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Abstract 

Under the background of "mass entrepreneurship and innovation", employees, as direct 
participants and executors of enterprise innovation activities, have a profound impact 
on the overall innovation of the enterprise. At the same time, incentives based on status 
as a lever are very common in management practices and become the main means of 
motivating employees to innovate. We propose that, relative to objective status, scholars 
and managers should pay more attention to employees' subjective perception of status, 
because subjective perception can better capture the combination of all contributing 
factors. This research aims to fully reveal the influence path of status promotion 
perception on employees' attitudes and behaviors, and under what conditions the status 
promotion perception will promote the positive behavior of employees, and then 
provide a theoretical basis for the proposal of management strategies. The empirical 
results show that the perception of status enhancement positively affects the innovation 
performance of employees through the mediating effect of self-efficacy, and the external 
attribution tendency of employees negatively regulates the relationship between 
perception of status enhancement and self-efficacy, and the perception of status 
enhancement and employee innovation The relationship of performance has a 
significant mediating effect. 
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1. Introduction 

With the acceleration of globalization, the Japanese international high-tech company 
GlobalMoves (pseudonym) decided to use English as its official business language for the 
implementation of its global strategy, and English fluency as a key indicator of various 
assessments. Neely et al. conducted an interview and analysis of the company's employees and 
found that changes in the company's official business language caused employees' perceptions 
of status changes[10]. Among them, employees whose mother tongue is English have a stronger 
perception of status promotion, even if this perception of status promotion is for nothing. 
Although the official positions of these employees have not changed, they still show higher 
expectations for professional development, a sense of belonging to the organization, and 
recognition of their own values. The status changes of employees in the organization are 
generally more complicated than we think, and are closely related to the attitudes and 
behaviors of employees. However, the current research on the relationship between perception 
of status change and employee behavior is still lacking. 

Neeley believe that employees' subjective perception of status will produce more diverse 
results than objective status[10]. Some studies are carried out from the perspective of 
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individual perception, such as studying the relationship between the current employee's 
perceived organizational status and the employee's organizational citizenship behavior, 
innovative behavior, advocacy behavior, and employee performance. The status level perceived 
by the individual belongs to the internal stability of the entity. The "stable feature" means that 
the strength of the internal characteristics of the entity will change with the passage of time and 
space, but these characteristics always exist. Individuals' perception of status is usually 
triggered by various events, and too much attention can easily overlook the dynamic impact of 
the event itself on the entity. The static status perspective overestimates the explanatory power 
of the perceived status level for employees' work behavior. Facts have proved that internal and 
external factors such as environmental changes, task characteristics, leadership changes, team 
member changes, individual effort and personal characteristics, etc., may evoke changes in 
individual status perception and affect performance.  

Therefore, this research proposes that compared with static status level, employees' subjective 
perception of status change events can be a direct factor that affects individual attitudes and 
behaviors. This article uses the perspective of different individuals to have different attribution 
tendencies after perceiving changes in status, based on the theory of resource preservation, and 
on the basis of defining the perception of status enhancement, to reveal the positive and 
negative effects of perception of status enhancement on employee performance. Mechanism of 
action and boundary conditions.  

2. Theoretical Grounding and Hypothesis Development 

2.1. Theoretical Grounding 

2.1.1. Status promotion perception 

Status is the "relative social position or rank" that an individual has in an organization or group. 
In the workplace, it can be expressed as the respect, prestige and prestige that an individual has 
in the organization[6]. The promotion of status refers to the promotion of an employee's status 
in a team or organization. The improvement of objective status is the result of changes in 
objective status. Organizational scholars use such things as the introduction of new 
technologies , changes in the employment or promotion criteria of enterprises, or changes in 
new leaders and corporate marketing strategies to measure, these changes make some skills, 
characteristics or background more important than others, which can lead to the promotion of 
the status of individuals with new value. The improvement of subjective status is the result of 
the individual's self-perception, that is, the increase in the respect, prestige, or prestige that an 
individual thinks in the organization/team subjectively belongs to the category of subjective 
evaluation. Perceived status promotion is susceptible to changes induced by specific events in 
daily life. Studies have found that demographic characteristics (age, gender, race), personality 
traits, self-worth perception (individual's recognition and love of their own value), 
organizational environment (team competition and cooperation atmosphere, and other 
Organization members' exchange relationships), the individual's official position, the 
knowledge and skills acquired, and the degree of acquired effort will all have an impact on the 
individual's perception of status. On the one hand, these factors affect employees' status 
perception by influencing employees' self-evaluation; on the other hand, they can cause other 
members of the organization to recognize and assume the employees' personal capabilities and 
personality, or further affect employees' status perception in the organization. Regardless of 
whether the subjective perception is correct or not, people will act more on the basis of 
subjective perception. Therefore, when studying individual behavior from a micro perspective, 
the concept of status promotion perception can more accurately describe the individual's 
subjectively felt changes in status at that time. This research focuses on individual behavior 
from a micro perspective, and mainly studies the impact of perception of loss of status on 
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employees' work attitudes and behaviors, so the concept of perception of status enhancement 
is adopted.  

2.1.2. Conservation of resources theory 

Conservation of resources theory believes that individuals have the tendency to strive to 
acquire, maintain, develop and protect the resources they value. Resources are defined as 
things that individuals perceive to help them achieve their goals. The concept of resources is 
broadly inclusive. First of all, it should be valuable and its value can match the individual's 
current needs (or goals). For example, work equipment, social relationships, self-efficacy, 
optimism, and knowledge reserves can all be regarded as resources. Resource conservation 
theory includes resource investment principles and inferences of initial resource effects. The 
principle of resource investment means that individuals respond to the pressure in the current 
environment by investing resources or gathering resources they own, and actively construct 
and protect existing resources. This shows that employees with more resources are more likely 
to integrate resources to increase resource stock. The initial resource effect believes that 
compared with individuals with fewer initial resources, individuals with more initial resources 
are less likely to suffer resource losses and have a stronger ability to acquire new resources. 
Status is regarded by scholars as an available resource (or asset), with high demand and high 
value[4], which can promote the realization of work goals and personal learning, growth and 
development. Stimulate the motivation of individuals to actively construct and maintain 
resources. Therefore, the perspective of Conservation of resources theory can help us more 
fully explain the influence mechanism of status promotion perception on employees' positive 
work attitudes and behaviors.  

2.2. Hypothesis Development 

2.2.1. The impact of status promotion perception on employee innovation 
performance  

Innovative performance refers to the total work effectiveness of individuals generating novel 
and feasible ideas for work methods and processes[1], including the proposal of new ideas, the 
implementation of new ideas and working methods, Improvement of business processes. 
Factors affecting innovation performance include rewards; organizational innovation 
atmosphere, resource support; personal traits such as initiative personality, innovative 
personality, and self-efficacy; the career stage of the individual[14]; cognitive ability, 
professional skills, motivation, etc.Existing studies have shown that employees with a high level 
of status perception will show fewer turnover intentions, employee deviant behaviors , and 
more organizational citizenship behaviors , Innovative behavior[9], employee forward-looking 
behavior, etc., can significantly predict performanc[6]. According to the theory of social identity, 
employees are more supportive of organizations that accept and appreciate themselves, and 
the perception of status enhancement will enhance employees' self-worth evaluation in the 
organization, thereby enhancing employees' identification with the organization[18]. 
Employees with a high sense of organizational identity tend to have higher levels of 
commitment, loyalty, performance and positive attitudes, prompting employees to show 
proactive behaviors that are beneficial to the organization, such as improving their own 
innovation performance level. Based on the theory of resource preservation, status resources 
can be regarded as work resources, which can increase work input while suppressing job 
burnout.      

According to the initial resource effect, individuals with more resources are more likely to make 
risky resource investment strategies and more active resource investment behaviors, they are 
less likely to suffer from resource losses, and they are more capable of acquiring resources. On 
the contrary, individuals with low initial resources are more susceptible to resource constraints 
and influences, and their willingness to protect resources is stronger than awareness of 
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obtaining excess resources, thereby reducing investment behavior. Therefore, the stronger the 
perception of status promotion, the more likely employees are to make risky resource 
investment strategies and more active resource investment behaviors in order to further 
enhance their status. At the same time, they are more willing to bear the risks brought by 
innovative behaviors and increase their work investment. Efforts, etc. to improve the level of 
innovation performance. Based on this, this article proposes the following hypotheses:  

H1:Perceived status promotion has a positive impact on employee performance  

2.2.2. Self-efficacy  

Self-efficacy is people's belief in completing a certain task or work behavior by themselves. It is 
not about the skill itself, but the degree of self-confidence that an individual can use the skills 
they possess to complete the work behavior. Bandura believes that the factors that affect self-
efficacy include the individual's experience of success or failure, verbal persuasion, and 
emotional or physical state.  

Relevant foreign studies point out that low-status employees face more work pressure, and 
their behavior is tentative and inhibiting, which is a manifestation of low self-efficacy. In 
contrast, high-status employees appear more confident and have the right to share their 
opinions and ask questions. Self-efficacy is a personal characteristic resource. According to the 
resource investment principle, individuals will invest in resources in order to protect existing 
status resources from loss, that is, to cultivate a higher sense of self-efficacy. The resource 
acquisition spiral also points out that the acquisition of initial status resources is beneficial The 
new resource is the development of self-efficacy. Specifically, employees regard the perception 
of status change triggered by the corresponding event as a signal of success or failure, and the 
perception of status promotion as a positive work experience will send a signal that the 
organization or team accepts, recognizes, and values, and can alleviate employees The work 
pressure they face significantly predicts the positive emotions of target employees such as job 
satisfaction, self-esteem, and happiness.  

Self-efficacy affects individual behavior by influencing individual task selection, goal setting, 
cognitive process, motivational process and emotional response. The change of knowledge and 
technology and the change of the organizational environment have put forward higher 
requirements for the competence of individuals. Only possessing the knowledge and ability of 
competent work is not enough to maintain a high level of performance. Employees also need to 
have the confidence to complete the work[3]. Studies by Lu Changqin and others have shown 
that people with high self-efficacy are often not easily affected by external factors, and will work 
harder when faced with high work insecurity, thereby maintaining high work performance[5]. 
Self-efficacy is the degree of recognition of an individual's own abilities, as well as self-
confidence in accomplishing a goal, which can stimulate the individual's potential. Individuals 
with a sense of high performance will set more challenging goals. The challenge of the goals will 
stimulate their work commitment and motivation level. They will have a firmer belief in the 
face of difficulties and setbacks, mobilize various resources and continue to work hard and 
efficiently. Complete the work to maintain a higher level of performance.  

According to the previous article, the positive emotional experience brought about by the 
perception of status enhancement will stimulate employees' resource conservation tendency, 
and they are more likely to have higher assessments and judgments on their adaptability to the 
work environment and work abilities, which is bound to increase Employees' sense of self-
efficacy enhances their self-confidence in work cognition. Because of the increased sense of self-
efficacy, employees' motivations are stimulated to challenge higher performance goals, and 
achieve higher levels of innovative performance by increasing work input and mobilizing 
various resources. Based on this, this article proposes the following hypotheses: 
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H2: Self-efficacy has a mediating role in the relationship between perception of status 
promotion and employee performance. 

2.2.3. External attribution  

Attribution theory clarifies how observers can explain causally the results of themselves and 
others[16]. Bandura believes that internal attribution of successful performance will lead to an 
increase in self-efficacy[2]. Individuals who internally attribute their perception of status 
promotion will positively evaluate their role in the process of status promotion. This attribution 
process will lead individuals to believe that they are good at work, meet all the needs of the 
work, and be confident in their own abilities, efforts, and overcoming difficulties in the work. 
On the contrary, individuals who perform external attribution, after they perceive the 
promotion of their status, believe that it is due to luck or encounter opportunities, 
underestimate their own contributions, and will not generate recognition of their own abilities, 
efforts, and the next tasks. Nor will they have the belief that they will win. Therefore, employees 
who conduct external attribution will develop a less sense of self-efficacy. Based on this, this 
article proposes the following hypotheses: 

H3: External attribution negatively regulates the relationship between perceptions of status 
promotion and self-efficacy. 

Specifically, the stability of attribution can enhance or weaken the emotional and behavioral 
responses triggered by the perception of status promotion. When individuals attribute their 
perceptions of status enhancement, they will have more positive emotional responses due to 
higher internal attribution stability, such as expanding their attention to the environment to 
obtain more useful information. Internal attribution will also motivate employees to set more 
challenging performance goals, generate higher performance expectations, maintain a higher 
sense of self-efficacy, and maintain good exchange relationships. These behaviors will create 
sufficient conditions for employees to achieve high levels of performance. However, under the 
conditions of external attribution, employees do not have a high sense of self-efficacy, the 
difficulty and expectations of goal setting are basically unchanged, and their work behaviors 
are not as proactive and exploratory as individuals performing internal attribution. The 
positive effect of improving perception through self-efficacy on employee performance is 
weakened. Based on this, this article proposes the following hypotheses: 

H4: External attribution negatively regulates the relationship between the perception of status 
enhancement and indirectly affects employee performance through self-efficacy. 

3. Study 

3.1. Participants and Procedures 

In April 2021, this study distributed an electronic version of the questionnaire to 384 
employees. Individual employees filled out their demographic information and whether they 
experienced status promotion events, personal status promotion perceptions, self-efficacy, 
external attribution, and innovation performance questionnaires. A total of 384 questionnaires 
were collected. After excluding invalid questionnaires that could not be matched, missed, or 
sloppily answered, a total of 323 valid questionnaires were collected. The overall effective 
recovery rate of the sample was 84.1%. Among the 323 valid questionnaires, there were 151 
males, accounting for 46.7%; in terms of age, the survey sample was relatively young as a whole, 
with employees under 40 accounting for 86.5%. There are 254 workers (78.6%) with a 
bachelor degree or above, and the education level is higher overall. 

3.2. Measures 

Status promotion perception: The subjects were asked to evaluate the events according to the 
events or situations that caused the perception of status promotion. This part uses a 



Scientific Journal of Intelligent Systems Research                                                                                        Volume 3 Issue 11, 2021 

ISSN: 2664-9640                

68 

questionnaire developed by Liu Dong et al.[8], which contains 3 items, such as "This event is 
very important to my career." "The Cronbach's α reliability coefficient of the scale in this study 
is 0.833. 

External attribution：using the Causal Dimensions Scale (CDS) revised by Russell et al.[12]. 
This study mainly analyzes the individual's external attribution to the perception events that 
cause status promotion, and selects the control point dimension item of this subscale as the 
external attribution scale of this study, which contains 3 items, such as "Cause and outside me 
Relevant", the Cronbach's α reliability coefficient of the scale in this study is 0.836. 

Self-efficacy: using the Chinese version of the scale developed by Schwarzer et al.[13] and 
translated and revised by Lu Changqin et al.[5], a total of 10 items, such as "I can face difficulties 
calmly because I believe in my ability to deal with problems". The Cronbach's α coefficient of 
this scale in this study is 0.911. 

Innovation performance: Use the innovation performance dimension in the Role-Based 
Performance Scale (RBPS) compiled by Welbourne et al.[17], including 4 items, such as "I 
implemented new ideas through hard work". The Cronbach's α coefficient of this scale in this 
study is 0.849. 

Control variables: Demographic characteristics such as gender, age, and educational 
background will affect employee self-efficacy and innovation performance. In order to reduce 
the interference of other irrelevant variables, we have controlled gender, age, and educational 
background. 

4. Result 

First, we use Mplus software to perform confirmatory factor analysis (CFA) on the four 
constructs of perception of status promotion perception, external attribution, self-efficacy, and 
innovation performance to test the discriminative validity of each scale. The results of 
confirmatory factor analysis are shown in Table 1. The fitting value of the model (four-factor 
model) proposed in this paper is 2/df = 2.518, RMSEA = 0.069, CFI = 0.931, TLI = 0.920, SRMR 
= 0.044, and the results meet the fitting standard, which means that the various variables in this 
study It has good discrimination validity. 

 

Table 1: Model Fit Results for Confirmatory Factor Analyses 

Models 2 df 2/df RMSEA CFI TLI SRMR 

Four factor(SPP, SE, IP, EA)  413.033 164.000 2.518 0.069 0.931 0.920 0.044 

Three factor(SPP+SE, IP, EA) 485.609 167.000 2.908 0.077 0.911 0.899 0.048 

Two factor(SPP+SE+IP, EA) 869.754 169.000 5.146 0.113 0.805 0.781 0.088 

Single 
factor(SPP+SE+IP+EA) 995.357 170.000 5.855 0.123 0.770 0.743 0.089 

Notes. SPP = Status promotion perception, SE = Self-efficacy, EA = External attribution, IP = 
Innovation performance 

Secondly, we use SPSS to perform correlation analysis on independent variables, moderating 
variables, intermediate variables, and dependent variables. Table 2 lists the variables' mean, 
standard deviation, and correlation coefficients among independent variables, dependent 
variables, and control variables. It can be seen from Table 2 that the perception of status gain 
is significantly positively correlated with self-efficacy (r = 0.675, p < 0.05), and is significantly 
positively correlated with employee innovation performance (r = 0.662, p < 0.05); self-efficacy 
and employee innovation Performance (r = 0.763, p < 0.05) was significantly positively 
correlated. 
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Table 2: Descriptive Statistics and Correlations 

 M SD 1 2 3 4 5 6 

1 Gender 1.530 0.500       

2 Age 2.270 1.122 -0.054      

3 
Education 

2.790 0.662 -0.059 
-

0.206** 
    

4 SPP 3.676 0.974 0.049 0.072 0.042    

5 IP 3.779 0.869 -0.019 0.088 0.037 0.662**   

6 SE 3.674 0.765 -0.046 0.109 -0.006 0.675** 0.763**  

7 EA 3.732 0.992 -0.013 0.004 0.068 -0.011 -0.038 -0.099 

Note. N = 323, * p < 0.05, ** p < 0.01. 

 

Table 3 shows the path estimation results of the hypothetical mediation model. The path 
coefficient from the perception of status promotion to self-efficacy and innovation performance 
is significant (path coefficient is β1 = 0.195, p < 0.05). The path analysis results show that the 
perception of status promotion has a significant positive impact on innovation performance, so 
Hypothesis 1 is supported. The Bootstrapping method is used to further verify the significance 
of the mediating effect, The results show (Table 3): The indirect effect of the perception of status 
promotion on employee innovation performance through self-efficacy is 0.473, and the 
confidence interval at the 95% confidence level is [0.533, 0.815], excluding 0, self efficacy plays 
an intermediary role between status acquisition perception and employee innovation 
performance, and Hypothesis 2 is supported. 

 

Finally, we use Mplus to test the moderating effect of attribution tendency. The results (see 
Table 4) show that, for employees with different attribution tendencies, there are significant 
differences in the effect of perception of status promotion on self-efficacy (β2 = -0.263, p < 
0.001), and the 95% confidence interval is [-0.395, -0.130], excluding 0. This means that the 
external attribution tendency of employees has a negative regulatory effect on the relationship 
between the perception of status acquisition and self-efficacy. The above results all confirm the 
hypothesis 3. 

According to Edwards's method of testing the adjusted mediation model[7], under the 
condition of adding or subtracting one standard deviation from the mean of external attribution, 
the indirect effect of perception of status improvement through self-efficacy on employee 
innovation performance is tested. The results are shown in Table 4. the effect difference 

Table 3: Mplus Path Analysis 

  
Point 

Estimate 
S.E. Est./S.E. P-Value 

Bootstrapping 

Lower  95%  upper 

SPP  IP 0.194 0.097 2.004 0.045 0.014 0.400 

SPP  SE 0.595 0.065 9.197 0.000 0.553 1.051 

SE  IP 0.795 0.127 6.282 0.000 0.465 0.718 

SE mediation 
(Indirect effect) 

0.473 0.081 5.861 0.000 0.325 0.644 

Total effect 0.668 0.072 9.293 0.000 0.533 0.815 



Scientific Journal of Intelligent Systems Research                                                                                        Volume 3 Issue 11, 2021 

ISSN: 2664-9640                

70 

between the high and low groups is -0.203, and the 95% confidence interval is [-0.314, -0.092], 
excluding 0. It shows that there is a significant difference between the estimated results of these 
two indirect effects, that is, external attribution can regulate the mediating effect of self-efficacy. 
Hypothesis 4 has been verified. 

 

Table 4: Moderating Effect Test of External Attribution 

  
Point 

Estimate 
S.E. Est./S.E. P-Value 

Bootstrapping 

Lower 95% upper 

SPP  SE 

High EA (+1 SD) -0.066 0.167 -0.396 0.692 -0.393 0.261 

Low EA (-1 SD) 0.197 0.104 1.887 0.059 -0.008 0.401 

Difference -0.263 0.068 -3.878 0.000 -0.395 -0.130 

SPP  SE  IP 

High EA (+1 SD) -0.051 0.129 -0.396 0.692 -0.304 0.202 

Low EA (-1 SD) 0.152 0.082 1.861 0.063 -0.008 0.312 

Difference -0.203 0.057 -3.586 0.000 -0.314 -0.092 

5. Discussion 

The empirical results show that the perception of status promotion has a significant positive 
impact on self-efficacy and innovation performance. Among them, self-efficacy plays a 
mediating role in the relationship between status promotion perception and employee 
innovation performance, which is consistent with our hypothesis. Secondly, Employees' 
external attribution has a significant negative regulatory effect on the relationship between 
status promotion perception and employees' self-efficacy, and has a significant negative 
regulatory effect on the relationship between status promotion perception and employees' 
innovation performance indirectly through self-efficacy. 

First, this research focuses on status, an important but less researched area. Past literature has 
repeatedly emphasized the impact of objective status changes on individual behavior, and the 
predictive effect of static status perception levels on individual behavior, but little attention has 
been paid to individuals' perception of their own status changes. The lack of research in this 
field urgently needs more theory and research to answer how status affects individual attitudes 
and behaviors. This research uses the event system theory to propose a comprehensive 
theoretical construction paradigm, that is, the interaction of the individual's status promotion 
perception and internal characteristics on the individual's behavior and attitude, which 
provides a new perspective for status research. Secondly, research shows that employees in the 
new era pay more attention to career development and self-realization needs, and they are also 
characterized by high mobility. As a resource with high demand and high value, status can meet 
the needs of employees for career development and self-realization. Therefore, organizations 
should not only focus on the internal characteristics of individual or organization-level entity 
stability such as workplace status perception, organizational identity, and organizational 
support, but also consider dynamic status events that can significantly affect and change 
individuals and organizations. 
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