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Is support always good? Exploring
whether supervisory support enhances or

Nai-Wen Chi
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##.42 02 : Influence of Psychological Safety and the Need for Cognition on Information
Elaboration and Team Creativity
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This article reports research designed to test the validity of the motivated information
processing in groups (MIP-G) model. A survey study of 106 teams from 87 companies
was conducted to examine the effect of team psychological safety climate (as an
antecedent factor of social motivation) and the need for cognition (as an antecedent for
epistemic motivation) on team performance and team creativity with information
elaboration as a mediator. Results of the study provided empirical evidence for this
model. The psychology safety climate and the need for cognition had a positive
relationship with team creativity and team performance through informational
elaboration.
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Employee Upward Voice
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Drawing on the Emotions as Social Information (EASI) model, we theorize that
psychological safety and proactive personality interact with leaders’ negative
emotional expression (LNE) to increase constructive responses (i.e., upward voice),
and followers’ inferences about potential problems and dislike toward the leaders
mediate these effects. We tested our model in two studies.

In Study 1, we collected data from 32 firms across diversified industries using a
multisource, multiphase research design. Data comprised of 205 leader-employee
pairs showed that LNE is positively related to follower upward voice when
followers’ psychological safety and proactive personality are both high. In Study 2,
we collected daily data from 160 employees across 10 working days (1380 daily
responses) from various occupations and industries.

The Study 2 results and the post-hoc interviews from 19 followers further validated
that employees with high psychological safety and proactive personality held strong
beliefs that (1) leaders’ expression of negative emotions were not held against them
personally and (2) their suggestions were able to help the leaders or alleviate the
leaders’ concerns. These helped to inhibit the negative affective reactions and
trigger inference about potential problems of the leader, which in turn increased
upward voice.
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B Using the social cognitive theory as the foundation, we examined the relationship
between mentoring and protégé knowledge sharing and creation as well as the
potential moderators of the above relationship by using data collected from both
mentors and protégés. Results of hierarchical regression analysis from 159 ongoing
mentoring dyads indicated that mentoring is positively related to protégés’
knowledge sharing and creation. This relationship was stronger for protégés who
have a more favorable attitude toward knowledge sharing.

B Supplementary analysis suggests that the positive relationship between mentoring
and protégé knowledge sharing and creation was stronger for protégés who were
less satisfied with their mentors. The findings highlight mentoring as a vehicle for
knowledge sharing and creation.

B From the perspective of mentors, linking mentoring to knowledge management
helps mentors to be conscientious about the pivotal roles mentoring has in both the
sharing and creation behaviors. Mentor training may be especially useful for
encouraging mentors to be more active in the sharing and creation of crucial
organizational knowledge with their protégés. Also, because the attitude toward
knowledge sharing can moderate the relationship between mentoring and protégé to
develop the robustness of knowledge sharing and creation, organizations should
establish a cultural norm for knowledge sharing and creation behaviors.
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Changing Assumptions

o Western - Eastern (Confucian)

o Independent self > Relational self

8 Paths to Meaningful Work

Appropriate Righteous
(Li 2 Ren) (Ren 2 Li)

[Do=> Reflect -2 Realize] [Envision=> Construct - Do]
Meaning in Meaning in Meaning in Meaning in
Worker Work Work Worker

Reflecting on Discovering Setting my Developing
rule-based underlying standards of one’s self to
behaviors to rationale work so that is actualize
explore your /goodness in becomes a "tao” | one’s “tao”
own goodness one’s work for workplace
Actualize your Usi.ng ‘ENOI‘k pev'elopi'ng Completing
moral goodness | to justify justifications duties that are
through fulﬁlling one’s for my new associated with
your duties goodness tao” for my one’s “tao”

to others workplace
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Human beings are a kind of group creatures. We often secure a sense of belonging,
relatedness to others, and social connections. Friendship plays an important part in
our daily life, and in the workplace as well.

The most frequently-used measure for workplace friendship in the current literature
was developed by Nielsen (2000). The scale contains two subdimensions:
prevalence and opportunity, which were used to measure the likelihood of making
new friends and building up a good friendship in the workplace.

In organizational settings, relationships with colleagues can be significantly
associated with key employee affection and outcomes (e.g., perceived high
organizational support or low turnover intention). Therefore, the measurement of
workplace friendship should more focus on the work relationship between two
persons more than the affection of the environment.

Friendships are voluntary; unlike relationships with family members, neighbors, or
coworkers, friendships are chosen, not imposed.

Friendships are informal relationships in the sense that there is a relative lack of
standard rituals or nomenclature to guide role expectations, unlike roles dictated by
formal organizational hierarchies, such as supervisor/subordinate relationships, and
cultural institutions, such as marriage.

Friendships are characterized by communal norms, or an expectation that one will
give support based on need rather than on the receipt of support.

Friendships are driven by socioemotional goals; their primary purpose is to foster
affective and relational well-being.

Our scale is based on the four dimensions of the workplace friendship proposed by
Pilmer (2018). The theoretical framework is solid. We also believe this current
version can better capture the friendship in the workplace.
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##.4% 10 : Amodel of upward LMX social comparison, envy and coworker undermining
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Subjective ratings by individuals of their LMX compared to the LMXs of
coworkers. Prior research have emphasized that employees’ evaluations of their
own LMX and others” LMXs influence their work attitudes and behaviors in work
groups.

An individual perceives that a coworkers’ LMXs are higher than the LMX that he
or she has with the supervisor. Low-LMX employees may engage in unfavorable
upward social comparisons. Such comparisons are particularly like to provoke
envy—an emotional manifestation of unfavorable upward comparison.

Sample: 221 full-time employees of various organizations located in Taiwan in
multiple industries.

Our work joins and extends the conversation by elucidating whether coworkers’
higher LMXs leads to undesirable consequences.

We offer an emotional explanation of self-perceived upward LMX social
comparison.

This study also adds theoretical value to the extant LMX literature by providing an
empirical contribution that identifies dispositional envy as a significant social
comparison characteristic that accelerates the positive relationship within
coworkers’ higher LMXs and coworker undermining through unpleasant emotions.
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B Purpose 1: Examined the outcomes of collective decision styles.
Contribution:
(1) This study was the first to examine teams’ “habitual ways of making decisions”;
(2) Cross-fertilization between decision-making and team literature;
(3) Empirically tested the impact of collective decision styles on important team
outcomes (i.e., team exploitative/exploratory learning and team performance).

B Purpose 2: Investigated the team personality composition antecedents of collective

decision styles.

Contribution:

(1) If CDSs are predictors of team outcomes, it is important to consider factors that
facilitate or diminish CDSs;

(2) An important area of investigation is how the ways that people work together
affect the development, maintenance, and change of habitual routines;

(3) Provide guidance for organizations and human resource practitioners regarding
how to foster or reduce certain CDS.

Study Model

EEL]
Personality
Composition

Collective

= Team Learning
Decision Styles

Conscientiousness Rational

Exploratory learning Team
(mean, SD) »

Exploitative learning Performance

Intuitive
Emotional Stability

(mean, SD) Avoidant
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#.4% 12 : Every voice has its bright and dark sides: Understanding third party observers’

reaction to coworker’s voice behavior
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342 13 : The relationship between customer mistreatment and workplace deviance:
Mediating and moderating effects
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15 : Differential Effects of Ethical Leadership and Unethical Pro-organizational

Behavior: Testing Moral Disengagement Versus Leader-Member Exchange as Different

Explanatory Mechanisms
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##.4% 16 : The Incongruence of Reasons for Career Plateauing Between Subordinate and

Supervisor Perceptions
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Purpose. Reasons for career plateauing have been found to affect plateaued
employees’ work outcomes, but these reasons are mostly collected only from the
employee’s perspective. The study aims are to collect plateau reasons from both the
plateaued individual and the supervisors and examine whether the inconsistent
attributions between the two parties have an impact on employee career success,
turnover intention, and job performance. We also explore whether job
embeddedness moderates these relationships.

Design/Methodology. Data are collected from full-time employees and their
supervisors via an online survey in a Taiwanese manufacturing company.
Hierarchical linear regression analyses are used to test the hypotheses.

Results. Data analysis on the first wave of data (N = 150) showed inconsistent
attributions in reasons for career plateauing negatively affect employee career
success and job performance, regardless of job embeddedness.

Research/Practical Implications. Managers should be aware of their subordinates’
career development situations and have good communication with them to reduce
the cognitive dissonance and actor-observer bias to rid the negative work outcomes
for plateaued individuals.
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.47 19 : Repatriation support practices to the rescue: An integration of retention and
willingness perspectives
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B Researchers and practitioners have placed less emphasis on repatriation.

B Mostly interested in how to minimize turnover level on repatriation because of its
importance.

B Researchers have primarily focused on retention of repatriates as the most
important objective in repatriation management, but there also remains other
important indicators for repatriation success.

B Much less is known about how retention upon repatriation affects other employees’
willingness to expatriate.

H  Sample.

94 HR representatives of Taiwanese MNCs, in charge of expatriate policies and
practices. Recruited through a posting in an HR professional association in Taiwan;
incentives provided. Reported an average expatriate size of 68.05 per corporation
(SD =109.65).

B Theoretical Implications.

(1) Shows higher use of development assignment led to higher levels of
organizational repatriate turnover. Even in a culture (i.e., Taiwan) that is high on
traditionality, MNCs cannot expect their repatriates to simply reciprocate the
developmental assignments with higher retention.

(2) Extends previous research that has traditionally examined the direct effect of
repatriation support practices and shows that the positive effect of developmental
assignment on organizational repatriate turnover is context dependent such that its
effects were stronger when MNCs use lower levels of repatriation support practices.
(3) First to demonstrate that high organizational repatriate turnover led to lower
employee willingness for expatriation.

(4) Prior scholarship has generally considered repatriation and expatriation to be
separate and unrelated events.
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##.47 21 : Revisiting the Curvilinear Relationship between Work Engagement and Intention to
Quit: The Moderating Role of Competence
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#4722 : Workplace Safety: An Investigation of the Links between Job Crafting and Safety
Behaviors

108/12/16 13:00-14:00
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B Research Gap
(1) Few researchers have examined job crafting as important factors influencing
safety behaviors.
(2) Previous studies have shown different results on the relationship between
reducing demands and engagement.
(3) Person-job fit is seldom studied in the field of safety research.

B Research Contribution
(1) This study aims to explore the link from job crafting to safety behaviors.
(2) The current study investigates the indirect effect of job crafting on safety
behaviors through engagement.
(3) The current study will examine the moderating role of P-J fit.

B Study 1l
In this study, a questionnaire was released to 604 employees in Taipei MRT
Engineering Bureau. The valid sample consisted of 515 full-time employees in
different departments (response rate = 85%). Female participants accounted for
44.5% while male took up 55.5%.

B Study 2
The valid sample consisted of 196 full-time employees in different departments and
positions from a Taiwan company in manufacturing industries. Female participants
accounted for 18.9% while male took up 81.1%. The participants’ average age was
38.79.
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347 23 : Bayesian Statistics
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Bayesian Statistics
By implementing Bayes’s Theorem

p(6 |y = data) « p(y = data| 0) p(6)

Prediction error

Prior :
|

Uncertainty

Posterior

Likelihood

Noise

Expectation

Estimate Reality

Example : Confirmatory Factor Analysis

priors for cross-loadings

A ~ N (0, 0.0000000001) »
AL

113 V3

A > W4

F2 —

A2s Vs
A6

¥6
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Gelman et al. (p. 288, 2004): Consider a single observation (y,, y,) from a bivariate normally
distributed population with unknown mean 0 = (08, 6,) and a known correlation p. With a
uniform prior distribution on 0, sampling from the conditional posterior distribution:

Advantages of Bayesian Statistics

- interpretation of credibility interval (in terms of probability)

- informative prior (diffuse, noninformative, weakly informative)
- small samples (does not depend on asymptotic theory)

- complex model (nonconvergence, inadmissible solutions)

- scientific spirits of confirmatory and replicative manners
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