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ABSTRACT

This thesis tests the job motivation of Chinesdutal traits and its relationship with an organiaals citizenship
behavior. As regards the questionnaire survey, 28l questionnaires (78.89%) were returned, andegonental
institutions and corporate organization in Taiwarved as subjects. The study found that: firstréh&tionship needs and
the face needs in Chinese culture create a unigfuenptivation that impacts an employee’s organizeti citizenship
behavior; Nest, types of organization do not caigeificant difference on the variances, but edocashows significant
difference on RN and OGBRbedience), those with degrees of high schoobaetl are obviously lower than those with
degrees of masters and bachelors, showing thatigfnrer his degree is, the more important he thiekationship needs

and obedience of OCB are. The findings of thisithesl benefit future research related to theaaitidevelopment.

KEYWORDS: Job Motivation, Chinese Culture Traits, Relatiopshlieeds, Face Needs, Organizational Citizenship
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INTRODUCTION

Job motivations include an individual's reasons feork (individual need), degree of effort (psychgital
condition), and behavior (results) (Drucker, 1984u, 2003). Job motivation has constantly beenra issue in the study
of social sciences and organizational behaviorr{®gi2000), and the lengthy history of western toesi exploration of
this topic has produced an abundance of theome$aiwan, studies on job motivation began to appedine 1970s, and
the number of studies has grown to several hundnetcthe majority are merely repeated verificatiohsvestern theories.

Unfortunately, few contain new research based oalloconcepts (Hsu, 2003).

Western nations have developed a wealth of theoriethe issue of job motivation, but the applicataf theories
developed in the west must also consider the is§uriltural fit (Yang, 2000). Based on previouse@sh, it can be
observed that in terms of the theory of needs, emestocieties tend to emphasize individual indepeod and autonomy
while Chinese societies prioritize needs such &as énd a sense of belonging; when exploring matwatChinese culture
has an inclination to treat society as a force thativates achievement. Since western theoriestbtharacteristics focus
on jobs, they are unable to explain the numeroyshmdogical and behavioral phenomena within Chineggnizations,
which is why they must assign more weight to soicielination in the job characteristics of Chinesdture (Hsu, 2003).
Therefore, the development of job motivation thearZhinese culture should return to the basimhysof job motivation,
and reflect on the meaning of implied motivationultures to derive the critical elements of jobtivation in Chinese

culture.
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Past studies have emphasized that Chinese cukuheavily influenced by Confucianism (Hwang, 1988);a
collective culture (Traindis, 1995); and that Cls@ere relationship and society-oriented (Ho, 19%tg, 1993) and hold
an interdependent self-construal perspective (MakWKitayama, 1991; Hsu, 2003). These orientatiora impact the
psychology and behavior of Chinese, including: adset that prioritizes collective or group benefda emphasis on
returning favors (Liu, 1993, 1996, 2001); and altarcy to make decisions based on relationshipsgainement for “face”
or attention to pride; an emphasis on family ethith a respect for authority; and relation deterisin (Hwang, 1988; Ho,
1991; Yang, 1993; Traindis, 1995; Markus & Kitayarh91; Hsu, 2003). Combining the results of paslies on the job
motivation in Chinese culture, we have concluded tblationship needs (RN) and face needs (FNE@meepts unique to

the Chinese. Therefore, this paper will furtherles@these unique concepts of job motivation innébe culture.

Becton & Field (2009) identified the difference tine perceptions of organizational citizenship béra(OCB)
between 393 Chinese and American employees. Arabisewed that Chinese and American employees ezpsitnilar
levels of personal support and conscientious iivgain their organizations, but Chinese employegxrted higher level
of organization support than American employeesin€de culture was found more close to the OCB, umerdt
emphasizes more on collective self-discipline anchmitment to moderation, stability and humanitariyie (2012)
studied OCB under the background of Chinese cultutte a sample of 201 employees in Chinese entagriThe results
indicated that organizational values have signifind direct impact on employees’ organizatiori@enship behaviors
by the medicating effect of organizational idectfion and organizational based self esteem (OB%&jav & Punia
(2013) documented the empirical researches on O@EBhwfound the effect on job satisfaction, rewaedyotional
intelligence, spiritual intelligence, personalityganizational justice and extra role behavioretature related to OCB was
primarily based on the study in different orgarimas. Some of the studies focused on some spegfitors to examine
the phenomena and relationships related to theceaeats of OCB as predictor and criterion. Someystocused on
identifying the dimensions of OCB and its impact®@rganizational Citizenship Behavior. The study mad attempt to

test the relationship between these unique conoépdd motivation and OCB in Chinese culture

This paper proposes that job motivation in Chinasléure is unique due to the relationship needsfand needs,
and organizational citizenship behavior is closerChinese job culture. Therefore, this paper willunderstanding
relationship needs and face needs, and their impaarganizational citizenship behavior in the jobtivation within
Chinese culture. Next, to understanding the emgsy& various types of organizations dose haveeriff) individual

relationship needs and face needs due to the d¢bdstics of the diverse industries and jobs.
LITERATURE REVIEW AND HYPOTHESES
Job Motivations in Chinese Culture

A critical psychological mechanism in individualHaior, motivations drive individual action (Portdigley, &
Steers, 2003; Steers & Porter, 1991); this contepbt merely a static psychological construct, isualso a dynamic
process that sustains a journey towards the goalcier, 1954). Scholars have defined over 140 tydesotivation
(Landy & Backer, 1987; Rainey, 2000), therefore mwineotivation is applied to the occupational fieldooganizational

behavior, the meaning of job motivation includediveerse and historical element (Hsu, 2003).
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Chinese society is a collective culture (Traind®95). Chinese people are inclined towards relatigns (Ho, 1991),
society (Yang, 1993, 2000), and an interdependsfitenstrual perspective (Markus & Kitayama, 1985u, 2003). As a
result, job motivation within Chinese culture teride/ards relationships and society while prioritgicollective or group
benefit along with an inclination to relationshigterminism (Liu, 1993, 1996, 2001; Hwang, 1988; Ha91; Yang, 1993;
Traindis, 1995; Markus & Kitayama, 1991). Hsu (2p@3serts that the need for relationships andifaaeconcept unique

to Chinese culture, and this paper will use thesedoncepts as the constructs of this study.
Relationship Needs

Relationship needs include favors and kindnessitioluce a feeling of obligation (Hsu, 2003). Dudhe influence
of collective culture, Chinese societies place mpleasis on social relations (Markus & Kitayama, M9%ocial exchange
theory, as proposed by Blau (1964), claims tharadtion between people should maintain a balarteeen giving and
receiving, therefore when an individual acceptawof, they must return the favor to maintain atiefeship of mutual
benefit. This concept overlaps with the concepthaio” in Chinese culture but is not completely itieal (Hsu, 2003).
According to Liu (1991), the concept of “bao” in i@bse culture can be categorized as “tool bao”,dtwnal bao”, and
“karma bao”; social exchange theory is based ororcept similar to “tool bao” but Chinese culturesaalincludes
“emotional bao” and “karma bao”. “Emotional baodsfined as receiving favors from others and tieuarning the favor,
or transferring the favor to another individualtive future, such as returning a favor with a favgarma bao” involves
yielding and serving in a manner as soft and gerseeas the Earth, ensuring that employees will blstand willing to

protect the work environment and respect compasgipline.

With roots in Chinese society stretching back tlamgs of years, the concept of “bao” refers to Bigldh and
exercises a large impact on behavior (Liu, 199&pdke with a Chinese cultural background seek #tgctinerefore they
desire to fit into groups, maintain harmony, anaidvconflict in interpersonal relationships in ord® match the

expectations of others while emphasizing relatiguss(role obligation) and favors (return obligadion
Face Needs

The need for face is derived from a feeling of cemibility caused by an acceptance of social staisd@isu, 2003).
Exploring the Confucian perspective towards justiderang (1988, 1995) found that it differed from $t&gn theories of
justice that rely on legitimacy and fairness; Csmeocieties are based on hierarchies betweenepanglthe distances in
family relations, which determine the allocationnpiples, therefore the process of relations atacations is a “favors
and face” model. Chu (1989) asserted that the itapoe of “face” cannot be neglected when explotirgachievement
motivations of the Chinese because both the fadettaachievement motivations contain the elemésboial approach
motivation. Yu (1993) discovered that the strengfhsocial approach achievement motivations will dffect an
individual's desire to seek external support inirtheb and the inclination to conform to socialrefards. As a result, in
Chinese culture, the individual is more desirousrasfeiving praise and acknowledgment from otherdewdvoiding

criticism, and values protecting face and obtairaug.
Organizational Citizenship Behavior

In 1983, Bateman and Organ proposed the concepgahizational citizenshipbehavior (OCB) and itsb@came a

mainstream topic, which was adopted by many
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Studies. OCB refers to employee behavior in anriegdion that is meaningful, but theseactions denest as official
roles. Instead, they are unofficial actions thaphsther individuals or organizations, thereforeythare not bound by
contractual obligations or are unaffected by aranization’s reward and punishment systems (Orga®38)L Many studies
have shown that OCB has a positive effect on omgdioins and can help enhance organizational bepefitormance, and
production (Podsakoff, MacKenzie, Pain &Bachradd)@ Lin et al., 2011); simultaneously, OCB haaitive effect on
the evaluation of employee performance and recordatems for promotion (Allen & Rush,1998; Johns2601). OCB,
defined as positive behavior that goes beyond dahadl requirement of the job but promotes effecfiuectioning of the
organization, improves employees’ task performahgefreeing up resources, helps to coordinate diets/ibetween
employees and uplifts coworker productivity (Orged88, 1997; van Dyne, Graham & Dienesch 1994; Radfet al.
2000).

Farh et al. (1997) utilized the surveys of Orga®8@) on the 5 facets of OCB and Podsakoff, Mackerdioorman,
and Fetter (1990) to develop an OCB scale tailéwettie Chinese; the 5 facets in the structure ohetliacknowledging the
organization, assisting colleagues, responsibleaweh harmonious interpersonal relationships, gmebtecting
organizational resources. Podsakoff et al. (20@9indd the 7 facets of OCB: altruism ,sportsmanshkiypporting the
organization, organizational obedience, initiatiijlmorality, and individual growth. The main @fences are individual
growth and initiative: the former refers to an eaygle’s use of additional time to participate in égpe training or taking
the initiative to participate in training outsidtbe job to improve individual ability; initiativeefers to volunteering to assist

colleagues or supervisors.

Prior research indicates that employees engageGB Because of prosocial values, organizational eoncand
impression management motives (Takeuchi, Bolina& R015). Rioux and Penner (2001) identified thtey motives that
account for OCB: Prosocial values motives descaib@mployee’s desire to help and connect with sthenganizational
concern motives describe an employee’s desire lp &ed be fully involved with the organization; amdpression
management motives describe an employee’s desibe feen positively and to avoid being seen negg{iVakeuchi,
Bolino & Lin, 2015).

Organizational Citizenship Behavior (OCB) is alsoeanployee’s display of aggressive initiative, antlolars assert
that the characteristics of active citizenship sgnte are similar to OCB. Graham (1991) definedvactitizenship
syndrome to include: 1) organizational obedienlce:@mployees' willingness to accept an organizatitair regulations in
terms of restriction, work standards, and laboiigies; 2) organizational loyalty: the employeekramvledgment of an
organization and willingness to support the orgatdn when it faces threats in order to maintaia@ thganization's
reputation, or even work with others to improveamgational performance; 3) organizational parttign: the willingness
of employees to take the initiative to participateevents or meetings held by the organization tanshare information
with others. This paper refers to Graham’s (199dppsed concepts during the analysis of OCB.

The Relationship of Variables and the Hypotheses

Job motivation within Chinese culture has a tengetoevards relationships and society, prioritizedlemtive or
group benefits, and is inclined towards relatioted®minism (Liu, 1993, 1996, 2001; Hwang, 1988; H891; Yang, 1993;
Traindis, 1995; Markus & Kitayama, 1991; Hsu, 2Q08hich stimulate an individual to surpass the déads of his or her

role in the development of organizational citizépsbehavior. Western scholars largely assert thatelements which
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generate the driven within job motivation includgtre work (Patchen, Pelz, & Allen, 1965), team tatte and
organizational acknowledgment (Landy & Guion, 1978hd all of these elements are the general prasemtof
organizational citizenship behavior. Therefores thaper has selected organizational citizenshig\behas the study’s

result variable because it is the most similahtjbb motivations within Chinese culture.

Individual job motivation within Chinese culture luas the satisfaction of the relationship needsnterpersonal
networks that lean towards seeking security andhbay with the group; next, individual relationshipeds tend to be
satisfied through the maintenance of harmoniousioels with supervisors, colleagues, and relataff st order to avoid
conflict and to meet the expectations of othersemvian individual seeks to satisfy his or her refeghip needs, the
sensory scope emphasizes favors (role obligatiand)emotions (returning obligations) (Liu, 19939692001; Hwang,
1988; Hsu, 2003). In other words, employees witbhénese cultural background are more willing toshbjected to fair
restrictions, work standards, and labor policy fetjons established by the company, and hope tad nmtb an
organization in order to have a sense of belon@ifeykus & Kitayama, 1991; Hsu, 2003) and to obfaim security; next,
employees are more willing to stand with an orgatiim and face threats to protect an organizatioepsitation, and even
work with others to increase overall performandsgaemployees are willing to take the initiatigeparticipate in events
or meetings, and to share information with othetslavprofessing loyalty to the organization andirthgipervisors.
Therefore, this paper believes that the relatignst@eds in Chinese culture are beneficial in irgirgathe OCB of an
organization’s employees and are beneficial to mres(OCB), loyalty(OCB,), and participation(OCB within an

organization; the hypotheses below are accordithg@bove:

» Hypothesis 1: The strength of an employee’s relationship néedsrds an organization is beneficial in increasing
employee OCB.

 Hypothesis 1a: The strength of an employee’s relationship netmigards an organization is beneficial in

encouraging employee's obedience.

» Hypothesis 1b: The strength of an employee’s relationship netmigards an organization is beneficial in

increasing employee’s loyalty.

» Hypothesis 1c: The strength of an employee’s relationship netxdgards an organization is beneficial in

increasing an employee's participation.

The individual job motivations within Chinese cutuemphasize an individual’'s face (Liu, 1993, 192601;
Hwang, 1988), and a sense of responsibility towaxdsts, which are derived from a concern for $atendards (Hsu,
2003). In other words, the individual in Chinesdtune is more expectant of receiving praise anchaskedgment from
others, and avoiding criticism because employeeking in an organization are more willing to accaptorganization’s
fair restrictions, work standards, labor policiasd other regulations; employees have an inclindgtidake the initiative to
obtain acknowledgment from others and to proteeirtbwn face in order to meet the expectations wgesvisors,
colleagues, and related staff; in order for empdsy® meet the expectations of others and socistgizdards, they must
perform well at their own jobs and be willing toasl the burden of extra work (Patchen, Pelz, & AIE965) and assist
others. Therefore, this paper asserts that therfaeds of Chinese culture are beneficial in inéngasmployee OCB and

the obedience(OCR loyalty(OCB), and participation(OC§ of employees; the hypotheses below are accortirthe
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above:
» Hypothesis 2The strength of an employee’s face needs is b@aleih increasing the employee’s OCI
» Hypothesis 2aThe strength of an employee’s face needs is saltio an employee obedience.
» Hypothesis 2bThe strength of an employee’s face needs neficial to an employee’s loyalty
» Hypothesis 2cThe strength of an employee’s face niis beneficial to an employee's participat
METHODS
Research Framework

BasedOn The Above Hypotheses, The Research ConstruthidfThesis Is Shown AFigure 1.

RN HI (Hla%HIh‘f le:] l

) OCB

OCB, (Obedience)
OCB, (Loyalty)

v OCB, (Participation)

FN

H_? (HIm th} Hzc]
Figure 1: Research Framework

Questionnaire Design and survey

As regards the questionnaire survey, 360 questimmavere sent, ai governmental institutions and corpor
organization in Taiwan served as subjects.Nine @mgs from the government, hnology corporations, and traditior
industry companies (three from each) were chosenoa-site interviews were conducted; 40 surveys wersgahsut a

each company for a total of 360 surveys; 266 affecturveys were collected (79.89

The questionaires were designed primarily to survey the refethip betwee the job motivation of Chinese cultu
traits and their relationship with an organizat®itizenship behavior. This paper was structuredired the themes «
relationship needs, face needd organizational citizenship behavior. The scopeelationship needs is favors a
kindness that induce a feeling of obligation (HA03). People with a Chinese cultural backgroumdk $e fit into groups
maintain harmony, and avoid conflict in erpersonal relationships in order to match the etgtens of others whil
emphasizing relationships (role obligation) andofav(return obligation). The relationship needstisacwas designe
with 8 questions that deal with harmony, honestyioa anc speech, popularity, the establishment of trustpeoation,
mutual trust, and interaction relationships; Thedcéor face is derived from a responsibility towsasituations due t
social standards (Hsu, 2003). Therefore, in termShinese culture, e individual is more expectant of receiving pre
and acknowledgment from others while avoiding cistin; there is an inclination to protect an indiadls face and t
obtain face in order to meet the expectations loéigt and society’s standards. face needs section was designed wi
guestions that examine exceptional performance nobdel, meeting targets, achieving goals, satigffhe needs ¢

partners, receiving praise, receiving recommendatad pride
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Graham (1991) defined active citizenship syndrom@tlude: organizational obedienc, organizatidoghlty and
organizational participation. This paper referd@i@mham’s (1991) proposed concepts during the aigsabfsOCB. OCB
was categorized into obedience(OBoyalty(OCB,), and participation(OC§. The obedience section was designed with
4 questions that deal with abiding by the orgaioréd regulations, listening to the commands ofesuvigors, completing
delegated tasks, and willingness to accept emeygtasks; the loyalty section was designed with &sgjons which
examine taking the initiative to solve problemsptpcting the organization's reputation, concerntlf@r organization's
development, pride in the organization, and takhmginitiative to help colleagues; the participat&ection was designed
with 4 questions which cover taking the initiativeparticipate in the organization's events, take {m the organization's
projects, participate in organizational innovatiand share related knowledge. The questionnairdogexh for the thesis
was designed in reference to the above-mentiontedature and the five-point Likert scale was addpss the

measurement for the items.
Reliability, Validity and Model Fitness

SEM is a confirmatory analysis approach and thésl#sSEM is Confirmatory Factor Analysis (CFA).dBaCFA is
part of a collection that is the basis of SEM; FAClacks reliability and validity, so will SEM. Winethe fithess among
models is weak, the significance and directionliodfethe paths might be false, so CFA is the fatgp in SEM.

When SEM is employed to validate theoretical modgd®d model fithess (Byrne, 2013) is essentiaé béatter the
fitness is, the closer the model is to the samptereach this goal, researchers should consulrelevant statistical
indexes provided by SEM. Referring to views fromh&&iber (2008), McDonald and Ho (2002), Boomsma0@0
Jackson, Gillaspy and Purc-Stephenson (2009), HoylePanter (1995), Schreiber, Nora, Stage, BaalwavKing (2006),
Chang (2011) selects several indexes to evaluatéittiess of the overall models, includigg test, the ratio betwee2
and freedom, the goodness of fit index (GFI), ttgisted-goodness-of-fit index (AGFI), and the Rbtetan Square Error
of Approximation (RMSEA) (Torkzadeh, Koufteros & ®jhoeft, 2003)

Table 1: Confirmatory Factor Analysis (CFA)

| Noh:_c’d;;tf;;getef Converger Model Fit Indexes
S €S SV.VM. S.D T-l]/eal P SWM C.R.|AVE | X2 |DF |X?%DF|GFI |AGFI REI\Q\S

RN1 160 Oé)?

=

RN2 161 09.0 1(2).7 ” 09.7

RN3 1(.)2 Oil 1]7..1 *: 0(.)7 02.9 0.61 82.1 20| 416 03.)9 0.88 Oil
N RN4 12.2 09.0 13. 5 *: 048

RN5 lél 0(.)1 13.4 ” 07.7

RN6 142 09.0 1?13 .0 " 068

RN7 12.2 09.0 1(3).4 " 0é8
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0ol o |*| s
00]109] > | 0.7
9| 2 |+ | o
FN4 190 Oéo 1;5 K 0217 0.9 86.4 0.9 01
FN No | 13| 01[133[ = [08] 1 056 7 | 20| 432 57| 087] 7
slol 7|+ s
12]01]11.9] = | 0.7
2 T R O S
11]00]116] = | 0.7
FNT 19 1o | 7 |+ | a
11]01]11.9] = | 0.7
FN8 | "yl 0 | 9 | * | 7
OCBy- | 1.0 08
1 | o 4
OCB-| 1.0 00156 > | 0.8
oc| 2 |1]6]| 9 |*| 7 |os 0.9 0.0
B, |OCB-|00]00]141]~ |07 |6 |962|042 2] 021147099,
3 |ole| 5 |*]| s
OCB-| 0800|106 > | 0.6
4 |78 | a|+] 3
OCB, | 1.0 08
1 | o 3
OCB,- | 0800|133 > | 0.8
oc| 2 | s|6| 4 |*|o0 |os 1.0 0.0
B, |OCB, | 08|00]127* |[o07]5 |05 013 2] 0014571100,
3 |s|7 |8 |+ s
OCB, | 0600|105 > | 0.6
4 |sl6|l 6 |*]|s
OCB» | 1.0 08
1 | o 2
OCB- | 0900 16.7] > | 0.8
oc| 2 | 7|6| 3|*|6 |os 0.9 0.0
B, |OCBy | 1.0]00]153] * |08 |9 |067|368 2] 184471037 ¢
3 |27 11|+ a
OCB3 | 08]00]129] = | 0.7
4 | 26| 9 |*]| a

Note: **P<0.001; RN: relationship needs; FN: face need€B,: organizational citizenship behavior(obedience);

OCB2: organizational citizenship behavior (loyalt§)CBs: organizational citizenship behavior (participajio

CFA on dimensions is shown in Table 1. To meet eogent validity, the dimension should be qualifemtording
to the following criteria (Hair, Jr., Anderson, iam, & Black, 2009): a. the measurement weightheffactor should be
larger than 0.7; b. the composite reliability shibbk larger than or equal to 0.7; c. the averagemee extracted (AVE)
should be larger than 0.5. As shown in Table 3,nleasurement weight of the factor for each itetneisveen 0.63 and
0.95, which is acceptable (Nunnally, 1978); the @Rhe items is between 0.78 and 0.92, all larpant0.7; AVE is
between 0.52 and 0.73, therefore all are larger thd,which demonstrates that all of the varianoeedsions possess a

good convergent validity.
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Regarding model fitness, Chang (2011) suggestsuming) an evaluation via the ratio betwe@nand freedom, GFlI,
AGFI and RMSEA. Looking at the ratio betweghand freedom, Table 1 demonstrates that it is drilBN, 4.32 on FN,
0.21 on OCB, 0.01 on OCBand 1.84 on OCB which are acceptable fitness according to Schiareand Lomax's (2004)
assertion that the ratio should be smaller thare@arding GFl, it is 0.93 on RN, 0.93 on FN, 0.98QCB,, 1.00 on OCB
and 0.99 on OCB catering to the ideal criteria, which is largean 0.9; looking at AGFI, it is 0.88 on RN, 0.87 IEN,
0.99 on OCB, 1.00 on OCB and 0.97 on OCB the ratio on RN, FN cater to the suggestion ot®&lum and Hong
(1997) that it can be slightly loosened to 0.8;thap three match the ideal criteria, which is lartfean 0.9; regarding
RMSEA, it is 0.11 on RN, 0.11 on FN, 0.00 on Q€B.00 on OCB and 0.06 on OCB catering to the suggestion of
Schumacker and Lomax (2004) that RMSEA should beurger than 0.5, which indicates a good fitnesglie model. In

a word, all of the models on the dimensions fitlwethe thesis.
RESULTS
Analysis on Sample Features and Means

266 valid questionnaires were returned, which is effiective response rate of 79.89%. Among them,emal
participants make up 39.5% and female 60.5%; thgés range from 21 to 30, taking up 39.8%, followgdhe group
from 31 to 40 or 41 to 50, taking up 28.6%, and’2&).regarding education, college graduates formmthgority, with the
highest percentage, 72.2%, followed by individuaith a master's degree with 26.3%; as regards yafagervice, those
between 2 and 5 are the majority, with the higbestentage, 45.1%, next are those from 6 to 15, &d4¢hen separately,
those over 15, with a percentage of 15.8%; asddype of organization, companies in traditionaustries make up the

percentage of 45.5%, followed by governmental ingtins, 29.7%, and then tech companies, 24.8%.

Observed from the means in Table 2, the particgdadentity on RN (M=4.47), FN (M=4.29), OGEM=4.29),
OCB, (M=4.19) OCRB (M=4.11), which are all larger than the mediaraifive-point Likert scale, demonstrates that the
participants are highly identified with the Chinesdtural trait of job motivation and its relatidrip with an organization’s

citizenship behavior by the thesis.

Table 2: Statistic on Means

Variables | N Mean S.D

RN 266 4.47 0.52
FN 266 4.29 0.53
OCB; 266 4.29 0.59
OCB; 266 4,19 0.57
OCB; 266 411 0.66

Note: RN: relationship needs; FN: face needs; @GRByanizational citizenship behavior(obedience);
OCB;: organizational citizenship behavior(loyalty); O£ Brganizational citizenship
Behavior (participation)

Analysis on Variances

Conduct t-test or variance test between populattatistic variables and other variables and thendgot Scheffe's
test. Analysis in Table 3 shows that gender, agersy of service and types of organization do noseasignificant

difference on the variances. When it is in the safg<0.001, p<0.01 and P<0.05, education shogvsfi&iant difference
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on four variances, RN, OGBOCB, and OCRB. After further Scheffe's test, it shows that edima does not show
significant difference on OCGBand OCB, while as to the identity on RN and OCBhose with degrees of high school or
lower are obviously lower than those with degrekesnasters and bachelors, showing that the highedbgree is, the

more important he thinks relationship needs andlieinee of OCB1lare.

Table 3: Analysis on Variances

Posthoc
Iltems RN FN OCB; OCB, OCB; Comparisons
Gender T -0.31 0.57 -0.22 -0.4 0.19 -
Age F 1.45 1.46 1.35 1.54 1.92 -
] RN:1<3 1<4;
Education F | 5.43* 2.35 6.2%** 3.01* | 2.75*
OCB1:1<3 1<4

Years of service F 0.6 0.34 1.03 0.44 0/49 -
Type of organization F 1.88 0.22 0.68 0.34 0{35 -

Note: ***P<0.001; **P<0.01; *P<0.05. RN: relationighneeds; FN: face needs; OCBrganizational
citizenship behavior (obedience);O£Brganizational citizenship behavior (loyalty); B€
organizational citizenship Behavior (participation)

Correlation Analysis

This thesis uses the Pearson product-moment ctioreleoefficient to test the correlation among tagiables. The
Pearson product-moment correlation coefficient fhtwe between 1 and -1. If the coefficient is pusitthe correlation
between the variables is positive. If the coeffities negative, the correlation between the vagsbé negative. If the
absolute value of the correlation coefficient ighar than 0.8, the relationship between the vagfaisl perfectly correlated.
If the coefficient is between 0.7 and 0.8, thetieteship between the variables is highly correlatédhe coefficient is
between 0.3 and 0.7, the relationship between #niahles is moderately correlated. If the valusrisller than 0.3, the
relationship between the variables is slightly etated (Deng, 2004). The correlation coefficienthis thesis is between
0.53 and 0.80, all of the correlations betweeredifit variables are smaller than 0.8, therefoesthidy concludes that the

variables do not have a linear relationship. Tiseilte of the analysis are shown in Table 4.

Table 4: Correlation Analysis

Variables RN FN OCB; OCB, OCB;
RN 1

FN 0.67*** 1

OCB; 0.67** 0.71** 1

OCB;, 0.61** 0.68*** | 0.74*** 1

OCB; 0.54*** 0.68*** | 0.69*** | 0.8*** 1

Note: ***P<0.001; RN: relationship needs; FN: fasgeds; OCB organizational citizenship behavior
(Obedience); OCB organizational citizenship behavior (loyalty); B£ organizational

Citizenship Behavior (Participation)
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Hypotheses Test

In this study, regression tests were carried ostsidown in table 5,the results suggest that in@340.the RN had a
significant effect on the OGBwith a variance of 0.67, t-value is 14.52, Hlaadsrect; the RN had a significant effect on
the OCB with a variance of 0.61, t-value is 12.35, Hllgasrect; and the RN had a significant effect on@&B; with a
variance of 0.54, t-value is 10.51, Hlc is corréttother words, H1 is correct. Therefore, thergite of an employee’s
relationship needs towards an organization is ie@aéfncreasing employee OCB; increasing the erygés’ willingness
to subject themselves to an organization's estaddisfair restrictions, work standards, labor pebciand related
regulations(OCB); increasing employee loyalty, which encouragesmnthto support the organization when it faces
threats(OCB); and increasing the employees' willingness te ttie initiative to participate in the organizatorvents

and willingness to share the burden of extra waidk t® assist others in the organization(QCB

Table 5: Hy,, Hip and Hy Test

Variable | OCB; OCB, OCB;

s B T B T B T

RN 0.67 | 1452 0.61| 1235 054 10.51
R? 0.44 0.37 0.3

AR? 0.44 0.36 0.29

F 210.88" 152.49° 110.54"

Note: ***P<0.001;RN: relationship needs;O¢Brganizational citizenship behavior (obedience);
OCB;: organizational citizenship behavior (loyalty); B£ organizational citizenship
Behavior (participation)

As shown in table 6, the results suggested thd<i.001, the FN had a significant effect on the Q@®H a
variance of 0.71, t-value is 16.59,43 correct; the FN had a significant effect on @@B,with a variance of 0.68, t-value
is 15.05, Hyis correct; and the FN had a significant effecttb@ OCBwith a variance of 0.68, t-value is 14.90,4Hl
correct. In other words, &$ correct. Therefore, the strength of an emplaydate needs is beneficial increasing the
employee’'s OCB; an employee's willingness to bgesmtlto an organization’s fair restrictions, wortarsdards, labor
policies, and related regulations (Og:Ban employee’s loyalty towards an organizatioesice to work positively and to
obtain the acknowledgment of others and protecindividual's face (OCB), and encourage him or her to meet the
expectations of others and society’s standardstiaptete his or her own work and be willing to shiédre burden of extra

work and assist others (Og)B

Table 6: H,,, Ho, and Hy Test

Variable OCB; OCB, OCB;
s B T B T B T
FN 0.71 | 16.59] 0.68| 15.06 0.68 1419
R? 0.51 0.46 0.46
AR? 0.50 0.45 0.45
F 275.29" 226.55 221.93"

Note: ***P<0.001; FN: face needs; Og@Brganizational citizenship behavior (obedience);
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OCB;: organizational citizenship behavior (loyalty); B£ organizational citizenship
Behavior (participation)
CONCLUSIONS

Several conclusions can be obtained based on theeabentioned analyses First, there is a positmeetation
between job motivation and behavior in the govemminech companies, and companies in traditiordisiries in the 3
aspects of relationship needs, face need and OGBhvis highly identified by the participants. Thisnclusion fits well
with the views of past studies, which have empleasthat Chinese culture is a collective cultureaifidis, 1995), and that
Chinese are relationship and society-oriented (H891; Yang, 1993) and hold an interdependent seiftual
perspective (Markus & Kitayama, 1991; Hsu, 2003).

Second, RN has a significant influence on OCB. Tdusclusion fits well with the views that individupb
motivation within Chinese culture values the satitbn of the relationship needs of interpersorgtivorks that lean
towards seeking security and harmony with the growt, individual relationship needs tend to biisfad through the
maintenance of harmonious relations with supersisoolleagues, and related staff in order to acoidflict and to meet
the expectations of others; when an individual saeksatisfy his or her relationship needs, thes@gnscope emphasizes
favors (role obligations) and emotions (returnitdjgations) (Liu, 1993, 1996, 2001; Hwang, 1988uH2003). Therefore,
the stronger the relationship needs of employeelkfiering organizations in Chinese culture, therenbeneficial it is in

increasing an employee’s OCB.

Third, FN has a noticeable influence on OCB. Thimatusion fits well with the views that the indival job
motivation in Chinese culture emphasizes an indiaié face (Liu, 1993, 1996, 2001; Hwang, 1988) &mat a sense of
responsibility towards events is derived from acan for social standards (Hsu, 2003). Therefdre,stronger the face
needs of employees in differing organizations irin€ke culture, the more beneficial it is in incirgsan employee’s
OCB.

Simultaneously, the study has found that the ptessititical variables that impact the job motivatiand behavior of
employees in Chinese culture are employee educkti@h Education shows significant difference oarfvariances, RN,
OCBy(obedience), OCRloyalty) and OCB(participation). After further Scheffe’'s test, h@vs that education does not
show significant difference on OGEnd OCRB, while as to the identity on RN and OCBhose with degrees of high
school or lower are obviously lower than those wliggrees of masters and bachelors, showing thaigher his degree is,
the more important he thinks relationship needsabetlience of OCB are. Moreover, the increaseeénretfucation level
of Chinese society and the influence of westerhnietogy and information has begun a shift in wottitiede among the

younger generation.

As this study only chose 9 governmental institudi@n companies in Taiwan for investigation, thesiehce of the
study results is limited and must be expanded upofuture researchers. Furthermore, as the numbgbamotivation
management concepts in Chinese culture prolifesaiesequent studies can be designed accordingstbyhothesis and
establish variables and models to conduct objedajiventitative studies to supplement the shortcominfgthe existing

research methods.
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