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Hung-Wen Lee'

LOCUS OF CONTROL, SOCIALIZATION
AND ORGANIZATIONAL IDENTIFICATION

This study investigates the factors that influence employees' organizational identification.
Research focuses on the banking industry. Many factors can influence employees' organizational
identification; however, this study examines how locus of control and organizational socialization
affect employees’ organizational identification. The research analyses the relationships between
staff’s locus of control, organizational socialization, and organizational identification. This is done
so organizations can improve their personnel management, reduce negative impacts and increase
employees’ organizational identification. The findings of this study are: (1) locus of control influ-
ences organizational socialization; (2) locus of control influences organizational identification;
(3) organizational socialization influences organizational identification; (4) organizational social-
ization has mediating effects on locus of control and organizational identification.
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Xyn-Bens Jli

JIOKYC KOHTPOJIIO, COLIIAJII3ALIIA V1 OPTAHI3ALIIITHA
ITEHTU®IKAIIIS CITIBPOBITHUKIB

Y cmammi eusuaromoca paxmopu, aki enauearomv Ha opeawizauiliny idenmugixauiro
cniepobimuuxis. Jlocaidxucenns npogedeno na oanux baukiecokoi eaaysi Taiieanro. 3 6azamwvox
haxmopie, wo enausaromo nHa opeanizauiiny ioenmuixauyiro cniepodimHUKIE, PO32AIHYMO A10KYC
KOHmMpOAI0 ma opeanizayiiny couiatizauito nepconaay. Pesyismamu docaioncenns 0onomoxcymeo
nOKpawyumu yYnpaeaiHHs NepCcoHA10M, 3HU3UMU He2amueHi enaueu i nideuwumu pigeHd
opeanizauitinoi idenmudpixauii cniepobimuuxie. Pezyibmamu ybo2o 00CAi0NCeHHA NOKA3YIOND,
wo 1) a0Kyc KOHMPO.110 6NAUBAE HA Op2aHIi3auiiHy couiarizauiro; 2) 40Kyc KOHIMPOAIO 6NAUGAE HA
opeanizauitliny idenmudpixayiro; 3) couiaaizayina eniueac Ha opeauizauiiiny idenmugbixauiro;
4) couiaaizauina mae nocepeOHUUbKUN 6NAUE HA AOKYC KOHMPOAI Ma Op2aHi3auiliny
idenmudbixauiro.

Karouosi caosa: 1okyc koumpoanro, coyianizayis, opeanizauiiina ioenmudpixayis, nepconan.
Puc. 1. Jlim. 28.

Xyn-Benn JIu

JIOKYC KOHTPOJIA, COUNAIIN3ALINA U OPTAHU3SALIMOHHAA
NAEHTUOPUKAIINA COTPYJIHUKOB

B cmamve usynwaromcsa axmopol, eausiowue Ha 0peaHU3AUUOHHYIO UOEHMUDUKAUUIO
compyonuxos. Hccaedosanue nposedeno na oannvix 6ankoeckoui ompacau Tatieans. H3
MHOJMCECMEa (DAKmMopos, GAUAIOWUX HA OP2AHUAUUOHHYIO UOCHMUDUKAUUIO COMPYOHUKOE,
PACCMOMPEHbL A0KYC KOHMPOAS U OP2AHUAUUOHHAA couuaiuzauyus nepconaia. Pesyisvmamuot
UCCACO0BAHUSA NOMOSYH YAYMUIUMD YNPAGACHUE NEPCOHANOM, CHUIUMb HE2AMUBHbIE 6030€IICMEUS
U NOGLICUMD YPOGEHL OP2AHU3AUUOHHOU udeHmuurxayuu compyonuxos. Pesyiomamot 3mozo
uccaedosanus nokasviearom, uwmo 1) .10Kyc KOHMPOAA 6ausem HA OP2aAHU3AUUOHHYIO
couyuaauzauuro; 2) A0KYC KOHMPOAA 6AUsem HA OP2AHU3AUUOHHYIO UOeHMUpUKayuio;
3) coyuaauszayus eausem Ha OpPeaHU3AUUOHHYI UleHmudurayuro; 4) couuaiuzauus umeem
nocpeonuueckoe eAUAHUE HA A0KYC KOHMPOAS U OP2AHU3AUUOHHYI0 UdeHmupuKayuro.
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Karwueegvie caosa: nokyc KoHmpoas, COUUAIU3AuUS, OPSAHUBAUUOHHAS UOeHMUPUKAYUS,
nepconan.

Introduction. For an organization, employees’ interaction is very important in
organizational management. Social interactions with other employees described the
organizational socialization (Kato, 2010). For example, employees face a socializa-
tion challenge when joining a new organization. This interaction not only affects
organizational climate but also the performance of organization. A concept consid-
ered in studying the interaction is locus of control. The concept was developed by
Julian Rotter in 1954, and has since become an aspect of personality studies. "A locus
of control orientation is a belief about whether the outcomes of our actions are con-
tingent on what we do or on the events outside our personal control" (Zimbardo,
1985, p. 275).

Lee (2010) stated that human resource management should organize integration
into organization. One organizing matter is to reduce new employee’s fear and uncer-
tainty. Kato (2010) stated that successful organizational socialization will increase
employees' emotional commitment and identification with organization. This is
regardless of original background and personality. In other words, research supports
increasing organizational socialization helping organization' growth and stability.
Therefore, effective organization socialization is important in HR management.

To pursue matters affecting effective organization socialization, this study
explores how locus of control and socialization affect employees' organizational iden-
tification.

Literature review.

Locus of Control. Locus of control is a psychological theory about personality. A
person's "locus” is conceptualized as either internal or external (Rotter, 1966). An
implication is that a researcher can divide individuals into having internal locus of
control and external locus of control as a part of measuring employee's personality
traits. Kormanik and Rocco (2009) clarified the concept of locus of control as the dif-
ference in the way people perceive rewards and punishments. In the social learning
theory, Rotter (1966) divided individuals into having internal locus and having exter-
nal locus based on their beliefs and daily behaviors. People classified as having inter-
nal locus of control always believe that success is due to them interacting with people.
Alternatively, people classified as having external locus of control believe that success
arises from taking an opportunity, fate, and other influences of external environment.
The ideas suggest the value of investigating employees influences based on the locus
of control scales. Buttgen, Schumann & Atus' (2012) research on service providers
indicated locus of control influence organizational behavior, performance, and
socialization activities.

H1: Locus of control positively influences organizational socialization.

As an equation, LOC = C, o+ C; ; OS, where C4 1> 0.

Organizational Socialization. Organizational socialization refers to the mecha-
nism through which new employees acquire necessary knowledge, skills, responsibil-
ity, and behaviors to obtain insiders' support and become effective organizational
members. Taormina (1994) used 4 factors to measure employees' organizational
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socialization. The 4 factors are "training", "understanding”, "coworker support”, and
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"future prospects”. Related to this, Taormina (1994) proposed the OSI model and
demonstrated its feasibility in 2004. His studies indicated that organizational social-
ization should involve a long-lasting and continuous procedure. His key finding was
that successful socialization will help an organization build stronger organizational
commitment and better organizational performance (Syatat, 2006). Wu (2009) also
explored the impact of locus of control tendency on the degree of organizational
socialization finding a positive influence.

H2: Locus of control positively influences organizational identification.

As an equation, LOC = C, o+ C, ; OS, where C, ;> 0.

Organizational Identification. Identification has a long history. Foote (1951) was
the first researcher to use the term "identification" in the organizational context.
Foote brought up identification is a basis for motivation. Organizational identifica-
tion involves considering the individual as a member of an organization and is meas-
ured by willingness to act on behalf of organization. Tajfel's (1972, 1974) social iden-
tity theory (SIT) was a seminal work. Cheney and Tompkins (1987) clarified the
application of these concepts in SIT relating to organizations. Bullis & Bach (1989)
identified a gap between theory and research of organizational socialization and orga-
nizational identification. Mael & Asforth (1992) involved SIT being applied to orga-
nizational research field. Of particular relevance to this research, Edwards and Peccei
(2007) developed an organizational identification questionnaire. Their questionnaire
addresses the areas of a) self-categorization and labeling; b) values and goals; and c)
belongingness and membership.

H3: Organizational socialization positively influences organizational identifica-
tion.

An equation for this is OS = C; o+ C3 ; Ol, where Cg ;> 0.

Research model and method. To address the purposes of this study and given the
literature review, the researcher purposes the structure shown in Figure 1. The struc-
ture is consistent with Equations 1 to 3. However, in the figure one sees H4 associat-
ed with a "dotted" arrow through organizational socialization. H4 below is based on
Tolman's (1932, 1935, 1938) examination of mediation. Mediation refers to an
immanent determinant that is an intervening variable.

This variable must be estimated with appropriate results to support mediation
occurring.

H4: Organizational socialization has a mediating effect on locus of control and
organizational identification.

Mediation is defined in the literature. Baron and Kenny (1986), Judd and Kenny
(1981), and Frazier, Tix, & Barron (2004) discussed 4 steps in establishing mediation.
"The following conditions must hold: the independent variable must affect the medi-
ator in the first equation; second, the independent variable must be shown to affect
the dependent variable in the second equation; and third, the mediator must affect
the dependent variable in the third equation. If these conditions all hold in the pre-
dicted direction, then the effect of the independent variable on dependent variable
must be less in the third equation than in the second. Perfect mediation holds if the
independent variable has no effect when the mediator is controlled" (Baron and
Kenny, 1986). For H4 to be established, the conditions listed must apply.
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Locus of Organizational Organizational
Control H1 Socialization H3 Identification
Training Self-categorization
Internal and labeling
»| Understanding >
External Values and goals

Coworker support
Belongingness and
Future prospects membership

Figure 1. Research Structure

Measuring Instruments.

Information on scale items is given in (1) (2) and (3) below.

(1) Locus of control. In this research, Rotter's (1966) "internal locus of control”
and "external locus of control" are adopted and modified to measure locus of control.

(2) Organizational socialization. To measure organizational socialization,
Taormina's (1994, 2004) 4 aspects of "training”, "understanding”, "coworker support",
and "future prospects” were adopted and modified for use in this study.

(3) Organizational Identification. 3 aspects of organizational identification of
"self-categorization and labeling", "values and goals", and "belongingness and mem-
bership" proposed by Edwards and Peccei (2007) were adopted and modified in this
study to measure organizational identification.

Data collection. Questionnaire research was the approach adopted to obtain
information for analysis. As suggested above, the questions were obtained basing on
the existing literature. When the questions had been compiled and tested for being
understandable in Chinese, the questionnaires were distributed to quasi-randomly
selected people working in the banking industry in Taiwan. Of 300 questionnaires dis-
tributed, 121 questionnaires were returned, of which 19 were not usable. In other
words, 102 usable questionnaires were obtained yielding the 34% valid response rate.

Analysis and results.

Reliability. Reliability analysis of the results was by Cronbach's o for 3 scales
used. This research does not investigate how, for example, locus of control compo-
nents affect something but rather is concerned with locus of control overall. o overall
for locus of control scale is .813 justifying (e.g., based on Nunnally (1978) criterion
of exceeding .7) the locus of control scale. The overall organizational socialization
scale has the o of .762, so the organizational socialization scale is acceptable. Finally,
the overall organizational identification scale's o is .728 showing the organizational
identification scale is also acceptable.

Regression analysis. This research uses the regression analysis to verify the
acceptability of the hypotheses. Estimation shows that locus of control has positive
influence on organizational socialization. The regression analysis shows significance

(p < 0.05) and yields an adjusted R? of 0.361. In other words, about 36% of variance
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in organizational socialization is explained by locus of control. This establishes that
locus of control has significant/positive influence on organization socialization (f =
0.397, p < 0.05). The result means H1 receives support. As for H2 the estimation
allows accepting that locus of control has positive influence on organization identifi-
cation.

The regression analysis is significant (p < 0.05) with the adjusted R of 0.274. So,
one finds that variation in organizational identification is about 27% explained by
locus of control. Specifically, locus of control has significant positive influence on
organizational identification (B = 0.361, p < 0.05). H3 is also accepted. The regres-
sion analysis shows the estimation is significant (p < 0.05). In this case the adjusted
R?is 0.227. The R? value shows that about 22% of variation in organizational identi-
fication is explainable by organizational socialization (B = 0.268, p < 0.05). These
results allow concluding that H3 can be accepted.

To address H4, we consider the regression results. While locus of control and
organizational socialization both are set as independent variables, organizational
identification is the dependent variable. B = 0.106 (p > 0.05) is smaller and not sig-
nificant than that of the analysis between locus of control and organizational identi-
fication (f = 0.361). Based on the results, organizational socialization has a "perfect
mediating” effect between locus of control and organizational identification. In other
words, H4 can be accepted.

Conclusion and suggestions.

Conclusion. Locus of control has positive influence on organizational socializa-
tion. The regression analysis shows significant positive influence on organization
socialization. Given HI1 is accepted, the relationship between locus of control and
organizational socialization shown exists. In other words, organizational socialization
can, to some degree, be explained by locus of control. The R? value of 0.361 is large
enough to show that if cost effective action can be taken to influence the relation, this
should be pursued. In a similar vein, the research also verifies the importance of
selecting individuals by specific personality characteristics to organizational social-
ization. The regression analysis showing significant positive influence on organiza-
tional identification may raise issues of how it is appropriate to use personality char-
acteristics. Ignoring the matter is not consistent with the findings.

Given that the research establishes that organizational identification (H3) is to
some degree explained by organizational socialization, this needs to be considered in
HR planning. Furthermore, locus of control has a positive influence on organization
identification. This research approves the empirical evidence not only from organiza-
tion's perspective but also from individual's. Therefore, organizational identification
can be influenced by influencing locus of control in these interactions effects via
socialization. Organizational socialization has mediating effect in this research struc-
ture.

Suggestions. This research has significant implications for management. The
results reveal that locus of control and socialization are both influencing factors of
employees' organizational identification. Nevertheless, locus of control, organiza-
tional socialization and organizational identification strongly relate to each other.
Therefore, when organizations consider their organizational identification to be valu-
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able and important, should also pay attention to locus of control and socialization. In
order to increase organizational identification of employees, management needs to
lead them to appropriate locus of control. Basing on this research, a socialization pro-
gram should be developed to increase interaction opportunities for employees to
enhance organization identification. Socialization should address opportunities to
employees for interaction and cooperation. As appropriate, employees should be
shown the value and importance of team work. Holding social functions for employ-
ees may facilitate social interaction.

Limitations. This research has limitations. The research was only based on the
data from Taiwan banking personnel and the sample was rather small. Hopefully,
research on other sectors would confirm the findings, so statements given can be
taken as general in the future. Frankly, the author sees no reason that the results are

unique to banking or for Taiwan. As for the sample size, the results were significant.
However, further research to see if coefficients have similar values and R? values are
similar is needed.

References:

1. Baron, R.M., Kenny, D.A. (1986). The moderator-mediator variable distinction in social psy-
chological research: conceptual, strategic, and statistical considerations. Journal of Personality and Social
Psychology, 51(6): 1173-1182.

2. Blau, G.J. (1993). Testing the relationship of locus of control to different performance dimen-
sions. Journal of Occupational and Organizational Psychology, 66: 125-138.

3. Bullis, H.C., Bach, B.W. (1989). Socialization turning points: An examination of change in
organizational identification. Western Journal of Speech Communication, 53: 273-293.

4.  Blau, G.J., Boal, K.B. (1987). Conceptualzing how job involvement and organizational com-
mitment effect turnover and absenteeism. Academy of Management Review, 12(2): 288-300.

5. Buttgen, M., Schumann, J.H., Atus, Z. (2012). Service Locus of Control and Customer
Coproduction: The Role of Prior Service Experience and Organizational Socialization. Journal of Service
Research, 15(2): 166-181.

6.  Cheney, G.(1983). On the various changing meanings of organization membership: A field study
of organizational identification. Communication Monographs, 50: 342-362.

7.  Cheney, G., Tompkins, P. (1987). Coming to Terms with Organizational Identification and
Commitment. Central States Speech Journal, 38(1): 1-15.

8. Edwards, M.R., Peccei, R. (2007). Organizational identification: development and testing of a
conceptually grounded measure. European Journal of Work and Organizational Psychology, 16: 25-57.

9. Foote, N.N. (1951). Identification as the basis for a theory of motivation. American Sociological
Review, 16: 14-21.

10.  Frazier, PA., Tix, A.P., Barron, K.E. (2004). Testing moderator and mediator effects in coun-
seling psychology research. Journal of Counseling Psychology, 51: 115-134.

11. Judd, C. M., & Kenny, D. A. (1981). Process analysis: Estimating mediation in treatment evalu-
ations. Evaluation Review; 5, pp.602-619.

12. Kato, N. (2010). Psychological Acculturation, Organizational Socialization and Organizational
Commitment: The Case of Japanese Brazilian Working in Japan, PhD Dissertation, California State
University.

13.  Kormanik, M., Rocco, T. (2009). Internal versus external control of reinforcement: A review of
the locus of control construct. Human Development Review, 8: 436-483.

14. Lee, H.W. (2010). Demonstrating the Importance of Interactional Socialization In
Organization, Systems Research and Behavioral Science, 27(3).

15. Lodahl, T.M., Kejner, M. (1965). The definition and measurement of job involvement. Journal
of Applied Psychology, 49(1): 24-33.

16. Mael, F., Ashforth, B. (1992). Alumni and their alma maters: A partial test of the reformulated
model of organizational identification. Journal of Organizational Behavio, 13: 103-123.

17. Nunmnally, J. C. (1978). Psychometrics methods. NY: McGraw-Hill.

ACTUAL PROBLEMS OF ECONOMICS, #8 (146), 2013



328 HOBUHU CBITOBOI HAYKU

18. Rotter, J. (1966). Generalized expectancies for internal versus external control of reinforce-
ments. Psychological Monographs, 80, No. 609.

19. Syatat, A. (2006). Human Resource Management, Management issuances. 3 edition. Tehran.
Pp. 47-171.

20. Tajfel, H. (1972). Experiments in a vacuum. In: Isreal, J. and Tajfel, H. (eds). The Context of
Social Psychology. London: Academic Press.

21. Tajfel, H. (1978). Social categorisation, social identity and social comparison. In: Tajfel, H.
(ed.). Differentiation Between Social Groups: Studies in the Social Psychology of Inter-Group Relations.
London: Academic Press.

22. Taormina, R.J. (1994). The Organizational Socialization Inventory. International Journal of
Selection and Assessment, 2: 133-45.

23. Taormina, R.J. (2004). Convergent validation of two measures of organizational socialization.
International Journal of Human Resource Management, 15(1): 76-94.

24. Tolman, E.C. (1932). Purposive behavior in animals and men. New York: Century.

25. Tolman, E.C. (1935). Psychology versus immediate experience. Philosophy of Science, 2(2):
356-380.

26. Tolman, E.C. (1938). The determinants of behavior at a choice point. Psychological Review, 45:
1-41.

27. Wu, G.Y. (2009). An analysis on the relationship between the degree of organizational social-
ization and individual traits. International Conference on Service Systems and Service Management 2009
(Pp. 910-915). Xiamen, China.

28. Zimbardo, P. (1985). Psychology and life. IL: Scott Foresman.

Cratts Hagiiaa no pepakiii 14.11.2012.

AKTYAJIbHI NTPOBJIEMW EKOHOMIKU, Ne8 (146), 2013



