
Validation of locus of control scale in Chinese organizations q

Jiajin Tong, Lei Wang *

Department of Psychology, Peking University, Beijing 100871, China

Received 23 August 2005; accepted 10 March 2006
Available online 30 May 2006
Abstract

The aim of this research was to revise Rotter’s (1966) internal–external locus of control (LOC) scale, and
especially to examine the feasibility of its use in Chinese organizations. The present study had 306 full-time
employees and results showed that our Chinese revision of Rotter’s Locus of Control Scale retained a sin-
gle-factor structure. The scale had acceptable reliability, good criterion-related validity, and empirical
validity. The psychometric properties of the revised scale supported its feasibility as a research instrument
to measure LOC appropriately in Chinese employee population. The results also showed that Chinese
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or powerful others. Locus of control has been shown to have important applications and out-
comes in a wide variety of settings, including organizations (Spector, 1988).

1.1. Measurement of LOC

Since the concept of LOC originated, many scales have been developed to measure it such as
Rotter’s Internal–external locus of control scale (Rotter, 1966





944 J. Tong, L. Wang / Personality and Individual Differences 41 (2006) 941–950
Warr, Cook, and Wall (1979) and Furnham, Sadka, and Brewin (1992) used a 6-item scale to
measure intrinsic job motivation. It is a 7-point scale (1 = strongly disagree to 7 = strongly agree).
The total score can range from 6 to 42. Higher scores are indicative of higher intrinsic job moti-
vation. In the present study the internal consistency coefficient was .78.

Ma and Liang’s (1997) revised Chinese version of House and Rizzo’s (1972) work stress scale
was used. It consists of 11 items reflecting employees’ stress experiences on work. It is a 6-point
scale (1 = completely disagree to 6 = completely agree). The total score can range from 11 to 66.
Higher scores are indicative of experiencing higher work-related stress. In the present study the
internal consistency coefficient was .89.

The job satisfaction scale was developed by Evers, Frese, and Cooper (2000). It is a 7-point
scale (1 = strongly satisfied to 7 = strongly dissatisfied) with 10 items. The total score can range
from 10 to 70. Higher scores are indicative of higher job satisfaction. In the present study the
internal consistency coefficients were .78 (for ‘‘general job satisfaction’’), .87 (for ‘‘satisfaction
with pay’’) and .87 (for the whole scale).

The organizational affective commitment scale has six items used by Meyer, Allen, and Smith
(1993) and Chen and Francesco (2003). It is a 7-point scale (1 = strongly disagree to 7 = strongly
agree). The total score can range from 6 to 42. Higher scores are indicative of higher organiza-
tional affective commitment. In the present study the internal consistency coefficient was .91.

The intention to leave scale has three items used by Guest, Peccei, and Thomas (1993) and
Proudfoot, Corr, Guest, and Gray (2001). It is a 7-point scale (1 = strongly disagree to
7 = strongly agree). The total score can range from 3 to 21. Higher scores are indicative of higher
intention to leave. In the present study the internal consistency coefficient was .73.

Job performance was assessed through 20 items of Goodman and Svyantek’s (1999) measure. It
is a 7-point scale (1 = strongly disagree to 7 = strongly agree). The total score can range from 20 to
140. Higher scores are indicative of higher job performance. In the present study the internal con-
sistency coefficients were .89 (for ‘‘task performance’’), .86 (for ‘‘altruism’’), and .79 (for
‘‘conscientiousness’’).
3. Results

3.1. Item analysis

First, we conducted item-total analyses. The results showed that the inter-item correlations
were all significant, with correlations ranging from .18 to .56. We selected those with scores in
the upper and lower 27% as extreme groups to compute every item discrimination index (see Mur-
phy & Davidshofer, 2005). We found that differences between these two groups in all items ranged
.18–.78. As shown in Table 1, item 18 and item 23 received the lowest item-total correlations and
the lowest item discriminations (both lower than .30) and therefore were deleted.
3.2. Structure validity

We conducted confirmatory factor analysis (CFA) on the remaining 21 items. Cases with miss-
ing data were deleted listwise. Results showed that the single-factor structure fit well:



v2(df = 189) = 258.26, p < .01, GFI = .92; AGFI = .91; CFI = .89; and RMSEA = .036. These



3.5. Criterion-related validity

Correlation analyses reveal that individuals with external locus of control had lower self-effi-
cacy (r(303) = �.23, p < .001 < .01), lower job intrinsic motivation (r(221) = �.19, p = .004 <
.01), lower organizational affective commitment (r(306) = �.36, p < .001 < .01), higher intention



Table 2
Group differences in locus of control

Variable Group N M SD

Gender Male 182 8.55 4.27
Female 120 10.42 3.58

Education Lower degree 139 8.68 4.03
3.8. Chinese employees’ locus of control

There were 21 items in revised Rotter’s I–E scale. In our sample, the total score ranged from 0
to 19, with a mean score of 9.31 ± 4.12. Since different revisions of the scale have different num-
bers of items, we used the mean score per item. As referred to Table 3, people in our sample were
more internal (.443) than people in Wang’s (1991) Chinese undergraduate student sample (.618)
and participants in Wang’s (1991) American undergraduate student sample (.486). Managers were
internal (.453) in this study, while by the mean Forte (2004) got a more internal result (.300) in an
American manager sample.

Although direct comparison of the results is difficult due to differences in samples and proce-
dures, it appears that the Chinese in our study were more internal than those in the Chinese
undergraduate sample (Wang, 1991). Compared to a contemporary sample of American manag-
ers, our Chinese sample appears less internal in locus of control. Further research and compar-
ison with undergraduate samples in China can help to test if locus of control is changing in
China.





Locus of control (LOC) is an important personality attribute in work settings. It is correlated
with many organizational outcomes, and is influenced by culture. In China, measuring employees’
LOC is a useful way to understand individual behaviors and outcomes. It is also useful to explore
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