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Abstract. Entrepreneurial orientation (EO) has become a critical characteristic for individual career advancement and the devel-
opment of corporate entrepreneurship. Nevertheless, the connection between personal-organizational fit regarding EO and the
working attitudes of employees remains underexplored in the existing literature. This paper explores the impact of alignment be-
tween organizational entrepreneurial orientation (OEO) and individual entrepreneurial orientation (IEO) on employee’s positive
work attitudes, focusing on affective commitment (AC) and organizational identity (Ol). The foundation of research resides in the
personal-organization fit theory, as well as social information processing theory. To rigorously evaluate our proposed hypotheses,
we implemented a research design that incorporates polynomial regression with surface response analysis, sourcing our data
from 292 valid survey replies gathered from personnel employed by private sector organizations in China. Results reveal a posi-
tive correlation between entrepreneurial orientation and positive work attitudes, but also a “too-much-of-a-good-thing” effect,
where excessive alignment between IEO and OEO can lead to diminished positive work attitudes. These findings highlight the
need for a balanced approach to aligning entrepreneurial values during recruitment and underscore the importance of support-
ing entrepreneurial employees in highly entrepreneurial organizations.
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P0JIb COOTBETCTBHS JIMYHOCTH M OPraHU3 AU
B $OpMHPOBAaHHUH II0I0KUTEIHHOTO OTHOIIIEHUS COTPYAHUKOB
K TPYAYy: DpealpuHIMaTe/IbCKHue OpHEeHTaIiu

L. BanbusioHb', C.B. MaHukaposa'?, J1. YxuioaHb?
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AnHoTauusa. MpegnpuHumartenbckaa opreHTauyma (EO) — BaxKHaA xapakTepucTmka NHAUBKAYaIbHOrO KapbepHOro pocTa 1 pas-
BMTUA KOPMOPATNBHOTO MPeAnpUHMMATENbCTBA. TeM He MeHee CBA3b MeXAy COOTBETCTBMEM IMYHOCTU 1 OpraHm3auun (person-
organization fit) B oTHoweHun EO 1 pabounmm ycTaHOBKaMU COTPYAHNKOB OCTaeTCA HEAOCTaTOYHO U3YUYEHHON B CYLLECTBYIOLEN
HayuHow nuTepatype. CTaTbA NOCBALLEHa UCC/IER0BAHUNIO BIMAHMA COMNTaCOBaHHOCTU MeX Ay OpraHW3auuoHHON NpeanpuHMma-
Tenbckon opueHTaumen (OEO) n nHanBMaYyanbHOM NpeanpUHUMaTENbCKon opueHTaumen (IEO) Ha paboune yCTaHOBKM COTpyA-
HMKOB C aKLieHTOM Ha Ux apdeKTBHY0 NprBepKeHHOCTb (AC) KOMMaHWUKM U OpraHu3aumMoHHyio ngeHTMuHocTb (Ol). MeTogono-
rMyeckas OCHOBa UCCNEAOBaHNA NPeACTaBNeHa KOHLENLMAMM COOTBETCTBIA IMYHOCTY 1 opraHm3auum (P-O Fit) n o6paboTku
coumanbHoi nHdopmauun (SIPT). MpoBepKa BbIABUHYTHIX TMNOTE3 peann3oBaHa C MOMOLLbIO aHANIUTAYECKON KOHCTPYKLMH, OC-
HOBaHHOI Ha MeTOAEe NONMHOMUANbBHOW perpeccu C aHanm3oM NoBepxXHOCTU OTKNMKa. MIHbopmaLMoHHyto 6a3y paboTbl cocTa-
BUAY AaHHble onpoca 292 pecnoHAEHTOB — PabOTHUKOB YacTHbIX NPeAnpuATiA Kntas, oTobpaHHbIX METOAOM YA0OHOI BbIGOPKN.
PesynbTtaTbhl nccnefoBaHnA CBUAETENbCTBYIOT, BO-MEPBbIX, O HANMYNW NONOKMTENbHON KOPPENALMmn Mexay npefnpuHuMmaTtesb-
CKOI OpreHTaumen 1 NO3UTUBHBIMK PabounmMm ycTaHoOBKaMn PaboTHUKOB 1, BO-BTOPbIX, O CYLLECTBOBaHMMN 3ddeKTa «CmnwKom
MHOTO XOpOLLEro», Koraa YpesmepHas cornacoBaHHocTb [EO n OEO cnocobHa NpMBECTU K CHUMKEHWIO MOTMBALMN PaboTHMKOB
K TpyAy. [TonyyeHHble pe3ynbTaTbl NOAYEPKUBAIOT HEOGXOAMMOCTb MCMOb30BaHMA cbanaHCMPOBaHHOIO NMOAXOAA NP COrnaco-
BaHWW NpeAnpUHMMaTENbCKMX LIEeHHOCTEN B MpoLecce HaliMa NepcoHana u BaXHOCTb NOAAECPXKKN NPeanpUHMMaTeNbCKN OPUeH-
TUPOBAHHbIX COTPYAHVKOB B NPOAKTVBHbIX MPeANPUHMMATENBCKMX OPraHn3aLusax.
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INTRODUCTION

With the advent of Industry 4.0, the commercial sphere
and conditions of employment have experienced a pro-
found metamorphosis, propelled by the swift progress
in information technology, an accelerated circulation of
goods, services, and capital at both national and interna-
tional levels, and an intensifying fragmentation of produc-
tion, commerce, and consumption [Kolot, Herasymenko,
2020]. These developments have ushered in a dual-faced
scenario for incumbent organizations, teeming with both
prospects and uncertainties. On one front, this meta-
morphosis necessitates that business leaders cultivate
an entrepreneurial ethos, empowering them to pinpoint
and capitalize on market opportunities amidst prevail-
ing uncertainties, thereby catalysing a process of crea-
tive destruction to elevate organizational performance
[Schumpeter, Swedberg, 2021]. In other respects, the
evolving commercial terrain has precipitated significant
changes in the labour market. Scholars have posited that
the rise of a new phase of neocapitalism, marked by the
aforementioned characteristics, has heralded the onset of
the post-employment era [Nystrom, 2018], characterized
by a dwindling stability in employment, a heightened
expectation for continuous diligence, and a deepening
wage disparity [Reich, 2002]. To maintain employability
and mitigate the negative impacts of “neoliberal hegem-
ony," there is an increasing imperative for wage laborers
to adopt an entrepreneurial orientation [Avle et al.,, 2019;
Ikonen, 2013].

As a result, the inherent duality of entrepreneurial
orientation (EO), which involves organizational and la-
bour aspects, presents a significant imperative within
the current business landscape. This notion is consist-
ent with recent scholarly investigations into EO [Covin
et al., 2020; Wales, Gupta, Mousa, 2013], which delineate
two intersecting spheres: individual entrepreneurial ori-
entation (IEO) at the individual level and organizational
entrepreneurial orientation (OEO) at the corporate level.
Within the framework of this research, scholars have cat-
egorized their investigations into various themes, reveal-
ing a dual-tiered exploration of EO. However, the scant
attention given to the dual nature of EO has left a gap in
the understanding of the interaction between personal

and organizational levels of EO. Equally underexplored
are the ramifications of this dual-level EO on employees’
work attitudes.

From the standpoint of organizational science, it is
noteworthy that attitudes held by laborers in the context
of their work, encompassing their sentiments towards
various facets of the working environment, have long
been recognized as significant predictive factors influenc-
ing employee work intentions and consequent behav-
iours [Pollack et al., 2020]. This provides a robust rationale
for our research focus on two pivotal attitudes: affective
commitment (AC) and organizational identity (Ol), both
widely acknowledged as being closely linked to critical
work-related outcomes [De Giorgio et al., 2023; Vanden-
berghe, Bentein, Stinglhamber, 2004]. Conversely, it is
essential to acknowledge that an employee’s personal
EO does not consistently align with the overarching EO
of the organization they are affiliated with [Abualoush et
al,, 2022; Das, 2023; Yang, Pu, Guan, 2019]. This incongru-
ity can be effectively elucidated by the presence of moral
hazard issues stemming from information asymmetry
within the internal labour market. In contemporary eco-
nomic discourse, this confluence of moral hazard chal-
lenges is often integrated into the broader framework
of principal-agent problems [Madhavan et al, 2023],
particularly when considering corporate governance
concerns. Leveraging the principal-agent theory, incon-
gruence in EO between employees and the organization
can be attributed to four primary factors [Zhang, 2013].
Firstly, employees may exhibit a reluctance to embrace
risk when compared to business owners or shareholders.
Secondly, the capacity to shoulder responsibilities differs
across ordinary employees, managers at various hierar-
chical levels, and shareholders. Thirdly, distinctions arise
in the preferences and objectives of ordinary employees,
managers at different tiers, and shareholders. Finally, the
actions of employees may prove challenging to monitor.

To address this research gap, the purpose of the cur-
rent study is to investigate the repercussions that stem
from the congruence between OEO and IEQ, particularly
concerning the cultivation of positive work-related at-
titudes among employees. The primary focus is placed



on the dimensions of AC and Ol. To elucidate the relation-
ship between these variables and facilitate the achieve-
ment of our research purpose, the study sets forth spe-
cific research objectives: (1) to scrutinize the influence of
either OEO or IEO on the positive work attitudes of em-
ployees, paying meticulous attention to the significance,
strength, and direction of the relationship between EO
and positive work attitudes, and (2) to investigate how
the alignment between OEO and IEO manifests in posi-
tive work attitudes.

This paper is structured as follows. Firstly, in the for-
mulation of our research hypotheses, we drew upon a
comprehensive review of social information processing
theory (SIPT) and personal-organization (P-O) fit theory.
Furthermore, these hypotheses are substantiated by per-
tinent empirical research that lends credence to our prop-
ositions. The ensuing sections of this study encompass a
delineation of our methodological approach, including
the precise measures employed for key variables, the data
collection procedures, and the strategies for data analy-
sis. Then, we present the data analysis results, such as the
data quality examination result and hypotheses verifica-
tion result. Lastly, we conclude this article with the result
discussion and implications and point out the limitations
and future research directions.

THEORETICAL BACKGROUND

EO at two levels. Within the realm of organizational re-
search, the investigation of EO has yielded two distinct
focal points: the individual level [Clark et al., 2023; Covin
et al,, 2020; Langkamp Bolton, Lane, 2012; Wenjun, 2023]
and the corporate level [Soares, Perin, 2019; Wiklund,
Shepherd, 2005; Yang, Pu, Guan, 2019]. Implementing
EO within a corporation represents a comprehensive ap-
proach aimed at sustaining its competitive advantage
[Igbal et al, 2021]. Within such entrepreneurial enter-
prises, individuals possessing an entrepreneurial mindset
constitute a crucial human resource, essential for the pur-
suit of corporate objectives [Das, 2023].

OEO is characterized as the process of formulating
strategies that equip organizations with a foundation
for entrepreneurial decisions and activities [Rauch et al.,
2009]. It is widely recognized as playing a crucial role in
bolstering a firm’s performance by stimulating companies
to proactively introduce product innovations, explore po-
tential opportunities, and prioritize the development of
new products [Li, Liu, Zhao, 2006]. Consequently, firms
demonstrating this corporate attribute are typically per-
ceived as dynamic, adaptable entities poised to capitalize
on emerging prospects [Kuratko, Goldsby, Hornsby, 2018].

According to Clark et al. [2023], IEO is described as the
“autonomous, proactive, innovative, competitive, and risk-
taking dispositions and behaviours that individuals ex-
hibit when pursuing value-creating opportunities.” For an
enterprise focused on entrepreneurial pursuits, the incor-
poration of individual entrepreneurial capacities within
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the corporate framework is pivotal for driving innovation
and achieving the objectives of corporate entrepreneur-
ship [Kuratko, Hornsby, McKelvie, 2023]. Apart from its rel-
evance in the internal labour market, scholarly discourse
has recognized the prevalence of entrepreneurial indi-
viduals as a widespread labour phenomenon, highlight-
ing their significance as a vital soft skill for navigating the
increasingly volatile economic landscape. Specifically,
scholarly discourse suggests that EO could extend to
encompass a prevalent disposition within the workforce,
implying that individuals such as corporate innovators
[Duane Ireland, Kuratko, Morris, 2006], managerial figures
[Covin, Slevin, 2017], and employees [Hwang, Shin, 2019]
are inclined towards organizational entrepreneurship. In
general, entrepreneurially oriented individuals are char-
acterized as independent and self-reliant individuals who
hold entrepreneurial beliefs that are reflected in their
daily activities [Pidduck, Clark, Lumpkin, 2023]. However,
they may not necessarily conform to the traditional defi-
nition of an entrepreneur who initiates a business venture
[Clark et al., 2023].

SIPT as a Foundational Theory. Put forth by Salancik
and Pfeffer in 1978, SIPT emerged as a response to the
critical assessment of the conventional Need-Satisfaction
(NS) model. Their critique pinpointed four primary limita-
tions inherent in traditional NS models, such as Maslow’s
Hierarchy of Needs, Alderfer’s ERG theory, and Frederick
Herzberg's Two-Factor Theory [Salancik, Pfeffer, 1978].
First and foremost, these traditional NS models struggle
to provide a comprehensive elucidation of the nature
of needs. They often categorically assign needs to either
innate or learned origins. This generalized classification
poses a significant challenge for scientists seeking to
predict human behaviour, given the inherent ambiguity
and variability of the antecedent variables. Secondly, the
vague definition of needs, a characteristic of traditional
NS models, renders them easily accepted as explana-
tions but ultimately devoid of scientific verifiability. They
highlight the significance of Maslow’s Hierarchy of Needs
in elucidating the ambiguity surrounding higher-order
needs. While fundamental needs such as “physiological”
and “safety” are explicitly characterized, the elucidation
of needs in the higher tiers remains enigmatic and sus-
ceptible to subjective perspectives. Thirdly, contempo-
rary scholars have critically challenged the fundamental
assumption of NS models, which postulate that job or
task environmental attributes are indicative of external,
objective realities. Rather, these scholars argue that such
attributes should be perceived as subjective social con-
structions and representations of the work environment.

Figure 1 presents the main variables and the relation-
ship between those variables. Specifically, it shows the
transmission mechanism from the characteristics of the
work or task environment to the attitude (need), from the
attitude (need) to the behaviour, and the feedback mech-
anism from the behaviour to the attitude (need). Based on
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Puc. 1. Jloeuyeckas modesnib oyeHKU OmHoWweHUl, NogedeHUA U Xxapakmepucmuk pabomel

the proposed theoretical framework, it is posited that the
construct of OEO represents a socially constructed char-
acteristic within the work environment, that is inherently
shaped by IEO. Within this analytical framework, our se-
lection of SIPT as the foundational theoretical underpin-
ning becomes justifiable as this theory effectively eluci-
dates the dynamics of work-related attitudes arising from
the interplay between OEl and IEO. Salancik and Pfeffer
[1978] further posit that the construction of one’s needs
and attitudes is influenced by the information contained
in a specific social context. Consequently, both needs and
attitudes are constructed by employees, and they utilize
needs and attitudes to depict and understand their own
or their colleague’s working behaviour.

According to SIPT, the formation of job characteris-
tics is a process of social construction, among which so-
cial information and personal cognitive style play a key
role. Consequently, when employees perceive OEQ, an
emerging job characteristic in today’s business environ-
ment, they use their social information around them and
their personal traits. This perception of the organizational
entrepreneurial orientation, according to the rationale of
SIPT, has an influence on the employees’ attitudes. Un-
der the framework of SIPT, IEO can be understood as an
inherent personal trait that influences the perceptual or
judgment processes. Consequently, it can be argued that
the interplay between OEO as a job characteristic and an
employee’s IEO as a trait affecting the judgment process
might impact the employee’s positive work attitudes,
specifically AC and Ol, which are the focal points of our
research. Drawing from the principles of SIPT and the de-
fined concepts of IEO and OEO, we formulate the follow-
ing hypotheses:

Hypothesis 1: Both OEO and IEO positively contribute to
employee’s AC.

Hypothesis 2: Both OEO and IEO positively contribute to
employee’s Ol.

'Source: remade by the authors using Microsoft Visio based on
Salancik and Pfeffer [1978].

P-O fit and Working attitudes. It is widely recognized
that human conduct is shaped through ongoing ex-
changes between the individual and their surroundings,
as proposed in the need-press theory by Murray and Mc-
Adams [2007] and the concept of interactional psychol-
ogy by Terborg [1981]. According to the perspective held
by Kristof [1996], P-O fit denotes a continuous interaction
that arises from the alignment between individuals and
the organization. This alignment is characterized by the
fulfilment of each party’s requirements, the presence of
shared fundamental traits, or both. Besides, there can be
two types of congruencies under the P-O fit framework:
complementary congruence and supplementary congru-
ence [Gonzélez, Greve, 2023]. Complementary congruen-
cy suggests that the individual possesses attributes that
fill the gaps or deficiencies within the organization, creat-
ing a complementary relationship between the individual
and the organization, while supplementary congruence
suggests that the individual and the organization pos-
sess similar fundamental attributes or values, resulting in
a harmonious relationship that is based on shared beliefs
and principles.

The complex interplay between the alignment of
personal and organizational factors significantly influ-
ences employee attitudes and behaviours, presenting
a nuanced model. In their study, Wiegand, Drasgow and
Rounds [2021] explored the dynamics between interest fit,
interest misfit, and job satisfaction across different inter-
est types, categorizing interests as realistic, investigative,
artistic, social, enterprising, and conventional, following
Holland’s [1997] framework. The findings highlighted an
asymmetric relationship between interest misfit and job
satisfaction, with variations in job satisfaction levels even
within interest fit scenarios. Argyris [1957] also contribut-
ed to this discourse, suggesting that the level of congru-
ence or incongruence between these elements can lead
to diverse outcomes. He proposed that a certain degree
of misalignment between an individual’s preferences and
job requirements could act as a catalyst for motivation.

It is inherently acknowledged that disparities exist be-



tween organizational structures and employee predispo-
sitions in managerial settings. The debate on the appro-
priate strategies to achieve the desired alignment remains
unresolved in scholarly discussions. While some academ-
ics propose that individuals should actively conform to
the organizational environment, Argyris argues for a re-
configuration of organizational frameworks to align with
employee aspirations. He asserted that restructuring or-
ganizations to enhance employees’ perceived control and
participation in decision-making, subsequently reducing
incongruence, is likely to produce positive results.

Working attitudes represent a frequently explored
outcome in studies investigating the alignment between
an individual and their work environment. Verquer, Beehr
and Wagner [2003] delineated three principal reasons ac-
counting for the prevalent use of work attitudes as the
dependent variable in P-O fit research. Initially, relative to
constructs like behaviour and work outputs, the measure-
ment of working attitude is relatively straightforward, re-
lying on subjective assessments derived from self-report-
ed data using standardized scales. Secondly, prevalent
theories and models emphasize the substantial impact
of the interplay between an individual and their environ-
ment on working attitudes. This proposition finds support
in Locke’s [1976] theory of job satisfaction and Schneider’s
[1987] ASA model. Finally, compared to other dependent
variables, a more consistent and significant association is
observed in studies exploring the relationship between
personal-environment fit and working attitudes.

AC and P-E fit. This study focuses on two central work-
ing attitudes: AC and Ol. AC is characterized as a motiva-
tional condition, expressing the extent and consistency of
employees’ emotional engagement in their roles, as out-
lined by Kahn [1990]. The hypothesis of this research pos-
its a positive correlation between the alignment of IEO
and OEQ, contributing to heightened levels of AC among
employees. Hornsby et al. [1993] delineated five dimen-
sions — management support, work discretion, rewards,
time availability, and organizational boundaries - to as-
sess the efficacy of an entrepreneurial organizational cli-
mate. In alignment with these parameters, it is imperative
for entrepreneurial organizations to enhance AC among
their workforce, thus fostering a supportive environment
for entrepreneurial activities. Building upon this frame-
work, Kassa and Raju [2015] postulated and substantiated
that a considerable portion of the variance in commit-
ment dimensions is attributable to variables associated
with corporate entrepreneurship.

The Social Exchange Theory (SET) provides a theoreti-
cal lens to elucidate the interplay between IEO and OEO
and its subsequent impact on AC among employees. SET
proposes that mutual beneficial interactions between
two entities foster commitment, arising from a state of re-
ciprocal dependency [Saks, 2006]. In essence, each party
is expected to reciprocate in kind for the other’s contri-
butions or sacrifices. To address the moral hazard issues
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inherent in principal-agent relationships, corporations
with an entrepreneurial orientation are thus compelled
to actively foster positive employee attitudes towards en-
trepreneurial initiatives. Drawing upon the SET and P-E fit
theories, the study formulates the following hypothesis
for further examination:

Hypothesis 3: A positive correlation exists between IEO-
OFO fit, and an employee’s AC. Specifically, in scenarios
where there is a “high-high” alignment of IEO and OEO, as
opposed to a “low-low” congruence, employees tend to ex-
hibit a heightened level of AC.

Ol and P-E fit. Ol is assumed to be the degree of the
individual’s broad personal identification with the organi-
zation. Increasing Ol can be one of the main managerial
goals as it can simultaneously benefit the organization’s
outcomes such as low turnover intention [Shaikh et al.,
2022], employees’ innovative behaviour [Zhang, Wang,
2022], job performance [Lee, Zablah, Noble, 2023], and in-
dividuals through outcomes such as self-esteem [George,
Chattopadhyay, 2005], sense of security [Ashforth et al,
2013], and self-development [Sluss et al., 2012]. Based on
the studies of Ashforth and Mael [1989], the concept of Ol
has been closely related to social identity theory, which
was proposed by Tajfel and Turner [1979]. The core posi-
tion of this theory is that individuals derive a portion of
their self-concept from their membership in the social
groups, which seeks to explain the cognitive processes
and social conditions underlying intergroup behav-
iour. Applying this theory to organizational groups, it is
thought that with the activation of Ol, the members of
the organization no longer appear as unique individuals
but as members of the organization [Voci, 2006]. With this
Ol in the employee’s self-concept, Ol forms a basis for ex-
plaining its organizational outcomes.

One of the most important antecedents of Ol is P-O
fit [Pratt, 1998]. Unal’s [2014] research identified a signifi-
cant relationship between P-E fit and Ol, among which AC
plays a mediating role. Zorlu, Avan and Baytok’s [2019]
research based on samples from 193 academicians re-
veals that an employee’s fit for the organization plays
a mediating role in the relationship between perceived
organizational support and Ol. Concretely, in their re-
search, they find that organizational support does not
statistically show a direct significant relationship with Ol
but indirectly contributes to Ol through perceived fit be-
tween themselves and the organization. Thus, we gener-
ate the below hypothesis:

Hypothesis 4: A positive correlation exists between IEO-
OEO fit and an employee’s Ol. Specifically, in scenarios where
there is a “high-high” alignment of IEO and OEO, as op-
posed to a “low-low” congruence, employees tend to exhibit
a heightened level of Ol.

RESEARCH METHOD
Sampling strategy. A convenience sampling approach
was utilized to administer an online survey targeting indi-
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viduals identified as “employed” within China’s private en-
terprise sector. The survey distribution encompassed vari-
ous channels, such as social media platforms like WeChat
and Douban, in addition to survey tools like Tencent Sur-
vey. To guarantee data integrity, stringent screening crite-
ria were implemented, which included specific screening
questions and a minimum completion time of 120 sec-
onds. Respondents meeting these stipulations were ac-
knowledged with a nominal 2 CNY (roughly 0.3 USD)
incentive. The survey yielded 353 responses, of which
292 were validated, marking a retention rate of 82.71%.

Table 1 provides a detailed breakdown of the respond-
ent demographics. Out of the 292 valid responses, 96 re-
spondents identified with a male gender role, making up
32.9%, while 196 respondents identified as female, com-
prising 67.1%; 219 respondents were aged between 18
and 30, representing 75%; and 73 respondents were aged
between 31 and 40, constituting 25%. Educational quali-
fications were varied, with 166 respondents (56.8%) hav-
ing attained a bachelor’s degree, while 126 (43.2%) held
a master’s or doctoral degree. In terms of income levels,
145 respondents earned below 6,000 CNY, which is 49.7%;
35 respondents had earnings ranging between 6,000 and
8,000 CNY, which equates to 12%; 22 respondents earned
between 8,000 and 10,000 CNY, representing 7.5%; last-
ly, 90 respondents reported earnings above 10,000 CNY,
which is 30.8%.

Table 1 - Characteristics of the respondents
Tabnuya 1 - Xapakmepucmuku pecnoH0eHmos

Variables Items Number Proportion, %
Male 96 329
Gender
Female 196 67.1
18-30 219 75
Age
31-40 73 25
Undergraduate 166 56.8
Education ’
Master’s or 126 432
doctoral degree
Below 6,000 CNY 145 49.7
6,000-8,000 CNY 35 12
Income
8,000-10,000 CNY 22 7.5
Above 10,000 CNY 90 30.8

Source: calculated by the authors using SPSS version 26.0
based on collected data.

Measurement. The study’s constructs of interest en-
compass OEQ, IEO, Ol, and AC. These constructs were
measured using pre-existing scales with confirmed reli-
ability. The questionnaire incorporated items from these
validated scales, presented in a five-point Likert scale for-
mat. Priority was given to scales developed or adapted lo-
cally in China, such as the Ol scale and the AC scale, due
to their proven suitability in the Chinese context, as vali-

dated by local scholars. When a Chinese version of a scale
was unavailable, established scales from international
sources were utilized. To ensure the precision of measure-
ments from international scales, a back-translation tech-
nique, as suggested by Parameswaran and Yaprak [1987],
was implemented. The questionnaire, specifically created
for this study, was first drafted in English, then translated
into Chinese, then back-translated into English, and sub-
sequently reviewed for consistency with the original con-
tent.

The OEO scale, originating from the works of Lump-
kin and Dess [2001] and Covin and Slevin [1986], serves
as the assessment tool in our research, evaluating three
distinct dimensions: risk-taking, innovativeness, and pro-
activeness. Ferreras-Méndez et al. [2021] previously uti-
lized this scale in their investigation of the connection be-
tween OEO and the performance of SMEs in developing
new products, resulting in a Cronbach’s a coefficient of
0.83, which indicates high internal consistency. Similarly,
the IEQ, parallel to its OEO counterpart, was evaluated us-
ing the same three dimensions. This measure was adopt-
ed from Langkamp Bolton and Lane [2012], with all items
achieving a Cronbach a exceeding 0.7, surpassing the 0.7
threshold proposed by Nunnally and Bernstein [1994],
thereby affirming the instrument’s internal consistency.

Ol utilized the Chinese-adapted scale by Smidts, Pruyn
and Van Riel [2001], translated by Zhonghua and Chen
[2014]. The reliability of this Chinese Ol scale yielded an
internal consistency score of 0.84. Additionally, its discri-
minant validity was ascertained through confirmatory fac-
tor analysis. AC was gauged using the Chinese-adapted
scale by Tang, Wengbo and Xiucheng [2008], which was
based on items from the AC scales originally formulated
by Meyer, Allen and Smith [1993] and Ko, Price and Muel-
ler [1997]. The Cronbach a for this Chinese AC scale was
recorded as 0.85 by Tang, Wengbo and Xiucheng [2008],
reinforcing its suitability for this study.

Analytical strategy. Polynomial regression paired with
response surface analysis was employed to examine the
hypotheses presented in this study. This methodological
approach is recognized as an evolving technique, offer-
ing a detailed perspective on the relationships between
combinations of two predictor variables and an outcome
variable. Such relationships can be visualized by plotting
the results from polynomial regression analyses within
a three-dimensional space [Edwards, Parry, 1993]. Of note,
there has been an increasing adoption of polynomial re-
gression combined with response surface analysis within
organizational research. This approach has been instru-
mental in exploring the implications of value congruence
in various aspects, such as job satisfaction [Audenaert
et al,, 2018], work engagement [Qiu, Dooley, Xie, 2020],
employee creativity [Li, Xie, 2023], and innovative perfor-
mance [Ceptureanu, Ceptureanu, Cerqueti, 2022].

The general formula representing the relationships
tested using this polynomial approach is:



Z= b0+ b1X+b2Y+b3X2+b4XY+b5Y2+E. (1)

In equation (1), Z represents the dependent variable,
while X and Y serve as the predictors. Within the frame-
work of polynomial regression, Z is regressed against the
two primary predictors X and Y, their interaction XY, and
the squared terms for each predictor. Adhering to the
guidelines set forth by Cohen, Nahum-Shani and Doveh
[2010], centralized processing was performed on both
IEO and OEQ. Demographic variables were systematically
controlled within the regression model to mitigate alter-
native explanations arising from socio-demographic pa-
rameters, as emphasized by Bernerth and Aguinis [2016].
Additionally, the effects of value congruence and value
incongruence on the outcome variable are depicted
through two subsequent equations:

Z=Dbgo+ (b1 +by) X+ (b3+bs+bs) X2 +¢, (2)

Z= b0+(b1—bz)X+(b3-b4+b5)X2+E. (3)

Equation (2) represents the statistical nuances of the
consistency line, while equation (3) elucidates the infor-
mation pertaining to the inconsistency line. The terms
b1 + by and bs + b, + bs in Equation (2) describe the slope
and curvature of the consistency line. A positive value for
b1 + by suggests an upward trajectory of the consistency
line, which may contribute positively to the outcome vari-
able, while a positive value for bz + b4 + bs indicates a con-
vex surface. Similarly, by - b, and bz - b + bs in Equation
(3) can be interpreted in a comparable manner. For the
current investigation, the dependent variables encom-
pass two work-related positive attitudes: Ol and AC. The
primary independent variables considered are OEO and
IEO. The foundational polynomial regression equations
for these work attitudes are as follows:

Ol =bg + by IEO + by OEO + b3 IEO? +
+ b4 IEO OEO + bs OEQ? + ¢,

AC =bg + by IEO + by OEO + b3 [EO? +
+ b4 IEO OEO + bs OEO? + &.

RESULTS
Reliability and validity analyses of the research scales.
This research utilized a two-step approach, comprising
confirmatory factor analysis (CFA) and polynomial regres-
sion with response analysis, to validate the proposed hy-
potheses. For the CFA, Mplus 8.3 was used to determine
the statistical outcomes related to reliability and validity.
To ensure the adequacy of the data for subsequent hy-
potheses testing, metrics on composite reliability, conver-
gent validity, and discriminant validity were acquired, as
suggested by Hair [2009].

Table 1 details the statistical data concerning the com-
posite reliability and convergent validity of the research
measurement. Composite reliability (CR) is gauged using
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the CR value found in Table 2, representing the internal
consistency of the scale items. Fornell and Larcker [1981]
propose a recommended threshold above 0.6, while a
more rigorous threshold above 0.7 was later suggested
by Hair et al. [1984]. The CR values within this construct
vary from 0.841 to 0.915, indicating a high composite
reliability of the collected data. The average variance ex-
tracted (AVE) serves as an index of convergent validity,
denoting the closeness of the relationship between an
item and other items that gauge analogous constructs.
A threshold AVE value greater than 0.5 is recommended
for established convergent validity, as per Fornell and
Larcker [1981]. However, even if the AVE is below 0.5, a CR
above 0.6 signifies acceptable convergent validity, as cor-
roborated by Fornell and Larcker [1981] and Lam [2012].
The majority of AVE values in this study surpass 0.5, with
the IEO construct’s AVE at 0.432. Considering the IEO’s CR
value stands at 0.841, its convergent validity remains ac-
ceptable.

Table 2 — Results of composite reliability and convergent validity
Tabnuya 2 - Pe3yniemamsl npogepKuU HA0eXHOCMU U 8a/IUOHOCMU

r
Constructs | Items Sti'azf‘t:r l\iﬂlli?plee CR AVE
Correlations
IEO1 0.616 0.379
IEO2 0.613 0.376
IEO3 0.690 0.476
IEO IEO4 0.612 0.375 0.841 | 0.432
IEO5 0.597 0.356
IEO6 0.679 0.461
IEO7 0.776 0.602
OEO1 0.659 0.434
OEO2 0.700 0.490
OEO3 0.760 0.578
OEO OEO4 0.720 0.518 0.895 | 0.551
OEO5 0.776 0.602
OEO6 0.787 0.619
OEO7 0.783 0.613
on 0.708 0.501
0I2 0.793 0.629
ol 013 0.820 0.672 0.915 | 0.685
Ol4 0.863 0.745
0I5 0.938 0.880
AC1 0.829 0.687
AC AC2 0.814 0.663 0915 | 073
AC3 0.795 0.632
AC4 0.968 0.937

Note: CR is composite reliability, AVE is average variance
extracted, IEO is individual entrepreneurial orientation, OEO is
organizational entrepreneurial orientation, Ol is organizational
identification, AC is affective commitment.

Source: calculated by the authors using Mplus version 8.3 based
on collected data.
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Table 3 provides the results of the discriminant valid-
ity analysis. Discriminant validity ensures that constructs
that should not correlate remain unrelated. According
to the Fornell-Larcker criteria, the square root of AVE by
a construct should exceed the correlation between said
construct and any other. In Table 2, the majority of the AVE
square roots (italicized on the diagonal line) are greater
than the correlations beneath them, barring the square
root of IEO’s AVE, which is less than the 0.690 correlation
between Ol and IEO. While these findings suggest mini-
mal issues with discriminant validity, further validation
was sought through criteria by David [2016] and Garson
[2001]. Both scholars posit a correlation less than 0.85 be-
tween the two constructs to demonstrate the absence of
discriminant validity concerns. The highest correlation in

this study, as reflected in Table 2, is 0.813, confirming the
discriminant validity of the research instrument.

Lastly, to assess the common method bias among vari-
ables, the Harman single-factor test method was applied.
The leading factor accounted for 42.473% of the total var-
iance, falling short of the 50% mark, which implies that
common method bias is not a significant issue in the data.

Polynomial regression. The findings from the polyno-
mial regression analysis are detailed in Table 4. Model 1
and Model 2 outline the linear and quadratic effects of the
fit between IEO and OEO on employees’ AC, respectively.
The data suggest a significant and positive association
between both IEO and OEO and employees’ AC. Notably,
the impact of OEO (3, = 0.486, p < 0.001) surpasses that
of IEO (7 = 0.143, p < 0.05). This observation suggests

Table 3 - Discriminant validity test results and descriptive statistics of research variables
Tabnuya 3 - Pe3ynemamel mecma OUCKpUMUHaHmMHoU 8aaudHOCMU U onucamesibHAs CMamucmuka nepemeHHbix Modeau

Constructs Mean Std. Deviation IEO OEO (0] AC
IEO 3.843 0.587 0.657
OEO 3.870 0.682 0.501 0.742
ol 3.970 0.706 0.691 0.615 0827
AC 4.038 0.673 0.435 0.556 0.813 0.854

Note: IEOis individual entrepreneurial orientation, OEQ is organizational entrepreneurial orientation, Ol is organizational identification,

AC is affective commitment.
Source: calculated by the authors using Mplus version 8.3 based on collected data.

Table 4 - Results of polynomial regression with response surface analysis
Tabnuya 4 - Pe3ynemamel nofuHoMuasbHoU pezpeccuu ¢ aHanau30M NOBEPXHOCMU OMKJIUKA

Affective Commitment Organizational Identification
Variables
Model 1 Model 2 Model 3 Model 4
Constant 4.634™ 5.641™ 4.057™ 4.698™
Gender -0.553™ -0.606™ -0.210" -0.182"
Age 0.508™" 0.197" 0.123 -0.052
Education 0.026 -0.222" 0.088 -0.117
Income 0.199™ -0.024 -0.016 -0.100"
IEO, B4 0.143" 0.079 0.473™ 0.454™
OEQO, B, 0.486™ 0.092 0.320™ 0.089
IEO?, B3 - -0.303" - -0.329"
IEO*OEQ, B4 - -0.082 - 0.327™
OEO?, Bs - -0.419™ - -0.360"™
Response surface
Slope: B1+B2 - 0.171 - 0.543™
Curvature;: 3+ B4 + Bs - -0.804™" - -0.362"
Slopes: B1- B2 - -0.013 - 0.365™"
Curvaturey: B3 — B4 + Bs - -0.640™" - -1.016™
R2 0.467 0.557 0.508 0.591

®y R

Note: ("), (), and (") indicate significance at p < 0.05, p < 0.01, and p < 0.001, respectively. IEO is individual entrepreneurial orientation,
OEO is organizational entrepreneurial orientation, Ol is organizational identification, AC is affective commitment. Slope; and curvature;
represent the characteristics of the congruence line, while slope, and curvature, represent the characteristics of the incongruence line.

Source: calculated by the authors using SPSS version 26.0 based on collected data.



that an entrepreneurially oriented organization is more
effective in enhancing an employee’s AC than the EO of
the employees themselves. While the IEO-OEO fit effect
on AC presents an insignificant linear trend, a significant
curvature on both congruence and incongruence lines
is observed. This signifies that the quadratic effect of the
I[EO-OEO fit on AC is still significant. As a result, the align-
ment between IEO and OEO does not make a substantial
contribution to employees’ AC. Nevertheless, when ex-
amining the effects of IEO and OEO independently, both
are found to have a significant influence on employees’
AC. Additionally, the negative curvature values for both
congruence and incongruence lines suggest that these
trends follow an inverted-U shape, indicating the pres-
ence of an optimal value. As evidenced in Fig. 2, the peak
value of AC is achieved when both IEO and OEO are at
moderate levels within the P-O fit framework. In conclu-
sion, Hypothesis 1 receives empirical support, while Hy-
pothesis 3 does not.

The results from Model 3 reveal a significant and
positive association between both IEO and OEO and an
employee’s Ol. Notably, the impact of IEO ($; = 0.473,
p < 0.001) exceeds that of OEO (3, = 0.320, p < 0.001).
This suggests that although both IEO and OEO contrib-
ute to enhanced O, the role of IEO is slightly more pro-
nounced. Model 4 elucidates the quadratic effect of the
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Fig. 2. Effects of IEO-OEO fit on AC'
Puc. 2. BnusHue coomsemcmeus IEO-OEO Ha AC
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IEO-OEO fit on Ol. The findings highlight a significantly
positive slope and a significantly negative curvature in
the congruency line. This demonstrates a general up-
ward trend in the curve depicting the relationship be-
tween IEO-OEO fit and Ol. Additionally, the negative
curvature indicates that this relationship assumes an
inverted-U shape. Moreover, for the inconsistency line
in Model 4, both the slope and curvature exhibit sig-
nificance. The significantly negative curvature reaffirms
the inverted-U shape of the incongruence line, which
is clearly represented in Fig. 3. Given that both the con-
sistency line and the inconsistency line are inverted
U-shaped, a maximum Ol value exists. As illustrated in
Fig. 3, the optimal value of Ol is attained when IEO and
OEO are both at relatively high levels. Consequently, this
supports Hypotheses 2 and 4. Hypothesis 4 receives sta-
tistical validation as the slope (1 + ) of the congruence
line is not only significant but also positive. However, it is
crucial to highlight that there is a significant and positive
curvature (B3 + B4+ Bs) present as well. This indicates that
the amplifying impact of a heightened IEO-OEO align-
ment diminishes after reaching a certain point, even-
tually transitioning into a diminishing effect, as the in-
verted U-shaped congruence line in Fig. 3 demonstrates.
Overall, the hypothesis testing results are summarized
in Table 5.
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1Source: calculated by the authors using SPSS version 26.0 based on collected data.
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Table 5 — Hypotheses testing results
Tabnuya 5 - Pe3ynsmamei nposepku 2unomes

Hypotheses Descriptions Results
Hypothesis 1 | Both OEO and IEO positively contribute to employee’s AC Supported
Hypothesis 2 | Both OEO and IEO positively contribute to employee’s Ol Supported

A positive correlation exists between IEO-OEO fit and an employee’s AC. Specifically, in scenarios
Hypothesis 3 | where there is a “high-high” alignment of IEO and OEOQ, as opposed to a “low-low” congruence, em- | Not Supported
ployees tend to exhibit a heightened level of AC
A positive correlation exists between I[EO-OEO fit and an employee’s Ol. Specifically, in scenarios
Hypothesis 4 | where there is a “high-high” alignment of IEO and OEOQ, as opposed to a “low-low” congruence, em- Supported
ployees tend to exhibit a heightened level of Ol
DISCUSSION asserting that our needs and attitudes are not merely

The initial contribution of the present research is the pro-
vision of a comprehensive analysis regarding the influ-
ence of IEO and OEO on two distinct workplace attitudes:
AC and Ol. The employment of linear regression models
within this study reveals a significant and positive correla-
tion of both IEO and OEO with AC and Ol, contributing
positively to employees’ workplace attitudes. However,
when considering AC specifically, it becomes apparent
that an organization with an entrepreneurial orientation
holds greater significance than an individual entrepre-
neurial orientation. This denotes that variables associated
with the organization serve as a more robust predictor
for AC than individual variances. In substantiating this
hypothesis, a comprehensive examination of the meta-
analysis results regarding its antecedents, conducted by
Meyer et al. [2002], was undertaken. The aforementioned
meta-analysis scrutinizes the correlation between individ-
ual variances and AC, encompassing over 1,010 samples
pertaining to locus of control and 580 samples related
to self-efficacy. The findings exhibit a weighted average
corrected correlation of 0.29 for locus of control and 0.11
for self-efficacy. Conversely, organizational-related ante-
cedents such as organizational support, transformational
leadership, and interactional justice demonstrate weight-
ed average corrected correlations of 0.63, 0.46, and 0.50,
respectively.

Research by Matzler and Renzl [2007] further eluci-
dates this phenomenon, suggesting that an employee’s
personality shapes their AC predominantly through job
satisfaction. This observation fortifies our hypothesis,
considering that personality falls under the umbrella of
individual differences. In the case of Ol, the impact stem-
ming from IEO is marginally more pronounced than
that from OEQ, with coefficients of 0.473 and 0.320, re-
spectively. Nonetheless, this distinction is not markedly
evident, aligning with the fundamental principles of O],
which accentuates an individual’s tendency to associ-
ate themselves with their organization. Herein, personal
perception takes precedence, though the organizational
milieu also plays a pivotal role in cultivating an individ-
ual’s affiliation with their organization. This finding is in
congruence with SIPT, presented in the literature review,

reflections of reality but rather the result of a “social and
personal construction of reality” [Salancik, Pfeffer, 1978].
This lends itself to a nuanced understanding of the in-
terplay between individual and organizational factors in
shaping workplace attitudes.

The endeavour to draw clear distinctions between Ol
and AC has long held a place of significance in the do-
main of organizational studies. A seminal differentiation
is provided by Van Knippenberg and Sleebos [2006], de-
lineating commitment as a relationship wherein the indi-
vidual and the organization maintain their separate exist-
ences, in contrast to identification, which they describe
as a cognitive and perceptual construct intertwined with
self-referential processes. Additionally, scholarly investi-
gations, as illustrated by Riketta [2005], have succeeded
in differentiating Ol and AC based on their respective im-
pacts on organizational outcomes. To elucidate, the con-
nection between Ol and the propensity to depart from an
organization proved to be more substantial than that be-
tween AC and the intention to leave. Through this study,
a contribution is made to the ongoing scholarly discourse
on the disparities between Ol and AC, shedding light on
their distinct mechanisms of formation and further en-
riching the understanding of these two pivotal concepts
in organizational research.

Subsequently, the results illustrate the presence of an
inverted U-shaped correlation between IEO-OEO fit and
Ol, observed consistently along both the congruence
and incongruence trajectories. Optimal levels of Ol are at-
tained when IEO and OEO are both at comparatively high
levels, albeit not at their peak. In contrast, a notable de-
cline in Ol rates is evident from the incongruence trajec-
tory depicted in Fig. 3, showcasing a marked escalation in
the reduction rate of Ol when misalignment between IEO
and OEO is present. This phenomenon underscores the
imperative for corporations with an EO to foster a com-
mensurate level of EO among their workforce to augment
Ol levels. This occurrence can be coherently elucidated
through an examination of both the inherent principles
of Ol theory and the dynamic interplay between intrinsic
and extrinsic motivations, as posited by Ryan and Deci
[2000]. Ol is conceptualized within its theoretical frame-



work as a process where “a decision maker identifies with
an organization [and] is inclined to select the option that
most effectively advances the perceived interests of that
organization” [Cheney, Tompkins, 1987]. This reciprocal
acknowledgment of interests posits that a disparity in the
IEO-OEO relationship can precipitate a substantial decline
in Ol levels. This finding aligns with recent scholarly work
by Weisman et al. [2023], which identified the congruence
between the organization and the individual as a pivotal
precursor to Ol.

The current findings corroborate the “too-much-of-
a-good-thing” effect, a well-established phenomenon
in organizational research, in the context of IEO-OEO fit
outcomes. Vleugels and Flatau-Harrison [2023] also pro-
vide empirical support for this occurrence. In an effort to
forecast the variable of interest, economists tend to sim-
plify the association into a linear model. Nonetheless, in
organizational and behavioural studies, such a linear rela-
tionship is more of a theoretical concept than a practical
reality. In recent years, there has been a scholarly call to
focus on non-linear relationships within organizational
research, with particular attention given to the inverted-
U shape. Pierce and Aguinis [2013] argue that this effect
stems from the inherent contradictory relationship in the
independent variable’s process. Hence, the inverted U-
shaped relationship essentially reflects the reconciliation
of trade-offs within this contradictory relationship, serv-
ing as the net result of considering both additive benefits
and costs. Applying this theory to the IEO-OEO fit, which
signifies the alignment between an employee’s values
and the organizational culture in terms of EOQ, reveals its
potential to exert contradictory effects on Ol. When the
decreasing effect surpasses the increasing effect, there is
a resultant decline in Ol levels. As illustrated in Fig. 3, this
inflection point is reached when both IEO and OEO are
at a moderately high level, at which point Ol reaches its
peak. However, at extremely high levels of IEO and OEQ,
the Ol level begins to diminish. This phenomenon could
be attributed to the entrepreneurially oriented organiza-
tion setting unattainable goals, thereby increasing the
employees’ burden to innovate and be creative and ulti-
mately resulting in a lower Ol level, even when there is a
fit between OEO and IEO.

Consideration of socio-demographic factors is essen-
tial when examining research findings and evaluating the
practical significance of a study. Firstly, specific socio-de-
mographic parameters, such as gender [Lim, Envick, 2013]
and income level [Wenjun, Panikarova, 2023], have been
acknowledged for their significant influence on EO. The
study by Jelenc, Pisapia and lvanusi¢ [2015] highlights the
influence of demographic factors on EO. It notes a trend
of diminished risk-taking behaviour among individuals
aged 40-60. Additionally, the research points out that fe-
male entrepreneurs generally demonstrate a higher level
of proactivity compared to male entrepreneurs. Secondly,
socio-demographic variables can act as moderators in
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the relationship between entrepreneurial orientation
and employees’ work behaviours and attitudes. For in-
stance, Wenjun and Panikarova [2023] identified income
level and gender as moderators in the link between an
employee’s entrepreneurial mindset and their intrapre-
neurial activities. This association was found to be more
pronounced among male employees and those with low-
er income levels within the organization. Consequently,
we can infer that demographic parameters may exert an
influence on the outcome of the relationship between EO
and employees’ positive work attitudes. Therefore, it is im-
perative to control for the influence of socio-demograph-
ic variables in causal inference analysis to enhance the re-
search’s credibility before drawing conclusions based on
statistical results regarding the relationship between EO
and employees’positive work attitudes, such as ACand Ol.
Following the recommendations of Cook, Campbell and
Day [1979], our research has controlled for socio-demo-
graphic parameters such as gender, age, education, and
income to ensure that the variance in AC and Ol can be
attributed to EO. However, in addition to addressing this
issue through demographic control, future researchers
are also encouraged to strive for a more representative
sample in terms of socio-demographic characteristics to
further enhance the study’s validity.

CONCLUSION

EO is acknowledged as a vital strategy for sustaining
a competitive advantage at both corporate and individu-
al levels in today’s challenging business landscape. How-
ever, existing studies predominantly examine EO unilater-
ally [Clark et al., 2023; Ferreras-Méndez et al., 2021; Rauch
et al.,, 2009; Soares, Perin, 2019]. This research introduces
a novel perspective by investigating EO on dual fronts,
exploring how the interaction between OEO and IEO in-
fluences outcomes within the organization. Drawing on
SIPT and P-O fit theory, employing polynomial regression
analysis, and focusing on two key work attitudes as de-
pendent variables, the study reveals that both IEO and
OEO positively impact work attitudes. However, a “too-
much-of-a-good-thing” effect emerges, indicating that
excessive alignment between [EO and OEO can diminish
positive work attitudes. These findings underscore the
importance of a balanced approach to aligning entrepre-
neurial values at both organizational and individual levels
in management practice.

Practical implication. In light of the findings from our
research, a variety of practical recommendations can be
put forward for organizations with an entrepreneurial
focus. Paramount among these is the consideration of
entrepreneurial values in the recruitment process, en-
suring alignment between the candidate’s IEO and the
organization’s OEO. Further investigation has elucidated
the complex dynamics between IEO-OEO fit and the en-
hancement of positive working attitudes among employ-
ees. It has been confirmed that while a good fit between
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IEO and OEO generally correlates with positive outcomes,
an excessively high level of either can negatively impact
Ol and AC. This highlights the necessity for organizations
to continuously monitor and support employees’ posi-
tive attitudes, particularly in environments that highly
value entrepreneurial endeavours. Providing adequate
resources and support to those with a strong EO, yet
who may be lacking in necessary resources, becomes im-
perative. Without such measures, there is a risk that the
I[EO-OEO fit could deteriorate, leading to diminished mo-
rale and a decrease in positive employee attitudes. This
underscores the importance of maintaining a balanced
approach to fostering entrepreneurship within the cor-
porate structure.

Limitations and future research. This study is accom-
panied by certain limitations, yet it also opens up novel
avenues for forthcoming inquiries. While in our research
design, we have controlled socio-demographic parame-
ters such as age and gender in the polynomial regression
analysis to mitigate its impact on our hypothesis results, it
does not replace the need for a representative sample if
the goal is to generalize findings to a broader population.
Especially, the primary age of participants in this study is
concentrated within the 18 to 30 years old bracket. For
future research aiming at wide generalizability, it is still
essential to strive for a sample that accurately reflects the
population of interest in terms of age distribution. What's
more, our research introduces and corroborates the in-
verted U-shaped relationship through polynomial analy-

ses, aligning it with prevalent theories associated with
the “too-much-of-a-good-thing” phenomenon in organi-
zational studies. Nevertheless, there is a call for academic
exploration to empirically investigate the mechanisms
underlying the inverted U-shaped association between
IEO-OEO fit and positive working attitudes, encompass-
ing Ol and AC.

The present study attempts to shed light on this rela-
tionship from the perspective of the additive benefits and
costs associated with IEO-OEO fit. A specific avenue for
future investigation would involve conducting targeted
research to unravel the distinct pathways through which
benefits and costs impact Ol. Following this line of inquiry,
the initial hypothesis posited in this research suggests
that the formation of Ol and AC might exhibit variations,
particularly in terms of the influence exerted by anteced-
ents, depending on whether they originate from organi-
zational or individual levels. This hypothesis introduces
a fresh perspective to the enduring debate surrounding
the distinctions between Ol and AC, urging further empir-
ical work to substantiate or challenge these preliminary
findings. In conclusion, there is an imperative for future
studies to replicate and extend the present research, no-
tably through the enlargement of the sample size and
the incorporation of diverse demographic groups from
varied cultural backgrounds. This is crucial to ascertaining
the extent to which the results of this study hold validity
across different cultural and demographic scenarios, en-
suring the robustness and universality of the findings.m

Appendix - Questionnaire items
lMpunoxeHue - AHkema

Construct Items Descriptions Sources
In general, | prefer a strong emphasis in projects on unique, one-of-a-kind approaches
IEO1 e .
rather than revisiting tried and true approaches used before
IEO2 | prefer to try my own unique way when learning new things rather than doing it like eve-
ryone else does
IEO3 | favour experimentation and orlglna! appro.aches to problem solving rather than using Lumpkin, Dess
IEO methods others generally use for solving their problems [2001], Covin
IEO4 I usually act in anticipation of future problems, needs or changes Slevin [1986]
IEO5 | tend to plan ahead on projects
IEO6 | like to take bold action by venturing into the unknown
IEO7 I am willing to invest a lot of time and/or money on something that might yield a high
return
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Appendix (concluded)

OKoH4YaHUe npunoxeHus
Construct Items Descriptions Sources
OEO1 In general, top managers of my company favour a strong emphasis on R&D, technological
leadership and innovations
OEO2 | Inthe last five years, my company has marketed many new product lines or services
OEO3 In the last years, my company has typically initiated actions which the competition then
responds to
OEO4 In th.e last ﬁea.rs,. Tytcfomtparr:y was very;)ften tfl.e ﬁrit brlljsmless. to introduce new products/ Langkamp
OEO services, administrative techniques, and operating technologies Bolton Lane
OEO5 In the last years, my company had a strong proclivity for high risk projects (with chances [2012]
of very high return)
OEO6 In the last years, my company believed that owing to the nature of the environment, wide-
ranging acts are necessary to achieve the company’s objectives
When confronted with decision-making situations involving uncertainty, my company has
OEO7 | typically adopted a bold, aggressive posture to maximize the probability of exploiting po-
tential opportunities
on | feel strong ties with my organization
Ol2 | experience a strong sense of belonging to my company Smidlts, Pruyn,
Van Riel [2001],
Ol oI3 | feel proud to work for my company Zhonghua, Chen
Ol4 | am sufficiently acknowledged in my organization [2014]
Ol5 I am glad to be a member of my organization
AC1 | would be very happy to spend the rest of my career with this organization Tang, Wengbo,
AC2 I really feel as if this organization's problems are my own X':/T:;enrg;ﬁggg]’
AC AC3 | feel a strong sense of belonging to my organization Smith [1’993], ko,
. . - Price, Mueller
AC4 I do not feel emotionally attached to this organization [1997]

Note: [EOis individual entrepreneurial orientation, OEO is organizational entrepreneurial orientation, Ol is organizational identification,
AC is affective commitment.
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