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‘WA TAE AR BI B[] () S AR AT E 41
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BRI R “hn x J A W T 17 XKL, Uk A
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Wik A O TAEZ RS WS I 207 LA I “FR %t
A TAEZ ARS8 Nl AT T A" o AR
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G)E R E . AHEF B3 8 7 B
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Figure 2 U-Shaped Relationship between Pay for
Performance and Challenge Stress Perception
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Table 1 Results for Confirmatory Factor Analysis

i 7 df 2{_; RMSEA CFI  TLI SRMR  AY(Ad)
4ATHIR  Cs, HS, WP, PV 425222 182 2336 0072 0952 0945 0.071
3WTFHIML  Cs, HS, WP+ PV 733.648 185 3966 0.107 0.893 0878 0.085  308.426(3)
3ITFHIM2 s+ PV, HS, WP 1263930 185 6832 0150 0.789 0.760 0.146  838.708(3)
3INTFHIM3 s+ HS, WP, PV 1296699 185  7.009  0.153  0.783 0753 0164  871.477(3)
QTR CS+HS, WP+PV 1604681 187 8581  0.171 0723 0.689 0.173  1179.459(5)
BT CS+HS+ WP+ PV 2946541 188 15.673 0238 0460 0397 0269 2 521.319(6)

EAERET A28 - AB T A CSHWKARE S Bdn, HSH TAFF A JE /) Bedn, WPH T T TAE £ 31, PV 3 8 &
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Table 2 Results for Descriptive Statistics and Correlation Coefficients
5 %5 Ik 3 B
T aw owem mg e B R wmgm
RLTAEESE  (0.966)
LRCHTH 0.139"
PR A A 03917 0.1787  (0.818)
HHR 0.714" 02037 03407  (0.775)
FHASRIE SRS 0.053 0.033 0.418"  0.053  (0.830)
5 -0.188" —0.1647 -0.263" —0.150" —0.161"
AE 0.099 0.039 0.043 0.158" —0.059 0.018
=371] 0075 0122 0164”7 0051 0076 —0.113" —0.206"
a1 0.089 0.029 0.016 0.137° —0.053 0.068 09617 —0.237"
TAEZE 0.105"  0.059 0.202”  0.080  0.030 0.103" 02617 —0.032 0.249"
¥E 4.025 4.616 3.848 3.934 2590 1430 33.062  3.140 9.651 2.740
PR 0.713 1.835 0.708 0.644  1.023 0496 6775  0.518 7.434 1582
E:HARE H258, A p<0.010, Hp<0.050,"H p<0.100, TR . A & L3I A AVES F 5 4,
®/IBROPER
Table 3 Hierarchical Regression Results
PR A TAEEshH
PRI B
ANl REAN2 REAN3 REHN4 RS fEAle A7 BRI AEAl9 A0
SRR 0.041" 0.058"  0.021 0.036 0.037 0016 —0.007 —0.011
Ve 00307  0.022" 0002  -0.008 -0.002 —0.006
%giﬁgi 0.358" 0.177"
B 0.143' 0.820"  0.794”
ggﬁggﬂ g 0.031 -0.054"  —0.059
ggﬁigﬂz - 0.054" -0.015  —0.024'
PER -03817  -0356" -0375" -0321"  -0282" -0260" -0262" -0127 -0.149" —0.092
AF 0.009 0.009 0006  —0.002  —0.0003 —0.0003 -0.001 —-0003 -0014 —0.014
203 0.194" 0.177 0.156' 0.128 0.108 0.093 0.092 0.036  0.052 0.029
Jag:] -0.007  -0.008 —0.005 —0.003 0.009 0.009 0.009 0011 0012 0013
TAEZ 0.103" 0099 01037  0.1007  0.047 0.044 0.044 0.007  0.028  0.010
R 01427 01537 01777 02717 00627 00707  0.070" 01747 05317 0.554"
AR’ 0.142"  0.011' 0.024"  0.094” 0.062"  0.008 00001 01047 04617  0.023"
F 83717 75807 7678 9.160" 33287 31567 27007 6.568" 28.003" 27.773"

E:HAE A 258,
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Figure 3 Moderating Effect of Pay Valence on the U-Shaped
Relationship between Pay for Performance and
Challenge Stress Perception
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Table 5 Simple Slope Test and Instantaneous Indirect Effect Test Results under Different Levels of Pay Valence

LR [Zi Bk dd
BUIHTH BUIGHT — PR 1 BUIHTH — PR R 1A — B T TAE £k
[2F R FR AN SR dEdy EH N
X =M - 1.97SD (min) -0.369 0.093 -0.074 0.019

95% ‘A7 X |A]

[~ 0.533, — 0.206]

[~ 0.160, 0.347]

90% A7 X [H] [-0.507,— 0.234] [-0.119, 0.307]
X=M-15SD -0.271 0.071
95% HEAFIX[H] [~ 0.403,—0.141] [~ 0.121, 0.263]
90% EAFIX [H] [-0.382,—0.163] [-0.090, 0.230]
X=M-1SD -0.167 0.048

95% ‘A7 X |A]

[~ 0.264, — 0.070]

[-0.079, 0.176]

90% A7 X [H] [ 0.249, - 0.086] [—0.059, 0.156]
X =M-0.5SD -0.063 0.024
95% HEAFIX[A] [-0.135,0.009] [-0.051,0.101]
90% EAFIX [H] [-0.123,-0.002] [-0.039, 0.088]
X=M 0.041 0.001

95% ‘A7 X [A]

[ 0.022, 0.104]

[~ 0.069, 0.070]

90% A7 X [H] [-0.012,0.093]  [-0.057,0.059]
X=M+0.5SD 0.145 -0.022
95% HEAFIX[H] [0.071,0.220] [~ 0.139, 0.094]
90% B{F X [A] [0.082,0.208]  [-0.120, 0.074]
X =M+ 1SD 0.249 -0.046

95% ‘A7 X |A]

[0.148, 0.351]

[-0.223,0.129]

90% A7 X [H] [0.165,0.336] [ 0.194,0.102]
X =M+ 1.5SD 0.353 -0.069

95% HEAFIX[H] [0.220, 0.488] [~ 0.310, 0.174]
90% B{F X [A] [0.241,0.464]  [-0.272,0.138]

X =M + 1.84SD (max)

95% ‘A7 X |A]
90% E{w X [A]

0.424

[0.264, 0.583]
[0.292, 0.558]

—0.085

[~ 0.373, 0.206]
[-0.324,0.162]

[~ 0.153, - 0.017]
[~ 0.138, — 0.024]
~0.054
[-0.115,-0.011]
[-0.103, - 0.016]
~0.034
[~ 0.074, — 0.004]
[~ 0.066, — 0.008]
~0.013
[~ 0.036, 0.005]
[~ 0.032, 0.002]
0.008
[~ 0.004, 0.024]
[~ 0.002, 0.021]
0.029
[0.008, 0.056]
[0.011,0.051]
0.050
[0.015, 0.093]
[0.020, 0.086]
0.071
[0.021, 0.134]
[0.028, 0.122]
0.085
[0.024, 0.161]
[0.033, 0.147]

[~ 0.022, 0.069]
[~ 0.015, 0.058]
0.014
[-0.015,0.051]
[~ 0.01, 0.044]
0.010
[~ 0.009, 0.034]
[~ 0.006, 0.029]
0.005
[~ 0.007, 0.020]
[~ 0.005, 0.016]
0.0003
[~ 0.015,0.016]
[-0.012, 0.013]
~0.004
[~ 0.032, 0.021]
[~ 0.026, 0.016]
~0.009
[~ 0.050, 0.027]
[~ 0.042, 0.020]
~0.014
[~ 0.069, 0.034]
[~ 0.059, 0.025]
~0.017
[~ 0.082, 0.040]
[~ 0.069, 0.029]

E: AT 20000 R AFFEAA,

A A LU 35 S, RSO 5 5 T TAE Btk
Bl U KR X5 R A AAE — E T2 L L i
BT A KB RCH A RO i WF 52 4 3, TR I L )R R
A SR A 9 T 4 T Ml R T S A0HT I E S TR SR R R Y
PEIBOR

(2) A 58 AT 7 A R0 D 40 A 135 250 200 B Xk

BT TAEE M ERVE, F5 T S L&
VB JH 89 P AE ML BF 98 . GERHART et al™ 45 1, R4S
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5 3 1]

WREE 3855 - JeJE ) W2 30 70 - SR IO B T AR S PR AE R 13

T Xt 53 TAT S 77 A B W ) SEIE A 5 A% /0 B2 HLF 5
B RS TAE R J7 091 I e AT B o A e, i LA
2T TAEFE S % WM A AT A sp AR Xl
AT 2 AR B A T AR 7 00 %6 255 200 37 T 5 it 280 0 1) 1%
ML 7 AR R o ASWFSEIE L T P R g
JRINE BRI S BT T AR Esh vk 2 p AR gt oh
A RORE, b B AR 25 55 T B A R AL R SR A TR Y B
5 HER, I8 KRR B 98 T £ 0K (R A A 4R T Sk
He I 0V FH AL

Q) AWFFLHR /R T 5L T35 T 35 A2 58 5808 T 5 il
BT TAE £ MW B2 A &0, Ak T X 5803
A 2501 B IR, b T8 9T 58 3B T S AT T 4 1 A
FEMR . X T A B A i BT, R A
TR B (8 RN BE S, S R0HT T A ok Pk R R R T JE
Xof T A 32 B v 4 U IR 5 i A, B N M
ZF, GURCH T A A AN Y B TR
AR FE R, BT . %k IR B R S
B0 38 5B, BLHH A AN ) 37k p ) BT % 4
SO Y 22 S Ak R, AT Bl TR A B i Bk S
BT TAEFHIEMRAERR, FE T S8 A %%
P 0 3 FPLH R R
53 SLRBR

(1) 22U R % & 55 D L B4 55 300 35 T 528 58 LA O A
MO T B T TAE R AW LB, RAE G
T A 58 B 0t — o B(E R, A S BT TR £ Bk
PEFEAEAR HEAE T . R, 2H BUHE B 0 7 R
MGE G A SEBR, 5 A i 0 2 T I B L A
T 25 i & B TR TAE = 3h v,k 23 o ek
R

(2) 4120 MR 48 5% T 357 I 354 SR B 22 S Ak 8 Dl o
W o X T A Y BT, N K S T i B T
P2 THH T AR 32 gt %k AL 1 5L T, 0
HmEI RIS RFEES50E . MR T/EA
LA B 5% il 2% % 45 Al 20 By G L R 28
AR AT BN, dE AR T TAE E s

(3) 4 )0 R 5L T P AR R T AR5 6 T AR AT
W52 M, JF 51 5 2B R AR R 114G . — D7 TH , 4
2R 38 A0 3R N R SC Ak I B SR O TR M AR
Wt 45 o B, FF & 4 B N 26 B R R L 4140
SRR 44 L Y — 7 T, 2 VN T AR BT OE A B A
A GUHEAT I B0 850 T OO L 3R G DY TR R ot L
R VAT B T E . B, N
RN GV ES T e W 5o IS A 7 (DR 15 7/ 2 O O
NK R
54 ARBRERE

RAFGEANFEAE— LR R, T J5 Sei o8 F — 25 58 3
OA& W75 % H 2 0 5 R, IE T A A 828
A T R A A Sk A AL ) Dy i m 2E P AT BB . Rk
5T T LR g s 1 90 . 2 ERVE M AR el K
50 B 5 SO B, R AT R v O A S
AR PE . QAT AR £ T 50T 3 RN i 8
BN, A P 1 A R T AR A KR AR AT 55 0 AR

B R AR 1 11 T o I RO B A 5 P
JEE 11 9880 il A8 SR A — i b BT T 0 3 I o 1
PEAE 2 R R L AT & e 1 AR ) S ACHE 2 3h#L .
55 IZ L, B TR TE A R OB, STALCHT I AT RE X
FETTAR 8 R i 42 R4 DB o BRI =2 4k, R ok B
FEIE T DA SCVE SR O . IR RGP L R P S A 2 A
A NFFAE A9 IO AT . QAW S8 AL 56 T 51 3008
[ DO A S W O o e P B A I N 2 e o [ L8
FReefE . SRt b, TP R SiRCH M 7 R = kR
AR El, BT A 380 o 2 B8 A e i AR Ak .
1, J5 2RI 5 AT SR A TG B R BF BT, O 5 BT
Hr M 5tk 2 Al X 5% T TR S R AR R, R i) 2 A
B B, BT 5T AR E 3P iR B

SENK:

[1] GUPTA V, MITTAL S, ILAVARASAN P V, et al. Pay-for-per-
formance, procedural justice, OCB and job performance: a sequen-
tial mediation model. Personnel Review, 2024, 53(1): 136—154.

[2] KIM J H, GERHART B, FANG M Y. Do financial incentives help
or harm performance in interesting tasks?. Journal of Applied Psy-
chology, 2022, 107(1): 153-167.

[3] B, 4. ARG O T AR ST 1E (3000 - 338

filf . CHERSAREME. PEBANBRFER, 2024, 41(8):
53-66.
HUANG Li, HE Rui. The positive and negative effects of individu-
al pay for performance on work performance: theoretical founda-
tions, key factors, and boundary conditions. Human Resources De-
velopment of China, 2024, 41(8): 53—66.

[4] T, Fl5E . IF [ 5215t Y B 44 25 A S8 2800 - I 18] 8k A LA

T T S A4 T X B 3 B B 2. B IR SR, 2020, 36(1):
105-121.
MA Jun, YAN lJiani. The impostor syndrome in positive feedback:
how does positive motivation exacerbate the inhibition of pay for
performance on creativity?.Journal of Management World, 2020,
36(1): 105-121.

[5] BERZE, IR, EARIR. S8cH B o] 52 ma U7 AR 8 BAT S 2

— AP P AR AR A, 2020(8): 83-92.
ZHAO Huijun, MEN He, WANG Juanjuan. How does pay for per-
formance influence unethical behavior in the workplace? A moder-
ated mediation model. Collected Essays on Finance and Econom-
ics, 2020(8): 83-92.

[6] KONG D T, PARK S, PENG J. Appraising and reacting to per-
ceived pay for performance: leader competence and warmth as crit-
ical contingencies. Academy of Management Journal, 2023, 66(2):
402-431.

[71 LAZARUS R S, FOLKMAN S. Stress, appraisal, and coping. New
York: Springer, 1984: 11-115.

[8] WAGNER M, WESTABY J D. Changing pay systems in organiza-
tions: using behavioral reasoning theory to understand employee
support for pay-for-performance (or not). The Journal of Applied
Behavioral Science, 2020, 56(3): 301-321.

[91 GERHART B, FANG M Y. Pay for (individual) performance: is-
sues, claims, evidence and the role of sorting effects. Human Re-
source Management Review, 2014, 24(1): 41-52.

[10] SKIE4E, 254, T U, %, A R A TR ES w7


https://doi.org/10.1108/PR-11-2021-0782
https://doi.org/10.1037/apl0000851
https://doi.org/10.1037/apl0000851
https://doi.org/10.1037/apl0000851
https://doi.org/10.5465/amj.2021.0209
https://doi.org/10.1177/0021886319896411
https://doi.org/10.1177/0021886319896411
https://doi.org/10.1016/j.hrmr.2013.08.010
https://doi.org/10.1016/j.hrmr.2013.08.010
https://doi.org/10.1016/j.hrmr.2013.08.010

14 IR 2 (Journal of Management Science)

202445 H

A Y I B R — B TR BB A A S ) S S
ZFEIR, 2015,37(11): 134-144.

ZHANG Zhengtang, LI Qian, DING Mingzhi, et al. Is individual
feeling good about himself more likely to work hard? The effect of
general self-efficacy on individual’s willingness to work in alternat-
ive compensation frame context. Business and Management
Journal, 2015, 37(11): 134—144.

[11] ZHANG Y, HE W, LONG L R, et al. Does pay for individual per-
formance truly undermine employee creativity? The different mod-
erating roles of vertical and horizontal collectivist orientations. Hu-
man Resource Management, 2022, 61(1): 21-38.

[12] MALTARICH M A, NYBERG A J, REILLY G, et al. Pay-for-per-
formance, sometimes: an interdisciplinary approach to integrating
economic rationality with psychological emotion to predict indi-
vidual performance. Academy of Management Journal, 2017,
60(6): 2155-2174.

[13] FREY B S, OBERHOLZER-GEE F. The cost of price incentives:
an empirical analysis of motivation crowding-out. The American
Economic Review, 1997, 87(4): 746-755.

[14] GERHART B, FANG M Y. Pay, intrinsic motivation, extrinsic mo-
tivation, performance, and creativity in the workplace: revisiting
long-held beliefs. Annual Review of Organizational Psychology
and Organizational Behavior, 2015, 2: 489-521.

[15] RYAN R M, MIMS V, KOESTNER R. Relation of reward contin-
gency and interpersonal context to intrinsic motivation: a review
and test using cognitive evaluation theory. Journal of Personality
and Social Psychology, 1983, 45(4): 736—750.

[16] EISENBERGER R, ASELAGE J. Incremental effects of reward on
experienced performance pressure: positive outcomes for intrinsic
interest and creativity. Journal of Organizational Behavior, 2009,
30(1): 95-117.

[17] GRIFFIN M A, NEAL A, PARKER S K. A new model of work
role performance: positive behavior in uncertain and interdepend-
ent contexts. Academy of Management Journal, 2007, 50(2): 327
—347.

[18] DECKOP J R, MANGEL R, CIRKA C C. Getting more than you
pay for: organizational citizenship behavior and pay-for-perform-
ance plans. Academy of Management Journal, 1999, 42(4): 420—
428.

[19] FRESE M, KRING W, SOOSE A, et al. Personal initiative at work:
differences between east and west germany. Academy of Manage-
ment Journal, 1996, 39(1): 37-63.

[20] ZHANG Y W, LEPINE J A, BUCKMAN B R, et al. It's not fair --+
or is it? The role of justice and leadership in explaining work
stressor—job performance relationships. Academy of Management
Journal, 2014, 57(3): 675—697.

[21] PARKER S L, BELL K, GAGNE M, et al. Collateral damage asso-
ciated with performance-based pay: the role of stress appraisals.
European Journal of Work and Organizational Psychology, 2019,
28(5): 691-707.

[22] HABEL J, ALAVI S, LINSENMAYER K. Variable compensation
and salesperson health. Journal of Marketing, 2021, 85(3): 130
—149.

[23] HAKONEN A, MAANIEMI J, HAKANEN J J. Why is group-
based pay perceived as meaningful, meaningless or negative? Ex-

ploring the meanings of pay suggested by reflection theory. The In-

ternational Journal of Human Resource Management, 2011,
22(10): 2245-2261.

[24] B4, DINA V D. S350 T %¢ B9 JE LR 5% w280 s B 25 A A1k :
FET RIS ISR . METASR, 2013, 39(4): 111-122.

MA Jun, DINA V D. Non-linear effect and structural optimization
of performance-related pay: a perspective of prospect theory.
Journal of Finance and Economics, 2013, 39(4): 111-122.

[25] DECI E L. The effects of contingent and noncontingent rewards and
controls on intrinsic motivation. Organizational Behavior and Hu-
man Performance, 1972, 8(2): 217-229.

[26] X0, WREE BT, 8 SCHS, 55 . STROH T ) 2 i A S £ 5 T

e ETRIERAEIBHAM PEANDRRAR, 2022,
39(12): 99-111.
LIU Ying, CHEN Yuyao, CUI Wentao, et al. Does pay-for-per-
formance create more ingratiation? From the perspective of conser-
vation of resources theory. Human Resources Development of
China, 2022, 39(12): 99-111.

[27] Ji =5, J e, 0 35 W . DN ARLE 7 A ) AR AT - L A 45 258 T
X AT BA BT ) 2 m AL IR RS2 R, 2023, 31(6): 944-957.
ZHOU Kong, ZHOU Xuan, YING Xueqing. From idea generation
to idea implementation: the effects of team pay-for-performance on
team innovation. Advances in Psychological Science, 2023, 31(6):
944-957.

[28] ZHANG Y W, ZHANG Y, NG T W H, et al. Promotion- and pre-
vention-focused coping: a meta-analytic examination of regulatory
strategies in the work stress process. Journal of Applied Psycho-
logy, 2019, 104(10): 1296—1323.

[29] ROSEN C C, DIMOTAKIS N, COLE M S, et al. When challenges
hinder: an investigation of when and how challenge stressors im-
pact employee outcomes. Journal of Applied Psychology, 2020,
105(10): 1181—1206.

[30] B 2 F, KE T, 22U LT, 45, TAE FE J7 WU A LA T [ 5 i

RN BT AT BUHLEE: BRI B 7 0998 5 500 . RHR
BE 53R, 2020, 37(20): 135-144.
XUAN Xingyu, ZHANG Jianwei, LI Haihong, et al. Proactive be-
havior of R&D personnel in military industry under the dual path of
work stress: the moderating effect of workplace spirituality. Sci-
ence & Technology Progress and Policy, 2020, 37(20): 135—144.

[31] FOLKMAN S, LAZARUS R S, DUNKEL-SCHETTER C, et al.
Dynamics of a stressful encounter: cognitive appraisal, coping, and
encounter outcomes. Journal of Personality and Social Psycho-
logy, 1986, 50(5): 992—-1003.

[32] PARKER S K, WILLIAMS H M, TURNER N. Modeling the ante-
cedents of proactive behavior at work. Journal of Applied Psycho-
logy, 2006, 91(3): 636—652.

[33] PARKER S K, COLLINS C G. Taking stock: integrating and dif-
ferentiating multiple proactive behaviors. Journal of Management,
2010, 36(3): 633—662.

[34] FOX J B, SCOTT K D, DONOHUE J M. An investigation into pay
valence and performance in a pay-for-performance field setting.
Journal of Organizational Behavior, 1993, 14(7): 687-693.

[35] B H, MR Bk, B 77 6, 55 4 R0 1« ey 52 i 37 PN R
T BB 2 I S R 2. ESBEIERISR, 2011, 33(6): 79-82.
CHEN Yutian, CHEN Jingqiu, TANG Ningyu, et al. Preference for
money: how does it moderate the relationship between pay and pay

satisfaction?. Shanghai Management Science, 2011, 33(6): 79-82.


https://doi.org/10.1002/hrm.22075
https://doi.org/10.1002/hrm.22075
https://doi.org/10.5465/amj.2015.0737
https://doi.org/10.1146/annurev-orgpsych-032414-111418
https://doi.org/10.1146/annurev-orgpsych-032414-111418
https://doi.org/10.1037/0022-3514.45.4.736
https://doi.org/10.1037/0022-3514.45.4.736
https://doi.org/10.1002/job.543
https://doi.org/10.5465/amj.2007.24634438
https://doi.org/10.2307/257012
https://doi.org/10.2307/256630
https://doi.org/10.2307/256630
https://doi.org/10.2307/256630
https://doi.org/10.5465/amj.2011.1110
https://doi.org/10.5465/amj.2011.1110
https://doi.org/10.1080/1359432X.2019.1634549
https://doi.org/10.1177/0022242921993195
https://doi.org/10.1080/09585192.2011.580194
https://doi.org/10.1080/09585192.2011.580194
https://doi.org/10.1080/09585192.2011.580194
https://doi.org/10.1016/0030-5073(72)90047-5
https://doi.org/10.1016/0030-5073(72)90047-5
https://doi.org/10.1016/0030-5073(72)90047-5
https://doi.org/10.3724/SP.J.1042.2023.00944
https://doi.org/10.3724/SP.J.1042.2023.00944
https://doi.org/10.1037/apl0000404
https://doi.org/10.1037/apl0000404
https://doi.org/10.1037/apl0000404
https://doi.org/10.1037/apl0000483
https://doi.org/10.6049/kjjbydc.Q201908968
https://doi.org/10.6049/kjjbydc.Q201908968
https://doi.org/10.6049/kjjbydc.Q201908968
https://doi.org/10.6049/kjjbydc.Q201908968
https://doi.org/10.1037/0022-3514.50.5.992
https://doi.org/10.1037/0022-3514.50.5.992
https://doi.org/10.1037/0022-3514.50.5.992
https://doi.org/10.1037/0021-9010.91.3.636
https://doi.org/10.1037/0021-9010.91.3.636
https://doi.org/10.1037/0021-9010.91.3.636
https://doi.org/10.1177/0149206308321554
https://doi.org/10.1002/job.4030140707

5 3 1]

WREE 3855 - JeJE ) W2 30 70 - SR IO B T AR S PR AE R 15

[36] TANG T L P, TILLERY K R, LAZAREVSKI B, et al. The love of
money and work-related attitudes: money profiles in Macedonia.
Journal of Managerial Psychology, 2004, 19(5): 542—548.

[37] 5K 55, Je 57 2% . il I o Ji BB g B s . A — TR DC L
B ) B IeRAE M VE T INEB SR 4R, 2013, 45(3): 363-376.
ZHANG Yong, LONG Lirong. The impact of pay for performance
on employees’ creativity: moderating effect of person-job fit and
mediating effect of creative self-efficacy. Acta Psychologica Sin-
ica, 2013, 45(3): 363-376.

[38] DU J, CHOI J N. Pay for performance in emerging markets: in-
sights from China. Journal of International Business Studies,
2010, 41(4): 671-689.

[39] HE W, LI S L, FENG J, et al. When does pay for performance mo-
tivate employee helping behavior? The contextual influence of per-
formance subjectivity. Academy of Management Journal, 2021,
64(1): 293-326.

[40] ¥+, il S0 . S R] O ok Ot 2 A6 4 1) A0 55 . IVEB R 38,
2020, 43(1): 215-223.

TANG Dandan, WEN Zhonglin. Statistical approaches for testing

common method bias: problems and suggestions. Journal of Psy-
chological Science, 2020, 43(1): 215-223.

[41] 0 B, BEAME, AP o) B A A B AT A% IV RIS,
2018, 41(1): 204-210.

WEN Zhonglin, HUANG Binbin, TANG Dandan. Preliminary
work for modeling questionnaire data. Journal of Psychological
Science, 2018, 41(1): 204-210.

[42] HUANG X, XU E, HUANG L, et al. Nonlinear consequences of
promotive and prohibitive voice for managers’ responses: the roles
of voice frequency and LMX. Journal of Applied Psychology,
2018, 103(10): 1101-1120.

[43] S5, Sh SRR A A 07 BB A DY & 0T B i R Y B
ik A Y. PERHRIGIR, 2018(3): 143-151.

MA Jun, MA Sixia. Defeat incentive dislocation: the effort and in-
tegration in the study of pay for performance of R&D employees.
Forum on Science and Technology in China, 2018(3): 143—151.

[44] FULMER I S, SHAW J D. Person-based differences in pay reac-

tions: a compensation-activation theory and integrative conceptual

review. Journal of Applied Psychology, 2018, 103(9): 939-958.

It's Pressure, also Motivation: A Study of the Nonlinear Effect of Pay
for Performance on Employees’ Work Proactivity

CHEN Yuyao', ZHANG Zhengtang’, LIU Chuwei’
1 School of Management, Xi'an Polytechnic University, Xi'an 710048, China
2 Business school, Nanjing University, Nanjing 210008, China

Abstract: In the increasingly “involutional” competitive market environment, more and more enterprises adopt pay for per-
formance as an important tool to motivate employees’ work proactivity. Although there is substantial evidence indicating that
pay for performance has a significant incentive effect on employees, the unstable effect of pay for performance in organization-
al practice has become a realistic problem for managers. Therefore, it is particularly important to examine the nonlinear incent-
ive effect of pay for performance and the cognitive appraisal process of employees under different intensity conditions of pay
for performance.

Based on the cognitive appraisal of stress theory, the dynamic psychometric process of employees’ evaluation of earnings
and inputs could be incorporated into the framework of stress perception of pay for performance to reveal the nonlinear effects
of pay for performance on employees’ work proactivity and its underlying mechanisms. Specifically, we first test the nonlinear
effects of pay for performance on employees’ perception of challenging stress, then examine the nonlinear mediating effects of
pay for performance on employees’ work proactivity through employees’ perception of challenging stress, and finally inspect
the nonlinear moderating effects and nonlinear moderated mediating effects of employees’ pay valence in the above relation-
ship. Three time-point paired data of 258 bank employees were obtained through questionnaire collection. The instantaneous
simple slope test, instantaneous indirect effect test, and instantaneous moderated mediated effect test were conducted by hier-
archical regression analysis, path analysis, and Monte Carlo test with the help of Spss 26.0, Mplus 8.3, and R 4.1.3.

The results of the study show that there is a U-shaped relationship between pay for performance and employees’ per-
ceived challenge stress, and pay for performance transmits a U-shaped indirect effect on employees’ work proactivity through
employees’ challenge stress perception. Employee pay valence significantly moderates the above nonlinear indirect effect, i.e.,
this indirect curvilinear effect is stronger when employee pay valence is high compared to employees with low pay valence.

The findings demonstrate the U-shaped role of the incentive effect of pay for performance, which contrasts with the main-
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stream that pay for performance exerts an inverted U-shaped incentive effect, and provides new ideas for the research on the ef-
fectiveness of pay for performance. Meanwhile, it further expands and refines the differential effects of different pay for per-
formance intensities on employees’ cognitive appraisal process and their work proactivity. These conclusions have important
implications for managers in the design of compensation programs and the development of interventions.

Keywords: pay for performance; work proactivity; challenge stress perception; pay valence; nonlinear effect
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