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I 

摘 要 

上世纪末，研究者们开始从压力应对的角度探讨员工对组织变革的反应，并

得出员工参与变革、领导者身体力行、变革信息公开等因素有利于获得员工支持

的结论。可是，当这些变革理念被运用于实践后，一个难以忽视的事实是：变革

的成功率依然很低，员工依旧抵制变革。理论与实践上的矛盾让研究者不得不反

思这些变革信条的充分性和适用性。而正是基于这样的反思，本文试图借鉴社会

心理学、组织行为学和组织理论中的相关理论来寻找矛盾产生的原因、完善现有

的员工应对组织变革的理论模型并探讨其在管理实践中的运用。 

首先是文献综述，通过文献研究，本文发现目前员工应对组织变革的研究存

在以下三个方面的问题：第一，在研究员工应对组织变革前因变量时，对组织层

面稳定因素作用的探讨比较缺乏；第二，没有明确组织层面稳定因素作用的过程

机制；第三，对一些组织变革本身属性对员工应对选择的影响大小和机理的阐述

不够清楚。因此，本文通过理论演绎和推导得出一系列的理论假设并设计了对应

的实证研究程序加以验证。 

其次，通过预测试，本文探讨并检验了新的员工应对组织变革的结构维度，

由积极和消极导向的直面应对、计划应对、行为脱离和空想应对四个具体的应对

策略构成。这一结构既保证了以往二维结构的应用有效性，同时也弥补了以往结

构严谨性不足的问题。 

再次，在修正结构维度的基础上，本文将个人‐组织价值观匹配作为前因变

量，员工组织变革承诺作为中介变量，检验它们对员工应对组织变革的策略选择

是否存在显著的影响。结果表明多个维度的个人‐组织价值观能够显著影响员工

的应对选择，而无论是情感性还是规范性变革承诺都对价值观匹配与员工变革应

对的关系起到中介作用。 

最后，本文考察了员工感知变革属性对个人‐组织价值观匹配与员工应对以

及变革承诺与员工应对间关系的调节作用，结果表明员工感知的变革影响力对主

效应模型和中介效应模型都具有明显的调节作用。 

通过研究，本文在原有员工应对组织变革的过程模型基础上，将个人‐组织
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II 

价值观匹配作为一种组织稳定因素的反映加入模型，并重新探讨了其影响员工应

对的过程机制；更重要的是，本文从实践中出现的问题出发，提出以组织变革的

本质属性作为判断组织层面稳定因素预测作用大小的依据，具有较强的针对性，

得出结论有很强的可拓展性，对实践也有相当的指导意义。 

 

关键词：价值观匹配    组织变革    应对    变革承诺    变革属性
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Abstract 

Researchers have been studying employees’ responses to organizational change 

from the prospective of coping with pressure since the end of last century, and get the 

conclusion that the involvement of employees, the earnestly practice of leaders and 

the information disclosure can help gain supports from employees. However, those 

theoretically correct concepts were proved to be poorly instructive when applied in 

practice by the low success rate and employees’ resistance. The contradiction between 

theory and reality makes researchers rethink the sufficiency and applicability of those 

theories. And that’s also the motive of this study to find reasons for the contradiction, 

to consummate theoretical model of employees’ coping with organizational change 

and to discuss application of such model in practice. The dissertation is based on 

theories of sociology, organizational behavior and organization study. 

Beginning with literature review, paper presents three kinds of problems found in 

employees’ copings with organizational change: the insufficiency of discussion on 

organization-level stable factors in researches on antecedent variables; the unclearness 

of mechanism of organization-level stable factors effects and the unclearness of 

organizational changes’ properties effects on employees’ coping strategies.  To solve 

these problems, this study proposes several theoretic hypotheses by deducing and 

verifies them by empirical researches. 

In the next place, this study consummates structural dimensions of model on 

employees’ coping with organizational change by pretest, proposing a model of 

four-types structure including confrontive coping, planful problem-solving ，

behavioral disengagement and wishful thinking, all of which are in both 

active-oriented and negative-oriented ways. The model of new structure is more 

rigorous than the original two-dimension structural model while still maintains 

application validity. 

Third, this study tries to find out whether person-organization value congruence 
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and employees’ commitment to changes significantly influence employees’ coping 

strategies, regarding the former as antecedent and the latter as mediator. Results of 

empirical research show multi-dimensional person-organization value significantly 

influences employees’ coping, and both affective and normative commitments to 

changes mediate those relations. 

Finally, this study takes the factor of perceived properties of change into 

consideration, and finds that it regulates noticeably both in main effect model and in 

mediation effect model. 

The contribution of this research lies in the fact that based on the model of 

employees’ coping with organizational change, this study brings person-organization 

value congruence into the model as an organizational stable factor, and finds out the 

process mechanism of its effects on employees’ coping strategies; more importantly, 

this study is of practical significance, for it proposes to make use of properties of 

change to estimate to what extent organizational stable factors can play its predication 

role. The conclusion is of certain pertinence and is worth further discussing. 

 

Key Words：Value Congruence; Organizational Change; Coping; Commitment to 

Organizational Change; Property of Change 
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