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We used the following ontologies: JobSeeker, Occupation, Education, Competence, and Skill.
The public URIs do not work and therefore we adapted the namespaces of every ontology file. We also
combined the JobSeeker, Occupation, and Education ontologies into a single ontology, (e.g., JobSeeker)
because the fine granularity of Education and Occupation did not present findings of interest with
respect to the research scope. The focus is on work experience and skills. The knowledge base consists
of 213 résumés with data described by the JobSeeker, Competence, and Skill ontologies, which are
accessed using SPARQL queries to generate our set of features to train the classifiers.

Figure 3 presents the key classes and properties of the ontologies used. A job seeker has work
experience, candidacy, education, competence, and skill as a subclass of competence. Central to the
ontology is the WorkExperience concept and its object properties that relate the concept of Work
Experience to Candidacy and JobSeeker. The Candidacy concept requires Competence, and Skill is a
subclass of Competence.

Figure 3. Key classes and properties of the ontology. Source: Our own projection.

The data properties (depicted with dashed arrows in Figure 2) allow the values of Work Experience,
Education, and JobSeeker to be specified.

Every resource in our dataset is identified using a uniform resource identifier (URI). URIs have
been designed with simplicity and manageability principles in mind.

The matching between a résumé and the terms from ontologies is presented in Figure 4.

The major purpose of data processing was to access data about work experience, education and
skills. Besides storing raw data and transforming it to RDF, we also derived some new features,
like the total years of experience, the years of experience in the current job position, and the average
experience (measured in years) in every position held. These features were derived by using SPARQL.
Operationalization of variables is described in Table 1.

For processing Semantic Web data, we identified two different types of features: (1) features
derived with SPARQL and (2) features derived with SPARQL by aggregating data.

The information concerning skills splits between different technical skills. We restricted the skills
that presented interest at SOA, NoSQL, SQL, Java, Java Web, and Java Persistence. We derived these
categories by using a word cloud. Therefore, we queried the RDF data through SPARQL queries to
find out which candidates have these kind of skills.
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Figure 4. Indeed résumé match with ontologies concepts. Source: Our own projection.

Table 1. The operationalization of variables.

Feature

Ideas Details

Total years of
experience [35]

necessary to reach very high

Extensive experience of
activities in a domain is

“Expert performance is acquired gradually and the
effective improvement of performance requires the
opportunity to find suitable training tasks that the

levels of performance. performer can master sequentially”

The years of experience
at the current job
position [36]

Values that are too big or too
small are subject to further

“Job satisfaction is positively correlated with mission
valence, commitment, person—job fit, flexible work,
pay, innovation, and a variety of other individual and

analysis o
¥ organizational factors”

The average of the
years of experience in
every position held [37]

Variety in work experiences
might influence forming high

“According to 50 senior executive search
professionals the study surveyed, the average
executive today will work in five companies; in
another 10 years, it might be seven”.
“Ineffective people often stay in position for years”.

performers

The total number of
positions held
(Position_count) [38]

The total number of positions
might influence forming high

“Job satisfaction more strongly determines
organizational performance than organizational

or low performers performance determines job satisfaction”

Source: Our own projection.

The information related to work experience splits in different positions held and their
corresponding beginning and ending dates. We queried the data through SPARQL queries to
obtain the last position held, the total years of experience and the average time spent at one position.
In addition, we queried the data to find out the total number of positions held.

The information concerning education splits between the education level and the corresponding
specialization. We identified computer science, information technology, electronics, computer
engineering, software engineering, computer applications, and other specializations that we grouped as
OTHER. We queried the data to obtain the education level (master or bachelor) and the corresponding
specialization field. We derived 15 features extracted from data using SPARQL queries. The next
section presents the obtained results.

Features defining and SPARQL specifications are presented in Table 2.

In order to obtain the current position held, we created a SPARQL query that extracts the positions
held by each job seeker. After querying the data, the provided sample consists of 120 résumés
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along with the anonymized URIs, objective (position held), work experience, education, and skills.
Our resulting RDF knowledge base comprises 14,206 RDF triples.

Table 2. Features and their corresponding SELECT clauses from SPARQL queries.

Features (Attributes)

Types/Values

SPARQL SELECT Clauses

Job_Seeker

String

Education_Title (f1)

Master’s, Bachelor’s, Other

Education_Title_Spec (f2)

Computer science, information
technology, electronics, computer
engineering, software engineering,

computer applications, OTHER

Computer science, information
technology, electronics, computer
engineering, software engineering

Master’s, Bachelor’s, Other,
computer applications, OTHER

Java_Programming_Skills (£3) True, False Java, JEE, JSE, J2SE, J2EE
SQL_Programming_Skills (f4) True, False SQL, Oracle
NOSQL_Programming_Skills (f5) True, False NOSQL, Mongo DB
UML_Skills (f6) True, False UML
. Web Service, SOA, REST, SOAP,
SOA_Developer_Skills (f7) True, False JAX-RS, JAX-WS
Java_Web_Developer (8) True, False Servlet, JSP, JSF, Struts
Web_Developer_Skills (£9) True, False HTML, Javascript, JQuery,
Angular
DB_Developer_Skills (f10) True, False SQL, Oracle, MySQL, Postgres
Java_Persistence_Skills (f11) True, False JDBC, JPA, J ava Persistence API,
Hibernate
Years_Experience_last (f12) Numeric MAX(end_date)-MAX(begin_date)
Position_count (f13) Numeric COUNT(Position_held)
Years_experience_position (f14) Numeric AVERAGE(MAX(end_date)

-MIN(begin_date), Position_count)

Position_held (f15)

JAVA developer, JEE developer,
software engineer, other developer,
other programmer, analyst, other

JAVA developer, JEE developer,
software engineer, other developer,
other programmer, analyst, other

engineer, other engineer, other

Source: Our own projection.

Our features contain mixed continuous (numerical) and dichotomous (categorical) types that can
be handled by the data mining techniques. Figure 5 summarizes the features used in this work.

Concerning the size of the sample, we studied the learning curve (Figure 6). Learning curves are
a tool to do a quick check on the models at every point in the machine learning workflow. Bias and
variance are inherent properties of estimators and we usually have to select learning algorithms and
hyper parameters so that both bias and variance are as low as possible. In order to study the learning
curve, we applied regression on our data. For regression, the perfect scenario is when both curves
converge toward an MSE of 0.

The training data is fitted very well by the estimated model. If the model fits the training data very
well, it means it has low bias with respect to that set of data. Therefore, we decided that the sample
size is proper. We consider that the sample size is sufficient for generalization, as replication with other
populations or conditions helps to define parameters related to education, work experience and skills.

To date, various methods have been developed and introduced to mine data.

We used the k-nearest neighbors algorithm (k-NN), naive Bayes classifiers, support-vector machine,
random forest, regression, and the decision trees technique. The C4.5 classifier, a well-liked tree based
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classifier, is used to generate a decision tree from a set of training examples. Nowadays C4.5 is renamed
as J48 classifier in WEKA tool, which is an open source data mining tool. The heuristic function used
in this classifier is based on the concept of information entropy [39]. We used WEKA to build our
classifiers. To test the algorithms we choose 10-folds cross-validation method.
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Figure 5. Visualization of attributes. Source: Weka visualization of attributes.
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Figure 6. The learning curve. Source: Our own projection realized in Python on our dataset.

In our study, we chose the J48 algorithm to construct the decision tree. J48 implementation is
widely used in research papers [40].

3. Results

The proposed task was to predict skills that a job seeker has.

We applied different algorithms on data. The accuracies, ROC, and PRC values for every algorithm
are presented in Table 3.

In order to study the performance of the algorithms, we presented also the receiver operator
characteristic (ROC) (Figure 7) and the precision recall curve (PRC) values. Davis and Goadrich [41]
studied ROC and PRC. They explained that for skewed datasets the PRC values are more informative
than ROC values. An optimal classifier will have ROC and PRC area values approaching 1, with 0.5
being comparable to random guessing.
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Table 3. Algorithms and their accuracies. ROC: receiver operating characteristic; PRC: precision recall
curve; k-NN: k-nearest neighbor.

Accuracy for the

Accuracy for the Dataset not

Algorithm Dataset Containing ROC  PRC I ROC PRC
Aggregated Features Containing
88 Aggregated Features

Classification via 0.94 0836 0950 0.86 0.667 0.888
Regression

Support vector 0.86 0661 0875 0.85 0.696 0887

machine

k-NN 0.95 0936  0.983 0.87 0.907  0.979

Naive Bayes 0.84 0.784  0.941 0.76 0.573  0.863

Random forest 0.98 0.998  1.000 0.87 0904 0979

Decision tree 0.80 0.822  0.953 0.82 0474 0818

Source: Our own analysis realized with Weka.

J48 Random forest

Plot (Area under ROC: receiver operating
characteristic = 0.8215) (Java developer) PRC:
precision recall curve = 0.953

| i

— 1

Plot (area under ROC = 0.9875) (Java
developer) PRC =0.997

Classification via regression Naive Bayes
Plot (area under ROC = 0.9562) (Java Plot (area under ROC = 0.784 (Java developer)
developer) PRC =0.99 PRC =0.941
k-NN: k-nearest neighbors SVM: support vector machine
Plot (area under ROC = 0.9355) (Java Plot (area under ROC = 0.6999) (Java

developer) PRC = 0.887

developer) PRC = 0.983

° o
° e B o X 1

Figure 7. ROC and PRC of different algorithms for the Java-developer class (with aggregate features)
Source: Our own projection realized with Weka.
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It is important to notice that the accuracy of the decision tree applied on the features that do
not include aggregations is greater than the accuracy of the decision tree applied on the features that
include aggregations with 0.02. This is the only algorithm that presented this behavior of accuracies.
We also mention that the ROC value is only 0.474 and the PRC is 0.818; therefore, we concluded that
the classifiers models performed better on data enriched with features obtained through aggregations.

Java-developer class has the highest number of instances. We noticed that for Java developer class
J48, k-NN and random forest have good ROC curves.

For the J48 algorithm, we used a pruned tree, meaning that we tried to avoid overfitting. In addition,
we used binary split for nominal attributes. We applied J48 classification algorithm, by using a pruned
tree method, binarySplits, on nominal attributes, a 0.25 confidence factor, and a 10-fold cross validation
method for testing the model. Table 4 presents the values for J48.

Table 4. Precision, Recall and the F-Measure for the J48.

Precision Recall F-Measure

Java developer 0.858 0.919 0.888
JEE developer 0 0 00
Software engineer 0 0 0
Other—Developer 0 0 0
Other—Programmer 0 0 0
Analyst 0 0 0

Other—Engineer 0.857 1.0 0.923
Other 0 0 0

Note: The features of the vector are represented by all the attributes, except for Job_Seeker. The class attribute/target
is Position_held Source: Our own projection realized with Weka.

The confusion matrix of the J48 classifier is presented in Table 5.

Table 5. The confusion matrix for the Position_held J48 classifier.

a b c d e f g h Accuracy

a = Java developer 91 0 4 0 0 1 1 2 97/120 = 80.83
b =JEE developer 2 0 0 0 0 0 0 0
¢ = Software engineer 4 0 0 0 0 0 0 0
d = Other—Developer 1 0 0 0 0 0 0 0
e = Other—Programmer 0 0 0 0 0 0 0 0
f = Analyst 3 0 0 0 0 0 0 1
g = Other—Engineer 0 0 0 0 0 0 6 0
h = Other 4 0 0 0 0 0 0 0

Source: Our own projection realized with Weka.

It can be noticed that the model has a good value of prediction, so we proceeded to analyze further.

We observed that the attribute splitting the data is Years_experience_position. Moreover, the Java
developers, the class that has the highest number of correctly classified instances is determined by
being skilled in Java programming and SOA. Therefore, in order to determine the related skills, there is
the need to analyze data for every skill.

We started to build the decision trees for every skill. Table 6 presents the accuracy details for
every skill classifier.
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Table 6. Detailed accuracy metrics for every skill (ROC: receiver operating characteristic, PRC: precision

recall curve).

Precision Recall F-Measure ROC PRC Class
Java_Programming_Skills (output) = (1, f2, f4, £5, f6, 7, £8, {9, £10, f11, f12, {13, f14, f15)
1.0 1.0 1.0 1.0 1.0 True
1.0 1.0 1.0 1.0 1.0 False
SQL_Programming_Skills (output) = (f1, £2, {3, f4, 6, {7, {8, {9, f10, f11, f12, f13, f14, f15)
1.0 1.0 1.0 1.0 1.0 True
1.0 1.0 1.0 1.0 1.0 False

NOSQL_Programming_Skills (output) = (1, {2, 3, f4, {6, {7, {8, 9, £10, f11, f12, f13, {14, f15)
0.806 0.543 0.649 0.804 0.747 True
0.764 0.919 0.834 0.804 0.845 False

SOA_Developer_Skills (output) = (1, £2, {3, f4, {5, f6, £8, {9, £10, f11, f12, f13, f14, f15)
0.962 1.0 0.981 0.932 0.976 True
1.0 0.789 0.882 0.932 0.872 False
Java_Web_Developer_Skills (output) = (1, f2, 3, f4, {5, f6, {7, {9, £10, f11, f12, f13, f14, f15)
0.980 0.960 0.970 0.954 0.948 True
0.810 0.895 0.850 0.954 0.803 False

Web_Developer_Skills (output) = (f1, £2, {3, {4, 5, {6, {7, £8, £10, f11, f12, f13, f14, f15)
0.972 1.0 0.986 0.893 0.972 True
1.0 0.766 0.880 0.893 0.811 False

DB_Developer_Skills (output) = (f1, 2, {3, f4, 5, {6, {7, £8, {9, f11, f12, {13, f14, f15)

1.0 1.0 1.0 1.0 1.0 True
1.0 1.0 1.0 1.0 1.0 False

Java_Persistence_Skills (output) = (f1, f2, 3, f4, 5, 6, {7, {8, £9, f10, f12, f13, f14, f15)
0.863 0.932 0.896 0.793 0.883 True
0.760 0.594 0.667 0.793 0.670 False

Source: Our own projection realized with Weka.

J48 predicts good models with high accuracy for every identified skill. We observe that for Java
programming skills, SQL programming skills, and database developer skills the accuracy is the highest.
In fact, the classifiers predicted that those who have Java programming skills have SQL programming
skills and vice versa. Those that have Java programming skills have also database skills.

J48 predicted better than the baseline models for the rest of the skills. The J48 classifier built
for Java programming skills identified that SQL programming skills is the node that splits instances.
In addition, by running different tests, we found out that a good predictor for SQL programming skills
and for database programming skills is Java programming skills.

The Java web programming skills J48 classifier (Figure 8), identified that Java programming skills,
Java persistence skills and NOSQL programming skills are the features that split the data.

The NOSQL programming skills J48 classifier (Figure 9) identified that Java persistence skills,
UML skills and Java web developer skills are features related to skills that split the data.
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Java_Programming_Skills

=TRUE I=TRUE

Java_Persistence_Skills FALSE (11.0)

=TRUE I=TRUE

TRUE (88.0) Years_Experience_last

==20 =20

FALSE (5.0) NOSQL_Programming_Skills

=TRUE I=TRUE

Education_Title_Spec TRUE (11.0)

= Electr I= Electr

TRUEQ FALSE (3.0)

Figure 8. Java web developer skills. Source: Our own projection realized with Weka.

Java_Persistence_Skills

=TRUE I=TRUE
\
Position_count UML_Skills
<=1.0 =1.0 =TRUE I=TRUE
/ AN / S~
Education_Title_Spec FALSE (81.011.0) Education_Title_Spec Education_Title_Spec
=T =T =C8 I=CS = Other 1= Other

AN

TRUE (2.0) FALSE (5.0) FALSE (2.0) TRUE (3.0) Java_Web_Developer_skills FALSE (22.0)

=TRUE =TRUE

FALSE (3.0) TRUE (2.0)

Figure 9. NOSQL programming skills decision tree. Source: Our own projection realized with Weka.

The SOA programming skills J48 classifier (Figure 10) identified that Java programming skills
are related to SOA. In addition, it seems that experience at job positions that are not designed for JEE
developers is important in classifying instances as having SOA programming skills.

190



Sustainability 2019, 11, 3520

Java_Programming_Skills

=TRUE I=TRUE

Position_held FALSE (11.0)

= JEE-Dev I= JEE-Dev
e RN
FALSE (2-0)‘ Years_experience_position
<=1.0 =1.0
yd N
Years_experience_position TRUE (90-0)‘

<=0.736842105 > 0.736842105

e

FALSE (5.0)| TRUE (120/1.0)|
Figure 10. SOA decision tree. Source: Our own projection realized with Weka.

These findings further support the idea of using ontologies to better describe data from people
résumé data.

4. Discussion

As we mentioned in the literature review, employees’ skills are of great concern to talent
management. A rich body of the literature has focused on the importance of competences for business,
but little is known about how to identify skills that employees have starting from data presented in
job seekers’ profiles. The exploration and development of new skills, career paths and education
levels require scientists and human resource experts to extract knowledge from multiple sources
of information.

This study contributes to the existing literature by specifically analyzing how to discover links
between data by using Semantic Web technologies and analytics.

Mining data from people résumés brings to surface relations between résumés data and
employability. Our approach states that starting from the relation between work experience, education,
and skills on one side and position held on the other side it is possible to derive links between skills.
This approach uses data about skills represented in a Linked Data structured representation format.

We compared the results with the findings of previous work. The main contributions of our work
presented in relationship with other studies results are surveyed in Table 7.

Our current study found that the J48 classifier built for Position_held identified that the
specialization chosen for studying, UML skills, Java programming skills, the number of years
spent in average for every position held and the number of years spent at the last position held are the
features that split the data. We built the classifier by using binary split for nominal features.

The most interesting finding was that when we built the same classifier without binary splitting
the data of nominal features, we observed that the features that split the data are: number of years
spent in average at every position held, Java programming skills, SOA programming skills, the number
of positions held, and the number of years spent at the last position held.
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Table 8 shows examples of the three types of features that our study analyzed with the aim of
better describing the results of the paper.

Table 8. Types of feature examples.

Features derived with SPARQL queries
JobSeeker has_average_work_experience xsd:integer
Features derived from other features (skills related to data from people résumé)
Java_Web_Developer_Skills is_related_to SOA_programming_skills
Attribute selection by using data mining
SOA_programming_skills isimportant in hiring Java developers

Source: Our own projection.

In this study, all classification algorithms performed better when they were applied on the dataset
previously enriched with features resulted from aggregating data, like: years of experience at the
last position, the total number of position held, the average years of experience on each position.
The accuracies, ROC and PRC values proved that predicting the position held is improved when using
features derived by aggregations.

Furthermore, describing data in terms belonging to ontologies provided the possibility to derive
links between skills. Starting from a compact description of skills, we queried with SPARQL each
skill, we labeled with terms from ontologies for future analysis. The results proved that different
skills are determined by the existence of other skills. In addition, the features derived by aggregations
are predictors for some skills, becoming normal to infer that some skills come with experience or by
implying in diverse activities during changing jobs.

Taken together, these results suggest that linking terms and properties from diverse vocabularies
help inferencing on data belonging to eRecruitment websites.

In this study, we described an approach for automatically detecting the important attributes for
the process of hiring job seekers. Our approach is able to detect three types of features. We described
the method used in our approach: (1) using the Indeed résumé database, (2) describing data with
concepts belonging to ontologies, (3) querying data with SPARQL, (4) defining features, and (5) mining
data with analytics.

The main contributions of our work are as follows. Firstly, we proposed analytics for discovering
the important features for hiring job seekers starting from résumé data. The method operates by
selecting attributes with a high information gain ratio. The attributes were previously defined with
SPARQL queries. Secondly, an experimental analysis was conducted on Indeed’s résumé data with the
aim of applying the method.

This study has shown that analytics on features derived with Semantic Web technologies help
identify better links between data. Furthermore, identifying which skills determine other skills at the
level of an entire population also has a large impact on the data analysis.

Organizations tend to select project teams based on experience, availability, and past individual
performance. One future application would be to predict the success rate of a team based on team
composition and context variables.

Finally, we mention the impact of using the results of our work on graph database from the
LinkedIn website together with other personal job seeker web pages or other job website portals.
We believe that the granularity of skills” descriptions will impact on the results of analytics.
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Abstract: This research aims to evaluate the individual and social implications of telework, along with
the foreseeable permanent result that could be generated. Consistent with this objective, a survey has
been carried out on a sample of 1180 Romanian employees, on which a model has been developed,
based on structural equation modelling. The model includes five latent variables, on the one hand
targeting telework features and on the other hand, its possible effects on individuals and society. Atan
individual level, the study results emphasize that telework could contribute to a better work-life
balance and could also help teleworkers to develop specific teleworking abilities. At a social level,
telework could generate sustainable effects targeting the long-term management of the work force and
providing solutions to potential problems at local community levels. The managerial implications
of this study are directed toward the need to implement a series of sustainable human resource
management strategies and efficient employee training and development programs. Moreover,
organizations need to be more proactive in assuming corporate social responsibilities.

Keywords: telework; work-life balance; autonomy; teleworkers’ abilities; social implications
of telework

1. Introduction

While telework is a well-known and relatively established concept, in Romania it has been
recognized only as of April 2018, when regulations have been issued specifically dedicated to telework.
Whereas prior to these regulations, telework has been put into practice due to the real needs of
companies and their employees, the pragmatic potential of telework has been ignored and the scarce
academic research mostly focused on labor legal issues [1,2].

One could easily notice that the results of a large series of studies conducted over the past three
decades are non-convergent, and sometimes even inconsistent, in terms of the effects of telework
on employees [3-8]. Even though a significant number of studies show the benefits of telework for
employees [9-12], there are also numerous studies that highlight the negative outcomes [13,14].

The research done in this field can be categorized into 3 main categories: (a) the effects of telework
on employees and their behavior as teleworkers, (b) the enterprises’ attitude towards telework and
the managerial challenges determined by telework, and (c) the social, organizational, and individual
consequences of telework.

The present research aims to identify to what degree Romanian employees are familiar with the
concept of telework, how they relate to the concept in terms of potential advantages and disadvantages,
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which are the objective conditions in which telework can be applied, and what is the willingness of
the Romanian employees to accept such a work style. Additionally, this study attempts to diagnose
the real situation regarding telework in Romanian companies. Moreover, the paramount objective of
the present research is to verify whether the relationships existing in traditional work contexts are
also preserved in telework contexts. Therefore, the link between work-life balance (WLB) and work
satisfaction is revised, as well as the impact of autonomy on WLB. Additionally, connections between
work autonomy and a series of abilities required to perform telework will be highlighted. The present
study provides additional knowledge in the field via the conceptual model that targets the social
implications of telework.

2. Literature Review and Hypotheses

Even though in Romania telework is in its initial development stages, in the advanced economies,
the concept has been widely researched. However, researchers opinions have not always been
convergent in terms of the effects telework has on employees, organizations, and societies overall.

Wojcak et al. [7] shows that the implementation of this new way to organize work activities brings
new challenges for leadership, while Onken-Menke et al. [15] present evidence that flexible work
schedules, including telework, increase the organization’s attractiveness. Managers have to be trained
in relation to the ways in which employees that work remotely could be efficiently managed, and new
and effective methods to supervise remote workers are required [16].

Several studies additionally investigated the impact of telework on the environment and on
the society as a whole. A special interest was generated by the relationship between telework and
traffic jams and pollution generated by cars used to commute [17-19]. While Nakanishi [20] questions
whether telework has a real contribution to save energy, Shabanpour et al. [21] shows that telework
makes a contribution to the decrease of the total daily vehicle miles traveled and the total vehicle hours
traveled, as well as the decline in greenhouse gas and particulate matter emissions.

These different results show that the effects of telework are not fully known, hence further
investigation is required. In this context, our study aims to explore the effects of telework on Romanian
employers and employees since the first regulations of telework have been issued. This research has
not favored certain sectors of activity, but has investigated the perception of Romanian employees on
telework in general.

2.1. Telework, Work—Life Balance and Teleworkers” Skills

A significant number of studies have revealed a strong connection between telework and
personal-professional life balance in the case of individuals working from home. From the beginning,
telework has been associated with a flexible work schedule, as numerous studies emphasize that
flexibility in choosing the time and the place to work not only supports WLB [22-25] but also it is
frequently a key factor when choosing an employer [24].

In traditional work contexts, there is a positive connection between WLB and work satisfaction
level [26]. Consequently, Haar et al. [27] show a positive connection between WLB and professional
satisfaction and a negative connection with anxiety and depression. Furthermore, every individual
factor of WLB is an essential predictor of the professional satisfaction while professional satisfaction is,
conversely, an important indicator of WLB [28].

In the present research, work satisfaction is defined by using the components identified by
Zamfir [29], except for those concerning the presence of the employee inside of the enterprise.
Consequently, determinant factors of satisfaction will be analyzed, such as: career opportunities,
training opportunities, work conditions, and wage [30]. Accordingly, the present study suggests a
first hypothesis:

H1. Telework satisfaction sources are positively related to work-life balance.
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According to other studies, an important issue related to telework is the autonomy concerning
the performance of activities. For organizations that grant organizational support and autonomy to
employees, telework is an efficient solution [31]. Furthermore, the connection between flexible work
practices (FWP) and the organizational attachment is mediated by the autonomy that employees might
think they have regarding the structure and control of how, when, and where they can work [15].
A Denefit of telework for both employees and employers consists in the increase in the flexibility
and autonomy of workers [32,33]. Specifically, teleworkers own the freedom to organize their own
activities and to decide where and how to work [6,34]. Consequently, teleworkers feel that they have
more control over their activities and more flexibility in scheduling both their regular working hours
as well as extra working hours. This flexibility has been positively associated with WLB, specifically
as a result of circumstance that family duties are no longer neglected as opposed to professional
responsibilities [35,36].

In this context, the present study puts forward a second hypothesis:

H2. The autonomy of teleworkers is positively related to work-life balance.

In order to achieve the WLB goals, teleworkers need to possess specific abilities, one of them being
the ability to work and to solve problems independently [37]. McNaughton et al. [38] highlighted
the need to train remote workers in digital skills and Golden [39] analyzes the effects of telework on
burnout. Previously, a number of researchers have associated burnout with a set of negative results
such as growing absenteeism, employees” high turnover, illnesses, decreasing work satisfaction, and
low performances [40]. Hence, reducing burnout could become an objective where telework might
make its own contribution [41]. Therefore, an important asset for teleworkers should be the ability to
manage the signs of exhaustion, as well as the ability to manage distractions from work.

All these abilities have a positive impact on work satisfaction. The same positive impact is
associated with work autonomy [42]. Lopes et al. [43] showed that an increased level of work autonomy
is related with an increased well-being of the employees, including an increase of vitality, psychological
flexibility, and self-accomplishment.

To conclude, it can be noted that both specific abilities of telework, as well as work autonomy, can
generate the increase of work satisfaction for remote workers, which leads to the assumption of the
third hypothesis:

H3. The autonomy of teleworkers is positively related to telework abilities.

2.2. Social Implications of Telework

The social implications of telework are scrutinized in numerous studies. A series of researchers
have analyzed the impact of telework on women with children. Sullivan and Lewis [44] revealed that
the main reason for which women accept to work remotely is to take care of their children. This issue has
a major impact on WLB since it addresses the possibility to take care of family responsibilities, which is
an important indicator of WLB [45]. WLB can also be achieved through better time management [46,47]
and through stress reduction [48-50]. All these aspects can have a positive influence on employees’
health [47,51]. In this way, the positive effects of telework on the individuals become real social
implications, by increasing the number of employees and reducing health care costs (in Romania they
are paid especially by national health insurance budget), to mention just these examples.

Various researchers investigated the durable effects of telework. Hynes [52] (p. 237) analyzes
“the true social and environmental implications of individuals working from home”. Also, Hynes [53]
shows that, in Ireland, telework was an important incentive for shifting toward a sustainable transport
model. Telework is perceived as having a positive impact on the environment and climate on account
of its sustainable effects on energy consumption [54].

An additional social impact of telework is the decrease in unemployment among people with
disabilities and other categories of vulnerable people [31]. The present research focuses on the decline
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in unemployment among inhabitants of rural areas, who, in Romania, represent a vulnerable social
category [55].

Another highly researched consequence is the traffic decrease on the national roads [31,56,57].
Moreover, Chakrabarti [58] shows that telework (on average, at least once a week) is associated with a
15% increase of walking in the time span of a week.

In accordance with, first, the connection between telework and WLB, and second, the social
consequences of telework, hypothesis H4 is submitted:

H4. WLB is positively related to the social sustainable implications of telework.

As it has been highlighted in the previous sections of this paper, the social consequences of
telework are: professional opportunities for women with children, reducing unemployment in rural
areas, and decreasing traffic on national roads. These positive effects of telework are constrained by the
extent to which employees possess the requisite abilities. Upon analysis of the implementing stages
of telework in a number of Japanese companies, Higa and Shin [59] showed that at an early stage,
the right employees were selected for telework and additionally, they attended a special training for
this new type of work context. Consequently, considering the social consequences of telework and the
need for special abilities for such a work context, we suggest the following hypothesis:

HS5. Telework abilities are positively related to the social sustainable implications of telework.

As a result of the provided hypotheses, the theoretical model that will be tested is presented in
Figure 1.

H
Telework satisfaction Work-life balance
sources > (WLE) H.
H:
Social sustainable
implications of
telework
Hs
. Hs
Autonomy of Telework abilities
teleworkers >

Figure 1. The conceptual model of telework implications.
3. Research Methodology

The research goal is to estimate the social implications and the sustainable effects that could
be generated by telework. To achieve this goal, a national survey was carried out on a sample of
1180 employees. The statistical population for this study is represented by Romanian employees,
the sampling variables being: age, gender, education, and type of employer. The sample structure is
presented in Table 1.

Data was collected between 15 May and 4 June 2018 using field operators. They were trained
on research purpose, objectives, and the criteria for selecting the sample. Data management was
performed using Excel, whereas for data analysis a structural equation modelling (SEM) was designed
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by use of Warp PLS 5.0 software. Structural equation modelling aims to estimate the dependence
relationships among a set of constructs that are incorporated into a model [60] (p. 796).

Table 1. The sample structure.

Variables of the Sample Number of Employees Percent
18-25 years 191 16.2%
26-35 years 270 22.9%
Age 36-45 years 261 22.1%
46-55 years 241 20.4%
Over 55 years 217 18.4%
Gend Male 593 50.3%
ender Female 587 49.7%
High school 209 17.7%
Educati Post-secondary school 93 7.9%
ucation University 659 55.8%
Postgraduate studies 219 18.6%
Multinational company 293 24.8%
Type of Employer Large Romamar} company 257 21.8%
Small and medium-sized
. 460 39.0%
Romanian company
Micro-firm 170 14.4%
Total 1180 100%

In the present study, a type of structural equation modelling, Path Least Square (PLS), was used.
It involves defining latent variables (constructs) as aggregates of observed variables, while the
structural model describes the relationships between these latent variables [61]. All the latent variables
incorporated into the model were reflective. The model adequacy was assessed by evaluating the
construct reliability and validity.

3.1. Construct Reliability

To validate the designed conceptual model, five latent variables were defined via items measured
with a Likert scale (ranging from 1-Strongly disagree to 5-Strongly agree). As shown in Table 2,
the composite variables are: satisfaction sources in telework (defined by four items), autonomy of
teleworkers (defined by three items), abilities for telework (defined by three items), work-life balance
(defined by four items), and social implications of telework (defined by three items).

To assess the internal consistency reliability of the constructs, composite reliability and Cronbach’s
Alpha coefficient were estimated. For PLS-SEM the composite reliability is more likely to be applied
since Cronbach’s Alpha coefficient presents some limitations [61]. The acceptance threshold for a good
reliability is 0.7 [60]. In our research, the values for composite reliability are higher than 0.8, showing a
high level of reliability. This idea is also supported by the levels of Cronbach’s Alpha coefficients that
are higher than 0.7 [61], except for one latent variable whose value was very close to 0.7, values above
0.5 being considered acceptable [62].
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Table 2. Reliability for latent variables.

Cronbach’s ~ Composite

Alpha Reliability AVE

Construct Item

Source 1
The career options of teleworkers are similar to those of the
employees that do not work remotely.
Source 2
Teleworkers have the same training opportunities as employees
that work in offices.
Source 3
The work conditions of teleworkers are similar to those of the
employees that work in offices (illuminating, heating, space).
Source 4
Teleworkers receive a wage comparable to the one received by
people working in offices.

Auton 1
Teleworkers feel they have more control over their activities.
Auton 2
Teleworkers have more flexibility to arrange their working
schedule.
Auton 3
Teleworkers have more flexibility in arranging the schedule that is
not work related.

Abil 1
Teleworkers need to solve their problems independently.
Abil 2 0.722 0.828 0.546
Teleworkers need digital literacy skills.
Abil 3
Teleworkers must be able to manage the burnout tendency.
Abil 4
Teleworkers must manage the work distractions.
Equil 1
Teleworkers can face better the family responsibilities than office
Work-life balance employees.
(Equil) Equil 2
Teleworkers can manage time more efficiently than office workers.
Equil 3
Teleworkers face less stress.
Equil 4
Teleworkers deal with less work-related health issues.

Telework
satisfaction sources
(Source)

0.71 0.821 0.535

Autonomy of
teleworkers
(Auton)

0.712 0.840 0.640

Telework abilities
(Abil)

0.743 0.839 0.565

Implic 1
Telework offers professional opportunities to young mothers.
Implic 2
Telework can reduce unemployment rate in the rural areas.
Implic 3
Telework could contribute to the decrease of traffic on the public
roads.

Sustainable social
implications of
telework (Implic)

0.694 0.831 0.621

3.2. Construct Validity

In order to evaluate construct validity, convergent and discriminant validity should be assessed.
The convergent validity signifies the extent to which a “scale correlates positively with other measures
of the same construct” and all factors loadings should be higher than 0.5 (ideally higher than 0.7)
and should be statistically significant [63] (p. 702). According to data shown in Table 3, for the items
included into the latent variables, the factor loadings are statistically significant (p < 0.01) and exceed
0.7, except for two items that exceed 0.65, which conveys a very good convergent validity. Another
measure applied to assess this dimension of validity is the average variance extracted (AVE). This
indicator evaluates how much of the variance of the observed variables is explained by the latent
variables, the minimum acceptable level being 0.5 [61]. In Table 2, it can be seen that for all latent
variables, the values for average variance extracted (AVE) are higher than 0.5, with the latent variables
explaining more than 50% of the variance of the observed variables.

202



Sustainability 2019, 11, 3506

Table 3. Combined loadings and cross-loadings.

Variab Item Source Auton Abil Equil Impl S.E. p Value
Source 1 (0.764) 0.096 -0.035 -0.073 0.026 0.027 <0.001
Source 2 (0.722) -0.122 -0.093 0.148 0.031 0.027 <0.001
Source 3 (0.712) 0.015 0.055 -0.076 0.037 0.027 <0.001
Source 4 (0.725) 0.006 0.076 0.004 —0.094 0.027 <0.001
Auton 1 0.016 (0.657) -0.046 0.500 -0.013 0.028 <0.001
Auton 2 0.008 (0.856) 0.018 -0.213 -0.002 0.027 <0.001
Auton 3 -0.020 (0.869) 0.017 -0.169 0.012 0.027 <0.001

Abil 1 0.029 0.066 (0.726) -0.059 0.029 0.027 <0.001
Abil 2 0.023 0.044 (0.687) -0.024 -0.030 0.027 <0.001
Abil 3 -0.021 -0.124 (0.755) 0.106 -0.007 0.027 <0.001
Abil 4 -0.027 0.020 (0.785) -0.028 0.007 0.027 <0.001
Equil 1 -0.031 0.201 0.099 (0.749) 0.002 0.027 <0.001
Equil 2 0.012 0.193 0.024 (0.742) 0.037 0.027 <0.001
Equil 3 0.006 -0.072 -0.079 0.777) 0.000 0.027 <0.001
Equil 4 0.013 -0.322 -0.041 (0.738) -0.040 0.027 <0.001
Implic1 0.013 0.154 0.078 -0.120 (0.821) 0.027 <0.001
Implic 2 0.028 0.007 -0.113 -0.019 (0.799) 0.027 <0.001
Implic 3 -0.045 -0.178 0.035 0.154 (0.742) 0.027 <0.001

Discriminant validity measures the distinctiveness of a construct from other constructs [60].
The loadings of an item with the associated latent variable should be higher than the cross-loadings
with other latent variables [61]. As Table 3 shows, this condition is accomplished. By assessing the
convergent and discriminant validity, we may conclude that the construct is valid.

4. Results and Discussion

To test the prior suggested hypotheses, a conceptual model was designed which evaluates
the relationships between a series of latent variables, in terms of direction, strength, and statistical
significance. The path coefficient (3) evaluates the strength of the relationship between two variables,
the sign of the path coefficient (positive or negative) indicates the direction of the relationship, and the
p-value assesses the statistical significance of this relationship. In order to test the designed model
and to determine the path coefficients between the variables of the model, a structural equation
modelling procedure was performed, using WarpPLS 5.0 (ScriptWarp Systems, Laredo, TX, USA)
software. The resulting model is presented in Figure 2.

B=011
Telework satisfaction p<0.01 Work-life balance
sources EEEE—— (WLB) B=027
p<0.01
R?=0.43
Social sustainable
implications of telework
B=036
p<0.01 R=0.24
p<0.01
Autonomy of Telework abilities
teleworkers P
R2=0.12

Figure 2. The tested model of telework implications.
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The probabilities (p) associated with path coefficients are lower than 0.01, meaning that the
relationships between the latent variables are statistically significant. Figure 2 further presents the
coefficients of determination R?, which indicate “the proportion of change in the dependent variable
that is associated with changes in the independent variable” [64] (p. 296).

Figure 2 shows that the sources of satisfaction in telework have a significant effect on the work-life
balance, with the path coefficient f = 0.11, p < 0.01, but the strength of the relationship is weak.
Therefore, hypothesis H1 is accepted, which means that the type of satisfaction sources in telework do
have an influence on the employees” work-life balance.

The autonomy of teleworkers has a positive influence on work-life balance, with a path coefficient
of 3 =0.62, p <0.01. The autonomy of teleworkers and work-life balance are strongly positively related.
Thus, the more employees perceive a greater autonomy associated with telework, the more they have
a better work-life balance. Consequently, hypothesis H2 is supported by the results. The sources
of satisfaction associated with telework and the autonomy of teleworkers contribute significantly to
work-life balance, the coefficient of determination being R? = 0.43. Thus, the two variables explain
43% of the variation of work-life balance variable.

The autonomy of teleworkers has a positive influence, of moderate strength, over the telework
abilities (3 = 0.34, p < 0.01), thus hypothesis H3 is accepted. The greater autonomy teleworkers have
in performing their professional and personal activities, the more they gain the required abilities for
telework, both technical and non-technical. However, the low value of the coefficient of determination
R? = 0.12 shows that the autonomy in performing professional and personal activities only accounts for
12% of telework ability variation. This low value can be explained by the existence of other endogenous
variables that could influence the acquiring of necessary abilities in telework.

Between work-life balance and sustainable social implications of telework there is a positive
relationship of moderate strength, the value of the path coefficient being 3 = 0.27, p < 0.01. Consequently,
a stable balance between professional and personal life associated with telework conveys positive
social implications. The more telework balances the professional and personal life of an employee,
the more the society has specific benefits such as: an increased rate of employment among young
mothers, a decrease in unemployment rates in rural areas, and traffic decongestion on public roads.
Therefore, hypothesis H4 is accepted.

Between telework abilities and sustainable social implications of telework there is a positive
relationship of moderate strength (3 = 0.36, p < 0.01), therefore H5 is accepted. The required technical
and personal abilities for telework contribute to the personal development of the employees, in turn,
this allows the involvement in work of categories of people that did not have the possibility to work
within a traditional work frame before. Work-life balance and telework abilities account for 24% of the
variation of sustainable social implications of telework. This result reveals an outstanding contribution
of these variables to the positive effects that telework could generate.

5. Conclusions, Managerial Implications, and Limitations of the Research

The first research outcome shows a significant relationship between sources of telework satisfaction
and work-life balance. According to our results, satisfaction sources, such as opportunities for career
development and work conditions and remuneration, have a similar impact on WLB in telework as in
traditional work activities. This conclusion aligns with other studies that focus on work satisfaction and
WLB [27,28]. Moreover, the present study highlights the importance of this relationship in a telework
context. A first implication at the organizational level is that managers can use the same motivational
tools in teleworking contexts to increase work satisfaction and WLB. Another important implication
is that teleworkers do not consider themselves a vulnerable socio-professional category. Quite the
opposite, the flexible working schedule could become a competitive advantage for the organization.
This perspective is highlighted by Maruyama et al. [24] when analyzing the importance of flexible
schedule as a source of employees’ satisfaction.
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Another conclusion underlines the assumption that the level of telework autonomy significantly
influences WLB. The employee’s control over their professional and personal activities has positive
effects on time management, stress level, and other health issues. This perspective is consistent with
Chung and Van der Horst’s study [36] on the influence of flexible working hours on managing domestic
issues. This result suggests that telework autonomy could increase the employees” attachment to the
organization which consequently could decrease staff turnover and absenteeism, and also promotes the
design of sustainable human resource management strategies. Such a strategy could aim, for example,
to increase the capacity of enterprises to adapt to Industry 4.0 requirements by adopting digitalization
of business in all its aspects [65].

The present research additionally highlights the relationship between the teleworkers” autonomy
and their abilities. Thus, a high degree of autonomy determines employees to develop specific abilities
in order to reduce their professional dependence on peers or managers. This perspective is addressed
by another study [66] which correlates work autonomy—as a form of job resources—with perceived
work abilities. An implication of this result is that teleworkers gain an intrinsic motivation to develop
themselves professionally and personally. This could lead to an increase in the efficiency of staff training
and development programs supported by the organization and could be a sustainable professional
career strategy for the individual.

The final significant conclusion of the study concerns sustainable social implications of telework.
Telework proves itself a sustainable work system that allows the access into the labor market of
certain socio-professional categories that would otherwise have less employment opportunities
(mothers with small children, people living in rural areas etc.). Following the directions set by other
researchers [31,44,56,57], the model designed in this paper highlights that telework could generate
sustainable social effects both in terms of human resources management (e.g., job opportunities for
women with children, reducing unemployment in rural areas), as well as rendering other activities with
social implications more efficient (e.g., reducing traffic on public roads). The issue of traffic on public
roads has also been investigated from the point of view of time traffic [67], which can be considered
a determinant of subjective well-being [68]. This suggests the possibility of biunivocal analysis
of the relationship between the individual and social implications of telework. As a consequence,
organizations could be more involved in corporate social responsibility activities and try to provide a
long-term solution to the problems of the communities they belong to.

The results of the present research can be extrapolated cautiously to other countries, with
telework implementation being influenced by various factors (legislative, cultural, technological, and
demographic) specific to each country. For example, in Slovakia the employees perceive telework as an
informal advantage with a potential positive impact on productivity and satisfaction [69]. Although the
telework valence to create a better work-life balance seems quite universal, in France work-life balance
is slightly perceived as a favorable factor for telework adoption [67]. However, telework becomes
a valid option for large cities where the time spent on travel is high [67]. Corroborating these few
examples with our research, a new hypothesis may arise: telework could be perceived more favorable
in the Central and Eastern European countries than in Western Europe. This could be a new direction
of research. The main limitation of the present study is that the model does not include all factors
that could explain the social implications of telework. Therefore, future studies could include other
organizational variables (e.g., attitudes of management towards telework) and individual variables
(type of personality, socio-demographic variables, etc.).

Author Contributions: Conceptualization, C.-E.T.; methodology, D.-M.V.; formal analysis, C.-E.T. and D.-M.V.;
investigation, C.-E.T. and G.T.; data curation, D.-M.\V.; writing—original draft preparation, C.-E.T. and D.-M.V.;
writing—review and editing, A.-M.D. and G.T.; supervision, A.-M.D. and G.T.; project administration, A.-M.D.;
funding acquisition, A.-M.D.

Funding: The research published in this article has been supported by the Romanian government through
the CERTRAN project—The Upgrade of the Research Capacity in Economics through Development of a
Transdisciplinary Research Infrastructure.

205



Sustainability 2019, 11, 3506

Conflicts of Interest: The authors declare no conflict of interest.

References

1.  Popescu, R.R. Aspecte controversate cu privire la noua reglementare a telemuncii. Rev. Romidnd Dreptul
Muncii 2018, 3, 50-55.

2. Dimitriu, R. Munca in spatiul privat. Rev. Romdnd Dreptul Muncii 2013, 9, 23-32.

3. DeSanctis, G. Attitudes toward telecommuting: Implications for work-at-home programmes. Inf. Manag.
1984, 7, 133-139. [CrossRef]

4. Haddon, L.; Lewis, A. The experience of teleworking: An annotated review. Int. |. Hum. Resour. Manag.
1994, 5, 193-223. [CrossRef]

5. Pinsonneault, A.; Boisvert, M. The impacts of telecommuting on organizations and individuals: A review of
the literature. In Telecommuting and Virtual Offices: Issues and Opportunities; Johnson, N.J., Ed.; Idea Group
Publishing: Hershey, PA, USA, 2001; pp. 163-185.

6.  Gajendran, R.S.; Harrison, D.A. The Good, the Bad, and the Unknown About Telecommuting: Meta-Analysis
of Psychological Mediators and Individual Consequences. J. Appl. Psychol. 2007, 92, 1524-1541. [CrossRef]
[PubMed]

7. Wojcak, E.; Bajzikova, L.; Sajgalikova, H.; Polakova, M. How to Achieve Sustainable Efficiency with
Teleworkers: Leadership Model in Telework. Proceedings of the 5th International Conference on Leadership,
Technology, Innovation and Business Management. Procedia Soc. Behav. Sci. 2016, 229, 33—41. [CrossRef]

8. Sarbu, M. The role of telecommuting for work-family conflict among German employees. Res. Transp. Econ.
2018, 70, 37-51. [CrossRef]

9.  Hill, EJ; Ferris, M.; Martinson, V. Does it matter where you work? A comparison of how three work venues
(traditional office, virtual office, and home office) influence aspects of work and personal/family life. |. Vocat.
Behav. 2003, 63, 220-241. [CrossRef]

10. Golden, T.D.; Veiga, J.F. The impact of extent of telecommuting on job satisfaction: Resolving inconsistent
findings. J. Manag. 2005, 31, 301-318. [CrossRef]

11.  Fonner, K.L.; Roloff, M.E. Why teleworkers are more satisfied with their jobs than are office-based workers:
When less contact is beneficial. J. Appl. Commun. Res. 2010, 38, 336-361. [CrossRef]

12.  Vega, R.P; Anderson, A.J.; Kaplan, S.A. A within-Person Examination of the Effects of Telework. ]. Bus.
Psychol. 2015, 30, 313-323. [CrossRef]

13.  Golden, T.D.; Veiga, ].E,; Dino, R.N. The Impact of Professional Isolation on Teleworker Job Performance
and Turnover Intentions: Does Time Spent Teleworking, Interacting Face-to-Face, or Having Access to
Communication-Enhancing Technology Matter? |. Appl. Psychol. 2008, 93, 1412-1421. [CrossRef] [PubMed]

14. Morganson, V.J.; Major, D.A.; Oborn, K.L.; Verive, ].M.; Heelan, M.P. Comparing telework locations and
traditional work arrangements: Differences in work-life balance support, job satisfaction, and inclusion.
J. Manag. Psychol. 2010, 25, 578-595. [CrossRef]

15.  Onken-Menke, G.; Niiesch, S.; Kroll, C. Are you attracted? Do you remain? Meta-analytic evidence on
flexible work practices. Bus. Res. 2018, 11, 239-277. [CrossRef]

16. Ansong, E.; Boateng, R. Organisational adoption of telecommuting: Evidence from a developing country.
Electron. |. Inf. Sys. Dev. Ctries. 2018, 84, €12008. [CrossRef]

17.  Nilles, ].M. Telecommuting and urban sprawl: Mitigator or inciter? Transportation 1991, 18, 411-432.
[CrossRef]

18. Lund, J.R.; Mokhtarian, P.L. Telecommuting and residential location: Theory and implications for commute
travel in monocentric metropolis. Transport. Res. Rec. 1994, 1463, 10-14.

19. Jaff, M.M.; Hamsa, A.A. Estimating commute-travel implications of telecommuting by female employees in
Kuala Lumpur, Malaysia. J. Traffic Transp. Eng. 2018, 5, 148-155. [CrossRef]

20. Nakanishi, H. Does Telework Really Save Energy? Int. Manag. Rev. 2015, 11, 89-97.

21. Shabanpour, R.; Golshani, N.; Tayarani, M.; Auld, J.; Mohammadian, A. Analysis of telecommuting behavior

and impacts on travel demand and the environment. Transport. Res. Part D Transp. Environ. 2018, 62, 563-576.
[CrossRef]

206



Sustainability 2019, 11, 3506

22.

23.

24.

25.

26.

27.

28.

29.
30.

31.

32.
33.

34.
35.

36.

37.

38.

39.

40.

41.

42.

43.

44.

45.

46.

Duxbury, L.; Higgins, C.; Neufeld, D. TeleWork and the Balance between Work and Family: Is TeleWork
Part of the Problem or Part of the Solution? In The Virtual Workplace; Igbaria, M., Tan, M., Eds.; Idea Group
Publishing: Hersey, PA, USA, 1998; pp. 218-255.

Johnson, N.J. Case Study of the St. Paul Companies’ Virtual Office for the Risk Control Division.
In Telecommuting and Virtual offices: Issues and Opportunities; Johnson, N.J., Ed.; Idea Group Publishing:
London, UK, 2001; pp. 148-161.

Maruyama, T.; Hopkinson, G.P,; James, PW. A multivariate analysis of work-life balance outcomes from a
large-scale telework programme. New Technol. Work Employ. 2009, 24, 76-88. [CrossRef]

Chung, H.; van der Lippe, T. Flexible Working, Work-Life Balance, and Gender Equality: Introduction.
Soc. Indic. Res. 2018, 1-17. [CrossRef]

Malik, M.I; Saleem, F.; Ahmad, M. Work-Life Balance and Job Satisfaction among Doctors in Pakistan. South
Asian |. Manag. 2010, 17, 112-123.

Haar, ].M.; Russo, M; Suiie, A.; Ollier-Malaterre, A. Outcomes of work-life balance on job satisfaction, life
satisfaction and mental health: A study across seven cultures. J. Vocat. Behav. 2014, 85, 361-373. [CrossRef]
Kumari, L. Employees’ Perception on Work Life Balance and its Relation with Job Satisfaction in Indian
Public Sector Banks. Int. |. Eng. Manag. 2012, 2, 1-13.

Zamtfir, C. Un Sociolog Despre Munci si Satisfactie; Editura Politica: Bucuresti, Romania, 1980; pp. 15-40.
Emilian, R., (coord.). Managementul Resurselor Umane; Editura ASE: Bucuresti, Romania, 2014; Available
online: http://www.biblioteca-digitala.ase.ro/biblioteca/carte2.asp?id=48&idb (accessed on 12 April 2019).
Galvez, A.; Martinez, M.].; Pérez, C. Telework and Work-Life Balance: Some Dimensions for Organisational
Change. . Workplace Rights 2012, 16, 273-297. [CrossRef]

Gregg, M. Work’s Intimacy; Polity Press: Cambridge, UK, 2011; pp. 23-55.

Tremblay, D.G.; Thomsin, L. Telework and Mobile Working: Analysis of Its Benefits and Drawbacks. Int. J.
Work Innov. 2012, 1, 100-113. [CrossRef]

Pyorid, P. Managing Telework: Risks, Fears and Rules. Manag. Res. Rev. 2011, 34, 386-399. [CrossRef]
Deery, M.; Jago, L. A framework for work-life balance practices: Addressing the needs of the tourism industry.
Tour. Hosp. Res. 2009, 2, 97-108. [CrossRef]

Chung, H.; Van der Horst, M. Women’s employment patterns after childbirth and the perceived access to
and use of flexitime and teleworking. Hum. Relat. 2018, 71, 47-72. [CrossRef]

Omari, M.; Standen, P. Selection for telework. In Managing Telework: Perspectives from Human Resource
Management and Work Psychology; Thompson Learning: New York, NY, USA, 2000; pp. 113-124.
McNaughton, D.; Rackensperger, T.; Dorn, D.; Wilson, N. Home is at work and work is at home: Telework
and individuals who use augmentative and alternative communication. Work J. Prev. Assess. Rehabil. 2014,
48, 117-126.

Golden, D.T. Altering the Effects of Work and Family Conflict on Exhaustion: Telework during Traditional
and Nontraditional Work Hours. J. Bus. Psychol. 2012, 27, 255-269. [CrossRef]

Carson, R.L.; Baumgartner, J.J.; Mathews, R.A_; Tsouloupas, C.N. Emotional exhaustion, absenteeism, and
turnover intentions in childcare teachers: Examining the impact of physical activity behaviors. |. Health
Psychol. 2010, 15, 905-914. [CrossRef] [PubMed]

Sardeshmukh, R.S.; Sharma, D.; Golden, D.T. Impact of telework on exhaustion and job engagement: A job
demands and job resources model. New Technol. Work Employ. 2012, 27, 193-207. [CrossRef]

Blount, Y. Pondering the Fault Lines of Anywhere Working (Telework, Telecommuting): A Literature Review.
Found. Trends Inf. Syst. 2015, 1, 163-276. [CrossRef]

Lopes, H.; Lagoa, S.; Calapez, T. Work autonomy, work pressure, and job satisfaction: An analysis of
European Union countries. Econ. Labour Relat. Rev. 2014, 25, 306-326. [CrossRef]

Sullivan, C.; Lewis, S. Home-based telework, gender and the synchronization of work and family: Perspective
of teleworkers and their co-residents. Gender Work Organ. 2001, 8, 123-145. [CrossRef]

Russo, M.; Shteigman, A.; Carmeli, A. Workplace and family support and work-life balance: Implications
for individual psychological availability and energy at work. J. Posit. Psychol. 2016, 11, 173-188. [CrossRef]
Yu, X.; Meng, X.; Chen, Y.; Chen, Y.; Nguyen, B. Work-family conflict, organizational ambidexterity and new
venture legitimacy in emerging economies. Technol. Forecast. Soc. Chang. 2018, 135, 229-240. [CrossRef]

207



Sustainability 2019, 11, 3506

47.

48.

49.

50.

51.

52.

53.

54.

55.

56.

57.

58.

59.
60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

Hofmann, V.; Stokburger-Sauer, N.E. The impact of emotional labor on employees” work-life balance
perception and commitment: A study in the hospitality industry. Int. ]. Hosp. Manag. 2017, 65, 47-58.
[CrossRef]

Cho, E.; Allen, T.D. The transnational family: A typology and implications for work family balance. Hum.
Resour. Manag. Rev. 2019, 29, 76-86. [CrossRef]

Zhao, X.R.; Ghiselli, R. Why do you feel stressed in a “smile factory”? Hospitality job characteristics influence
work-family conflict and job stress. Int. J. Contemp. Hosp. Manag. 2016, 28, 305-326. [CrossRef]

Razak, ML.L; Yusof, N.M.; Azidin, R.A.; Latif, M.M.; Ismail, I. The impact of work stress towards work life
balance in Malaysia. Int. |. Econ. Commer. Manag. 2014, 2, 1-16.

Gamor, E.; Amissah, E.E,; Boakye, K. Work-family conflict among hotel employees in Sekondi-Takoradi
Metropolis, Ghana. Tour. Manag. Perspect. 2014, 12, 1-8. [CrossRef]

Hynes, M. What’s ‘Smart’” About Working from Home? Telework and the sustainable consumption of
distance in Ireland. In Internet Research, Theory, and Practice: Perspectives from Ireland; Fowley, C., English, C.,
Thouésny, S., Eds.; Research-Publishing: Dublin, Ireland, 2013; pp. 225-243.

Hynes, M. Telework Isn’t Working: A Policy Review. Policy Paper. Econ. Soc. Rev. 2014, 45, 579-602.

Van Lier, T.; de Witte, A.; Macharis, C. How worthwhile is teleworking from a sustainable mobility
perspective? The case of Brussels capital region. Eur. |. Transp. Infrastruct. Res. 2014, 14, 244-267. [CrossRef]
Anghelache, C.; Anghel, M.G.; Marinescu, A.L. Analiza ratei de ocupare a populatiei si a costului lunar al
fortei de munca. Rev. Romdni Stat. Supl. 2018, 10, 3-16.

Wang, S.J.; Moriarty, P. Can new communication technology promote sustainable transport? Energy Procedia
2017, 142, 2132-2136. [CrossRef]

Hynes, M. Developing (tele) work? A multi-level sociotechnical perspective of telework in Ireland.
Res. Transp. Econ. 2016, 57, 21-31. [CrossRef]

Chakrabarti, S. Does telecommuting promote sustainable travel and physical activity? |. Transp. Health 2018,
9, 19-33. [CrossRef]

Higa, K.; Shin, B. The Telework Experience in Japan. Commun. ACM 2003, 46, 233-242. [CrossRef]
Malhotra, N.K.; Nunan, D.; Birks, D.F. Marketing Research: An Applied Approach, 5th ed.; Pearson: New York,
NY, USA, 2017; pp. 795-826.

Hair, J.E; Hult, T.M.; Ringle, C.; Sarstedt, M. A Primer on Partial Least Squares Structural Equation Modeling
(PLS-SEM); Sage: Los Angeles, CA, USA, 2017; pp. 95-115.

Hinton, P.R.; Brownlow, C.; McMurray, 1.; Cozens, B. SPSS Explained; Routledge: London, UK, 2004;
pp. 355-364.

Malhotra, N. Marketing Research. An Applied Orientation, 6th ed.; Pearson Prentice Hall: Upper Saddle River,
NJ, USA, 2010; pp. 690-719.

Proctor, T. Essentials of Marketing Research, 4th ed.; Prentice Hall/Financial Times: Harlow, UK, 2005;
pp. 296-312.

Trasca, D.L.; Stefan, G.M.; Sahlian, D.N.; Hoinaru, R.; Serban-Oprescu, G.-L. Digitalization and business
activity. The Struggle to Catch Up in CEE Countries. Sustainability 2019, 11, 2204. [CrossRef]

McGonagle, A.K.; Fisher, G.G.; Barnes-Farrell, J.L.; Grosch, J.W. Individual and work factors related to
perceived work ability and labor force outcomes. J. Appl. Psychol. 2015, 100, 376-398. [CrossRef] [PubMed]
Aguilera, A.; Lethiais, V.; Rallet, A.; Proulhac, L. Home-based telework in France: Characteristics, barriers
and perspectives. Transp Res. Part A Policy Pract. 2016, 92, 1-11. [CrossRef]

Serban-Oprescu, G.-L.; Dedu, S.; Serban-Oprescu, A.-T. An Integrative Approach to Assess Subjective
Well-Being. A Case Study on Romanian University Students. Sustainability 2019, 11, 1639. [CrossRef]
Bajzikovaa, L.; Sajgalikovab, H.; Wojcake, E.; Polakovad, M. How far is contract and employee telework
implemented in SMEs and large enterprises? (Case of Slovakia). Procedia Soc. Behav. Sci. 2016, 235, 420-426.
[CrossRef]

® © 2019 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
@ article distributed under the terms and conditions of the Creative Commons Attribution
BY

(CC BY) license (http://creativecommons.org/licenses/by/4.0/).

208



a“r sustainability m\p\py

Article

The Roles of Power Distance Orientation and
Perceived Insider Status in the Subordinates’
Moqi with Supervisors and

Sustainable Knowledge-Sharing

Xingshan Zheng !, Lan Li 1*, Fangyu Zhang 2 and Mengyuan Zhu 3

1 Antai College of Economics and Management, Shanghai Jiao Tong University, Shanghai 200030, China;

xszheng@sjtu.edu.cn

International Business School Suzhou, Xi’an Jiaotong-Liverpool University, Suzhou 215123, China;
Fangyu.Zhangl7@student.xjtlu.edu.cn

School of Economics and Management, Harbin Institute of Technology, Weihai 264209, China;
150320123@stu.hit.edu.cn

*  Correspondence: summer10038@sjtu.edu.cn

Received: 28 January 2019; Accepted: 1 March 2019; Published: 7 March 2019

Abstract: Although knowledge-sharing, an important facet of knowledge management, has been
encouraged for the sustainable development of organizations, this kind of behavior is still not
prevalent among group members. To enrich the literature and contribute to its practical usage, this
research proposed a model based on the fit theory to examine the roles of perceived insider status (PIS)
and power distance orientation in subordinates” Moqi with supervisors (SMS) and knowledge-sharing.
Survey data from eight firms in China contained 196 samples and was analyzed by MPLUS software
to justify the hypotheses. The results showed that: first, SMS predicted knowledge-sharing and
perceived insider status; second, perceived insider status positively mediated the relationship between
SMS and knowledge-sharing; third, power distance orientation not only positively moderated the
relationship between SMS and perceived insider status, but also positively moderated the relationship
between SMS and knowledge-sharing. This study enriched the literature on the antecedents of
knowledge-sharing and application of SMS. Additionally, this study proposes a few suggestions to
practitioners and researchers for establishing sustainable organizations.

Keywords: subordinates’ Moqi with supervisors; perceived insider status; knowledge-sharing; power
distance orientation; sustainable organization

1. Introduction

As one of the main contributors to the sustainability of society as a whole, organizations are
asked to change strategies to maintain long-term development [1]. How to efficiently allocate and use
resources determines the performance of organizations. Knowledge, the key content of knowledge
management, is a kind of important intangible resource that keeps organizations competitive in
markets [2,3]. As one of the business strategies for sustainable purposes, knowledge management
emphasizes on the use of knowledge and helps organizations transfer and create intellectual capital
to maintain long-term comparative advantages and stand out in fierce competition in the markets.
It is believed that the organizational sustainability relies on active interactions among employees and
efficient knowledge management in teams [4-6]. Past scholars point out that the implementation of
inter-member coordination and knowledge management greatly depends on employees” motivations
or intentions in knowledge-sharing [7,8]. Knowledge-sharing is defined as a process that allows
members to share ideas, information, and suggestions with each other and identify problems and
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propose solutions through formal or informal channels [9-11]. Past literature has verified that
knowledge-sharing predicts high organizational performance, innovation capabilities and conversion
rate of investment [12]. Although a series of incentives have been adopted in a wide range of
organizations to encourage knowledge-sharing behaviors, employees are still reluctant to share
knowledge with others [13]. Therefore, to prompt knowledge-sharing for the sustainable development
of organizations, it is important to explore how to inspire knowledge-sharing behavior within
organizations [14].

Recent literature about how to inspire knowledge-sharing behavior in organizations can be
roughly categorized into two streams. One stream tries to explore the effects of various types of
leadership including empowerment leadership [10], transformational and transactional leadership [15],
and abusive leadership [16]. The other stream examines the effects of individual characteristics
including individual personalities or dispositions, greed, openness, self-efficacy, age, gender,
and tenure [12,13,17-19]. Besides the above two parties, some researchers try to explore how
interactions between employees and supervisors influence knowledge-sharing behavior, however,
their findings are mostly concluded from Western countries’ cases and cannot be referred to the Eastern
context. Compared with the Western countries, the indirectness and euphemism in interpersonal
communication are higher in Eastern countries. On most occasions, Eastern people are less willing to
share their real thoughts with others and they used to let others “guess”. Since most Eastern countries
(e.g., Japan, Korea) are significantly influenced by Chinese culture in history, this study takes China as
a representative of the Eastern countries to explore how interactions between subordinates and their
supervisors influence knowledge-sharing behavior.

This research adopts a concept named “subordinates” Moqi with supervisors (SMS)” from Zheng
et al. [20] to describe the relationship between subordinates and supervisors in the Eastern context.
Mogqi is “a state of unspoken or tacit understanding between two parties” [20] (p.956). SMS reflects
the idea that interpersonal interactions and cooperation are achieved based on tacit understandings
instead of speaking out between subordinates and supervisors [20]. If the subordinates have high
“Mogqi” with their supervisors, they will better understand what their leaders really want and achieve
cooperation. Stamper and Masterson [21] assert that subordinates usually consider supervisors as
the representatives of the organization and their intentions in conducting the extra-role behaviors
depend on whether inferring themselves as insiders of groups [22]. If they think that they are the real
“teammates” with their supervisors, they will voluntarily perform well and take responsibilities beyond
their duties to support the supervisors. Perceived insider status (PIS) can be defined as the employees’
perceptions of interpersonal distance and to what extent they are accepted as organizational insiders
by the groups [23]. If the employees of groups perceive that they are accepted by the organizations,
they may be willing to spare no effort to support the development of organizations.

Subsequently, given the influence of cultural difference on the perceptions of employees toward
interpersonal relationships, this study adopts the “power distance” to narrate the relationship between
subordinates and supervisors. Past literature has confirmed that power distance orientation (PDO) is a
dimension of culture and can influence the behaviors of individuals and groups in organizations [24].
Power distance orientation is defined as the extent to which people accept inequality between
classes [25,26] and this concept has been applied to evaluate the individual difference between countries.
Additionally, Farh et al. [27] believe that the values of PDO are different from individual to individual
even when in the same country. In the organizational context, the difference in PDO will influence
employees’ perceptions and behaviors. If individuals have high PDO, they will keep a longer distance
from their supervisors and obey the orders more.

This study attempts to explore the roles of perceived insider status and power distance orientation
in the influential mechanism between SMS and knowledge-sharing behavior. The rest of this study is
organized as follows. In Section 2, a brief background is provided, followed by the proposition of a
series of hypotheses. In Section 3, this research describes the research method. In Section 4, the results
of the model hypotheses are explained. In Section 5, the findings are summarized and the relationships
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among SMS, knowledge sharing, and sustainable development are demonstrated. In Section 6 the
main conclusions, limitations of this paper, and further studies are discussed.

2. Background and Research Model

’

Sustainable development is widely concerned with having a positive effect on enterprises
long-term interest [28]. If enterprises neglect this issue, they will not only miss the opportunities for
development, but also face the risk of being eliminated by markets [29]. Past literature points out that
enterprises should try to save and reuse the resource, avoiding waste and over-exploitation [29].
To realize sustainable development, enterprises should consider the effects of the operation on
society, environment and stakeholder interests [30]. Generally, the patterns of development determine
the direction of sustainable development [31]. Many scholars have discussed the organizational
sustainability from the perspectives of entrepreneurship [32-36], human resources [29,37], the path
of knowledge capability [31,38—40], and corporate social responsibility [30], and suggest that
organizations design a sustainable development plan according to their own conditions. For example,
to realize sustainable innovation, manufacturing organizations should concern problems in technology;
while service organizations should be concerned with issues about the structure and business
model [41]. Among different elements for sustainable development, knowledge capability has been
concerned by researchers and practitioners, because this kind of capability can offer long-term resources
to the organizations for innovation [31]. As organizations acquire this capability, they will better react
to new opportunities and take chances to realize further development by utilizing knowledge and
upgrading the present technology [40]. On most occasions, organizations cannot reach high knowledge
capability without efficient human resource management. Since everyone’s capability and knowledge
are different, organizations may try to integrate these recourses to make full use of the knowledge [31]
to improve the productivity [37] and innovation [42] for long-term development [34]. Given the high
cost of training and hiring new talent, knowledge management is proposed to help organizations
realize the reuse of resources in teams.

Efficient knowledge management enables organizations to better utilize different kinds of
information and initiate comparative advantages [2,3,43]. As the key part of knowledge management,
knowledge-sharing behavior influences the diffusion of information, establishment of cooperation
and innovation [12,44]. Knowledge-sharing can help organizations to reuse the intangible resource
and improve the efficiency of organizations. Past literature has verified the positive effect of
knowledge-sharing in the cooperation and performance of organizations [44]. However, it is
not easy to transfer knowledge accurately and completely due to its adherence to individuals’
egos and occupations [45]. Therefore, it is necessary to explore how to inspire individuals’
knowledge-sharing behaviors.

2.1. Knowledge-Sharing

Knowledge-sharing occurs among individuals and organizations. In the organizational context,
knowledge is often shared among employees in the form of various work-related documents,
organizational rules, procedures, personal experiences, and technical tips [13]. During this process,
many factors influence individuals” intentions to share knowledge. Past literature finds that the
difference among individuals can influence their sharing behaviors. Connelly and Kelloway [17]
find that age, gender and tenure of working significantly influence individuals” knowledge-sharing.
For example, the interaction climate has a greater effect on female than male in sharing
knowledge. Subsequently, self-efficacy and openness to self-experience can influence knowledge
sharing [18,46,47]. Lin [47] finds that norms of reciprocity, self-efficacy and helping others can motivate
knowledge sharing.

Besides, leadership and organizational factors also are verified to be correlated with
knowledge-sharing. Authorized leaders can inspire subordinates to participate in knowledge-sharing
through empowering more power and resources to subordinates [10]. As employees perceive
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care [37], support [17,46], commitment [14,47] and fairness [48] in the groups, they are more
willing to participate in knowledge-sharing. Additionally, the climate and environment in
working places are also considered to influence knowledge sharing. An active communication
climate can enhance the individuals” willingness to communicate and share information with each
other [14]. In a multi-language working environment, language convergence will positively affect
knowledge-sharing [48].

Although past literature has verified many influential factors on knowledge-sharing, there are
still disputes over several factors. For example, the effect of trust on knowledge sharing is disputed
[48,49]. Some researchers find that social trust has no significant effect on employees’ intention in
sharing knowledge. However, general trust is verified to contribute to knowledge-sharing.

2.2. Subordinates” Moqi with Supervisors and Knowledge Sharing

One of the main streams exploring the antecedents of knowledge-sharing is from the perspective
of leaders. It is found that leaders may motivate the members to share knowledge in teams [10].
Scholars have verified the positive effects of the behaviors of leaders on employees’ knowledge-sharing,
such as empowering leader behavior, ethical leadership behavior, management support and
trust [10,12,50]. However, past literature merely focuses on the direct effects of the leaders’ behaviors
on knowledge-sharing, few of they explain the phenomenon from the perspective of the influence of
the tacit interactions between leaders and subordinates on knowledge-sharing. Supervisors create the
most immediate environment for employees through various kinds of behaviors at the workplaces,
indirectly influencing the attitudes of subordinates [22,51]. Therefore, it is necessary to study the
behaviors of supervisors and the consequences of these behaviors. Person-supervisor fit theory
reflects on the consistent and complementary compatibility between subordinates and supervisors [52].
To be specific, subordinates can get more invisible information and assistance through establishing
tacit understandings with supervisors, which reflects the complementarity in information resources
and abilities between supervisors and subordinates. Moreover, subordinates” understandings about
their supervisors” work expectations and tasks reflect the consistency of their work goals. Therefore,
the degree of SMS reveals the extent of match between subordinates and supervisor [20]. As the
subordinates reach high matching degree with their supervisors, the subordinates will adapt to work
with less pressure. On this occasion, subordinates will generate a stronger senses of safety, pleasant
mood, and then improve job satisfaction [53] and enhance emotional commitment and recognition of
the organization. Furthermore, subordinates’ proactive behaviors will increase as their defensiveness
decreases [54]. Past literature shows that subordinates with high SMS level seem to be more cooperative
and perceptive toward supervisors’ expectations and learn more beyond their duties [53], help their
colleagues [55], and perform more organizational citizenship behavior [53]. Past literature has been
verified that the close relationships that are established during the daily games can improve the
employees’ sense of belonging and intention to share knowledge [56]. However, if the SMS level is
maintained at a low level, subordinates may fail to accurately and fully understand their supervisors’
tacit information and expectation and they will fail to satisfactorily finish the task [20].

Since subordinates with high-level SMS have more tacit interactions with their supervisors,
they can acquire more responses from their supervisors and may feel being accepted, trusted,
and supported by their supervisors [20]. On this occasion, supervisors’ acceptance, trust and supports
can greatly reduce subordinates’ perceived cost in sharing knowledge, indirectly encouraging
subordinates to devote themselves to voluntary roles (e.g., knowledge-sharing) [12,55]. However,
if SMS stays at a low level, the failure interactions between subordinates and supervisors may lead to
employees’ divergence and resistance. On this occasion, subordinates may be negative toward the
work and less willing to devote themselves in in-role and extra-role contributions (e.g., knowledge
sharing). Therefore, it may be inferred that as subordinates have Moqi with their supervisors, and the
knowledge-sharing will happen. As reasoned above, this study hypothesizes:
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Hypothesis 1. SMS can predict knowledge sharing.

2.3. Subordinates’ Mogi with Supervisors, Perceived Insider Status and Knowledge-Sharing

Perceived insider status can be described as to what extent employee perceive that they are
accepted and recognized by the teams. Stamper and Masterson [21] propose two ways to define an
“insider” and “outsider” in groups. First, according to social exchange theory, organizations will
provide “insiders” with more resources or better remuneration; while “outsiders” cannot get the
same treatment. Second, according to organizational socialization strategy, employees can establish
psychological contracts with the organizations as they perceive that they are “insiders”. Therefore,
as employees receive more treatment than others, they will define themselves as “insiders” [57].

The SMS consists of two important traits including the abilities in understanding tacit
information and prominent coordination [20]. Specifically, subordinates with high-level SMS can read
invisible information from supervisors’ unspoken “words” via observing and analyzing supervisors’
expressions in eyes, tones of voice, and body language. Then, the ability of understanding supervisors’
real intentions, expectations and job requirements may help members to cooperatively conduct tasks
with proper and satisfying approaches. Person-supervisor fit theory emphasizes the compatibility
among people may give another angle to explain the “good match” between subordinates and
supervisors. In this study, perceived insider status can be introduced in the model. As mentioned
above, “insiders” may acquire status if they are accepted by the organizations [21]. Person-supervisor
fit theory believes that the degree of compatibility between employees” and supervisors’ characteristics
(e.g., values, personality, job demands, and behavioral styles) significantly influences individuals’
cognitions and the outcomes of teams (e.g., organizational citizenship behavior) [53,54,58]. SMS shows
the conformance in job expectations and job demands between supervisors and subordinates, which
make subordinates feel closely connected with their supervisors as insiders of the organizations [21].
To be specific, the cooperative actions of subordinates with high-level SMS may help them be accepted
by organizations [20]. On this occasion, the SMS can make subordinates feel that they match the
organizations and they are insiders of the groups [55,59]. Moreover, high SMS may help subordinates
get more information and other interests from their supervisors, which leads them to consider
themselves as “insiders” [20,21]. Through cooperatively solving problems and accomplishing tasks in
work, both supervisors and the subordinates will recognize their contribution to the organizations,
indirectly enhancing the sense of being in-group [60]. Thus, this study hypothesizes:

Hypothesis 2. SMS can predict perceived insider status.

Past literature has verified that perceived insider status can inspire employees’ sense of belonging
which reflects the degree of the individual’s connection with others [23]. Thus, an individual may feel
that he/she is close to other members and establish interpersonal trust with them [12,19]. Although
there is evidence supporting the correlation between perceived insider status and extra-role behavior
(e.g., citizenship behavior) [21], knowledge-sharing that is one kind of extra-role behavior has not been
previously examined. As individuals trust their teammates and consider themselves as insiders of
organizations, they may not only try to get some rights but also to take certain responsibilities and
conduct organizational citizenship behavior [60]. To be specific, individuals with high perceived insider
status can more easily perceive trust, support and respect so that they will take the responsibilities
of positions and perform some altruistic behaviors beyond the requirements of their job duties (e.g.,
knowledge sharing) [10,21,37]. Past literature has verified that people with high-level perceived
insider status perform better in job satisfaction, organizational commitment, organizational citizenship
behaviors, and innovation [59].

By contrast, individuals with low perceived insider status may consider that they are abandoned
by the organizations because they hardly feel the commitment, trust and acceptance [21]. They will
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consider themselves as outsiders and care less about the goals and interests of the organizations. On this
occasion, employees’ organizational citizenship behaviors are hindered, and they will try to maintain
their advantages and interest to avoid being caught up by others [21]. Since knowledge-sharing may
threaten their advantages in skills or social capital [61], they will be reluctant to share knowledge.
According to the above, this study hypothesizes:

Hypothesis 3. Perceived insider status can predict knowledge sharing.

Furthermore, perceived insider status may play a mediator role in SMS and knowledge sharing.
As subordinates have strong SMS, they may maintain close relationships with their supervisors and
consider themselves as the insiders of the groups. Perception of being accepted by the organizations
can inspire individuals to trust others and contribute to the development of the groups [62]. On this
occasion, the more individuals perceive that they match with members and supervisors, the more they
trust others and conduct in-role and extra-role behaviors. Therefore, this study hypothesizes:

Hypothesis 4.  Perceived insider status positively mediates the relationship between SMS and
knowledge-sharing.

2.4. The Moderating Role of Power Distance Orientation

Power distance, as a culture value orientation [62], is closely correlated with the cross-class
relationship. Compared with Westerners, Easterners are more sensitive to the gaps between classes and
their behaviors are more obviously influenced by the responses of high ranks [26]. This study focuses
on the moderating effect of power distance at the individual level, namely power distance orientation
(PDO) [63]. Power distance orientation means the degree of acceptance of unequal distribution in
organizations among people [64]. Individuals with high power distance orientation feel that the
subordinates should obey supervisors without query [62,65] and keep a proper distance from the
supervisors [66]. However, people with low power distance orientation believe that members in the
groups should be generally equal and the relationships between ordinates and supervisors should not
be estranged.

Person-supervisor fit theory emphasizes “compatibility” that is about the relationships between
subordinates and supervisors. In these relationships, the degree of perceived distance determines the
extent of cooperation. Subordinates holding high-power-distance value may show deference, respect,
and loyalty to the authority (i.e., supervisors), at the same time, they prefer to maintain greater social
distance with the higher ranks [27,67]. On this occasion, supervisors’ responses generally have greater
influences on subordinates” attitudes and behaviors [67]. Any favor from supervisors to subordinates
will narrow the gap and strengthen the bonds between them [68].

SMS can help subordinates establish close links with supervisors to achieve cooperation as teams.
However, people with high PDO perceive that subordinates should keep distance with supervisors.
According to social comparison theory [69], people will pre-assess the distance with supervisors
through balancing the perception of “should keep distance” and the intention of “shorten perceived
distance”. For people with high PDO, they may be more sensitive to a change of distance (i.e., SMS)
and they are more likely to consider themselves as insiders. Compared with people with high-level
PDO, people with low-level PDO overestimate their relationships between their supervisors, and they
react less to a change of distance. To some extent, the higher the level of the PDO is, the more change
of the effect of SMS on PIS will be perceived. Together, this study postulates that PDO amplifies the
impact of SMS on PIS. Thus, this study hypothesizes:

Hypothesis 5. Power distance orientation positively moderates the relationship between SMS and perceived
insider status.
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Subsequently, for the people with high-level PDO, they may hold positive attitudes to “being
insiders” and tend more to behave proactively. In contrast, people with the low-level PDO may have
fewer reactions to the degree of being accepted by the groups and they will have less attachment
to their supervisors and teams. Thus, they are less willing to be engaged in performing extra-role
behavior, such as knowledge sharing. Thus, this study hypothesizes:

Hypothesis 6. Power distance orientation positively moderates the relationship between SMS and
knowledge sharing.

3. Materials and Methods

3.1. Study Design

A quantitative research method was adopted in this study by statistically analyzing the survey
data. All questions were designed as “required questions” and uploaded to one of Chinese biggest
online survey websites (www.wjx.cn) in advance. After discussing with the CEOs of 8 firms located in
Shanghai, Beijing, Zhejiang, Guangdong and Jiangsu provinces in China, the authors of this research
sent the electronic link of the online survey to managers to distribute to the subordinates to fill in.
Respondents were required to submit the surveys only after they finished all the questions from
10 July to 15 July in 2018. Finally, this study collected 196 valid data samples (60.5% of the whole
distributed surveys). Since these firms were in the cities with main clusters of industries in China and
they were the representative firms in manufacturing and service industries, the samples to some extent
were representative.

3.2. Measurement

The survey consisted of two parts, including demographic variables (gender, age, education,
the tenure of work) and scales of the constructs (subordinates Moqi with supervisors, perceived
insider status, knowledge sharing, and power distance orientation). The measurements adopted in this
research were selected from past literature and translated from English into Chinese by professional
translators. The whole translation process followed the suggestion of Brislin [70]. This study invited
two bilingual professors of management to check the translation validity of the Chinese version.
The measurements for constructs were all seven-point Likert scales (from 1 = strongly disagree to
7 = strongly agree).

Subordinates Moqi with supervisors was measured by an 8-item scale developed by Zheng et
al. [20]. Each subordinate was asked to independently report the state between him (her), and his (her)
supervisors. The scale was reliable in this study (Cronbach’s alpha was 0.933).

PIS was measured by a 6-item scale [21]. Each subordinate was asked to objectively evaluate her
(his) perceptions on to what extent they were accepted by her (his) group. Cronbach'’s alpha was 0.945,
which satisfied the requirement of reliability.

Knowledge-sharing was measured by an 8-item scale developed by Lu et al. [13]. Subordinates
were asked to report their intention to knowledge share behaviors objectively. The observed reliability
coefficient was satisfying (Cronbach’s o = 0.946).

Power distance orientation was measured by a 6-item scale [71]. Subordinates were asked to
objectively report their perceptions of power distance. The Cronbach’s « of this scale was 0.865 in
this study.

The demographic variables were settled as control variables to avoid their influence on dependent
variables [72,73].
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3.3. Participants

In the analysis stage 196 valid samples were involved. The percentage of male (67.3%) was higher
than females (32.7%). In terms of the age, the percentage of people who were at 31-40 was the highest
(568.2%), the second was people who were at 26-30 (29.6%), and rest people were between 31 and over
50 (12.3%). Regarding education, most of the subordinates were holders of Bachelor degree (63.3%),
followed by holders of Associate degree (16.8%), holders of Master degrees (15.3%), holders of high
school degree (3.6%), and holders of Doctor Degree (1%). Finally, by the tenure of work, 27.6% the
subordinates had worked for 1 to 3 years, followed by beyond 8 years (23.5%), 5-8 years (19.9%),
3-5 years (18.4%) and less than 1 year (10.7%). Furthermore, 19.4% of the participants had worked
with their supervisors for less than 1 year, 36.7% of the participants had worked with their supervisors
for 1 to 3 years, and 43.7% of the participants had worked with their supervisors for beyond 3 years.

4. Results

4.1. Descriptive Statistics and Correlations

The results of descriptive statistics (i.e., means and standard deviations) and correlations analysis
among constructs are presented in Table 1. As Table 1 shows: SMS was positively correlated with
PIS (r = 0.549, p = 0.000) and knowledge-sharing behavior (r = 0.717, p = 0.000), respectively. Then,
PIS was positively correlated with knowledge-sharing behavior (r = 0.547, p = 0.000). Finally, there
was no significant correlation between PDO and PIS (r = —0.047, p = 0.513), and between PDO and
knowledge-sharing behavior (r = —0.064, p = 0.374).

Table 1. Means, standard deviations, and correlations.

Indicator Means S.D. 1 2 3
1SMS 5.82 0.85 -
2 PIS 5.61 1.20 0.549 ** —
3PDO 3.19 116 0.011 —0.047 -
4 knowledge sharing 5.71 1.03 0.717 ** 0.547 ** —0.064

Note: N = 196. * p < 0.05; ** p < 0.01. SMS = subordinates” Moqi with supervisors; PDO = power distance orientation;
PIS = perceived insider status.

4.2. Confirmatory Factor Analysis

Confirmatory factor analysis (CFA) was conducted by Mplus in this study to check the quality of
the measurement model. Mplus has been applied for latent variable modeling (e.g., Zhang et al.) [74]
and its comprehensive function in dealing with different kinds of data has been confirmed by academia.
Mplus can be used to run onfirmatory factor analysis and a structural equation model (SEM) based
on various kinds of data (e.g., cross-sectional data, longitudinal data, single-tier data, and multi-tier
data). Since the data in this study is cross-sectional and continuous, Mplus can be used to examine the
hypotheses based on the collected data.

According to the suggestions of past literature [75,76], a series of indexes are adopted to
measure to what extent the model reproduces the data, including the values of X2 goodness-of-fit test
(x?/df), the comparative fit index (CFI), the Tucker-Lewis index (TLI), the root mean square error of
approximation (RMSEA), and the standardized root mean square residual (SRMR).

Before testing our hypotheses, this study performed CFAs in MPLUS software. At first, it set
up a four-latent-factor model including SMS, perceived insider status, knowledge sharing behavior
and PDO (My). Then this study compared the above model (M) with other three alternative models.
These alternative models were: three-latent-factor model (M;: SMS + PIS, PDO and knowledge
sharing behavior); two-latent-factor model (Mp: SMS + PIS + PDO, and knowledge-sharing behavior);
and one-latent-factor model (M3: SMS + PIS + PDO + knowledge-sharing behavior).
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Table 2 showed that the results of four-latent-factor model (x2 df=344, N=196 = 630.74; CFI = 0.928;
TLI = 0.921; RMSEA = 0.065; SRMR = 0.051) revealed superior fit and good discriminative validity of
main variables in this study [77].

Table 2. Confirmatory factor analysis (CFA) results for predicting discriminant validity of

main variables.

Model x2 Df A x* CFI TLI SRMR RMSEA
Quality Criteria >0.9 >0.9 <0.08 <0.08
four-factor model (MO0) 630.74 344 0.928 0.921 0.051 0.065
three-factor model (M1) 1253.96 347 623.22 0.773 0.753 0.085 0.115
two-factor model (M2) 1679.13 349 1048.39  0.667 0.639 0.128 0.139
one-factor model (M3) 2072.90 350 144216  0.569 0.534 0.138 0.158

Note: N =196. My = “subordinates” Moqi with supervisors, perceived insider status, power distance orientation,
and knowledge sharing behavior”; M; = “subordinates” Mogqi with supervisors + perceived insider status, power
distance orientation, and knowledge-sharing behavior”; M, = “subordinates” Mogqi with supervisors+ perceived
insider status + power distance orientation, and knowledge sharing behavior”; M3 = “subordinates” Moqi with
supervisors + perceived insider status + power distance orientation + knowledge sharing behavior”.

4.3. Results of Hypotheses Testing

This study took gender, age, education, organizational time, and the working time with
supervisors as control variables, and used the linear regression method to test the Hypotheses 1-3.
Then, this study tested H4 through using 1000-time bootstrapping approach. Finally, this study took
demographic variables as control variables and tested H5 and H6 by conducting the moderating
regression. Results were listed in Table 3.

4.3.1. Main Effects

Hypothesis 1 said that SMS could predict knowledge sharing behavior. According to the results
of model 1 in Table 3, SMS was positively correlated with knowledge sharing behavior ( = 0.87,
p = 0.000). Thus, H1 was supported.

Hypothesis 2 stated that SMS could predict PIS. The outcomes of model 6 in Table 3 indicated
that SMS was positively correlated with PIS (3 = 0.77, p = 0.000). Thus, H2 was supported.

Hypothesis 3 proposed that PIS could predict knowledge sharing behavior. The outcomes of
model 2 in Table 3 indicated that PIS was positively correlated with knowledge sharing behavior
(B =0.45, p = 0.000). Thus, H3 was supported.
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4.3.2. Indirect Effects

Hypothesis 4 predicted that PIS mediated the effect of SMS on knowledge sharing behavior.
The results of model 6 in Table 3 showed that SMS was positively correlated with PIS (3 =0.77, p =
0.000). In addition, SMS was positively correlated with knowledge-sharing behavior (3 = 0.87, p =
0.000) as shown in model 1 in Table 3. The results of model 3 showed that PIS was positively correlated
with knowledge-sharing behavior ( = 0.19, p = 0.001); while SMS was still positively correlated with
knowledge-sharing behavior (3 = 0.73, p = 0.000). The results in Table 4 indicated that the mediating
effect of PIS in SMS and knowledge-sharing behavior was significant. The 95% confidence interval of
the mediating effect of PIS was [0.064, 0.218], excluding zero. Thus, the mediating effect of PIS was
significant. Hypothesis 4 was supported.

Table 4. Mediating effect test results.

Relationship A b Indirect Effect  Direct Effect 95% conf.
SMS-PIS-Knowledge 0.771*  0.191* 0.147 ** 0.725 ** [0.050, 0.237]
sharing behavior

Note: N =196. * p < 0.05; ** p < 0.01. SMS = subordinates’ Moqi with supervisors; PIS = perceived insider status.

Hypothesis 5 stated that PDO moderated the relationship between SMS and PIS. The result of
model 7 in Table 3 showed that PDO positively moderated the effect of SMS on PIS (3 = 0.19, p = 0.018).
Figure 1 presented this moderating effect of PDO through exhibiting changes of the slopes [77]. As
PDO was maintained at a high level (1 standard deviation above the mean), SMS was positively
correlated with PIS (3 = 0.95, t = 7.07, p = 0.000). As PDO was maintained at a low level (1 standard
deviation above the mean), the positive effect of SMS on PIS was still significant (3 = 0.51, t = 3.83,
p =0.000). Compared with two coefficients, it could be inferred that the higher PDO reached, the
stronger effect of SMS on PIS would be. Together, these results provided support for Hypothesis 5.
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10 -
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\'

5 .
—e— Low PDO
--&-- High PDO
0
Low SMS High SMS

Figure 1. Moderating Effect 1.

Hypothesis 6 predicted that PDO positively moderated the effect of SMS on knowledge-sharing
behavior. Model 4 in Table 3 (M4) showed that PDO positively moderated the relationship between
SMS and knowledge sharing behavior (3 = 0.12, p = 0.004). Figure 2 presents this moderating effect
through exhibiting changes of the slopes. As PDO was maintained at a high level (1 standard deviation
above the mean), SMS was positively correlated with knowledge sharing behavior (3 = 0.58, t = 6.89,
p =0.000). When maintained at a low level (1 standard deviation above the mean), the relationship
was still significant (3 = 0.86, t = 10.18, p = 0.000). Compared with two coefficients, it could be inferred
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that the higher PDO reached, the stronger the effect of SMS on knowledge-sharing behavior would be.
Together, these results provided support for Hypothesis 6.

6.7

6.2 1

5.7 1

5.2 1

4.7 A

Knowledge Sharing

4.2 1
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-—m--Hi
37 High PDO

3.2 ;
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Figure 2. Moderating effect 2.

5. Discussions

5.1. Findings

The aim of this study is to understand how subordinates” Moqi with supervisors affects
knowledge-sharing behavior. According to the person-supervisor fit theory, this study proposes PIS as
the mediating factor and power distance orientation as the moderating factor in the subordinates” Moqi
with supervisors and knowledge-sharing behavior. Results show that: (1) Moqi between subordinates
and supervisors can inspire subordinates’ perception of being insiders of the groups and intentions to
share knowledge; (2) as subordinates consider they are insiders of the groups and the trusted followers
of their supervisors, they will conduct extra-role behaviors, including knowledge sharing behavior; (3)
perceived insider status mediates the effect of SMS on subordinates’ knowledge sharing behavior; (4)
power distance orientation positively moderates the relationship between subordinates” Moqi with
supervisors and perceived insider status; (5) the indirect effect of subordinates’ Moqi with supervisors
on knowledge-sharing through perceived insider status is positively moderated by PDO.

5.2. Subordinates” Moqi with Supervisors, Knowledge-Sharing Behavior and Sustainability

Subordinates” Mogqi with supervisors is a vital factor in motivating teamwork and development
of organizations [20]. A good understanding between subordinates and their supervisors can not
only establish closer relationships but also inspire identification and working motivation. On this
occasion, members of the team will be more willing to behave altruistically to take more responsibilities.
As a kind of altruistic behavior, knowledge sharing is the engine of accumulating and creating of
intangible capital. Efficient knowledge sharing not only enhances the relationships among members
but also generates more opportunities for innovation and reformation, indirectly prompting the whole
organizations to be sustainable.

6. Conclusions

This study explores the mechanism of how subordinates” Moqi with supervisors (SMS) influences
knowledge sharing behavior. In the path, perceived insider status is regarded as a mediator and
power distance orientation is considered as a moderator. The results show that, first, SMS positively
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predicted knowledge sharing behavior and perceived insider status; second, perceived insider status
positively mediated the relationship between SMS and knowledge sharing behavior; third, power
distance orientation positively moderated the relationship between SMS and perceived insider status
as well as the relationship between SMS and knowledge-sharing behavior. This study not only enriches
the literature, but also can be referred to by practitioners.

6.1. Implications

Compared with past literature, this study does not apply the prevalent theories that have been
widely adopted (e.g., social exchange theory), instead, this study adopts the person-supervisor fit
theory to explore the antecedent of knowledge sharing behavior from the perception of interaction
between subordinates and supervisors. The study verifies the predictive effect of person-supervisor fit
theory in explaining the knowledge-sharing behavior, which can be referred to by other scholars.

Subsequently, this study expands the finding of Zheng and his colleagues who examine the
influence of SMS on role behavior (e.g., task performance) [20], revealing the potential effect of SMS on
a specific extra-role behavior (e.g., knowledge-sharing behavior). This study extends the influence of
SMS from role behavior to extra-role behavior and provides a more comprehensive understanding
of SMS.

Additionally, this study explores the mechanism from antecedent to knowledge-sharing
from a different angle. Past scholars mainly explore the influential mechanisms of antecedents
on knowledge-sharing from the perspective of social capital, motivation, social network and
social exchange, enrolling trust, identification and social interaction [78], greed and perceived
self-efficacy [13], expected organizational rewards, reciprocal benefits, knowledge self-efficacy,
enjoyment in helping others and justice [12,19,79]. Based on person-supervisor fit theory, this study
develops the findings of Zheng et al. [20], proposes the potential effect of a self-concept strategy
(i.e., perceived insider status) and reveal its effect in self-concept and knowledge sharing [58]. It
is consistent with the view of Shamir who proposes that work behavior may be an expression of
individual self-concept that employees want to affirm in work [80].

Finally, this study verifies the moderating effect of culture (i.e., power distance orientation). High
power distance reflects greater social distance orientation and low power distance emphasizes equality
in power [68]. Past literature believes that good work outcomes may be achieved if individuals’ PDO
stay at a low level. For example, PDO can moderate the positive cross-level relationship between
transformational leadership and procedural justice. The relationship is stronger at low-level PDO
rather than high-level PDO [65]. The results of the current study show the positive moderating effect
of PDO on the relationship between SMS and PIS. High PDO amplifies the influence of SMS on PIS and
knowledge-sharing. The results specify the effect of interaction between subordinates and supervisors
on employees’ behaviors in the Eastern context.

The present findings have several managerial implications. Firstly, the results of this study
reveal that SMS can predict knowledge-sharing. It is suggested that SMS is an important factor that
promotes employees’ outcomes. To inspire more subordinates” knowledge sharing for organizational
sustainability, organizations may encourage employees to build SMS with their supervisors. High
SMS can inspire employees to share their knowledge and capital with the organizations, indirectly
contributing to the innovation and development of quality of human resources. High-quality and
frequent knowledge-sharing can help organizations build high-skill and innovative teams to survive in
the competitions and maintain sustainable development in the future. Secondly, the results of this study
show that subordinates with high PDO are likely to share knowledge. In multicultural background
teams, managers may apply different strategies to promote employees” knowledge-sharing so that the
teams can be innovative, flexible and sustainable in a complex environment. Thirdly, findings show
that PIS is positive to knowledge-sharing. Thus, supervisors and organizations may pay attention
to managerial practices related to PIS of subordinates, such as organizational support, justice and
delegation [21, 60,62]. Through inspiring the perceived insider status, the teams can cultivate a climate
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of trust so that the members may help each other to work more sustainably. Finally, other strategies
that can promote the PIS of subordinates may be integrated into leadership training programs [62].

6.2. Limitations and Future Research

The present study has several limitations that should be noticed in future research. Firstly, this
study conducts self-reported surveys which may lead to common method variance. To reduce the
threat of common method variance, future research may collect data at several different time stages.
Secondly, the data of SMS is collected from subordinates. Future research should measure SMS
from both subordinates” and supervisors’ perspective in order to get a more objective measure of the
constructs [81]. Thirdly, this study only explores the mediating effect of one dimension of self-concept
(i.e., PIS). Future research may examine the influence of SMS on employees’ others behavior via
self-esteem (i.e., another dimension of self-concept) [82]. Finally, this study only examines the influence
of SMS on knowledge sharing in the Chinese context; future research can test the model in different
cultural contexts or through a comparative approach in different countries.
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Abstract: Innovation, as the key concern of sustainable human resource management, is one of the
motivators of the sustainable development of organizations. However, past literature believes that
innovation may be hindered by the organizational political climate. Based on the self-determination
theory, this study proposes a new perspective to transfer the effect of this climate on innovation
through the mediating role of cynicism and the moderating role of personal trait regulatory focus.
Findings from 341 seven-point Likert survey questionnaires of employees in a Chinese automobile
enterprise revealed that: first, the organizational political climate (expect interpersonal relationships)
negatively predicted radical creativity and incremental creativity; second, organizational cynicism
mediates the negative relationship between the organizational political climate and radical creativity
and incremental creativity; third, the mediating effect of the organizational cynicism relationship
between the organizational political climate and dualistic creativity could be affected by the personal
trait regulatory focus. This study fills the gap in the relationship between organizational political
climate and innovation. Additionally, this study proposes several suggestions for the practitioners
and further research.

Keywords: sustainable human resource management; organizational political climate; organizational
cynicism; personal trait regulatory focus; employee innovation

1. Introduction

The appeal of the sustainable development of society motivates enterprises to change their model
and strategies into more long-term objects related to human issues [1,2]. Although past literature
continuously explores the issues related to sustainability [3], the concept of sustainability still remains
disputed in different research fields [4,5]. People, the environment and profitability are the three
main focuses of the sustainability of enterprises [6]. As one research stream that focuses on how to
influence individuals and groups in developing attitudes and behaviors consistent with a sustainable
approach [7], human resource management that has been verified to contribute to the development
of enterprises, initiating a new research direction in human resource management: sustainable
human resource management, covering a comprehensive scope [8,9]. In the study of sustainability,
the contents of sustainable human resource management are also widely discussed [10-13]. In this
study, the main tasks of sustainable human resource management are narrowed into attracting and
retaining talented employees with establishing a healthy and open work environment to motivate
the organization to achieve long-term development [12]. On this occasion, how to find individuals
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with talents and inspire employees” potential talents is extremely important [14,15]. Talent is not
only a term referring to people but also the characteristics of people, such as abilities, knowledge and
competencies [15]. Innovation as an important capability is the scope of management and the motivator
of the development of an organization [16]. However, the existence of an organizational political
climate that initiates in enterprises the self-interest behaviors of employees, a scarcity of resources and
the ambiguity of managerial policies have been considered to negatively influence the attitude and
behaviors of employees, including innovative behavior [17]. Although most researchers believe that
the organizational political climate may decrease the innovation of employees, the mechanism between
their relationships still needs more discussion. For example, the negative effect of organizational
cynicism derived from the organizational environment may turn weak, indirectly promoting the
attitudes of employees [18].

Based on self-determination theory, this study attempts to explore the mechanism by which
organizational political climate influences creativity, including radical creativity and incremental
creativity. In this paper, research will answer the following questions: what is the role of the
organizational cynicism in the organizational political climate and how it affects employees’ creativity?
Can the personal trait regulatory focus be regarded as the boundary condition of analyzing the
relationship between organizational political climate and creativity? How do organizational cynicism
and personal trait regulatory focus work on the way organizational political climate affects creativity?
The rest of this paper is organized into five sections. Section 2 reviews previous studies to give a
brief introduction of background and develops a conceptual model framework. Section 3 describes
the research method. Section 4 shows the results of the model hypotheses and path coefficient
analysis. Section 5 discusses the relationship between innovation, talent management and sustainable
business development. Section 6 summarizes the main conclusions and insights of this paper and
discusses shortages and further studies. Organizational innovation is the core force of the sustainable
development of organizations.

2. Background and Research Model

2.1. Organizational Political Climate and Employee Creativity

Organizational political climate is the shared perceptions of practices associated with
organizational recruitment, organizational decision-making, the achievement of goals, and the
allocation of resources and rewards [19]. Although the effect of organizational political climate on
individuals and organizations may not always be negative, the scarcity of resources and the ambiguity
of managerial policies may cause negative competition among members of organizations and
self-interested behavior that may lead to negative behavior [19,20]. A negative organizational political
climate tends to destroy the contract between employees and the organization, indirectly destroying
communication among individuals, performance and the proactive intentions of individuals, and the
establishment of shared values in the organization [19,21,22]. To be specific, in a high-level
organizational political climate context, the operation of an organization will be affected by many other
factors (such as power and relationship), making people attach too much importance to self-interest,
salary and welfare, and interpersonal relationships. After all these factors, the internal relationship
between employees and the organization will be weakened, leading to passive behaviors. Therefore,
as employees are in a high organizational political climate, their innovative behavior will be curbed.

In addition, the appearance of organizational politics is often accompanied by certain uncertainty and
ambiguity in policies, leading to a low level of employee safety and engagement due to doubt in guarantees
and supports from organizations [19]. As a kind of behavior, innovation behaviours of employees are
influenced by organizational climate [23]. If the organizational political climate is maintained at a high
level, the attitudes of employees will be passive, and the intentions of innovation will decrease.

Previous studies have shown that the boundary conditions should be considered by researchers
studying the influential process of organizational political climate [24]. Therefore, this study explores
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the effect of organizational political climate from three dimensions (self-interest, salary and promotion
and interpersonal relationship). In terms of creativity, it is also hard to measure through a single
dimension [25,26]. Therefore, this research classifies creativity into radical creativity and incremental
creativity, aiming to better understand the role of certain factors and related influences [27-29].
Radical creativity refers to innovative practice that is totally different from the existing condition,
and incremental creativity refers to a minor change in the existing framework for improvement [27].
According to the above, this study hypothesizes that:

Hypothesis 1a. Self-interested behavior negatively predicts radical creativity and incremental creativity
respectively.

Hypothesis 1b. Salary and promotion negatively predict radical creativity and incremental creativity
respectively.

Hypothesis 1c. Interpersonal relationship negatively predicts radical creativity and incremental creativity
respectively.

2.2. Organizational Cynicism

At the end of the last century, scholars first proposed organizational cynicism based on a
philosophical concept and extended the study of cynicism in a new direction [30]. Organizational
cynicism referring to the negative and negative attitude of employees towards the organization
generally exists in the organizational environment and occurs in the initial stage of the contract
relationship [31]. Organizational cynicism has three aspects, including employees’ beliefs, feelings and
behaviors towards the organization [32]. The appearance of organizational cynicism can be attributed
to problems within the organization, such as technical defects in the organizational system, leadership,
environment, etc. [33].

The characteristics of organizational cynicism are as follows: the first is perniciousness. As a
negative psychological state (e.g., disappointment, anger, frustration, etc.), cynicism can reduce the
performance of employees in the organization and the willingness and efficiency of labor [30,34].
Second is diffusivity. The appearance of cynical individuals within the organization will further affect
the specific performance of other employees in the organization [35]. Third is multi-dimension:
organizational cynicism may reflect three aspects: belief, emotion and behavior [36]. Fourth is
adherence: organizational cynicism exists in organizational contexts, directly affecting the employment
relations [37]. Fifth is dynamics: organizational cynicism is derived from the organizational
environment and can be accompanied by the dynamic change of organizational environment, time and
organizational structure [30]. On the one hand, the antecedents of organizational cynicism are the
perceptions of the workplace, such as political perception, fairness, psychological contract breath,
and organizational support perception [38].

As this study argues that the organizational political climate will negatively influence the
perceptions of employees, organizational cynicism, a negative attitude towards the workplace,
will increase. On the other hand, consequences of organizational cynicism are considered as negative
perception towards workplace, organizational citizenship behavior and performance [30,32]. Therefore,
it can be inferred that the high level of organizational cynicism creative behavior may decrease.
As organizational cynicism is maintained at a high degree, employees may lose confidence in the
organization, accompanied by a series of adverse behaviors such as lying, burnout [39]. On the
contrary, if few employees show negative attitudes to the organization and work, they may be
more willing to work efficiently and spare no effort in making use of their talents and knowledge
for innovation [38]. Furthermore, the effect of organizational cynicism may change with time and
organizational situation [40,41]. According to the above, this study hypothesizes that:

Hypothesis 2a. Organizational cynicism mediates the relationship between self-interest behavior and creativity.
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Hypothesis 2b. Organizational cynicism mediates the relationship between salary and promotion and creativity.

Hypothesis 2c. Organizational cynicism mediates the relationship between the interpersonal relationship
and creativity.

2.3. Personal Trait Regulatory Focus

Most studies explore the outcome of the organizational political climate and organizational
cynicism from the perspective of their negative effects [42]. However, the cynicism is changing all the
time because of its adherence to the organizational environment, time and organizational structure.
Additionally, the negative effect of organizational political climate and organizational cynicism may be
improved due to the improvement of what has been regarded as the key of competitiveness of enterprise
“H”. Enterprise “H” provided a rich situation. According to self-determination theory, individuals may
be proactive in order to change their life situation. Some scholars consider organizational cynicism
as a personal trait and the negative psychological situation can be changed [18,30]. Employees have
two different self-regulatory tendencies in the process of pursuing goals: facilitating personal trait
regulatory focus and defensive personal trait regulatory focus [43].

Individuals with facilitating personal trait regulatory focus are more sensitive to the acquisition of
positive results as they pursue self-realization, and therefore they have stronger motivations to achieve
goals. By contrast, individuals with defensive focus are afraid of loss and they are more sensitive to
negative outcomes, and therefore, they have stronger incentives to avoid loss. As a stable individual
characteristic, the personal trait regulatory focus has been proved to be an important moderator the
attitude and behavior of employees in many studies [44]. Employees with facilitating regulatory focus may
easier to identify potential opportunities with decreasing the negative effects of lacking self-efficacy [45].

From the perspective of self-determination theory, people with different personal trait regulatory
focus have various attitudes toward pressure due to the political climate, indirectly influencing their
attitudes toward innovation. The employees with facilitating personal trait regulatory focus will devote
their enthusiasm to conduct actions to overcome the problems [46]. The employees with facilitating
personal trait regulatory focus are more self-confident and radically creative [47]. Besides, these people
will be more willing to modify the improper situation based on their knowledge [48]. By contrast,
people with defensive personal trait regulatory focus are more willing to avoid huge change to avoid
uncertain results [49]. Therefore, they may be more willing to modify gradually to undermine negative
effects. Thus, this study hypothesizes that:

Hypothesis 3a. Facilitating personal trait regulatory focus moderates the relationship between organizational
cynicism and radical creativity.

Hypothesis 3b. Defensive personal trait regulatory focus moderates the relationship between organizational
cynicism and incremental creativity.

Personal trait regulatory focus can be adopted as a kind of intervention to guide the psychological
situation of individuals [42]. Therefore, this study adopts personal trait regulatory focus as a moderator
in the whole path by which political climate influences creativity. To be specific, the negative
effects of organizational cynicism on incremental creativity cannot be effectively moderated when
individuals intervene by facilitating personal trait regulatory focus. Also, the negative effects of
organizational cynicism on radical creativity cannot be effectively moderated when individuals
intervene by defensive personal trait regulatory focus. This paper finds out the boundary conditions
of the path of organizational political climate loss by personal trait regulatory focus. Thus, this study
hypothesizes that:

Hypothesis 4a. Facilitating personal trait regulatory focus moderates the relationships among organizational
cynicism, self-interest behavior creativity and radical creativity.
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Hypothesis 4b. Defensive personal trait requlatory focus moderates the relationships among organizational
cynicism, self-interest behavior and incremental creativity.

Hypothesis 4c. Facilitating personal trait regulatory focus moderates the relationships among organizational
cynicism, salary and promotion and radical creativity.

Hypothesis 4d. Defensive personal trait regulatory focus moderates the relationships among organizational
cynicism, salary and promotion and incremental creativity.

Hypothesis 4e. Facilitating personal trait regulatory focus moderates the relationships among organizational
cynicism, interpersonal relationship and radical creativity.

Hypothesis 4f. Defensive personal trait regulatory focus moderates the relationships among organizational
cynicism, interpersonal relationship and incremental creativity.

Figure 1 shows the conceptual framework of the study which portrays the impact of organizational
political climate, organizational cynicism, personal trait regulatory focus and dual innovation.

Personal Trait
Regulatory Focus

|
| |
| |
| Facilitating |
| | Regulatory Focus :
|
| Defensive |
| | Regulatory Focus :
L .

Organizational Political
Climate

Self-interest
Behavior

Salary & Promotion

Interpersonal
Relationship

Radical

Creativity

Organizational
Cynicism

— |

Incremental

Creativity

Figure 1. Conceptual framework.

3. Materials and Methods

3.1. Study Design

A quantitative research method with a survey questionnaire was adopted to explore the constructs
related to this research in a well-known automobile enterprise “H” located in the Beijing-Tianjin-Hebei
economic circle region in China. As a famous high-tech enterprise in the industry, independent research
and independent innovation ability have been regarded as the key to the competitiveness of enterprise
“H”. Enterprise “H” provided a rich number of samples for this study because it offered abundant job
types, including research and development (R&D) positions and design positions, and these positions
required different types of innovations. Employees from R&D and design positions could provide a
sample source for measuring radical creativity. Employees from production positions provided a rich
sample for this study to measure incremental creativity. Therefore, to some extent, the samples used in
this study were representative.

3.2. Measurement

A survey questionnaire was applied in this research, covering demographic variables (age,
gender, educational level, the tenure of work, position), organizational political climate, organizational
cynicism, dual innovation and personal trait regulatory focus.
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The measurements adopted in this research were selected from past literature and translated
from English into Chinese by professional translators. This study invited two bilingual professors
of business to check the accuracy of the Chinese version to ensure translation validity. Additionally,
a pilot test among 25 people was applied for the pre-test. The measurements for constructs were all
seven-point Likert scales (from 1 = strongly disagree to 7 = strongly agree) and were verified to be
reliable (Cronbach’s alpha > 0.6).

The organizational political climate was measured by a 13-item scale from Kacmar et al. [50].
This measurement was divided into three dimensions, including self-serving behavior (4 items),
compensation benefits and promotions (5 items) and the relationship between colleagues (4 items).
The Cronbach’s alpha of this measurement was 0.949.

Dualistic innovation was measured by a 6-item scale from Madjar et al. [27]. This measurement
was divided into two dimensions, including radical creativity (Cronbach’s alpha of this dimension
was 0.866) and incremental creativity (Cronbach’s alpha of this dimension was 0.799).

Organizational cynicism was measured by a 13-item scale from Dean et al. [30]. This measurement
was divided into three dimensions, including organizational cynicism belief, organizational cynicism
emotion and organizational cynicism behavior. The Cronbach’s alpha of this measurement was 0.834.

Personal trait regulatory focus was measured by a 12-item scale from Wallace et al. [48].
This measurement was divided into two dimensions, including accelerative focus (6 items) and
defensive focus (6 items). The Cronbach’s alpha of this measurement was 0.90.

Demographic variables were marked as control variables in this study to decline their influences
on constructs [51]. To be specific, this study marked female as “0” and male as “1”. In addition,
this study marked the position as a dummy variable (including operations, research and development,
design, research and development support, research and development management, general staff and
others) to define the difference between positions.

3.3. Participants and Procedures

This study used two methods to reduce common method bias. First, the supervisors were invited
to assess the performance of their followers in creativity (radical creativity and incremental creativity).
In the meantime, the employees were invited to respond to the survey about the political climate,
the organizational cynicism and personal trait regulatory focus (facilitating regulatory focus and
defensive regulatory focus). Secondly, this study collected data in three time periods. In the first period,
480 employees were invited to enroll the survey consisting of three parts: organizational political
climate, organizational cynicism, and demographic variables. Three weeks later, the researchers
sent questionnaires to the same group of employees to measure their personal trait regulatory focus.
A month later, the researchers invited supervisors of the employees who filled the questionnaires at
time periods 1 and 2 to rate the performance of employees in creativity. Finally, 341 effective samples
were obtained after eliminating the incomplete response and the incomplete response, with a 91.6%
effective response rate. To be specific, 89.2 percent were males and the rest were females. The average
age of participants was 30.6 years old and the average length of work in the company was 3.8 years.
Additionally, 68.1 percent of participants were bachelor’s degree holders.

4. Results

4.1. Descriptive Statistics and Correlations

According to Table 1, descriptive statistics and correlation coefficients can be checked. There was
a positive correlation between organizational political climate and organizational cynicism (r = 0.378,
p < 0.001). The organizational political climate is negatively correlated with radical creativity and
incremental creativity (r = —0.130, p < 0.05). Organizational cynicism was negatively correlated with
radical (r = —0.243, p < 0.001) and incremental creativity (r = —0.229, p < 0.001).
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4.2. Confirmatory Factor Analysis

In this study, Mplus 6.0 was used for confirmatory factor analysis to examine the measurement
model. Mplus is the mainstream analysis software for latent variable modeling. The software can
deal with confirmatory factor analysis (CFA) and structural equation modelling (SEM) through simple
programming techniques. It can be applied to measure different types of variables (e.g., continuous,
censored, binary, ordered categorical, unordered categorical) by analyzing diversified data including
cross-sectional data, longitudinal data, single-tier data and multi-tier data. In this study, the variables can
be measured by cross-sectional and continuous data. Therefore, Mplus is an appropriate tool for analysis.

According to the suggestions, the values of x> goodness-of-fit test (x?/df), the comparative fit
index (CFI), Tucker-Lewis index (TLI), the root mean square error of approximation (RMSEA) and
standardized root mean square residual (SRMR) could be adopted to explain the model fit [52,53].
The model fit indices reveal that to what extent the model reproduces the data.

Xz /df is used to measure the similarity between the observed covariance matrix and the expected
variance matrix. It is believed that for an accepted model, the valued of x?/df should be less than
5. CFI and TLI are used to compare the difference between the default model and the independent
model. If the values of CFI and TLI are greater than 0.900, and close to 1, the model fit is satisfying.
The RMSEA value is used to measure to what extent the model does not fit well. The value of this index
should be less than 0.08. The closer it is to 0, the higher the goodness of fit. SRMR is the square root of
the difference between the sample covariance matrix and the model covariance matrix. The value of
SRMR should be less than 0.08.

Table 2 showed that compared with the results of five-latent-factor model (r = 157.955, p < 0.01),
four-latent-factor model (r = 166.85, p < 0.01), three-latent-factor model (r = 483.271, p < 0.01),
two-latent-factor model (r = 930.725, p < 0.01), single-latent-factor model (r = 1638.318, p < 0.01).
The results of the eight-latent-factor model indicates that (499, N = 341) = 985.904, p = 0.000,
RMSEA =0.053, CFI = 0.932, TLI = 0.923, = 1.976, suggesting that the measurement model was
well established to realize discriminant validity. In addition, all the above abbreviations are shown in
the Appendix A.

Table 2. Structural model fit and model comparison.

Model X2 X2/df CFI TLI RMSEA  SRMR

Quality Criteria >0 <5 >0.9 >0.9 <0.08 <0.08
Eight-factor Model ~ 985.904 2.908 0.932 0.923 0.056 0.054
Five-factor Model ~ 1060.790 2.955 0.899 0.886 0.071 0.071
Four-factor Model ~ 1253.565 3.397 0.824 0.804 0.093 0.077
Three-factor Model ~ 1887.520 5.047 0.785 0.785 0.102 0.091
Two-factor Model ~ 2210.855 5.849 0.76 0.73 0.132 0.108
One-factor Model ~ 2426.440 6.389 0.491 0.455 0.155 0.128

4.3. Results of Hypotheses Testing

4.3.1. Main Effects

Hla-1c aimed to explore the influences of each dimension of organizational political climate
on radical creativity and incremental creativity. The table below shows the results of regression
and Hla-1b were supported; however, the Hlc was partially supported. To be specific, model 1 in
the table showed that self-interest was negatively correlated with radical creativity and incremental
creativity respectively ($ = —0.111, p = 0.041; f = —0.098, p = 0.046). Model 2 in the table showed
that salary promotion was negatively correlated with radical creativity and incremental creativity
respectively ( = —0.092, p = 0.008; = —0.106, p = 0.005). Model 3 in the Table 3 showed that
interpersonal relationships were not associated with incremental creativity (3 = —0.122, p = 0.008),
while, interpersonal relationships were negatively related to radical creativity (3 = —0.153, p = 0.055).
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4.3.2. Mediating Effects

The PROCESS program proposed was used by applying a bootstrap 5000 times to test the
mediating effect (H2a—2d) [54]. The table showed that H2a-2d were all supported. H2a predicted that
organizational cynicism positively mediated the effect of intellectual stimulation on radical creativity.
The results showed that the 95% confidence interval for direct effect was [—0.0658, 0.1540], containing
0; while the 95% confidence interval for indirect effect was [0.0307, 0.1147], excluding 0. Therefore,
organizational cynicism mediated self-serving behavior and radical creativity. H2b predicted that
the organizational cynicism positively mediated the effect of encouraging incentive on incremental
creativity. The results showed that the 95% confidence interval for direct effect was [—0.0491, 0.1565],
containing 0, while the 95% confidence interval for indirect effect was [0.0179, 0.0979], excluding
0. Therefore, organizational cynicism positively mediated the effect of encouraging incentives for
incremental creativity. H2c predicted that organizational cynicism mediated the positive correlation
between the idealized influence and radical creativity. The results showed that the confidence interval
of 95% of the direct effect was [—0.0421, 0.1948], including 0, while the confidence interval of 95%
of the indirect effect was [0.0337, 0.1326], excluding 0. Therefore, organizational cynicism positively
mediated the effect of salary promotion on radical creativity. In the meantime, H2c also predicted
that the organizational cynicism mediated the positive correlation between the idealized influence
and incremental creativity. The results showed that the confidence interval of 95% of the direct effect
was [—0.0545, 0.1716], containing 0, while, the confidence interval of 95% of the indirect effect was
[0.0224, 0.1159], excluding 0. Therefore, organizational cynicism positively mediated the effect of
salary promotion on incremental creativity. H2d predicted that organizational cynicism mediated
the positive correlation between the interpersonal relationship and radical creativity. The results
showed that the 95% confidence interval for direct effect was [0.0058, 0.2189], excluding 0, while the
95% confidence interval for indirect effect was [0.0239, 0.1172], excluding 0. Therefore, organizational
cynicism positively mediated the effect of interpersonal relationship on radical creativity. H2d also
predicted that organizational cynicism mediated the positive correlation between the interpersonal
relationship and incremental creativity. Table 4 showed that the confidence interval of direct effect 95%
was [—0.0614, 0.1429], containing 0, while the confidence interval of indirect effect 95% was [0.0211,
0.1101], excluding 0. Therefore, organizational cynicism positively mediated the effect of interpersonal
relationship on incremental creativity.

Table 4. Mediation effect test results.

Relationship Direct 95% Conf. Indirect 95% Conf.

Self-interested Behavior — Organizational

Cynicism —» Radical Crotivity 0.0441 [—0.0658, 0.1540] 0.0668 [0.0307, 0.1147]
Self-interested Behavior — Organizational 0.0537 [—0.0491, 0.1565] 0.0525 [0.0179, 0.0979]
Cynicism — Incremental Creativity
Salary and Promotion — Organizational 0.0763 [—0.0421, 0.1948] 0.0763 [0.0337, 0.1326]
Cynicism — Radical Creativity
Salary and Promotion — Organizational 0.0586 [—0.0545, 0.1716] 0.0639 [0.0224, 0.1159]
Cynicism — Incremental creativity
Interpersonal Relationships — Organizational = 1, [0.0058, 0.2189] 0.0644 [0.0239, 0.1172]
Cynicism — Radical Creativity
Interpersonal Relationships — Organizational 0.0407 [—0.0614, 0.1429] 0.0606 [0.0211,0.1101]

Cynicism — Incremental Creativity

4.3.3. Moderating Effect

To better test H3a-3b, two actions were conducted according to the suggestions [55]. First,
the cynicism, accelerative focus, and restrictive focus were centralized to calculate the interaction terms.
Second, the cynicism, accelerative focus, restrictive focus, the interaction terms and control variables
were enrolled in the regression stage. Table 3 showed that the accelerative focus positively moderated
the effect of cynicism on radical creativity (f = 0.284, p = 0.001). Therefore, H3a was supported.
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Additionally, Table 3 showed that the restrictive focus significantly moderated the effect of cynicism on
incremental creativity (3 = 0.206, p = 0.004). Therefore, H3b was supported. However, the accelerative
focus did not significantly moderate the effect of cynicism on radical creativity ( = 0.371, p = 0.057),
and the restrictive focus did not significantly moderate the effect of cynicism on incremental creativity
(B =0.145, p = 0.054). Figure 2 presented the moderating effects of defensive regulatory focus (a,b) and
facilitating regulatory focus (c,d).
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Figure 2. Graphic presentations of the moderating effects of defensive regulatory focus (a,b) and
facilitating regulatory focus (c,d).

4.3.4. Mediating Effect with Moderators on the Main Path

H4a predicted that the accelerative focus moderated the mediating effect of organizational
cynicism on the effect of self-serving behavior on radical creativity. The results showed that the 95%
confidence interval was [0.0225, 0.0977], excluding 0. Therefore, the H4a was supported. H4b predicted
that the restrictive focus moderated the mediating effect of organizational cynicism on the effect of
self-serving behavior on incremental creativity. The results showed that the 95% confidence interval
range is [0.0114, 0.0783], excluding 0. Therefore, H4b was supported. H4c predicted that the accelerative
focus moderated the mediating effect of organizational cynicism on the effect of salary promotion
on radical creativity. The results showed that the 95% confidence interval range was [0.0277, 0.1127],
excluding 0. Therefore, the H4c was supported. H4d predicted that the accelerative focus moderated
the mediating effect of organizational cynicism on the effect of salary promotion on incremental
creativity. The results showed that the 95% confidence interval range was [0.0138, 0.0932], excluding 0.
Therefore, H4d was supported. H4e predicted that the accelerative focus moderated the mediating
effect of organizational cynicism on the effect of interpersonal relationships on radical creativity.
The results showed that the 95% confidence interval range was [0.0249, 0.1038], excluding 0. Therefore,
the H4e was supported. H4f predicted that the restrictive focus moderated the mediating effect of
organizational cynicism on the effect of interpersonal relationship on incremental creativity. The results
showed that the 95% confidence interval range was [0.0118, 0.0867], excluding 0. Therefore, the H4f
was supported.
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5. Discussion

5.1. Findings

This study explores the influence of organizational political climate on employees’ dual creativity
based on self-determination theory and the role of organizational cynicism. The findings can be
summarized as follows:

5.1.1. The Negative Effect of Organizational Political Climate and the Mediating Effect of
Organizational Cynicism

The research finds that the dimensions of organizational political climate about self-interested
behavior and salary and promotion are negative to employees’ performance in innovation.
Additionally, organizational cynicism is considered to mediate the effect of self-interested behavior on
creativity and mediates the effect of salary and promotion on creativity. As employees are immersed
in a high degree organizational political climate, they will be sensitive to issues about self-interested
behavior and salary and promotion, and they may less devote themselves into work and innovation
and creation as they feel unjust about their treatment.

However, interpersonal relationships are only negatively related to incremental creativity and not
obviously related to radical creativity. This reveals that the high-degree political climate may influence
the innovative behaviours more in reformations of the present situation than in comprehensive
innovation. Furthermore, organizational cynicism is considered to mediate the effect of interpersonal
relationships on incremental creativity. This shows that employees” passion for reformation is
influenced by their perceptions about relationships among colleagues. If they perceive that the
relationships among colleagues are distant, they may less care about others” opinions and conduct less
reformative actions in their work places.

5.1.2. Moderating Effect of Personal Trait Regulatory Focus

The findings show that as people have a facilitating personal trait regulatory focus, the negative
effect of cynicism on radical creativity can decline. However, as people have a defensive personal trait
regulatory focus, the negative effect of cynicism on incremental creativity can decline. Additionally,
facilitating personal trait regulatory focus can moderate the mediating effect of cynicism on the
relationship between organizational political climate and radical creativity, while defensive personal
trait regulatory focus can moderate the mediating effect of cynicism on the relationship between
organizational political climate and incremental creativity.

6. Conclusions

The research shows that the negative effects of organizational political climate and organizational
cynicism on employees’ performance are not irreversible. This study regards cynicism as a dynamic
variable and the personal trait regulatory focuses as a moderating variable in the organizational
political climate. The results show that: first, self-interested behavior and salary and promotion are
negatively related to creativity. However, interpersonal relationships are only negatively related to
incremental creativity and not obviously related to radical creativity. Second, organizational cynicism
mediates the effect of self-interested behavior on creativity and mediates the effect of salary and
promotion on creativity. However, organizational cynicism only mediates the effect of interpersonal
relationships on incremental creativity. Third, as people have the facilitating personal trait regulatory
focus, the negative effect of cynicism on radical creativity can decline. As people have the defensive
personal trait regulatory focus, the negative effect of cynicism on incremental creativity can decline.
Fourth, a facilitating personal trait regulatory focus can moderate the mediating effect of cynicism
on the relationship between organizational political climate and radical creativity, while a defensive
personal trait regulatory focus can moderate the mediating effect of cynicism on the relationship

237



Sustainability 2019, 11, 257

between organizational political climate and incremental creativity. This study not only fills the gap in
the literature, but also can be referred to by practitioners for management.

6.1. Implications

The theoretical contributions of this study are as follows. First, this study provides a new research
perspective for understanding “how to restrain the negative effects of organizational political climate”
and expands the research scope of the relationship between “organizational climate-creativity” [56,57].
Secondly, this study enriches the research on antecedents and their influencing mechanisms of the two
types of creativity. At present, most studies on creativity focus on the exploration of antecedents [58],
however, few studies discuss a certain antecedent and its mediating mechanism. This study enriches
the research in creativity by exploring how the mechanism of organizational cynicism mediates
the relationship between organizational political climate and creativity from the perspective of the
organizational environment. Third, this study expands the research of personal trait regulatory
focus. Past literature mostly discusses the effect of personal trait regulatory focus on satisfaction [59],
performance [60] and motivation [49], while few studies discuss the effect of focus on creativity.
This study verifies the moderating effect of personal trait regulatory focus, a kind of personal trait,
on the relationship between organizational cynicism and creativity, enriching the relevant research
and providing a possible perspective for future studies on the theoretical boundary of creativity.

This study also can be referred to for practice. First, organizations may help employees to inspire
innovation. As employees work in a position that they are adept in, they may be more willing to
contribute to organizations [61]. If the employees recognize their role in contributing to innovation and
transformation, they may be more proactive and innovative. In addition, organizations may conduct
different policies to inspire their innovation and motivation according to the types of employees. For the
talented employees and knowledge employees, facilitating policies may be carried out to encourage
radical innovation. Compared with general workers, talented employees and knowledge employees
usually acquire skills faster and apply knowledge more flexibly, and therefore, the positive climate
and policy may inspire their talents to contribute to innovation and creation for the transformation of
organizations. For general workers, perceptions about interpersonal relationships should consider
which influences incremental creativity. Since general workers used to be the people who know
the emerging problems of work, their attitudes determine the performance of organizations. Thus,
organizations should be concerned with the feelings of those workers and assist these employees in
setting work goals and balancing their work and life well according to their personal characteristics.
Furthermore, organizations may encourage general workers to reform ways of working to overcome
problems in daily work.

Second, organizations may develop systematic staff training courses about personal trait
regulatory focus to cultivate the values of employees and build positive climates for employees.
Third, organizations may optimize staff deployment and recruitment by arranging for employees to
have a facilitating personal trait regulatory focus to different departments to decrease the negative
effect of the organizational political climate. In addition, organizations may deploy people with
defensive focuses to risk-control departments, while assigning people with facilitating focus to more
innovative and open positions.

6.2. Limitation and Future Research

As with all studies, this study has some limitations. First, this study only explores the perceptions
of employees from one automobile industry in China. The limitation in sample size and cultural and
industrial diversity of the case cannot be omitted. Future research can test the model with broad
contexts and a larger sample size. Second, this study applies quantitative research (survey-based) for
collecting data, however, a single research method cannot reflect the whole phenomenon. Therefore,
future research may apply a mixed method to explore similar phenomena. Moreover, this study
was not concerned with contextual factors and individual factors completely, and individual factors,
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contextual factors and their interactions may influence creativity [62]. Therefore, future research may
explore the interactive effect of individual factors and contextual factors, motivation, psychological
empowerment and committees in the study of creativity.
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Appendix A
Table A1l. Abbreviations.
Full Name of Terms Abbreviations
Research and development R&D
Standard deviation S.D.
Confirmatory factor analysis CFA
Structural equation modelling SEM
x? goodness-of-fit test x2/df
The comparative fit index CFIL
Tucker-Lewis index TLI
The root mean square error of approximation RMSEA
Standardized root mean square residual SRMR
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Abstract: For the career development of chief executive officers (CEOs), the existing literature lacks
research from the perspectives of gender and the environment. Starting with the perspective of
the environment, and through the adoption of the World Bank Survey Data on Chinese Enterprises
and China’s Comprehensive Social Survey (CGSS), this paper addresses the question: “Why do
companies choose female CEOs?” The analysis examines 15 aspects, including enterprise scale, age,
industry, owner, product market, market environment, city level, etc. The research findings are as
follows. (1) The corporate environment has an impact on CEO gender, and there are differences in its
nature and the degree of impact. Enterprise size, state-owned shareholding, radiation effect, market
environment, and gender culture have a significant negative impact on female CEOs, while product
features, industry characteristics, and female owners have a significantly positive impact on female
CEO:s. (2) In terms of the impact mechanism, the impact of the meso-environment on female CEOs
is significantly adjusted by the macro-environment. This paper extends the existing theory from
the perspectives of gender and the environment. Relevant policy recommendations are proposed to
provide a theoretical basis for the government to promote women’s employment policies and provide
effective suggestions for promoting women'’s career development.

Keywords: female CEOs; environment; regulating effect; gender culture

1. Introduction

Women are an important force in achieving sustainable development, and gender balance is very
important for enterprise development. In recent years, with the improvement of women’s education
levels, social and economic development, and the progress of science and technology, the proportion
and number of female executives are also increasing. This phenomenon has also aroused widespread
concern in academia [1]. However, as we have observed, the position of corporate chief executive
officers (CEO) is still dominated by males and rarely held by women.

As the existing theories of career development are concerned, neither occupational status
attainment theory nor human resource theory can reasonably explain why there are fewer female CEOs.
Both theories emphasize the importance of personal factors to career development. According to the
occupational status attainment theory, with economic growth and rising education levels, people’s
career development will depend on individual efforts, namely, their achievement factor, rather than
such ascribed factors as family background, etc. Human capital theory holds that education, work
experience, and skills are all rare resources of economic value and of great importance to career
development. However, as we see, with women'’s education levels going up and their years of working
and working experience increasing, their positions and levels have not improved accordingly. Only
a few women have made their way to CEO, breaking through the glass ceiling. Therefore, the few
women who break through the glass ceiling and become CEOs are more worthy of our research.

Sustainability 2019, 11, 4070; doi:10.3390/su11154070 243 www.mdpi.com/journal/sustainability
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So, from what perspective should we look at and understand the unusual behavior of companies
employing female CEOs? Theoretically, the drawback of the existing theories consists of the ignorance
of the impact of the company’s environment. The company’s workplace revolves around men, and as a
result, women have to learn through socialization and adapt to the environment to meet the demand of
enterprise development. Therefore, the environment is the key to understanding companies recruiting
female CEOs and breaking through the existing theories. In summary, we should study the gender
of CEOs from the perspective of corporate environment, namely: how does the environment affect
the gender of CEOs? The answer to this question will help us better understand and evaluate female
CEOs and promote sustainable enterprise development.

In view of the factors affecting CEO genders, scholars have carried out research regarding women'’s
own features [1], company characteristics [2], industry environment [3], cultural differences [4], and
other different perspectives, and have drawn many useful conclusions. These studies have both
strengths and shortcomings. First of all, there is a hypothesis behind previous studies that males
have stronger management ability than their female counterparts. However, gender is a kind of social
construction, and gender culture has a profound impact on the viewpoints toward males and females.
In fact, as Simone de Beauvoir, pioneer of the world feminist movement, put it like this, “Women are
not born, but acquired” [5]. Thus, the stereotyped cognition of women may more or less affect existing
research. Secondly, existing research studies lack an overall analysis framework, and the mechanism
analysis of the impacts of each factor is insufficient. Although different impact factors feature in
in-depth research studies, few studies in the literature have put different factors into a framework. In
fact, the designation of CEOs is a strategic issue that may be affected by the environment. However,
little of the existing literature has analyzed it from the perspective of the environment. In summary,
existing research studies rarely provide clear and credible answers to this issue [6].

Based on the above analysis, the core viewpoint of this paper is that there are no differences
between male and female CEOs in terms of ability, and the choice of female CEOs is a result that
may be affected by the corporate environment. The purpose of this paper is, on the basis of relaxing
the original hypothesis and considering that there are no differences between male and female CEOs
in terms of ability, to construct an overall framework of the corporate micro-environment, industry
meso-environment, and regional macro-environment from the perspective of the environment, and
conduct studies that ask: “why do companies choose female CEOs?” In response, this paper mainly
answers from two aspects. (1) What environmental factors have a significant impact on female CEOs?
(2) What is the impact mechanism of the environment on CEO gender?

The main approach adopted in this paper is to start with the corporate environment and
conduct research by selecting the World Bank Survey Data on Chinese Enterprises 2010 and China’s
Comprehensive Social Survey (CGSS 2012). To be specific, the corporate micro-environment is described
in relation to enterprise size, enterprise age, company attributes, industry characteristics, female owners,
and other aspects. The industry meso-environment in which enterprises are located is described in
relation to competition order, market environment, and other aspects. The regional macro-environment
in which enterprises are located is described from an urban economic level, radiation effect, city level,
gender culture, and other aspects. In short, the impact of the corporate environment on CEO genders
and its mechanisms have been studied.

The research findings are as follows. (1) The environment in which enterprises are located has
a significant impact on CEO genders. In the corporate micro-environment, compared with other
factors, enterprise size, state-owned shareholding, product features, industry characteristics, and
female owners have significant impacts on female CEOs. In the industry meso-environment, the
market environment is more important, yet it has a significantly negative impact on female CEOs.
In the macro-environment, the radiation effect and gender culture have significantly impacts on
female CEOs. (2) As far as the mechanism of action is concerned, CEO genders are by no means
impacted between various environments separately, but there is a kind of regulating effect. The gender
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culture in the macro-environment has a positive regulating effect on the market environment in the
industry environment.

The main contributions of this paper comprise the following. (1) The existing human resource
theory has been supplemented in a positive way. The existing human resource theory and occupational
status attainment theory both stress the individual’s own value and its realization, but ignore the external
environment, which is instead the key to explaining and understanding a company’s employment of
female CEOs. Therefore, from the perspective of gender and the environment, this essay makes up for
the shortcomings of the existing research and theories, and expands the existing theoretical framework.
(2) In terms of research design, this paper argues that there are no differences between males and
females in business management ability, which relaxes the original research hypothesis, and provides
a complete environment analysis framework for analysis of female executives, especially female
CEQOs, from an environmental perspective, and clarifies the impact mechanism between environments.
This paper argues that gender is the result of social construction, and it is impacted by the gender
culture. Thus, there are no differences in ability between males and females. Meanwhile, corporate
characteristics and the environment serve as the key factors to explain how women break through the
ceiling and enter into the top management of businesses [7]. Therefore, this paper provides a complete
environment analysis framework, further clarifies the impact mechanism of different environments
on CEO genders, and enriches existing research studies. (3) This paper is conducive to a reasonable
view, understanding, and evaluation of female CEOs, thus providing a reference for women’s career
development. The results of this paper show that female CEOs are impacted by gender culture,
industry differences, corporate characteristics, and other aspects. Females” assumption of the office
of CEO is the result of the environment. Thus, there is need to treat female CEOs more fairly and
rationally, so as to provide a good development space for female executives’ career development and
also provide reference for women'’s career development. (4) This paper also supplies an effective
reference experience for countries with economies in transition through the use of Chinese data. From
the perspective of sample selection, there are few existing studies on China. The Chinese economy is
in a critical period of transformation and development, and its market mechanism is not yet sound,
thus providing a broad space for exploring new concepts, theories, and insights [8]. Combined with
the economic background of China’s transition period, this paper provides an effective reference
experience for countries with transition economies or countries with imperfect market mechanisms
with regard to the increase of the proportion of female CEOs and the exertion of female CEOs’ abilities,
and also provides more empirical evidence for deepening the cognition of female CEOs.

The main structure of this paper is as follows. Firstly, the relevant literature is reviewed from
the micro, meso, and macro perspectives, and shortcomings in existing research studies are analyzed.
Secondly, a relatively complete analysis framework is constructed from the perspective of the enterprise
environment, and empirical analysis is conducted to test the robustness of the regression results.
Finally, the research conclusions are summarized, and policy recommendations are proposed.

2. Literature Review

2.1. Sex and Gender Socialization

Sex is an objective fact. With the development of productivity, gender culture was gradually
formed. It is well-known that sex is caused by physiological differences, which is an objective fact
that cannot be changed and must be recognized. In the primitive society, the basic needs of existence
formed a desire for reproduction. Due to the ignorance of reproductive science, since women can bear
children, respect and worship for women was formed in primitive societies. With the improvement of
productivity level and the gradual formation of the social division of labor, men gradually mastered
the dominant positions in production and life due to their innate advantages. After that, family and
marriage patterns also underwent major changes, and this change was also gradually strengthened,
thus forming the male-dominated gender culture [9].
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Under this gender culture, people gradually formed their understandings and even prejudices
against male and female. Therefore, gender is the inevitable outcome of the socialization process of sex.
The essence of gender is social construction. Gender culture is a basic component of human society
and culture, and it had a major impact on people’s productivity and lives [10]. Gender culture refers
to the values, ethics, knowledge experience, customs, system norms, and other ideologies and their
manifestations developed on the basis of social characteristics, social behaviors, and social relations
between males and females [10]. Its core is to divide human beings into males and females, assign
them different roles with separate connotations, identify different cultural instructions, and standardize
different behavioral logic and development paths. Thus, the essence of gender is social construction,
and it is influenced by gender culture [11].

2.2. Female and Sustainable Development

In terms of the relationship between women and sustainable development, women and sustainable
development promote each other and influence each other, as shown in Figure 1. On the one
hand, promoting women’s development and gender equality are inevitable choices for sustainable
development. Sustainable development is inseparable from women’s participation. The level of
development of women will not only affect the coordinated development of society, it will also affect
the way in which generations can achieve sustainable development. On the other hand, sustainable
development further protects the legitimate rights and interests of women. Women will also develop
themselves in the process of participating in sustainable development.

Promoting
Female Sustainability
Supporting

A4

A

Figure 1. Relationship between women and sustainable development.

So, how can women promote sustainable development? As shown in Figure 2, first of all,
in politics, respecting and protecting women’s interests is one of the standards of social progress.
Women'’s right to education and protection needs to be further strengthened. In terms of goals, gender
equality is an inevitable option for achieving sustainable development. In September 2015, the United
Nations Conference on Sustainable Development was held and officially approved, which was called
Transforming our World: The 2030 Agenda for Sustainable Development and proposed the goal of “realizing
gender equality and empowering all women and girls”. Today, gender discrimination is prevalent, as
the gap between women and men remains in employment, medical care, and political rights, etc. The
United Nations statistics show that as of 2014, 143 countries have guaranteed gender equity in their
constitutions, but 52 countries have yet to take the step.

Second, in terms of economics, female CEOs can reduce corporate risk, promote corporate
innovation, increase corporate value, and promote sustainable economic development. At the
enterprise level, the executive ladder theory [12,13] holds that the heterogeneity of the executive’s
characteristics affects corporate policies, risks, and performances [14]. In light of the relationship
between women and a company’s sustainable development, on the one hand, women constitute an
important part of corporate governance from the inside and increasing the number of women on the
board of directors raises the value of enterprises [15]. Female CEOs have improved the performance of
businesses [2]. In companies under complex environments, when the proportion of female executives
is high, it can indeed produce positive and significant returns [16] compared to other companies with
fewer female executives. At the same time, female CEOs promote corporate technological innovation
more than male CEOs [9]. On the other hand, as for the outside the company, the increase in the number
of female executives improves the quality of corporate information disclosure [17]. Therefore, the
female CEO is conducive to improving the enterprise’s value, promoting its innovation, and ensuring
its sustainable development.
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Politically: Education and protection are the basic rights of
women. Respecting and protecting women is one of the
hallmarks of social progress.

Economically: Female CEOs can reduce corporate risk,
Female promote corporate innovation, increase corporate value, and
promote economic development.

Sustainable
Development

In society: women in favor of family structure optimization,
will help improve the population quality and quantity

Figure 2. Mechanism for women to promote sustainable development.

Third, from a social perspective, women can promote the optimization of family structures and
improve the quality and quantity of the population. Sustainable development requires the broad
participation of the whole society in light of the driving force, and women are an important force in
achieving sustainable development. Women and girls make up half of the world’s population and
therefore takes up half of the world’s potential. As far as sustainable development is concerned, the
relationship between population quantity and quality needs to be coordinated. In light of physiological
function, women are essential to sustainable development, as population growth is the inexhaustible
driving force. At the same time, in terms of population quality, women play a crucial role in the
education and bringing up the next generation. A lack of maternal love affects the healthy growth
of children.

In summary, women are an important driving force for the sustainable development of the whole
society, to which the participation of women is more favorable. Therefore, it is necessary to give full
play to the role of women in the sustainable development of the whole society. At the same time,
corporate governance requires a new sustainable governance model that effectively unleashes the
combined potential of men and women in the enterprise [18]. In this model, the CEO is at the core, and
thus CEO gender is of great significance in corporate sustainability.

2.3. Environment and CEO Gender

2.3.1. Definition and Composition of the Environment

The environment has a major influence on enterprise operation and management. The environment
provides conditions for the survival and development of enterprises. From the perspective of system
theory, as an open system, an enterprise is a subsystem that is subordinate to the industry, society,
country, and even the whole world. In enterprise management, a correct understanding and analysis of
the environment is a prerequisite for the correct formulation of the strategy. In management research,
the environment has an imperceptible but considerable influence on organizational behavior [19].

For a company, the position of CEO is very important, and generally will not be easily replaced.
This means that the selection of CEO is a major strategic decision that affects the development of
the company. During the process of research on female executives, corporate characteristics play a
key role in accounting for women'’s entry into management [7]. At the same time, the selection and
appointment of senior executives is a typical strategic behavior and organizational result that is subject
to the level of industry and social and economic development. Therefore, building an integrated
environment is very helpful for studying the gender of CEOs.

We believe that the environment is a collection of factors that influence and constrain the
production and operation activities of enterprises. The environment includes not only the individual
micro-environment, but also the macro-environment such as the country, and the meso-environment
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between individuals and countries [20]. Therefore, according to the sphere of influence of the
environment, the environment can be divided into micro factors, meso factors, and macro factors [19,20].
In this essay, the micro-environment mainly refers to the internal characteristics of the enterprise,
including the age and scale of the enterprise, shareholding structure, the scope of sales of the products,
etc. The meso-environment refers to the characteristics of the sector and industry, including the market
environment and competition order. The macro-environment mainly includes the characteristics of a
country or city, specifically containing economic level, political level, cultural environment, etc., as
shown in Figure 3.

Macro- environment : National or
urban characteristics, including
culture, politics or law, stage of
technological development,
economic system, climate, etc.

Macro- environment

Meso- environment .
Meso- environment : Industry and

trade characteristics, including
industrial environment, industry

Micro-
environment

Micro- environment : Enterprise's
individual characteristics, including
enterprise age, stock equity
structure, operating characteristics,
etc.

Figure 3. Classification of Environment.
2.3.2. The Importance of the Influence of the Environment on the Gender of the CEO

As shown in Figure 4, the environment has a major impact on the gender of the CEO. First, the
environment calls for new requirements on enterprise development. Changes in the environment have
forced enterprises to adjust their business strategies to meet the requirements of their development,
and those that actively respond to changes in the external environment are the ultimate successful
enterprises. Therefore, the environment can impose new requirements on CEO abilities, in which only
those who meet the new requirements can become CEOs. Second, the environment is the implementer
of women’s socialization. In the process of women'’s socialization, families, schools, work units,
newspapers, books, movies, and networks are all providers of women’s socialization, and they are all
part of the environment.
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Enterprise

Achieve Development

Make
Environment Requirements Requirement
of Ability

Career
Development

Achieve

Make
Requirements Meet the
Demand
through
Socialization

Female
Employees

Figure 4. Illustration of the impact of the environment.

Therefore, the environment influences women to achieve socialization through learning, interaction,
and education. Only those women who meet the requirements of the environment can meet the
requirements of enterprise development and become CEOs.

2.3.3. Impact of Environment on CEO Gender

At the micro level, the existing research mainly involves the impact of enterprise internal
characteristics on the CEO’s gender, including enterprise age, performance, scale, and corporate
investors. As regards corporate performance and risk, it was discovered that white women and
women of color are more likely to be appointed as CEOs by companies with poor performance, while
white men may replace these white women and women of color when business risk increases and
performance declines [21]. In terms of corporate size, the academic community has not yet reached a
consensus, which is probably because there are differences in the measurement of corporate size [22].
Some researchers believe that bigger companies are more favorable toward female CEOs [23], while
others have noted that smaller companies are more likely to employ female CEOs [23]. In terms of
company age, Gul, Srinidhi, and Ng found that among the United States (U.S.) listed companies, the
older the company, the more female senior managers are employed [23]. However, Morikawa found
that among the listed companies in Japan, the younger a company is, the more likely it is to choose
female senior managers [24]. With regard to exterior perspectives, Brinkhuis and Scholtens researched
from the perspective of investors and found that investors have no impact on which gender should
be chosen for the position of a CEO [25]. Female CEOs and female-biased recruitment strategies are
significantly more favorable for women to become managers. However, these studies also found
that corporate internationalization and foreign investment have a negative impact on female senior
managers [7]. Moreover, the subsidiaries of parent companies and companies with trade unions have
a negative impact on female senior managers [24].

At the meso level, the existing research mainly focuses on the impacts of industry on the CEO’s
gender, yet the impacts from different industries on the CEO’s gender are different. In the United
States, there are more female senior managers in service industries than in other industries, especially
in health and social services [26]. Other studies have also revealed that there are more female directors
in retail sectors and fewer female directors in STEM (STEM is the abbreviation of the initials of science,
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technology, engineering and mathematics.) and financial sectors [27]. From the market point of view, a
sound market system can make a comprehensive assessment of the company’s development. However,
existing studies show that financial markets cannot accurately evaluate the tenure performance of
female CEOs [28], the stock market does not pay enough attention to the turnover of female CEOs, and
the negative market reflection is small [3].

At the macro level, the existing research mainly focuses on the impacts of the culture, system,
and political system on the CEO’s gender. With respect to culture, the degree of cultural equality
alleviates the differences in career development between women and men [29], and religion does not
affect the status of women on the board of directors [4]. Countries with less emphasis on family values
have more women directors [30,31]. As regards institution, transnational differences in institutional
structures and gender systems have affected women'’s chances of entry onto boards of directors [32].
At the same time, Grosvold, Rayton, and Brammer chose 23 countries as samples and found that
family, education, economy, and government have significant positive impacts on women’s entries onto
boards of directors [29]. In terms of political systems, it is found that countries with a long tradition of
women’s political representations are unlikely to have a high level of female board representatives [33].

In summary, the existing research is not complete in the following aspects.

First, they did not lay particular emphasis on the CEO’s gender as much as they focused on the
number and proportion of female senior managers. There are few in-depth studies on the quality of
employment of female senior managers. However, as women gradually become a major force of social
and economic development, attention should be paid to not only the number and proportion of female
senior managers, but also the quality of their employment. Only when the ratio of CEO genders is
improved can talents be fully utilized. In general, companies will choose male CEOs, but few women
will be CEOs. So, what are the reasons for choosing women as CEOs compared to men? Existing
research has failed to give a clear answer.

Second, they did not have a systematic analytical framework, and the analysis of the influence
mechanism of each environment was not sufficient. Although in-depth studies have been conducted in
micro, meso, and macro environments, few studies have placed micro, meso, and macro environments
into one framework. The process of recruiting senior managers, and CEOs in particular, may be
influenced by the corporate-level micro environment, the industry-level meso environment, and
the regional-level macro environment. Thus, it is quite necessary to place micro, meso, and macro
environments into one framework for analysis purposes.

Third, from the perspective of sample selection, existing studies are mainly concentrated in
countries and regions such as Europe and the United States, yet few studies have been conducted on
China. As the world’s second largest economy and a non-immigrant country, China has a different
cultural tradition and connotation compared with that of the Western world. The particularities of
China are mainly reflected in the following aspects. (1) Economically, China is now at the critical
period of transformation and development. In view of China’s large economic volume and difficulty in
transformation, it is important to pay attention to the processes required to efficiently utilize feminine
human power capital. (2) There is an imbalance in China’s economy; that is, there is a relatively
large regional gap in China’s economy, which provides a good test ground for studies of economic
differences and female senior managers. (3) Culturally, China is a unified and multi-ethnic country,
rather than a non-immigrant country, thus presenting the characteristics of multiculturalism featured
with great cultural differences within the region and attitudes toward women. Therefore, in the context
of transformation and development, China’s economic imbalance and cultural diversity are of great
significance to the studies conducted on the quality of employment of female senior managers during
the transition period.

Based on the above analysis, this paper constructs an overall framework featured with a micro
environment that is mainly represented by corporate characteristics, a meso environment that mainly
includes the industrial environment, and a macro environment that mainly involves regional economy,
gender culture, and so on. This paper analyzes the impacts of the corporate-level micro environment,
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industry-level meso environment, and regional-level macro environment on the quality of employment
of female senior managers in the Chinese context, supplementing the insufficiencies in existing
research studies.

3. Research Design

3.1. Data Source

The empirical data in this paper are derived from the World Bank’s Questionnaire Survey on
Chinese Enterprises 2012 and CGSS 2012, Report on China’s Provincial Marketization Index 2016, Google
Maps, and Sample City Statistics Yearbook

The collection of World Bank Survey Data on Chinese Enterprises 2012 was conducted from
December 2011 to February 2013, and the World Bank adopted the stratified sampling method in China
to investigate 2848 Enterprises across 23 cities (the provinces and cities mainly involved in the World
Bank’s Survey include Beijing, Shanghai, Guangdong: Guangzhou, Shenzhen, Foshan, Dongguan,
Anhui: Hefei, Hebei: Shijiazhuang, Tangshan, Henan Province: Zhengzhou City, Luoyang City, Hubei
Province: Wuhan City, Jiangsu Province: Nanjing City, Wuxi City, Suzhou City, Nantong City, Liaoning
Province: Shenyang City, Dalian City, Shandong Province: Jinan City, Qingdao City, Yantai City
Sichuan Province: Chengdu, Zhejiang Province: Hangzhou, Ningbo, and Wenzhou) and within 12
provinces (i.e., municipalities), including Beijing, Shanghai, and Guangdong province. Among them,
there were 2700 private enterprises and 148 state-owned enterprises. The survey provided the data
and additional information corresponding to one complete fiscal year of the chosen enterprises. The
reasons for choosing the data from the World Bank’s Questionnaire Survey on Chinese Enterprises
2012 were based on the following three aspects. First, due to the availability of data, micro-data at
the enterprise level is difficult to obtain publicly in China, and such data is the latest data from the
World Bank Survey on Chinese Enterprises that is publicly available at present. Second, in terms
of sample selection, the reason why the data of listed companies was not selected in this paper is
because non-listed companies constitute the main body of the Chinese market. As of 2016, there
were 3337 enterprises in the Shanghai and Shenzhen Stock Exchanges, whereas there were 87.054
million market entities of various kinds in China (statistics on the Number of Private Enterprises in
China, www.chinabgao.com, http://www.chinabgao.com/k/qiye/37764.html). Thus, the proportion of
listed companies in China remains relatively low, while the market entities are non-listed companies.
Third, compared with the non-listed companies, the Chinese listed companies have better corporate
governance characteristics and a more advanced system. Therefore, based on the comprehensive
consideration of the market and enterprise entities and the situation of corporate governance, the data
from the World Bank’s Questionnaire Survey on Chinese Enterprises 2012 can reflect the real situation
of Chinese enterprises in a more objective manner.

To ensure the accuracy of gender culture data, this paper chooses the authoritative and accurate
data from CGSS. There are two main reasons for the selection of this data. First, CGSS data can
guarantee the authoritativeness. Founded in 2003 and implemented by Renmin University of China,
CGSS is the earliest nationwide comprehensive and continuous academic investigation project in
China. In accordance with international standards, since 2003, CGSS has conducted continuous
cross-sectional surveys of more than 10,000 households throughout provinces, municipalities, and
autonomous regions of China every year. CGSS systematically and comprehensively collects data
from multiple levels—the society, community, family, and individual—summarizes the trends of social
changes, and probes into issues of great scientific and practical significance. Articles based on CGSS
data have also been published in more than 1000 academic journals. In 2007, CGSS represented China
and became a member of the International Social Survey Program and served as a window of China for
international exchanges and cooperation in social surveys. Moreover, CGSS data is considered to be at
par with the World Bank’s survey data. CGSS provides the data from all provinces, municipalities, and
autonomous regions throughout mainland China, including those sample cities surveyed by the World
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Bank. However, unfortunately, due to confidentiality requirements, CGSS data only published the
province information of samples, while the information about the prefecture-level cities of samples
remains unpublished. Therefore, the variables of gender culture in this paper reflect the overall
perspective of residents of such province toward women.

The market environment data is derived from the data of 2012 in Report on China’s Provincial
Marketization Index prepared by Fan Gang and Wang Xiaolu. The Report on China’s Provincial Marketization
Index evaluates the overall progress of market-oriented reforms in various provinces, autonomous
regions, and municipalities directly under the central government throughout China from 2008 to
2014, and charts progress from different aspects. Such data is widely quoted by both Chinese and
foreign scholars.

The center distance comes from Google Maps. We used Google Maps to measure the nearest road
distance from the sample cities to Beijing, Shanghai, Guangzhou, and Chongqing, and conducted the
normalization processing. The four central cities of Beijing, Shanghai, Guangzhou, and Chongqing
were chosen because the planning and positioning of the five national central cities of Beijing, Tianjin,
Shanghai, Guangzhou, and Chongging were clarified in the National Urban System Planning (2010-2020)
issued by the Ministry of Housing and Urban—Rural Construction in February 2010. As the capital
of China, Beijing is about 137 km away from Tianjin. To avoid complicating the research process,
this paper did not choose Tianjin as a central city. The reason for choosing highway distance is that
people have not yet realized the convenience of high-speed railway due to the limited routes of China’s
high-speed railways in 2012 and the railway network that is in progress. For this reason, we selected
highway distance instead of high-speed railway time.

The economic levels of sample cities are derived from the statistical yearbooks of each region.

3.2. Sample Selection

For the sake of efficient research, the raw data from the World Bank were screened and processed in
this paper. The main steps are as follows. (1) In consideration of the matching attributes of questionnaire
and samples, sample data marked with “No, does not match” are deleted according to Question A5
(Question A5: Sector match between screener information and sample frame; three options are given: 1.
Yes, the screener and sample frame info match; 2. No, the screener and sample frame do not match, but
the establishment still does activities that match the sample frame; and 3. No, does not match). (2) In
consideration of the authenticity and validity of the data, the sample data marked with “Not truthful”
and “Are arbitrary and unreliable numbers” are deleted according to questions A16 (Question A16: It
is my perception that the responses to the questions regarding opinions and perceptions; three options
are given: 1. Truthful; 2. Somewhat truthful; 3. Not truthful) and A17 (Question A17: In responses to
the questions regarding figures (productivity and employment numbers), three options are given: 1.
Are taken directly from establishment records; 2. Are estimates computed with some precision; and 3.
Are arbitrary and unreliable numbers). (3) For the sake of prudence, the missing values were deleted
among all the models, and no method was used for replacements.

The treatment processes of CGSS in this paper are as follows. (1) Samples of missing values that
did not answer the question were deleted. (2) For question A423 (Question A423 in CGSS: Do you
agree with the following statements: A good husband is better than a good job? Four answers are
provided for this question: “Completely disagree”, “Partially disagree”, “It doesn’t matter whether
I agree or disagree”, “Partially agree”, and “Completely agree”), reflecting the gender culture, the
average value was obtained by provinces, that is, the sample data in the same province was aggregated
to obtain the average values by which the degree of gender culture corresponding to such province can
be measured.

Other data processing are as follows: (1) market environment data was derived from the data
of 2012 in the Report on China’s Provincial Marketization Index; (2) economic development level is
represented by the per capita gross domestic product (GDP) in the statistical yearbook of every region;
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and (3) central distance is the highway distance between sample cities and central cities as measured
on Google Maps.

3.3. Empirical Model

Since this paper mainly analyzes the internal characteristics and external environments of
enterprises, no control variables were set in the empirical model. In this paper, the following models
are constructed: y = ag + ayMicro + axMeso + azMacro + €.

Among them, y denotes the core variable of the CEO’s gender, micro denotes the corporate-level
micro environment, Meso denotes the industry-level meso environment, macro denotes the macro
environment of economy, politics, culture, and so on, a0 denotes the constant term, and & denotes the
random error term.

3.4. Design and Description of Variables

The specific contents of variable design are reported in Table 1. In this paper, the CEO’s gender is
taken as the explained variable, while the micro, meso, and macro environment in which an enterprise
is involved are taken as the explaining variables. The descriptive statistical results of the samples are
reported in Table 2.

3.4.1. Micro-Environment: Company Characteristics

As regards the corporate-level micro-environment, this paper sets variables such as the basic
company characteristics, stock equity characteristics, and operating characteristics.

In terms of basic features, this paper refers to the research outcomes of Morikawa [24] and
Kirsch [6], and sets variables such as enterprise size, enterprise age, corporate attributes, industry
characteristics, stock equity characteristics, and operating characteristics. The enterprise size is set as
the logarithm of the number of regular employees. It is very important to measure the development
level and capability of an enterprise by its scale, and there are many different ways of setting up
the enterprise [22]. However, it is subject to the questionnaire setting and data availability, referring
to previous studies [34]. With regard to the enterprise age, one sample out of all the samples was
established in 2012, while three samples were established in 2011. Considering that the survey was
conducted from 2011 to 2012, the enterprise age of all these three samples was set as 1. Meanwhile, the
enterprise age is set to add 1 after the logarithm was taken, for eliminating the effect of heteroscedasticity.
In terms of company attributes, when the enterprise is a subsidiary company, the value of enterprise
attributes is 1; otherwise, it is 0. In terms of industry characteristics, this paper refers to the industry
classification methods proposed by Zeng and Wu [35] and judges whether they are consumer goods
industries according to S&P Global Industry Classification Standard (“Yes”= 1; “No” = 0).

253



Sustainability 2019, 11, 4070

“SLI [eDURUY
oy 1omor ayy ‘uonrodord

spuny

ay 1ay31y ay], "spuny (e €1 ayerodion jo s9amog S[SH [eueUL]
ur sSurures paurejar pue puny I commieo
passassod-jjas jo uontodorg wczwww mwu
¢ = [euorewId U] 4
12 = £unoo axug /1 = [220] 14 syonpoid jo adoos sareg JodIRW JONPOI]
Burpjoyareys paumo-ajeis Burproyareys
oner Butployaieys o jo uonzodorg paumo-ajerg
Burproyareys Burpjoyareys sonsLRIRYD
oner Burpjoyaieys qcd u8ra105 jo uonrodorg uSe10g Aymbyg spoig
0=.,0N, ‘T =Sk g IOUMO OIS} ISUMO J[RW,]
=.ON,, T = .S, e aaey Aueduwoo ay sso(q JustTIONAUS sa[qerres
PpIepue)g uonedyIsseD) oku:\m wcmc_ﬂmxm
Z o Ansnpup [eqoro 43S 03
0=.ON, ‘1 epe Burproooe Ansnpur spoo3  sarnjedy [erysnpuy
=, Ansnput spoo8 rewmnsuo)),, JAWINSU0 3U 03 S3U0[q
1 sayoym Surdpn(
;Auedurod ureyrad e jo sanqre
. - 12 ! I
0= WON,*T = .S9K,, v youeiq e astdiaus sy S| ajerodio)
EmE:wm_Eﬁmm No 1eak R . . saInjea ] oIseq
ay 1ayye 1 Surppe £q so[qerrea cq : o8e asudeyug
paroaps 30 830110 Auedwod ayy prp uaypy
saakordure
Sa[qeLIeA pajdafas jo s3o] 11 A —— oz1s astudiajug
. ] SOqRLIRA
0=_.ON, ‘T = .Sk, esd UewoM e OHD 94l S] 1opudl 5,080 _pued —— paurejdxg
RqunN sa[qeLIep sa[qees sguorag 31 YIIym
JuwudIssy d[qeriep streuuonsAND sa[qerrep jo uondunsag J0 sweN J0 uorsUAWI 03 udwIIOIIAUY d[qerrep jo adAy

“I9DIJO DATINDAXD JOTYD :OFD "So[qerrea jo uondruosap pue udisa(] ‘I [qeL

254



Sustainability 2019, 11, 4070

*0 ST 3T “9SIMIDUJO T S Pauyap SI A[qRLIBA Y} ‘O[eWd) ST IOPUAS S, D) U} USYA "UO 0S pue ‘souanjur “romod “Gunyuer ur suonisod

JusuRSeUrW JOTUS IOYI0 WOy JounsIp st uonisod siy], -asudiojus ue jo uonerado Afrep ayy 10§ s[qrsuodsar 1005j0 sanensIUnUpe dwaidns oy st (OFD) I90LJO dATNIIXS JOIYD Y],
G = ,0013e A[[e10],, pue § =

018y Afrenaey,, ‘¢ = ,-0913esip

;uorssardop
10 9213k [ JT I9)jRW J,US0P 5
\ TUIOUODD UT }SI1J PaIly
11, ‘7 = ,,9213eSIp JeyMaWog,, — 50 DINOUS S9okordus amymo puss JUSWIUOITAUD
1 = ,9218es1p A[e101, q pmoy I 4 P remymy
i - S[eWd] ey} JUSWIR}L)S
USWOM JO MIIA [[IDA0 o Y s018e nok o]
s,u013a1 Ay} SUTdSAI ‘ZT0T U
S5O WOIJ SIW0D Bjep ],
ﬁ =
Ayredodrunwr pafo1u0d-30a11]
‘¢ = Ay [epursord-qng ev Pa3LdO] S 31 YOIYM Ul £J1d PasL A JUSWIUOITAUD
‘7 = Ky repuraoad-qns a3 jo [oAd[ Teontjod sy, : Tesntoq
jou Inq £ [eyrded erUTAOL]
1 = K31 [9A3[-21IN309J1 ]
Burssadord uonezijeuriou ayy noyzguensy JUSWUOIIAUD
. one
JONPUOD pue SANID [LIJUID INOJ o . ﬂ_Em rey3ueyg Joaggo uonEIpEY A\
0} S9OUR)SIP PROI }SaILaU 9} urllag se yons sann
amseawr 03 sdejyr a3005) Surs 90 WOIJ SAOUR)S
mseawr 0} sdefy aj3009) 3ursn TeIIUad WOIJ SAdUe)SI(] JBIOIAUS
Jao eydes-1ad jo unprreSog JIWou0dq
A} Sk 39S dre S[qeLIeA uor3ar e yons
AU} pue ‘SUOI3DI JUDIIP —— ur juawdo[aAdp dTou0dd [9AQ] dTWOU0dH
JO $0oqIedA [ed1IsTe)s JO [9Ad] Ay Surmseajy
AU} WLy SIWOD LIeP YL
‘0 = 9NJeA UBIW 3} MO[oq
‘I = 9A0qE PUE dN[eA UBIW wIojox
AU} UT ST 9I00S A} “DINJLINT] POIUALIO-}ON IR [eUOIZaT JBuOAUS
JueAd[aI Ay SurpreSay —_ jo ipeaiq pue ypdap -
*(910T) Xopi] UOLVZIINIVA A} dINSLAW 0} pasn dre
[019U1004 S, 011D U0 110dy S10)edIpUI 2ATIR[qO A[UQ JUSWIUOITAUD JUSWIUOITAUD
9U} WOIJ PIALIOP dI9M Bjep 9] [ermsnpuy O0SOIN
0=, pamsidarun), ¢ Auedwod parsysidar-uou
1 = ,estdrojua [e8a,, st e 10jadwod ayy sy 10pi0 vopgaduod
TdquInN Sa[qeLIep Sa[qeries sSuojag 31 YI1ym
JudwruSIssy d[qeLiep streuuOnSING sa[qertep jo uondusaq Jo suren J0 uorsuBWIIY 03 uwIOIIAUY a[qerrep jo adAy,

Ju0D "L AqEL

255



Sustainability 2019, 11, 4070

Table 2. Table of descriptive statistical analysis.

Variables Sampling Average Standard Minimum Maximum
Size Value Deviation Value Value
CEQ’s gender 2559 0.108 0.311 0 1
Enterprise size 2562 4.151 1.355 4 30,000
Enterprise age 2493 2.553 0.978 1 124
Corporate attributes 2562 0.132 0.339 0 1
Industry characteristics 2562 0.338 0.473 0 1
Female ownership 2562 0.608 0.488 0 1
Foreign shareholding 2555 0.039 0.171 0 1
State-owned shareholding 2555 0.032 0.158 0 0.95
Product market 1621 1.907 0.516 1 3
Financial risk 2510 0.889 0.206 0 1
Competition order 2467 0.448 0.497 0 1
Market environment 2562 0.497 0.500 0 1
Economic level 2562 11.147 0.300 10.595 11.612
Radiation function 2562 0.260 0.236 0 1
City level 2562 2.161 1.001 1 4
Gender culture 2562 2.131 0.128 1.788 2.420

In terms of stock equity characteristics, as an effective incentive means, equity promotes enterprise
development [36]. Therefore, equity characteristics are one of the factors affecting CEO gender. This
paper chooses three variables: female owners, foreign shareholding, and state-owned shareholding.
Regarding female owners, the main measurement criterion is to see whether there are female owners
(“Yes” =1;“No” =0). Foreign and state-owned shareholdings mainly reflect the company’s shareholding
situation, which is set as the proportion of foreign and state-owned shareholding.

In terms of operating characteristics, this paper sets two variables: product market and financial
risk. The product market reflects the scope of the product sales of an enterprise, with local sales set as
1, and national and international sales set as 2 and 3, respectively. Overall, the women’s risk preference
is lower compared with the men’s risk preference. Thus, this paper sets up financial risk variables to
measure the impact of operating risk on the CEO’s gender. Financial risk is mainly measured by the
company’s sources of funds, and it is set as the ratio of self-possessed funds and retained earnings in
all funds. The higher the ratio, the lower the financial risk.

3.4.2. Meso-Environment: Industrial Environment

In terms of meso environment, this paper mainly considers the industrial environment as the
main variable. The industrial environment includes competition order and market environment.

In terms of competition order, which has a profound impact on corporate operating performance
and corporate governance [37,38], competition is the most prominent feature of the market economy,
and it is an external feature that cannot be ignored. This paper refers to the research outcomes of Han,
Cui, Chen, and Fu [9], and selects the legitimacy of competitors as the object of investigation. When
the main competitor facing an enterprise is a legally registered enterprise, the variable assignment is
set as 1. When it is an unregistered enterprise, the variable assignment is set as 0.

In terms of market environment, as China is in a period of transformation and development, the
market environment will have a great impact on enterprise behaviors. Therefore, this paper refers to
the practices proposed by Liu, Yang, and Yang [39], and sets the market environment variable in which
only objective indicators are adopted to measure the depth and breadth of market-oriented reforms in
various regions. The value assignment is 1 if scores are the average value and above. Otherwise, the
assignment value is 0.
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3.4.3. Macro-Environment: Regional Economy and Political and Cultural Environment

In this paper, the macro-environment is measured mainly from the aspects of the regional economy
and the political and cultural environment.

In terms of economic environment, this paper mainly considers two aspects: economic level and
radiation effect. The economic level is set as the logarithm of GDP per capita in the region. In terms of
radiation function, central cities have a radiation effect on surrounding cities. The Chinese government
made Beijing, Shanghai, Guangzhou, and Chongqing central cities to enhance their economic influence
on neighboring cities. To investigate the economic radiation effects of these national central cities on
other cities, the central distance variable is set in this paper. Since China’s high-speed rail was still
in the construction stage during 2011-2012, and the public acceptance level remains low, the central
distance variable is thus set as the road distance between the company’s location and Beijing, Shanghai,
and Guangzhou, and normalized processing is conducted.

In terms of political environment, unlike Western countries, the Chinese government has classified
major cities at different levels, meaning that the higher the level, the more attention and support from
the central government. The city level affects a city’s procurement of resources. Thus, the city level
variable is set in this paper to measure the city’s political status, and the higher level corresponds to a
higher score.

In terms of culture, the influence of culture on people is imperceptible and lasting, and the process
of CEO recruitment is influenced by gender culture. Therefore, the gender culture variable is set in this
paper. The higher the score, the lower the gender equality, and the less favorable it is to females and
vice versa.

4. Distribution Characteristics of the CEO’s Gender in China

4.1. Geographical Distribution Characteristics of the CEQ’s Gender in China

In Figure 5, the distribution characteristics of female CEOs in China are reported. The black circle
is used to represent the proportion of local female CEOs to all local CEOs. The larger the black circle, the
higher the proportion of female CEOs in such regions will become. If observed from the north-south
direction (Qinling-Huaihe is always considered as the demarcation between the north and the south of
China. In this paper, samples of the south include: Shanghai, Nanjing, Wuxi, Suzhou, Nantong, Hefei,
Hangzhou, Ningbo, Wenzhou, Guangzhou, Shenzhen, Foshan, Dongguan, Wuhan, and Chengdu;
samples of the north include: Beijing, Shijiazhuang, Tangshan, Jinan, Qingdao, Yantai, Zhengzhou,
Luoyang, Shenyang, Dalian, the same below), the distribution of female CEOs presents characteristics
more in the south compared with the north, and there are more female CEOs in the Yangtze River
Delta than in the Pearl River Delta. If observed from the east-west direction (in the east-west direction,
China can be divided into three parts: east, middle, and west. The eastern part in this paper mainly
refers to the eastern coastal areas of China, the central part mainly refers to the areas adjacent to the
hinterland of the Central Plains, and the western area mainly refers to the provinces where western
development policy is implemented. Samples from the eastern region include Shanghai, Nanjing, Wuxi,
Suzhou, Nantong, Hefei, Hangzhou, Ningbo, Wenzhou, Guangzhou, Shenzhen, Foshan, Dongguan,
Beijing, Jinan, Qingdao, Yantai, Shenyang, and Dalian. Samples from the central region include Wuhan,
Shijiazhuang, Tangshan, Zhengzhou, and Luoyang. The western region mainly includes Chengdu,
and the same is indicated below), the eastern coastal areas obviously have more female CEOs than in
the central and western areas, showing the distribution characteristics to be more prevalent in the east
than in the west. In summary, the distribution characteristics of the CEO’s gender in China are more
concentrated in the south and the east than in the north and the west.
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Figure 5. Distribution characteristics of the CEO’s gender in China.
4.2. Micro-Environment and the CEO’s Gender

To visualize the relationship between company characteristics and the CEO’s gender, this paper
classifies and summarizes CEO gender situations according to company micro-environment. The
results are reported in Table 3. As the enterprise size, enterprise age, financial risk, and operating
performance are continuous variables, this paper categorizes them into five groups. Regarding foreign
and state-owned shareholding, this paper subdivides samples that gave the answer of “having” foreign
or state-owned shareholding into five groups. Other variables are grouped according to the rules for
variable assignment.

First, we assess the following basic company characteristics. (1) Enterprise size: the number and
proportion of female CEOs have shown a downward trend with the constant expansion of enterprise
size as indicated in the table above. Thus, in an enterprise with four to 17 employees, female CEOs
are more likely to be promoted. (2) Enterprise age: the number and proportion of female CEOs in
an enterprise with one to six years in top management. (3) Corporate attributes: subsidiaries have
obvious advantages over non-subsidiaries. (4) Industry characteristics: the number and proportion of
female CEOs in consumer goods industries are higher than those in non-consumer goods industries.

Second, we assess the corporate shareholding characteristics. (1) In enterprises with female owners,
the number and proportion of female CEOs are significantly higher than in those without female owners.
(2) Foreign shareholding: First, this paper compares the difference between having shareholding
and not, and finds that the proportion of female CEOs in enterprises with foreign shareholding is
significantly higher than those enterprises without. Second, this paper further compares the impacts of
different shareholding proportions on CEO’s gender, and finds that the proportion of female CEOs is
the highest among companies with a shareholding ratio between 80-90%; (3) State-owned shareholding:
First, the number and proportion of female CEOs in enterprises without state-owned shares are
significantly higher than those enterprises having state-owned holdings. Second, in enterprises with
state-owned shareholding, the lower the proportion is, the higher the number of female CEOs.
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Table 3. Micro-environment and CEO’s gender.

Proportion of

Variables Meaning of Variables Male Female Summary Female CEOs
4-17 persons 415 70 485 14.433%
18-48 persons 470 63 533 11.820%
Enterprise size 49-88 persons 453 59 512 11.523%
89-180 persons 474 42 516 8.140%
182-30,000 persons 470 43 513 8.382%
Summary 2282 277 2559 10.825%
1-6 400 63 463 13.607%
7-8 352 40 392 10.204%
Enterprise age 9-10 416 59 475 12.421%
11-14 513 57 570 10.000%
12-124 537 53 590 8.983%
Summary 2218 272 2490 10.924%
Non-subsidiary companies 1992 228 2220 10.270%
Corporate Subsidiaries 290 19 339 14.454%
attributes Summary 2282 277 2559 10.825%
Non-consumer goods 1554 139 1693 8.210%
Industry industry
characteristics Consumer goods industry 728 138 866 15.935%
Summary 2282 277 2559 10.825%
Female Not have 986 18 1004 1.793%
ownership Have 1296 259 1555 16.656%
Summary 2282 277 2559 10.825%
Not have 2140 256 2396 10.684%
Have 137 19 156 12.179%
5-25% 19 1 20 5.000%
Foreign 30-40% 34 7 41 17.073%
shareholding 45-71 30 2 32 6.250%
80-90 3 1 4 25.000%
100% 51 8 58 13.793%
Summary 2277 275 2552 10.776%
Not have 2172 272 2444 11.129%
Have 105 3 108 2.778%
5-50% 14 1 15 6.667%
State-owned 51-80% 25 1 26 3.846%
shareholding 85-88% 21 0 21 0.000%
89-89% 10 0 10 0.000%
90-95% 35 1 36 2.778%
Summary 2282 277 2559 10.825%
Local 274 24 298 8.054%
Product market Domestic 1088 85 1173 7.246%
International 124 23 147 15.646%
Summary 1486 132 1617 8.163%
100% 1554 161 1715 9.388%
98-90% 97 12 109 11.009%
89-77% 204 23 227 10.132%
Financial risk 75-65% 129 23 152 15.132%
60-35% 170 37 207 17.874%
34-0% 84 13 97 13.402%
Summary 2238 269 2507 10.730%

Third, we assess the enterprise operating characteristics. (1) Product market: there are more female
CEOs in enterprises whose scope of sales is located in their home country and significantly higher
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than enterprises with a scope of sales located in their home country and abroad. As to proportion,
the proportion of female CEOs in international enterprises with their scope of sales located abroad is
significantly higher than those enterprises with a scope of sales located at home and in local areas.
(2) Financial risk: A lower value means a higher financial risk. Thus, with the increase of financial
risk, the proportion and number of female CEOs increase at first and then decrease, and reach the
maximum when the financial risk falls in the range of 35% to 60%.

4.3. Meso-Environment and the CEQO’s Gender

The meso-environment and the CEO’s gender distribution are reported in Table 4. Since
competition order and market environment are both 0, 1 variables, this paper mainly groups according
to the meaning of variables.

Table 4. Meso-environment and CEO’s gender.

Variables Meaning of Variables Male Female Summary Proportion of

Female CEOs

B Competitors upreglstered 1214 147 1361 10.801%
Competition enterprises

order Competitors upreglstered 986 17 1103 10.607%
enterprises

Summary 2200 264 2464 10.714%

Lower than the average value 1171 118 1289 9.154%

Market Higher than the average value 1111 159 1270 12.520%

environment Summary 2282 277 2559 10.825%

Summary 2282 277 2559 10.825%

First, in terms of competition order, the number of female CEOs in companies whose competitors
are unregistered enterprises is higher than companies whose competitors are legally registered
enterprises, and there is little difference in the proportion of female CEOs. Second, in terms of market
environment, the number and proportion of female CEOs in those samples with a better-than-average
market environment is significantly higher than those in the lower-than-average market environment.
Thus, a good market environment is more conducive to the growth of female CEOs.

4.4. Macro-Environment and the CEO’s Gender

Corporate macro characteristics and the CEO’s gender distribution are reported in Table 5. Since
the economic level, radiation effect, and gender culture are continuous variables, the above variables
are divided into five groups in this paper.

First, we look at the economic environment. (1) Along with the improvement of economic level,
the number and proportion of female CEOs showed a trend of increasing at first and then slightly
decreasing, reaching the maximum when the per capita GDP was RMB 81,658-91,202. (2) In terms of
radiation effect, as the distance to central cities increases, the proportion of female CEOs showed the
trend of increasing at first and then decreasing, reaching the maximum 14.286% when the distance
is between 135.6-174.5 km. Such distance is equivalent to that from Shanghai to Wuxi, Nantong, or
Hangzhou, or from Guangzhou to Shenzhen. The minimum 8.606% is reached when the distance
is in the range of 694 to 840.1 km. Such distance is equivalent to that from Beijing to Zhengzhou or
Shenyang, or from Guangzhou to Wuhan.
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Table 5. Macro environment and CEO’s gender.

Proportion of

Variables Meaning of Variables Male Female Summary Female CEOs
RMB 39,919-48,755 515 31 546 5.678%
RMB 56,005-68,315 471 48 519 9.249%
Economic level RMB 70,380-76,263 491 54 545 9.908%
RMB 81,658-91,202 312 78 390 20.000%
RMB 91,295-110,421 493 66 559 11.807%
Summary 2282 277 2559 10.825%
0-102.1 km 495 71 566 12.544%
135.6-174.5 km 348 58 406 14.286%
Radiation effect 176.7-304.5 km 362 41 403 10.174%
410.8-661.9 km 397 43 440 9.773%
694-840.1 km 680 64 744 8.602%
Summary 2282 277 2559 10.825%
Prefecture-level city 905 72 977 7.369%
Provincial capital city 300 27 327 8.257%
City level Sub-provincial city 968 155 1123 13.802%
Municipalities directly under 109 23 132 17.424%
the central government
Summary 2282 277 2559 10.825%
1.787-1.988 307 80 387 20.672%
2.0025-2.0375 576 76 652 11.656%
Gender culture 2.11-2.194514 498 36 534 6.742%
2.202783-2.42 901 85 986 8.621%
Summary 2282 277 2559 10.825%

Second, in terms of political environment, along with improvement at the city level, the number of

female CEOs showed a trend of increasing at first and then slightly decreasing. However, considering
the difference in sample sizes, the proportion of female CEOs presents the upward trend, and the
proportion of female CEOs in municipalities directly under the central government is significantly
higher than in other cities. Therefore, a higher city level is better for female CEOs.

Third, regarding gender culture, the higher the score, the more gender inequality and the more

it is unfair to women. Therefore, in regions with the lowest gender culture score, the proportion of
female CEOs will be higher. That is, the gender culture of such regions is fairer to women and more
favorable for women to grow into CEOs.

To sum up, the general characteristics of enterprises with high CEOs gender scores are summarized

as below in this paper.

1.

In terms of micro-environment, the enterprise has a small size, with four to 17 employees. It
is relatively new and has been established within one to six years. It is a subsidiary company.
It belongs to the consumer goods industry. It has female owners. It has 80-90% of foreign
shareholding and no state-owned shareholding. The product sales are mainly focused on the
international market. Its financial risk is high, and the proportion of its self-owned funds is within
35-60%.

In terms of meso-environment, the company’s competitors are mainly unregistered enterprises,
and the company is in a better market environment than the average.

In terms of macro-environment, the company is located in areas with good economic development
level, with GDP per capita ranging between RMB 81,658-91,202. It is 135.6 to 174.5 km away from
Beijing, Shanghai, Guangzhou, Chonggqing, and other national central cities, and is located in
municipalities directly under the central government. Moreover, it is located in areas with equal
gender culture where women are treated more equally.
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5. Empirical Analysis

To further test the impact of the corporate-level micro-environment, the industry-level meso
environment, and the regional-level macro environment on the CEO’s gender, this paper conducts
empirical analysis. First, the impacts of the micro, meso, and macro environment on the CEO’s gender
are studied through the benchmark regression, and these three environments are analyzed within the
same framework. Second, the moderating role of the meso-environment on the macro-environment is
further analyzed, revealing the complexity of impacts of the macro-environment and meso-environment
on the CEO’s gender. Subsequently, through the application of marginal effect analysis, the extent to
which the changes in environment factors may influence the CEO’s gender is further studied. Finally, a
robustness test is conducted in this paper.

5.1. Benchmark Regression

In this paper, Stata 14.0 is used for empirical analysis. Since the explained variable is binary
variables of 0 and 1, logit model is thus used. Meanwhile, to reduce the influence of heteroscedasticity,
robust regression analysis is used in the regression analysis of this paper. The outcomes of
benchmark regression are reported in Table 6, while the impact outcomes of the micro-environment,
meso-environment, and macro-environment on the CEO’s gender are reported in models 1-3, and the
overall impact outcomes of the micro-environment, meso-environment, and macro-environment on
the CEO’s gender are reported in Model 4. All the models in Table 6 are overall significant. Compared
with models 1 to 3, the Chi-2 and pseudo R2 values of Model 4 are significantly improved, indicating
that the degree of model optimization is continuously improved and the degree of model interpretation
is continuously improved. The mechanism of how the environment affects the gender of CEOs is
shown in Figure 6.
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Table 6. Main empirical results of the impact of environment on CEO gender.

Variables Model 1 Model 2 Model 3 Model 4
Enterprise size —0203* =0.219 *
P (-2.52) (-2.52)
Enterprise age -0.102 ~0.0524
(-0.58) (=0.29)
Corporate attributes (0028624) (%25077)
Industry characteristics 0(632% ;;* 0'(‘22;5?*
Female ownership 2.257 2.393
6.71) (6.35)
Foreign shareholding (012358) (%48226)
State-owned shareholding _(1162?]; _(if;z;
0.476 ** 0.462 **
Product market (2.46) (2.41)
. S —0.689 * —0.684
Financial risk (~1.78) (-152)
Competition order (Z()Oig? (20(?2;)
Market . ¢ 0.319 ** -0.764 *
arket environmen (2.43) (~1.81)
E ic level 0.205 0.155
conomic leve 0.79) (038)
L —1.013 *** —1.973 ***
Radiation effect (=3.12) (~2.60)
. 0.296 *** 0.142
ty level
City leve (4.33) (1.19)
-1.017* —2.729 **
Gender culture (~1.69) (=2.53)
Constant ¢ —3.622 *** —2.296 *** —2.681 0.822
onstant term (-5.01) (-19.78) (<0.79) (0.15)
Chi? 83.55 *** 5.90 * 52.43 *** 103.75 ***
Pseudo R? 0.128 0.0035 0.0299 0.153
Log-pseudolikelihood —373.675 —-836.056 —851.085 —-339.321
Sample size 1534 2464 2559 1465

Note: The values in parentheses are t values; *, **, and *** sub-tables represent significance at 10%, 5%, and 1% levels.

5.1.1. Micro-Environment

Basic Features

There is a significantly negative correlation between the enterprise size and the CEO’s gender, that
is, the smaller an enterprise remains, the greater possibility that female CEOs may be hired. Perhaps
the smaller the enterprise size, the less operational risk it may face, which is just in line with women’s
low risk appetite.

There is no significantly positive correlation between the enterprise age and the CEO’s gender.
Considering that the coefficient is too small, and the enterprise age has little impact on the CEO’s gender,
the reason why the impact coefficient is positive may be that the longer the company operates, the
more standardized its internal management system may become, which provides a better environment
for female CEOs.

In terms of corporate attributes, subsidiaries have no significant impact on the CEO’s gender, yet
its influencing coefficient is positive.
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Regarding industry characteristics, the consumer goods industry significantly impacts the CEO’s
gender, i.e., compared with other industries, companies in the consumer goods industry are more
likely to choose female CEOs. This is mainly because of industry variance. The consumer goods
industries are dominated by clothing, leisure, media, daily products, food, drug retail, and so on. Thus,
the consumer goods industries are more family-oriented, and female CEOs are more aware of the
needs of family and better at communicating with customers than male CEOs.

Stock Equity Characteristics

Female ownership significantly promoted the employment of female CEOs, raising the CEO’s
gender. This is mainly because of female owners’ mentality of “penguin huddle” toward other females.
At the top management of a company, females are a scarcity, and the increase in the same gender
may enhance the sense of “security” among female owners [2]. The actual situation in China also
affirmed this. According to the survey data of Chinese women entrepreneurs, in female-led enterprises,
the proportion of female employees and female mid-level and senior-level managers exceeds that of
male-led enterprises [40], and the extant literature indicates that female directors have significantly
positive impacts on the increase of female senior managers [33].

Foreign shareholding has no significant impact on the CEO’s gender, while state-owned
shareholding has a significantly negative impact on the CEO’s gender; that is, the lower the proportion
of state-owned shareholding, the more likely it is for the company to choose male CEOs. This is mainly
because government officials holding state-owned capitals are generally male officials, which leads to
the exclusion of females from state-owned capitals.

Operating Characteristics

In terms of the product market, it has a significantly positive impact on the CEO’s gender. That is,
the broader the product sales scope, the more likely it is for the company to choose female CEOs. This
is mainly because female CEOs are better at communication compared with male CEOs and can open
up the product market more efficiently.

In terms of financial risk, there is a significantly negative correlation between the company’s
financial risk and the CEO’s gender. Considering the value assignment of financial risk variables,
this indicates that the higher the company’s financial risk, the more likely it is to choose a female
CEO. Women have lower risk preferences, so high-risk companies may choose low-risk females to
defuse risks.

5.1.2. Meso-Environment

Competition Order

The competition order has a negative impact on the CEO’s gender, but it is not significant. This
is mainly related to the women'’s personality. Studies have found that female senior managers may
significantly reduce corporate violations [41], so companies in industries rife with illegal competition
are unlikely to choose female CEOs.

Market Environment

The impact of market environment variables on the CEO’s gender is more complicated. In Model
2, it was found that the market environment has a significantly positive impact on the CEO’s gender;
that is, the better the market environment, the more favorable it is for females to become CEOs. In
Model 4, the market environment has a significantly negative impact on the CEO’s gender; that is, the
better the market environment, the more unfavorable for women to become CEOs. Generally, the better
the market environment, the fairer the market will be, and the friendlier to women it will become.

Then, why does the market environment have a remarkably negative impact on female CEOs?
This essay holds that there are two different mechanisms, as shown in Figure 6. First of all, the division
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of labor in the market brings about occupational segregation, which is not conducive to women'’s
growth. As Adam Smith emphasized in The Wealth of Nations, the division of labor drives the economy.
Therefore, with the continuous development of the economy, the division of labor in the market
is continuously becoming specific and specialized. However, due to the physiological differences
between women and men, some occupations are more suitable for men, not women, such as steel mill
workers, maritime seafarers, etc., while secretarial, teachers, and other occupations are more suitable
for women. In the long run, the market has weakened the professional status of women, while drawing
on the advantages of men, which is solidified through the market system. This causes the occupational
segregation of women as a result.

Second, the differentiation of the labor market shapes discrimination against women. The labor
market theory holds that the labor market is not a simple unified market, but rather a differentiated
market. The labor market can be divided into a high-level labor market and a secondary labor market.
The high-level labor market is composed of people with a high level of education and technical
expertise, and the secondary labor market is composed of people with no technical expertise. The
differentiation of the labor market refers to the mutual exclusion of different labor markets. It is
impossible to enter the high-level labor market from the secondary labor market, and the high-level
labor market excludes the secondary labor market. Due to gender discrimination, women are less
educated in the early stages of market development and do not have the ability to enter the advanced
labor market. From then on, it is relatively difficult for women to enter the advanced labor market. In
the secondary labor market, according to institutional economics theory, the secondary labor market is
a market of incomplete information, and market entities decide recruitment according to gender, race,
education level, and professional experience. When people generally believe that women’s education
levels are lower than men’s and women do not need professional development, women face more
discrimination. Therefore, gender is one of the signs of labor market segregation, and it influences
different classified labor markets, thus putting women in a weak position.

As for the reason why two different results appeared, we believe that in this paper, there are
other variables that regulate the impact of market environment on the CEO’s gender, and this kind of
moderating role will be further discussed in a later section.

5.1.3. Macro-Environment

Economic Environment

In terms of economic level, there is no significant correlation between economic level and the
CEOQ’s gender, but the economic level has a positive impact on the CEO’s gender: that is, the higher the
economic level, the more likely it is for the company to choose a female CEO. The economic level can
reflect the overall situation of regional development. In areas with higher economic levels, systems are
relatively sound, and thus conducive to the promotion of the CEO’s gender.

In terms of radiation effect, the radiation effect has a significantly negative impact on the CEO’s
gender. That is, the closer the company is located to central cities such as Beijing, Shanghai, Guangzhou,
and Chongging, the more likely it is to choose female CEOs. This may be because the closer the
company is to central cities, the more radiation it may receive, and the friendlier it is to women.

Political Environment

There is a significantly positive correlation between urban political level and the CEO’s gender,
which indicates that the higher the urban political level, the more likely it is for the company to choose
a female CEO. The city level is a common phenomenon in China, and the Chinese government allocates
resources by determining city levels. The higher the city level, the more resources it may acquire.
Subsequently, the increase of city population is driven and systems are improved, which in turn helps
women receive promotions and increases the CEO gender ratio.
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Cultural Environment

In terms of cultural environment, there is a significantly negative correlation between gender
culture and the CEO’s gender, and such a negative direction is due to the variable assignment. That is,
the more females are respected in gender culture, the more equal it is to females and the easier it is
for women to become CEOs, as it is mainly because the equal cultural environment provides a broad
space for women’s development and reduces discrimination against women.

5.2. Further Analysis: The Moderating Role of Macro Environment in Meso Environment

In models 2 and 4 of Table 6, there are two opposite outcomes of market environment on the
CEQO’s gender. In fact, the more perfect the market environment is, the more favorable it is for women
to become CEOs. Therefore, it is argued in this paper that other variables might regulate the impact of
market environment on the CEO’s gender, which needs to be further studied.

Asshownin Figure 7, the gender culture in the macro-environment adjusts the market environment
in the meso-environment, mainly adjusting the influence of the market environment on the gender of
CEO by respecting and understanding gender differences, recognizing women'’s social values, and
promoting women’s socialization.

Equal Gender Culture

v

Respect and Recognizing
Understand Gender Women's Social
Differences Values

Market l

Environment Female CEO

More Conducive

to Women's
Socialization

Figure 7. Illustration of how the gender culture adjusts the market environment.

First, an equal gender culture is conducive to creating an atmosphere of respecting and
understanding gender differences. The differences in physiological functions between men and
women and the social values behind them are the basis of market discrimination. In an equal
gender culture, men’s willingness to listen, recognize, understand, and accept women’s physiological
differences will largely help develop women’s talents.

Second, an equal gender culture helps enterprises recognize women's social values. The reason
enterprises are reluctant to hire women lies in the conflict between women’s social values and corporate
values. Women have the social function and value of breeding offspring, which is not available to
men and only women can do it. Therefore, when a woman gives birth, her family and social value is
increased. However, a female employee’s giving birth does not directly increase the corporate value.
On the contrary, the mandatory provisions such as maternity leave and maternity benefits have a
negative impact on the company. Therefore, the company reduces female employment. However,
when the gender culture is more and more equal, the company actively carry out a sense of social
responsibility and assumes the necessary corporate social responsibility [42,43]. Recognizing the social
value of women can benefit women’s growth.

Finally, an equal gender culture is more conducive to the socialization of women and the
development of female talents. Socialization is a process in which women learn from and integrate into
the surrounding men. The external environment makes new requirements for women'’s development.
Women are socialized through learning mechanisms, interactive mechanisms, and educational
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mechanisms to finish the process of learning from men and gradually adapt to the requirements of
the external environment. Therefore, the more equal the gender culture of an enterprise is, the more
women can display their unique charm and develop their talents.

A previous study conducted by Han, Cui, Chen, and Fu found that gender culture significantly
regulated the impact of female CEOs on corporate innovation behaviors [9]. Thus, by referring to
the practices of such literature, this paper studies the gender culture of the cultural environment as a
moderating variable. The empirical results are reported in Table 7, and the model is significant as a
whole. Models 5 and 6 are empirical results after increasing the moderating role of gender culture. To
facilitate comparison, we placed models 2 and 4 from Table 6 into Table 7.

Table 7. Empirical results of the moderating effect of gender culture on market environment.

Variables Model 2 Model 5 Model 4 Model 6
Competition order 0.0236 —0.0840 0.0280 0.0183
P (0.18) (~0.63) (0.13) (0.08)
Market . ¢ 0.319 ** 12.06 *** -0.764 * 2.722
arket environmen (2.43) (4.77) (-1.81) (0.51)
Gend It 0.251 —2.729 ** -2.119
ender cuiture (0.33) (-2.53) (~1.50)
—5.692 *** -1.622
1 *
Market environment * Gender culture (—4.74) (~0.66)
Enterprise size —0.219* —0218*
P (-2.52) (-2.52)
Enterprise age ~0.0524 ~0.0539
(-0.29) (—0.30)
Company attributes (002;)77) ?02506?;
Industry characteristics 0'(622;5);” ogsg 8*)**
Female ownership 2.393 7 2.378
(6.35) (6.28)
Foreign shareholding 2)04; 26) (00471 96)
State-owned shareholding _(1182‘2; _(il%;i)*
0.462 ** 0.443 **
Product market (2.41) 2.33)
. L —0.684 —-0.639
Financial risk (-152) (~1.39)
E ic level 0.155 0.325
conomic leve (0.38) (0.63)
L. —1.973 #** —-1.608 *
Radiation effect (~2.60) (=1.79)
. 0.142 0.106
level
City leve (1.19) (0.81)
Constant t —2.296 *** —2.789 * 0.822 —2.438
onstant term (-19.78) (~1.66) (0.15) (-0.32)
Chi2 590 * 42,99 103.75 *** 103.69 ***
Pseudo R 0.0035 0.0242 0.1528 0.1534
Log-pseudolikelihood —~836.056 ~818.670 ~339.321 ~339.097
Sample size 2464 2464 1465 1465

Note: The values in parentheses are t values; *, **, and *** sub-tables represent significance at 10%, 5%, and 1% levels.

In Model 5, the moderating variable of gender culture is added. Compared with Model 2, the
coefficient of the market environment variable is significantly improved, and the interaction items are
significantly negative (mainly due to the value assignment structure of the gender culture variable),
showing that the more fair the environment that the gender culture enjoys, the more likely it is for a
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company to choose female CEOs, increasing the CEO gender ratio. Thus, we find that the interaction
between the meso-environment and macro environment can significantly promote the CEO’s gender.
In Model 6, the moderating variable of gender culture is also added. Compared with Model 4, the
market environment variable changes from negative to positive, but the impact is not significant.
This illustrates two issues. First, the environment in which a company is placed does not affect the
CEQO’s gender separately and directly. Instead, they affect the CEO’s gender through the interaction
between environments, such as moderating effect. Second, the gender culture in the macro-environment
does not necessarily have a significant impact on the CEO’s gender and the effective supervisions of
government and other departments are required. For example, in models 4 and 6, the gender culture has
an insignificant impact on the moderating effect of the market environment, but it changed the influence
symbol of the market environment in Model 4. As a type of soft restraint and informal system, a culture
does not impose mandatory restraint on corporate behavior in relation to market-chasing interests.
This also explains why Germany has passed a bill mandating that the proportion of female CEOs in
large enterprises should not be less than 30% (China News Network. Germany passed the law on the
proportion of female CEOs in enterprises, stipulating that the proportion of female CEOs shall not be less
than 30%. [EB/OL]. http://www.chinanews.com/gj/2015/03-06/7109101.shtml, 2015-03-06/2018-08-20).
Similarly, the Chinese government has also issued the Notice on Further Normalizing Recruitment Behavior
to Promote Women's Employment, further elaborating specific manifestations of gender discrimination
in employment and requiring enterprises not to restrict women’s employment and refuse to hire
women on the grounds of gender (Notice on Standardizing Recruitment Behavior and Promoting Women'’s
Employment issued by the Network of the Central People’s Government of the People’s Republic of
China, the Ministry of Human Resources and Social Security and other nine departments [EB/OL].
http://www.gov.cn/xinwen/2019-02/25/content_5368180.htm).

5.3. Marginal Effect Analysis

To visually obtain the impact of the micro-environment, meso-environment, and
macro-environment on the CEO’s gender, the marginal effect analysis was conducted in this paper,
and the results thereof were reported in Table 8. Among them, the impacts of gender culture on the
marginal effect under the moderation of the market environment are reported in models 8 and 12.

5.3.1. Micro-Environment

In the micro-environment, the marginal effects of enterprise size, industry characteristics, female
ownership, state-owned shareholding, and product market are significant.

In terms of basic company characteristics, the CEO’s gender decreased by 0.0138% for every
one unit added to the enterprise size. In terms of industry characteristics, the CEO’s gender in the
consumer goods industry increased by 0.0409% if compared with the non-consumer goods industry.

In terms of the stock equity characteristics, for every one unit added to the female ownership
of a company, the CEO’s gender increased by 0.156%. For every one unit decrease in state-owned
shareholding, the CEO’s gender increased by 0.118%. In terms of the operating characteristics of a
company, for every one unit added to the product market of a company, the CEO’s gender increased
by 0.0301%.
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Table 8. Analysis of marginal effects of environment on CEO gender.

Variables Model 7 Model 8 Model 9 Model 10 Model 11 Model 12
Enterorise size —0.0138 ** —0.0143 ** —0.0142 *
P (0.00552) (0.00570) (0.00567)
Enterprise age —0.00694 -0.00342 —0.00351
prise ag (0.0121) (0.0118) (0.0118)
Company attributes 0.0180 0.0135 0.0132
pany (0.0219) (0.0237) (0.0237)
Industry characteristics 0.0424 *<* 0.0409 *** 0.0414 **+*
Y (0.0136) (0.0140) (0.0141)
Female ownershi; 0154 %= 0.156 ** 0.155 **
P (0.0246) (0.0262) (0.0263)
Foreign shareholding <818§33> <318§Z§> (83?2)
State-owned —0.113* -0.118* —0.116 *
shareholding (0.0598) (0.0608) (0.0612)
Product market 0.0325 ** 0.0301 ** 0.0289 **
roduct marke (0.0132) (0.0125) (0.0124)
Financial risk —0.0470 * —0.0446 —0.0416
nanciat s (0.0267) (0.0296) (0.0301)
Competition order 0.00225 —0.00788 0.00183 0.00119
P (0.0126) (0.0125) (0.0141) (0.0140)
Market envi . 0.0304 ** 1.132 %+ ~0.0498 * 0.177
arket environmen (0.0126) (0.240) (0.0278) (0.344)
E e lovel 0.0193 0.0101 0.0212
conomicleve (0.0246) (0.0269) (0.0335)
Radiation effect ~0.0956 *** ~0.129 ** —0.105 *
adiation etiec (0.0307) (0.0504) (0.0595)
City level 0.0279 *++ 0.00927 0.00693
(0.00649) (0.00781) (0.00857)
Gonder cult 0.0235 ~0.0959 * ~0.178 ** ~0.138
ender cufture (0.0719) (0.0566) (0.0716) (0.0931)
Market environment * —(0.534 *** —0.106
Gender culture (0.114) (0.160)
Sample size 1534 2464 2464 2559 1465 1465

Note: The values in parentheses are standard deviations; *, **, and *** sub-tables represent significance at 10%, 5%,
and 1% levels.

5.3.2. Meso-Environment

In terms of meso-environment, the marginal effect of the market environment is significant, but
the impacts vary in different models.

In Model 8, the market environment has a significant impact on the CEO’s gender, and the
company’s probability of selecting a female CEO increased by 0.0304% for every one unit added to the
market environment. In Model 9, under the moderating effect of gender culture, the CEO’s gender
increased by 1.132% for every one unit added to the market environment. In Model 11, the market
environment has a negative impact on the CEO’s gender, and the company’s probability of selecting a
female CEO decreased by 0.0498% for every one unit added to the market environment. In Model 12,
under the moderating effect of gender culture, the impact of the market environment on the CEO’s
gender changed from negative to positive.

5.3.3. Macro Environment

In the macro environment, the marginal effects of radiation effect and gender culture are significant.
In terms of radiation effect, the CEO’s gender decreased by 0.129% for every one unit reduced in the
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distance from company to central cities. In terms of gender culture, the CEO’s gender increased by
0.178% for every one unit added to the gender culture.

5.4. Handling of Endogenous Problems

In terms of endogenous problems, this paper tries every possible method to minimize the impact
of endogenous variables on research results. Firstly, the meso-environment and macro-environment
belong to exogenous factors. Generally speaking, the behaviors of a company are unable to affect
the development of the entire industry, and it is even less likely to directly affect the political level
and economic and cultural level of this region. Thus, endogenous problems in the meso-environment
and macro-environment are greatly weakened. However, in the micro-environment, there may
be a two-way causal relationship between CEO genders and the micro-environment under which
enterprises are located [44]. For example, along with corporate development, the construction of
enterprise systems is becoming more and more perfect, which is in turn conducive to females becoming
CEOs. There may be various other reasons such as the internal mutual supervision mechanism within
the company [45], CEO power [46], enterprise size [22], etc. In addition, endogenous problems may
also be caused by missing variables, measurement errors, and other reasons. Therefore, endogenous
problems also need to be alleviated in this paper.

In this paper, the method of adding as many control variables as possible that affect both
explanatory variables and dependent variables is adopted for the reasons as follows. (1) This method
is an effective way to alleviate endogeneity, and it is adopted in international top-level journals. In this
paper, the research results of Schijven and Hitt, [47] and Foss et al. [48] are used as reference, and the
method of adding control variables is used to alleviate endogeneity. (2) In the aspect of variable design
in this paper, in order to reflect the impact of the corporate micro-environment on CEO genders, it is
not available or possible to choose a core variable, because no one variable can reflect the company’s
overall level. That is to say, a core variable can not reflect the overall picture of the micro-environment.
Therefore, the selection of enterprise scale and corporate equity structure as core variables can not
reflect the actual situation of the corporate micro-environment. In conclusion, this method is chosen to
alleviate endogeneity in this paper.

The specific practice of using this method is to increase the control variables correlated to both
dependent variables and independent variables. The endogeneity in this paper is caused by variables in
the corporate micro-environment. For this reason, we have added more corporate micro-environments
as the control variable. The variables and setting methods are specified as follows. (1) The degree
of informationization (in questionnaire number CNo8, the question is: currently, what percentage
of this establishment’s workforce regularly use computers in their jobs?) considers there have been
rapid developments in the degree of informationization in recent years. Thus, such a variable reflects
the degree of corporate informationization, and this variable is set as the proportion of computers
used in the work. The higher the proportion is, the higher the degree of corporate informationization
will become. (2) Cooperative research and development (R&D) (in questionnaire number CNo5, the
question is: in the last three years, did this establishment spend money on research and development
activities contracted with other companies? The answer options are YES and No.) is set as a dummy
variable that mainly reflects the cooperative R&D situation of enterprises. Cooperative R&D is assigned
a 1; otherwise, 0. (3) Technology acquisition (in questionnaire number E6, the question is: does this
establishment at present use technology licensed from a foreign-owned company, excluding office
software?) is set as a virtual variable that is mainly reflected in the situation of corporate technology
acquisition. The fact of technology acquisition is assigned a 1; otherwise, it is 0. (4) International
certification (in questionnaire B8, the question is: does this establishment have an internationally
recognized quality certification? (INTERVIEWER: If there is need for clarification, some examples are:
ISO 9000 or 14,000, or HACCP)) is set as a virtual variable, and enterprises are assigned a 1 if they have
passed international certification; otherwise, they are assigned a 0.
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In Table 9, the empirical results of the endogeneity test are reported. From the results, all of the
models are significant as a whole. In terms of specific variables, except that the market environment
in Model 14 is not significant, other variables are significant, and there are no significant changes in
the market environments in Model 16 and Model 17. Therefore, we can think that the endogenous
problems have been effectively alleviated.

Table 9. Empirical analysis of endogenous tests.

Model 13 Model 14 Model 15 Model 16 Model 17
Enternrise size —0.162 ** —0.156 * —0.157 %
P (-2.02) (-1.76) (-1.77)
Enterprise age -0.0623 —0.00792 —0.00927
prise ag (~0.33) (~0.04) (~0.05)
. 0.119 0.106 0.106
Company attributes 034) 027) ©027)
- 0.600 *** 0.614 0.619 *+*
Industry characteristics 91) 278) 2.79)
Female ownershi 2,285 *++ 2,300 *4+ 2315+
P (6.35) (6.05) (6.00)
] i 0.644 0.568 0.558
Foreign shareholding (1.40) (1.04) (1.01)
) —1.780 ** —1.844 ** ~1.831 %
State-owned shareholding (-2.09) (<2.08) (<2.06)
Product market 0.437 ** 0416 ** 0.407 **
roduct marke (2.18) (2.10) (2.07)
Financial rick —0.639 —0.637 -0.615
nancial s (-1.52) (-1.31) (-1.25)
Competition order —0.0332 0.0140 0.00823
P (~0.16) (0.06) (0.04)
Market envi . 0.227 —0.862 ** 0.997
arket environment (114) (—196) (018)
E e Jevel 0.295 0.179 0.262
conomic feve (0.79) (0.42) (0.50)
. —0.935 * —2.512 #+ —2.292 *
Radiation effect (-191) (-3.19) (~2.46)
City level 0.154 0.168 0.149
4 (1.52) (1.35) (1.06)
Conder cult —1.826 ** —2.915 *** —2.588 *
ender cufture (-2.15) (-2.58) (-1.84)
Market environment * -0.861
Gender culture (-0.34)
Informationizati 1.086 ** 1.194 **+ 0.845 ** 0.710 0.719
niormationtzation (2.36) (2.82) (1.97) (1.44) (1.45)
. -0.0367 -0210 ~0.374 —0.140 -0.148
Cooperative R&D (=0.11) (~0.67) (=1.20) (~0.38) (~0.39)
Technology acquisition 0.0641 0.130 0.0458 —0.255 -0.253
8y acq (0.25) (0.56) (0.21) (~0.93) (~0.92)
International certificati —0.302 -0.379 * —0.479 ** —0.268 -0.261
nternational certification (~1.30) (-1.72) (=2.29) (~1.06) (-1.02)
Constant & —3.995 **+ —2.679 *** ~1.842 0.855 —0.809
onstant term (-5.34) (-10.17) (-0.38) (0.15) (-0.10)
Chi2 97.72 12,50 * 33.56 ** 110.91 **+ 111.62 *++
Pseudo R? 0.1359 0.0144 0.0359 0.1606 0.1608
Log-pseudolikelihood —356.71718 —399.76577 —425.34368 —325.83632 —325.77685
Sample size 1495 1497 1571 1435 1435

Note: The values in parentheses are t values; *, **, and *** sub-tables represent significance at 10%, 5%, and 1% levels.
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5.5. Robustness Test

Based on previous empirical results, the following methods are used to test robustness.

5.5.1. Consideration of Replacing Empirical Methods

In this paper, the regression model is replaced by the probit model. The empirical results are
reported in Table 10, and the moderating effect of gender culture on market environment is reported in
models 18 and 22. In terms of empirical results, the model as a whole is significant, and there is little
difference with the benchmark regression results in Table 6. Thus, the empirical results are robust.

Table 10. Main empirical results after replacing empirical methods.

Variables Model 18 Model 19 Model 20 Model 21 Model 22
Enterprise size —0.109 *+* —0.119 ** —0.119 #+*
P (~2.59) (~2.66) (~2.65)
Enterprise age ~0.0539 -0.0229 —0.0223
priseag (~0.58) (~0.24) (~0.24)
i 0.147 0.127 0.123
C ttribut
ompany atiributes (0.89) (0.70) (0.68)
Industry characteristics 0(?;)256*)** 0(3341 (;)M 083411 2*;*
Female ownershi 1.061 *+ 1.127 #+ 1121 #+*
P (7.67) (7.35) (7.28)
i ) 0.334 0.234 0.231
F harehol
oreign shareholding (146) (0.89) (0.88)
) —0.794 ** —0.904 ** —0.894 *
State-owned sharehold
ate-owned shareno. ll’lg (7206) (7221) (7218)
Product market 0.252 0.243 % 0.234 %
roduct marke (2.53) (2.46) (2.38)
Financial rick —0.420 ** ~0.387 ~0.368
nancia ris (~2.00) (~1.64) (—1.54)
B 0.0140 0.0169 0.0115
Competition order (0.20) (0.15) (0.10)
Market envi . 0.166 ** —0.440 ** 1.125
arket environmen (2.43) (=2.08) (0.42)
Gender cult —0.504 * —1.601 *** ~1.323 %
ender culture (-1.66) (-2.87) (-1.82)
E < level 0.111 0.0746 0.146
conomic leve (0.82) (0.35) (0.57)
. —0.537 #+* —1.117 # —0.959 **
Radiation effect (-3.18) (-2.93) (-2.13)
) 0.157 *++ 0.0747 0.0592
level
City leve (4.29) @.21) (0.89)
Constant t —1.838 #+* —1.333 #++ ~1.636 0.944 —0.479
onstant term (~5.10) (-22.32) (-0.93) (0.34) (-0.12)
Market environment * —0.728
Gender culture (-0.59)
Chi? 93.02 *** 592 * 50.23 *** 114.69 #+* 114.38 *+
Pseudo R? 0.1286 0.0035 0.0298 0.1565 0.1569
Log-pseudolikelihood —373.23996 -836.05133 ~851.19876 —337.8409 —337.6714
Sample size 1534 2464 2559 1465 1465

Note: The values in parentheses are t values; *, **, and *** sub-tables represent significance at 10%, 5%, and 1% levels.
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5.5.2. Considering the Impact of Biased Geographical Location of the Sample

Due to data reasons, the samples in this paper are mainly concentrated in the eastern coastal areas
of China. Thus, considering the impact of uneven sample distribution, variables in the eastern region
are set in this paper; that is, the value assignment of samples from the eastern region is 1 and the value
assignment of samples from non-eastern region is 0. The empirical results are reported in Table 11.
From the results, the samples in the eastern region are insignificant, so we can exclude the impact of
sample concentration in the eastern region from the empirical results.

Table 11. Main empirical results after considering the geographical distribution of samples.

Variables Model 23 Model 24 Model 25 Model 26 Model 27
Enternrise size —0.110 *** —0.114 ** —0.114 *
P (=2.61) (~2.54) (~2.54)
Enterprise age -0.0537 -0.0179 —0.0180
prise ag (~0.58) (~0.19) (~0.19)
) 0.153 0.117 0.117
ttribut
Company attributes (0.93) (0.65) (0.65)
Industry characteristics Oézzs?* 0(33337?* 0(3;33(9) 6*)**
Female ownershi 1.058 *** 1.104 ** 1.122 **
P (7.63) (7.32) (7.29)
i ) 0.344 0.237 0.236
F harehold
oreign shareholding (1.50) (0.90) (0.90)
) ~0.780 ** —0.922 ** —0.918 **
tate-owned sharehold
State-owned shareholding (—2.01) (-2.25) (-2.23)
Product market 0.247 ** 0.230 ** 0.228 **
roduct marke (2.49) (2.35) (2.34)
Financial risk —0.418** —0.345 -0.342
nanciat s (—2.00) (~1.45) (-1.43)
Competition order 0.0107 0.00390 0.00313
P (0.16) (0.03) (0.03)
Market envi . 0.0946 —0.539 ** —0.0798
arket environmen (1.15) (-2.29) (~0.03)
E < lovel 0.139 0.130 0.147
conomic leve! 1.02) (0.59) (0.57)
L ~0.204 —0.858 ** —0.830 *
Radiation effect (~0.76) (~1.99) (-1.81)
) 0.153 **+ 0.0605 0.0570
City level
ity leve (4.20) (0.96) (0.86)
Conder cult —0.672 % —1.989 *** ~1.883 *
ender culture (-2.04) (-2.91) (-1.91)
Eastern resion 0.110 0.148 0216 0.255 0.239
& (0.86) (1.49) (1.52) (1.05) (0.88)
Market environment * -0.211
Gender culture (=0.15)
Constant & —1.915 *** —1.408 *** ~1.832 0.937 0.525
onstant term (~5.06) (~17.65) (-1.05) (0.34) (0.13)
Chi2 93.66 *+* 7.96 * 53,02 *** 115.15 *#*+* 115.23 #*+*
Pseudo R? 0.1295 0.0048 0.0312 0.1580 0.1580
Log-pseudolikelihood —372.86308 —834.93147 ~849.92897 —337.26453 —337.25278
N 1534 2464 2559 1465 1465

Note: The values in parentheses are t values; *, **, and *** sub-tables represent significance at 10%, 5%, and 1% levels.
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6. Discussion and Conclusions

In recent years, along with the increase of female senior managers, factors influencing their
employment have gradually become a focus of research. However, the existing literature has laid more
emphasis on the number and proportion of female senior managers. Few studies have discussed the
quality of employment. Therefore, a convincing explanation cannot be found in the present research.
The key for explaining the phenomenon that women are shattering the glass ceiling and entering top
management is the enterprise characteristics and environment. Thus, starting from the environment in
which a company is involved, this paper combines the micro, meso, and macro levels and integrates
them into a unified framework for analysis. By utilizing and matching the data of the World Bank
Questionnaire Survey of Chinese Manufacturing Enterprises 2012, Chinese General Social Survey
2012, and relevant statistical yearbook data, this paper analyzes the influence of the corporate-level
micro-environment, industry-level meso-environment, and regional-level macro-environment on the
quality of employment of female senior managers and the influence mechanism. The main contribution
of this paper is as follows. (1) It expands the theory of human resources and career acquisition from
the perspective of the environment. (2) It gives attention to the influential factors of the quality of
employment of female senior managers. (3) It provides a complete environment perspective that
combines the micro-environment, meso-environment, and macro-environment. (4) It analyzes the
mechanism of each environment’s influence on the quality of employment of female senior managers.
Fourth, this paper adopts Chinese samples to compensate for the existing inadequate literature in
China, while providing valuable revelations for enterprise management and practice.

6.1. Conclusions

First, it outlines the profiles of companies with high CEO gender ratios and describes the general
characteristics of such companies. In terms of the micro-environment, the enterprise size is small,
with four to 17 employees. It is relatively new and has been established within the last six years.
It is a subsidiary company and belongs to the consumer goods industry. It has female owners and
has 80-90% of foreign shareholding and no state-owned shareholding. The product sales are mainly
focused on the international market. Its financial risk is high, and the proportion of its self-owned
funds is within 35-60%. In terms of the meso-environment, the company’s competitors are mainly
unregistered enterprises, and the company is in a better market environment than the average. In
terms of the macro-environment, the company is located in areas with good economic development
levels, with the GDP per capita ranging between RMB 81,658-91,202. It is 135.6 to 174.5 km away
from Beijing, Shanghai, Guangzhou, Chongqing, and other national central cities, which are located in
municipalities directly under the central government, and in areas with cultures that display more
gender equality.

Second, the micro-environment, meso-environment, and macro-environment may all influence
the CEO'’s gender, yet the degree of influence varies. In terms of the micro-environment, enterprise size
and state-owned shareholding have a significantly negative impact on female CEOs: the probability of
female CEOs decreased by 0.0142% and 0.116% respectively for every one unit added to the enterprise
size and state-owned shareholding. Product features, industry characteristics, and female ownership
have a significantly positive impact on the CEO’s gender. The probability of female CEOs in consumer
goods companies and companies with female owners increased by 0.0414% and 0.155%, if compared
with non-consumer industries and companies without female owners, while the probability of female
CEOs increased by 0.0289% for every one unit increased in the scope of product sales. In terms of
the meso-environment, the market environment has a significantly negative impact on the quality of
women’s employment, and the probability of female CEOs decreased by 0.0498% for every one unit
that it increased in the market environment. In terms of the macro-environment, the radiation effect
and gender culture have a significant impact on the quality of women’s employment. The probability
of female CEOs increased by 0.129% for every one-unit increase in the distance between central cities.

274



Sustainability 2019, 11, 4070

In terms of gender culture, the probability of female CEOs increased by 0.178% for every one unit
added to the gender culture.

Third, this paper further analyzes the influence mechanism of the environment on the CEO’s gender;
that is, the positive moderation of the macro-environment on the influence of the meso-environment
on the CEO’s gender. As discovered in this paper, the impacts of the market environment on
the CEO’s gender vary in different models. As revealed by the research findings, the gender
culture in the macro-environment has a positive moderating effect on the market environment in the
meso-environment. The reason why the moderating effect is not significant may be that the current
gender culture is unfair to women and inherent prejudices toward women are widespread.

6.2. Theoretical Contribution

Theoretically, the traditional career development theory and career development theory explain
to a certain extent why women become senior executives, but can not explain why they can not become
CEOs. The important reason is that they ignore the external environment and gender differences.
When we incorporate gender into existing theories, we can clearly see that women’s development faces
many difficulties, and it is difficult to make a difference on their own. The Achilles” heel of traditional
theories is that they only focus on men and ignore women, and thus cannot explain the differences in
career development between men and women [49].

Therefore, human resource theory should recognize the importance of the environment and gender
differences, attach great importance to gender stereotypes and gender discrimination in industry
careers, and re-establish work ethics of gender equality in order to promote sustainable development.

6.3. Implication and Suggestion

First, the government needs to adopt a multi-pronged approach and take different measures at the
micro, meso, and macro levels to provide a good environment for women'’s career development. The
research in this essay finds that the company’s micro-environment, industry meso-environment,
and regional macro-environment will all affect the number of female CEOs. In addition, the
macro-environment has a positive adjustment effect on the meso-environment. Therefore, in order
to achieve gender balance and sustainable development, we need to constantly improve corporate
governance mechanisms, optimize the market environment, establish an equal gender culture, and
provide equal opportunities for women’s development.

Second, an enterprise needs to establish an organizational environment based on gender
cooperation. The modern organization is controlled by men, and the corporate culture is dominated
by masculinity. Therefore, it is necessary to establish an organizational environment where partner
protection and cooperation are the main content, and ethical care for women is stressed.

Third, from the perspective of women themselves, the essay provides a reference for women’s
career development. Women's career development often faces the “ceiling dilemma”, so prudence is
required while choosing an occupation. In this regard, the research findings of this paper have certain
reference significance for women’s employment. For example, cities with a culture that displays more
gender equality, better economic levels, and higher levels may be selected. Regarding companies,
it is advisable to choose those involved in the consumer goods industry, with female owners and a
broader product market. At the same time, companies with smaller enterprise size, lower state-owned
shareholding, higher financial risks, and closer distance to central cities are preferable.

6.4. Research Deficiency

In terms of research content, due to the limitations of the sample data, this paper failed to study
the relationship between the environment and its interaction on the gender impact of CEOs. At the
same time, the environment is constantly changing; this paper lacks the dynamic analysis of the
environment. Therefore, in future studies, we can further study the interaction between environments
and the impact of their dynamic changes on female CEOs.
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Abstract: This study attempts to examine the role of sustainable Human Resource Management
(HRM) practices on job performance and encompasses training as a moderator variable to further
evaluate the association among HRM practices and employee’s job performance.The study seeks to
measure the effect of selection, participation, and employee empowerment on job performance in the
publicly owned universities of Pakistan. The descriptive survey research design was utilized for this
study. The target population was the entire teaching staff of two publicly owned universities (namely
“The University of Agriculture Peshawar” and “Hazara University Mansehra” Pakistan). By using
a convenient sampling technique, 130 sample participants were selected from the target population.
The reliability scales were tallied by using Cronbach’s Alpha. The findings of the study are gleaned
by using regression to investigate the role of HRM practices in job performance and whether training
moderated the association between HRM practices and employee performance. Through Statistical
Package of Social Science (SPSS), Hayes process was used regarding the moderation effect of training
between HRM practices and job performance. The main results of regression analysis validate that
HRM practices, such as selection, participation, and employee empowerment, have a significant and
positive effect on employee job performance. Specifically, the study suggests that training significantly
moderates the effect of HRM practices on the performance of employees and that sustainability of
HRM practices has a great impact on job performance. Based on the outcomes the study confirms
that the proposed hypotheses are statistically significant. Furthermore, directions for future research
are offered.

Keywords: selection; participation; employee empowerment; sustainability; job performance;
training; sustainable HRM practices; public sector universities; Pakistan

1. Introduction

Human Resource Management (HRM) is the act of managerial activities and responsibilities
concerned with developing and maintaining a competent employee [1]. HRM is concerned with the
personnel in an organization and how they contribute to organizational efficiency and effectiveness.
Senyucel [2] defined HRM as a “combination of people-cantered management practices that recognizes
employees as assets and those that are geared to creating and maintaining a skillful and committed
workforce for achieving organizational goals”. The HRM function of an organization concentrates
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on the management level. It consists of practices that help the organization to effectively manage
employees during the different phases of the employment, including pre-hire, staffing, and post-hire.
HRM practices directly affect employee motivation, their behavior, and skill improvement to boost
organizational performance [3].

The organizations use different HRM practices to achieve their appropriate goals. Accurate human
resource management in an organization, such as a friendly environment, pay appreciation for
performance, providing feedback to employees, a fair evaluation system for employees, an award
ceremony, employee empowerment, extrinsic and intrinsic motivational rewards, recruitment and
selection, training and involvement of employees, and performance evaluation, guarantee overall
organizational performance.

HRM practices involve all management decision and actions. The role of practices starts with
the hiring of people by an organization. Thus, appointing new personnel requires the achievement of
HRM practices [4]. While employed, employees must to be included in the organization’s structure
through training and socialization. After this process, key elements of HRM are evaluated in the
development of staff members and encourages them through compensation and reward systems [5].
Employee selection, training, assessment, communication, and compensating one’s domestic workers
could pose many difficulties and challenges for organizations [6]. It is very difficult to manage
personnel in an efficient way. The personnel issue needs to be precisely confronted, otherwise it will
harm the benefits of the organization [7].

HRM practices could be an obvious cure to motivate the personnel’s expertise, attitude, and manner,
which affect the performance of organizations as well as employees. A positive employee attitude can
help them give maximum effort in the hopes of getting promoted in the organization [8]. Previous studies
have demonstrated a direct and positive connection among HRM practices and job performance [6,9].
HRM practices also show a positive relationship with organizational performance [10]. With the HRM
practices implementation, everyone can be self-assured that personnel will be fairly treated [11].

In addition, some comparable studies with the same concept have revealed a significant relationship
of HRM practices and job performance [12-14]. Siddiqi et al. [12] have proposed a significant role of
HR Practices in the academic staffs” performance. Further, he described that by training existing staff,
the organization can obtain precise and accurate knowledge, and better direction to increase academic
staff performance.

New public management is adapting traditional practices of HR in the public sector area of Pakistan,
from permanent appointments to seniority and performance-based endorsement [15]. The effect of HRM
practices on employee performance has been the subject of much attention. Previously, researchers have
conducted research in many countries regarding HRM practices [16,17]. Sustainable HRM is an
innovative concept, which is still in the pioneering stage and reflects attempts to link sustainability to
HRM. The definition for sustainable HRM was recently presented by Ehnert et al. [18],

... the adaption of HRM strategies and practices that enables the achievement of financial, social,
and ecological goals, with an impact inside and outside of the organization and over a long-term time
horizon, while controlling for unintended side effects and negative feedback”.

Minor studies have investigated this concept in developing countries, such as Pakistan [19,20].
However, evaluation of the sustainable HRM practices on job performance across the university sector
is nearly non-existent and very limited. Hence, the current study deliberately assesses this concept
in Pakistan. The purpose of this study is to analyze the role of sustainable HRM practices in job
performance in publicly owned universities of Khyber Pakhtunkhwa Province (KPK) in Pakistan.
To the authors’” knowledge there has never been a study carried out in regard to the correlation
between sustainable HRM practices and employee job performance in the aforementioned province
of Pakistan. Thus, the present study is based on an inventive idea whose purpose is to examine the
hypothetical association of sustainable HRM practices and job performance. Furthermore, the present
study argues the role of HRM practices and hypothesizes the effect of training on job performance.
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Additionally, the present study observes the moderating role of training among the association of
HRM practices and job performance. In the current study, the HR practices that are considered
are selection, participation, and employee empowerment, and a call for how these practices can
play a role in employee job performance. The main reason for choosing these practices is that they
connect sustainability to HRM practices. Sustainable HRM is one of the innovative concepts that
some scholars and practitioners have researched [16,21]. As there is no previous study regarding
sustainable HR practices (functions), in our study we choose sustainable HRM practices to evaluate
employee performance. The purpose of the study is to increase the knowledge of sustainable HRM
by revealing the practices, such as selection, training participation, and employee empowerment on
employee performance. The present study has made an attempt to address the research questions that
remain unsettled regarding HRM practices and how the organization can avoid failure by motivating
employee interest. Employee interest in HRM practices is needed to evaluate the extent to which they
are pursuing HR practices in accomplishing their career goals.

The current study examines the role of sustainable HRM practices on employee job performance
and focuses on the moderating role of training between the association of HRM practices and job
performance that exists in the mentioned universities. Here, the independent variables in HRM
Practices are selection, participation, and employee empowerment. The dependent variable is job
performance and training is the moderating variable.

The rest of the article consists of the subsequent sections. Second, relevant literature is reviewed and
hypotheses are developed. In Section Three, research methods are presented. In Section Four, the results
of the study are presented. Section Five includes discussion, conclusions, and recommendations.
Furthermore, the limitations of the study and future research directions are discussed.

2. Review of Literature and Hypotheses

2.1. Sustainable HRM Practices

Sustainable HRM can be explained as “the adaptation of HRM practices and strategies that
enable them to achieve the financial, ecological and social goals of the organization over a long term
horizon, while controlling for negative feedback and unintended side effects” [22]. The Paradox
theory creates links between sustainability and HRM by Enhert and Herry [23]. They recall this theory
as “sustainability”, as it is defined as reproduced resources and balance consumed, bringing about
paradoxical choice situations and pressure for performance in sustainable HRM that need to be
keenly dealt with and that can be a source for transformation and innovation”. HR practices and job
performance have been the subject matter of several research scholars. They have conducted research
studies that have been preserved in their precious books and collections. Development and formulation
of HR practices that can ensure a high level of employee performance result in increased attainment and
achievement. High-quality management practices are a key driver of job performance [24]. The Action
theory approach of performance provides various features that help to describe the directive method
of learning and behavior. This approach not only includes the repertoire of training techniques but
helps to illuminate the high order cognitive functioning that helps individuals regulate their learning
and performance [25]. Paille et al. [26] argued that sustainable HRM contributes to improving green
performance through staff members and organizational support, and has direct and indirect effects on
the organization and the labor force. Wikhamn [16] explored the impact of sustainable HRM practices
on customer satisfactionin Swedish hotels. The findings of his study indicated customer satisfaction is
dependent on sustainable HR practices in the organization. He concluded in his study that sustainable
HR practices impact customer satisfaction positively and these practices have a significant role in
enhancing organizational performance.

Sustainable HRM highlights the importance of HR practices for organizational outcomes that
go beyond financial performance [18]. Developing more sustainable practices is important to ensure
a clean Earth in the future, healthy and happy employees, and many others emotive issues that
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some business leaders brush off. However, sustainability is good business. When employees of the
organization truly care about mitigating waste and improving the efficiency of the business, it can pay
off in dollars. Sustainability is something that every forward-thinking company should be at least
considering when it comes to developing strategies for improvement and growth.

According to the Ehnert [27], maintains sustainable HRM entails not only attracting and retaining
motivated and talented employees but also providing them with a healthy work environment and
opportunities to develop.

It is important to define the characteristics of both sustainable HRM practices and sustainable
HRM because they have different meanings. Sustainable HRM is highly concerned with context,
for instance, the potential harm of HRM practices on employees. Researchers examined sustainable
HRM based on the synthesis and simultaneous effects of high-performance work systems on
organizational performance and employee harm and they have found that flexible high-performance
work arrangements, such as tele-working and compressed working week, could have a negative effect
on organizational performance. It is important to indicate particular HRM policies considered as part
of a high-performance work arrangement and analyze their impacts on organizational profitability and
employee wellbeing [28]. Another interesting study discusses the strategic potential of sustainability as
a concept for HRM and examines the key paradoxes of sustainable HRM. The results of this study show
that realizing efficient and effective, as well as sustainable, HRM systems may create paradoxical choice
situations and tensions that need to be actively coped with [29]. De Prins et al., in 2015, defined the
“ingredients of sustainable HRM” in terms of “Respect”, “Openness”, and “Continuity” (ROC), and they
broaden the scope from a single career-perspective to a more integrated HRM and Corporate Social
Responsibility (CSR) perspective. Based on these researches, we can say that sustainable human
resource management is a promising domain for theory-building in HRM, focusing on both research
and practice [30]. Literature supporting the role of HR in promoting, driving, or enabling sustainability
in organizations abound. The central role of the HR function enables it to play a key role in promoting
sustainability practices through broad, deep, internal and external relationships. Researchers tend to
focus on strategic issues and sustainability. This study addresses that gap by presenting a framework
of suggested sustainable HRM practices. The current study is paying special concentration and interest
to three HR practices that manipulate job performance. They are selection, participation and employee
empowerment. Also, training is used as a moderator. The views of the numerous research scholars
about job performance are enumerated in the following sections.

2.1.1. Selection and Job Performance

The HR function should embrace sustainability, not only for organizational effectiveness and
long-term economic benefits, but also for ethical reasons and for responsible leadership [31]. Selection is
an essential practice of HR whenever it selects the right people with necessary characteristics, knowledge,
and qualification in the right job to fit the organization’s environment and culture [32]. Itis accomplished
by finding the right person for the particular job that fulfills the unfilled post of the organization [6].
Jepsen and Grob [33] demonstrated in their study that applying a sustainable selection process in the
organization shows not only a commitment to the planet, people, and profits, but may serve as the
competitive differentiator in the employee marketplace.

Johnson [34] examined the selection of qualified and top employees in the organizations. It is
an effective way to achieve organizational goals. He suggested that the proper selection process is
helpful in the increase of sales and output of the organization. Harris [35] highlighted that having
a fair method of employee selection is very effective in achieving the organizational goal.

Kepha et al. [36] determined the recruitment and selection influence of the performance of
the employees in Kenya research institutes. There is growing evidence that HRM practices plays
a significant role in attaining high quality personnel. Specifically, selection has been singled out as
a main practice of HRM that can have an influence on the level of employee performance in the
organization. The findings of their study showed that the relationship between recruitment and
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selection and employee performance were highly significant (p = 0.000). Oaya et al. [37] investigated
the recruitment and selection strategy on employee job performance. Their study revealed that the
best methodof the recruitment and selection is to enable organizations to select a productive and
creative workforce. Further studies described that fair selection on the basis of the capability of
the candidates creates enthusiasm in the candidates and they perform better for the organization.
On the basis of the above, it is clear that employee selection has an important role in performance.
Thus, we hypothesized that:

Hypothesis 1 (H1). Sustainable selection process is positively related to Job performance.

2.1.2. Participation and Job Performance

Participation is a process by which all employees of an organization are involved in, and have
authority and influence on, decisions related to development activities that will affect them.
Some prior studies demonstrated that participation of employees is positively correlated to employee
performance [38]. Bhatti et al. [39] revealed that employee participation and involvement in the
workplace affect the employee’s job performance. Paul [40] revealed employees who are close up
to the work of the organization are skilled and the most competent to make suggestion regarding
improvements and success of the organization. Therefore, employees of the organization should be
authorized and allowed to increase their participation in the organization’s decision making [41].
Wagner [42] explored the association among participation and the performance and satisfaction.
Findings of his study revealed that participation can have a statistically significant effect on performance.

A sustainable work system and employee participation encourages and promotes business
sustainability. On the basis of the above arguments, it is clear that employee participation plays
a significant role in job performance. Therefore, we hypothesized that:

Hypothesis 2 (H2). Sustainable employee Participation has a positive correlation to Job performance.

2.1.3. Employee Empowerment and Job Performance

Empowerment means encouraging and motivating the employees to make decisions with higher
level management of the organization. Employee empowerment is defined as providing the power
and authority to employees to make decisions for the organization. There are some observed facts to
maintain the use of employee involvement. Spreitzer and Mishra [43] stated a study of forty-three
firms in the U.S. automotive industry. The Big Three (Ford, Chrysler, and General Motors) proved
a positive association between employee involvement and productivity of labor. Empowerment is also
an arrangement of power-granting, in which all the employees of the organization can make decisions
themselves with independence, information, and responsibility [44,45].

Geralis and Terziovski [46] showed that practice of empowerment has a positive effect on output,
service quality, and performance in Australian banks. Likewise, more empowered teams were found
to be more proactive and productive and had job satisfaction; customer service level was higher, as was
team commitment and organizational commitment, than those with lower levels of empowerment [47].
Chebat and Kollias [48] showed that empowerment affects the behavior of employees and their
attitudinal nature (i.e., self-efficacy, role conflict, adaptability, organizational commitment, and
job satisfaction). The outcomes of empowerment are well known, which enhance its perception.
Personnel and other organizational aspects should be considered to achieve more insight into employees’
perception of empowerment [49].

Bakri [50] demonstrated that employee empowerment has a significant influence on job
performance. It has been found by many scholars around the world that job satisfaction of employees
has a positive association with employee performance. They also expressed in the study that
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there is a significant relationship among empowerment and job satisfaction and job performance.
Essentially, employee empowerment provides sustainable opportunities for employees in accordance
with their aspirations and talents to acquire knowledge and skills and to apply them in a favorable work
environment in order to achieve individual and organizational performance.Therefore, we posit that:

Hypothesis 3 (H3). Sustainable Employee Empowerment is positively related to Job performance.

2.1.4. Training and Job Performance

Training is defined as the giving of helpful and useful skills, ideas, and knowledge by teaching
to be able to perform a practical job in a skilled way. Training is the continuous effort and attempt
designed to improve the skill and performance of the employee [51]. Employees who are well-trained
can easily share their skills and updated knowledge by using their creativity to improve the output of
the organization [52]. Nassazi [53] assessed the effects of training on an employee’s job performance
in telecommunication companies in Uganda. A qualitative research approach was adopted using
a questionnaire distributed to 120 respondents. The findings indicated that training has a positive effect
on employee performance. The results of his study could prove useful to HR policy decision-makers,
managers, and academic institutions, as well as government.

Githinji [54] explored the effects of training on employee performance among international civil
servants in Somalia. He collected primary data from the 144 staff from the United Nations Support Office
for the African Mission in Somalia. Findings of his study revealed that in general, training improves
employee engagement and helps to improve the performance of the employees. Further training
increases employee enthusiasm for work. In short, training and employee job performance have
a significant and positive relationship.

Amos and Natamba [55] showed that job training has a positive and significant effect on employee
job performance. Hanif [56] examined the effect of training on employee performance in the hotel
industry of Lahore, Pakistan. His study found that job training improved employees’skills and
enthusiasm for their work. In short, training is a learning process that increases knowledge and
sharpens skills, enhancing employee performance. Like sustainability training, fostering workplace
dialogue can also increase sustainability knowledge and skills in anorganization. Therefore, on the
basis of aforementioned literature, it is plausible that training plays a significant role in job
performance.Therefore, we posit that:

Hypothesis 4 (H4). Training is positively related to Job performance.

2.1.5. Moderating Role of Training in HRM Practices and Job Performance

Skinner’s theory of reinforcement emphasizes the learning behavior of a person and suggests
that the learner will repeat behavior that is attached with a positive outcome or result. This theory
suggested that the training and development programs should be aligned with the organizational
objectives and a positive outcome should be expected with such training programs [57]. Social learning
theory is a theory of learning process and social behavior, which proposes that new behaviors can
be acquired by observing and imitating others. It states that learning is a cognitive process that
takes place in a social context and can occur purely through observation or direct instruction, even in
the absence of motor reproduction or direct reinforcement [58]. Expectancy theory was originally
presented by Victor Vroom; this theory can be used to influence employee behavior. Employees would
be motivated to be involved in Human Resource Development activities if they expect that it will
benefit them by enhancing their performance. Employee will feel encouraged to attend training if they
expects that it will enhance their knowledge and if they knows that the outcome of these efforts will be
rewarded [59]. These theories play vital roles in influencing employee behavior in the organization.
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The ultimate goal of Human resource development is to influence employee behavior (task performance
and organizational citizenship behavior) to enhance both individual and organizational performance
and to enable both to achieve their goals. Therefore, it can be concluded that all the aforementioned
theories are very useful in influencing employee behavior. This ultimately would improve employee
and organizational performance.

The above literature shows that HRM practices, such as selection, participation, and employee
empowerment, have a positive and significant relationship with job performance [34,39,48].
Additionally, prior studies show that employee empowerment has a positive and significant moderating
effect on the association of HRM practices and job performance [60], while employee participation has
moderating effects on the relationship between high performance work systems and the perception of
quality of care [61]. However, the moderation of training still needs to be explored. Hence, on the basis
of this, we examined the moderating role of training on the relationship of sustainable HRM practices
(i-e., selection, participation, employee empowerment) and job performance. Thus, we assume that:

Hypothesis 5a (H5a). Training has a moderate effect between the relationship of sustainable selection and
job performance.

Hypothesis 5b (H5b). Training has a moderate effect among the relationship of sustainable participation and
job performance.

Hypothesis 5¢ (H5c). Training has a moderate effect on the correlation between sustainable employee
empowerment and job performance.

3. Research Methods

3.1. Conceptual Framework

The present study focused on exploring the association among sustainable HRM Practices and
job performance with the insertion of training as a moderator variable in publicly owned universities
of KPK, Pakistan. The conceptual model (Figure 1) of the study has been constructed on the basis of
a literature review.

285



Sustainability 2019, 11, 2263

Sustainable HR Practices Moderating Variable

Independent variables
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Participation

Employee

Empowerment

Figure 1. Conceptual model of the study and hypotheses.

Figure 1 showed that in our study, we have chosen three sustainable HRM practices, namely,
sustainable selection, sustainable participation, and sustainable employee empowerment. A sustainable
selection process can have a long-term impact on an organization’s profitability, productivity,
and employee happiness. Sustainable participation of employees means achieving living and
working conditions that support people in engaging and remaining in work throughout an extended
working life. Furthermore, employee empowerment means giving employees a certain degree
of autonomy and responsibility for decision-making regarding their specific organizational tasks.
Employee empowerment should be sustainable; this practice positively effects the organization’s
output. These practices can make the biggest impact on the individual and organizational performance.

The term sustainable HRM practices provides a dual relationship between sustainability
and HRM practices. In other words, HRM practices improve sustainability, and as a result,
sustainability contributes better to the longer-term performance of the firm. In the present
research, sustainable HRM practices reflect those practices that contribute to enhancing sustainability,
which results in improving long term performance of the firm.

The model tested in this study is “fair selection of employees promotes employee’s job performance
(H1)”, and “selection relates positively to job performance”. Participation, employee empowerment,
and training also positively correlate to job performance (H2, H3, and H4, respectively). In addition,
training is the moderator between sustainable HRM practices (selection, participation, and employee
empowerment) and job performance (H5a, H5b, and H5c). The conceptual framework and assumed
hypotheses of the present study are given in Figure 1.

3.2. Population, Sample, and Procedure

The population considered for this study was two publicly owned universities, namely Hazara
University situated in District Mansehra, and Agriculture University Peshawar (Peshawar Campus)
from Pakistan. The number of faculty members of Hazara University and Agriculture University
were reported as 360 and 293, respectively (Source: Registrar office). Data was gathered from the
faculty members of the selected universities and hard copies of close-ended questionnaires were
distributed individually from May to July, 2017. However, the total sample size of 130 was selected
through the convenient sampling technique. The majority of the respondents (70: 53.4%) were male
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and the remainder was female staff; almost 29% of them were between 36—40 years old. The majority
of the respondents (60: 45.5%) had 5-years job experience. Furthermore, 60.3% of the respondents
were lecturers and the remainder were assistant professors, associate professors, and full professors.
Lastly, 52.7% of the respondents held a MS or MPhil qualification and 41.2% held doctorate degrees.
Table 1 reported the demographic data of the respondents.

Table 1. Demographic data for respondents.

Category Frequency Percentage %
Gender
Male 70 53.4
Female 60 45.8
Age
25-30 years 26 19.8
31-35 51 38.9
36-40 38 29
41-above 15 115
Experience
1-5 years 60 455
6-10 years 54 41.2
11-15 years 11 8.4
16-above 03 3.8
Designation
Lecturers 79 60.3
Assistant Professor 43 32.8
Associate Professor 03 2.3
Professor 05 3.8
Qualification
MS/MPhil 69 52.7
Doctor 54 41.2
Master 07 5.3
Total 130 100

3.3. Data Collection Instruments (Measures)

To the best of author’s knowledge, there is no validated scale for measuring sustainable HRM
practices. Therefore, in the current study, the construction of instruments is based on traditional HRM
practices. These may not cover the entire scope of sustainable HRM practices as proposed by scholars
in the field but they do reveal practical examples that enable the organization to achieve its goals while
reproducing its HR base. These instruments are elaborated below:

Selection (S): Selection is the process of collecting information about the job candidate in order to
decide who should be hired for positions [62]. A three items questionnaire was used for assessment of
selection, adopted from Wright et al. [63]. Items included “candidates for this job take formal tests
before being hired”. Items of the variables are presented in Appendix A.

Training (T): Training is an attempt to enhance employee skill, knowledge, and performance in
the organization. In the education sector, providing training opportunities for academic staff is a more
professional orientation towards their function as teachers. In this sector the aim of training focuses on
boosting teaching skills. A five-items questionnaire for training was used for this study, which was
initially developed by Ahmad [64]. The questionnaire for training included items such as, “I (teaching
staff) receive training to perform task”, and “I (teaching staff) receive training to execute multiple
tasks”, and so on. Items are presented in Appendix A.
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Participation (P): Participation is a process through which all the staff members of an organization
are involved in every part of the activity and have power over decisions related to development
activities of the organization. Participation was measured with the five-item scale adopted from
Scott et al. [65]. Items for this variable were included “my seniors are receptive and listen to my
suggestions and ideas, and I am free to decide how to do my job”.

Employee Empowerment (EE): Employee empowerment is as “a transfer of power” from the
employer to the employees [66]. The concept of empowerment increases employees’ motivation
at work in the organization through the allocation of authority to the lowest level employees in
an organization. Employee empowerment was measured with a twelve-item scale developed by
Spreitzer [43]. An example item is, “I (employee) can decide on my own how to go about doing my
work”. Appendix A presents all items of the variables.

Job Performance (JP): Performance is the process or action of accomplishing or carrying out an
action, task, or function. It is the accomplishment of a given task. Job performance is an employee’s
output and results in terms of quantity and quality expected from every employee in the organization.
Job performance assesses whether a person performs a job well. It also relates to the act of doing
ajob. It means reaching a goal or set of goals within a job, role, or organization [67]. Job performance
was measured with a five-item scale. These were adopted from Janssen and Van [68] and used for
assessment of employee job performance. Example items include, “employee (I) always completes the
duties on time”. These measures used a five-point Likert scale from 1 (strongly disagree) to 5 (strongly
agree). Likert scaling is a bipolar and unipolar scaling method that measures a positive or negative
response to a statement [69].

3.4. Data Analysis

Statistical Package for Social Sciences (SPSS) Version 25 (IBM: Chicago, USA) was used for data
analysis. The major results of all variables in this study were established by Cronbach’s alpha reliability
test, descriptive and correlation tests, regression analysis, and Hayes process moderation.

4. Results

4.1. Reliability Analysis

A Cronbach’s alpha reliability range above 70% for each variable indicates that the collected data
is reliable [70]. Hair et al. [71] recommended that given data would be considered reliable if the alpha
value was greater than 60 percent [72]. In Table 2, the results of the Cronbach’s alpha showed that
inclusive data is observed within a given reliability range.

Table 2. Measures of various HRM practices.

No.of Items Alpha Value Comments
Selection 03 0.60 Reliability of 0.60 and 0.70 or
Training 05 0.85 more than 0.70 is the standard
Participation 05 0.82 criteria for demonstrating the
Employee Empowerment 12 0.76 internal consistency of new and
Job Performance 05 0.60 recognized scales [73]

4.2. Descriptive Statistics and Correlation

Mean, standard deviation, and correlation of the variables are stated in Table 3. Correlation analysis
is used as a productive approach to test the relationship between the two variables, whether it is solid
or weak [74]. Job performance is positively correlated with selection (r = 0.299, p < 0.01) and training
(r=10.242, p < 0.01), and with participation and employment (r = 0.358, p < 0.01) (r = 0.384, p < 0.01),
respectively. These results support the main hypotheses of the study.
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Table 3. Mean standard deviation and correlation.

Variables Mean Std. Dev. 1 2 3 4
Job performance 2.00 0.617 1
Selection 1.20 0.825 0.299 ** 1
Training 1.00 0.898 0.242 * 0.017 1
Participation 1.00 0.733 0.358 ** 0.285 ** 0.051 1
Employee Empowerment 2.00 0.585 0.384 ** 0.11 0.086 0.288 **

Note: ** Correlation is significant at the 0.01 level (2-tailed).

4.3. Regression Analyses and Results Explanation

For the present study, the multiple linear regression (SPSS Version 25) was used to test the main
hypotheses.We used mean values of the variables for the analysis. Mean values provide consolidated
measurement of the variable and all the dimensions of the variable into a single standardized
value [75]. Table 4 results illustrate the effect that HRM practices have on employee job performance.
Here, HR practices are the predictor variables and job performance is the predicted variable. For this
study, three HRM practices, including selection, participation, and employee empowerment are used
as predictor variables and training is used as a moderating variable.

Table 4. Regression analysis between HRM practices and job performance.

Job Performance

B T-Statistic p-Value F-Statistics R-Square
Selection 0.224 3.547 0.001 12.579 0.089
Participation 0.302 4.342 0.000 18.85 0.128
Employee Empowerment 0.405 4.708 0.000 22.169 0.148
Training 0.167 2.827 0.005 7.992 0.059

Dependent variable: Job Performance. Independent variables: selection, participation, empowerment; p < 005
is significant.

In Table 4, the main findings of the regression analysis indicate the relationship between HRM
practices, such as selection, training, participation, and employee empowerment with the dependent
variable “job performance”. The findings of the regression analysis illustrate that selection and job
performance have a significant and positive relationship with the results of (R-square = 0.089; F = 12.57;
= 0.224; t-value = 3.54; and p-value = 0.001). Value of R? shows 78 percent variation occurred in
employee performance due to selection. Beta value has a positive sign, which shows that selection and
employee performance have a positive relationship. The T-value is greater than 2 and p-value is less
than 0.05, which means variables have a positive and significant relationship. Hence, the results support
Hypothesis 1. Also, Table 4 depicts the findings of participation and job performance (R-square = 0.128;
F =18.85; § = 0.302; T = 4.34; p-value = 0.000). The R-square value implies that a 12 percent change
happens in the predicted variable due to a predictor variable. Furthermore, p-value is significant with
the value of 0.000, and the value of the T-ratio is greater than 2, which means the explanatory variable
participation and outcome variable job performance have a positive and significant relationship.
Therefore, the results support Hypothesis 2.

Similarly, the regression analysis indicated the positive and significant effect of employee
empowerment on job performance (R-square = 0.148; F = 22.16; 3 = 0.405; T = 4.70; p-value = 0.000).
In the results, the Beta value reveals a positive sign, the p-value is less than 0.05, and value of the T-ratio
is greater than 2, which mean that these variables have a positive and significant relationship. The value
of R? shows 14 percent variation in the dependent variable because of employee empowerment.
Therefore, outcomes fully support Hypothesis 3.

Furthermore, we regressed and found out the relationship of the moderator variable Training
and job performance with the findings (R? = 0.05; F = 7.99; § = 0.167; T = 2.82; and p-value = 0.005).
The value of R-square implies 5 percent variation in the dependent variable due to the moderator
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variable (Training). The value of Beta is positive, and p-value is significant at the 0.005, so the moderator
variable Training and predicted variable job performance positively and significantly correlate to each
other. Therefore, results are fully support Hypothesis 4.

4.4. Hayes Process Moderation Analysis

We employed Hayes process (version 3) [76] through the computer software SPSS (version 25)
to confirm the moderation hypotheses for the present study. To analyze the direct effect of selection,
participation, and employee empowerment on job performance, we used regression analysis technique,
as well as for moderation impact of Training we used Hayes process. In Table 5, Hayes process [76]
moderation (Moderatorl, Moderator2, and Moderator3) are discussed regarding moderation effect
of Training between HRM practices and job performance. In Hypothesis 5a, the present study
predicted that Moderator1 (selection* training) has significant and positive effect on job performance.
In Table 5, findings showed that p = 0.000 and 3 = 0.58, so these results support Hypothesis 5a.
Moderator2 (participation*training) has a significant and positive effect on job performance, with the
results showing p = 0.000 and 3 = 0.66. Therefore, these outcomes fully support Hypothesis 5b.
Furthermore, Hypothesis 5c is acceptable because Moderator3 (employee empowerment*training) has
a positive and significant influence on job performance. Findings showed that p = 0.000 and 3 = 0.062,
so these are fully support Hypothesis 5c.

Table 5. HRM Practices with inclusion of moderation and Job Performance (Hayes Process Moderation).

Job Performance

B T-Statistic p-Value F-Statistics R-Square
Moderatorl (Selection*Training) 0.058 4.60 0.000 21.18 0.142
Moderator2 (Participation*Training) 0.066 4.96 0.000 24.65 0.162
Moderator3 (Employee Empowerment*Training) 0.062 4.79 0.000 23.01 0.152

Calculation by using Hayes process (version 3).

5. Discussion

In the present study, we scrutinized the effect that sustainable HRM practices (selection,
participation, employee empowerment) have on employee performance, as well as the moderating
role of training in public sector universities of Pakistan. The current study explored an affirmative
and positive association among sustainable HRM practices and job performance. Moreover, the study
showed that training has a positive moderating role in examining the correlation between HRM practices
(selection, participation, employee empowerment) and job performance. Furthermore, the practical
implications are discussed.

The present study contributes to the literature on sustainable HRM and expands the knowledge
by illustrating the interrelation among sustainable HRM practices and employee job performance.
HRM practices have become a popular field of research for researchers and practitioners due to the
significant effect on organizational performance and innovative performance [77,78]. The current
study fills the mentioned gap by investigating the correlation between sustainable HRM practices
(selection, participation, employee empowerment) and job performance in the context of publicly
owned universities in Pakistan. We found a positive connection between sustainable HRM practices
and job performance. In this study, outcomes demonstrated that the explanatory variable selection and
the dependent variable job performance have a positive relationship. Our findings of selection and job
performance are consistent with the past research results of Nadarajah et al. [6] and Mol et al. [79].

In the present study, we also derive a positive and significant effect of participation on job
performance. These findings were in-line with the previous research results of Bhatti and Qureshi [39].
They developed their study in the banking sector of Pakistan. Employee empowerment also has
a positive and significant effect on the job performance. The main outcomes of the explanatory
variables employee empowerment and job performance are compatible with the previous study
outcomes of Engstrom et al. [80] and Choi et al. [81]. They showed similar findings in their studies.
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Furthermore, training and job performance have a positive and significant association and the findings
are consistent with the prior studies [82-84]. The outcomes of this study fully supported the hypotheses
that there is positive relationship among HRM practices and employee job performance.

Many studies have been undertaken regarding the direct relationship between HRM practices
and job performance, as well as organizational performance [77,85]. A research study for the
moderating role of training between sustainable HRM practices and employee performance is still
being explored. The current study scrutinized this gap and showed that sustainable HRM practices
(selection, participation, employee empowerment) have a positive and significant influence on job
performance with inclusion of training. Therefore, training positively moderates the relationship of
HRM practices and job performance.

Likewise, the selection with inclusion of training has affirmative and positive effects on job
performance. Also, participation with inclusion of training has significant and positive effects
on job performance and employee empowerment. The inclusion of moderating variable training
has affirmative and positive impacts on employee job performance. This suggests that proper
implementation of sustainable HRM practices can improve employee job performance.

6. Conclusions and Recommendation

The most important and powerful factor in an organization is Human Resources (HR) or Human
Assets. Recently, human resources have become one of most valuable resources or assets that cannot be
denied in the public sector. Sustainable HRM is the only way forward for HR if it wants to stay relevant.
The word sustainability means“longer” or “durable”; it means that what you do today has a positive
effect on tomorrow. However, few organizations are capable of being completely bound to its potential.
The purpose of the current study was to recognize the correlation between sustainable HRM practices,
such as selection, participation, empowerment on job performance, and training as a moderator.
This study was carried out in two publicly owned universities (Hazara University Mansehra and the
Agriculture University Peshawar) from Pakistan. Findings and other relevant results of the study
confirmed that HR Practices, such as selection, training, participation, and employee empowerment,
have a significant and positive effect on job performance. It was also identified that training has
a positive moderating role on job performance. HRM practices have a positive and significant effect on
job performance in both types (whether or not training is incorporated as a moderator). This study
shows that sustainable HRM practices accompany job performance by indicating the significant
moderating role of training.

HR practices can play a significant and essential role in employee performance in any organization.
The findings of the recent study suggest that universities (organizations) in the KPK can enhance
their performance by implementing high-involvement HRM practices. Therefore, in order to improve
employee performance, organizations should implement sustainable HRM practices to strengthen
and boost their future performance. Our study contributes to the sustainable HRM research and
systems [23] by presenting HRM practices as sustainable HRM practices in the education sector
(university level). However, findings suggest that applying sustainable HR practices would lead to
improved organizational and employee performance, as well as employee well-being. The current
study makes a contribution to the understanding of sustainable HRM. The practical contribution of
this study is the observation of sustainable HRM practices used in the university sector (organizations),
and how to implement these practices to improve employee performance. Thus, it has stated that the
implementation of sustainable HRM policies plays a central role in boosting employee performance.
The present study showed that selection criteria must be clear for all employees to be fair and objective.
Furthermore, an employee empowerment system should be launched within the organization; when
the organization empowers personnel it will make them more confident and freer to do work in their
own way, which is very essential to achieve organizational goals. An additional piece of the practical
implications of the current study is that a well-designed training program should be designed for
workers to improve their talent and ability to perform current jobs.

291



Sustainability 2019, 11, 2263

It is recommended that the management of the organization revise its sustainable HRM practices
by considering employee problems, identifying them and confronting the inequities they face.
The acknowledgment method should be launched in order that an employee’s effort can be properly
acknowledged and rewarded. To achieve the required objectives, the organization should encourage
the employee’s effort through awards system and motivate them in different ways, rather than
discouraging them based on poor performance or unfair conditions.

Limitations and Future Research Directions

It is extremely essential to highlight some limitations of this study. First, for the data
collection, the cross-sectional study design was applied; in order to avoid the uncertainty of a casual
relationship, future research should employ a longitudinal study design to the present study model.
Secondly, the study’s outcomes are only being generalized to the faculty members in publicly owned
universities in Pakistan. It means the existing study is limited to one sector; therefore, it is suggested
that to overcome the limitations of the present research, it should be increased to other institutions and
organizations. Furthermore, the current study is carried out in the context of one developing country,
Pakistan. Future studies should be performed by investigating the model in other less-developed
nations to boost generalizability of the outcomes. Additionally, future researchers are encouraged
to consider other HRM practices, such as reward systems, pay for performance, promotion, and fair
evaluation systems, while focusing on employee job performance. Finally, future researchers should
be required to identify the additional possible moderator and mediator inclusion of the variables in
this process.
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Appendix A (Questionnaires)

Selection

1. Candidates undergo structured interviews (job-related questions, same questions asked of all
candidates, and rating scales) before being hired.

2. Experienced and qualified workers have the opportunity to be promoted to positions of superior
pay and/or responsibility within the department.

3. Candidates for this job take formal tests (paper and pencil or work sample) before being hired.

Training

1. Teaching staff (I) receive training in workplace to improve their skills on a regular basis.
The administration believes that continual training and promoting of employees’ skills
are important.

3. Teaching staff (I) receive training to execute multiple tasks.

4.  Teaching staff (I) is cross trained so that they can perform other tasks if necessary.

5. Teaching staff (I) is encouraged to learn specific skills, rather than develop a broad skill base.
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Participation

Generally how much say or influence do you have on how you perform your work?

To what extent are you able to decide how to do your work?

Generally how much say or influence do you have on who does what on in your work group?
Generally how much say or influence do you have on decisions which affect your work?

My superiors are receptive and listen to my ideas and suggestions.

Employee Empowerment

The job I do is very meaningful for me.

My work activities are personally important to me?

The work I do is very important to me?

I am self-assured about my talent to perform my work?

I am confident about my abilities to execute my job activities?

I have the necessary skills for my job?

I have essential autonomy in determining how I perform my work?

I can make a decision on my own to perform my duties?

T'have significant opportunity for independence in how I do my work?
My impact on what happens in my department is significant?

T have an immense deal of control over what happens in my department?
Thave considerable influence over what happens in my department?

Job Performance

T always complete the duties specified in my job description.

I meet all the formal performance requirements of the job.

I fulfill all responsibilities required by my job.

I never neglect aspects of the job that I am obligated to perform.
I often fail to perform important duties.
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