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Abstract

The Theory of Work Adjustment (TWA) postulated that an employee’s work
attitudes were influenced by the fit between the person’s work values (P) and the
work environment’s job reinforcers (E) (Dawis, 2013). However, many theories and
empirical studies have suggested that other life roles or important figures included in
those life roles can also influence people’s work attitudes. This study explored how
Chinese parents influenced their offspring’s work attitudes through the
value-reinforcer fit. Study 1 adapted the TWA taxonomy to Chinese culture and
extended it to incorporate the work values that could facilitate the performance of
multiple roles. Study 2 examined the two ways in which parents influenced their
offspring’s work attitudes, namely, job satisfaction and organizational commitments.
Specifically, parents may influence their offspring’s work attitudes a) by changing
the parent-environment fit in work values or b) by moderating the relationship
between the self-environment fit and work attitudes. Moreover, the effect of the

value-reinforcer fit may be moderated by the life roles that young employees held.



In the results of Study 1, one new work value factor, “Work-life
Accommodation” including four new dimensions, was added to the original TWA
taxonomy. Furthermore, under the existing work value factors, three more new
dimensions were incorporated to capture the work values salient in Chinese culture.
The results of Study 2 showed that the self-environment fit in work values was
significantly related to work attitudes. The parent-offspring work value congruence
could moderate the effect of the self-environment fit. The self-environment fit had a
stronger effect on work attitudes when young people’s work value profiles were
more congruent with their parents’. Moreover, the parent-environment fit could
explain more variance of work attitudes even when controlling for the effect of the
self-environment fit. The moderation effect of work role salience was significant but
not the offspring role salience.

The results of the two studies indicated that some work values that may not
have been considered important in the past became salient to contemporary
employees. These work values were desired by multiple life roles. Therefore, these
work values were more responsive to the influence outside the work domain and
could help to accommodate different life roles. Cultural differences may be found
more in the specific contents rather than in the structure of work values. In Chinese
culture, parents played an important role in young people’s evaluations of work.
Parents could exert their influence on young employees’ work attitudes in the two

proposed ways. Therefore, when young people’s work did not meet their parents’



expectations, they tended to have more negative attitudes regarding their jobs and
organizations. On a theoretical level, this study supported the TWA predictive model
by extending the work value taxonomy to accommodate culturally salient
dimensions. On a practical level, the findings provided useful information to career
counselors and human resource managers about the importance of other life roles.
These findings can help them to make more appropriate and effective intervention
strategies to facilitate work adjustment and more realistic reward plans to retain their
employees.
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