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Abstract

Drawing on the conversation of resource theory, this study investigated the
relationship between academic justice climate and their employability. We
considered the potential mediating role of researchers’ psychological security
and moderating role of their resilience. Using two-wave time-lagged data col-
lected from 432 researchers in universities and research insinuations in Chi-
na, we found that academic justice climate was positively related to research-
ers’ employability via increased psychological security. Resilience alleviated
the positive relationship between academic justice climate and psychological
security, and the mediating effect of academic justice climate on employabili-
ty through enhanced psychological security. We discuss the theoretical and
practical implications of these findings in final.
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1. Introduction

Numerous “tragedies” have occurred among researchers due to their perception
of a justice academic climate. In early 2021, a doctoral student at a university in
southwestern China committed suicide out of resentment towards their advisor
and fellow students for their unfair treatment resulting in a tragic loss of life
(Zhihu platform, which is a very popular social platform in China). In 2022, at a

prestigious university in eastern China, another doctoral student spread rumors
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about their supervisors’ unfair distribution of “scholarships” and made deroga-
tory comments about the supervisors’ privacy of an individual on the Internet,
resulting in a series of negative reactions and ultimately leading to the student’s
expulsion from the PhD program. These examples illustrate that the justice aca-
demic climate not only affects researchers’ attitudes towards academia, but also
research evaluation and outputs. Without a justice academic climate, there can
be no productive and effective research output, and it may even affect research-
ers’ enthusiasm and dedication to their work. At present, there are few studies
on academic justice climate in China, and the empirical studies are rare. There
are only studies that have been conducted that focus on “the way researchers
react to unfair treatment” (Tang, 2015). However, in China, the academic justice
climate has been continuously affecting the physical and mental health, perfor-
mance, etc. of researchers. Therefore, research on this issue deserves academic
attention.

The perception of justice academic climate among team members, known as a
fair atmosphere, is an essential factor that influences the attitudes and behaviors
of team members (Li & Cropanzano, 2009) and is crucial in determining the re-
tention of talent within an organization. This topic has been the focus of many
scholars, who have devoted a significant amount of research efforts to it. Univer-
sities and research institutions serve as the foundation for academic exploration,
composed of various scientific research departments. Each department is made
up of several research teams and creates a research atmosphere dominated by
mentors. A justice academic climate in the research environment refers to the
fairness with which research team leaders assign work to their subordinates and
share work or learning-related information, which fosters an environment in
which researchers engage in scientific research activities. For research organiza-
tions, a justice academic climate provides a supportive environment that inspires
researchers’ work enthusiasm, significantly improving the research team’s per-
formance capabilities. This helps research team leaders maximize management
efficiency and create greater scientific research output value for the team. In
academia, the focus is often on exploring the relationship between a justice aca-
demic climate and performance, aiming to promote organizational efficiency ef-
fectively. However, there is little discussion about the impact of a justice aca-
demic climate on employees’ employability, which is a crucial indicator of job
skills. Therefore, does a justice academic climate in scientific research really af-
fect employability? And if so, what is the mechanism behind it?

Through a literature review, it was discovered that a few studies have con-
ducted exploratory investigations into the concepts of justice academic climate
and employability. A survey found that procedural justice climate play a crucial
role in identifying and effecting behavior and attitudes for different types of em-
ployees, such as a different quality leader-member exchange (LMX) relationships
on, transactional leadership on work attitude (Lipponen, Koivisto, & Olkkonen,
2005; Haynie et al., 2014; Walumbwa, Cindy, & Bani, 2008). Prior research con-

ducted a survey of restaurant employees, retail employees, and call center em-
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ployees in a hotel and found that when customers display interpersonal injustice
towards hotel employees, the display of interpersonal fairness by the supervisor
can greatly alleviate the negative emotions of hotel employees and reduce the
occurrence of turnover due to emotional exhaustion (Van Jaarsveld, 2021). Be-
sides, the procedural justice experienced by employees in their work can affect
their state anxiety and thus affect their work dedication (Cloutier & Vilhuber,
2008; Hauenstein, Mcgonigle, & Flinder, 2001; Volmer, 2015). These research
results preliminarily indicate that the justice academic climate may have an im-
pact on employee behavior (Lee, Kim, & Yun, 2018; Gearhart et al., 2022; Pea-
cock, 2022). In fact, these studies differ from the concept of employability, and
the black box mechanism of the “justice academic climate impacts on employa-
bility” has not been fully explored.

Therefore, based on the conservation of resource theory, this study analyzes
the impact mechanism of the justice academic climate in the scientific research
environment on the employability of researchers. According to Forrier and Sels
(2003)’ definition, employability is the individual’s perception of their likelihood
of obtaining new employment. With the development of China’s economy and
society, China attaches more and more importance to the development of
science and technology, and the research tasks of researchers are also increasing.
However, limited by the limited number of job positions, employability has be-
come an important foundation for the new relationship between employees and
organizations. Employability can be divided into internal employability and ex-
ternal employability (Forrier & Sels, 2003; Wittekind, Raeder, & Grote, 2010).
External employability refers to the opportunities in the external labor market
and the individual’s employment (job selection) ability to adapt to the external
labor market (De Cuyper et al., 2012; De Cuyper & De Witte, 2010; Rothwell &
Arnold, 2007). This study only focuses on external employability and emphasiz-
es the characteristic of the possibility of obtaining new employment. This study
aims to reveal the impact mechanism of the justice academic climate of scientific
researchers on external employability, subverting the limitations of traditional
research only on employee performance, and presenting more dialectical and
novel thinking clues for the research on “justice academic climate and employa-
bility of scientific research”, while enriching and improving relevant empirical

research.

2. Theoretical Background and Hypotheses
2.1. Academic Justice Climate and Employability

Justice climate is a collection of perceived fairness among members of an organ-
ization and is an important driving force for innovation among team members
(Tangirala & Ramanujam, 2008; Rubino, Avery, & McKay, 2018). Justice climate
refers to “a distinct group-level cognition about how a work group as a whole is
treated” (Naumann & Bennett, 2000: p. 882). Academic justice climate is defined

as a reflection of the justice climate in the academic environment. Academic jus-
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tice climate is demonstrated by team leaders in their interactions with their
members in research organizations, and it can increase trust and perceptions of
identity among employees and with the organization, reducing employee stress
and conflict (Li & Cropanzano, 2009). Perceived Employability (PE) is based on
the subjective assessment of an individual’s perception of the outcome of their
likelihood of obtaining and maintaining employment (current or future) (De
Cuyper & De Witte, 2010; Rothwell & Arnold, 2007; Forrier & Sels, 2003). This
study argues that there is a strong positive relationship between the equity cli-
mate in which researchers work and perceived employability. A justice academic
climate has a significant impact on researchers’ employability. In a justice aca-
demic climate, researchers will have more opportunities to receive unbiased
evaluations, including research funding, professional title assessments, and aca-
demic achievement evaluations. For Master’s and PhD students, the most direct
impact is ensuring they publish the required number of papers to graduate. Ad-
ditionally, researchers have a better chance of obtaining better career develop-
ment opportunities, leading to higher status and wider recognition in the re-
search field. As they receive more funding, honors, and awards, along with more
objective and fair academic evaluations, this enhances their employability and
competitiveness. Furthermore, in a justice academic climate, researchers are
more likely to pursue longer-term and stable career development paths in aca-
demia. In contrast, in an injustice academic climate, researchers may face career
limitations, discrimination, and unfair evaluations, which can weaken their em-
ployability and competitiveness, and damage their academic prospects and ca-
reer development.

The conservation of resource theory posits that organizations and individuals
take a series of actions to protect the resources they possess, such as knowledge,
skills, positions, and funds, through exchanges, coordination, and collaboration
with others to ensure that their resources are maximized and utilized to the ful-
lest extent. From the perspective of Conservation of Resources (COR), a justice
academic climate can be regarded as a valuable resource, and only under such an
atmosphere can researchers achieve maximum benefits. If the academic climate
is fair, researchers can receive fair evaluations, balanced resources, and better
career development opportunities. This enables them to effectively utilize their
resources, attract more resources, and protect their own resources. The key to
improving the research output of researchers lies in their research team receiv-
ing sufficient attention, respect, and guidance in terms of workflow, task alloca-
tion, information exchange, and interactive collaboration. When researchers
perceive a lack of such resources, they will feel that their ability to acquire
knowledge and skills is limited, that fresh knowledge cannot be injected into
their existing knowledge system for a long time, and this can easily lead to
knowledge disconnection, which then affects their employability. In other
words, if the academic climate is injustice, researchers may face unfair evalua-
tions and resource imbalances, which will limit their career development and

reduce their competitiveness, thereby impeding their ability to utilize their re-
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sources to obtain more development opportunities and resources. Based on this,
this study proposes the following hypotheses:
Hypothesis 1: Academic Justice Climate is positively related to employability.

2.2. The Mediating Role of Psychological Security

Psychological security refers to employees’ positive perceptions and judgments
that the environment they are in is safe enough (Edmondson, 1999), all of which
are footstone steading well-performing individual/teams (Hackman & Hackman,
2002; Blake et al., 2022; Greenbaum et al., 2020). Research has shown that em-
ployees who feel psychologically safe are better equipped to handle challenging
job demands and this psychological environment has a significant positive im-
pact on their job skills and employability (Plomp, Tims, Khapova, Jansen, &
Bakker, 2019). In an environment where long-term employees feel psychologi-
cally safe, they can freely express their ideas without worrying or doubting that
their words or actions might threaten their career development or position
(Kahn, 1990). This goes some way to suggest that the psychological safety of
workers has an impact on their increased employability. Employees with a sense
of psychological security are able to express themselves freely and do not worry
or suspect that their words or actions may pose a threat to their career develop-
ment or the position they occupy. This study suggests that researchers’ feelings
of psychological security may increase their employability. Firstly, the conser-
vation of resource theory suggests that individuals who experience a lack of re-
sources or a mismatch between the amount of energy invested and the re-
sources obtained will perceive a certain kind of stress, which in turn affects
their behaviour (Hobfoll, 1989). Psychological security can be seen as a resource
for individuals to remain engaged in their work, and when employees are re-
laxed and believe in the research organization, they will work hard in their own
research direction, thus increasing the likelihood of employability. Secondly,
researchers with a greater sense of psychological security usually have a more
optimistic and positive self-evaluation of themselves and develop a more self-
confident.

The justice academic climate in scientific research can provide a sense of
psychological security for researchers to actively acquire project information,
absorb project experience, and gain project-related skills. A justice academic
climate enables members of a research group to properly share information and
interact, and thus gain a sense of security in their project-related abilities.
Moreover, a justice academic climate allows researchers to feel secure in infor-
mation exchange by promoting active information sharing among research
group members. In addition, researchers in a justice academic climate can en-
hance their psychological security by providing equal task distribution among
group members, which is in line with the conservation of resource theory that
individuals tend to maintain and acquire resources they value, such as autono-

my, self-esteem, and social status. Hobfoll (2002) suggests that sufficient indi-
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vidual resources can lead to positive evaluations of oneself and the external en-
vironment. In a research organization environment, researchers are curious and
pursue the allocation of resources such as procedural resources, interactive re-
sources, and information resources. The acquisition of these resources can en-
hance researchers’ project-related skills, increase their confidence in scientific
research, and ultimately provide them with a sense of personal psychological se-
curity, which is particularly important for undertaking uncertain and unfamiliar
research tasks.

An academic justice climate enables researchers to gain advantages in access-
ing information about research projects, actively absorbing research project ex-
perience and gaining a sense of security in research project competence, and
which allows subject members to share information interactions correctly and
gain a sense of security in their research project capabilities. An academic justice
climate helps researchers to gain a sense of security in their ability to interact
with information by actively sharing information among subject members, and
enables researchers to enjoy an equal division of tasks among subject members,
thus enhancing their psychological security. According to conservation of re-
source theory, individuals tend to maintain and acquire resources that they
perceive as valuable, such as autonomy, self-esteem and social status, etc (Xia et
al., 2019; Asante et al., 2022; Xiang, Liu, Qiao, Gao, & Zhang, 2022). Hobfoll
(2011) notes that adequate individual resources enable employees to have a posi-
tive perception of themselves and their external environment. In a research or-
ganization environment, researchers are curious about and pursue distribution
resources, procedural resources, interactive resources, information resources, etc.
The acquisition of these resources enables researchers to gain increased scientific
competence, increased self-confidence to engage in scientific research, and thus
a psychological sense of exclusive personal security at heart, which makes them
more comfortable to engage in uncertain and unfamiliar scientific tasks. Based
on this, this study proposes the following hypotheses:

Hypothesis 2: Researchers’ psychological security is positively related to em-
ployability.

Hypothesis 3: Researchers’ psychological security mediates the relationship of

academic justice climate and employability.

2.3. The Moderating Role of Psychological Resilience

We think that psychological resilience can alleviate some of the negative conse-
quences of external environment. Psychological resilience, also known as “men-
tal hardness”, is often defined as the ability to recover from negative experiences
and to adapt to the environment. It helps employees to cope with the changing
situations in their lives (Block & Kremen, 1996). In other word, resilience is the
personal ability to recover quickly in an uncertain environment. Resilience is a
dimension of psychological capital (Luthans, Luthans, & Luthans, 2004), which

is demonstrated by a firm acceptance of reality, a belief in the meaning of life
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supported by stable values, and an uncanny ability to cope temporarily and
adapt to major changes, as well as career attitudes and behaviors, such as career
commitment (Coutu, 2002; Luthans, Vogelgesang, & Lester, 2006; Jiang, Jiang, &
Nielsen, 2021; Wong, Kost, & Fieseler, 2021).

Employees with high psychological resilience have enhanced adaptability to
cope with dynamic environments, due to their abundant internal resources, the-
reby increasing their sense of psychological safety (Shin, Taylor, & Seo, 2012). In
research environments where researchers are exposed to unfair treatment, those
with greater psychological resilience can draw upon a greater amount of positive
emotions and higher self-efficacy, thus strengthening their ability to resist psy-
chological stress and promoting their sense of psychological safety. This enables
them to focus more on their research work, be more motivated to explore new
ideas, and strive for creative achievements (Shin, Taylor, & Seo, 2012). Con-
versely, in research environments where researchers are exposed to fair treat-
ment, those with lower psychological resilience and lower psychological adjust-
ment ability have lower resistance to psychological stress, resulting in lower
psychological safety and reduced ability to focus on their research work. Based
on this, this study proposes the following hypothesis:

Hypothesis 4: Psychological resilience positively the moderates the direct ef-
fect of academic justice climate on psychological security, that is the higher psy-
chological reslilence, the stronger the direct effect.

Due to the enhancement of an academic justice climate, researchers’ psycho-
logical safety is increased, which in turn leads to employability behaviors. Psy-
chological safety plays an indirect role between a fair research environment and
employability behaviors, functioning as a mediator. The effect of psychological
safety on the impact of an academic justice climate on researchers is moderated
by their psychological resilience. When psychological resilience is high, the posi-
tive effect of a fair research environment on researchers’ psychological safety is
weaker; when psychological resilience is low, the positive effect of a fair research
environment on researchers’ psychological safety is stronger. Therefore, this
study suggests that psychological resilience moderates the indirect effect of psy-
chological safety on employability behaviors. Based on this, this study proposes
the following hypothesis (see Figure 1).

Hypothesis 5: Psychological resilience positive moderates the indirect effect of

academic justice climate on employability through psychological security, that

Academic Justice Psychological Emplovabilit
Climate A Security ployability
Resilience
Figure 1. Research model.
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is, when psychological resilience is higher, the indirect effect is stronger.

3. Method

3.1. Sample and Procedure

This study mainly collected data through questions, and the respondents were all
with master’s degree or above in universities and scientific research institutions
in Beijing and Henan province. Before starting the research, we will contact with
some postgraduates and doctoral candidates during individual relationship in
university or research institutions in advance to briefly inform them of the re-
search purpose and process. We persuaded them to help distribute our network
survey questionnaire within their Wechat (a widely used social network app in
China) group of their classmates or colleagues (snowball sampling) and handed
out online money gifts to them and their Wechat group members as apprecia-
tion to improving the recovery rate of the questionnaire. In order to obtain rea-
sonable and effective data, this study adopted a three-stage, multi-source paired
sample survey. In this study, data of four variables of the research model were
investigated in three times. Data of academic justice climate and age, gender,
marital status, working situation and education were obtained in Time 1; data of
psychological security was obtained in Time 2; data of employability and psy-
chological resilience were obtained in Time 3. The three surveys were conducted
three months apart to prevent the effect of time effect and ensure the validity of
the data. In the screening of invalid questionnaires, the first criterion is the com-
pleteness of completion. If three options are not answered, it will be judged as
invalid. Secondly, if there are 10 consecutive items answered with the same
choice, it is also judged to be invalid.

After eliminating the invalid questionnaires, the data of 432 respondents were
finally obtained. Among them, 56.4 percent were males and 43.6 percent were
females. Those aged 25 or below accounted for 13.2 percent, those aged 26 - 30
accounted for 24.6 percent, those aged 31 - 35 accounted for 39.1 percent, those
aged 36 - 40 accounted for 15.1 percent, those aged 41 - 45 accounted for 5.7
percent, and those aged 46 or above accounted for 2.3 percent. And, master’s
degree was likely to close in half of proportion, at 48.3, including PhD candi-
dates, doctoral degree accounted for 51.7 percent. In addition, 60.3 percent of
them are unmarried, 39.7 percent of them are married. Moreover, the number of
respondents studying at university level was the largest, accounting for 57.4 of
the total, others at scientific research institutions, accounting for 42.6 percent. In

general, the sample distribution is relatively average.

3.2. Measures

All the variables were measured using well-established scales in the existing lite-
rature. The Chinese version of the measures was created following the “transla-
tion and back-translation” procedure (Brislin, 1980). Likert scale 5 was used,

ranging from 1 (strongly disagree) to 5 (strongly agree) was designed for all

DOI: 10.4236/psych.2023.145038

716 Psychology


https://doi.org/10.4236/psych.2023.145038

Z.C.Qianetal.

measures except for demographic variables. All measurements were reported by
self-assessment.

Academic justice climate. Based on the scale of academic justice climates
with 15 items compiled by Colquitt (2001). Some typical sample items were “In
our scientific research team, supervisors and academic team members respect
me.” In the research team, the decision-making process is based on accurate,
objective information.” Cronbach’s alpha of this scale was .91.

Psychological security. In this study, we cited (May, Gilson, & Harter, 2004).
scale developed by, with a total of 5 items. The reliability and validity of the scale
have been well verified in Chinese situation (Yu & Xue, 2022). Some typical
sample items were “In the research team, I don’t have to look over my shoulder
all the time”, “In the research team, There are always people who keep picking
on me.” Cronbach’s alpha of this scale was .78.

Psychological resilience. In this study, we used the psychological resilience
scale in the Connor and Davidson (2003), with a total of 25 items. It has been
used by Chinese scholars and proved to have a good reliability and validity
(Zheng & Xu, 2022). Some sample items were “I tend to recover quickly after
hardship or illness”, “I won’t let failure discourage me.” Cronbach’s alpha of this
scale was .94.

Employability. In this study, we measured using 16-items taken from Roth-
well and Arnold (2007). It has been assessed by Chinese scholars and proved to
have a good reliability and validity (Zhong, Qian, & Wang, 2020). Some typical
sample items were “As long as I have some scientific ability, I have many job
opportunities”, “There are plenty of job opportunities in other areas besides the
skills I have gained by the current research team.” Cronbach’s alpha of this scale
was .90.

Control variables. In order to obtain unbiased estimates of the main effects,
we controlled for the demographic variables (i.e. age, gender, married status,
working situation and education). Gender was measured as a categorical varia-
ble, coded as “0” for male, “1” for female, Age was measured in years. married
status was coded as “0” for married, “1” for unmarried. Working situation was
assessed as “0” for university, “1” for scientific research institutions. Education
was coded as “0” for master degree, including PhD candidates, “1” for doctoral

degree in the current organization.

3.3. Data Analysis

The data were analyzed using descriptive statistics (mean, standard deviation),
correlation analysis, and multiple hierarchical regression analysis with the aid of
SPSS 23 software. Measurement model fit and validity (discriminant as well as
convergent) were tested using confirmatory factor analysis in Amos 21.0. For a
more nuanced understanding of the moderating effects, the conditional rela-
tionship between academic justice’s climate and the proposed outcomes was

plotted graphically.
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4. Results
4.1. Confirmatory Factor Analysis (CFA)

We assessed the convergent and discriminant validity of the key constructs by
Mplus 7.4 software (Fornell & Larcker, 1981) because all the variables were eva-
luated by self-report. A four-factor model was compared with alternative mod-
els. As shown in Table 1, the four-factor model (i.e. academic justice climate,
psychological security, employability and psychological resilience) yielded a
good fit to the data (x* = 553.19, p < .001, CFI = .93, TLI = .91, RMSEA = .05)
and was superior to alternative models, including a three-factor model in which
psychological security and employability, were combined (x* = 987.08, p < .001,
CFI = .80, TLI = .77, RMSEA = .10); a two-factor model in which academic jus-
tice climate and psychological resilience, as well as psychological security and
employability were combined (x* = 1493.13, p < .001, CFI = .64; TLI = .56,
RMSEA = .17); and a one-factor model in which all key variables were combined
into one factor (x> = 2313.65, p < .001,CFI = .42, TLI = .40, RMSEA = .19), indi-
cating that all variables were adequately distinct. Moreover, all the factor loading
of the variables in the four-factor model were significant, revealing convergent

validity.

4.2. Descriptive Statistics and Correlations

In this study, SPSS 23.0 software was used to conduct correlation analysis on the
main variables and related control variables involved in the study. Pearson cor-
relation coefficient method was used to test the correlation among the variables
in this study. The specific analysis results are shown in Table 2. There is a sig-
nificant positive correlation between academic justice climate and psychological
security (r = .027, p < .05). There is a significant positive correlation between
psychological security and employability (r=.237, p < .01). There is a significant
positive correlation between academic justice climate and employability (r
=.566, p < .01). There is a significant positive correlation between psychological
resilience and employability (r = .660, p < .01). These results lay the foundation

for the next causal analysis.

Table 1. Results of confirmatory factor analysis of the study variables.

Model X df CFI  TLI RMSEA
1  Four-factors model (AJC, PS, E, R) 553.19 274 .93 91 .05
2 Three-factors model (AJC, PS+ E,R)  987.08 287 .80 77 .10
3 Two-factors model (AJC + R,PS+ E) 1493.13 295 .64 .56 .14
4 One-factors model (AJC+R+PS+E) 2313.65 298 42 .40 .19

Note: N =432. All alternative models are compared to the hypothesized model (M1). AJC
= Academic Justice Climate; PS = Psychological Security; E = Employability; R = Resi-

«,»

lience; “+” = combining factors.
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Table 2. Means, standard deviations, and correlation.

Variable M SD 1 2 3 4 5 6 7 8 9
1. Gender 1.69 .46
2. Age 132 .57 074
3. Marital Status 1.94 23 —.059 —.514**
4. Working situation 2.05 1.85 065  .240%*  —.046
5. Education 2.08 .55 -.074 132 —-.140 112

6. Academic Justice Climate 5.08

7. Psychological Security 3.34
8. Employability 3.62
9. Resilience 3.48

2.49 .028  —-.252%%  175%  -.046 -.068 (.91)

1.10 -.145 -.003 .014 129 .108 027 (.78)
.60 -.176* —-.047 .008 .087 —-.057 .566** .237%*  (.90)
.53 -.152%  -.059 .041 .052 —.143  .592%*  .078*  .660**  (.94)

Note. N=432. Gender: 0 = “male”, 1 = “female”; Age: 1 = “24 years old and below”, 2 = “25 - 30 years old”, 3 = “31 - 40 years old”,
4 = “4]1 - 50 years old”, 5 = “51 years old and above”; Marital Status: 1 = “married”, 2 = “single”; Marital Status: 1 = “married”, 0 =

“single”; Working situation: 1 = “University”, 2 = “Scientific Research Institution”; Education: 1 = “Junior high degree and be-

low”, 2 = “Senior high degree”, 3 = “Junior college”, 4 = “Bachelor or above”; Abbreviation: M = mean; SD = standard deviation.

*p<.05. *p<.01. **p<.001.

4.3. Hypothesis Testing

Regression analysis was used to test the hypotheses in study. In H1, we proposed
that academic justices climate would relate positively to employability. As can be
seen from Table 3, Academic justices climate positively affected employability of
researchers (B = .602, p < .001, Model 6). Thus, H1 was supported. H2 stated
that psychological security would relate positively to employability of research-
ers. Table 3 shows that the effect of psychological security on employability of
researchers was positive (f =.226, p < .001, Model 7). Thus, H2 was supported.

Meanwhile, the academic justices climate is still significantly positively corre-
lated with employability of researchers (p = .202, p < .01, M7) while their corre-
lation coefficient decreased from .207 to .202. These results indicate that psy-
chological security plays a partially mediating role in the relationship between
Academic justices climate and employability. To further examine the mediating
effect of psychological security, we used the Monte Carlo method, generating
unbiased confidence intervals (CIs) of the indirect effect (10,000 resampling;
Preacher, Rucker, & Hayes, 2007). The results presented in Table 4 indicate that
the indirect effect of Academic justices climate on employability via psychologi-
cal security was significant (B = .06, SE = .02, CI = [.04, .23], excluding zero).
Thus, H3 was supported.

H4 predicted that “psychological resilience would moderate the relationship
between academic justice climate and psychological security with the relation-
ship being stronger when psychological resilience is high.” In order to test mod-
eration effect, hierarchical regression analysis was performed which adds control
variables (gender, age, marital status, working situation and education), indepen-

dent variables (academic justice climate), moderators (psychological resilience)
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Table 3. Results of the mediating effects of psychological security.

Psychological Security Employability
M1 M2 M3 M4 M5 M6 M7
Gender -.14 -143 -119 -.118 -.188 -.215 -.183
Age -.03 -.037 -.047 -.046 -.078 .056 .065
Marital status .01 .009 .016 .025  -.049 —-.085 -.087
Working situation .14 137 126 132 125 119 .088
Education .09 .087 .105 108  —-.082  -.065 -.085
Psychological security 2260
Academic Justice
Climate .022%%.098** |\ 752** 207%%* 202%¢%*
Resilience J123% 6427
Academic Justice
Climate * Resilience 427
R .01 .06 .09 .13 .02 .08 .16
AR .01 .05 .03 .04 .02 .06 .08
F 1.728 1.446** 1.471** 1.579%** 1.879 18.107*** 18.852***

Note: Standardized regression coefficients reported. *p < .05. **p < .01. ***p < .001.
(two-tailed).

Table 4. Bootstraping test result of mediating effect of psychological security.

95% CI
Path Estimate SE

LL UL

AJC-PS-E .06 .02 .04 23

Note: N = 432. Unstandardized regression coefficients are reported. LL = lower limit of
the 95% confidence interval, UL = upper limit of the 95% confidence interval. The stan-
dard errors and confidence intervals refer to the indirect effects. AJC = Academic Justice
Climate; PS = Psychological Security; E = Employability; *p < .05. **p < .01 (two-tailed).

and interaction terms of independent variables and moderators (academic jus-
tice climate * resilience) into the model. Results of our hierarchical regression
models are reported in Table 3. The results showed that interaction terms of
academic justice climate and psychological Resilience were significantly posi-
tively correlated with psychological security (f = .127, p < .01, M4).

A simple slope effect diagram based on psychological resilience higher and
lower than a standard deviation was further mapped out (see Figure 2), which
concludes that a higher employee’s level of psychological resilience contributes
to a stronger positive effect of academic justice climate on psychological security.
The above results suggest that psychological resilience enjoys a positive mod-
erating effect on the relationship between academic justice climate and psycho-

logical security, by which H4 is accordingly supported.
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Figure 2. Moderating effect of psychological resilience on the relationship between Aca-
demic Justice Climate and Psychological Security.

Table 5. Results from the moderated meditation path analysis.

95% CI
PS Estimate SE
LL UL
+1 SD 12 .03 12 .35
-1SD .02 .05 -.06 .04
Diff 17 .06 .09 .29
The effect of moderating mediation .14 .07 .06 21

Note: N = 432. Unstandardized regression coefficients are reported. LL = lower limit of
the 95% confidence interval, UL = upper limit of the 95% confidence interval. The stan-
dard errors and confidence intervals refer to the indirect effects. *p < .05. **p < .01
(two-tailed).

H5 proposes a moderated mediation model. To test this hypothesis, we gener-
ated unbiased CIs of the conditional indirect effect by conducting a bootstrap-
ping based analytic process via Mplus 7.4 (Preacher et al., 2007). As shown in
Table 5, the indirect relationship from Academic Justice Climate to employabil-
ity through psychological security was stronger when psychological resilience
was high (+1 SD; B = .12, SE = .03, 95% CI [.06, .35], excluding zero) than when
psychological resilience was low (-1 SD; B = .02, SE = .05, 95% CI [-.06, .04]).
The difference between the two levels was significant (B = .17, SE = .07, 95% CI
[.09, .29], excluding zero). Thus, H5 was supported.

5. Conclusion
5.1. Theoretical Implications
Our research makes several theoretical contributions to the academic justice

climate and employability literature. First, by connecting academic justice cli-

mate and employability for the first time and revealing the internal psychological
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processes (psychological security) of academic justice climate impact on em-
ployability, we respond to the calls for more studies to discuss theoretically and
empirically the effectiveness of academic justice climate (Wang & Zhang, 2021).
In addition, although prior research has pointed out that leader-related factors
may impact researchers’ employability (e.g., Zhong, Qian, & Wang, 2020), little
research has systematically discussed the impact of a external environment (e.g.,
academic justice climate) on employability. Our research successfully connects
the academic justice climate literature and employability literature as well as of-
fers a broader pool for exploring the antecedents of employability. Furthermore,
our research revealed the boundary conditions of the relationship between aca-
demic justice climate and employability by identifying the moderating influence
of psychological resilience in the relationships, which providing significance
knowledge about when and under what conditions academic justice climate af-

fects researchers’ employability.

5.2. Practical Implications

The study also carries implications for academic institutions’ practice. First of
all, research institutions must enhance the academic fairness atmosphere by
adopting transparent regulations and service-oriented organizational culture,
especially in areas such as research funding, professional title assessment, and
academic achievement evaluation. Only a fair and just research environment can
make researchers concentrate on academic research, thereby obtaining more
funding, honors, and awards, enhancing their employability and competitive-
ness. Second, researchers need to strengthen their psychological resilience, so
they can alleviate pressure and improve their employability and competitiveness
by cultivating strong inner strength in any environment they are in. Especially
under the current strong pressure of research evaluation, researchers should en-
hance their psychological resilience. Finally, research institutions can enhance
the mental and physical health of researchers and improve their employability by
offering psychological training, health lectures, academic exchanges, etc. Infor-
mal communication can ease researchers’ anxiety about academic unfairness,
thereby helping them understand the impact of external environments on their
inner psychology and enhance individual resources to mitigate negative external

impacts.

5.3. Limitations and Directions for Future Research

Although the results of this study can enrich theoretical research and promote
management practice, there are still some shortcomings that need to be im-
proved in subsequent studies. Firstly, all variables were measured by the re-
searchers or postgraduates, and future research could use multiple sources of
data research to collect data. Although we collected data at two time points, the
use of self report questionnaires to measure study variables may introduce the

possibility of common method variance. However, we expect minimum distor-
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tion due to common method bias as we adopted necessary procedural and statis-
tical remedies to keep it in check (Podsakoff, MacKenzie, & Podsakoff, 2012).
We recommend future researchers to obtain ratings from multiple sources such
peers and supervisors to avoid common method variance. Secondly, future re-
search should try to explore more possible mediating variables and regulating
variables, and explain their mechanism of action from a new theoretical perspec-
tive. Finally, although the current study controlled for the effects of gender, age,
marital status and working situation, there may be a range of variables such as
personal trait, supervisor leadership, academic task complexity and parenting
style that may affect the their employability. Thus, it is important that these va-

riables are taken into account in future research models on employability.
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