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Abstract Due to the rapid development of information
technology and global economic competition, high-tech
companies face more fierce competitive pressure. If a
corporation wants to better compete against his competitors,
it would need many highly-qualified workforce to devote all
their efforts and resources to solve difficult problems and to
achieve organizational goals. Most excellent high-tech
companies have devoted many resources to retain qualified
and competent employees and to motivate them to increase
their performance. However, many high-qualified
employees often quit their jobs and then work for other
companies. Therefore, it is critical to better understand the
important factors influencing employees’ organizational
commitment, job involvement, and organizational
citizenship behavior. According to literature review and
interviews with 5 HR managers, the study applied different
theories and empirically investigated on the factors that
affect organizational commitment, job involvement, and
organizational citizenship behavior by integrating locus of
control, work enthusiasm, and leader-member exchange into
the theoretical model. Data were collected from 201
employees at 6 high-tech companies located in the Hsinchu
Science Park, Taiwan. The partial least squares approach
was used to evaluate the explanatory power and causal links
of the model. Analytical results indicate that leader-member
exchange had a significant effect on organizational
commitment and job involvement. Work enthusiasm had a
direct effect on organizational commitment and job
involvement. Locus of control had a direct effect on
organizational =~ commitment. Further, organizational
commitment and job involvement both influence
organizational citizenship behavior. The future research and
practical implications of the findings are discussed.

Keywords Leader-member Exchange, Locus of Control,
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1. Introduction

Owing to the rapid development of information
technology and global competition, most high-tech
companies have faced higher competitive pressure than ever.
High-tech industries are very different from traditional
industries. Traditional firms generally face a relatively stable
and low uncertainty environment. The tasks of traditional
organizational employees are generally simple and routine
[1,2]. In contrast, high-tech firms exist in an environment
characterized by rapid change, ambiguity, dynamics, and
hyper-competition and they face very short product life cycle
and sudden losses in market position [3,4,5]. Therefore, most
excellent high-tech companies have made all their efforts to
find better ways to compete, survive, and success in their
business war.

Since high committed employees have strong desires to
endeavor on achieving organizational goals and they would
have higher job satisfaction and job involvement [6],
recruiting and retaining high-qualified, committed human
resource is very crucial for a company to compete and win in
the keen business competition. In addition, employees with
high job involvement or high organizational citizenship
behavior (OCB) also will make more contributions to their
companies.

Prior research has explored many factors that can affect
employees’ organizational commitment, job involvement
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and OCB [7,8,9]. However, due to the rapid change of the
high-tech business environment and the working values and
attitudes of employees could also change rapidly in the
information age, therefore, we would need more detailed
empirical investigation to understand what and how the
antecedent factors may influence employees’ organizational
commitment, job involvement and OCB.

The study intends to integrate personality factor (locus of
control), attitude factor (work enthusiasm), and social
exchange factor (leader-member exchange, LMX) into one
model. The study first examines the effects of locus of
control, work enthusiasm, and LMX on organizational
commitment and job involvement. Next, this study examines
the influence of organizational commitment and job
involvement on OCB. Hence, this study aims to make an
important contribution by identifying appropriate factors that
can influence high-tech employees’ important work
attitudes.

2. Literature Review and Research
Model

The theoretical model underpinning this study is shown in
Figure 1. The model suggests that locus of control, work
enthusiasm, and LMX all serve as antecedents of
organizational commitment and job involvement. Next,
organizational commitment and job involvement both server

Locus of control

Leader-member
exchange

Organizational
commitment

Job involvement

as antecedents of OCB. The following sections will discuss
the proposed relationships among these constructs.

2.1. Locus of Control

In organizational research, locus of control has been
defined as the degree to which one perceives events as under
one’s own control (internal locus) or under the control of
others (external locus) [10]. Individuals with a strong
internal locus of control are called internals. Conversely,
individuals with a strong external locus of control are called
externals. Due to internals perceive themselves to have
greater control over the environment, they will exert great
efforts to reach their goals and then they tend to more success
in recognition, salary increase, and promoted in their
organization than externals. Thus, it might be expected that
individuals with internal locus of control would have higher
levels of job involvement and organizational commitment
than individuals with external locus of control.

Prior research has been done on the influence of locus of
control on organizational commitment and job involvement
[11,12,13]. Therefore, the study proposes the following
hypotheses.

HI1: Internal locus of control positively affects

organizational commitment.
H2: Internal locus of control positively affects job
involvement.

Organizational
citizenship bchavior

Figure 1. Research model.
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2.2. Work Enthusiasm

Work enthusiasm is defined as extroverted, goal-oriented,
various modes of interpersonal relationship, handle changes

well, and enjoy new and different challenges on the job [14].

Work enthusiasm is an important factor influencing
employees’ work attitudes and behaviors. The enthusiastic
employees are generally expected to be energized and
active. They are more likely to express their passion for job
[15,16]. Smith [17] argued that if an individual have high
level of Work enthusiasm, he/she will endeavor all his/her
effort to strive for excellent performance.

Enthusiastic employees will have more job satisfaction
and spend more time on their work without any external
rewards [18]. As Dik and Duffy [19] indicated there is a
significant relationship between low job enthusiasm and low
organizational commitment. However, surprisingly less
research has examined the effect of work enthusiasm on job
involvement. Thus, the study proposes the following
hypotheses.

H3: Work enthusiasm positively affects organizational
commitment.

H4: Work enthusiasm positively affects job involvement.

2.3. Leader-member Exchange

LMX refers to the quality of the exchange relationship
that develops between employees and supervisors [20]. Due
to supervisors’ resources and time is usually limited, they
would choose trusted and liked subordinates to share most
of his/her valuable resources [21]. Then these enhanced
resources will lead high LMX subordinates to increase their
positive work attitudes such as job involvement and
organizational commitment.

Prior research has investigated the relationships between
LMX and organizational commitment and job involvement
[22,23,24]. For instance, Wayne and his colleagues
reviewed 23 studies and they found a positive relationship
between LMX and affective organizational commitment
[25]. In an empirical study by Lawrence and Kacmar [26],
LMX has a direct influence on job involvement. Thus, the
study proposes the following hypotheses.

H5: Leader-member exchange positively
organizational commitment.

H6: Leader-member exchange positively affects job
involvement.

affects

2.4. Organizational commitment, Job Involvement, and
OCB

Organizational commitment had been defined as “the
relative strength of an individual’s identification with and
involvement in an organization” [27]. Generally speaking,
organizational commitment is a stable attitude, which can
influence and maintain individual’s positive behavioral
direction in his/her organization. That is, since OCB
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represents behavior that go beyond the individual’s formal
obligations [28], organizational commitment represents a
relevant determinant. Further, prior research has been
empirically examined the influence of organizational
commitment on OCB [29].

Job involvement is defined as the extent to which the
individual identifies psycho- logically with his/her job [30].
Job involvement is considered to be a critical factor
influencing important individual outcomes and it could be a
primary determinant of individual motivation [31,32]. In
general, people with high levels of job involvement are likely
to put more effort into their jobs and would like to create a
better working environment. Hence, they might tend to
display higher levels of OCB. Empirically, prior research has
been investigated the relationship between job involvement
and OCB [33]. According to these arguments, this study
proposes the following hypotheses.

H7: Organizational commitment positively affects OCB.

HS: Job involvement positively affects OCB.

3. Methodology

3.1. Measures

All research variables were measured using multi-item
scales. To ensure the content validity of the scales, the items
selected must represent the concept in order to generalize in
another context [34]. Items selected for the constructs of the
research mainly adapted from prior studies to ensure content
validity.

The scales for organizational commitment were measured
by 4 subscales of Meyer, Allen, and Smith’ [35] commitment
scales. Job involvement was measured by using 4 items
which were taken from Kanungo’s Job Involvement
Questionnaire [36,37]. OCB was measured with 5 items
which were taken from a Chinese OCB scale of Farh,
Earley and Lin [38].

Locus of control was measured with a 5-item subset of
abbreviated version [39] of Rotter’s [10] general measure of
locus of control was administrated. LMX was measured by
using 5 items of Scandura and Graen [40]° LMX scale.
Work enthusiasm was measured by 5 items and adapted from
Lee and Lin [14]” work. All above items were scored on a
Likert scale from 1 to 5, with a 1 rating indicating strong
disagreement and a 5 rating indicating strong agreement.

3.2. Subjects

The study used nonrandom sampling technique (i.e.,
convenience sampling) to collect data [41]. A questionnaire
was designed and sent to high-tech companies chosen for the
study. Data for this study were collected mainly from 6
high-tech companies in the Hsinchu Science Park in Taiwan.
The respondents completed self-reported questionnaires. A
total of 280 surveys were distributed and a total of 211
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responses (75.4%) were received. Due to missing data and
outliers we obtained an effective response rate of n=201
(71.8%).

The individual respondents averaged 34 years of age and
had 3.5 years of experience in their present company.
Ninety-one percent had completed one college or university
degree. They work in a wide range of functional areas
including technical fields, such as operations and production,
R&D, and engineering (43.8%), marketing and sales (19.4%),
accounting and finance (26.9%), personnel and general
management (7.3%), and others (2.6%).

3.3. Data Analysis

Partial least squares (PLS) was conducted to test the
research model. PLS is a structural equation modeling (SEM)
technique and it can simultaneously examine the
measurement model and the structural model in one model
[42]. PLS is more appropriate in research areas where theory
is not as well developed as that demanded by LISREL [43].
Since less research has been integrated work enthusiasm,
locus of control, and LMX into one model, it is appropriate
to use PLS in the study.

4. Findings

4.1. Assessment of the Measurement Model

Psychometric properties of the scales were assessed in
terms of internal consistency, convergent validity, and
discriminant validity. The study used composite reliability
values (CR) and Cronbach’s alpha coefficients to assess
reliability and internal consistency of constructs. The results
in Table 1 show that all CR and Cronbach’s alpha
coefficients exceeded the 0.70 threshold suggested by
Bagozzi and Yi [44]. The results showed that all constructs
exhibited adequate internal consistency and reliability.

Table 1. Assessment of the measurement model

extracted (AVE) for all constructs exceeded 0.50 [45].

Table 2. AVE and PLS cross-loadings: convergent and discriminant
validity

LOC OCB LMX JI WE oC

AVE 0.59 0.53 0.68 0.59 0.71 0.70
LOCl 0.75 0.42 0.27 0.22 0.49 0.46
LOC2 0.85 0.42 0.30 0.22 0.62 0.48
LOC4 0.70 0.35 0.36 0.25 0.54 0.40
LOC5 0.76 0.38 0.25 0.21 0.54 0.41
OCBI1 0.46 0.73 0.28 0.26 0.33 0.26
OCB2 0.29 0.76 0.42 0.50 0.34 0.38
OCB3 0.24 0.71 0.40 0.50 0.28 0.27
OCB4 0.58 0.71 0.24 0.27 0.41 0.31
OCBS5 0.40 0.72 0.27 0.28 0.39 0.41
LMX1 0.28 0.36 0.75 0.59 0.30 0.39
LMX2 0.21 0.32 0.84 0.52 0.27 0.36
LMX3 0.31 0.35 0.88 0.60 0.39 0.44
LMX4 0.38 0.41 0.80 0.52 0.40 0.44
LMXS5 0.38 0.45 0.85 0.54 0.41 0.43
m 0.20 0.41 0.47 0.76 0.29 0.34
2 0.28 0.45 0.61 0.81 0.31 0.36
I3 0.20 0.35 0.47 0.73 0.24 0.18
J14 0.21 0.40 0.50 0.77 0.32 0.33
WEL1 0.66 0.39 0.38 0.33 0.87 0.57
WE2 0.55 0.33 0.36 0.34 0.79 0.46
WE3 0.58 0.42 0.37 0.28 0.85 0.55
WE4 0.61 0.45 0.33 0.33 0.87 0.55
0OCl 0.31 0.32 0.39 0.38 0.43 0.76
0C2 0.42 0.37 0.43 0.30 0.46 0.81
0C3 0.56 0.42 0.43 0.35 0.60 0.92
0C4 0.56 0.39 0.41 0.32 0.61 0.84

Further, Table 3 also presents satisfactory discriminant

validity as the square root of the AVE is larger than the
inter-construct correlations [46]. Due to above analyses
exhibited adequate internal consistency, convergent validity,
and discriminant validity, hence, the results indicated
acceptable psychometric properties.

Variables Cronbach’ a CR
Locus of control (LOC
. ( ) 0.77 0.85
Work enthusiasm (WE)
0.87 091
Leader-member exchange (LMX)
. 0.88 0.91
Job involvement (JT)
S . 0.77 0.85
Organizational commitment (OC) 06 0.90
Organizational citizenship behavior 0'7 3 0' 35

(OCB)

To evaluate discriminant and convergent validity, the
study examined whether all items loaded greater than 0.7 on
their respective construct. Cross-loadings of items are given
in Table 2. Due to low factor loading for item LOC3 and
WES, the study dropped the two items and rerun. The
modified loadings show a clear discriminant and convergent
validity for all constructs. Table 2 also demonstrates
satisfactory convergent validity since average variance

Table 3. Correlations of Construct and square root of AVE

LOC OCB WE LMX oC JI
LOC 0.77
OCB 0.51 0.73
WE 0.65 0.47 0.85
LMX 0.37 0.46 0.43 0.83
oC 0.55 0.45 0.63 0.49 0.84
I 0.29 0.53 0.38 0.67 0.41 0.77

Note: Diagonal bold elements were the square root of AVE.
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Figure 2. Model parameters for the research model: **P<0.05.

4.2. Assessment of the Structural Model

The PLS estimation results for the structural model are
shown in Fig. 2. The estimated path effects (B value), levels
of significance (P value), and explained variance (R? value)
using a bootstrapping procedure. To evaluate the full model,
the resulting structural model shows R”> of 0.49 for
organizational commitment, R” of 0.47 for job involvement,
and R” of 0.35 for OCB.

As can be seen, the results showed that locus of control
had a significant effect on organizational commitment
(B=0.19, P<0.05), however, locus of control had no
significant effect on job involvement. Thus, just H1 was
supported. Work enthusiasm had a significant effect on
organization commitment (f=0.39, P<0.05) and job
involvement ($=0.15, P<0.05). Both H3 and H4 were
supported. Further, LMX had a significant effect on
organization commitment (f=0.26, P<0.05) and job
involvement (Bf=0.63, P<0.05). Therefore, H5 and H6 also
were supported. Finally, organizational commitment had a
significant effect on OCB(f=0.29, P<0.05) and job
involvement also had a significant effect on OCB ($=0.41,
P<0.05). Both H7 and H8 were supported.

5. Limitations and Future Studies

Research findings must be considered in light of
limitations. First, as this study used a snapshot approach, a
longitudinal approach should be considered in future
research. Second, since this study used relatively small
sample to testify this model, future study can use a larger
sample size to improve the generalization of research
findings.

6. Conclusion and Implications

This study is to investigate the influence of locus of
control, work enthusiasm, and LMX on high-tech employees’
organizational commitment, job involvement, and OCB.
Although there was no effect of locus of control on job
involvement, other hypotheses were supported.

The findings of this study can enhance our understanding
how these antecedent factors can affect the levels of
employees’ important attitudes such as organizational
commitment, job involvement and OCB. By understanding
how these factors influence employees’ work attitude,
managers can better inspire and retain highly-qualified
employees. For example, supervisors can use many methods
such as delegation and empowerment to increase their LMX
with subordinates. These efforts can increase employees’ job
involvement and organizational commitment.

Further, owing to less research has integrated personality
factor (locus of control), attitude factor (work, enthusiasm),
and social exchange factor (LMX) in one model, the study
also provides valuable contributions for organizational
behavior and human resource management research.
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