self-management and self-efficacy. Organizational Dynamics, 49(3), 

100769. 

Sanders, K., & Schyns, B. (2019). Leadership, social identity, and the effects of 

perceived organizational and supervisor support on performance. Leadership & 

Organization Development Journal, 40(3), 310-325. 

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their 

relationship with burnout and engagement: A multi‐sample study. Journal of 

Organizational Behavior, 25(3), 293-315. 

Schaufeli, W. B., Salanova, M., González-Romá, V., & Bakker, A. B. (2002). The 

measurement of engagement and burnout: A two sample confirmatory factor 

analytic approach. Journal of Happiness studies, 3(1), 71-92. 

Schein, E. H. (1965). Organizational psychology. Annual Review of Psychology, (1), 

437-466. 

Schein, E. H. (1985). Organizational culture and leadership. Jossey-Bass.  

Schuster, T., Bader, B., Bader, A. K., & Rousseau, D. M. (2022). When foreign waves 

hit home shores: Organizational identification in psychological contract breach-

 



 187 

 

violation relationships during international assignments. Journal of 

Organizational Behavior, 43(3), 369-385. https://doi.org/10.1002/job.2576 

Scneider, B., Ehrhatr, M. G., & Macey, W. H. (2013). Organizational climate and 

culture. Annual Review of Psychology, 64(1), 361-388. 

Segars, A. (1997) Assessing the Unidimensionality of Measurement: A Paradigm and 

Illustration within the Context of Information Systems Research. Omega-

International Journal of Management Science, 25, 107-121. 

Shan, N. (2019). Analysis of college teachers' teaching energy input. Journal of 

Changchun University, 19(2), 99-101. 

Shaw, J. D., Delery, J. E., Jenkins, G. D., & Gupta, N. (2009). An organization-level 

analysis of voluntary and involuntary turnover. Academy of Management 

Journal, 41(5), 511-525. 

Shi, B., & Feng, R. (2013). A survey on the job engagement of university teachers: A 

case study of nine universities in Zhejiang Province. Journal of Yunnan 

Administration University, (Z2), 136-138. 

Shi, C. (2013). An empirical study on the relationship between psychological capital, 

job resources and job engagement of university teachers. (Modern Educational 

Management, (11), 50-55. 

Shi, R. (2007). The imbalance and reconstruction of teachers' psychological contract: 

From the perspective of the reform of university teachers' job appointment 

System. Heilongjiang Higher Education Research, 10, 118-120. 

Shore, L. M., & Barksdale, K. (1998). Examining degree of balance and level of 

obligation in the employment relationship: A social exchange approach. Journal 

of Organizational Behavior: The International Journal of Industrial, 

Occupational and Organizational Psychology and Behavior, 19(S1), 731-744. 

Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A., Holcombe Ehrhart, K., & 

Singh, G. (2011). Inclusion and diversity in work groups: A review and model 

for future research. Journal of Management, 37(4), 1262-1289. 

Shuck, B., & Reio, T. G. (2014). Employee engagement and well-being: A moderation 

model and implications for practice. Journal of Leadership & Organizational 

Studies, 21(1), 43-58. 

 



 188 

 

Silva, A. J., & Lopes, S. L. (2021). The pressure of time: Work urgency as a predictor of 

job strain and reduced job satisfaction. Work & Stress, 35(2), 146-163. 

Singh, R., Chua, J., & Lim, B. (2020). Cross-cultural competence and performance: A 

study in multicultural teams. International Journal of Intercultural Relations, 75, 

34-45. 

Sirgy, M. J., Widgery, R. N., Lee, D. J., & Grace, B. Y. (2010). Developing a measure 

of community well-being based on perceptions of impact in various life 

domains. Social Indicators Research, 96(2), 295-311. 

Smith, J. D., Huang, J., & Manansala, G. (2019). The influence of work engagement 

dimensions on job outcomes. International Journal of Human Resource 

Management, 32(1), 45-67. 

Smith, J., Brown, T., & Clark, L. (2019). The modern landscape of task performance: 

Implications for work design. Journal of Organizational Behavior, 40(1), 10-20. 

Smith, J., Jones, M., & Roberts, L. (2005). Task performance in modern organizations. 

Journal of Organizational Behavior, 25(4), 345-356. 

Smith, P. A., & Li, M. (2019). Work engagement, cultural values and job resources: A 

study across 30 countries. Journal of Organizational Behavior, 40(1), 67-85. 

Song, Q. (2022). The influence of transformational leadership style on the New 

Generation of primary and secondary school teachers' job engagement 

[Unpublished master's thesis]. Shanghai Normal University. 

Sparrow, P. R. (1999). Strategy and cognition: Understanding the role of management 

knowledge structures, organizational memory and information overload. 

Creativity and Innovation Management, 8(2), 140-148. 

Sprinkle, G. B. (2000). The effect of incentive contracts on learning and performance. 

The Accounting Review, 75(3), 299-326. 

Stinglhamber, F., Marique, G., Caesens, G., Desmette, D., & De Zanet, F. (2021). The 

role of employees' perceived human resource management practices in their 

psychological ownership, career satisfaction and job performance. European 

Journal of Work and Organizational Psychology, 30(1), 74-89. 

Stringer, R. (2002). Leadership and organizational climate: The cloud chamber effect. 

Upper Saddle River. 

 



 189 

 

Sun, J. (2022). The logic of teacher team governance in private colleges from the 

perspective of resilience. Jiangsu Higher Education, (11), 5-11. 

Tagiuri, R. T. (1968). The concept of organizational climate. Harvard University Press. 

Tang, Q. (2008). Preliminary verification of the dimensions and causal relationships of 

employee psychological capital structure in enterprises [Unpublished master's 

thesis]. Zhejiang University. 

Tang, X. (2017). Some understandings on taxpayers' needs. Tax Research, (2), 111-114. 

Taylor, H., Green, D., & Fernandez, R. (2019). Digital literacy in the workplace: A case 

study analysis. Journal of Information Technology, 34(4), 345-360. 

Taylor, J., & de Bruin, G. P. (2020). Job characteristics, engagement and turnover 

intentions. Journal of Organizational Behavior, 41(7), 608-623. 

Thomas, D. C., & Au, K. (2002). The effect of cultural differences on behavioral 

responses to low job satisfaction. Journal of International Business Studies, 

33(2), 309-326. 

Thomas, D. C., Au, K., & Ravlin, E. C. (2003). Cultural variation and the psychological 

contract. Journal of Organizational Behavior, 24(5), 451-471. 

Thompson, A., Jones, H., & Gregson, W. (2018). The impact of sleep quality on 

personal energy: An integrative approach. Sleep Medicine Reviews, 42, 28-34. 

Thompson, J. A., & Bunderson, J. S. (2003). Violations of principle: Ideological 

currency in the psychological contract. Academy of Management Review, 28(4), 

571-586. 

Thompson, K. L., Zhang, Z., & Lee, A. (2021). Work engagement and performance in 

multicultural teams. Journal of International Business Studies, 52(4), 612-634. 

Thompson, L. F., & Coovert, M. D. (2021). Task complexity, cognitive requirements, 

and worker performance: A meta-analysis. Human Factors, 63(1), 5-26. 

Thompson, P., & Kim, J. S. (2021). Workplace flexibility, diversity, and employee core 

role perception: A comparative analysis. Journal of Organizational Behavior, 

42(1), 56-73. 

Tian, X. (2008). Research on psychological capital and its impact on work attitudes and 

behaviors of unemployed employees, (2), 28-34. 

 



 190 

 

Tian, X. (2009). Research on psychological capital structure of Employees in Chinese 

enterprises. Journal of China University of Geosciences (Social Sciences), 9(1), 

96-99. 

Tims, M., Bakker, A. B., & Xanthopoulou, D. (2011). Do transformational leaders 

 enhance their followers' daily work engagement? The Leadership 

Quarterly, 22(1), 121-131. 

Tomlinson, M. (2010). The degree is not enough: Students' perceptions of the role of 

higher education credentials for graduate work and employability. British 

 Journal of Sociology of Education, 31(1), 65-80. 

Tuan, L. T. (2019). Cross-cultural influences on the psychological contract. Journal of 

Work and Organizational Psychology, 35(2), 101-110. 

Turner, W., & Norwood, L. (2006). The challenges of globalization: Work intensity and 

working time flexibility in a qualitative study of knowledge workers. Time & 

Society, 15(1), 57-74. 

Turnley, W. H., & Feldman, D. C. (1999). The impact of psychological contract 

violations on exit, voice, loyalty, and neglect. Human Relations, 52(7), 895-922. 

Turnley, W. H., & Feldman, D. C. (2000). Re-examining the effects of psychological 

contract violations: Unmet expectations and job dissatisfaction as mediators. 

Journal of Organizational Behavior, 21(1), 25-42. 

Turnley, W. H., & Feldman, D. C. (2018). Re-examining the nature and consequences 

of psychological contract violations in the world of changing employment 

relationships. Journal of Organizational Behavior, 39(8), 1076-1087. 

Ushinsky, K. D. (1999). Selected educational texts of Ushinsky. Translated by Zheng 

Wenyue. People's Education Press. 

Vroom, V. H. (1964). Work and motivation. John Wiley & Sons. 

Wagner, A., & Lewis, K. (2020). Energy sources in a remote working era: A new 

paradigm. Journal of Virtual Work Studies, 8(4), 345-361. 

Wallach, E. J. (1983). Individuals and organizations: The cultural match. Trmning and 

Development Journal, 37(2), 29-36. 

Wang, D., & Hu, J. (2018). Internal energy and self-efficacy: A dynamic interplay in the 

work setting. Work & Stress, 32(3), 256-273. 

 



 191 

 

Wang, D., & Li, Q. (2003). Task autonomy and performance. Management Journal, 

44(2), 67-78. 

Wang, G., Huang, X., & Zhang, D. (2017). The effects of occupational stress and 

psychological capital on occupational well-being of preschool teachers: The role 

of coping styles and culture. Psychological and Behavioral Research, 15(1), 83-

91,120. 

Wang, H., & Thompson, L. (2018). Personal values and work engagement: A cross-

cultural study. International Journal of Cross-cultural Management, 18(1), 29-

46. 

Wang, J., & Chen, Y. (2023). Analysis on the high-quality development path of private 

colleges in the new era. Journal of Ningbo University (Education Science 

Edition), 45(5), 126-132. 

Wang, J., Caring, & Chen, Z. (2023). The Chain mediating role of organizational 

support and competence, psychological capital and coping effectiveness in 

college psychology committee. Journal of Xi 'an Jiaotong University (Medical 

Edition) (1), 55-59. 

Wang, L. (2022). Research on the influence of organizational atmosphere and teacher 

self-efficacy on teacher occupational burnout in private colleges. [Unpublished 

master's thesis]. Sichuan Normal University. 

Wang, L., & Zhang, Q. (2020). Energy sources and their impact on teaching 

performance in early childhood education. Journal of Educational Research, 

113(4), 280-293. 

Wang, L., & Zhao, X. (2023). The role of interpersonal interactions in energy sources of 

preschool teachers. Early Childhood Research Quarterly, 48(2), 150-165. 

Wang, M. (2020). Research on the relationship between leadership style and 

kindergarten teachers' job performance. Northwest Normal University.  

Wang, Q., & Shi, J. (2005). Research on organizational climate and organizational 

culture. China Soft Science, (9), 112-119. 

Wang, R., & Yu, X. (2023). Research on the dilemma and Countermeasures of young 

teachers' professional growth in private colleges. Journal of Hubei Open 

Vocational College, 36(11), 49-50+53. 

 



 192 

 

Wang, R., & Zhu, C. (2021). A study on Influencing factors of professional identity of 

pre-service international Chinese teachers in local universities in Yunnan—A 

case study of Dali University. Chinese Character Culture, (22), 84-86. 

Wang, S. (2020). Research on strategies for occupational stress in preschool teachers 

based on the theory of psychological capital [Unpublished master's thesis]. Inner 

Mongolia Normal University. 

Wang, X., & Wang, Y. (2022). Analysis on the realistic dilemma and path of high-

quality development of China's private higher education in the new era. China 

Audio-visual Education, (9), 84-88. 

Wang, Y. (2010). A study on the relationship between kindergarten organizational 

climate and teachers' job satisfaction. [Unpublished master's thesis]. Henan 

University. 

Wang, Y. (2021). Optimal allocation of college teachers' human resources in China. 

Human Resources Development, (20), 23-24. 

Wang, Y., & Liu, J. (2018). Employee well-being, work engagement, and job 

performance. Frontiers in Psychology, 9, 2398. 

Wang, Y., & Liu, X. (2019). The relationship between teacher engagement and student 

outcomes: A case study in Chinese primary schools. Educational Studies, 55(3), 

273-288. 

Wang, Y., & Qin, J. (2015). Effects of job engagement on work attitude and mental 

health of kindergarten teachers. Preschool Education Research, (2), 56-63. 

Wang, Y., & Zhang, J. (2019). Empirical analysis of influencing factors of teachers' job 

performance in private colleges. Anyang Institute of Technology, 18(5), 106-109. 

Warner, R., & Wesselink, R. (2019). The boundaries of work: How new work 

arrangements reconfigure the perception of work intensity. Human Relations, 

72(5), 839-862. 

Wei, H. (2019). A study on the relationship between preschool teachers' Psychological 

Capital and Job engagement [Unpublished master's thesis]. Shenyang Normal 

University. 

 



 193 

 

Wen, X., Gu, L., & Wen, S. (2019). Job satisfaction and job engagement: Empirical 

evidence from food safety regulators in Guangdong, China. Journal of Cleaner 

Production, 208, 999-1008. 

Whitley, R. (2019). On the nature of managerial tasks and skills: Their distinguishing 

characteristics and organization. In Managerial Work (pp. 337-352). Routledge. 

https://doi.org/10.1111/j.1467-6486.1989.tb00725.x 

Williams, L. J., Hartman, N., & Cavazotte, F. (2021). Work-family balance, job 

engagement and job performance among Brazilian professionals. Journal of 

Organizational Behavior, 42(2), 235-251. 

Williams, L., & Clark, P. (2021). Team collaboration and energy: The role of social 

capital. Group & Organization Management, 46(2), 243-271. 

Williams, R. (2017). A study on teacher's energy sources in primary and secondary 

education. Journal of Teacher Education, 38(4), 302-316. 

Williams, R. J., Kivimäki, M., Lang, J., & Halonen, J. I. (2018). Social media use and 

perceptions of physical health. Heliyon, 4(1), e00505.  

Williams, T., Smith, P., & Young, K. (2018). Technology acceptance and its 

implications for task performance. Journal of Organizational Behavior, 39(5), 

655-663. 

Wong, J., & Lim, T. (2020). Social interactions and personal energy: A study on the role 

of relationships in energizing individuals. Social Psychological and Personality 

Science, 11(5), 645-653. 

Wrzesniewski, A., McCauley, C., Rozin, P., & Schwartz, B. (2003). Jobs, careers, and 

callings: People’s relations to their work. Journal of Research in Personality, 

31(1), 21-33. 

Wu, L., & Chen, J. L. (2020). Technological changes and job satisfaction: A moderated 

mediation model. Human Relations, 73(5), 685-708. 

Wu, Y. (2021). Technological methods in task performance evaluation. Journal of 

Modern Organizational Studies, 12(3), 256-271. 

Wu, Z., & Peng, H. (2018). Investigation on teachers' Teaching engagement in local 

applied universities. Journal of Qilu Normal University, 33(5), 1-12. 

 



 194 

 

Xi, J. (2022, October 26). Holding high the great banner of socialism with Chinese 

characteristics and striving together to build a modern socialist country in an all-

round way -- Report at the 20th National Congress of the Communist Party of 

China. People's Daily, 001.  

Xie, Y. (2023). A study on the professional sense of belonging of young teachers in 

private colleges from the perspective of public management [Unpublished 

master's thesis]. Sichuan Agricultural University. 

Xu, C., Mao, C., & Yu, M. (2017). Looking at the work engagement of university 

teachers from the perspective of personal environment matching. Heilongjiang 

Higher Education Research, (3), 127-131. 

Xu, D. (2015). Review and prospect of research on university teachers' job engagement. 

Journal of Changchun University of Education, 31(11), 106-108. 

Xu, S. (2016). Factors analysis of non-ability characteristics affecting teachers' job 

performance, educational research and experiment. Journal of Huzhou Normal 

University, (4), 51-55. 

Xu, Y., & Li, C. (2019). A meta-analysis of the relationship between leadership style 

and engagement. Advances in Psychological Science, (8), 1363-1383. 

Xuan, L., & Xie, Y. (2019). Analysis on the current situation and Influencing factors of 

teachers' job engagement in local colleges and universities during the social 

transformation period. Modernization of Education, 6(A1), 276-279.  

Yan, H. (2016). Research on the relationship between organizational climate and job 

engagement of the new generation of knowledge workers. Jilin University.  

Yan, X., & Wang, B. (2022). The main contradictions and countermeasures of young 

teachers' career development in private colleges: An analysis based on 

stakeholder theory. Henan Social Sciences, (5), 107-115. 

Yang, C., & Zhou, X. (2019). The dilemma of young teachers in private colleges and its 

solution. Chinese Youth Social Sciences, (5), 100-105. 

Yang, G., & Que, M. (2021). Objective positioning and realization path of high-quality 

development of private colleges in the new development pattern. Education and 

Careers, (19), 6-10. 

 



 195 

 

Yang, J., & Luo, L. (2021). Impact of batch consolidation of undergraduate admission 

on college admission quality: Based on the analysis of national college 

admission data from 2010 to 2018. Review of Educational Economics, 6(6), 64-

83. 

Ye, H. (2020). Research on vocational adaptation of young teachers in private colleges 

[Unpublished master's thesis]. Jiangxi Normal University. 

Yin, Y., & Lin, Y. (2021). A study on the relationship between professional identity, job 

burnout and job shaping of teachers in private colleges: A case study of 

Guangzhou college of commerce. Jiangsu Science and Technology Information, 

38(34), 71-73. 

Yu, B. (2014). The impact of psychological contract breach on job engagement in IT 

enterprises: The mediating role of organizational engagement. [Unpublished 

master's thesis]. Central China Normal University.  

Yu, J. (2018). The relationship between organizational support and teacher work 

behavior: The mediating role of psychological capital. Hunan Normal 

University.  

Yu, Z., Sun, W., & Shi, H. (2013). The influence of psychological capital on the 

stability of university teachers. Journal of University Education Administration, 

77(2), 75-81. 

Yuan, Z., Ye, Z., & Zhong, M. (2021). Plug back into work, safely: Job reattachment, 

leader safety engagement, and job engagement in the COVID-19 pandemic. 

Journal of Applied Psychology, 106(1), 62-70. 

Zahed-Babelan, A., Koulaei, G., Moeinikia, M., & Sharif, A. R. (2019). Instructional 

leadership effects on teachers’ work engagement: Roles of school culture, 

empowerment, and job characteristics. CEPS Journal, 9(3), 137-156. 

Zarraga, C, & Bonache, J. (2003). Assessing the team environment for knowledge 

sharing: An empirical analysis.  International Journal of Human Resource 

Management, 14(7), 1227-1245. 

Zhang, D. (2015). Grasp the work orientation of "university main body and local main 

responsibility" and actively guide the transformation and development of some 

local undergraduate universities. Chinese Higher Education, (10), 23-29. 

 



 196 

 

Zhang, H. (2016). The definition of educational performance and its measurement: A 

case study of bilingual education performance of Ethnic minorities in primary 

and secondary schools in Xinjiang. Journal of Northwest University for 

Nationalities (Philosophy and Social Sciences Edition), (6), 163-170. 

Zhang, H., & Guo, L. (2023). Double identity: The improvement path of new generation 

teachers' job performance: An empirical analysis of teachers from private 

colleges in Yunnan Province. Higher Architectural Education, 32(3), 21-31. 

Zhang, H., & Liu, W. (2020). Dissecting social energy at work: An empirical 

examination of the componential structure. Organizational Behavior and Human 

Decision Processes, 158, 23-37. 

Zhang, H., & Wang, J. (2018). Micro-level task performance metrics. Journal of Work 

Psychology, 10(2), 75-89. 

Zhang, J., & Liu, M. (2020). External energy in the digital age: The role of remote 

working and technology. Human Relations, 73(4), 542-559. 

Zhang, J., Wang, D., & Peng, H. (2019). The impact of employee job engagement on 

job performance in the context of digital economy: The mediating role of 

psychological capital. Journal of Heihe University, 14(4), 40-43. 

Zhang, R., Chen, W., & Zhou, X. (2020). Technostress, work engagement and job 

performance: A study of internet company employees. Computers in Human 

Behavior, 105, 106209. 

Zhang, S., & Yang, R. (2011). Psychological contract breakdown, organizational 

engagement and employee performance. Scientific Research Management, 

32(12), 134-142. 

Zhang, X., & Bartol, K. M. (2010). Linking empowering leadership and employee 

creativity: The influence of psychological empowerment, intrinsic motivation, 

and creative process engagement. Academy of Management Journal, 53(1), 107-

128. 

Zhang, X., & Zhou, J. (2014). Empowering leadership, uncertainty avoidance, trust, and 

employee creativity: Interaction effects and a mediating mechanism. 

Organizational Behavior and Human Decision Processes, 124(2), 150-164. 

 



 197 

 

Zhang, Y., & Gan, Y. (2005). Validation of the Chinese version of utrecht job 

engagement scale (UWES). Chinese Journal of Clinical Psychology, (3), 268-

270,281. 

Zhang, Y., & Wang, A. (2018). Digital proficiency and task performance: A task-

specific approach. Journal of Business and Psychology, 33(4), 551-567. 

Zhao, J. (2021). A study on the impact of young teachers' organizational support on job 

engagement. [Unpublished master's thesis]. Shanxi University of Finance and 

Economics.  

Zhao, X. (2023). A study on the influence of organizational climate on the work 

engagement level of employees in X enterprise. Zhejiang Gongshang University.  

Zhou, H., & Hu, W. (2018), Problems and countermeasures in the construction of young 

university teachers. Journal of National Academy of Education Administration, 

(5), 32-37. 

Zhou, L. (2023). Research on high-quality development path of application-oriented 

private colleges in the new era. Journal of Yellow River University of Science 

and Technology, 25(12), 29-33. 

Zhou, Y. (2005). A study on the correlation between organizational climate and 

teachers' job satisfaction in junior middle schools in Guizhou Province. 

[Unpublished master's thesis]. Guizhou Normal University 

Zhu, N. (2022). Research on psychological capital, career happiness and job 

performance of university teachers Tianjin Vocational and Technical Normal 

University]. 

Zuo, L. (2018). An empirical study on the impact of psychological capital on innovation 

behavior of university teachers' research teams. New West, 2, 103-104.  

 

 
 

 



 
APPENDIX



Questionnaire 

 

Dear teacher: 

Hello! 

This is an academic research questionnaire, the main purpose of which is to 

explore the impact of organizational atmosphere and psychological capital on the job 

performance of young teachers in private undergraduate colleges. This questionnaire is 

anonymous, and there is no right or wrong answer. Your answer will only be used for 

doctoral dissertation research and will never be disclosed to others. Please answer 

according to your true thoughts. 

Thank you very much for your help in your busy schedule! 

 

Part I: Basic Information 

 

1. Gender: ( )    

A. Male    B. Female 

 

2. Age: ( )   

A. Under 25 years old   B. 26-30 years old   

C. 31-35 years old   D. 36-40 years old   

E.41-45 years old 

 

3. Teaching experience: ( )   

A. Under 3 years    B. 4-6 years   

C. 7-10 years    D. More than 10 years 

 

4. Title: ( )   

A. Teaching assistant or unrated    B. Lecturer   

C. Associate professor    D. Professor 
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5. Education: ( )   

A. Undergraduate   B. Master’s degree   

C. Doctoral degree 

 

6. Teaching subject category: ( )   

A. Humanities    B. Science and engineering   

C. Arts and sports   D. Agricultural medicine  E. Others 

 

7. Marital status: ( )   

A. Married    B. Single 

 

Part II: Questionnaire items 

 

Please select the answer that best suits your situation in each item based on your 

actual work experience in private colleges and mark it with “√”. Thank you for your 

response! (1-strongly disagree 2-disagree 3-neutral 4-agree 5-strongly agree) 

 

1)  Organizational atmosphere scale 

No. Question items 1 2 3 4 5 

1 The organization is “people-oriented”, and leaders will pay 

attention to teachers' opinions and feelings. 

     

2 Teachers' good performance can be rewarded and 

commended by the organization accordingly. 

     

3 The working relationship between teachers and leaders at all 

levels in the organization is very harmonious. 

     

4 When working in the school, teachers can trust each other 

and get along with each other in a friendly manner. 

     

5 There is a clear division of responsibilities and reasonable 

distribution for all work in the school. 

     

6 The school provides ample development opportunities for 

teachers to improve their professional abilities. 
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2)  Psychological capital scale 

No. Question items 1 2 3 4 5 

7 I believe I can contribute to the development of the school.      

8 I can handle things within the scope of my work calmly.      

9 My current work progress is consistent with the expected 

development. 

     

10 I always see the bright side of the work.      

11 I can handle the difficulties that arise in my work because I 

have experienced many hardships. 

     

12 I think I can handle multiple tasks at the same time.      

13 For the current work goals, I can think many ways to 

achieve them. 

     

14 I will do my best to solve the problems encountered in my 

work. 

     

 

3)  Work engagement scale 

No. Question items 1 2 3 4 5 

15 When I work, I am completely immersed in it.      

16 It is easy for me to focus on my work.      

17 I often find myself completely absorbed in the task at hand.      

18 When I work, I often lose track of time.      

19 I feel that I have full control over the process and results of 

my work. 

     

20 I am highly focused when I work and rarely get distracted 

by other things. 

     

21 My work contribution is an important source of the team's 

achievements. 

     

22 I am able to enhance my sense of mission and pride in my 

work by continuously learning and adapting to new 

technologies. 

     

23 I believe that my work is closely connected to my identity.      
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No. Question items 1 2 3 4 5 

24 I feel that my work is critical to the success of the 

organization. 

     

25 My professional identity is very important to me.      

26 I am passionate about the work I do.      

27 I often feel highly active at work.      

28 My work often requires my utmost effort.      

29 My work often makes me feel fulfilled and energized.      

30 I work with all my strength every day.      

31 At work, I often feel that I am working under constant high 

pressure. 

     

32 I think my work intensity is higher than that of my peers.      

 

4)  Psychological contract scale 

No. Question items 1 2 3 4 5 

33 I feel like the organization has not lived up to its promises to 

me. 

     

34 I am disappointed with the promises the organization has 

made to me. 

     

35 I am more skeptical of the organization's promises now than 

before. 

     

36 I feel the organization has not been honest with me.      

37 I feel like the organization has not lived up to its promises 

about my job development and advancement. 

     

38 When I think back on the promises the organization has 

made to me, I feel like a lot of them have not been fulfilled. 
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5)  Job performance scale 

No. Question items 1 2 3 4 5 

39 I successfully complete all work assigned to me.      

40 I produce work of a higher quality than my colleagues.      

41 I often complete work assignments within the allotted time.      

42 My work rarely requires revision or correction by other 

colleagues. 

     

43 My work performance consistently meets or exceeds the 

expected standards. 

     

44 I am also able to maintain a high level of performance when 

faced with complex and difficult tasks. 
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