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Abstract - The executives in organizations are also employees and they are also prone to the influence of job 

involvement in rendering their performance. Organizations can reach their vision and can perform their mission 

effectively if executives are working with involvement. An attempt is made to study the Job Involvement of the 

executives. The Job involvement is influenced by many personal and organisational factors.  The study was conducted 

among two hundred and sixteen executives. It is found that job involvement is influenced by Locus of Control-

Internality, Organisational Climate and Organisational Commitment. Further it is also found that  there is inter 

correlation among these variables.  
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I. INTRODUCTION 

Job involved person is one for whom work is very 

important part of his life and also one who is very much 

affected personally, by his total situation. Lodhal and 

Kejner (1965) have pointed out that job involvement is the 

degree to which a person is identified psychologically with 

his work or importance in his total self image. Kanungo 

(1979) has found that job involvement increases with the 

responsibility, interested work and independence among the 

managers. The nature of the executives job is highly 

responsible, has adequate freedom with job authority and 

responsibility. 

The executive‟s goals and the organization goals get 

interacted with one another when they perceive that the 

organization is helping them to meet their needs and satisfy 

their demands.  An individual who has developed a 

favorable attitude toward one aspect of the job based on 

unique experiences is likely to react favorably to other 

related job aspects. Thus, if one is influenced in a job, one 

is likely to be satisfied with the job and committed to the 

organization.  

Organizational commitment is the process by which the 

goals of the organization and those goals of the individuals 

become integrated or congruent (Hall et al 1970). To 

Reichers (1985) organizational commitment is the process 

of identification with the goals of an organization‟s multiple 

roles. Bhattacharya (1989) has found that work motivation 

is positively influenced by the organizational commitment. 

Climate or the environment is the vital aspect needed for 

the executive. A good, conducive environment, opportunity 

for growth is essential for the effective functioning. It 

influences the behavior and motivates the executives to 

perform well, achieve things in time. Taguiri (1967) has 

stated that, organizational climate is  the relatively enduring 

quality of the internal environment of an organization that 

is experienced by its members, influences their behavior 

and can be described in terms of the values of a particular 

set of characteristics of the organization. 

Executives‟ motivation, ability to handle critical situations, 

perception of things are been influenced by the personality 

characteristic i.e., locus of control (LOC). It is an internal 

belief or attitude of an individual, which happen to him are 

contingent upon his behavior or circumstance. According to 

Rotter (1966) people with  internal- LOC believe that job 

performance and events that occur in the work setting are 

based on their own behavior and LOC-externals believe that 

work out comes are beyond personal control, they attribute 

it  to luck or fate. 

In the competitive scenario, the role of the executives is 

vital to organizational development. It is the duty of the HR 

Department to understand the executive and plan for the 

development in both the aspects, i.e., individual and 

organizational. So an attempt is made to study the work 

motivation and job involvement of the executives in the 

purview of HRD. Many research studies have undertaken to 

study the work motivation and job involvement on various 

sectors, but it is limited among the executives. There may 

be many factors (personal and organizational factors) 

influencing work motivation and job involvement of the 

executives. 
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II. JOB INVOLVEMENT 

Job involvement is the degree to which a person is 

psychologically identifying with his work or importance of 

work in his total self image. Job involvement is a necessary 

condition if an individual is to accept by his membership in 

organization. The degree of job involvement is related to 

the level of aspiration and also to the degree of 

internalization of organizational goals (Katz and Kahn, 

1966).Guion (1958) proposed that job involvement is 

characterized by the employee‟s perception of the job as 

being of extreme importance. Siegel (1969) had stated that, 

job involvement is the importance of work to a person‟s 

self-esteem or sense of worth. 

 Lawler and Hall ( 1970) defined it as the degree to which a 

person perceives his total work situation to be an important 

part of his life and to  be central to him and his identity 

because of the opportunity it affords him to satisfy his 

needs. 

ORGANIZATIONAL COMMITMENT 

This is another variable used in this study as a factor 

influencing work motivation and job involvement of the 

executives. Organizational commitment is the employee‟s 

attitude and loyalty towards his job or the organization. 

Sheldon (1971) had stated that,  it is an attitude or an 

orientation toward the organization which links or attaches 

the identity of the person to the organization.It‟s the relative 

strength of an individual‟s identification with and 

involvement in a particular organization, where it involves 

the three factors of belief, willingness and association 

Boulin (1974). Definitions given by various researchers 

views organizational commitment as an attitudinal 

phenomenon and it is the loyalty that the employees show 

toward the organization to attain the goals of the 

organization and to remain in the organization. 

ORGANIZATIONAL CLIMATE. 

Environment has been recognized as a potent source which 

influences the human behavior. Organizational climate is 

one specific environment, which contributes to an 

individual‟s motivation. Because the organizational climate 

consists of organizational variables in an employee‟s job 

environment, it has an immediate influence on their beliefs 

about rewards and opportunities available within 

organization. Such beliefs in turn, contribute significantly 

to employee‟s motivation. It has been assumed that 

organizational climate as a variable may influence work 

motivation and job involvement. So the concept of 

organizational climate is discussed. 

According to Payne (1971) Organizational Climate has 

been described as a molar concept reflecting the content 

and strength of prevalent values, norms, attitudes, 

behaviours and feelings of members of a social system 

which can be operationally measured through the 

perception of system members. 

LOCUS OF CONTROL 

Locus of control is also an important factor that determines 

the behavior or the activities of an individual in an 

organization. In this study locus of control is studied as a 

personal factor, to know its influence upon the job 

involvement of the executives. Lefcourt (1976) defined the 

perceived locus of control as follows: "Perceived control is 

defined as a generalized expectancy for internal as opposed 

to external control of reinforcements" 

So, Locus of control refers to an individual's generalized 

expectations concerning where control over subsequent 

events resides. Internals, who attribute events to their own 

control, and Externals, who attribute events in their life to 

external circumstances. 

III. REVIEW OF LITERATURE 

Alireza et al (2015) in their study on Job Involvement and 

Organizational Commitment of Employees of Pre hospital 

Emergency Medical System have found that there is no 

significant differences between the mean scores of 

organizational commitment and job involvement in subjects 

with different fields of study, different levels of interest in 

the profession, and various educational levels. A direct 

significant correlation was found between the total scores of 

organizational commitment and job involvement of 

workers. 

Puri & Saxena‟s (2013) examined the relationship between 

job involvement and organizational climate of government 

employees. The study also aims to find the gender 

differences on the basis of these factors. This study is 

conducted on 200 middle level male and female employees 

in total, belonging to urban domicile. A survey of 

government employees (aged 40-55) reveals that job 

involvement has significant positive correlation with 

organizational climate. Further significant correlation  is 

found  among  the   male and female employees. 

Dadhaina (2006) in his study on the Occupational Stress 

and Job involvement among managers, supervisors and 

workers of public sector organizations has found that there 

is a negative correlation between occupational stress and 

job involvement. Managers were found to be more involved 

in the job than the workers. Significant differences exist 

among managers, supervisors and workers in the level of 

occupational stress. 

Wenxia Zhou and Bo Li (2008) examined the relationship 

between organizational career management (OCM) and job 

involvement (JI), among the employees in five enterprises 

and acquired a sample of 192 valid cases. Results show that 

the correlation between OCM and JI is significant (α=0.01). 

Moreover, the correlation between the four dimensions of 

OCM and JI is significant. Among the dimensions of OCM, 
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Promotion exhibits the highest correlation with JI whereas 

Focus on Training has the lowest correlation with JI.  

Wendong Li et al (2008) studied the effects of job 

satisfaction, affective commitment, job involvement and job 

skill ratings among 272 post-holders from four different 

occupations, namely, public servants in charge of HR 

administration, software engineers, web editors, and 

newspaper advertisement salesperson. They have found that 

the three job attitude variables of job satisfaction, affective 

commitment and job involvement all have significant 

effects upon job skill importance ratings and skill level 

ratings after controlling for occupational and demographic 

variables. Further comparison revealed that job satisfaction 

has a greater influence upon the above two ratings than 

affective commitment and job involvement 

Marcus Selart (2005) in his study on Understanding the role 

of locus of control in consultative decision-making through 

a case study among 44 managers working at Swedish 

multinational construction company has found that 

managers with low external locus of control used group 

consultative decision-making more frequently than those 

with high locus of control. There was also a tendency 

showing that high externals more frequently used 

participative decision-making than low externals. This was 

in line with the general trend, indicating that managers on 

the whole predominantly used participative decision-

making. 

STATEMENT OF THE PROBLEM 

Executives are considered as the leaders of the 

organization. They were the people to implement the goals 

and link the performance to meet the objectives. So the 

work of an executive is highly complex in the era of 

technological advancement. The demand and expectations 

are high with executives because they are the people who 

exploit the opportunities for the organization, plan the work 

and get the work done through others. At times executives 

are considered as leaders, mentor, as liason officer etc 

within the organization. So the work of the executives can 

be enhanced by Job involvement, which leads to the 

achievement of the goals.  The involvement is further 

enhanced by the organisational commitment. So the job 

involvement of the executive makes him to participate 

wholly in the organization‟s activities. 

IV. RESEARCH DESIGN 

The researcher had adopted descriptive design. It is a fact 

finding investigation with adequate interpretation. In 

descriptive design, the researcher is able to find out and use 

adequate methods for finding it. 

Objectives: 

1. To study the profile of the Executives 

2. To find out the level of Job Involvement of the 

Executives as well as their Locus of Control, 

perception of Organizational Climate and 

Organizational Commitment. 

3. To study the personal and organizational factors 

influencing their Job Involvement. 

4. To present the inter- correlation between the key 

variables 

Tools of data collection: 

The questionnaire used for studying the profile was 

constructed by the researcher, for identifying the level of 

Job Involvement, Locus of Control, the perception of 

Organizational Climate and Organizational Commitment 

standardized scales were used. The scale to measure the 

level of Job involvement was developed by Ashok Pratab 

Singh (1988),the scale to identify the organizational climate 

was developed by Baldev R.Sharma (1987), the 

organizational commitment scale was developed by 

Balaji.C (1982) and the scale to identify the locus of control 

was developed by Pareek. (1982). 

SAMPLE 

The sample adopted by the researcher is non-probability, 

Accidental sampling. The list of the engineering industries 

situated in Coimbatore was CII (Confederation of Indian 

Industries). The data was collected from the executives of 

the organization which accorded permission for data 

collection. Two Hundred and Sixteen executives constitute 

the sample. 

V. RESULTS AND DISCUSSION 

PERSONAL PROFILE 

The findings of the study shows that 42 per cent of the 

respondents were in the age group 31-40 yrs, 17.6 per cent 

of the respondent‟s age is above 45 years. Majority of the 

executives of this present study are in the middle age. Since   

majority of the respondents are in middle age group, most 

of the respondents are married Due to the nature of the job, 

majority of the respondents were male. The majority of the 

respondents are qualified professional in their field in 

accordance with their job i.e., 32.9 percent of the 

respondents possess BE\ B.Tech qualification, 25.5 Per cent 

possess Diploma, 24.5 per cent possess PG and 17.1 

percent possess MBA as their qualification. Among the 

total respondents 49.5 per cent of the nature of job is 

technical, 27.8 percent of the respondents is office manager 

(Head of department), 22.7 percent of the respondents are 

human resource managers. Hence most of the respondents 

(executives) chosen for this study are with technical 

education background. more than half of the respondents 

experience is less than 10 years, 13 per cent of the 

respondents are having more than 20 years of experience in 

the present job.Most of the respondents become executives 
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even with less years of experience because of their higher 

educational qualification. Majority of the respondents‟ 

salary ranges between Rs. 10,000- 15,000. Even though the 

respondents are professionally qualified, the nature of the 

job does not permit them to participate in training 

programme or they were not given such opportunities, 52.8 

percent of the respondents have not attended any training 

programme within three months duration during data 

collection. 

LEVEL OF JOB INVOLVEMENT 

Among the total respondents, 45.4 per cent of the 

respondents were having moderate level of job 

involvement, 27.8 percent were having high level and 26.9 

percent were having low level of job involvement. 

Level of Organisational Climate 

It is founded that 52.3 per cent of the respondents perceive 

their organizational climate as moderate, 26.4 per cent 

perceive as low level and 21.3 per cent perceive their 

organizational climate is of high level.More than half of the 

total respondents had perceived their organizational climate 

as moderate. 

LEVEL  OF ORGANISATIONAL CLIMATE 

It is founded that 48.1 per cent of the respondents were 

having moderate level of organizational commitment, 30.6 

per cent were having low level and 21.3 per cent were 

having high level of organizational climate. 

LEVEL OF LOCUS OF CONTROL 

 The analysis shows that 36.6 per cent of the respondent 

were having high level of internal – Locus of control, 32.9 

per cent were having low level and 30.6 per cent are having 

moderate level of internal – Locus of control. So, most of 

the executives have high level of Locus of Control – 

Internal.    

VI. FACTORS INFLUENCING JOB 

INVOLVEMENT 

It is found that there is difference in the mean score of the 

Job Involvement with respect to the age groups of the 

respondents, Nature of the job, designation, years of 

experience, Monthly income,  respondents who attended the 

training programme than others. The perceived 

Organizational Climate, Organizational Commitment has an 

influence on the Job Involvement of the respondents. It is 

also inferred that Locus of Control – Internality has an 

influence on the Job Involvement of the respondents. 

When the individual correlation between job involvement 

and other set of independent variables were calculated, it 

shows that the socio economic variables like age, sex, 

education, monthly income, marital status, type of family, 

no. of dependants, training and the organizational variables 

(organizational climate, organizational commitment) have 

very low correlation with job involvement. Whereas, the 

Loc-internality (0.409) has moderate correlation with job 

involvement. Among the personal variables marital status, 

Locus of control – internality were chosen to be the 

predictor variables for job involvement. 

Inter correlation between key variables: 

The results shows Job involvement score is significantly 

correlated with Locus of control – internality (0.409), with 

organizational climate (0.229) and with organizational 

commitment (.356) at 1% level. 

DISCUSSION 

Job involvement increase as individuals becomes older. 

Since the job becomes more important to the self image of a 

person as he ages. The nature of the job gives an 

opportunity to take decision and contribute to the success of 

the organization with job involvement. Moreover the status 

and privilege in decision making makes the person more 

involved in his job. Among the nature of job classification, 

significant difference between human resource and 

technical, as well as technical and Office Manager at 5% 

level of significance is established. Though the executives 

are given different designations based on the nature and the 

content of the job, each are working with same level of 

autonomy and responsibilities. So the possibility for 

difference in job involvement is remote. The married 

respondents are more involved in their job than the 

unmarried because of the motivation to work. 

VII. SUGGESTIONS 

 Autonomy has to given to the executives to 

increase their level of Job Involvement. 

 Employee Engagement activities will improve the 

perception of executives towards their organisation 

which in turn leads to organisational commitment 

 Executives were the key to the organisation. So 

during the recruitment process an assessment will 

help to identify the workforce with internal locus 

of control. 

VIII. CONCLUSION 

In this study it has been found that organizational factors 

such as organizational climate and the personal factor 

internal – Locus of Control were influencing the Job 

involvement of the executives. Personal variables help to 

understand the attributes/ characteristics of the respondents.  

So they make impact on the working nature of the 

respondents. Age, Nature of Job, Marital status, training 

programme attended has influenced the Job involvement. 

Locus of control (Internal ) is identified as the predictor 

variable of Job involvement. So the HR Managers or the 

Social workers in the organization has to plan accordingly 

to ensure the organization have a team  of executives with  

internal-LOC, a highly job involved individuals. 
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