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Proposed Research

	Current Proposed Title (20 / 30 words):

	Impact of enterprise social media DingTalk on job satisfaction of government employees

	 
Background & Context (approx. 500 words)


	Enterprise social media
As an emerging technology, social media has permeated all aspects of industrial production, economic consumption, social communication and business workplaces (Leidner and Gonzalez, 2010; Zhang et al., 2015; Yao et al., 2018). It is employed to enhancing communication, collaboration, knowledge sharing (Ahmed et al., 2019), and also spanning boundary for organisations (Davison et al., 2014; Khan et al., 2014; Leonardi and Meyer, 2015; Kline and Konstanze, 2013; Archer-Brown et al., 2018). Therefore, enterprise social media (ESM) refers to more specific and work-oriented social media platform, which prompts individual interactions, productivity and knowledge, extends personal and professional boundaries of the workplace, achieves the objectives of organisational efficacy, and develops innovative business model (Bradley and McDonald, 2011; Mäntymäki and Riemer, 2016; Leonardi et al., 2013; Holtzblatt et al., 2013; Karoui, et al., 2015; Sun et al., 2020). Especially in the context of coronavirus pandemic, quarantine at home and remote working with enterprise social media (ESM), such as IBM Connections, Facebook Workplace, enterprise WeChat and DingTalk, has become the common trend. However, other studies indicate the challenges brought by ESM to individual behaviours within workplace and negative impacts on job satisfaction (Chen, 2016; Christen et al., 2006; Leftheriotis and Giannakos, 2014), for instance, being permanently online and overloaded with information by ESM may bring depressive symptoms, stress and dissatisfaction to individuals (Zhang et al., 2015; Looy, 2016; Matthes et al., 2020). Furthermore, the application might blur the boundaries and bring ethical risks of privacy, information leakage (Leonardi et al., 2013; Khan et al., 2014; Patel and Jasani, 2010). 
Because of the positive and negative impacts mentioned above, researchers find the usage of ESM so controversial and complex in different cultural contexts and working situations as a cutting-edge tech. Taking DingTalk as a specific example, the application has both benefits and downsides on influencing employee behaviours and job satisfaction (Mo and Yu, 2017; Alahmad et al., 2018; Wu, 2018; Fu et al., 2019). Therefore, this study intends to identify the controversial issues by DingTalk in those Chinese state-owned enterprises and institutions empirically (Picazo-Vela et al., 2012). Since prior researches collected data primarily from private sectors and higher education students (Zhang et al., 2020), lacking the analysis of employees in public sectors, it will be of significance to fill a gap in this category of workers.
Introduction to DingTalk and the conceptual framework
DingTalk is also called ‘DingTalk Alibaba’, which is an enterprise communication and collaboration platform developed by Alibaba Group. As an all-in-one mobile application, it includes organisation contact list, sign-in system, file sharing, task scheduling, efficient messaging, weekly report to the superior, feedback from interactions with the competitors, customers, stakeholders and free HD video meeting capability (DingTalk, 2020; Wu, 2018). Founded in 2014, it has become one of the world's largest professional communication and management mobile apps in China with over 200 million users by 2019 (Sun et al., 2020). 
Since the emergence of ESM is a new phenomenon, theoretical and empirical researches of JS (job satisfaction) and individual outcomes related to ESM are still in initial stages (Alahmad et al., 2018; Chen, 2016; Moqbel et al., 2013; Huang et al., 2015; Leonardi et al., 2013; Fu et al., 2019). Combined with prior theories and models about JS (House and Wigdor, 1967; Judge et al, 2001), employee performance, and organisational behaviours (Hackman and Oldham, 1975; Kalleberg, 1977; Christen et al., 2006; Rayton, 2006) in past decades, and associated with DingTalk usage (Song et al., 2019; Sun et al., 2020), the theoretical framework (Robbins and Judge, 2017) is adapted as following.
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Figure 1. framework of ESM and JS
JS in the central role of figure 1, originally put forward by Hoppock (1935), was well known in Maslow’s “motivation and personality” (1981). It was defined as a pleasurable or positive emotional state resulting from the appraisal of job characteristics or job experiences (Hackman and Lawler, 1971; Locke, 1969, 1976; Ironson et al.1989; Charoensukmongkol, 2014). 
Other key constructs related to the main causes of JS include: job conditions (i.e. intrinsic nature of the work itself) (Brief and Aldag, 1975; Rouibah et al., 2009); core self-evaluation (CSE) or personality (Herzberg, 2003; Ilies and Judge, 2002; Mo and Yu, 2017); corporate culture traits (Pope, 2004; Skattebo, 2009; Zhang and Zheng, 2009); payment (Tziner, 1983; Grund and Sliwka, 2007). Influenced by DingTalk, alternative factors of JS will lead to different organisational behaviour outcomes, constructive results such as JP (Moqbel, 2012; Ali-Hassan, et al. 2015; Charoensukmongkol, 2015; Kuegler, et al., 2015; Kwahk and Park, 2016), OCB, well-beings (Ventola, 2014), and destructive results such as exit, neglect, CWB, etc. (Weiss, 2002; Zhou and George, 2001).
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Aims and Objectives (approx. 250 – 500 words)

	Research aim:
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]The aim of this research is to explore the benefits and challenges of enterprise social media software DingTalk brought to individual behaviours and job satisfaction of employees in the context of Chinese state-owned enterprises and government institutions. 
Research objectives
The objectives of the research are set as below to achieve research aim:
1) To explore the roles of job conditions, personality and corporate culture traits, etc. as mediators or determinants in the relationship between DingTalk usage and job satisfaction. 
2) To investigate DingTalk’s positive and negative influences on organizational behaviours of government employees with varying degrees of JS.  
3) To examine whether DingTalk usage benefits organisations for developing better human resource management practices and policies for enhancing job performance. (Following the social psychology assertion that attitude generally leads to behaviour, we reckon that JP is one of numerous outcomes from JS.)
4) To identify the implications of DingTalk usage in Chinese state-owned enterprises and government institutions.
Research questions 
Therefore, according to my research objectives above, the specific research questions in my study are put forward as follows.
Q1: what are the roles of job conditions, personality and corporate culture traits related to DingTalk in mediating or influencing the JS? 
Q2: what are other factors and their roles related to DingTalk mediating or influencing the job satisfaction besides the above three main causes?
Q3: what are the constructive impacts of DingTalk usage on the organisational behaviours of employees and HR work practices in the public sector with higher JS? 
Q4: what are the destructive impacts of DingTalk usage on the counterproductive work behaviours of employees and Chinese government institutions in the public sector with lower JS?



	
Proposed plan of work including timetable 

	Proposed plan of work

	Planned Development (e.g. submission of form, completion of chapter, submission of thesis)
	Target Date

	Submission of the proposal form
	July 2020

	Literature review, first draft
	Nov 2020

	Literature review, final version
	Jan 2021

	Methodology
	April 2021

	Data collection
	July 2021

	Data analysis
	Oct. 2021

	Write up Findings and Discussion
	Jan 2022

	Write up conclusion 
	March 2022

	Footnotes and references
	April 2022

	Submission of thesis
	April 2022





	Proposed methodology (approx. 500 words):

	[bookmark: _Hlk45449279]Research philosophy 
Guided by the pragmatism paradigm, a partner for mixed methods (Onwuegbuzie and Johnson, 2019), the following research philosophy will be adopted.
1) [bookmark: OLE_LINK7][bookmark: OLE_LINK8]In this study, the utilization of ESM in the workplace is not only a social phenomenon but also linked to behavioural patterns and human psychology, so the reality is viewed as subjective.
2) Regarding epistemology, the interpretations of interviewees and the researcher are always subjective because the study emphasizes a reality constructed by different perspectives incorporated different groups in the organisation with the worldview of the researcher (Guba and Lincoln, 1994; Schwandt, 1998). Therefore, this research will focus on identifying the complex impacts by novel technology and reflecting dynamic reactions of human beings in varying conditions. The explanation of all data, views and meaning-making about the phenomenon is in line with social constructivism DEFINITION OF SOCIAL CONSTRUCTIONISM = SOCIAL CONSTRUCTIVISM 
3) Axiology: For a pragmatist, one values practical solutions and consequences in specific contexts, thus it is possible to adopt mixed method appropriately to address research questions within the study (Creswell et al., 2003; Denscombe, 2008). Pragmatism paradigm can help the researcher to integrate perspectives, multiple approaches and advance future practice of research (Johnson et al., 2007). 
Research methodology
The research will undertake mixed methods of a sequential exploratory design to investigate the phenomenon and address important societal phenomenon (Denzin and Lincoln, 2007; Tashakkori and Teddlie, 2010; Cassell et al. 2018), in which it will primarily employ qualitative methods and induction strategy. The sequential design of two phases is: QUAL->quan (Creswell et al., 2003, 2014; Guetterman, 2015). Therefore, the first phase is qualitative data collection from semi-structured interviews, observations and then qualitative data analysis of unknown variables for JS related to DingTalk will be gathered. After developing the codes and themes of main factors as the basis, the second phase will consist of the data collection from questionnaire and quantitative data analysis. As mixed methods are adopted for the whole process of study, quantitative methods here are to embellish a primarily qualitative research (Creswell et al., 2003, 2016), then a deeper understanding of the phenomenon with a qualitative interpretation will be refined. 
To sum up, pragmatic mixed methods can offer the best way of mixing up appropriately to research questions, provide a complete picture of the social research (Sekaran and Bougie, 2016).
Justification for the choices
In this study, three state-owned enterprises and institutions are chosen.
1) Shenzhen department of China Mobile Communications  
2) Yibin department of Tax Bureau
3) Mobile phone division of Sichuan news corporation
Several well-known scales such as MSQ (Weiss et al., 1967) or Job explanation Scale (Smith et al.,1969), Job diagnostic questionnaire (Hackman and Oldham, 1975), or job satisfaction survey (Spector,1985) are not suitable for the actual situation in the context of Chinese government institutions. The research intends to explore the specific role of DingTalk in facilitating employee’s job satisfaction in the chosen organisations, and understand the changing behaviours of social phenomenon. Meanwhile, these institutions are important state-owned enterprises in China, which are representative in the frontline of the informational era. 
Data collection and sampling method
How will you get access to these participants?
Firstly, primary data will be collected through in-depth interviews with open-ended questions and observations of daily tasks. Also, secondary data will be collected from sources, such as performance reports and service feedback documents in organisations. Qualitative data will be used to explore impacting variables of ideal model, and refine the previous relationships in conceptual model. The sampling size of interview is recommended around 20 persons (i.e. 6 ordinary staffers, 3 senior managers, 3 junior managers, 3 HR directors, and 5 salesmen). Early discussion has taken place regarding the participation of  3 organisations. It is anticipated that three organisations will agree to their involvement in this research and discussions are at a late stage.  Additional interviews will be conducted if it does not achieve data saturation. 
Using Nvivo software, qualitative data will be categorised and analysed through seeking patterns and ideas from the phenomenal narratives. A richer picture of various factors of JS will help construct the basis of questionnaires. 
In the second phase, after pilot-test on questionnaire by some experts in the universities, online survey will be distributed to the employees in the government institutions to collect quantitative data. The sampling size of questionnaire is expected to over 300 persons in total (100 people in each organisation), then quantitative data will be analysed with SPSS software. 
Finally, the complete interpretation of effect of ESM (DingTalk) on OB and JS of employees within Chinese state-owned enterprises will be present, reliable practices and guidance for the organisation will be developed.
Ethical considerations
Generally, ethical considerations should cover three research stages, from the design and access stage, to the data collection stage, to the reporting stage (Flinders, 1992). In my research, the main ethical considerations will follow the ethical principles of Belmont Report (NCPHSBBR,1979), such as respect for persons, autonomy, beneficence, etc. Especially when I conduct my research through interviewing and administering a questionnaire online, I should get the informed consent, respect privacy or anonymity of the vulnerable participants, and ensure confidentiality and appropriate management of data (Israel and Hay, 2006). 
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	Facilities and resources available for the investigation: please indicate if you expect to need any special resources

	My research will be conducted in China and there are three representative state-owned organisations chosen in my study. Two of them are in the city in Sichuan province where I live and the last one is in city of Shenzhen. I will conduct most interviews and questionnaires through internet and mobile phone; therefore, no funding will be required to access these organisations. Of course, I will always seek ethical approval in due course of survey, for instance, some supporting documentation to gain permission from the lead managers and HR departments. In the data analysis process, I need access to Nvivo and SPSS, so I hope I could get help from the IT faculty of university where I currently work, and usage of the electronic resources in the libraries as well.

With my professional experience and network, discussions with expert participants is largely agreed.
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