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Abstract

Purpose: This study aims to explore the key factors that significantly influence employees' job performance in high-tech
enterprises in Chengdu, China. The conceptual framework proposes the causal relationships between variables such as job
engagement, innovative behavior, distributive justice, training, job satisfaction, organizational commitment, and employee job
performance. Research design, data, and methodology: This study employed a questionnaire survey method and statistical
analysis techniques to investigate 500 employees' job performance in high-tech enterprises who have less than five-year work
experience. The researcher used Item-Objective Consistency (IOC) and Cronbach's Alpha to test the designed scales before
distributing the questionnaire. Nonprobability and probability sampling methods are used, including judgmental and stratified
random sampling. The collected data were subjected to statistical analyses, including Confirmatory Factor Analysis and Structural
Equation Modeling, to assess reliability and validity and to analyze model fit. Results: The analysis of the research findings
reveals that training, job engagement, distributive justice, job satisfaction, innovative behavior, and organizational commitment
have a significantly positive impact on job performance among employees in high-tech enterprises. Nevertheless, Job satisfaction
has no significant impact on organization commitment. Conclusions: This study provides recommendations for human resource

management in high-tech enterprises, highlights research limitations, and suggests future research directions.

Keywords: Innovative Behavior, Organizational Commitment, Training, Job Satisfaction, Job Performance

JEL Classification Code: E44, F31, F37, G15

1. Introduction

Due to the fast progress of technology, the influence of
high-tech enterprises on the world was increasing daily,
high-tech products were emerging one after another, the
competition in the high-tech field was becoming increasingly
fierce, and cutting-edge technology was updated and iterated
at high speed. Under such a background, enterprises may
miss technology and excess profits at any time and fall into
trouble (Wang, 2020). In order to compete effectively in
today’s fast-paced and cutthroat global science and
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technology industry, high-tech businesses need to
demonstrate their knowledge-gathering and innovative
prowess (Li et al., 2006). Many high-tech enterprises are
exploring human resource management strategies and
practices that align with their development strategies and
operation status. They try to maintain their competitive
advantage by improving employees' abilities and work
performance (Hill & Rothaermel, 2003). In this context,
many scholars and high-tech enterprise management began
studying high-performance human resource management to
improve employee and enterprise performance.
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Fu and Deshpande (2014) argued that employees who
share common values with their employers and perceive
employer care tend to exhibit higher organizational loyalty
and better job performance. The study further confirmed that
employee job satisfaction has a positive direct impact on
organizational commitment and an indirect impact on job
performance. The perceived justice of employees in the
distribution process not only regulates the relationship
between pay performance and job performance but also
directly affects the work performance of R&D personnel
(Chien et al., 2010). Rich et al. (2010) believe that job
engagement means that individuals fully devote themselves
to their roles, which positively correlates with the two
dimensions of individual job performance. Zhang and Bartol
(2010) found an inverted U-shaped relationship between
creative work input and job performance of professional
employees engaged in complex work in information
technology companies.

According to the data, the number of high-tech firms in
China has expanded from 2010 to 2019, and the yearly
growth rate has been maintained at more than 15%.
According to the relevant information provided by the State
Administration of Taxation, the number of high-tech firms in
China is anticipated to reach 275000 in 2020. The economic
indicators of high-tech businesses are expanding at a rate
proportional to the fast expansion in the total number of
businesses. In 2019, China’s high-tech firms would reach a
total revenue of 45.1 trillion yuan, an increase of 15.9%
yearly (Wang, 2020). Therefore, enhancing employees'
performance in a dynamic environment and improving

enterprises' competitiveness becomes particularly prominent.

Among numerous influencing factors, which variables affect
high-tech enterprises' innovative behavior, job satisfaction,
and job performance and facilitate employee growth to
provide sustained competitive advantages? These questions
concern entrepreneurs engaged in specific business activities
and are one of the hot topics studied by economists and
management scholars. This is a highly challenging practical
and theoretical issue, which also serves as the starting point
for this research. This study aims to explore the key factors
that significantly influence employees' job performance in
high-tech enterprises in Chengdu, China.

2. Literature Review
2.1 Job Engagement

Salanova et al. (2005) pointed out that employee
engagement can be regarded as a commitment and
investment of employees to the enterprise regarding emotion
and knowledge. This definition strengthens employees'
desire to work, and their "willingness" improves work
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efficiency. Employees work with highly dedicated people to
realize their physical, cognitive, and emotional selves so that
they can actively participate in the work (Kahn, 1990).
Employees can develop professionalism Only when they
combine themselves with their work roles (Schaufeli &
Bakker, 2004). Macey and Schneider (2008) have conducted
extensive research on the meaning and significance of job
engagement. It is defined that job engagement as the
psychological and behavioral engagement of employees in
various states, and they also suggested that employee work
engagement is a two-way relationship between employers
and employees.

Employees who receive fair treatment and respect at
work, as well as a reasonable salary level and fair task
assignment, will use positive attitude and work behavior as a
reward, with increased engagement being one of the positive
behaviors (Schaufeli & Bakker, 2004). Employees can also
be effectively and fully engaged in their work when they are
confident, they will better accomplish their goals. Lee et al.
(2006) demonstrated engagement's external and internal
effects from an empirical perspective, helping researchers
better understand the relationship between job engagement
and job performance.

H1: Job engagement has a significant impact on innovation
behavior.

H2: Job Engagement has a significant impact on job
performance.

2.2 Innovation behavior

Innovation behavior refers to the generation, among
others, of new products, services, production methods, and
management processes that are potentially valuable. In fierce
competition, it can promote companies' survival, innovation,
and growth (West & Farr, 1989). In addition to creating ideas,
innovation behavior also includes the implementation
process of ideas. Innovation behavior refers to all action’s
employees undertake that involve generating, incorporating,
or applying novel ideas in any aspect of their work. The
dimensions of employee innovation behavior encompass
both the generation of innovative concepts and the execution
of these innovative concepts. (Thurlings et al., 2015).
Innovative workers drive the competitive edge and
enhancement of corporate performance among service
companies. Scholars and practitioners have suggested that
creative workers contribute to the company's success (Jafri,
2010).

H3: Innovation behavior has a significant impact on job
performance.
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2.3 Job Satisfaction

Job satisfaction and organizational commitment are two
important job attitude variables that are good predictors of
employees' behavioral tendencies and actual behavior and, to
some extent, indirectly predict some organizational outcome
variables (Mowday et al., 1979). Employees with high levels
of organizational commitment have a greater propensity to
work than other employees. They derive more satisfaction
from their work and see it as fulfilling their personal needs.
The more satisfied employees are, the more they are attached

to their organizations (Brown & Peterson, 1993; Yang, 2010).

Rayton's (2006) relevant study discovered a positive
correlation between job satisfaction and organizational
commitment.

H4: Job satisfaction has a significant impact on job
performance.

H5: Job satisfaction has a significant
organizational commitment.

impact on

2.4 Organizational Commitment

Organizational commitment is the degree to which an
employee identifies with the organization's aims and is
willing to remain employed (Meyer et al., 1989). Employees
have strong sentiments for the company, and as a result, they
consider the identities of other organization members to be
an integral component of their own lives. They are worried
that they will suffer economic losses if they leave the
organization and are willing to continue to pay emotionally
and energy for the organization (Mowday et al., 1979). Jafri
(2010) proposes that organizational commitment is
important in achieving national goals, innovation
performance, and maintaining organizational stability.
Johnston et al. (1990) also showed that organizational
commitment is highly complex and is an important
performance factor.

H6: Organizational commitment has a significant impact on
job performance.

2.5 Distributive Justice

Colquitt et al. (2012) researched the influence of

perceived organizational fairness on employee job
performance. The research findings indicated that
informational fairness within organizational fairness

significantly affects employee allocation fairness, procedural
fairness, and employee work attitudes.

Aryee et al. (2004) suggests cognitive differences among
employees regarding the returns they receive for their
investment of time and energy within an organization.
Consequently, the fairness of organizational practices
becomes a crucial foundation for motivating employee work.
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Grounded in the equity of reward distribution within the
organization, employees are more likely to exert their efforts
to gain greater rewards. When employees perceive that their
efforts are rewarded appropriately, they can experience
organizational fairness, which positively impacts employee
job satisfaction and performance (Campbell & Finch, 2004).
According to Witt and Nye (1992), a correlation exists
between distributive justice and job satisfaction.

H7: Distributive justice has a significant impact on job
satisfaction.

2.6 Training

Jex and Britt (2008) argue that organizational training
creates more intangible value and increases employee
commitment than other approaches; training can improve
employees' satisfaction and commitment as a type of
management and organizational help, reduce work anxiety,
and motivate employees (Fletcher, 2016). Skill training was,
therefore, directly linked to the commitment of employees.
Elnaga and Imran (2013) think that training is the key link to
keeping employees and jobs matching and is an important
part of human capital theory. The training plan aims to
promote the improvement of organizational efficiency and
the realization of organizational goals.

H8: Training has a significant impact on job satisfaction.
H9: Training has a significant impact on organizational
commitment.

2.7 Job performance

Job performance reflects the outcomes of employees
achieving organizational goals and encompasses the
processes they undertake to attain those objectives. Borman
and Motowidlo (1997) categorize performance into task
performance and contextual performance. Task performance
pertains to behaviors stipulated by the organization or
specific to particular roles, while contextual performance
involves additional contributions to the organizational
environment.

3. Research Methods and Materials

3.1 Research Framework

The conceptual framework of this study is developed
based on the fundamental concepts of previous research
frameworks and models. Gibbs and Ashill (2013) examined
the strong and favorable impact of job satisfaction and
organizational commitment on job performance and
intention to stay. Kim and Koo (2017) investigated how
LMX influences employee engagement, subsequently



Sijie Ma / AU-GSB e-Journal Vol 17 No 2 (2024) 194-203

affecting their creative behaviors and job performance. Crow
et al. (2012) confirmed and extended prior research findings,
demonstrating that organizational fairness significantly
enhances employees' commitment to the organization. Job
satisfaction is a key mediating variable in organizational
fairness and commitment. Drawing from Lee et al. (2006)
study, there is support for organizations to enhance
employees' affective commitment by encouraging their
participation in training programs. Additionally, a significant
correlation exists between training and job satisfaction, and
both training and career development planning play crucial
roles in increasing job satisfaction and reducing employee
turnover intentions. The conceptual framework of this study
is proposed in Figure 1.

Job Perfaormance
(819}

Commitmant
(00)

H8 3
Organizational
H9
Figure 1: Conceptual Framework
H1: Job engagement has a significant impact on innovation

behavior.
H2: Job engagement has a significant impact on job

performance.

H3: Innovation behavior has a significant impact on job
performance.

H4: Job satisfaction has a significant impact on job
performance.

H5: Job satisfaction has a significant impact on
organizational commitment.

H5: Job satisfaction has a significant impact on

organizational commitment.

H6: Organizational commitment has a significant impact on
job performance.

H7: Distributive justice has a significant impact on job
satisfaction.

H8: Training has a significant impact on job satisfaction.
H9: Training has a significant impact on organizational
commitment.

3.2 Research Methodology

According to Polonsky and Waller (2015), quantitative
research methods generally go through four stages:
identifying research objectives and questions, selecting data
collection methods and instruments, conducting data analysis
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and interpretation of results, and finally, making conclusions
and recommendations. Therefore, the researcher in this study
created a quantitative study to gather information using a
questionnaire. In this research project, the researcher used
questionnaires as the survey's primary research technique.

The preliminary examination comprised was carried out
utilizing the Index of Item-Objective Congruence (I0C) and
pilot testing. A panel of three experts evaluated the 10C, and
their assessments revealed that each item on the scale
received a rating of 0.6 or higher, indicating a satisfactory
degree of congruence. Additionally, the pilot test (n=50)
encompassed an assessment of the Cronbach's alpha
coefficient for reliability, —affirming robust internal
consistency across all items. The computed values met or
exceeded 0.7, consistent with the criteria outlined by
Nunnally and Bernstein (1994).

The construct validity of the questionnaire was evaluated
using factor analysis once the researchers had finished
collecting quantitative data. After data collection, the
researcher adopted Structural Equation Modeling (SEM) as
the most appropriate method to examine the structural
relationships between variables.

3.3 Population and Sample Size

Link and Oldendick's (2000) findings indicate that the
target population refers to the entire set of samples within the
research region sharing specific common characteristics. In
the context of this study, the target population consists of
employees working in the production department, sales
department, and R&D department of three high-tech
enterprises in Chengdu, and who have been working less
than five years in a company. In addition, Israel (1992)
indicated that for multiple regression, analysis of covariance,
and analysis of log-linear, a good sample of 200-500 was
necessary. In order to obtain more reliable statistical results,
the researchers propose to draw more than 500 samples from
three high-tech enterprises in Chengdu. Therefore, the
researchers surveyed 520 respondents, and 500
guestionnaires were available after data screening.

3.4 Sampling Technique

Nonprobability and probability sampling methods are
used. Initially, a judgmental and stratified random sampling
approach was utilized to select employees from the Research
and Development (R&D), Sales, and Technology
departments of three large high-tech enterprises, and who
have been working less than five years in a company in
Chengdu, as shown in Table 1.
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Table 1: Sample Units and Sample Size
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Table 2: Demographic Profile

Population | Proportional
ST NEE Size Sample Size
Huawei Technologies Co., Ltd. 3544 219
Sichuan Xunyou Network Technology 631 39
Co., Ltd
Dongfang Electric Corporation
Limited 3917 242
(Chengdu headquarters)
Total 8092 500

Source: Constructed by author

4. Results and Discussion

4.1 Demographic Information

The profile of the demographic targets 500 participants
and is concluded in Table 2. Male respondents represent
41.8 %, and female respondents account for 58.2%. For the
age group, the biggest segment in this research was 26-34
years old, representing 59.8% of respondents, 14.6% of 35-
45 years old, 17% less than 25 years old, and 8.6 % over 46
years old. In terms of the educational background of
respondents, the major group was Bachelor’s degree at 78.2%,
whereas Master’s degrees accounted for 15%, below
Bachelor’s degree at 6.4% and Doctorate’s degree at 0.4%
respectively.

Demograph|(<':\l ir;((:i) Seneral Data Frequency| Percentage
25 years old or less 85 17%
Age 26 -34 years old 299 59.8%
35-45 years old 73 14.6%
Above 46 years old 43 8.6%
Below Bachelor’s degree 32 6.4%
Education Bachelor’s degree 391 78.2%
Master’s degree 75 15%
Doctorate’s degree 2 0.4%
Education/Training/Research 69 13.8%
IT/ Internet/ E-commerce 161 32.2%
Profession Manufacturing 143 28.6%
Financial trade 45 9%
The professional services 45 9%
others 37 7.4%
Gender Male 209 41.8%
Female 291 58.2%

Source: Constructed by author

4.2 Confirmatory Factor Analysis (CFA)

This study employed AMOS for conducting confirmatory
factor analysis (CFA) to assess the convergent validity of the
variables. In order to evaluate convergent validity, Fornell and
Larcker (1981) established three pivotal measurement
benchmarks: factor loadings surpassing 0.5, composite
reliability (CR) values greater than 0.7, and average variance
extraction (AVE) levels exceeding 0.4.

Table 3: Confirmatory Factor Analysis Result, Composite Reliability (CR) and Average Variance Extracted (AVE)

. Source of Questionnaire No. of Cronbach’s Factors
VETEIOES (Measurement Indicator) Item Alpha Loading e s
Job Engagement (JE) Grobelna (2019) 9 0.895 0.636-0.767 0.491 0.896
Distributive Justice (DJ) Carter et al. (2018) 5 0.837 0.686-0.748 0.508 0.837
Innovation Behavior (IB) Zhang et al. (2016) 8 0.889 0.658-0.749 0.502 0.890
Training (TR) Lapierre et al. (2016) 7 0.889 0.670-0.769 0.535 0.889
Job Satisfaction (JS) Wang et al. (2018) 5 0.773 0..516-0.700 0.412 0.776
Organizational Commitment (OC) Gao-Urhahn et al. (2016) 5 0.873 0.683-0.829 0.582 0.874
Job Performance (JP) Yu et al. (2020) 4 0.811 0.675-0.751 0.517 0.810

All correlations extracted exceeded the corresponding
values, as shown in Table 4. In addition, this study used GFl,
AGFI, NFI, CFI, TLI, and RMSEA as indicators for model fit
assessment in the CFA analysis.

Table 4: Goodness of Fit for Measurement Model

Fit Index Acceptable Criteria Statistical Values

CMIN/DF | <5.00 (Bentler & Bonett, 1980) 2.017
> 0.80 (Greenspoon & Saklofske,

GFI 1998) 0.861
AGFI > 0.80 (Filippini et al., 1998) 0.843
CFlI > 0.90 (Arbuckle, 1995) 0.916
TLI >0.90 (Hair et al., 2006) 0.909
IFI > 0.90 (Hair et al., 2006) 0.917
RMSEA < 0.08 (Hu & Bentler, 1999) 0.045

Model In harmony with

Summary empirical data

Remark: CMIN/DF = The ratio of the chi-square value to degree
of freedom, GFI = goodness-of-fit index, AGFI = adjusted
goodness-of-fit index, CFl = comparative fit index, TLI = Tucker
Lewis index, IFI = Incremental Fit Index and RMSEA = root mean
square error of approximation

Discriminant validity was assessed by comparing the
square root of AVE with the correlation coefficients between
latent variables. If the correlation coefficient between two
latent variables is smaller than their corresponding AVE
square root, it suggests good discriminant validity between
them. The convergent and discriminant validity in this study
exceeded the acceptable values. The distinction validity
investigation results of less than five years of work
experience group are shown in Table 5. The correlations
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between any two latent variables are all below 0.8. Therefore,
through these quantitative measures, discriminant validity is
demonstrated (Liu et al., 2007).

Table 5: Discriminant Validity

JE DJ | IB TR JS oC JP
JE 0.701
DJ 0.268 [0.712
1B 0.414 |0.365|0.709
TR 0.349 |0.420|0.603| 0.731
JS 0.079 |0.237|0.217| 0.213 | 0.642
oC 0.303 |0.307|0.372| 0.316 | 0.158 | 0.763
JP 0.333 |0.374|0.445| 0.439 | 0.214 | 0.348 (0.719

Note: The diagonally listed value is the AVE square roots of the
variables
Source: Created by the author.

4.3 Structural Equation Model (SEM)

According to Hair et al. (2010), Structural Equation
Modeling (SEM) validates the causal relationship among
variables in a proposed model and encompasses
measurement inaccuracy in the structure coefficient. The
goodness of fit indices for the Structural Equation Model
(SEM) is measured as demonstrated in Table 6. The model
fit measurement should not be over 3 for the Chi-
square/degrees-of-freedom (CMIN/DF) ratio, and GFI and
CFI should be higher than 0.8, as Greenspoon and Saklofske
(1998) recommended. The calculation in SEMs and
adjusting the model by using SPSS AMOS version 26, the
results of the fit index were presented as a good fit, which
are CMIN/DF = 2.084, GFI = 0.857, AGFI = 0.839, IFI =
0.911, CFI = 0.910, TLI = 0.904 and RMSEA = 0.047,
according to the acceptable values are mentioned in Table 6.

Table 6: Goodness of Fit for Structural Model

Statistical
Index Acceptable Values
CMIN/DF | <5.00 (Bentler & Bonett, 1980) 2.084
>0.80 (Greenspoon & Saklofske,
GFI 1998) 0.857
AGFI > 0.80 (Filippini et al., 1998) 0.839
CFlI > 0.90 (Arbuckle, 1995) 0.910
TLI > 0.90 (Hair et al., 2006) 0.904
IFI > 0.90 (Hair et al., 2006) 0.911
RMSEA < 0.08 (Hu & Bentler, 1999) 0.047
In harmony
SLIJ\:InOr?\gIry with Empirical
data

Remark: CMIN/DF = The ratio of the chi-square value to degree
of freedom, GFI = goodness-of-fit index, AGFI = adjusted
goodness-of-fit index, CFl = comparative fit index, TLI = Tucker
Lewis index, IFI = Incremental Fit Index and RMSEA = root mean
square error of approximation
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4.4 Research Hypothesis Testing Result

The research model determines the significance of each
variable through the standardized coeffeicinet path and t-
value. The outcomes in Table 7 indicate that 8 out of 9
hypotheses were supported.

Table 7: Hypothesis Results of the Structural Equation Modeling

Hypothesis (1)) t-Value Result
H1: JE-IB 0.455 7.853* Supported
H2: JE-JP 0.146 2.711* Supported
H3: IB—JP 0.356 5.967* Supported
H4: JS—JP 0.159 3.116* Supported
H5: JS—0C 0.094 1.786 Not Supported
H6: OC—JP 0.213 4.259* Supported
H7: DJ—JS 0.233 3.845* Supported
H8: TR—JS 0.143 2.487* Supported
H9: TR—0OC 0.354 6.445* Supported

Note: * p<0.05
Source: Created by the author

The result from Table 7 can be refined that:

H1 demonstrated that employee engagement is one of the
key driving factors for innovative behavior, revealing a
standardized coefficient value of 0.455 in the structural path.
Kwon and Kim (2020) confirmed a close correlation
between employee organizational identification and
organizational support, indicating that dedicated employees
are more likely to generate novel ideas to meet challenges,
thereby exhibiting innovative behavior. With H2, the
analysis results supported the hypothesis of a significant
impact of work engagement on employee job performance,
with a standardized coefficient value of 0.146. H3
hypothesized that innovative behavior significantly affects
job performance, and this received a standardized coefficient
value of 0.356. Furthermore, employees displaying high
work engagement suggest a strong acceptance of
organizational management practices and task objectives,
willingly striving to maximize personal value within the
organization and thus fostering individual and organizational
performance (Rich et al., 2010). The findings of this study
support the previous literature's conclusion that work
engagement has the greatest impact on job performance.

Moreover, H4 verified a significant impact of job
satisfaction on job performance. As for H5, with a
coefficient value of 0.094, the results indicated no significant
impact of job satisfaction on organizational commitment.
Employee tenure, sense of belonging, and environmental
pressure might interfere with job satisfaction. H6 postulated
that organizational commitment significantly affects job
performance, obtaining a standardized coefficient of 0.213.
Analysis of H7 revealed that distributive fairness
significantly influences job satisfaction, with a coefficient of
0.233. Employees often perceive organizational fairness by
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comparing themselves with colleagues, and those perceiving
fairness generally exhibit higher job satisfaction (Campbell
& Finch, 2004). H8 hypothesized a significant impact of
training on job satisfaction, with a coefficient of 0.143.
Lastly, the support of training on organizational commitment
yielded a standardized coefficient value of 0.354, reinforcing
the significant impact of H9. To substantiate this argument,
Fletcher (2016) found that training, as an effective
managerial and organizational aid, can significantly enhance
employee job satisfaction and organizational commitment,
reduce work anxiety, and motivate employees to improve job
performance.

5. Conclusion and Recommendation
5.1 Conclusion and Discussion

This research paper focuses on This study primarily
investigates the significant influencing factors of job
performance among employees in high-tech enterprises in
Chengdu city. Building upon prior research, this study
constructs a conceptual framework to explore the substantial
impacts of work engagement, distributive fairness, training,
innovative behavior, job satisfaction, and organizational
commitment on employee performance. Pre-designed survey
questionnaires were distributed to targeted employee
samples from three large high-tech enterprises in Chengdu
city, encompassing roles in research and development, sales,
and technology departments. The study aims to unveil
relevant factors affecting job performance within specific
geographic regions' high-tech enterprise management
through data analysis. Confirmatory Factor Analysis (CFA)
was employed to measure and validate the conceptual
model's effectiveness and reliability. Accordingly, a
Structural Equation Model (SEM) was used to analyze the
influencing factors of employee job performance, and the
research findings are presented as follows.

Firstly, work engagement has the most significant impact
on employee job performance. This aligns with prior
literature by Demerouti et al. (2010), indicating that
employee engagement's physiological and psychological
commitment can promote organizational goal attainment.
High levels of engagement lead to prolonged focus on work
and a proclivity to actively learn new skills and knowledge
to enhance competitiveness, ultimately yielding better job
performance.

Secondly, distributive justice ranks the second most
influential factor affecting employee job performance. This
supports the notion that organizational fairness significantly
impacts job performance. In a fair environment, employees
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can ensure smooth information communication conducive to
exchanging innovative thoughts and ideas (Swalhi et al.,
2017).

Thirdly, training is proven to impact employee job
performance in high-tech enterprises substantially. The
findings are consistent with Elnaga and Imran (2013)
research, suggesting that training effectively enhances
employee skills, serves as a vital tool to update employee
thinking and abilities to tackle new tasks, and constitutes a
crucial means for organizations to address evolving market
demands and emerging technologies.

In conclusion, positive correlations exist between job
performance and the abovementioned six variables. In
summary, the study's objectives have been achieved,
revealing that work engagement, distributive fairness,
training, innovative behavior, job satisfaction, and
organizational commitment are key influencing factors on
employee job performance in Chengdu's high-tech
enterprises.

5.2 Recommendation

The researchers discovered that enhancing employees'
job performance in high-tech enterprises requires
establishing a scientifically sound incentive system, ensuring
that each employee feels valued and cared for by the
organization, thus stimulating their potential and fostering
high performance. Innovative behavior, organizational
commitment, distributive justice, and training are strongly
and positively associated with job performance, reflecting
the employees' strong needs for socialization, belongingness,
respect, and self-actualization. Therefore, high-tech
enterprises should advocate a culture of freedom and
integrity, enhancing employees' sense of responsibility and
trust. Employee job satisfaction and dedication can be
enhanced by improving working conditions, promoting
harmonious work relationships, and strengthening
organizational support. Subsequently, investing in training
and designing multi-channel career development paths will
encourage mutual growth between employees and the
organization, cultivating intrinsic motivation and facilitating
the transformation of job satisfaction into a spirit of
dedication. Ultimately, these efforts will effectually elevate
employees' innovative capabilities and performance.

5.3 Limitation and Further Study

The current study also has certain limitations. Firstly, it
focused solely on high-tech enterprises and collected data
from only three companies in Chengdu, resulting in a limited
scope and sample size. Future research should aim to obtain



Sijie Ma / AU-GSB e-Journal Vol 17 No 2 (2024) 194-203

data from a broader range of sources to enhance the
generalizability of the findings.

Secondly, a phased data collection approach could be
explored in future studies, allowing for measurements of
different variables at different time points, thus providing a
more accurate determination of the relationships between
variables. Collecting longitudinal data would enable the
examination of the impact of various factors on employee
attitudes, behaviors, and performance over different periods.

Thirdly, other factors such as LMX (Leader-Member
Exchange) and job pressure may also influence job
performance in real-world organizational settings. Given the
diversity of high-tech enterprises in terms of industry and
work environments, there may be variations across different
companies. As a result, further validation of the conclusions
presented in this study is necessary before applying them to
specific industries.
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