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First Part

With the awakening of Chinese rights consciousness, more and more people choose to protect themselves by law when their rights and interests are infringed. Only in the 1980s did China have the first batch of lawyers recognized by the state. The whole Chinese lawyer industry is developing at a high speed, there were 423 thousand lawyers in 2018, and the turnover rate of lawyers is very high, which has brought great economic losses to enterprises and law firms(Zheng Zhou and Yongmu He 2019). Although in practice organizations will adopt many incentives, it can only bring short-term results.
The research of organizational identification provides us with new ideas. Empirical research results show that employees who identify with the organization consciously work with high standards for the benefit of the organization, generate more cooperative behavior and maintain the intention of organizational membership.

Organizational Identification
Concept of Organizational Identification
[bookmark: OLE_LINK1]There are many divergences in the definition of organizational identification, which is mainly because of the divergence of views and perspectives in previous studies.
[bookmark: _Hlk6509525][bookmark: _Hlk6236340][bookmark: _Hlk6338130][bookmark: OLE_LINK11]March and Simon (1958) first proposed a theoretical model of organizational identification, which regards organizational identification as a part of social identity. Social identity refers to the identity of individuals with some human groups or belonging to some human groups. Identity is regarded as an extreme form of a related pattern formed by the relationship between individuals and the characteristics of the perceived social groups, while organizational identification is considered as one of the special forms of social identity. Patchen (1970) defined organizational identification as a sense of belonging to some extent., loyalty and shared characteristics. Lee (1971) assumed that previous concepts of identification are interwoven and cannot be recognized as divided phenomena. He defined the definition of organizational identification as a complex phenomenon, and it is difficult to adopt such as educational qualifications, race, experience, sex and so on to intertwined phenomena. To be more specific, organizational identification is considered to be the extent to which individuals and organizations generally agree. Cheney (1983) thought that organizational identification is a process in which individuals integrate elements of themselves and social situations. Organizational identification can enhance "self", maintain their status and even prestige. O’Reilly and Chatman (1986) argued that organizational identification is a kind of psychological attachment to the organization experienced by employees. Employees get specific external rewards from moral attachment, and the participation of moral attachment is based on the consistency of values. Mael and Ashforth (1992) argued that organizational identity, like social identity, is only a special form of it. Individuals defined themselves on the basis of their identity in a specific organization. The researchers believed that organizational identification includes four aspects. First, identity is a psychological perception/cognitive structure. Second, identity is "relational and comparative". For example, the male category is meaningful only when women's words are given certain meaning. Thirdly, individual identity is to enhance self-esteem to some extent. Therefore, individual duality tends to put more self-concept into valuable roles and to view their social identity positively. Therefore, when the team fails, it will bring pain to identity and even weaken the team's strength. Finally, everyone has different opinions on the degree of identification and classification. Steel and Rentsch (1997) believed that individual identification with an entity is a part of self-definition in order to improve self-evaluation. Only when members connect at least part of self-definition with organizational representation, can members have a sense of identity with the organization. Candace Jones (2011) believed that organizational identification is rooted in the theory of social identity and symbolic interaction, but the current theory emphasizes a kind of social identity, that is, members of an organization classify themselves and others according to their characters and members from the organization or unit of work. On the contrary, symbolic interactionism, the author thinks it existed in interpersonal relationships, which is seldomly theoretical or empirical in the study of organizational identification. Their results implied the scale of one’s networks and the interaction between relational strength and prestige can make clear about organizational identification better than only relied on the antecedents of classification and social comparison processes. Therefore, as a basic premise and process of organizational identification, relationship network should be introduced into the theory of organizational identification. Vardaman et al. (2018) considered that organizational identification could mitigate the impact of bifurcations of unjust treatment, similar to internalized family values and matter of priorities. Therefore, organizational identification can improve or balancing out the negative experience of non-family employees and prevent them from leaving the organization.
Although there are many differences in the above concepts, careful analysis reveals that there are two sources of organizational identification: one is that identity has a sense of belonging, and the other is that identity is related to self-concept. Among them, the definitions of Male and Ashforth cover both aspects and have received wide acceptance and are adopted by most researchers who identify with organizations.
Dimensionality of Organizational Identification
By reviewing previous studies, we can find that different researchers have different views on the dimension of organizational identification.
Researchers believe that organizational identification includes the cognitive dimension. From the view of social identity theory, cognitive dimension should be the essential basic dimension of organizational identification (Mael and Ashforth 1992a; Shamir and Kark 2004). Tajfel and Turner (2004) defined it as an "individual's understanding of belonging to a group". Logically speaking, a person must first realize the existence of an organization (whether psychological or practical) and realize that he is a part of the organization. Then the organization can support the individual's self-concept on the basis of the hypothesis of social identity theory. On the basis, the individual can be emotional to the organization according to this membership. Sensory attachment and value evaluation.
[bookmark: OLE_LINK14]On the basis of cognitive dimension, some scholars add emotional dimension to organizational identification (Karasawa 1991; Mael and Ashforth 1992a). Deaux (1996) holds that this emotional meaning refers to the component of emotional identity, which is a positive attitude and evaluation of individuals towards groups, including strong feelings towards groups, group cohesion and collective self-esteem. In empirical research, Jackson and Smith (1999) measured the emotional dimension of organizational identification and named it as emotional identity or emotional identity. This dimension basically reflects members' satisfactions and sense of belonging.
Only a few scholars have clearly pointed out the evaluation dimension of organizational identification (Ellemers et al. 1999; Tajfel and Turner 2004). Tajfel and Turner (2004) defined the evaluation component as "positive or negative evaluation of a group or membership". Phinney (1990) refers to the "positive and negative attitudes toward inner groups", including pride, satisfaction and some positive or negative feelings related to inner groups, such as happiness, excitement, arrogance and failure. Empirical studies by Ellemers et al. (1999) and Van Dick et al. (2004) have all obtained the evaluation dimensions of organizational identification, reflecting the value evaluation of attachment to membership, others' evaluations of internal groups, pride and satisfaction, etc. Although the distinction between emotional dimension and evaluation dimension has been proved in empirical research, there are many similarities in their definitions and contents, and their definitions are not clear enough.
Phinney (1990) proposed a "sense of union", which included the feeling of attachment, common destiny, caring for the inner group, thinking that the inner group was important, and so on.
Jackson and Smith (1999) pointed out that group identity changed the emotional relationship between group members and increased their perception of interdependence and common destiny. Jackson (2002) summarized the dimension of "common destiny" in the process of literature collation, but in his own research, the topic originally used to measure the dimension of common destiny synthesized a dimension with the topic of emotional component in confirmatory factor analysis. Van Dick et al. (2004) believed the dimension of "common destiny" can become the behavioral dimension of organizational identification. In his own research, he used the topic "I support my organization" to measure it, and obtained this dimension in confirmatory factor analysis.
To sum up, most scholars believe that the definition of organizational identification is a multi-dimensional. The cognitive dimension generally accepted by scholars is the basic and necessary dimension of organizational identification; the existence of emotional dimension and evaluation dimension has also been recognized and supported by some scholars, but the concepts and definitions of the two dimensions are not clear enough; the research on the common destiny dimension is relatively few, but its important role has been recognized by scholars, even if not the dimension of organizational identification. The degree of organizational identification is closely related, can be used as the antecedents and outcome variables in subsequent research.

[bookmark: OLE_LINK5][bookmark: OLE_LINK6]Job Satisfaction
Robert Hoppock (1935) believed that job satisfaction is a combination of psychological factors, physiological factors and environmental factors. Job satisfaction is not only influenced by external factors, but also related to employees' internal feelings. Vroom (1964) believes that job satisfaction is employees' emotional orientation toward the role they are engaged in. This kind of work understands job satisfaction through the role of employees in the workplace. Davis and Newstrom (1989) considered that job satisfaction is the combination of positive and negative emotions of employees. Job satisfaction indicates the matching degree between expectation and actual reward, which is closely related to the individual's behavior in the workplace. Spector (1997) believed that job satisfaction is how much people like their jobs. Some people love their jobs and make them part of their lives, while others don't like their jobs, but work as a means of making a living. Job satisfaction is an attitude variable, and most researchers now be inclined to concentrate on cognitive processes rather than potential demands. Dinovitzer and Garth (2007) believe that for lawyers, job satisfaction means more professional work, especially more open and humane in law firms. By randomly surveying the satisfaction of American lawyers, Hirsch (1985) found that the overall satisfaction of lawyers with their profession was very high. The survey found that nearly 70% of the participants were very satisfied or somewhat satisfied with their present work.
However, some media surveys and academic studies have found that lawyers are not a satisfactory profession(Keystone 2016; Barlow and Brooks 2018). In order to resolve this disagreement, scholars have also studied different groups of lawyers, such as women and ethnic minorities, to determine who is satisfied and who is not satisfied. Some scholars have found that even though women and ethnic minorities are not satisfied with some aspects of the lawyer industry or some aspects of their work, they are highly satisfied with the lawyer industry (Lempert et al. 2000; Heinz 2005; Patton 2005; Chambers 2013; The Law Society 2015; Markovic and Plickert 2018). Other scholars believe that the job satisfaction of lawyers depends to a certain extent on social origin and the characteristics associated with these origins, and social strata help define career expectations and possibilities. From this perspective, job satisfaction is defined as a mechanism through which social and professional classes can be generated and reproduced. The social background of lawyers and the ranking of law schools are related to professional satisfaction. Social stratum is a significant part of a hierarchical system, which is inclined to guide individuals to hierarchical positions. The relationship among social origin, hierarchical structure and personality have been further supported by sociological empirical research (Dinovitzer and Garth 2007).

[bookmark: OLE_LINK7]Organizational Identification and Job Satisfaction
Dick et al. (2004) studied samples from four different occupational groups and found that job satisfaction, as a mediating effect, had an indirect impact on identity. That is to say, job satisfaction moderates organizational identity and turnover intention. That is, organizational identity contributes to job satisfaction, which in turn makes clear turnover intention. Dick et al. (2008) found that higher organizational identification may increase higher work group identity, so subjective well-being, as job satisfaction depends more on work team identity. However, the lower-level of work team and organizational identification may be inconsistent with the qualifications of the organization members themselves. Job satisfaction is a happy or positive mood condition, which results from the evaluation of a person's job or work experience. Based on the data analysis of 358 bank employees and 308 travel agency employees, it found that job satisfaction is positively correlated with organizational identification and workgroup identity, but especially with workgroup identity. That is to say, when participants have more sense of identity with the organization as a whole, the positive relationship between work group identity, job satisfaction and organizational citizenship behavior is stronger. Candace Jones (2011) surveyed 401 undergraduates with self-reported questionnaires through social networks at a Jesuit institution in the Northeastern United States. He discovered that organizational identification is positively correlated with individual emotional organizational commitment, job and organizational satisfaction, job engagement and organizational loyalty. Gok et al. (2015) investigated 549 medical secretaries and explored the effect of supervisory support and organizational identity in job satisfaction of medical secretaries. The results show that job satisfaction is positively correlated with the supervisor's sense of support, which is moderated by organizational identity to some extent. Karanika-Murray et al. (2015) surveyed 177 UK employees by means of online questionnaires, and found that organizational identification had a strong positive impact on job satisfaction. On this basis, it further demonstrates and finds that organizational identification can affect job satisfaction through job engagement transfer, especially through vitality and dedication. That is to say, employees who have a close relationship with the company and are positive and upward will also be highly engaged, energetic and devoted to work, so as to obtain satisfaction from the work, and vice versa, the satisfaction of employees with low organizational identification will decrease. This result is identical with (Riketta 2005; Lee et al. 2015) researches. Through meta-analysis, they found that organizational identification had a good predictive effect on work attitude and employees' internal-external behavior, especially in a collectivist culture. Kesen's (2015) research further deepens and clarifies the study of job satisfaction, and uese it with the thinking of organizational democracy and organizational identification. He surveyed 142 employees in a shopping mall in Edin, Turkey, and found that identity is the orientation of the organization. Organizational democracy helps to create a healthy and productive environment through organizational identification. One dimension of organizational democracy, justice and organizational identification, which has a positive impact on job satisfaction. Yuan et al. (2016) believed that identity alleviated the relationship between perceived organizational justice and job satisfaction. Organizational identification can also reflect employees' judgment of the importance of the relationship between employees and the organization and their superiors, and affect the mechanism by which procedural justice affects job satisfaction. Organizational identification originates from the social psychology of social and cultural identity. Employees with a low sense of organizational identification tend to form a sense of organizational unfairness and reduce job satisfaction. Employees with a high sense of organizational identification can internalize corporate values, norms and interest organizations, which can improve job satisfaction.
Although organizational identification has potential value, some scholars believe that organizational identification means that more than positive results can be anticipated. Organizational identification can also bring a dark side to work. Li et al. (2015) surveyed 545 teachers in China. The results show that one of the reasons that organizational identification may lead to negative results is that it may increase the conflict between work and family. Therefore, whether it is job satisfaction or life satisfaction, organizational identification has positive direct and negative indirect effects through the conflict between work and family. That is to say, besides having good positive effects, organizational identification perhaps also has a negative influence on organizational and individual-related outcomes. Some studies showed that the results show that organizational identification can lead to immoral behavior, organizational change resistance, low performance, interpersonal conflict and negative emotions. Over-identification may lead to workaholism and ultimately reduce individual happiness. Conditions leading to these adverse outcomes include situational factors (such as identity threats) and personal factors (such as other identities) (Avanzi et al. 2012 ; Samantha et al. 2017; Naseer et al. 2019).
To sum up, different scholars believe that organizational identification can enhance or reduce job satisfaction, this contradiction is the focus of the research in the future, we can through the analysis of the different dimensions of organizational identification, the object of study, using qualitative and quantitative way to find out which dimension of organizational identification on job satisfaction has a positive correlation, which dimensions on organizational satisfaction have a negative relationship.

Research Gap of the Literature 
First of all, the scholars of organizational identification on the research on job satisfaction is for Turkey, Britain and other regions of the workers, there is a piece of literature which study of Chinese teachers’ organizational identification influence on job satisfaction, but there is no scholar Chinese lawyer specializing in China the influence of organizational commitment on job satisfaction. The field is still blank, and China's lawyer industry has only developed for more than 30 years and has its own regional characteristics, so this area is worth studying.
Secondly, most of the current studies of scholars believe that organizational identification has a positive correlation with job satisfaction, and only a small number of scholars verify that organizational identification has a negative correlation with job satisfaction through quantitative analysis. Another contradiction is the survey of job satisfaction of lawyers. Most people are satisfied with their work, but they work long hours and drink more than in other industries. The result of this contradiction is that in the past organizational identification was almost all positive evaluation. Some scholars only focus on the dark side of organizational identification but they did not connect it with job satisfaction. Future research can explore the possible negative impact of organizational identification and the impact of it on job satisfaction.
Finally, almost all scholars use quantitative analysis as the main research method, and few qualitative analysis kinds of researches. In light of the different dimensions of organizational identification, qualitative analysis can improve the dimensions of organizational identification and understand the views of different occupations, genders and ages on organizational identification. More accurate analysis is possible when analyzing the impact of organizational identification on job satisfaction.



Second Part


Analysis the Article 
Title:The downside of organizational identification: Relations between identification, workaholism and well-being（2011）
Authors:  Lorenzo Avanzia, Rolf van Dickb, Franco Fraccarolia and Guido Sarchielli

Philosophy
Positivism
Positivism holds that only those external social facts that can be observed through scientific methods and tools can be studied. Research methods and tools should be reliable, verifiable and accurate, although there is no clear set of methods. Many positivists (commonly referred to as methodological positivists) use quantitative analysis. They believe that sociological investigation should be objective and value-neutral, which is different from the religious, moral, political or philosophical investigation. The ultimate goal of the study is to accumulate and objectively understand the social world, social attributes and social dynamics (Pawlikowski et al. 2018).
Avanzi et al. (2012) concerned that a strong sense of identity can improve employees' health and make them less stressed. The aim of this article is to further probe the relationship between employee organizational identity and well-being, and to explore whether this relationship is a curve relationship. After building the model, the author collected data from two groups of people and used SPSS software to analyze the relationship between organizational identity and well-being. The results showed that when organizational identification becomes too strong, it becomes over-recognition, which may damage employees' health by causing workaholism. Therefore, organizational identity is a double-edged sword. The author's purpose is to find a balance point of organizational identity, avoid over-identification and improve employee happiness.
Ontology
The hypothesis of positivist theory to ontology is that reality is driven by unchanging laws of nature. The role of science is to strive for accidental relations, which is the basic criterion for the study of intrinsic validity. Then the research becomes impersonal, divinable, measurable and controllable. Positivists hold that the nature of natural law is non-historical and exists permanently in the external world; it is also non-psychological, not the concept of will and expectation (Irene 2014).
By reviewing previous studies, Avanzi et al. (2012) constructed a model: Organizational identification has a significant influence on linear and non-linear workaholics. Over-strong identification with the organization or the organization as a whole may have a negative impact on individual health. When people are too strongly identified, they may become detrimentally dependent on their work. Through study 1 and 2, they found that the results of organizational identification and job stress analysis were basically the same. Workaholics decreases with the increase of organizational identification, but increases when organizational identification becomes too strong. In addition, this non-linear path affects the well-being of employees.

[image: C:\Users\ADMINI~1\AppData\Local\Temp\1555924503(1).png]
[bookmark: _Hlk6820999]                                                       Study 1
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Study 2
(Resource: Avanzi et al. 2012)
Epistemology
On positivist epistemology, we can see from three aspects: empirical knowledge, objective knowledge and hypothesis deduction. Positivists believe that scientific knowledge begins with observation, and that all observable phenomena are the object of scientific research. Human observation is mainly based on our senses and experience, so they adopt empiricism or phenomenalism. But they also believe that this observation should be to separate the researchers' own views, not with personal value judgments, so they insist on value neutrality and distinguish between facts and values. Positivists also believe that the deduction of hypothesis in natural science should be used in order to obtain an objective and verifiable hypothesis (Chilisa and Kawulich 2012).
In this study, knowledge is the author's literature on organizational identity, workaholism and well-being from 1956 to 2012. Most previous studies believed that better organizational identity can bring happiness, which shows a positive correlation, but Avanzi et al. (2012) through objective analysis, considered that recognition also has a potentially destructive effect, when beyond a certain limit. For over-recognition, over-recognition can lead to workaholism and stress, which are related to poor health.
Axiology
Axiology is one of the philosophy branches that researched value judgment. Value theory mainly refers to the values and positions that scholars represent when they study problems, and value is the role of evaluating researchists' own values at all phases of the study process. Simply put, axiology focuses on your value in research. Positivist axiology is to study in a worthless way. Researchers should not be biased because they collect data objectively and maintain an objective position (Chilisa and Kawulich 2012).
In the whole study, the author has maintained an independent and objective attitude, using SPSS software to analyze the data objectively. When the two groups of people were investigated, they were told the purpose of the investigation, and their consent was obtained. And all the questionnaires are in Italian. These questionnaires have been used by scholars before, so that the respondents can clearly understand the problem without any misunderstanding bias.

Methodology
Deductive
Deductive research is a kind of research that tests theory through empirical observation. Deductive method refers to the process from general to special. Inductive research is a kind of theory evolved from the observation of empirical reality; therefore, deductive methods involve statements that observe general patterns or laws from individuals (Collis and Hussey n.d.).
This paper uses the deductive method, used the form of data to make clear the downside of organizational identification, predicted theory by deductive method, Then, by collecting data and evidence, the model, hypothesis or theory that was expected before the study was evaluated or validated.
Deductive thinking involves the creation or design of a theory, the determination of hypotheses related to the theory, and the analysis of these hypotheses in the face of reality. In this paper, two hypotheses are put forward. Hypothesis 1: The relationship between organizational identity and workaholism is a curve relationship, that is, there is a U-shaped relationship, and the initial negative relationship (more identity is related to lower workaholism) will become a positive relationship once it exceeds a certain identification threshold. Hypothesis 2: The relationship between organizational identity and well-being will be mediated by working doctrine. After that, the author tested his hypothesis by collecting data.
Research Methods
Avanzi et al. (2012)  used both cross-sectional and longitudinal studies. 
Cross-sectional analysis is another type of research. It can analyze multiple variables in a given example, but it does not provide information about the impact of time on the measured variables, so it is essentially static analysis. Therefore, examining causation is usually not very effective. However, cross-sectional studies need not take too much time to establish, so this method can be considered for preliminary correlation evaluation before tedious longitudinal studies. Longitudinal studies use continuous or repeated measures to track a particular individual for a long time, usually several years, and are observational studies. Quantitative and/or qualitative data should be collected without any external influence (Caruana et al. 2015).
The first study used a cross-sectional study involving 205 court employees in the Emilia-Romane region of Italy. Participants were told of the purpose of the research and asked to agree to participate. Finally, 195 respondents provided complete data (95% response rate), of which 23.1% were male. Participants ranged in age from 31 to 62 and worked for 2 to 35 years.
The second study was a longitudinal study involving Italian teachers. They were contacted at their school, told about the purpose of the study and asked to agree to participate. The first questionnaire was completed by 348 teachers, and the second one was published seven months later. This time, 140 teachers completed the questionnaire. The vertical response rate was 40%. Seventeen percent of the samples were female, with an average age of 41.2 years and an average working life of 19.2 years.

Reliability and Validity
Reliability
[bookmark: _Hlk6689365]Reliability refers to the consistency of measurement. When participants completed a test designed to measure motivation, they responded roughly the same at the end of each test. Although it is impossible to give an accurate calculation of reliability, it can be estimated by different measures. It has three attributes: homogeneity (or internal consistency), referring to the same standard to measure the degree of structure. Stability, repeated test results should be consistent. Equivalence, researchers use the same criterion, or not the same criterion, but their responses are consistent(Fink 1995; Heale and Twycross 2015).
Organizational identification is measured by the Italian version of the six scales developed by Mael and Ashforth (1992), translated by Bergami and Bagozzi (2000) . The scale has been cited nearly 5,000 times.
Taris and Schaufeli (2005), an Italian translation of the Job Addiction Risk Test, were used to measure workaholism. The scale consists of 10 items and responds with the 4-point Likert scale. This scale has been cited more than 200 times.
Well-being is measured by the revised form of the GHQ-12 scale (Goldberg 1972). This book has been cited more than 6,000 times. The Italian version (Piccinelli et al. n.d.) was adopted as the subject of the study. The scale consists of 12 items and responds with the 4-point Likert scale.
Age, gender and job satisfaction were selected as control variables for evaluation. There are several motivations for this choice (Becker 2005), and this article has been cited more than 1,000 times and verified by many people.
Because the scales cited by the predecessors and these scales have been cited many times,  Avanzi et al. (2012) did not carry out the reliability test any more. Research 1 and 2 used the same scale. According to the normative requirements, the reliability and validity are usually re-evaluated, because the applicable population is different from the original research sample, so whether other scholars' questionnaires are applicable to the sample is uncertain.
Validity
Validity refers to the degree to which concepts are accurately measured in quantitative research. It includes three categories. The first is the content validity. This kind of investigation is to study whether the variables should include all the contents. The second is the construct validity, that is, whether the concepts studied can test the values related to the concepts. The third category is criterion validity, which is any other tool for measuring the same variables(Fink 1995; Heale and Twycross 2015).
In this paper, the anticipation table method is used, which is a two-way table. The predicted score is on the left side of the table, and the effect scale is on the top of the table. The larger the percentages on the diagonal line from left to right, the smaller the other percentages, the higher the validity of the test; conversely, the more dispersed the numbers, the lower the validity.
In order to determine the validity of the longitudinal study, a series of t-tests were conducted to examine the differences between employees who completed two questionnaires and those who completed only one of them. The results implied that there was no difference between employees who participated in the two questionnaires. In addition, they also conducted a chi-square test to test whether the distribution of participants in the two surveys differed from that of employees who only participated in one survey because of gender differences. Similarly, no significant impact was found.

Ethics
Firstly, the positivist analysis method adopted by the author decides to adopt objective research methods and positions, and try to avoid subjective assumptions and presupposition. The first group was contacted by researchers during the training course. The second group was involved in a psychosocial risk assessment at five schools in Trento. Both groups were told of the purpose of the research and asked for their agreement before conducting a questionnaire survey.
[bookmark: _GoBack]Secondly, the author's second study was funded by IPRASE (Istituto Provinciale per la Ricerca e la Sperimentazione Educativa), which established in the 1990s at Trentino School, Provincial Institute of Educational Research and Experiment. Institutional independence and no conflict of interest with research projects (Iprase 2019).
Finally, the author respects intellectual property. After peer review, the article is published and correctly quotes the opinions of others.

Limitation
The limitations of the study are also clearly stated as follows (Avanzi et al. 2012):
First of all, the sample size of the survey is still relatively small, and the occupation is relatively limited, so it is not representative. Scholars who are interested in this study may apply the results of this study to other professions or other countries.
Secondly, although they found the indirect effect of organizational identification on health as expected, they did not test the direct impact of organizational identification on health as previous scholars did. This may be because GHQ measures general well-being, and organizational recognition may be related to specific health aspects of work. Therefore, future research can try to use other measures to assess health and well-being to test the results.
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