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Abstract

This study proposes a conceptual model for examining the formation of perceived job productiv-
ity and its antecedents. In the model, leader–member exchange and job satisfaction both directly and
indirectly influence perceived job productivity, with the latter effect occurring through the mediation of
organizational commitment. Gender moderates each model path. The moderating effects are simultane-
ously tested using data from 344 engineering staff of a large Taiwanese high-tech manufacturer. Lastly,
the empirical findings and their implications are discussed.
© 2009 Western Social Science Association. Published by Elsevier Inc. All rights reserved.

Organizational commitment is a psychological state in which an employee identifies with
his or her organization and organizational goals and desires to maintain membership with the
organization (Lin & Ma, 2004). Various studies have noted that organizational commitment is
an important influence on job productivity, and that the relationship between the two constructs
is positive and significant (Baugh & Roberts, 1994). Job productivity was examined in previous
research using different self-reported measures in terms of productivity change, performance
rating, absenteeism, and work time used for personal matters (Joo & Garman, 1998). That such
job productivity differs across the genders has been discussed somewhat in studies related to
gender issues (e.g., Greenhaus & Parasuraman, 1993; Sinangil & Ones, 2003). An individuals’
job productivity is an important indicator of the entire organizational productivity given that
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employees’ perceived job productivity is critical and influential to the overall effectiveness of
their organization (Elmuti, 1996; Frohman, 1978). Despite significant social science research
over the past two decades on the development of organizational commitment, the potential
moderating impact of gender on the relationship among organizational commitment, perceived
job productivity and other factors (e.g., job satisfaction) has received far less attention than it
deserves. Thus, this study complements previous research by comparing work-related attitudes
and perceptions among females and males in high-tech occupations.

A gendered analysis is essential to learn and delineate the process of global restructuring,
which reflects heightened international competition, a greater emphasis on markets, and rapid
high-tech change (Macdonald, 1991). Nevertheless, very little is known about the differing
work attitudes between females and males in the high-tech industry. Although many studies
have examined the attitudes of high-tech staff in industrial society, they have focused mainly on
males. Moreover, much of the early literature on the work of females studied middle-class, blue-
collar females. Investigating whether or not gender differences exist in staff reactions to their
workplace (such as organizational commitment) and jobs (such as perceived job productivity).
This study differs from previous works in two different crucial aspects. First, previous studies
have made gender comparisons for blue-collar workers (e.g., Loscocco, 1990) and publishing
firm sales representatives (Russ & McNeilly, 1995), but the applicability of these findings for
high-tech white-collar professionals is uncertain. This study incorporates gender as a moderator
and uses a sample from various engineering departments of a leading high-tech manufacturer
in Taiwan. Particularly, the findings of this study based on the surveyed staff from engineering
departments are likely extrapolated to a range of white-collar professions. Second, gender
has been discussed in most studies from the perspective of its main effects rather than of
its moderating effects. This study complements previous studies and thus provides critical
managerial implications related to gender.

1. Conceptual model

This study reports a conceptual model drawn and modified directly from previous literature
(Lin & Ma, 2004) and hypothesizes the moderating effects of gender on each model path. In the
model, individual job satisfaction is considered a positive emotional state caused by the assess-
ment of job experiences, while leader–member exchange (LMX) refers to supervisor–staff
dyadic transactions, involving various social exchange relationships between supervisors and
subordinates (Lee, 1999). Note that the role of gender in this study has not been discussed in
previous research by Lin and Ma (2004) or others.

Previous research finds that females experience life differently than males (Russ & McNeilly,
1995), suggesting substantial differences in affect, attitudes, and perception. In this study,
perceived job productivity is influenced by staff attitudes regarding LMX, organizational com-
mitment, and job satisfaction. Thus, the study of staff attitudes is essential to understand the
choices engineering supervisors have to make in setting goals for improved engineering pro-
ductivity (Lin & Ma, 2004). Nevertheless, attitudes are a complex construct, and differ for
different genders. Particularly, significant gender differences have been found in self-image
and social factors such as the need to impress others and the importance attached to the opinions
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of others (Oumil & Erdem, 1997). Feminine traits reflect care for others, the importance of
relationships, and compromise and negotiation in conflict resolution (Hofstede, 1991). Male
traits are dominated by the need for material success and progress, and the importance of
money and possessions, as evidenced by the tendency by males to use force to resolve conflict.
The relevant sociological and psychological literature reveals a strong tendency for men to
rate advancement and earning power highly, while women rate interpersonal aspects highly
(for example, LMX). Previous work (Oumil & Erdem, 1997) offers insight into the origins
of sex differences in thinking and behavior, in turn suggesting why underlying staff gender
differences might exist in high-tech industries.

Gender may affect staff workplace perceptions and attitudinal reactions to organizations,
while the influences of organizational practices on organizational commitment and perceived
job productivity may differ between males and females (Ngo & Tsang, 1998). Females have
higher work and family-role demands than males (Higgins, Duxbury, & Lee, 1994). Such
gender role differentiation and the resultant work–family conflicts then affect individual work
outcomes and well being. Another major reason for gender acting as a moderator of the for-
mation of job attitudes may be the recurring, finding that females attach strong importance
to social relationships (Russ & McNeilly, 1995). Specifically, given the disadvantages female
face in the labor market (Loscocco, 1990), good quality LMX in an organization is a major
accomplishment and influences organizational commitment and perceived job productivity
more strongly among females than males. Meanwhile, the influence of job satisfaction on both
organizational commitment and perceived job productivity might be stronger for males than
for females, as males attach more importance to the nature of their work than do females (Russ
& McNeilly, 1995).

The relationship between LMX and perceived job productivity may be potentially moderated
by gender, because females, compared to males, are more likely to expect change in their
communication patterns in the high LMX (Lee, 1999), which they perceive as facilitating
(or improving) their productivity. These results show that the effect of the LMX quality on
perceived productivity depends on the gender of the employees. Consequently, females have
been found to be more relationally sensitive and skillful in their job contents (e.g., Rosener,
1990), and thus their perceived productivity is more likely boosted under the circumstances of
good quality of LMX.

Collectively, even though considerable research has been undertaken on the attitudinal pat-
terns linked to gender differences (e.g., Russ & McNeilly, 1995), the moderating effects of
gender on the paths of the proposed model in high-tech engineering contexts have been rel-
atively neglected. Therefore, the following five hypotheses (H1–H5) considering gender as a
moderator are tested as below.

H1: The relationship between organizational commitment and perceived job productivity
is moderated by gender, and this relationship is stronger among females than males.

H2: The relationship between LMX and perceived job productivity is moderated by
gender, and this relationship is stronger among females than males.

H3: The relationship between LMX and organizational commitment is moderated by
gender, and this relationship is stronger among females than males.
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H4: The relationship between job satisfaction and perceived job productivity is moderated
by gender, and this relationship is stronger among males than females.

H5: The relationship between job satisfaction and organizational commitment is moder-
ated by gender, and this relationship is stronger among males than females.

2. Methods

Most previous quantitative studies tested the moderating effect using exploratory analysis
such as multiple regression and MANOVA. However, the practice of applying a moderated
regression or MANOVA to data and hypotheses that are actually reflective of latent-variable
systems can be somewhat misleading (Chiu, Lin, & Tang, 2005). This work thus attempts to
complement past studies by investigating the moderating effect using a complete SEM model.

2.1. Subjects

The study subjects were staff of various engineering departments at a leading TFT-LCD
manufacturer in Taiwan. The sample characteristics are presented in Table 1. Data analysis
was performed using three groups—namely, total sample, male sample, and female sample,
respectively. Note that TFT-LCD is a variant of liquid crystal display which applies the tech-
nology of thin film transistor to improve image quality such as addressability, contrast, etc.,
and it is very important in Taiwan’s economic development.

2.2. Measures

The constructs and dataset adopted in this study are the same ones used in the previous
research by Lin and Ma (2004). Perceived job productivity with four items was originally
designed by Singh (2000). Organizational commitment with six items was originally from

Table 1
Characteristics of the sample.

Characteristic Total (N = 343) Male (N = 159) Female (N = 184)

Age
20 years or less 70 20.41% 32 20.13% 38 20.65%
21–30 years 95 27.70% 43 27.04% 52 28.26%
31–40 years 117 34.11% 57 35.85% 60 32.61%
41–50 years 33 9.62% 15 9.43% 18 9.78%
51 years or above 28 8.16% 12 7.55% 16 8.70%

Tenure
Less than 1 year 94 27.41% 50 31.45% 44 23.91%
1–5 years 215 62.68% 94 59.12% 121 65.76%
6 years or more 34 9.91% 15 9.43% 19 10.33%

Marriage
Single 158 46.06% 80 50.31% 78 42.39%
Married 185 53.94% 79 49.69% 106 57.61%
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Table 2
Goodness-of-fit indices for the measurement model.

Group χ2 d.f. p-Value NFI NNFI CFI GFI AGFI RMR

Total sample 45.21 29 .03 .98 .99 .99 .97 .95 .02
Male sample 50.64 29 .01 .95 .96 .98 .94 .89 .02
Female sample 35.63 29 .19 .97 .99 .99 .96 .93 .03

Wayne, Shore, and Liden (1997). Leader–member exchange (LMX) with six items was drawn
from Scandura and Graen (1984). Job satisfaction with four items was drawn from Rich (1997)
and Hackman and Oldham (1975).

2.3. Data analysis

Structural equation modelling (SEM) with a two-step procedure proposed by Anderson
and Gerbing (1988) is used to perform data analysis. The reliabilities for all constructs in
this study exceed .7 for three groups, satisfying the general requirement of reliability for
research instruments. The overall goodness-of-fit indices shown in Table 2 (RMR smaller than
.05, χ2/d.f. smaller than 2.0, CFI, NFI, NNFI, GFI, and AGFI all greater than .9 except one
value of AGFI slightly lower than .9) indicate that the fits of the models are all satisfactory
(Lin & Ma, 2004). All factor loadings for indicators measuring the same construct are also
statistically significant according to test results, showing that convergent validity is obtained.
Accordingly, since the χ2 difference statistics for every two constructs all exceed 11.58 (i.e.,
overall .01 significance level) the Bonferroni method, discriminant validity is successfully
achieved.

3. Results

This study uses the analytical strategy of Singh (1995) to examine the existence of the
moderating effect on the proposed model of this study. The χ2 statistics for the unconstrained

Table 3
Path coefficients and t value for three models respectively.

Hypothesis Total Male Female

Standardized
coefficient

t-Value Standardized
coefficient

t-Value Standardized
coefficient

t-Value

OC → PJP .30** 3.72 .29 2.55 .26* 1.78
LMX → PJP .20** 2.64 −.07 −.69 .26* 1.84
LMX → OC .54** 7.92 .24** 2.27 .73** 6.30
JS → PJP .24** 3.91 .47** 3.15 .21** 2.88
JS → OC .26** 4.37 .50** 4.07 .12* 1.73

F1 = perceived job productivity (PJP); F2 = organizational commitment (OC); F3 = leader–member exchange
(LMX); F4 = job satisfaction (JS).

∗ Significant at the .10 overall significance level.
∗∗ Significant at the .05 overall significance level.
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Table 4
Hypothesis results.

Hypothesis Unconstrained model Constrained modela χ2 difference Male vs. female Conclusion

H1 χ2 = 86.28 (d.f. = 58) χ2 = 86.66 (d.f. = 59) .38 (d.f. = 1) Male = female Not supported
H2 χ2 = 86.28 (d.f. = 58) χ2 = 89.89 (d.f. = 59) 3.61* (d.f. = 1) Male < female Supported
H3 χ2 = 86.28 (d.f. = 58) χ2 = 88.90 (d.f. = 59) 2.62 (d.f. = 1) Male = female Not supported
H4 χ2 = 86.28 (d.f. = 58) χ2 = 91.05 (d.f. = 59) 4.77** (d.f. = 1) Male > female Supported
H5 χ2 = 86.28 (d.f. = 58) χ2 = 101.63 (d.f. = 59) 15.35*** (d.f. = 1) Male > female Supported

a The subjective path coefficient is constrained equally for cross-group datasets.
∗ p < .10.
∗∗ p < .05.
∗∗∗ p < .01.

model and constrained model are, respectively, 86.28 (d.f. = 58) and 111.15 (d.f. = 63). Their
difference is 24.87 with 5 degrees of freedom. The significant difference (at the 1% level)
indicates that the moderating effects do exist.

Table 3 illustrates the result of the analysis. All five paths are significant for the total sample.
Therefore, the test results successfully achieve the goal of confirmatory analysis for this study.

Table 4 describes the tests results of the moderating effect for each individual path. From
Table 4, the influences of organizational commitment on perceived job productivity and of
LMX on organizational commitment are similar for both groups (H1 and H3 are not supported),
while the influence of LMX on perceived job productivity is stronger for the female group than
male group (H2 is supported). Finally, the influence of job satisfaction on both organizational
commitment and perceived job productivity are stronger for the male group than the female
group (H4 and H5 are supported).

4. Discussion and limitations

This research examines the applicability of perceived job productivity by simultaneously
understanding LMX, job satisfaction, and organizational commitment and distinguishing gen-
der differences among the construct relationships. The findings of this study are in part
consistent with previous studies on the relationships among LMX, job satisfaction, organi-
zational commitment, and perceived job productivity. The evidence supporting the significant
relationships in the proposed model for the entire sample can encourage engineering supervi-
sors to pursue stable and high perceived job productivity to benefit both staff and firms. Staff
enjoying high quality exchanges with their supervisors display enhanced organizational com-
mitment and perceived job productivity. This phenomenon has been similarly emphasized by
Graen and Uhl-Bien (1995) in the “leadership making” model of LMX theory in which they
recommended that leaders should “offer the opportunity to develop a high-quality relationship
to all of their subordinates”. The findings of this study regarding the moderating effects of
gender are unique to management practice. The major implications related to the moderating
effects confirmed in this study (H2, H4 and H5) are further discussed below.

The stronger influence of LMX on perceived job productivity for female staff (H2) than for
male staff reflects females’ concern with establishing a personal identity through interdepen-



198 C.-P. Lin et al. / The Social Science Journal 46 (2009) 192–200

dent and nurturing relations with others (e.g., Cook, 1993). Specifically, females in the low
LMX are likely to be the most “disadvantaged” workers (e.g., poor perceived job productivity),
due to the sensitive influence of LMX on perceived job productivity. Furthermore, this finding
suggests that it is more critical for females than for males to have an enthusiastic supervisor
who treats their subordinates as good friends, given the stronger influence of LMX on per-
ceived job productivity among females than among males. The above finding also indicates
that strengthening social ties to maintain good LMX may be an appropriate technique for
supervisors to use to significantly increase perceived job productivity among female staff. In
other words, the present findings may cause supervisors to give more affective consideration
to female staff than to male staff from the social networking perspective.

This finding can be generalizable to discussions of interpersonal communication—that is,
the perceived job productivity of females changes significantly with differences in the level
of perceived quality of their communication and exchange relationships with supervisors.
Supervisors seeking to obtain a high LMX may have to place greater emphasis on interpersonal
relationships and find innovative ways to make supervisor-to-staff relationships more closely
resemble friendships. Supervisors can make the management more interpersonally oriented to
female staff.

Because the influences of job satisfaction on organizational commitment and perceived
job productivity are stronger for males than females (H4 and H5), males may be very sensi-
tive to job satisfaction, significantly influencing organizational commitment and perceived
job productivity. This possibility provides additional support for the statement that male
socialization leads them to identity themselves as independent, assertive, and goal-directed
(Cook, 1993), and to view their job roles as central to their self-perception. For instance,
it was concluded that job satisfaction might reflect the affective response of individuals to
the organizational exchange relationship, and the equity–satisfaction relationship in a job
is stronger for males than for females (Brockner & Adsit, 1986). The finding of this study
also implies that males are more work-oriented than females. At the same time, whenever
male staff are found to perceive low job satisfaction, supervisors should consult with them
and attempt to act on their complaints to eliminate the causes of their job dissatisfaction.
Should management neglect the job satisfaction of male staff, they are more likely than
females to react with low organizational commitment and perceived job productivity. For
instance, supervisors must make an effort to understand how job restructuring is specifically
affecting male staff. Moreover, supervisors should make managerial policies different across
gender to increase the staff’s organizational commitment and job productivity. For example,
promotions, rewards, and career growth are the major sources of job satisfaction. Conse-
quently, engineering a training policy for male staff may be based on offering incentives
related to future career growth or job rewards so as to increase their enthusiasm toward jobs,
because male staff tend to be motivated by material success, progress, and money accord-
ing to the typical male traits. When managerial policy is well designed as above, male staff
will promptly respond with markedly increased organizational commitment and perceived job
productivity.

It is important to note some limitations of this study. First, while the findings of this study
support the view that these relationships vary across gender, longitudinal research designs that
measure the focal variables at multiple points in time are essential. Second, it is important to
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note that this study measured perceived job productivity that was self-reported by employees
themselves rather than job productivity as evaluated by their supervisors, which may lead, more
or less, to a bias towards employees’ job productivity in their organization. To sum up, this
feature of the model could be modified. For example, there may be other potential moderators
that influence the model paths of this study.

Acknowledgement

This work was supported financially by the National Science Council, Republic of China.

References

Anderson, J. C., & Gerbing, D. W. (1988). Structural equation modeling in practice: A review and recommended
two-step approach. Psychological Bulletin, 103, 411–423.

Baugh, S. G., & Roberts, R. M. (1994). Professional and organizational commitment among engineers: Conflicting
or Complementing? IEEE Transactions on Engineering Management, 41, 108–114.

Brockner, J., & Adsit, L. (1986). The moderating effect of sex on the equity–satisfaction relationship: A field study.
Journal of Applied Psychology, 1, 585–590.

Chiu, Y. B., Lin, C. P., & Tang, L. L. (2005). Gender differs: Assessing a model of online purchase intentions in
e-tail service. International Journal of Service Industry Management, 16, 416–435.

Cook, E. P. (1993). The gendered context of life: Implications for women’s and men’s career—Life plans. The
Career Development Quarterly, 41, 227–237.

Elmuti, D. (1996). The perceived impact of team-based management systems on organizational effectiveness.
International Journal of Manpower, 17(8), 4–21.

Frohman, A. L. (1978). Mismatched problems in managing professionals. Research Management, 21(5),
20–25.

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: Development of leader–member
exchange (LMX) theory of leadership over 25 years: Applying a multi-level multi-domain perspective. Leader-
ship Quarterly, 6, 219–247.

Greenhaus, J. H., & Parasuraman, S. (1993). Job performance attributions and career advancement prospects:
An examination of gender and race effects. Organizational Behavior and Human Decision Processes, 55(2),
273–297.

Hackman, J. R., & Oldham, G. R. (1975). Development of the job diagnostic survey. Journal of Applied Psychology,
60, 159–170.

Higgins, C., Duxbury, L., & Lee, C. (1994). Impact of life-cycle stage and gender on the ability to balance work
and family responsibilities. Family Relations, 43, 144–150.

Hofstede, G. (1991). Culture and organizations. New York: McGraw-Hill.
Joo, S. & Garman, E. T. (1998). The potential effects of workplace financial education based on the relationship

between personal financial wellness and worker job productivity. In E. T. Garman, S. Joo, I. E. Leech, & D.
C. Bagwell (Eds.), Personal Finances and Worker Productivity, Proceedings of the Personal Finance Employee
Education Best Practices and Collaborations Conference, Roanoke, VA, 2(1), p. 163–174.

Lee, J. (1999). Leader–member exchange, gender, and members’ communication expectations with leaders. Com-
munication Quarterly, 47, 415–429.

Lin, C. P., & Ma, H. C. (2004). Effects of leader–member exchange, job satisfaction, and organizational commitment
on diagnosing employee job performance using career stage as a moderator. Asia Pacific Management Review,
9, 79–99.



200 C.-P. Lin et al. / The Social Science Journal 46 (2009) 192–200

Loscocco, K. A. (1990). Reactions to blue-collar work: A comparison of women and men. Work and Occupations,
17, 152–177.

Macdonald, M. (1991). Post-Fordism and the flexibility debate. Studies in Political Economy, 36, 177–201.
Ngo, H. Y., & Tsang, A. W. N. (1998). Employment practices and organizational commitment: Differential effects

for men and women? The International Journal of Organizational Analysis, 6, 251–266.
Oumil, A. B., & Erdem, O. (1997). Self-concept by gender: A focus on male-female consumers. Journal of Marketing

Theory and Practice, 5, 7–14.
Rich, G. A. (1997). The sales manager as a role model: Effects on trust, job satisfaction, and performance of

salespeople. Journal of the Academy of Marketing Science, 25, 319–328.
Rosener, J. B. (1990). Ways women lead. Harvard Business Review, 68, 119–133.
Russ, F. A., & McNeilly, K. M. (1995). Links among satisfaction, commitment, and turnover intentions: The

moderating effect of experience, gender, and performance. Journal of Business Research, 34, 57–65.
Scandura, T. A., & Graen, G. (1984). Moderating effects of initial leader–member exchange status on the effects

of a leadership intervention. Journal of Applied Psychology, 69, 428–436.
Sinangil, H. K., & Ones, D. S. (2003). Gender differences in expatriate job performance. Applied Psychology, 52(3),

461–475.
Singh, J. (1995). Measurement issues in cross-national research. Journal of International Business Studies, 26,

597–619.
Singh, J. (2000). Performance productivity and quality of frontline employees in service organizations. Journal of

Marketing, 64, 15–34.
Wayne, S. J., Shore, L. M., & Liden, R. C. (1997). Perceived organizational support and leader–member exchange:

A social exchange perspective. Academy of Management Journal, 40, 82–111.


	Modeling perceived job productivity and its antecedents considering gender as a moderator
	Conceptual model
	Methods
	Subjects
	Measures
	Data analysis

	Results
	Discussion and limitations
	Acknowledgement
	References


