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Purpose: Identification and recruitment of excellent junior faculty, and improving their organizational recognition and sense of 
belonging are the basis for sustainable development of high-quality colleges and universities. During the pre-employment period, the 
management of junior faculty in the by various colleges and universities focuses on screening, while organizational socialization tends 
to be ignored.
Materials and Methods: Based on the organizational identification theory, 438 new faculty members of colleges and universities 
were enrolled to investigate the effects of performance pressure on junior faculty by colleges and universities on their organizational 
socialization, as well as the dual regulation roles of perceived organizational support and job autonomy.
Results: Empirical analysis reveals that performance pressure has an inverted-U-shaped effect on organizational socialization of 
junior faculty members; the perceived organizational support negatively regulates the effects of performance pressure on organiza-
tional socialization; job autonomy regulates the effects of performance pressure on organizational socialization of junior faculty 
members by influencing organizational support of junior faculty members, indicating that job autonomy has secondary regulating 
effects on correlation of performance pressure with organizational socialization of junior faculty members.
Conclusion: This study elucidates the regulating effect of performance pressure on organizational socialization and explains the 
phenomenon that many junior faculty members in colleges and universities tend to avoid public affairs, do not integrate into the 
community and actively take responsibility for their work, which is of theoretical and practical value in the management of 
performance pressure among junior faculty members in colleges and universities.
Keywords: performance pressure on junior faculty, organizational socialization, perceived organizational support, job autonomy, 
organizational identification

Introduction
High-quality faculty is an important prerequisite for colleges and universities to maintain their core competitiveness, 
especially in the context of “Double First-Class” construction (It is a project implemented by China to improve the 
comprehensive strength of higher education, including first-class universities and first-class disciplines). In addition to 
research universities, several local colleges and universities have introduced various systems to attract outstanding talents 
and motivate faculty to increase research output. Unlike the management of employees in enterprises, the management of 
faculty in colleges and universities, especially in China, has many peculiarities such as, the long-established “identifica-
tion management” and “unit people” approach which leads to an “easy to employ, hard to dismiss” phenomenon in 
faculty management.1 As a result, various colleges and universities in China have introduced the Western “up-or-out” 
system,2 with the aim of building an employee mobility mechanism.3 Practically, the “up-or-out” system can only can 
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only eliminate newcomer or junior faculty, but has no incentive or restraint effects on career management of faculty 
passing the initial employment period.4 One of the negative impacts associated with the system is that colleges and 
universities have a high requirement for junior faculty to conduct research, especially young faculty, making them the 
target of pressure superposition.5 Recently, several issues associated with the “up-or-out” system have aroused wide-
spread concern and triggered a great debate on the rationality of this system.6 In this study, the misuse and disadvantages 
of this system are not analyzed.7 Instead, we explore how to design the performance assessment criteria for junior faculty 
from the perspective of colleges and universities to ensure that more talented people are recruited, retained, and kept for 
a long time, so as to enhance the competitive advantages of colleges and universities.

New employees are the new driving forces of organizational development. For colleges and universities, sustainable 
and high-quality development largely depends on recruitment of junior faculty who have outstanding abilities, identify 
with and integrate into the college or university, and are willing to teach in the college or university for a long time. 
Therefore, management of junior faculty in their initial employment period should take into account the screening of 
excellent faculty and promote their integration into the community, ensuring their willingness to stay in the college or 
university. From a human resource management perspective, the process by which new employees change their attitudes 
and behaviors to match the organization’s development goals, value systems, or behavioral norms, and transform 
themselves from outsiders to insiders, is called organizational socialization.8 The organizational socialization process 
is critical for the entry of junior faculty into colleges and universities, which affects their future performance and 
influences the development of colleges and universities.9,10 Successful organizational socialization play an important role 
in the development of sense of identity and belonging among junior faculty which is beneficial to colleges and 
universities in retaining faculty members. When it comes to performance management of junior faculty members during 
their initial employment period, existing colleges and universities put excess focus on the ability of junior faculty 
members to achieve research results but ignore their ability or desire to integrate into the community and continue to 
serve the collective goal of the community. The “up-or-out” system leads to low recognition of junior faculty by colleges 
and universities.3 It is understandable that those who do not pass the assessment get to leave, but a lack of sense of 
belonging can also be seen in those who stay, which is reflected in the fact that they either go slack in work or look for 
opportunities to jump to other colleges and universities after the initial employment period.11 Performance pressure has 
double-edged sword effects on employee behavior or performance.12 Rational performance pressure can motivate junior 
faculty to actively seek guidance and help from other colleagues, actively participate in internal activities of colleges and 
universities, actively integrate into the organization, and achieve organizational socialization. However, excessive 
pressure makes junior faculty members focus more on research tasks, which reduces their participation in group 
activities, public affairs of the organization,11 with minimal assistance from forces outside the organization, which is 
not conducive to their integration into the community as well as organizational socialization. Therefore, on the premise of 
recognizing the implementation of assessment for junior faculty at the initial employment period, this study investigated 
which level of performance pressure is conducive for organizational socialization of junior faculty.

According to the organizational identification theory, new employees want to be accepted and recognized by internal 
members of the organization.13 Thus, organizational support perceived by new employees can create a good working 
environment, promote communication among employees, and reduce the tendency of new employees to leave the 
organization.14 For junior faculty, a high perceived organizational support from college/university or the school indicates 
a strong will to empower them, therefore, junior faculty members will be motivated to actively participate in relevant 
research groups and cooperate with other colleagues even if they face high pressure, which will help them achieve their 
performance objectives and accelerate their organizational socialization process. However, if colleges and universities 
have very low support structures for junior faculty, junior faculty members in the case of high pressure can only complete 
their assessment tasks by staying away from their colleagues or the group, making it unlikely to develop a sense of 
collective identity. Many famous colleges and universities have adopted a personnel system that is similar to the “up-or- 
out” system. Many junior faculty members can quickly integrate into the organization during the pre-employment period 
and are willing to stay in the college or university after passing the assessment during the pre-employment period. 
A college or a university is a good platform for empowering the career development of faculty members. Additionally, 
academic research is a creative activity that requires a relatively relaxed and autonomous environment. Job autonomy can 
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regulate the effects of organizational support on the result.15 Therefore, if junior faculty members face restrictions at 
work that render them unable to work autonomously, their organizational socialization processes will be affected even in 
the presence of high perceived organizational support. Instead, if colleges and universities can provide a relaxed, 
autonomous research environment for junior faculty and support them, some level of performance pressure may make 
them more willing to integrate into the group and improve their working efficiency. Hence, with perceived organizational 
support and job autonomy as boundary conditions, this study explored the moderating mechanisms of perceived 
organizational support on the correlation between performance pressure with organizational socialization as well as 
the regulating effects of job autonomy on perceived organizational support.

In this study, based on organizational identification theory, newly recruited faculty members in various colleges and 
universities were recruited to investigate how performance pressure influences the organizational socialization of junior 
faculty members as well as the dual regulating roles of perceived organizational support and job autonomy.4,11,15 This 
study has the following two potential contributions: first, it enriches the studies on performance pressure among faculty 
members in colleges and universities, relates performance pressure with organizational socialization of junior faculty, and 
elucidates on the effects of performance pressure; second, with perceived organizational support and job autonomy as 
regulating variables, it clarifies the boundary conditions of performance pressure influencing organizational socialization 
of junior faculty members and provides a reference for decision-making in management of new employees in colleges 
and universities or other organizations.

Literature Review and Hypotheses
Performance Pressure and Organizational Socialization
Performance pressure refers to negative emotional responses of individuals who are concerned that their current 
performance is insufficient to meet expected goals.16 The results of existing studies on performance pressure are mainly 
from two dimensions. First, in terms of performance pressure levels, some studies have suggested that performance 
pressure may easily make employees “hard to breathe under pressure”, which is not conducive for employee 
development;17 while other studies have concluded that high pressure is conducive for employee and organization 
development.18 Second, characteristically, performance pressure is divided into two categories, that is, demotivating 
pressure and motivating pressure. Demotivating pressure has dominating negative effects, which is often detrimental to 
both individual employee development and organizational performance, while motivating pressure has a dominating 
positive effect, which tends to stimulate employee creativity and strengthen the sense of collective identity.19,20 

Performance pressure among new employees has been widely studied, however, majority of the studies have focused 
on the relationship between performance pressure and employee well-being, physical and mental health, and employee 
performance.21 There are some theoretical gaps in research on performance pressure and organizational socialization. 
With competitive pursuit of research achievements in colleges and universities, high expectations are placed on junior 
faculty members, therefore, there is a need to establish appropriate mechanisms to make junior faculty members quickly 
integrate into the school environment to achieve organizational socialization.

The organizational socialization concept was first introduced into the organizational behavior field by Schein22 to 
represent the processes by which new employees grow from outsiders to insiders by performing appropriate duties, 
completing role tasks, and gaining organizational identification. Organizational socialization has a crucial role in helping 
new employees adapt to their environment and improve their behavioral performance.8 Most of the previous studies on 
organizational socialization recruited new enterprise employees as study participants and majorly focused on the effects 
of organizational environment on organizational socialization of new employees,23 the effects of features of new 
employees on organizational socialization,24 and the impact of organizational socialization on individuals or 
organizations.8 Due to high mobility of enterprise employees and the high autonomy of employees in job selection, 
a limited number of studies have paid attention to effects of performance pressure on organizational socialization. 
Besides enterprise employees, junior faculty members in colleges and universities are also faced with organizational 
socialization challenges, and due to particularity of the profession, in the context of “up-or-out” system in many colleges 
and universities, the effects of performance pressures on organizational socialization of junior faculty members in 
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colleges and universities has become more prominent and special.25 Based on practical observations and previous 
studies, we postulated that performance pressure has an inverted U-shaped nonlinear effect on organizational socializa-
tion processes of junior faculty members.

When junior faculty members in colleges and universities have low performance pressure, their internal driving force 
to achieve performance objectives will be hindered, which is not conducive for the organizational socialization process. 
First, when junior faculty members have low performance pressure, they can accomplish their work tasks with little time 
and effort, therefore, their energy, time, and emotional investment in their own work and organizational affairs will be 
low, which will slow down their adaptation processes to the new environment.24 This makes it hard for them to integrate 
into the organization and develop a sense of belonging. Second, a lack of performance pressure not only makes it difficult 
to recognize one’s identity and understand job characteristics but also leads to a lack of a sense of self-fulfillment and 
internal driving force, sapping the motivation to innovate and inhibiting innovative thinking,19 thereby suppressing the 
organizational socialization process. In cases of low performance tasks that can be easily achieved, faculty members in 
colleges and universities tend to accomplish them alone rather than seek cooperation with others. The ability of an 
individual to quickly integrate into an organization depends on his or her communication skills and cooperation with 
colleagues.10 Therefore, low performance pressure inhibits the development of interpersonal relations among new faculty 
members in colleges and universities and is not conducive for the organizational socialization process.

According to the organizational identification theory, maintaining a rational performance pressure is beneficial for 
junior faculty members to perceive the overlap between their roles and organizational identity characteristics, leading to 
organizational identification.13 For new faculty members in colleges and universities, as performance pressure increases 
and can be overcome, the organizational socialization process tends to accelerate. Besides, research performance tasks 
represent expectations of colleges and universities on junior faculty, and performance pressure is aimed at achieving 
excellence and motivating individuals to strive for better performance to achieve desirable results.26 Within a controllable 
range, performance pressure can encourage faculty members to work together with colleagues and peers to accomplish 
their performance objectives, building a good interpersonal environment and making them less uncertain about the new 
environment and work, thereby accelerating their integration into the organization and the organizational socialization 
process. Moreover, rational performance pressure enhances the realization of self-actualization by junior faculty 
members. When they meet or exceed their performance objectives, the performance pressure on them will be transformed 
into a sense of accomplishment, promoting individual growth. From a social exchange perspective, when junior faculty 
members have a sense of self-fulfillment, their recognition of organization is enhanced,27 which helps them find their 
position in the organization and eventually show their sense of loyalty and belonging to the organization, thereby 
successfully completing the organizational socialization process.

However, over-high pressure may inhibit the organizational socialization process of faculty members of colleges and 
universities. First, excess workload and research pressure will increase the physical and mental burden of faculty 
members and worsen their anxiety. Anxious faculty members will focus all their energy on performance tasks and 
deviate from their expectations of their roles by only caring for their own interests.28 As a result, they have no energy to 
consider how to adapt to the environment and integrate into the organization, and even generate negative emotions, 
which inhibits the process of integrating them into the new organization. When performance pressure exceeds a certain 
threshold, the sense of psychological safety and free time among faculty members becomes threatened. According to the 
organizational identification theory, when faculty members believe that the organization has harmed their interests, they 
will feel dissatisfied and retaliatory towards the organization;29 Besides, over-high pressure reduces the psychological 
expectations and trust of junior faculty members in the organization and negatively affects their sense of organizational 
identification,29 resulting in their refusal to integrate into the organization. Additionally, uncontrollable performance 
pressure enhances the chances for job burnout among faculty members in the face of work tasks with “quantity matters 
more than quality”, thereby lacking sufficient energy and interests to familiarize themselves with their surroundings and 
form cooperative relationships with colleagues.5

Based on above analyses, we postulated that the relationship between performance pressure on faculty members in 
colleges as well as universities and organizational socialization is not a simple linear relationship. When performance 
pressure on faculty members of colleges and universities is below a certain level, it has a positive effect on the 
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organizational socialization process, but when performance pressure exceeds a certain level, the positive effects of 
performance pressure on organizational socialization will be weakened or become negative. Therefore, the following 
hypothesis was proposed:

H1: Performance pressure on junior faculty members of colleges and universities has an inverted U-shaped correlation 
with organizational socialization.

Regulatory Effects of Perceived Organizational Support
Perceived organizational support is an employee’s overall perception of the existence of emotional acceptance and 
material support in an organization.30 Psychological support and other forms of support by an organization can provide 
employees with good work experience and make them feel cared for and valued by an organization.14 As a subjective 
factor, perceived organizational support can influence employees’ attitudes and behaviors towards their work.31 High 
perceived organizational support can enhance employees’ sense of belonging to the organization,23 encourage employees 
to work more actively, and improve their work performance.32 Perceived organizational support can also strengthen 
employees’ organizational identification and make them feel that they and the organization are a community with 
a shared future, thereby promoting the organizational socialization process of new employees.8 Faculty members of 
colleges and universities are knowledge workers, and perceived organizational support can increase their job 
satisfaction33 and promote knowledge sharing.34 According to the organizational identification theory, at the early 
stage of new employee entry into an organization, the success of organizational socialization is determined by their 
sense of organizational identification,23 and perceived organizational support can effectively enhance organization 
recognition by new employees. On this basis, we postulated that high perceived organizational support can strengthen 
the positive effects of performance pressure on organizational socialization of junior faculty.

For new faculty, if the college or university has rich research resources, a good research platform, and a good 
interpersonal atmosphere, ie, if they perceive high organizational support from the college or university for their work, 
they will attempt to integrate individual and organizational resources to complete their work to demonstrate their value and 
gain organizational recognition, as long as it is within their tolerance. In this process, they achieve identity assimilation.10 

Thus, high perceived organizational support will make employees feel emotionally supported and replenished with 
resources, reducing the negative effects of pressure and transforming them into a form of challenging pressure,32 thereby 
accelerating organizational identification and helping new employees achieve organizational socialization.

However, if junior faculty perceive that it is difficult to obtain research resources at the school and that they have to 
work alone in research, ie, if junior faculty perceive little or no organizational support from their school, even if 
performance pressure is not very high, they will be reluctant to devote time and energy to organizational matters 
unrelated to their work tasks but choose to avoid organizational interruptions or even to cooperate with people outside the 
organization to complete their tasks as soon as possible.11 If junior faculty perceive that performance pressure is more 
than they can bear, they will tend to work alone since they cannot feel the help and support from the organization, which 
will lead to job burnout and avoidance of work and life,11 resulting in their inability to integrate into the organization.

For college and university faculty, publication of scientific research papers and obtaining project funding is 
a competition among faculty members, and competition among faculty is not only a competition of individual ability 
but also a competition of resources and platforms among their colleges and universities.5 In practice, performance 
pressure on junior faculty members and all faculty is relatively high in colleges and universities with a strong 
comprehensive strength, which is because the resources and platforms of these colleges and universities can help faculty 
tackle relatively high pressure-related jobs, in addition to strong personal abilities of recruited faculty members. Faculty 
members of colleges and universities with strong comprehensive strengths have a relatively low voluntary turnover rate. 
The reason is that, although colleges and universities with strong comprehensive strength have high pressure, because of 
the high perceived organizational support, the faculty members still have a relatively high identification with them. On 
this basis, the following hypothesis is proposed:
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H2: Perceived organizational support regulates the correlations between performance pressure with organizational 
socialization of junior faculty members. The higher the perceived organizational support, the stronger the positive effects 
of performance pressure on organizational socialization of junior faculty members, and the lower the perceived 
organizational support, the stronger the negative effects of performance pressure on organizational socialization of 
new employees.

Secondary Regulation of Job Autonomy
As one of the core work characteristics, job autonomy refers to the extent to which employees can control and decide 
their own work modes, arrangement, and standards.35 Job autonomy reflects the extent to which an organization values 
the employees’ input and recognizes their contribution to the organization.36 Moreover, employees can perceive their 
personal responsibility to the organization,35 which is conducive for innovative thinking and problem solving.37 Job 
autonomy can influence employee attitudes to change their behaviors. For instance, job autonomy can increase job38 and 
life39 satisfaction thereby reducing employee turnover.12 For faculty members of colleges and universities who are 
knowledgeable workers, job autonomy can reduce knowledge hiding behaviors and accelerate knowledge exchange as 
well as dissemination among organizations.

Faculty members of colleges and universities are a group of persons who pursue academic freedom and job 
autonomy.11 If colleges and universities give junior faculty members enough freedom in their work modes and 
arrangement, it implies the expectation and confidence of colleges and universities in their performance. The faculty is 
more likely to develop organization recognition and a sense of belonging,35 shorten their “psychological distance” with 
the organization, and perceive organizational support. According to the organizational identification theory, when 
proactive employees develop organizational identification, they see themselves as members of the organization and are 
therefore more likely to feel support from the organization at psychological and resource levels. Therefore, regulatory 
effects of perceived organizational support on the correlation of performance pressure with organizational socialization 
may be influenced by job autonomy.

The faculty with high job autonomy can work at their will and make full use of their personal strengths, which reflects 
the organization’s recognition and trust in their abilities and make them feel valued and expected by the organization. 
Meanwhile, junior faculty members can reasonably and flexibly use various organizational resources provided by 
colleges and universities,15 further enriching the situational factors of the faculty’s perceived organizational support. In 
this case, the larger the perceived organizational support, the greater its effects, and the stronger its regulatory effect on 
the correlation between performance pressure with organizational socialization of junior faculty. However, if faculty 
members of colleges and universities have a low job autonomy, it indicates that the faculty are restricted in many ways at 
work and lack the coordination of relevant resources as well as authority, which reflects the lack of trust in the faculty by 
the organization. Therefore, the psychological states of faculty members will be affected while their organization 
recognition will be reduced,35 making them feel insufficient concerning perceived organizational support. In this case, 
the smaller the perceived organizational support, the lower its effect, and the weaker its regulatory effects on performance 
pressure and organizational socialization of junior faculty members.

Concerning research, faculty members should focus their research in terms of experimentation or innovation. For this 
reason, job autonomy is an important parameter. Since colleges and universities with strong comprehensive strengths 
have a strong talent base, they will not put too much teaching pressure or assign many public affairs to junior faculty, 
thus, junior faculty members have high job autonomy, which makes them more likely to get organizational support. 
However, in colleges and universities with weak comprehensive strengths, the faculty-student ratio is low. In this case, 
junior faculty members are often forced to take on more performance assessment tasks, and in the face of performance 
pressure, junior faculty members will only tend to avoid their leaders or colleagues, which is not conducive to obtaining 
organizational support. Therefore, the following hypothesis is proposed:

H3: Job autonomy moderates the regulatory effects of perceived organizational support on the correlation between 
performance pressure and organizational socialization of junior faculty members. It is represented by a moderated 
regulatory model, that is, the higher the job autonomy, the stronger the regulatory effects of perceived organizational 
support on the correlation between performance pressure with organizational socialization of junior faculty members.
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Based on the above hypotheses, a theoretical model was established (Figure 1). First, the model suggests that there 
exists a rational range of performance pressure on junior faculty members in colleges and universities. Performance 
pressure beyond this range is not conducive to integration of junior faculty members into the community. In other words, 
if colleges and universities in the “up-or-out” system put excessive pressure on junior faculty members, even if they 
recruit and select excellent faculty members, excellent faculty members may exhibit a poor sense of belonging to 
colleges and universities or may even leave, that is, too much is as bad as too little. Colleges and universities should exert 
pressure on junior faculty members by considering their average research, the platform supports that the colleges and 
universities can give to the faculty to achieve their performance objectives shall also be considered. It means that colleges 
and universities with abundant research resources and strong discipline strengths can put relatively higher performance 
pressure on new employees, while colleges and universities with scarce research resources and weak discipline strength 
shall appropriately reduce the performance pressure on junior faculty members, that is, colleges and universities shall act 
according to their abilities. Additionally, performance pressure on junior faculty members is often about research 
performance, in which case, a relaxed atmosphere and discretionary perspective are required to give the school’s policy 
and resource support. If junior faculty are involved in heavy public affairs and lack job autonomy, they cannot perceive 
organizational support and develop a sense of organizational deprivation, which increases the negative effects of 
performance pressure.

Research Design
Participants and Procedures
This study involved young faculty members who had been employed in colleges and universities within the past 5 years 
to engage in research and teaching. Study participants were enrolled from 12 colleges and universities in Qingdao, Jinan, 
and Tianjin. Before the formal survey, 150 questionnaires were distributed to 10 randomly selected schools. A total of 
134 questionnaires were responded to, with a validity rate of 89.33%. Based on the feedback, the questionnaires were 
modified to generate a formal questionnaire. The formal survey started in March 2022 and lasted until June 2022. Data 
were collected in the following three patterns; (1) Written or online questionnaires were distributed through platforms 
such as professional academic conferences and large academic meetings; (2) Questionnaires were collected by making 
full use of the faculty’s social networks. We contacted the relevant faculty members, obtained their consent, distributed 
electronic questionnaires via email and WeChat, informed them of the survey, and collected the questionnaires in the 
same way; (3) After contacting local colleges and universities through emails and phone calls, we distributed and 
collected the questionnaires on-site. To ensure data authenticity and reliability, we carefully communicated with 
respondents before the survey, informed them of data confidentiality as well as the importance and academic nature of 
the survey. Respondents were induced to participate in this study by giving them souvenir gifts. In the formal survey, 491 
questionnaires were collected. After elimination of invalid questionnaires with obvious regular responses and incomplete 
information, a total of 438 questionnaires were established to be valid, with a validity rate of 89.21%. The descriptive 
statistics are shown in Table 1.

Performance pressure on junior faculty Organizational socialization

Job autonomy

Perceived organizational support

Figure 1 Theoretical model (perceived organizational support, job autonomy, performance pressure of new faculty, organizational socialization).
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Measures
As shown in Table 2, The proposed model involves performance pressure, perceived organizational support, job 
autonomy, and organizational socialization. To ensure the reliability and validity of measurement tools, maturity scales 
were used, and all English scales were accurately translated and back-translated. Since this paper is centered on faculty 
members of colleges and universities, some items were adjusted (eg, “colleague”, “unit”, and “supervisor” were changed 
to “faculty”, “school”, and “leader”) to ensure the accuracy and local contextual applicability of scales.

Control variables: Based on previous studies, gender (C1), age (C2), country where the graduated college or university 
is located (C3), graduated college or university (C4), and mentor title (C5) were taken as control variables. C3, C4, as well 
asC5were dummy variables and C3 with a value of 1 indicated graduation from a college or university in China, C4with 
a value of 1 indicated a Double First-Class college or university, C5with a value of 1 indicated that the mentor is an 
academician or a “Changjiang Scholar”.

Research Tools
Analysis of the data using SPSS25.0 and Mplus 7.0 entailed the following steps: (1) SPPS was used to perform 
descriptive statistical analysis, correlation analysis, internal consistency analysis and regression analysis; (2) Mplus 
was used to perform confirmatory factor analysis of the data to examine the reliability and validity of the scale.

Results
Common Method Bias Test
The unrotated exploratory factor analysis of all items of the study variables found that the cumulative variance 
interpretation rate of factors with eigenvalues greater than 1 was 72.61%. The interpretation rate of the factor with the 
largest eigenvalue was 24.26%, which was less than half of the cumulative interpretation rate, indicating that the 
homogeneous bias problem was not serious.

Table 1 Samples

Feature Value Sample Number (N) Percentage (%)

Gender M 208 47.49
F 230 52.51

Age <30 years old 247 56.39

30–40 years old 173 39.50
> 40 years old 18 4.11

Education Overseas colleges and universities 306 69.86

Overseas colleges and universities 132 30.14
Graduated colleges and universities Double First-Class 247 56.39

Non-Double First-Class 191 43.61
Features of supervisors Changjiang Scholars and academician 76 17.35

Others 362 82.65

Table 2 Latent Variable Scale and Its Reliability and Validity

Variable (Code) Scale Cronbach’s α CR AVE

Performance Pressure (PP) 4 items, Mitchell26 0.854 0.855 0.595

Perceived Organizational Support (POS) 6 items, Liu et al42 0.919 0.920 0.656

Job Autonomy (JA) 5 items, Kirmeyer S L & Shirom42 0.914 0.914 0.681
Organizational Socialization (OS) 11 items, Li & Zhang42 0.836 0.852 0.657
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Confirmatory Factor Analysis
Internal consistency analysis showed that Cronbach, s α coefficients for performance pressure, perceived organizational 
support, job autonomy, and organizational socialization were all greater than the standard minimum of 0.7, while the 
CITC values were all > 0.4, indicating that all four scales had good reliability. Next, validity analysis was conducted. 
Mplus7.4 was used for exploratory factor analysis. In Table 3, the four-factor model fit best to the sample data (χ2/df 
=1.494, RMSEA=0.034, SRMR = 0.046, CFI =0.977, TLI =0.974), which was significantly better than the other three 
three-factor models, while the single-factor model fit the worst (χ2/df =8.322, RMSEA =0.129, SRMR =0.145, CFI 
=0.654, TLI =0.620), indicating that the four variables in this study have a good discriminant validity.

Correlation Test
Findings from correlation analyses of variables are shown in Table 4. Performance pressure and organizational 
socialization were significantly negatively correlated (r=−0.227, p<0.01), while existence of a non-linear relationship 
between the two should be further analyzed by regression tests. Organizational socialization and perceived organizational 
support (r=0.215, p<0.01) and organizational socialization and job autonomy (r=0.277, p<0.01) were positively corre-
lated, consistent with our postulate and can provide preliminary support for hypothesis testing.

Hypothesis Testing
Main Effect Test
Direct effects were tested by performing hierarchical regression in SPSS25.0. In Table 5, performance pressure on junior 
faculty members was taken as the independent variable while organizational socialization was the dependent variable for 
regression analysis. Hypothesis 1 proposed that performance pressure has an inverted-U-shaped effect on organizational 
socialization of junior faculty. This hypothesis was tested by following the previous testing procedures of curve effects. 

Table 3 Comparisons of Model Validation Factor Analysis

Model Factor Structure χ2/df RMSEA SRMR CFI TLI

Four-factor PP, POS, JA, OS 1.494 0.034 0.046 0.977 0.974
Three-factor a PP, POS+JA, OS 5.7160. 0.104 0.103 0.779 0.755

Three-factor b PP, POS, JA+OS 3.417 0.074 0.094 0.887 0.875

Three-factor c PP, JA, POS+OS 3.471 0.075 0.096 0.884 0.872
Two-factor PP, POS+JA+OS 5.878 0.106 0.124 0.770 0.747

Single-factor PP+POS+JA+OS 8.322 0.129 0.145 0.654 0.620

Notes: A represents the first type of three-factor model, b represents the second type of three-factor model, 
c represents the third type of three-factor model. 
Abbreviations: PP, performance pressure; POS, perceived organizational support; JA, job autonomy; OS, 
organizational socialization.

Table 4 Variable Correlation AnalysisResults

Mean S.E. 1 2 3 4 5 6 7 8 9

C1 0.470 0.500 –

C2 0.480 0.577 0.189** –
C3 0.700 0.459 0.146** 0.129** –

C4 0.560 0.496 0.043 −0.023 0.205** –

C5 0.170 0.379 −0.061 0.437 0.248** 0.391** –
PP 2.945 0.800 0.011 0.010 −0.015 −0.039 −0.010 –

POS 2.945 0.933 −0.012 −0.073 0.022 −0.071 −0.059 −0.153** –

JA 2.979 0.681 0.030 −0.038 0.053 0.022 −0.066 −0.034 0.346** –
OS 3.401 0.414 −0.051 −0.081 −0.031 −0.009 −0.043 −0.227** 0.215** 0.277** –

Notes: N=438, and ** indicates p<0.01.
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Model 2 revealed that performance pressure has a significant negative effect on organizational socialization of junior 
faculty members (r=−0.117, p<0.01). However, Model 3 showed a significant negative relationship between the squared 
term of performance pressure and organizational socialization (r=−0.260, p<0.01). Besides, compared to Model 2, the 
variation in Model 3 was significant (ΔR2=0.139, p<0.01), indicating that Model 3 can better reflect the correlation 
between performance pressure and organizational socialization of junior faculty members. Therefore, performance 
pressure has an inverted-U-shaped correlation with organizational socialization of junior faculty members, which serves 
as data support for Hypothesis 1. Based on collected questionnaire data and Model 3, we can obtain the optimal 
performance pressure PP*=2.742. In Table 4, the average performance pressure is 2.945>2.742, indicating that the 
average performance pressure in the sample data is high, that is, most of the junior faculty members in colleges and 
universities feel that performance pressure is too high.

Verification of Regulating Effect
Hypothesis 2 proposed that the perceived organizational support can regulate the inverted-U-shaped correlation of 
performance pressure with organizational socialization of junior faculty members. To verify the hypothesis, perceived 
organizational support and the interaction term between perceived organizational support and performance pressure were 
added into Model 2 for regression analysis. Model 4 revealed that the interaction term between the squared value of 
performance pressure and perceived organizational support is positively correlated with organizational socialization 
(r=0.133, p<0.01). At this point, compared to Model 2, the variation of R2was significant (ΔR2=0.070, p<0.01), which 
verifies Hypothesis 2. To explain the regulating effects of perceived organizational support, Model 4 revealed that the 
optimal performance pressure PP*=2.782+3.262/(666.496–133PP), implying that with increasing PP, optimal perfor-
mance pressure will gradually increase.

To give a clearer presentation of the regulating effect of perceived organizational support on the association of 
performance pressure with organizational socialization of junior faculty members, the regulating effect of perceived 
organizational support was plotted (Figure 2). When the perceived organizational support is high, the positive 
effects of performance pressure on organizational socialization of junior faculty members are enhanced, while the 

Table 5 Regression Analysis Results

Variable Organizational Socialization

Model 1 Model 2 Model 3 Model 4 Model 5

Control variable C1 −0.030 −0.028 −0.011 −0.017 −0.028

C2 −0.048 −0.047 −0.043 −0.033 −0.025
C3 −0.013 −0.015 −0.006 −0.008 −0.017

C4 −0.001 −0.008 0.001 0.010 0.011

C5 −0.013 −0.011 −0.016 0.002 −0.007

Independent variable PP −0.117*** −0.134*** −0.106*** −0.121***
PP2 −0.260*** −0.258*** −0.279***

Regulating variable POS 0.009 0.047*
PP×POS 0.058** 0.068**

PP2×POS 0.133*** 0.165***

Secondary regulating variable JA 0.158***
POS×JA −0.062

PP×POS×JA 0.078**

PP2×POS×JA 0.123**

Statistics R2 0.008 0.059 0.198 0.268 0.337

ΔR2 0.051*** 0.139*** 0.070*** 0.069***

F 0.718 4.542 15.171 15.671 15.378

Notes: N=438, and ***indicates p<0.01, and **indicates p<0.05, and *indicates p<0.1.
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negative effects are weakened; when the perceived organizational support is low, the negative effects of perfor-
mance pressure on organizational socialization of junior faculty members are enhanced, while the positive effects 
are weakened.

Verification of Secondary Regulating Effect
In Model 5, interaction terms of job autonomy, perceived organizational support, and performance pressure (including 
interaction terms between any two of the three variables) were introduced. The interaction terms of job autonomy, 
perceived organizational support and performance pressure were significantly positively correlated with organizational 
socialization of junior faculty members (r=0.078, p<0.05), and the interaction terms of job autonomy, perceived 
organizational support and the squared value of performance pressure were significantly positively correlated with 
organizational socialization (r=0.123, p<0.01). Besides, compared to Model 4, the variation of R2 is significant 
(ΔR2=0.069, p<0.01), which verifies Hypothesis 3. According to Model 5, optimal performance pressure can be 
calculated by:

PP*=2.783+(0.012POS×JA-0.002POS)/(0.279–0.165POS-0.123POS×JA).
Then, it can be easily obtained that ∂PP*/∂POS increases with increasing JA.
Figure 3 shows the regulating effects of job autonomy on perceived organizational support and the correlation 

between performance pressure and organizational socialization of junior faculty members. With increasing job autonomy, 
the positive regulating effect of perceived organizational support on correlation of performance pressure with organiza-
tional socialization of junior faculty members is enhanced. That is, job autonomy regulates the perceived organizational 
support and thus has a positive regulating effect on the correlation between performance pressure with organizational 
socialization of junior faculty members.

Discussion
Theoretical Contribution
This study elucidates the regulating effect of performance pressure on organizational socialization and explains the 
phenomenon that many junior faculty members in colleges and universities tend to avoid public affairs, do not integrate 
into the community and actively take responsibility for their work, which is of theoretical and practical value in the 
management of performance pressure among junior faculty members in colleges and universities.

Figure 2 Regulating effect of POS.
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First, the mechanism via which performance pressure influences organizational socialization was studied, which 
explains the effects of performance pressure on new employees and promotes the organizational socialization of junior 
faculty members in colleges and universities. Most of the existing studies assessed the mechanism via which performance 
pressure influences employee performance and innovative behaviors,20,24 and few studies associated employee perfor-
mance pressure with organizational socialization. Due to the significance of organizational socialization in future 
development of employees and organizations, there is a need for theoretical and practical evaluation of the relationship 
between the two. Since colleges and universities have different human resource management methods compared with 
enterprises, performance management of new employees in colleges and universities has its own particular character-
istics. In the context of the existing “up-or-out” and “pre-employment long appointment” system, we investigated the 
impacts of performance pressure on organizational socialization of new employees, which is of great significance for 
sustainable management of new employees in colleges and universities. We found that the effect of junior faculty 
members’ performance pressure on organizational socialization was not simply positive or negative but showed an 
inverted-U-shaped trend. This finding verifies the idea that performance pressure has a “double-edged sword” effect,12 

which enriches the knowledge on the effects of performance pressure and provides important theoretical guidance for 
management of new employees in colleges and universities and other organizations.

With perceived organizational support as the regulating variable, we investigated the boundary conditions via which 
the mechanisms of performance pressure influences organizational socialization, which can help in understanding the 
effects of performance pressure from the perspective of contingency management. Most of the previous studies were 
conducted from the perspectives of employee self-efficacy and leadership behaviors19 to investigate the boundary 
conditions of the effects of performance pressure. Compared to these studies, this study revealed the regulating effects 
of perceived organizational support from the perspective of organizational behaviors. Based on the organizational 
identification theory, we suggested that when the organizational support perceived by junior faculty is high, the positive 
effect of performance pressure on organizational socialization will be strengthened, while the negative effect of 
performance pressure on organizational socialization will be weakened, and vice versa. This study verified the conclusion 
that40 perceived organizational support can help reduce work pressure and increase job satisfaction and answered the 
question on why some colleges and universities have been successful in adopting the “up-or-out” system while other 
colleges and universities have attracted a lot of criticism and even brought negative impacts4 Therefore, this study 
elucidates on the correlation between performance pressure with organizational socialization.

Additionally, we explored the effects of job autonomy on the correlation between performance pressure with 
organizational socialization of junior faculty members and highlighted the work characteristics of the faculty of colleges 
and universities. Our findings provide an important theoretical basis for performance management of employees in 
colleges and universities. Job autonomy has a regulating effect on organizational citizenship behaviors and task 

Figure 3 Regulating effect of JA and POS.
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performance,41 that is, job autonomy can increase job satisfaction38 as well as reduce knowledge hiding behaviors,42 and 
high job autonomy can help achieve more reasonable and flexible organizational resource usage.15 However, studies have 
yet to integrate performance pressure, perceived organizational support, and job autonomy. Using job autonomy as the 
secondary regulating variable of the correlation between performance pressure and organizational socialization of junior 
faculty members, it was found that when job autonomy is high, perceived organizational support is more conducive for 
postponing the negative effects of performance pressure on organizational socialization. This conclusion revealed the 
complexity of the effects of performance pressure on organizational socialization, deepened the understanding of studies 
on job autonomy, and provided some ideas for further research.

Management Enlightenment
Due to the rigidity of the faculty system of colleges and universities, in the context of the increasingly fierce competition 
among colleges and universities, they have adopted a method of applying the new system for new employees but 
continuing to use the old system for existing employees. Adopting the “up-or-out” system for new faculty members can 
ensure the recruitment of outstanding faculty on one hand and distributes the competitive pressure of schools on junior 
faculty on the other hand. In this case, junior faculty members will feel the gradual increase in performance pressure. 
From the perspective of organizational socialization, we found that the existing performance pressure on junior faculty is 
too much, and colleges and universities should put a reasonable amount of performance pressure on new employees 
based on their employer brand, resources, as well as capabilities, and mechanical imitation of others shall be avoided. 
Based on our findings, the following management recommendations are given:

Firstly, management personnel shall control the performance pressure on junior faculty members at a certain level. 
A certain level of performance pressure can help in effective identification faculty’s comprehensive abilities and help 
them to quickly integrate and identify with the group. However, too much performance pressure makes junior faculty 
members to tend to stay away from the organization in accomplishing their tasks, thus hindering organizational 
socialization, and in this case, even if excellent faculty are selected, they may not be willing to work for the organization. 
Therefore, management personnel in colleges and universities shall set appropriate targets according to average abilities 
of junior faculty and assign performance tasks that can be achieved by excellent faculty members through their efforts, to 
promote organizational socialization of junior faculty members.

Secondly, colleges and universities should consider the resources and platforms provided by schools, colleges, and 
departments when setting performance tasks for junior faculty and actively provide assistance as well as support to junior 
faculty members in the process of completing their tasks, so as to enhance the perceived organizational support of junior 
faculty members. In terms of feasibility of performance tasks, colleges and universities with rich research resources and 
strong research abilities can appropriately increase the performance tasks of junior faculty members in certain colleges and 
departments. In view of organizational socialization of junior faculty members, management personnel shall pay special 
attention to caring for junior faculty members, thereby increasing policy and resource support, valuing their needs in life 
and work, and helping them accomplish performance tasks, thus making faculty get high perceived organizational support.

Additionally, job autonomy of junior faculty members shall be increased to a certain extent to build a relaxed 
environment for junior faculty members. The management of colleges and universities should be aware that research 
requires a relaxed and flexible working environment, and thus junior faculty members require high autonomy to prevent 
work overload among them. This will enhance the sense of organizational identification and the sense of belonging for 
junior faculty, thereby reduce the explicit and implicit turnover rate.

Research Limitations and Perspectives
Although the hypothesis proposed in the article has been confirmed, there are still improvements, mainly in: First, the 
data obtained in this study are mainly cross-sectional data, which is difficult to reflect the dynamic causal relationship 
between performance pressure and organizational socialization. Future research can diversify data sources, and use 
tracking research design to make the data reflect changes in a certain period of time, so as to make the causal relationship 
between relevant variables more convincing. Second, this study takes organizational support as a moderator variable, 
which is relatively not specific. In the future, we can combine the AMO model to explore the moderator functions of 
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empowerment, authorization and incentive, and increase the relevant mediating variables to systematically analyze the 
contingency impact of performance pressure on organizational socialization.

Conclusion
Based on organizational identification theory, this study investigated the effects of performance pressure on organizational 
socialization of junior faculty members, it was established that: (1) Performance pressure has an inverted-U-shaped effect on 
organizational socialization, that is, too high or too low performance pressure is not beneficial for organizational socialization 
of junior faculty members; (2) Perceived organizational support has a regulating effect on correlation of performance pressure 
with organizational socialization of junior faculty members, and perceived organizational support can alleviate the negative 
effects of performance pressure on organizational socialization and increase the optimal performance pressure of junior faculty 
members; (3) Job autonomy can affect the impacts of performance pressure on organizational socialization of junior faculty 
members by affecting their perceived organizational support, that is, job autonomy has a secondary regulating effect on the 
correlation between performance pressure with organizational socialization of junior faculty members.
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