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Abstract. This paper explores the internal mechanism of how high involvement
work systems influence Generation Z employees' work well-being by integrating
the extended self theory and self-determination theory. Taking Generation Z em-
ployees as the survey population, 301 valid questionnaires were collected, and
the moderated chain mediation model was empirically tested using software such
as SPSS 26.0, Mplus 8.3, and AMOS 24.0. The research findings indicate that:
(1) High involvement work systems have a positive impact on work well-being;
(2) Job-based psychological ownership and harmonious work passion mediate
the positive impact of high involvement work systems on work well-being, and
the chain mediation model fits well; (3) Independent self-construal positively
moderates the relationship between high involvement work systems and job-
based psychological ownership. This article uncovers the "black box" between
high involvement work systems and the work well-being of Generation Z em-
ployees and provides recommendations for more effectively managing Genera-
tion Z employees.

Keywords: High involvement work systems, Job-based psychological owner-
ship, Harmonious work passion, Work well-being, Independent self-construal

1 Introduction

High involvement work systems (HIWS) encompass five key management practices:
sufficient empowerment, capability development, information sharing, recognition and
appreciation, and fair rewards[1]. Previous studies on the impact of HIWS on employ-
ees' job well-being have focused on job demands-resources model, social exchange the-
ory, etc [2-3], while ignoring employees' cognitive and affective responses to HIWS.
Therefore, this study, based on the extended self theory and self-determination theory,
focuses on the constructs of job-based psychological ownership and harmonious work
passion, which are cognitive and affective, and considers independent self-construal as
a boundary condition. The aim is to provide a more comprehensive examination of the
mechanisms by which HIWS affects the work well-being of Generation Z employees
and to offer theoretical insights for the field of human resource management in enter-
prises.
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2 Research Hypotheses

Work well-being refers to the individual's positive evaluation and emotional experience
of their current work[4]. As Generation Z employees enter the workforce, they may
encounter numerous challenges and find it difficult to adapt to the stressful work envi-
ronment, leading to negative emotional responses such as anxiety and tension. HIWS
provide employees with a variety of career development activities, including coaching
and training, and support skill enhancement for Generation Z employees through job
rotation, which helps to improve their work efficiency and foster a positive evaluation
of their work. Additionally, HIWS creates an atmosphere of cooperation and trust, en-
hancing high-quality internal interactions, allowing Generation Z employees to receive
more resources and assistance from the team when facing difficulties, thus enabling
them to engage in work with a positive and energetic state.

H1: HIWS has a positive effect on the work well-being of Generation Z employees.

Psychological ownership describes the psychological state in which an individual
feels that an object belongs to them. In research based on organizational contexts, job-
based psychological ownership is often used to indicate the extent to which employees
feel a sense of ownership over their work[5]. According to the extended self theory,
when employees develop psychological ownership towards their work, they establish a
close psychological bond with it, likely integrating the object of ownership into their
self-concept, which leads to the formation of positive attitudes and emotions. Further-
more, research indicates that job-based psychological ownership can fulfill three fun-
damental human needs: a sense of self-efficacy, a sense of identity, and a sense of be-
longing[6], and the satisfaction of these needs is also an important source of work well-
being. Hence, we hypothesize as follows:

H2: Job-based psychological ownership mediates the relationship between HIWS
and the work well-being of Generation Z employees.

Harmonious work passion refers to the intense emotional experience that an individ-
ual has towards work they enjoy and consider important [7]. Specifically, harmonious
work passion stems from the individual's autonomous internalization of work into their
core self, based on the self-determination theory, which posits that autonomous moti-
vation arises from the fulfillment of basic needs for autonomy, competence, and relat-
edness. HIWS fosters autonomy by granting Generation Z employees the authority to
make independent decisions. It also enhances competence by expanding job responsi-
bilities and participation, thus fulfilling the need for work mastery. Furthermore, HIWS
emphasizes equitable compensation, fostering a sense of fairness and trust that supports
the establishment of harmonious interpersonal relationships. HIWS can to some extent
meet employees' needs for autonomy, competence, and relatedness, promoting the in-
ternalization of their autonomous motivation, which in turn stimulates their harmonious
work passion. Relevant research indicates that harmonious work passion contributes to
enhancing employee work well-being[8]. Hence, we posit:

H3: Harmonious work passion mediates the relationship between HIWS and the
work well-being of Generation Z employees.

According to the extended self theory, when employees develop a sense of personal
ownership towards their work and view it as an integral part of their extended self, they
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strive to protect, maintain, and enhance their job-based psychological ownership. Those
with a strong sense of ownership are likely to see their work's future as their own. They
not only ensure control over their job-based psychological ownership at present but also
strive to keep their work on track for future continuity. This leads to higher autonomous
motivation to exert more effort to achieve a thorough, rich, and accurate understanding
of their work, which is the internal driving force of harmonious work passion and ulti-
mately contributes to employees' positive emotional and cognitive evaluations of their
work, resulting in higher work well-being. Hence, we posit:

H4: Job-based psychological ownership and harmonious work passion play a chain
mediating role in the relationship between HIWS and the work well-being of Genera-
tion Z employees.

Self-construal is the tendency of individuals to place themselves within a certain
reference system when recognizing themselves, and it can generally be divided into two
types: interdependent self-construal and independent self-construal[9]. Individuals with
independent self-construal tend to view the self as separate from others, defining their
identity by highlighting their unique qualities, such as abilities, motivations, and values,
and forming a strong psychological connection with task goals related to their own
achievements and efforts[10]. They desire to take charge of their work as much as pos-
sible, autonomously deciding how to use their time and allocate resources at work.
When employees have a high degree of independent self-construal, they can perceive a
greater degree of behavioral freedom and autonomy in the HIWS implemented by the
organization, increasing their sense of control over work, and thereby internalizing
work goals as part of their self-concept, increasing work engagement to pursue individ-
ual success. In short, employees with a higher level of independent self-construal,
driven by the motivation to present themselves, may enhance control and investment in
work ownership goals in HIWS, thereby exhibiting stronger job-based psychological
ownership. Thus, the hypothesis is proposed:

HS5: Independent self-construal positively moderates the relationship between HIWS
and job-based psychological ownership.

In summary, the theoretical model proposed in this paper is shown in Figure 1:

Job-based H4

Psvchological Harmonious
Syeno ogica Work Passion
Independent HS Ownership
Self-construal
H2 H3
High Involvement .
Work Systems H Work Well-being

Fig. 1. Theoretical model

3 Empirical Analysis

3.1 Data Collection

This study utilized the Credamo platform to distribute 350 questionnaires. After ex-
cluding invalid ones, such as extreme outliers, responses with insufficient time, and
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highly patterned samples, a total of 301 valid questionnaires were obtained, with a re-
sponse rate of 86%. The surveyed individuals were from regions like Shandong, Liao-
ning, and Jiangsu, with slightly more females than males. The age range was predomi-
nantly 26-30 years old, with the majority holding a bachelor's degree, working for 2-3
years, and employed in private enterprises.

This study employed a 7-point Likert scale (1: strongly disagree; 7: strongly agree)
to measure the variables. HIWS (13 items) using Yang et al scale[11], with a Cronbach's
a of 0.955 in this study. Job-based psychological ownership (4 items) using Van Dyne
and Pierce et al scale[12], with a Cronbach's o of 0.791 in this study. Harmonious work
passion (7 items) using Sirén et al[13], with a Cronbach's a of 0.940 in this study. Fol-
lowing Wu's approach[10], 10 items were selected from Lu's scale to measure inde-
pendent self-construal[ 14], with a Cronbach's o of 0.928 in this study. Work well-being
(6 items) using Zheng et al scale[15], with a Cronbach's a of 0.950 in this study.

3.2 Validity Analysis and Common Method Bias Test

To examine the discriminant validity among the variables, this study employed Mplus
8.3 to conduct confirmatory factor analysis (CFA) by constructing competing models.
The variables included in the analysis were high-involvement work system, work well-
being, and three other variables. The results are shown in Table 1. The analysis revealed
that the five-factor model had the best fit indices (y2/ df=1.834, RMSEA=0.053,
SRMR=0.053, CFI=0.935, and TLI=0.930).This indicates that the five variables in-
volved in this study have distinct connotations and good measurement discriminability.

Table 1. Confirmatory factor analysis

Model v2/df RMSEA  SRMR  CFI TLI
HIWS+IPO+HWP+ISC+WWB 7211 0.144 0.144 0.507  0.48
HIWS+IPO+HWP+ISC; WWB 5537 0.127 0.139 0.616  0.595
HIWS+IPO+HWP; ISC; WWB 3718 0.095 0.093 0.785  0.772
HIWS+IPO;HWP;ISC;WWB 2154 0.062 0.067 0.909  0.903
HIWS;JPO;HWP;ISC;WWB 1.834  0.053 0.053 0935  0.930

In controlling common method bias, first, Harman's single-factor test was used,
which showed that the variance explained by the unrotated first factor was 37.344%,
which was less than 50%, indicating that there was no serious common method bias
problem in this study. Second, the ULMC method was used to test that the model fit
indexes were not significantly improved after the addition of the method factor to the
five-factor model (x2/ df= 1.821, CFI= 0.936, TLI= 0.931, RMSEA= 0.052, and
SRMR= 0.089). The results of the above multiple tests indicate that the degree of com-
mon method bias in this study is at an acceptable level and will not have a serious
impact on the results of the study, which lays a good on basis for the subsequent em-
pirical analysis and hypothesis testing.
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3.3  Hypothesis Testing

This article combines the Bootstrap method to test the mediation model, setting the
number of resampled cases to 5000, and estimates the sampling distribution of the me-
diation effect and the 95% confidence interval of the mediation effect through repeated
sampling.

The analysis revealed that HIWS significantly and positively influences work well-
being (path coefficient = 0.295, p < 0.001), confirming Hypothesis H1. HIWS signifi-
cantly and positively affects employees' job-based psychological ownership (path co-
efficient = 0.558, p < 0.001). Employees' job-based psychological ownership also sig-
nificantly and positively affects their work well-being (path coefficient = 0.250, p <
0.001). Moreover, job-based psychological ownership plays a significant mediating
role between the HIWS and work well-being (f = 0.139, p < 0.001, 95% CI [0.086,
0.216]). Thus, Hypothesis H2 is validated. HIWS significantly and positively influ-
ences employees' harmonious work passion (path coefficient = 0.361, p < 0.001). Em-
ployees' harmonious work passion significantly and positively affects their work well-
being (path coefficient =0.273, p <0.001). Additionally, harmonious work passion has
a significant mediating effect between the HIWS and work well-being (B = 0.099, p <
0.001, 95% CI [0.046, 0.176]). Thus, Hypothesis H3 is validated. Job-based psycho-
logical ownership significantly and positively affects harmonious work passion (path
coefficient=0.321, p <0.001). Moreover, job-based psychological ownership and har-
monious work passion have a significant chain mediating effect between the HIWS and
work well-being (§ = 0.049, p < 0.001, 95% CI [0.026, 0.088]). Thus, Hypothesis H4
is validated.

To test the moderating effect of independent self-construal, simple slope analysis
was conducted using SPSS 26.0. After centering HIWS and independent self-construal
and creating their interaction term, a significant moderating effect was found (B =
0.0755, p < 0.05), thus validating Hypothesis H5. The model's path coefficients are
summarized in the figure 2.

Job-based 0.321°

h Harmonious
Psychulogl_cal Work Passion
Independent | o.0755° Ownership
Self-construal
0.558""  0.3617"" 0.250"" 0273

High Involvement
Work Systems

Work Well-being

0.295"

Fig. 2. Theoretical model operating results

4 Conclusions

This study analyzed 301 valid questionnaires and found that job-based psychological
ownership and harmonious work passion play a chain mediating role between high in-
volvement work systems and the work well-being of Generation Z employees. Inde-
pendent self-construal positively moderates the relationship between high involvement
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work systems and job-based psychological ownership. These research findings help
enterprises to implement high involvement work systems more flexibly and effectively,
enhance the work well-being of Generation Z employees, and thus achieve mutual de-
velopment between the organization and its workforce.
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Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
NonCommercial 4.0 International License (http://creativecommons.org/licenses/by-nc/4.0/),
which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the
source, provide a link to the Creative Commons license and indicate if changes were made.

The images or other third party material in this chapter are included in the chapter's
Creative Commons license, unless indicated otherwise in a credit line to the material. If material
is not included in the chapter's Creative Commons license and your intended use is not
permitted by statutory regulation or exceeds the permitted use, you will need to obtain
permission directly from the copyright holder.
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