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摘要 

我國正處於“新時代”，企業的經營發展環境正隨著經濟社會的深刻變革

發生變化。現代的競爭時代是如此之高，競爭的商業環境的動態性要求員工

必須在不斷挑戰和變化的商業環境下工作，這已成為當今組織不可或缺的特

徵。在企業中，特别是我工作的企业是一家国内初具规模的文创企业，其組

織與員工間的連結紐帶對員工績效起著更加重要的影響。目前，國內外許多

學者都對組織認同與員工績效之間的聯繫進行了深入的研究，然而很少文獻

將員工個人感知（心理授權與內部人身份感知）納入組織認同的作用原理，

以及將組織公民行為作為仲介變數進行研究。 

本研究從員工的角度出發，探究員工組織認同、內部人身份感知、心理授

權與員工績效之間關係，主要研究組織公民行為對組織認同與員工績效之間

的仲介作用，以及心理授權和內部人身份感知對組織認同與組織公民行為之

間的調節作用。本文理論以組織認同理論為主，輔以社會交換理論和角色理

論，研究方法以文獻研究法、問卷調查法為主，研究變數為員工組織認同、

組織公民行為、內部人身份感知、心理授權與員工績效，構建的理論研究模

型以探究變數之間的作用關係為目的。為保證調查問卷的信度和效度，本文

設計翻譯、回譯等環節。通過對 429 名企業員工進行調研，本文收集得到 410

份有效問卷，並進行資料分析和假設檢驗。 

本文的主要結論如下:第一，組織認同感顯著正向影響員工績效，員工組

織認同感越高，員工績效越好。第二，組織認同感通過影響組織公民行為，

進而影響員工績效。第三，內部人身份感知與心理授權在組織認同感到組織

公民行為路徑中起調節作用，進而影響員工績效。 

本研究有幾個方面的理論意義：首先，本文通過揭示組織公民行為的仲

介作用拓展了組織認同對員工績效的影響的研究。其次，本文揭示了內部人

身份感知的調節作用，豐富了組織認同對員工績效和組織公民行為的研究。

最後，本文還發現了心理授權的重要作用，拓展了心理授權的文獻，並且深

入揭示了心理授權在員工績效中的作用。 

 
關鍵字：組織認同；組織公民行為；員工績效；心理授權；內部人身份感知 
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Abstract 

 

The economic and social landscape in China is undergoing profound changes in the 

context of the "new era". In this modern era of intense competition, the dynamic 

nature of the competitive business environment requires employees to deal with 

constant challenges and changes. The company I work in is a cultural and creative 

enterprise that has begun to take shape. The connection and bond between 

organizations and employees become increasingly important in influencing 

employee performance. An extensive literature has examined the link between 

organizational identification and employee performance; however, few studies 

have explored the role of employees' personal perceptions (psychological 

empowerment and insider status) on organizational identification, as well as the 

mediating role of organizational citizenship. 

 

This paper investigates the mediating role of organizational citizenship behavior 

between organizational identification and employee performance, and the 

moderating effects of psychological empowerment and perceived insider status on 

the relationship between organizational identification and employee performance. 

The research model is guided by the organizational identification theory, 

supplemented by social exchange theory and role theory. This paper employs a 

literature review and questionnaire survey as the primary research methods. More 

specifically, 429 employees from various companies participated in the survey and 

410 valid questionnaires were received and used to conduct data analysis and 

hypothesis testing. 

 

The main conclusions of this study are as follows: Firstly, organizational 

identification significantly and positively influences employee performance, 

indicating that higher levels of employee organizational identification lead to better 

performance. Secondly, organizational identification affects employee performance 

through its impact on organizational citizenship behavior. Thirdly, perceived 

insider status and psychological empowerment play a moderating role in the 

relationship between organizational identification and organizational citizenship 

behavior, thereby influencing employee performance. 



 

iii 

 

This study has several theoretical implications: first, this paper expands the research 

on the impact of organizational identity on employee performance by revealing the 

mediating role of organizational citizenship behavior. Second, this paper enriches 

the research on organizational identity on employee performance and 

organizational citizenship behavior by revealing the moderating role of insider 

identity perception. Finally, this paper also uncovers the important role of 

psychological empowerment, expands the literature on psychological 

empowerment, and provides insight into the role of psychological empowerment in 

employee performance. 

 

Keywords: Organizational identification, organizational citizenship behavior, 

employee performance, psychological empowerment, perceived insider status. 
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