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Abstract

The more capable a person is, the happier he/she is at work? Our consciousness and previous relevant studies
seem to agree with this view. But why in reality, many competent people are unhappy at work, complaining and
leaving their jobs? What are the psychological or organizational factors that contribute to this? This article uses
328 service supervisor-employees matching questionnaires as a sample to verify the mechanism of position
competence and work happiness from the mediating effect of psychological ownership (psychological
perspective) and the moderating effect of POS (organizational perspective). The research result showed position
competence significant impact work happiness, and psychological ownership variable plays a significant
intermediary role in their relationship; Position competence positively affect their psychological ownership;
psychological ownership positively affect work happiness, and perceived organizational support negatively
moderates the relationship. The research results provide important theoretical support for managers to improve
employees' psychological ownership to enhance their work happiness, and provide new ideas to improve
organizational support to retain and make good use of talents.
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1. Introduction

Will he/she be happier when a person’s ability is stronger? Why do many high-ability people in reality are
unhappy at work, complain and leave their jobs? What factors impact on it? Whether they are scholars in the
field of management and psychology, or practitioners involved in business management, they are all exploring
how to improve the psychological state of employees to improve their work happiness. At the same time, in the
field of human resource management, Position competence has attracted much attention since it was proposed in
the 1960s. In recent years, Position competence has been given more and more important status. Many
enterprises in various countries have introduced Position competence model into management and recruitment
practice. Previous studies have shown that high competency can help employees experience work achievements,
keep a happy mood and feel professional happiness, thus promoting work development (Wang et al., 2017; Zhu
et al., 2014). Therefore, when the professional factor of competency becomes the main factor affecting the
happiness of employees, it becomes very necessary to study the relationship between them.

According to the statistical bulletin on the development of human resources and social security in 2018, China's
employment reached 775.86 million by the end of 2018.The service industry personnel account for 46.3% of the
national employment, or about 359.22 million people, which is a large group, and the research on this group is of
great significance. Therefore, this research tries to explore the impact of the service personnel’ Position
competence on work happiness.

2. Review of Literature
2.1 Position Competence

According to this study, Position competence is a personal characteristic that can distinguish the performance of
different people. The most representative model is the personnel competency model proposed by Spencer (1993),
including 11 items such as interpersonal insight and influence, etc.; in addition, Crosby et al. (1990) proposed a
sense of identity, interpersonal relationships, sale skills and abilities that have significant impact on job
performance, and built a competency model; Sandberg (2000) also studied the competence of computer
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personnel and built a competency model for this group. Because the survey respondents are Chinese service
industry employees, the foreign scholars’ indicators have been improved in design of indicators. Drawing on
point of view about Zhu et al. (2014), the service industry personnel competency model has been initially
established, which divided the Position competence into three indicators as work insight, work communication
skills and work service ability.

In the existing research, there are many studies working on relevant work variables that may be affected by the
Position competence as the independent variable, many of which explore the relationship between Position
competence and career success (Kuijpers & Scheerens, 2006; Park, 2015). These studies have drawn a more
consistent conclusion that Position competence has significantly and positively affected the subjective
professional success of employees’ subjective satisfaction, and also affected the employees’ salary, position and
other objective career success. However, there are few researches working on the ways in which Position
competence affects job satisfaction, and it remains to be further studied.

2.2 Psychological Ownership

The psychological ownership is a psychological feeling, a mental state that feeling of something is mine. It is
first proposed by Pierce et al. (1991) and conceptually defined. Parker et al. (1997) emphasized that
psychological ownership is a “responsibility” to something. However, Pierce et al. (2001) argued that
psychological ownership is not equal to responsibility, and the core attribute of psychological ownership is
possession. Beggan (1992) believed that the possession of psychological ownership also plays a significant role
in the generation of individual pleasure. Pierce, Kostova and Dirks (2003) agreed that psychological ownership
is divided into emotional and cognitive states. The psychological ownership discussed in this research refers to
“a kind of state”, that is, personal feelings about possessing a target object. The fundamental difference between
psychological ownership and other psychological states lies in the relation between self and target.

The empirical research on psychological ownership is also very rich, which mainly involves its influencing
factors and the dependent variables that may affect it. Pierce et al. (2009) explored the effects of five
characteristics of the Job Characteristics Model (JCM) on psychological ownership. Melissa and Mayhew (2007)
validated the positive impact of psychological ownership on job satisfaction. Avey (2009) validated the
relationship between psychological ownership and employee retention is positively. Pan et al. (2012) verified the
positive correlation between psychological ownership and positive organizational behavior. In addition, scholars
have some different opinions on the relationship between psychological ownership and job performance. Pierce
et al. (1991) argued that psychological ownership is positively correlated with job performance, while Dyne and
Pierce (2004) argue that there is no significant correlation between them. Wagner et al. (2010) argued that when
discussing the relationship between job performance and psychological ownership, the behavior within the role
should be distinguished from the behavior outside the role, otherwise the prediction results will be unstable.
Pierce (2001) found through empirical research that the impact about psychological ownership on job
performance is related to its intensity.

In summary, there is still a large research space in the field of disagreement on psychological ownership, and this
paper will study its mediating role.

2.3 Work Happiness

The research on happiness was divide into SWB (subjective well-being) and PWB (psychological well-being).
Diener (2000) proposed that work happiness is the positive emotion of employees in their work and positive
evaluation of work. The work happiness discussed in this research refers to the performance during work. It is
the positive or negative feelings or emotions evoked by the realization degree and satisfaction degree of
self-development, self-growth, interpersonal relationship and so on, which are offered by the organization they
belong to. The work happiness in this research include 5 dimensions.

In the measurement of happiness, the most commonly used methods are extrinsic measurement and
questionnaire. Questionnaire scale is the most important research tool used by current researchers to quantify
happiness. The scale of happiness is also varied. This study mainly used the psychological well-being (PWB)
scale (Abbott et al., 20006).

2.4 Perceived Organizational Support

Eisenberger et al. (1986) first put forward the concept about perceived organizational support (POS). This study
believe that POS is an employee's perception of whether the organization values their rights and contributions. In
addition, a questionnaire on POS was designed by Eisenberger et al. (1986), which was used for reference in this
study.
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It should be noted that most studies directly discuss the relationship between outcome variables and POS, or use
perceived organizational support as an intermediary variable, but there is little research on the moderating effect
of POS. It is very important to understand the mechanism of organizational support. It helps managers clearly
understand "why" and thus better know "how" to do it. Perceived organizational support attracts the attention of
organizational managers and scholars because it can analyze the perspectives, needs and motivations of effective
incentives of employees, discover and understand their needs, stimulate the behaviors of the organization to meet
their needs. It is also a consideration in this study.

3. Methodology
3.1 Research Hypotheses

There are some studies about the relationship among position competence, psychological ownership, perceived
organizational support and work happiness. Abraido (1997) once suggested that position ability is important in
work happiness. Position competence can make personnel positive behaviors for the organization, such as
improve work happiness in the organization (Tomietto et al., 2019). Based on previous studies, this study
proposes the hypothesis:

H1: The position competence of service staff will positively affect their work happiness.

There are many empirical studies on psychological ownership. Pierce et al. (2009) explored the influence of five
characteristics in the work characteristics model on psychological ownership. And Mayhew et al. (2007) verified
the positive impact about psychological ownership on job satisfaction. The "sense of ownership" inherent in
psychological ownership at work will generate the sense of responsibility for work, which will enhance
employees' work happiness (Liu, 2018). Based on above research, the study proposes the following hypotheses:

H2: The position competence of service staff will positively affect their psychological ownership.
H3: The psychological ownership of staff in the service industry will positively affect work happiness.
H4: Psychological ownership plays an intermediary role between position competence and work happiness.

Relevant studies on POS show that it is related to psychological ownership closely, and better organizational
support is conducive to employees' work happiness (Wang et al., 2018). Wen et al. (2018) verified that POS
moderates the relationship between work happiness and emotional labor. Based on those research, this study
proposes the hypothesis:

HS: Perceived organizational support moderate the relationship between Position competence and psychological
ownership.

Based on these studies, this research believes that service industry employees’ position competence positive
impact on work happiness, that psychological ownership plays an important mediating role, and POS plays an
important moderating role in the relationship. Accordingly, the research framework is designed in figure 1.

Psychological
ownership

Perceived
organizational

support (H4)

Position
competency

Work
Happiness

Figure 1. The research framework

3.2 Questionnaire

This study collects the information by questionnaire survey. And the questionnaire include personal background
information, Position competence scale, psychological ownership scale, perceived organizational support scale
and work happiness scale. Likert's five-point scale was used for the questions in the scale. Those are strongly
disagreement (1), disagreement (2), moderate (3), agreement (4), strongly agreement (5).

141



ijbm.ccsenet.org International Journal of Business and Management Vol. 15, No. 9; 2020

The Position competence scale is designed by Zhu et al. (2014) which includes 9 items. The Psychological
Ownership Scale used the scale designed by Dyne and Pierce (2004) which includes 7 items. The work
happiness Scale reference the PWB scale designed by Abbott et al. (2006), which includes 5 dimensions. There
are 22 items in total. The perceived organizational support adopted the simplified version of the scale designed
by Eisenberger et al. (1986), which includes 5 items.

3.3 Sampling and Samples
3.3.1 Sampling Method

The sample in this research is selected from personnel of service industry. In the study, According to the
historical statistical yearbook data proportion, employees of telecommunications services, financial service,
tourism service and education service enterprises with a large number of personnel were selected as respondents.
To ensure operability and representativeness of the samples, quota sampling method was adopted to select about
240 people as samples (Xu, 2011).

In the first stage, the whole china is divided into three levels of sampling: western region, central region and
eastern region. According to the division of national policies, the eastern part of China includes Liaoning
province, Hebei province, Beijing, Tianjin, Shandong province, Jiangsu province, Shanghai, Zhejiang provinces,
Fujian provinces, Guangdong provinces and Hainan provinces. The east includes 11 provinces and is the most
economically and socially developed region in China. The central belt, which includes Heilongjiang province,
Jilin province, Shanxi province, Anhui province, Henan province, Hubei province, Hunan province and Jiangxi
provinces, there are 8 provinces where is better than the western belt in general, but not as good as the eastern
coastal zone. The western economic zone covers 12 provinces, including Guangxi province, Shaanxi province,
Gansu province, Ningxia, Qinghai province, Xinjiang, Chongqing, Sichuan province, Yunnan province, Guizhou
province, Tibet and Inner Mongolia (National Bureau of Statistics, 2013).

In the second stage, a sampling box was set and two provinces were randomly selected from three regions.
Although the economies of the eastern, central and western regions and the economic development of the
provinces within each region are different, the problems in this study are not considered. At the same time,
considering that too many provinces will result in too scattered personnel samples and too high survey costs, 2
provinces will be selected for each region. In this study, when extracting specific provinces in each region, a
quota sampling method was adopted to number the provinces in the region in advance and generate random
numbers to extract specific provinces. Using this simple sampling method, a total of 6 sample provinces were
selected in this stage.

In the third stage, for each sample province, find the information of service participants from the social security
department and establish a sampling box. In China, the existing legal system stipulates that all enterprises must
pay social insurance for their employees, and each province has a "Provincial Department of Human Resources
and Social Security" responsible for the unified management of the province's social insurance personnel, and
has a social security data database. This study conducted quota sampling on the basis of the information database
of social security participants in the service industry after desensitization in each province. The research adopts
the method of isometric sampling to sort the people in the information database according to their name,
calculate the distance with "total number of people in the database/sample size", and generate random numbers
as the starting point for isometric sampling. And then specific service industry employees were randomly
selected from the four industries in the sample province.

3.3.2 Sample Size Allocation

According to the provincial sampling in the second stage, two provinces were selected from the eastern, western
and central regions respectively. The sample provinces are Shandong, Hubei, Jilin, Guangdong, Gansu, and
Yunnan. The sample size of service industry employees in each province is determined on the basis of the
number of employees in 6 provinces and 4 industries at the end of 2018. Considering the statistical data of the
four industries at the end of 2018 (National Statistical Yearbook, 2018), the sample size is evenly distributed.
Although the selected samples are located in different provinces and the specific industries engaged in services
are also different, this study believes that for the hypothesis to be tested in the study, these sample differences
will not affect the final results. Therefore, isometric sampling was adopted in this study. Isometric sampling, also
known as systematic sampling, is a sampling method that first arranges the units in the population in a certain
order, determines the selection interval according to the sample size requirements, then randomly determines the
starting point, and extracts a unit at a certain interval.

Because this study includes 4 potential variables (Position competence, Perceived Organizational Support,
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Psychological Ownership, Work happiness) and 8 observation variables, combined with the number of variables
(8+4=12), the sample size of this study is about 240(12*20=240) (Thompson, 2000). Considering that part of
invalid questionnaires need to be deleted to ensure the number of valid samples (Xu, 2011), 360 questionnaires
were issued in the formal survey plan. In this study, 360 questionnaires were distributed in 6 provinces and 4
industries. Among them, 60(360/6) people are selected for each province and 90 (360/4) people are selected for
each industry, that is, 15 people (60/4) are selected for each industry in each province. For specific sampling, the
telecommunications industry personnel in each province shall be numbered successively from 1 to N, and the
sampling distance K=N/n shall be calculated. Then select a random number k1 from 1 ~ K as the first unit of the
sample, then take k1+K, k1+2K...... Until you have 15 people. According to this method, 15 people were
selected from financial, tourism and education industries in the province (Zhu, 2018).

3.3.3 Matching Survey

Respondents may receive both cause-dimension and result-dimension measurements, resulting in
common-method variance for the results (Vecchio, 1982). To ensure the accuracy and validity of measured
variables, the method of paired survey was used. Because the survey of position competence cannot only refer to
the individual self-evaluation of employees, the supervisor should assess the position competence of respondents
and then make a weighted calculation. So paired sampling is needed (Xu, 2011). Since the service industry
personnel are randomly selected, it is impossible to set the matching ratio between supervisors and personnel in
advance. The specific implementation method is to find out their supervisors in pairs and conduct a questionnaire
survey to their supervisors. Due to coincidence, two personnel will have the same supervisor in the investigation.
Then average the data collected from the survey of supervisors and research objects, and obtain the survey and
analysis data of Position competence.

3.3.4 Questionnaire Distribution

As for the research tool- questionnaire, this study has been revised and compiled into the first draft of the
questionnaire based on the references and reference scale and the actual situation of Chinese service industry
personnel. A pre-survey was conducted and 50 questionnaires were expected to be issued (Xu, 2011). Then, the
Corrected Item-Total Correlation (CITC) analysis, reliability analysis was conducted to form a formal
questionnaire and conduct a formal survey.

This research use Amos as the main research analysis software, verify the fitting about SEM (Structural Equation
Model). The SEM has strict requirements on the sample size, that too big and too small are not appropriate. This
is because the SEM in the adaptation degree test, as absolute adaptation index card party affected by the size of
the sample size, sample size is easy to make more chi-square value reached significant level (p < 0. 05), shows
that model should be rejected.

How many samples are most appropriate in SEM analysis? It is generally believed that structural equation model
of sample size about 200 to 500, the best sample proportion and the number of observed variables should be
about 10 to 1 (Schumacker & Lomax, 1996).

In the part of data collection and questionnaire distribution, with the help of internet video, the personal
administered questionnaire survey is used to distribute and collect the questionnaire (Zhu, 2018). Because the
questionnaire can not only be recovered in a short time, but also can be immediately clarified in person when the
interviewee has questions, which helps to improve the recovery rate and accuracy rate of the questionnaire. After
the questionnaire was returned, the data of the questionnaire was first screened. Invalid questionnaires were
eliminated according to criteria such as whether there were a lot of missing data and too many repeated answers
such as the same answer for more than 10 consecutive questions (Groves, Cialdini & Couper, 1992).

Through the strict and standard data collection and verification process, the effective rate of this questionnaire is
high. However, Nonresponse bias may still have a negative impact on sample quality and study reliability and
validity (Emory & Cooper, 1991). Therefore, after the completion of the survey and receipt of the data, this study
also divided the collected questionnaires equally into two groups according to the order of time, and compared
whether the two groups had significant differences in the basic information of the questionnaires (Armstrong &
Overton, 1977). The results show that the influence of nonresponse bias on this survey is not obvious and can be
ignored.

For the valid data after filtering, statistical analysis tools such as SPSS and AMOS were used to conduct
descriptive statistical analysis, correlation analysis, CFA (confirmatory factor analysis), regression analysis, etc.
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4. Results
4.1 Descriptive Statistical Analysis

In this study, 360 questionnaires were sent out to service personnel, and 342 questionnaires were returned.
Because of the paired survey design, 325 supervisors were surveyed. The reason why 342 supervisors were not
investigated is that in the sample, two supervisors were selected as the same supervisor. This is when a
supervisor has to grade two subordinates. 342 paired questionnaires were distributed to 325 supervisors, and 328
valid paired questionnaires were recovered, covering the supervisor evaluation and personal evaluation of the
Position competence of 328 respondents. The effective rate was 91.7%. The reason why 14 questionnaires were
deleted is that the employees who were selected were the top executives of the enterprise, and some supervisors
could not cooperate with the investigation. Among the 328 people being investigated, 138 are men, accounting
for 42.1% of the total number, 190 are women, accounting for 57.9% of the total number, and women account
for slightly more than men. The age distribution was 18-30 years old, accounting for 55.2%. Education degree is
mainly for undergraduates, with 154 students accounting for 47%.The position level of general staff is the most,
accounting for 51.2%.The Length of service was from 1 to 10 years, accounting for 54.9%.The enterprise size is
mainly 11-200, accounting for 43.6%.The distribution of samples in this study is basically in line with the status
quo of service personnel in the service industry.

Tablel. Basic data analysis of the questionnaire

Personal Background Information Category Sample size  Percent (%)
Male 138 42.1
Gender
Female 190 57.9
18 to 30 181 552
31 to 44 106 323
Age
45t0 59 40 12.2
> 60 1 0.3
High school graduate and below 47 143
. College graduate 95 29
Education
Bachelor degree 154 47
Master degree and above 32 9.8
General staff 168 51.2
. First-line managers 77 23.5
Position .
Middle managers 54 16.5
Top managers 29 8.8
Less than 1 year 101 30.8
Length of Service Between one and ten years 180 54.9
11 years or above 47 14.3
Enterprise Size <10 42 12.8
11 to 200 143 43.6
201 to 500 58 17.7
>500 85 25.9

Data source: Analysis of this study.

With regard to the distribution of samples among different dimensions, this study includes 4 variables. The
results show that the mean value of the Position competence variable is 3.947, the standard deviation is 0.922,
the minimum value is 1, and the maximum value is 5, which show that most of the respondents agree with the
Position competence. The variable of work happiness refers to 3.690, the standard deviation is 0.880, the
minimum value is 1, and the maximum value is 5, indicating that most respondents have a high degree of
recognition of work happiness, that is, respondents generally have a high degree of work happiness. In the
survey results of the remaining variables, the mean value are all greater than 3.4. This indicates that respondents
have a high level in these dimensions.
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Psychological Ownership
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Perceived Organizational Support
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Position competence
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Figure 2. Descriptive statistics of each dimension

Data source: Analysis of this study. The criteria: Very low (1-1.8), Low (1.81-2.6), Moderate (2.61-3.4), High (3.41-4.2), Very high (4.21-5).

4.2 Reliability Analysis

The variables in this study are all ordered variables. The appropriate index for the reliability test is Cronbach's a.
When Cronbach's o is more than 0.7, it is believed the questionnaires has a good consistency. The Cronbach’s a
results of four variables are 0.949, 0.917, 0.933 and 0.975, which are all above 0.9, indicating the 4 variables
have good reliability.

Table 3. Reliability analysis results

Variables Cronbach's o Number of Item
Position competence 0.949 9
Perceived Organizational Support 0.917

Psychological Ownership 0.933 7
Work happiness 0.975 22

Data source: Analysis of this study.

4.3 Confirmatory Factor Analysis

Table 4. Fitting indexes about SEM

y2/df GF1 AGFI NFI IF1 CF1 SRMR RMSEA
1.508 0.866 0.896 0.946 0.908 0.917 0.046 0.071

Data source: Analysis of this study.

The fitting indexes about this model are shown in table 4. %?/df is 1.508, less than 2, indicating that the model
fitting is good. GFI value is 0.866, AGFI value is 0.896, NFI value is 0.946, IFI value is 0.908, CFI value is
0.917. The indexes of this model are all above 0.80, means that the model fitting is acceptable. And SRMR value
is 0.046, less than 0.5, RMSEA value is 0.071, less than 0.08, indicates the well model fitness.

4.4 Correlation Analysis

Table 5. Correlation analysis results

Dimension 1 2 3 4
1. Position competence 1

2. Per(felv.ed 0.654%% |

Organizational Support

3. Psychological Ownership 0.841** 0.798** 1

4. Work happiness 0.765%* 0.742%* 0.696** 1

Note.** means significant at 1% level.
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As the analysis result shown in Table 5, the correlation coefficient between position competence and
psychological ownership is 0.841, the P value less than 0.01, means that at 0.01 significance level positive
relationship between position competence and psychological ownership is significant. Correlation coefficient
between position competence and perceived organizational support is 0.654, and P value is 0.000, less than 0.01,
means that at the significance level of 1%, positive relationship between position competence and perceived
organizational support is significant. As can be seen from other analogies, significant relationships exist in all the
variables.

4.5 Structural Equation Model Analysis
4.5.1 Results of Path Structure Diagram

Psychological

ownership

Work
Happiness

Position
Competency

Figure3. Path result diagram

4.5.2 Path Significance Results and Mediation Effect Test

Table 6. Path coefficient results of structural equations

Standardization Unstandardized
Path . i Standard error T P
coefficient coefficient
Psychological ownership <---
. 0.841 0.8 0.057 14.112 okok
Position competence
Work happiness ~ <---
. 0.18 0.085 0.063 1.338 0.096
Position competence
Work happiness <---
0.696 0.645 0.059 10.877 okok

Psychological ownership

Data source: Analysis of this study.

The path coefficients result of the structural equations as shown in Table 6. Standardization coefficient about
psychological ownership < --- Position competence is 0.841, unstandardized coefficient is 0.8, standard error is
0.057, value of T is 14.112, and value of P is smaller than 0.001 (***), means that path from position
competence to psychological ownership is significant, and between position competence and psychological
ownership it is a significant positive relationship, which verifies H2. And then the similar path analysis show that
psychological ownership to work happiness is significant positive relationship, which verifies H3.

Standardization coefficient of work happiness <-- Position competence is 0.18, unstandardized coefficient is
0.085, value of P is 0.096, less than 0.1, which means that path from Position competence to work happiness is
relatively significant.

The estimates of a, b, ¢ and ¢ 'and their corresponding standard errors can be easily obtained by using structural
equation software, and significance tests can be conducted and confidence intervals of path coefficients can be
constructed (MacKinnon, 2008; Preacher & Hayes, 2008). Total effect c is equal to ab plus ¢’. That is,

c=ab+c’ 1)

C is the total effect, ¢' is the direct effect after considering the intermediate effect, and ab is the intermediate
effect or indirect effect. According to Wen’s research results, as the path coefficient of ¢' (¢'=0.18) is significant
(the path coefficient of work happiness <-- Position competence is significant [P value is 0.096 < 0.10]), it is a
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partial mediating effect.

Test System (c) Non-Significant

Significant

Sequential Test Coefficient
(a\ b)

Both Significant At Least One Is Non- Significant

Test Co‘efﬁcnent Sobel Test
> The correlation
between Y and X
Significant Non-Significant Significant ~ Non-Significant was not

significant, so the

: analysis of
Partial Complete Partial Non-Significant mediating effect

Mediating Effect || Mediating Effect Mediating Effect Mediating Effect was stopped.

Figure 4. Mediation effect test procedure

Psychological ownership plays a significant and partial mediating role in the relationship between Position

competence and work happiness (Ba=0.841,p <0001, ), which verifies H4. The Mediate effect value is ab=

Bb = 0696,p < 0001

0.841 = 0.696 = 0.585.
4. 6 Regression Analysis

In this study, two step regression analysis method was used to verify the moderate effect of POS according to
research of Wen (2015). In the first step, conduct multiple linear regression analysis with psychological
ownership as dependent variable, position competence and POS as independent variables. In the second step,
conduct multiple linear regression analysis, psychological ownership as dependent variable, position competence,
POS and position competence multiplied by POS as independent variables.

The first step of the regression results, as shown in model lof table7, R? is 0.74, position competence of
regression coefficient is 0.439, the T value is 11.917, P value is 0.000, less than 0.01. That means relationship
between position competence and psychological ownership is significant positive. This also verifies hypothesis
H2.

The second step of the regression analysis results, as shown in model 2 of table7, R? is 0.753, R? of model 2 is
higher than model 1. The regression coefficient of position competence multiplied by POS is -0.026, the value of
T is- 0.862, the value of P is 0.000, indicating that the interaction between position competence and perceived
organizational support (position competence * POS) is significant, and the POS has a negative significant
moderate effect. This also verifies hypothesis H5.

Table 7. The analysis about moderating effect of POS

The Dependent Variable Psychological Ownership

Variables Model 1 Model 2
B t VIF B t VIF

Position competence 0.439  11.917*** 2483 0.427 10.845%**  2.843
Perceived Organizational Support  0.511  13.882*** 2467 0.514 13.901%**  2.467
Position competence * -0.026  -0.862***  1.407
Perceived Organizational Support
F 113.715%** 107.691%**
R2 0.74 0.753
adj-R2 0.734 0.746

Overall model
0.000 0.000
P value

Note. ***means p value less than 0.01.
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4.7 Hypothesis Verification Results

Based on the regression analysis and SEM analysis of the questionnaire data, I obtained the verification results
of the research hypothesis. Here, the verification results of the research hypothesis are summarized and sorted
out, as shown in Table 8 below.

Table 8. Results of hypothesis verification

Research hypothesis Test Results Instructions
H1 Support It is verified by SEM analysis.
H2 Support It is verified by SEM analysis and regression analysis.
H3 Support It is verified by SEM analysis.
H4 Support It is verified by SEM analysis.
HS5 Support It is verified by regression analysis.

Data source: Analysis of this study.

5. Conclusions and Discussion
5.1 Research Conclusions

In this paper I studies the relationships among position competence, psychological ownership, POS and work
happiness of service personnel and draws the following conclusions:

Position competence affect their psychological ownership positively, the higher position competence, the
stronger their psychological ownership; psychological ownership positively affect work happiness. The higher
the degree of psychological ownership, the stronger the work happiness they feel;

Position competence positively affect their work happiness, the stronger the Position competence, the higher
their work happiness, and Position competence have a positive impact on their work happiness through the
mediation role of psychological ownership.

POS negatively moderates the relationship of Position competence and psychological ownership. As perceived
organizational support increased, the effect of position competence on psychological ownership decreased. This
is because perceived organizational support positively affect psychological ownership.

5.2 Research Implication

Theoretically, the empirical data of this study confirmed the important value of position competence of service
industry employees in promoting work happiness. This paper explores the possible mediating effect of
psychological ownership on Position competence and work happiness, and puts forward and verifies its
moderating effect on Position competence and psychological ownership based on existing research results on
perceived organizational support. These results not only reveal the "black box" of the function mechanism
between Position competence and work happiness of service industry employees from the cognitive level, but
also further verify and expand the theory of work happiness of positive organizational behavior based on the
theme of work happiness.

In practice, this paper further enriches the research on position competence and work happiness, and verifies the
importance of psychological ownership and POS. It offers a new way of thinking about service industry how to
get employees suitable for their positions, improve job performance and improve employee relations. Service
enterprises can enhance employees' psychological ownership and work happiness by actively improving their
position competence. Psychological ownership can also be enhanced by positively influencing employees'
perceived organizational support. The result of this is very beneficial not only to the improvement of the job
performance of service enterprises, but also to the selection, use, education, retention, motivation and work
happiness of service employees.

5.3 Countermeasures and Suggestions

5.3.1 Change Ideas and Attach Importance to Individual Position Competence and Perceived Organizational
Support

Employees are important human resources for service organizations. Therefore, improving the position
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competence of human resources, retaining and playing the value of human resources are the prerequisite and key
factors to help enterprises improve work happiness. Youssef-Morgan and Luthans (2013) proposed that
psychological capital and perceived organizational support are the necessary conditions for employees to achieve
high performance. Organizations and managers need to change management philosophy, put individual work
happiness in the first place, improve employees' position competence, provide more scientific and perfect
organizational support, and let employees feel and benefit from it. This is the key to improve employees' work
happiness, and also the condition for the long-term development of the organization.

Service enterprises should put employees' work happiness in the first place, and attach importance to individual
position competence and physical and mental health. This is the primary condition affecting individual work
happiness, the fundamental condition for the long-term development of enterprises, and the prerequisite for
psychological capital. In addition, pay attention to the importance of organizational support, so that employees
can feel more care and support from the organization, managers and colleagues, establish a scientific and
reasonable training and incentive system and mechanism, and play a more important role from the perspective of
internal and external motivation.

5.3.2 Improve Individual Positive Traits Such as Psychological Ownership from the Perspective of Intrinsic
Motivation

Positive individual traits such as psychological ownership plays a critical role in employee personal growth and
organizational development, and they can change with the work environment, the people they come into contact
with, and the events they experience.

Firstly, enterprise focuses on individual positive attitude and allows participants to perceive them in the selection
process. When a manager mentions words related to an individual's positive attitude during an interview,
employees can feel that this is the positive expectation of the organization for employees, and they will
strengthen the cultivation and improvement of their positive traits in the future work.

Secondly, enterprise improves the psychological ownership of employees in the training process. Enterprise
provides opportunities for further study and learning from skills and majors to improve the ability of
concentration, promote employees' personal development, the improvement of individual work ability help to
promote the formation of psychological ownership, stimulate innovation and work enthusiasm. Leaders should
establish an ownership culture within the organization, strengthen the people-oriented management concept,
build a reasonable internal communication mechanism, and enhance the relationship between employees and the
organization and the trust between employees. Leaders should grant formal ownership to key employees in the
organization. Employees can participate in organizational management, have the right to influence the
development of the organization, stimulate their sense of responsibility, and improve their psychological
ownership. Leaders should enable non-key employees to obtain informal rights. For example, by sharing
organizational information, publicizing internal strategies and strengthening internal information communication,
leaders should actively convey the mission, vision and values of the organization, deepen employees' cognition
of the organization and enhance their sense of belonging, which in turn increases work happiness.

5.3.3 Enhance Organizational Support from the Perspective of Extrinsic Motivation

Perceived organizational support is to provide sufficient policy, material, spiritual and technical support for
employees in the process of work from the perspective of external incentive, which plays a key role in
stimulating employees' work involvement, thus increasing their work happiness. It can be analyzed from three
aspects of organizational strategy planning, organizational system and managers. One is to focus on long-term
development and develop a health promotion plan for employees. Second is to establish regular rotation system
to improve work involvement and colleagues support. Third is to improve management level, promote
organizational support and colleagues support. Managers need to improve their empathy ability from the
perspective of employees, pay attention to employees' development expectations and needs, and provide a
platform and space for personal development. From the life to give employees more care and care, pay attention
to the family life of employees, timely understand the difficulties and problems encountered. Technical guidance
and encouragement at work can stimulate employees' enthusiasm for work and sense of belonging to the
organization, improve work happiness.

5.4 Research Limitation and Future Suggestion

The study was conducted only in China's service sector. Although the sampling has been carefully designed in
this study, due to the difficulty in issuing questionnaires in the survey, the questionnaire survey in this study was
only carried out in China and its coverage was not extensive enough, leading to the limitation of the research
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results and inference. This will reduce the representativeness of the research results. Subsequently, the coverage
and number of samples should be expanded to increase the representativeness of the research.
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