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Abstract 

Based on the socioemotional selectivity theory, this research discusses the re-
lationship between occupational future time perspective and employee self- 
development, occupational future time perspective and cyberloafing, and 
their mechanisms. The results show that there is a dual effect of occupational 
future time perspective on employee’s behaviors. High occupational future 
time perspective can positively predict employee self-development, which can 
be partly mediated by the eudaimonic motive. Low OFTP negatively pre-
dicted cyberloafing, which can also be partly mediated by the hedonic motive. 
This study not only enriches the research of OFTP, but also provides some 
management enlightenments for the organization. 
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1. Introduction 

Today’s society is changing with each passing day. Take the mobile Internet for 
example, its rapid updating and iteration promotes the rapid integration of var-
ious industries and generates the demand for knowledge crossover. Under this 
background, the continuous learning and development of employees will be-
come the general trend, and many employees adopt employee self-development 
in order to improve their employability and career adaptability. Employee self- 
development (ESD), defined as proactive and self-starting behaviors in compe-
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tency improvement (Ren & Chadee, 2017). However, in the real work environ-
ment, not all employees have the will and action to continue to learn and devel-
op, and the phenomenon of some employees muddling along is also common. 
Some of them may participate in cyberloafing, the act of employees using their 
companies’ internet access for personal purposes during work hours (Lim & 
Teo, 2005). These two very different work behaviors not only affect the personal 
development of employees, but also have a far-reaching impact on the operation 
and management of enterprises (Spector et al., 2006; Hameed & Waheed, 2011). 
Then, what factors affect different employees’ choices of work attitude and be-
havior? Based on socioemotional selectivity theory (SST), we assumed that em-
ployees’ perceptions of their future in the employment context, which is called 
occupational future time perspective (OFTP, Zacher & Frese, 2009), are an im-
portant antecedent of employee’s behavior differentiation. 

Literature Review found that OFTP is positively related to personal motiva-
tion (Kooij & Van de Voorde, 2011), promotion focus (Baltes, Wynne, Sirabian, 
Krenn, & Lange, 2014), and some important work outcomes, including job sa-
tisfaction, work engagement, work performance, and organizational citizenship 
behavior (Schmitt, Zacher, & De Lange, 2013; Weikamp & Göritz, 2016). But 
there is still a research gap above OFTP, motivation and work behavior. 

Socioemotional selectivity theory (SST, Lang & Carstensen, 2002) holds that 
people differ in their motives depending on their future time perspective. The 
major goal of the high future time perspective individuals are to gain resources 
(instrumental), they focus on knowledge acquisition. On the contrary, individu-
als with low future time perspective pay more attention to obtaining hedonistic 
rewards, such as emotional satisfaction (Lang & Carstensen, 2002; Ao, Lv, & 
Huang, 2011). OFTP reflects how much remaining time and how many remain-
ing opportunities people perceive themselves as having left in future occupation-
al life (Zacher & Frese, 2009). This kind of information feedback can stimulate 
the choice of individual motivation strategy, and then regulate and monitor in-
dividual target behavior (Liang, Wu, Lin, Li, & Zheng, 2017). Socioemotional se-
lectivity theory is an information processing theory of emotion (Bi & Han, 
2014), this research predicts that OFTP will first trigger individual motivation of 
emotion regulation—eudaimonic motive or hedonic motive, and then affect em-
ployee’ work behavior. Therefore, emotional regulation motive might be the 
mediate mechanism of OFTP influencing individual work behaviors. Employees 
with eudaimonic motive focus on use and develop the best in oneself, in line 
with one’s deeper principles, often associated with self-improvement activities 
(Huta & Ryan, 2010), such as employee self-development. Whereas in the he-
donic view, well-being is achieved through the pursuit of pleasure, enjoyment, 
and comfort (Huta & Ryan, 2010), therefore they are willing to get involved in 
pleasure-seeking activities, such as cyberloafing. 

The purpose of this study is to explore the influence mechanism of employees’ 
OFTP on their goal behaviors, to enrich the application of SST theory. 
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2. Hypotheses 
2.1. OFTP and Employee Self-Development/Cyberloafing 

Socioemotional selectivity theory (SST, Lang & Carstensen, 2002) holds that 
people differ in their motives depending on their future time perspective. Ex-
tended to organizational situations, the most direct and important social goal of 
an individual is his or her work goal, that is, the employee’s occupational future 
time perspective will affect his or her choice of work goals and behaviors (Wei-
kamp & Göritz, 2016). 

Zacher and Fresce (2009) developed the concept of occupational future time 
perspective (OFTP). The concept of OFTP distinguishes remaining time in oc-
cupational future from remaining opportunities in occupational future. Re-
maining time captures how much time people perceive themselves as having left 
in future occupational life. Remaining opportunities capture people’s beliefs 
about the number of opportunities for development in their future occupational 
life. 

According to SST, individuals with high FTP perceive their future as open-ended, 
therefore they focus more on knowledge acquiring and strive hard for the reali-
zation of their future. They have knowledge-oriented and future-oriented goals. 
Employee with high OFTP perceive their future as long and full of opportunities 
and possibilities, therefore they may imagine and plan their career prospects 
more clearly, and pay more attention to their own career development. On the 
one hand, high OFTP employees define their future career selves more clearly, 
hence they take the initiative to engage in development activities in order to 
realize their ideal future career selves (Oettingen & Mayer, 2002). On the other 
hand, when high OFTP employees face problems, they take the problem-focused 
and proactive emotion-focused strategy (Ho & Yeung, 2016). Specifically, high 
OFTP employees will focus on the distance between the real situation and the 
future career selves, take the proactive emotion-focused strategy, and take posi-
tive actions to gradually shorten the distance. 

Employee self-development (ESD) is defined as proactive and self-starting 
behaviors in competency improvement, which is the corresponding behavior of 
employees based on their own development needs with the purpose of improv-
ing themselves. It can be undertaken through participating in formal training, or 
through making sense of experiences, or both (Ren & Chadee, 2017). 

To sum up, high OFTP employees have clearer future career vision, they will 
focus on the distance between their current situation and their future career 
goals, take positive action, partake in ESD such as spending more time at work 
seeking the experience of others, or spending money on an MBA program. Thus 
we have hypothesis 1a: 

H1a: There is a positive relationship between OFTP and employee self- 
development. 

Based on SST, when individuals perceive time as limited and have few re-
maining opportunities in their occupational future, they will change their moti-
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vational strategies, emotion- and present-oriented goals will be more important. 
They will focus on short-term, achievable, present gains and adopt a strategy 
that favors positive emotions and avoids negative ones. 

On the one hand, limited OFTP, whether it is the perception of time limited 
or few remaining opportunities in their occupational future, can lead to negative 
emotions, such as frustration. Therefore, employees may engage in work with-
drawal behavior (Spector et al., 2006). Born in the internet era, cyberloafing 
means the act of employees using their companies’ internet access for personal 
purposes during work hours (Lim & Teo, 2005). This is the typical way of slack-
ing off during work hours. Some scholars believe that appropriate cyberloafing 
can be used as a way for employees to cope with tension and stress (Kim, Park, & 
Headrick, 2018). Cyberloafing such as online shopping, playing games and chat-
ting with others is a kind of present enjoyment, which can provide employees 
with immediate leisure comfort experience and bring pleasant mood. Therefore, 
employees are more willing to engage in activities such as chatting with others 
for entertainment on the Internet, so as to withdraw work situation to a certain 
extent and reduce the reception of negative information (Simmers, Anandarajan, 
& D’Ovidio, 2008). On the other hand, limited OFTP may make employees feel 
unfair and dissatisfied, therefore, employees will take self-regulation, and engage 
in cyberloafing to restore their inner sense of fairness (Ambrose & Schminke, 
2009). 

To sum up, the lower the level of employees’ OFTP, the more likely they are to 
engage in cyberloafing.  

H1b: There is a negative relationship between OFTP and cyberloafing. 

2.2. The Mediation Role of Emotional Regulation Motives 

Based on SST, FTP will affect the change of individual motivation, and then in-
fluence his choice of social goals (Bi & Han, 2014). Therefore, we believe that 
emotional regulation motive might be the key factor affecting the relationship 
between FTP and social goals. 

When faced with emotional event choices, some people want to maximize 
immediate pleasure. To an extent, they want to feel pleasant emotions and avoid 
unpleasant ones. Some, otherwise, are willing to sacrifice immediate emotional 
gratification for useful results, they are “utility-driven”. The former is a hedonic 
motive of emotion regulation, while the latter is an eudaimonic motive of emo-
tion regulation, both of which are motivations of individual activities (Tamir, 
Chiu, & Gross, 2007). In the hedonic view, well-being is achieved through the 
pursuit of pleasure, enjoyment, and comfort, they want to maximize pleasure 
and avoid negative feelings. However, people with eudaimonic motives, seek to 
use and develop the best in oneself, in line with one’s deeper principles. They are 
willing to sacrifice the current positive emotional events in order to maximize 
the beneficial results in the future, in order to exchange for the long-term utilita-
rian goal reward (Tamir & Ford, 2012). 

OFTP conveys information to employees about opportunities and timing in 
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their future careers. Stimulated by this information, employees will form differ-
ent motivation strategies to achieve self-regulation. Employees with high OFTP 
not only maintain an optimistic career vision for the future, but also believe that 
they have a long career future full of possibilities and opportunities, so they are 
more confident about the realization of future goals, and have a higher expecta-
tion of future rewards. This triggers the motivation of utility-driven, and they 
will be willing to make efforts for better development in their future careers. 
Based on this, we have hypothesis 2a: 

H2a: There is a positive relationship between OFTP and eudaimonic mo-
tive. 

Mental representations of utility can motivate self-regulation, such that indi-
viduals may seek to engage in experiences that they believe are useful (Tamir, 
Chiu, & Gross, 2007). Eudaimonic motives are thus focused on aspirations and 
accomplishments, and scholars conceptualized eudaimonic motives as the per-
ceived importance or preference for job characteristics and work outcomes that 
relate broadly to achievement and mastery (Kooij & Van De Voorde, 2011). 
Thus, when choosing their own target behaviors and activities, eudaimonic em-
ployees will pay more attention to the quality of the activity itself, that is, what 
useful skills can he learn from the activity (Fowers, Mollica, & Procacci, 2010). 
Employee self-development (ESD) as proactive and self-starting behaviors in 
competency improvement, is a typical self-improvement activity undertaken by 
employees for their future career development. 

To sum up, high OFTP employees have optimistic expectations for their ca-
reer prospects, and have more confidence in achieving their goals. This triggers 
their eudaimonic motive; Employees with eudaimonic motive desire to develop-
ing themselves, therefore, they are more willing to engage in employee self-de- 
velopment. 

H3a: Eudaimonic motive mediates the relationship between OFTP and 
employee self-development, high OFTP may trigger eudaimonic motive, 
which in turn results in more employee self-development behaviors. 

On the contrary, low OFTP employees have limited perception on their ca-
reer. Based on SST, low OFTP employees shift their motivations from gaining 
resources (instrumental) to obtaining hedonistic rewards (emotional satisfac-
tion) (Carstensen, 2006). They don’t focus on limited negative outcomes in the 
future and try to avoid work situations that generate negative perceptions. In-
stead, they focus more on the pleasurable experience of the moment (Bi & Han, 
2014).  

Therefore, low OFTP may trigger employees’ hedonic motive. We have hypo-
thesis 2b: 

H2b: There is a negative relationship between OFTP and hedonic motive. 
Hedonism is the pursuit of feeling good and relaxation. Hedonic motive 

serves as emotional self-regulation, aimed at restoring one’s normal level of 
mood after it has been disrupted (Vittersø, Søholt, Hetland, Thoresen, & Roy-
samb, 2010), or enhancing one’s mood, which in turn has a variety of emotional, 
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cognitive, and interpersonal benefits (Fredrickson, 2001). 
Some scholars believe that cyberloafing is an effective buffer strategy for em-

ployees to cope with stressful work situations (Blanchard & Henle, 2008). Cy-
berloafing allows employees to temporarily withdraw from the work situation, 
reducing boredom, exhaustion and stress. This is helpful for the recovery of em-
ployees’ resources, and increases their positive emotions and subjective vitality 
(Lim & Chen, 2012). 

In general, low OFTP triggers employees’ hedonic motive. Cyberloafing func-
tions as an office toy (Anandarajan & Simmers, 2005), which can allow em-
ployees to obtain pleasant experience and meet their enjoyment needs. There-
fore, we have hypothesis 3b: 

H3b: Hedonic motive mediates the relationship between OFTP and cy-
berloafing, low OFTP may trigger hedonic motive, which in turn results in 
more cyberloafing behaviors. 

Based on the above hypotheses and inferences, we propose a dual path of 
OFTP. The overall research framework is shown in Figure 1. 

3. Method 
3.1. Participants and Procedure 

A sample of 410 Chinese workers participated in the study. After eliminating the 
questionnaires of respondents with two or more wrong polygraph questions 
(there were 3 polygraph questions in this questionnaire), 335 valid question-
naires were obtained. Effective recovery is 87%.  

There were 163 males and 174 females. In terms of age, workers aged 26 - 35 
were the majority (44.5%), workers under 25 years old accounted for 27.6%, 
workers aged 36 - 45 years old accounted for 16.3%, workers aged 46 - 55 years 
old accounted for 10.1%, and workers aged over 56 years old accounted for 1.5%. 
In terms of working years, the majority (34.7%) have worked for 1 - 3 years, 
22.8% have worked for less than 1 year, 12.8% have worked for 3 - 5 years, 15.7% 
have worked for 5 - 10 years, and 13.9 have worked for over 10 years. In terms of 
education, the majority (47.5%) had a bachelor’s degree, 14.5% had a high school 
or technical secondary school, 20.8% had a junior college degree, and 17.2% had 
a master’s degree or above. 

3.2. Measures 

Occupational Future Time Perspective. 
We used the Occupational Future Time Perspective scale (OFTP) (Zacher and 

Frese, 2009) to assess how people perceive their occupational future. The scale  
 

 
Figure 1. Theoretical model: How OFTP influences employees’ behaviors. 
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consists of two subscales: remaining time and remaining opportunities. The 
subscale for remaining time consists of three items and captures how much time 
people perceive themselves as having left in their occupational future (sample 
item: “Most of my occupational life lies ahead of me”). Internal consistency, as 
measured by Cronbach’s alpha, was α = 0.75. The subscale for remaining op-
portunities consists of three items and captures how many opportunities people 
perceive themselves as having left in their occupational future (sample item: 
“Many opportunities await me in my occupational future”). Internal consistency 
was α = 0.94. All items were answered on a Likert scale ranging from 1 (does not 
apply at all) to 7 (applies completely). 

Hedonic and Eudaimonic Motives for Activities. 
We used the HEMA scale (Huta and Ryan, 2010) to assess employees’ emo-

tional regulation motives. The scale consists of two subscales: eudaimonic mo-
tives and hedonic motives. The subscale for eudaimonic motives consists of 4 
items (sample item: “Seeking to pursue excellence or a personal ideal?”). Cron-
bach’s alpha was α = 0.87. The subscale for hedonic motives consists of 5 items 
(sample item: “Seeking fun?”). Cronbach’s alpha was α = 0.89. The items were 
rated from 1 (not at all) to 7 (very much). 

Employee Self-development. 
We used Ren and Chadee (2017) ESD scale to assess employee self-development. 

Each item was measured on a 7-point Likert scale, with higher scores indicating 
higher personal initiatives towards ESD. Sample item as: “evaluate own progress 
towards learning goals”. Cronbach’s alpha was α = 0.95. 

Cyberloafing. 
We used a previously validated scale from Jia et al. (2013) to assess cyberloaf-

ing. Respondents were asked to indicate on a scale of 1 (Never) to 7 (Constant-
ly), “During office hours, how often do you do the following [non-work-related 
Internet activities] for personal reasons?”. Cronbach’s alpha was α = 0.95 at this 
research. 

Control Variables. 
We controlled for 4 demographics. First, we controlled for age and tenure, 

because they are negatively associated with OFTP (Zacher & Frese, 2009). 
Second, we controlled for gender because women might perceive themselves as 
having fewer opportunities at work than men do, which may narrow their per-
ception of OFTP. Third, we controlled for education (1 = high-school diploma, 2 
= junior college, 3 = bachelor’s degree, 4 = master’s degree and above) because, 
on average, people with a better education have more occupational possibilities. 
As a result, they may perceive themselves as having more occupational oppor-
tunities (Weikamp & Göritz, 2016). 

4. Results 
4.1. Confirmatory Factor Analysis and Common Method Biases  

Test 

We used confirmatory factor analysis to examine the discriminant validity of 
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OFTP, eudaimonic motive, hedonic motive, employee self-development and cy-
berloafing. Table 1 shows that five-factor model has the best fitting degree (χ2/df 
= 3.25, RMSEA = 0.094, CFI = 0.96, NNFI = 0.96, SRMR = 0.093), which indi-
cates that the above variables have good discriminant validity and represent five 
different constructs. 

The homologous variance was tested by Harman single factor method, the 
variation explained by the first factor was 37.52%, less than the highest standard 
(40%), so there is no serious problem of common method bias in this study. In 
addition, considering that the data in this study are all from employees’ self-reports, 
in order to avoid common method deviation, this study made corresponding 
adjustments in procedures, such as using anonymous answers, reverse state-
ments of some items, etc.  

4.2. Descriptive Statistics and Correlation Analysis 

Table 2 shows means, standard deviations, reliabilities and correlations of study  
 
Table 1. Confirmatory factor analysis results (N = 335). 

Models χ2 df χ2/df RMSEA SRMR CFI NNFI 

5. factor model (A, B, C, D, E) 2132.49 655 3.25 0.094 0.093 0.96 0.96 

4. factor model (A, B + C, D, E) 2817.62 659 4.27 0.13 0.12 0.95 0.94 

3. factor model (A, B + C, D + E) 4220.07 662 6.37 0.15 0.17 0.91 0.91 

2. factor model (A + B + C, D + E) 4638.84 664 6.99 0.17 0.17 0.90 0.90 

1. factor model (A + B + C + D + E) 6058.70 665 9.11 0.23 0.18 0.87 0.86 

Note: A = occupational future time perspective, OFTP; B = eudaimonic motive; C = hedonic motive; D = 
employee self-development, ESD; E = cyberloafing. 
 
Table 2. Variable descriptive statistics and relevant analysis results (N = 335). 

Variables M SD 1 2 3 4 5 6 7 8 9 

1. Gender 1.52 0.50 -         

2. Age 2.13 0.97 −0.09 -        

3. Eudaction 2.67 0.92 0.02 −0.37** -       

4. tenure 2.76 1.64 −0.07 0.67** −0.20** -      

5. OFTPM 4.41 1.46 −0.07 −0.08 0.08 −0.15** (0.86)     

6. EM 5.42 1.28 −0.05 0.00 0.14* −0.04 0.64** (0.87)    

7. HM 4.97 1.38 −0.06 −0.02 0.02 0.04 −0.19** 0.24** (0.89)   

8. ESD 4.65 1.32 −0.12* 0.08 0.14** −0.05 0.64** 0.72** 0.07 (0.95)  

9. C 1.94 0.92 0.13* −0.13* 0.30** 0.02 −0.47** −0.23** 0.26** −0.28** (0.97) 

Note: OFTP = occupational future time perspective; EM = eudaimonic motive; HM = hedonic motive; ESD 
= employee self-development; C = cyberloafing. Gender: 1 = man, 2 = women; Age: 1 = below 25, 2 = 
26-35, 3 = 36-45, 4 = 46-55, 5 = more than 56; Education: 1 = high-school diploma, 2 = junior college, 3 = 
bachelor’s degree, 4 = master’s degree and above; tenure: 1 = below 1 year, 2 = 1 - 3 years, 3 = 3 - 5 years, 4 
= 5 - 10 years, 5 = 10 - 15 years, 6 = 15 - 20 years, 7 = more than 20 years, *p < 0.05; **p < 0.01. 
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variables. OFTP is significantly positively correlated with eudaimonic motive (r 
= 0.64, p < 0.01), and employee self-development (r = 0.64, p < 0.01). Also, eu-
daimonic motive and employee self-development are significantly positively 
correlated (r = 0.72, p < 0.01). On the other hand, OFTP is significantly nega-
tively correlated with hedonic motive (r = −0.19, p < 0.01), and cyberloafing (r = 
−0.47, p < 0.01), while hedonic motive and cyberloafing are significantly posi-
tively correlated (r = 0.26, p < 0.01). 

4.3. Hypothesis Test 

Hierarchical regression was used to test the hypothesis in the study. The results 
are shown in Table 3. The model 3 shows that OFTP significantly positively 
predicted employee self-development (b = 0.57, p < 0.01), hypothesis 1a was 
supported. The model 5 shows that OFTP significantly negatively predicted cy-
berloafing (b = −0.30, p < 0.01), hypothesis 1b was supported. 

Model 1 shows that OFTP significantly positively predicted eudaimonic mo-
tive (b = 0.56, p < 0.01), the results support hypothesis 2a. Model 2 shows that 
OFTP significantly negatively predicted hedonic motive (b = −0.18, p < 0.01), 
the results support hypothesis 2b.  

Model 4 shows that eudaimonic motive positively predicted employee self- 
development (b = 0.51, p < 0.01), and the positive effect between OFTP and em-
ployee self-development is still significant (b = 0.29, p < 0.01). Thus, eudaimonic 
motive partially mediates the relationship between OFTP and employee self- 
development. According to the method of Hayes (2013), the test results (me-
diating effect = 0.28, bias correction CI 95% = [0.23, 0.37]) support hypothesis 
3a. 
 
Table 3. Hierarchical regression results (N = 335). 

Variables 

Eudaimonic 
motive 

Hedonic 
motive 

Employee 
self-development 

cyberloafing 

M1 M2 M3 M4 M5 M6 

Gender 0.01 −0.20 −0.17 −0.17 0.14 0.17 

Age 0.10 −0.11 0.32** 0.27** −0.13* −0.12* 

Education 0.16* 0.04 0.22** 0.14* 0.27** 0.27** 

Tenure 0.02 0.05 −0.07 −0.08* 0.06 0.05 

OFTP 0.56** −0.18** 0.57** 0.29** −0.30** −0.28** 

EM    0.51**   

HM      0.11** 

R2 0.42 0.05 0.46 0.60 0.32 0.35 

ΔR2 0.41 0.03 0.45 0.59 0.31 0.34 

F 47.38** 3.12** 56.02** 82.52** 31.51** 29.71** 

Note: N = 335, *p < 0.05; **p < 0.01; OFTP = occupational future time perspective; EM = eudaimonic mo-
tive; HM = hedonic motive. 
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Similarly, Model 6 shows that hedonic motive positively predicted cyberloaf-
ing (b = 0.11, p < 0.01), and the negative effect between OFTP and cyberloafing 
is still significant (b = −0.28, p < 0.01). Therefore, hedonic motive partially me-
diates the relationship between OFTP and cyberloafing. According to the me-
thod of Hayes (2013), the test results (mediating effect = −0.02, bias correction 
CI 95% = [−0.04, −0.01]) support hypothesis 3b. 

4.4. Summary 

In conclusion, all research hypotheses were verified.  
There is a positive relationship between OFTP and employee self-development, 

a positive relationship between OFTP and eudaimonic motive. Eudaimonic mo-
tive mediates the relationship between OFTP and employee self-development, 
high OFTP may trigger eudaimonic motive, which in turn results in more em-
ployee self-development behaviors. 

There is a negative relationship between OFTP and cyberloafing, a negative 
relationship between OFTP and hedonic motive. Hedonic motive mediates the 
relationship between OFTP and cuberloafing, high OFTP may trigger hedonic 
motive, which in turn results in more cyberloafing. 

5. Conclusion 
5.1. Research Summary 

Based on SST, we explore the influence mechanism of employees’ OFTP on their 
goal behaviors. The results show that after controlling for age, gender, education, 
and tenure, OFTP can effectively predict employees’ disparate goal behavior 
choices: employees with high OFTP are more inclined to choose self-development 
behaviors that are conducive to their future career development, while em-
ployees with low OFTP are more likely to choose cyberloafing which can provide 
a pleasurable experience in the present. Among them, eudaimonic motive me-
diated the relationship between OFTP and employee self-development and the 
hedonic motive mediated the relationship between OFTP and cyberloafing. 

5.2. Theoretical Significance 

Our study explores the mediating role of emotional regulation motives from the 
perspective of emotion. Developed from selection optimization and compensa-
tion (SOC) theory, SST is a theory of emotional processing (Bi & Han, 2014). 
We choose emotional regulation motives as intervening variables, and found 
that FTP will first trigger the individuals’ choice of “useful” or “hedonistic” mo-
tivational strategies for emotion regulation, and then affect their target beha-
viors. The discovery of this mechanism enriches the theory of socioemotional 
selectivity theory. 

5.3. Practical Significance 

This study focuses on exploring the influence mechanism of OFTP on em-
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ployees’ work behaviors differences, which has important reference value for op-
timizing management practices. After controlling age variables, we found that 
OFTP could significantly predict employee self-development or cyberloafing. 
Organizational managers should take actions to improve the employees’ OFTP. 
For example, Zacher and Frese (2009) found that work characteristics (job com-
plexity and control) can alleviate the negative effect of age on the OFTP. The 
more job complex and controllable workers have on the job, the more optimis-
tically they perceived their future work opportunities, therefore they are more 
likely to engage in self-development activities and less likely to withdraw from 
work.  

Thus, managers should optimize the work design, enhance employees’ OFTP 
by appropriately increasing the complexity of the work, let employees set their 
own tasks and let them choose their working methods, etc. Enterprises should 
further create an atmosphere for development, build a learning organization, 
and encourage employees to develop themselves. For employees with hedonic 
motive, some short-term gain incentives should be adopted to reduce cyberloaf-
ing. 

5.4. Deficiencies and Prospects 

There are still some limitations and deficiencies in this study. Firstly, the data in 
this study are based on employee self-statements. Future research can be com-
bined with the implicit method to measure employees’ emotional regulation mo-
tives, to improve the reliability of the obtained results. Secondly although this 
study explores the mechanism of OFTP, its boundary role has not been explored. 
Based on SST, acquisition of knowledge and regulation of emotion are the two 
main dynamic systems that influence the choice of individual social goal beha-
vior. In specific situations, the two goals will compete with each other (Ao et al., 
2011), which means the characteristics of the work situation will affect the em-
ployees’ motivations and behaviors. Therefore, future research should consider 
whether the characteristics of work situation can moderate the influence of 
OFTP on the choice of employees’ goal behaviors.  
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