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ABSTACT - This examine examines the effect of job involvement at the self-file measures of in position overall 

performance appraisal and organizational citizenship behaviour. The effects of this examine found out that job 

involvement become definitely correlated with each in-position overall performance appraisal (r = 0.30, p<0.01) and 

OCB (r = 0.43, p<0.01). In addition to this it become determined that overall performance partly mediated the job 

involvement overall performance relationship. Furthermore the findings of this studies exposed that job involvement 

exerted a more potent effect on OCB than on in-position overall performance appraisal. Finally the realistic 

implications of this study for businesses are discussed. 
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I. INTRODUCTION 

Job involvement has been described as an individual`s 

mental identity or dedication to his / her task (Kanungo, 

1982). It is the diploma to `which one is cognitively 

preoccupied with, engaged in, and worried with one`s gift 

task (Paullay et al., 1994, p. 224). Job involvement entails 

the internalization of values approximately the goodness of 

labor or the significance of labor within side the really well 

worth of the individual (Lodahl & Kejner, 1965). As such 

folks who show extreme involvement of their jobs do not 

forget their paintings to be a completely crucial a part of 

their lives and whether or not or now no longer they 

experience proper approximately themselves is carefully 

associated with how they carry out on their jobs. In 

different phrases for distinctly worried people acting 

properly at the job is crucial for his or her self esteem 

(Lodahl & Kejner, 1965). Because of this individuals who 

are excessive in job involvement in reality take care of and 

are worried approximately their paintings (Kanungo, 

1982b). 

Therefore the primary purpose of this study is to have a 

look at the connection among job involvement and in-

function and extra-function (OCB) overall performance 

appraisal. This studies will now no longer most effective 

have a look at the direct impact of job involvement on in-

function overall performance appraisal however can even 

have a look at its oblique impact thru organizational 

commitment. More especially this studies posits that 

organizational commitment could mediate the connection 

among job involvement and in-function overall 

performance appraisal. 

The second goal of this have a look at is to locate if job 

involvement is associated with organizational citizenship 

behaviour. Surprisingly the connection among performance 

appraisal involvement and OCB has acquired little or no 

empirical attention (Rotenberry and Moberg, 2007). The 

gift has a look at consequently pursuits to increase the 

literature via way of means of analyzing the outcomes of 

job involvement on OCB. 

Finally these studies could have a look at the relative 

outcomes of job involvement on in-function of performance 

appraisal and organizational citizenship behaviour. More 

specially this have a look at could try and locate whether or 

not job involvement exerts a more potent effect on in-

function performance appraisal or organizational 

citizenship behaviour. 

II. REVIEW OF LITERATURE & 

HYPOTHESIS 

Job Involvement on in-Role Performance Appraisal 

Studied awareness on example Brown and Leigh (1996) of 

their have a look at determined that job involvement had 

each direct and oblique consequence via attempt on overall 

performance appraisal. More in particular they determined 

that the modest however statistically large significant 

relationship job involvement and overall performance 

appraisal have become non large while attempt became 

inserted into the model, indicating the mediating impact of 

attempt on the relationship. 

Lassak et al. (2001) argued that profession unique measures 

of job involvement need to be created and therefore 

advanced a degree of `salesclerk job involvement`. Their 

have a look at exposed a large however advantageous 

dating among one side in their degree, ‘relationship’ 

involvement and job performance. 
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Using a degree created via way of means of Paullay et al. 

(1994), to distinguish job involvement from paintings 

centrality, Diefendorff et al., (2002) determined a small 

however large correlation (r = 0.19, p<0.05) among job 

involvement and manager associated in position of 

performance appraisal.  

Finally Rotenberry and Moberg (2007), the use of the equal 

degree of job involvement as Diefendorff et al., (2002), 

pronounced a small however significant advantageous 

correlation (r = 0.15, p p<0.05) among job involvement and 

in position overall performance appraisal.  

Although normally the consequences regarding the 

connection among job involvement and overall 

performance have now no longer been very encouraging 

there's proof to indicate that job involvement can definitely 

have an effect on in-position activity overall performance. 

Thus in light of the studies proof noted above its miles 

hypothesized that job involvement might be definitely 

correlated with in-position overall performance. 

H1: There will be a significant positive correlation 

between job involvement and in role performance. 

Job Involvement and Organizational Citizenship 

Behaviour 

Job Involvement and Organizational Citizenship Behaviour 

According to Katz and Kahn (1978), effective 

organizational functioning calls for personnel to now no 

longer best carry out their prescribed role, however 

additionally to interact in behaviours that cross past those 

formal obligations. This factor of overall performance is 

constant with Organ`s (1988) conceptualizations of OCBs. 

Organizational citizenship behaviours (or OCB`s) are 

discretionary place of business behaviours that exceed 

one`s simple job requirements. They are regularly defined 

as behaviours that “cross above and past the decision of 

duty.” OCB`s had been described as “character behaviours 

which are discretionary, now no longer immediately or 

explicitly diagnosed via way of means of the formal praise 

system, and that during mixture sell the effective 

functioning of an business enterprise” (Organ, 1988). Such 

behaviours are stated to “lubricate the social equipment of 

the business enterprise” (Bateman and Organ, 1983). 

Examples of OCB encompass acts of helpfulness, gestures 

of goodwill and cooperation amongst organizational 

members. OCB advantages agencies in some of ways. 

According to Cohen and Vigoda (2000) a number of the 

advantages of OCBs that could accrue to a business 

enterprise encompass: (a) advanced co-employee and 

managerial productivity, (b) advanced performance in 

useful resource use and allocation, (c) decreased 

preservation expenses, and (d) advanced organizational 

elegance for awesome new recruits. 

Organ & Ryan, 1995 and that job involvement displays a 

positive attitude toward the job process, it follows that the 

ones excessive in job involvement might interact in those 

behaviours to a extra volume than much less concerned 

individuals. The review of the above referred to research 

famous that job involvement immediately consequences 

organizational citizenship behaviour. Thus the prevailing 

examine additionally hypothesizes that there would be a 

right away and positive relationship among job involvement 

and organizational citizenship behaviours. 

H2: There will be a significant positive correlation 

between job involvement and organizational 

citizenship behaviours. 

The Relative Effects of Job Involvement on In-Role in 

Performance Appraisal and Organizational Citizenship 

Behaviours 

Diefendorff et al. (2002) and Somers and Birnbaum (1998) 

recommend that due to the fact OCB`s are extra 

discretionary than in-position prescribed duties, personnel 

attitudes and ideals ought to have a more effect on them. 

Diefendorff et al. (2002) asserted that finishing in-position 

duties is frequently confined via way of means of policies 

and environmental situations at paintings while OCBs are 

below the volitional manipulate of the character worker. 

Because of this worker attitudes which includes process 

involvement must have a bigger effect upon the execution 

of OCBs as opposed to in-position overall performance 

appraisal. Consequently it's miles hypothesized that job 

involvement might have a more effect on OCB than on in-

position overall performance appraisal. 

H3: Job involvement would have a greater impact on 

OCB than on performance appraisal. 

III. METHODOLOGY DATA 

COLLECTION PROCEDURE 

Sample 

For this have a look at facts turned into collected from full 

time faculty members teaching in three universities working 

in five important towns of Tamilnadu: Madurai, 

Coimbatore and Chennai. For the prevailing have a look at 

a pattern of college instructors turned into decided on due 

to the fact within side the context of the Tamilnadu job 

marketplace that is an under researched region and it turned 

into believed that this study would provide useful 

guidelines to education manage in Tamilnadu to increase 

the performance of faculty members through interventions 

designed to increase job involvement.  The sample was 

taken from the five important cities of Tamilnadu noted 

above because all the major educational institutions in the 

country are located within these cities. 

In order to decide on a delegate sample for this take a look 

at I applied the stratified random sampling technique. Three 

steps are concerned in stratified random sampling. The first 

step requires the determination of the overall sample size. 
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In the second one step total sample size is allotted amongst 

extraordinary strata and within side the third step the 

required number of respondents is selected from every 

strata the use of random sampling. Three elements had been 

taken into consideration to decide the sample size: (1) the 

degree of variability in the population;  (2) magnitude of 

acceptable error; and (3) confidence level to ensure that the 

estimates would remain within the range of acceptable error 

(Zikmund, 2003). 

The main problem encountered in the estimation of the 

sample size was the non availability of the population 

standard deviation (i.e. an estimate of the degree of 

variability in the population).  In order to discover the 

estimate of the usual deviation, I performed a pilot have a 

look at via way of means of deciding on a pilot study by 

selecting a sample of teachers from four universities. From 

the consequences of the pilot have a look at the estimate of 

the population standard deviation was calculated. By 

assuming a 99% self assurance c programming language 

and the significance of applicable mistakess of two the full 

pattern length turned into determined. The reason for 

choosing a 99% confidence interval and the magnitude of 

standard error of 2 was to keep the sample size within 

manageable limits owing to the cost and time constraints. 

The total sample size  with these specifications came out to 

be 158. 

Next, I divided my total population into 5 strata on basis of 

cities, with every metropolis covered within side the 

sampling procedure considered as a separate stratum. The 

total sample size of 158 teachers (out of a total of 6,488 

teachers) become then proportionally distributed a few of 

the 5 cities. Finally the required number of respondents 

from each stratum was selected by simple random 

sampling. 

Data Collection Procedure 

Data were collected from Lecturers, Assistant Professors, 

Associate Professors and Full Professors teaching on a full 

time basis in the participating universities. Out of a total of 

158 questionnaires, which had been distributed, 175 were 

completed and returned thereby yielding a response rate of 

93.8%. One reason for this high response rate was that the 

respondents were approached personally at their workplace 

by the research officer. If the questionnaires were sent 

through mail, it is speculated that the response rate would 

have been much lower. 

Job Involvement 

Job involvement changed into measured through 12 items 

taken from the job involvement scale advanced through 

Lodahl and Kejner (1965). Each object changed into 

measured on a five-point scale where a value of one 

corresponded to “Strongly Disagree” and a fee of five 

corresponded to “Strongly Agree”. The rankings received 

on every of the 12 items had been averaged to provide an 

single score for job involvement. Brown (1996) on the 

premise of his meta-analytic examine contends that the job 

involvement scale advanced through Lodahl and Kejner 

(1965) is a reliable and useful measures of job  involvement 

and as a end result this scale changed into applied to degree 

the assemble of activity involvement within side the gift 

examine. The value of coefficient alpha for this sample was 

0.71. 

Performance Appraisal 

In-role performance appraisal was measured by using a 

self-appraisal approach.  For this cause I designed a self-

appraisal form, which required the respondents to rate their 

performance appraisal on 5 dimensions, which were 

included on the basis of the results from preliminary 

interviews conducted with faculty members prior to 

administrating the survey.  These dimensions included: 

teaching ability, interpersonal skills, communication skills, 

pupil advisement and session and private initiative. In 

Tamilnadu faculty are primarily evaluated on the basis of 

number of research publications and student ratings of the 

faculty member’s teaching (Skarlicki & Latham, 1995). 

However in Tamilnadu universities research publications is 

not a requirement for faculty members and as a result this 

dimension was not included as a measure of performance 

appraisal. As far as student ratings of faculty members were 

concerned, the universities included in the present survey 

were reluctant to divulge this information and as a 

consequence this aspect of faculty performance could not 

be included in this study. 

Each dimension was measured by a single statement and 

the responses had been received on a seven-factor scale 

wherein a value of one corresponded to “Strongly 

Disagree” and a value of 7 corresponded to “Strongly 

Agree”. The scores obtained on every of the five items were 

averaged to produce a summary score reflecting in-role 

performance appraisal. The methods of self-appraisal has 

been used in previous research (e.g. Ashforth and Saks, 

1996; Yousef, 1998) and has produced nice outcomes. The 

coefficient alpha of this sample was 0.78. 

Control Variables  

Two control variables included in this study were: age and 

gender. These variables were measured as follows:  

Age  

The respondents were requested to report their age in years 

as of their last birthday. 

Gender  

Respondents were asked to report their gender. In the data 

compilation, gender was coded as follows: male = 1 and 

female = 0. 
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IV. RESULTS 

Table 1 shows the means, standard deviations, reliabilities 

and zero-order correlations of the variables used in this 

study. The overall mean (Mean = 4.13, SD = 0.42) for job 

involvement was reasonably high. The respondents reported 

moderately high levels of organizational commitment 

(Mean = 5.27, SD = 0.84). The high mean for OCB (Mean 

= 4.24, SD = 0.51) indicated that the respondents frequently 

engaged in performing OCBs. In addition, the subjects 

rated their in-role performance very highly (Mean = 6.32, 

SD = 0.70). Finally the average age for this sample was 39 

years. 

The reliabilities for all the multi-item scales were generally 

very good. All alpha values met the criterion of 0.70 

proposed by Nunnaly & Bernstein (1994). The alpha values 

ranged from 0.71 to 0.89 for the present sample. 

Table:1 Descriptive Statistics, Alpha Reliabilities, and Correlations among 

Study Variables (N = 158) 

Variable Mea

n 

SD 1 2 3 4 5 

Job 

Involvemen

t 

4.13 0.42 (0.71)     

Performanc

e Appraisal  
6.32 0.70 

0.30*

* 
(0.78)    

OCB 
4.24 0.51 

0.43*

* 

0.64*

* 

(0.89

) 
  

Age 
39 

11.2

8 
0.11 0.10 0.07 

0.1

4 
 

Gender 

  0.031 -0.05 -0.07 

-

0.0

9 

0.1

1 

**Correlation is significant at the 0.01 level; Cronbach 

alpha reliabilities for observed variables are in parenthesis 

in the diagonal. 

The correlation matrix in Table 1 also demonstrates that job 

involvement is significantly and positively correlated with 

self-report measures of in-role performance appraisal (r = 

0.30, p<0.01) and OCB (r = 0.43, p<0.01). These findings 

support hypotheses one and there. 

The relationship between job involvement and in-role 

performance appraisal. To test this hypothesis I followed 

Baron and Kenny’s (1986) recommendations for examining 

mediating effects in regression. They argued that mediation 

is demonstrated if three conditions are fulfilled: The first 

condition stipulates that the independent variable and the 

proposed mediator must each be significantly related to the 

dependent variable when considered separately. The 

correlation analysis presented in Table 1 reveals that the 

independent variable (job involvement) was significantly 

related to the dependent variable (in-role performance` 

appraisal) independent of the proposed mediator. To 

determine whether the proposed mediator was related to the 

dependent variable, the correlation matrix in Table 1 was 

again examined.  

The last condition for mediation stipulates that when both 

the independent variable and mediator are included in a 

regression equation, the direct relationship between the 

independent variable and the dependent variable should 

become significantly smaller, indicating partial mediation, 

or non-significant, indicating full mediation. To test this 

last condition I utilized the hierarchical multiple regression 

technique. Table 2 shows the results. 

When in-role performance appraisal was regressed on job 

involvement, it was found that job involvement was 

significantly and positively related to performance. In step 

2 performance` appraisal was added to the equation, and 

performance` appraisal was significant, but job involvement 

also remained significant, although its beta weight 

decreased from b = 0.295 to b = 0.248. Taken together 

these results imply that performance` appraisal partially 

mediated the relationship between job involvement and the 

self-report measure of in-role performance` appraisal. Thus 

hypothesis two is partially supported. 

Table: 2 Hierarchical Regression examining the mediating effects of 

performance appraisal on the job involvement – performance appraisal 

relationship 

Independent Variables In Performance Appraisal 

Step 1  

Job Involvement 0.295** 

R 2 0.087 

Change in R2 0.087 

F- change 18.45** 

Step 2  

Job Involvement 0.248** 

Performance Appraisal 0.217** 

R 2 .132 

Change in R2 0.045 

F- change 9.906** 

**p<0.01 

Finally hypothesis four states that job involvement would 

have a stronger impact on OCB than on in-role performance 

appraisal. In order to test this hypothesis, I proceeded by 

examining the incremental increase in regression R 2 when 

job involvement was entered into the regression models 

following the two control variables – gender and age. For 

this purpose, separate two-step, hierarchical regression 

analyses were performed for in-role performance and OCB 

respectively. At step one I entered the two control variables, 

gender and age as a block. As Table 3 shows, both age and 

gender were found to be unrelated to the self-report 

measures of performance appraisal and OCB. These 

demographic variables alone explained only about 1 percent 

and 0.9 percent of the variance in in-role performance 

appraisal and OCB respectively. 

In step two I entered job involvement. With the two 

demographic variables controlled, job involvement 

accounted for an additional 8 percent of the variance in 

performance appraisal and an additional 18 percent of the 

variance in OCB. Since the increase in the value of R2 was 

substantially larger for OCB when job involvement was 

added to the control variables, it was concluded that job 
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involvement exerted a stronger impact on OCB than on 

performance appraisal. Thus hypothesis four was 

substantiated. These results are shown in table 3. 

Table: 3 Hierarchical Regression examining the relative effects of job 

involvement on performance appraisal and OCB 

Independent Variables  Performance 

Appraisal 

OCB 

 Standardized 

Coefficients  

Standardized 

Coefficients  

Step1   

Gender  0.058  0.064 

Age   0.109  0.079 

R 2  0.014  0.009 

Change in R2  0.014  0.009 

F- change 1.342  0.888 

Step2   

Job Involvement  0.289**  0.428** 

R 2   0.096  0.19 

Change in R2    0.082  0.181 

F- change 17.43**   42.57** 

**p<0.01 

V. DISCUSSION  

This survey reaffirms job involvement as a probably 

essential determinant of character individual performance. 

Although research analyzing the connection among job 

involvement and performance appraisal have by and large 

produced disappointing results, the findings of this studies 

helps the perception that highly involved employees tend to 

carry out at higher levels. People who are highly involved 

in their work tend to be more motivated and consequently 

are likely to put in more effort into their jobs and therefore 

should perform better than less involved individuals 

(Brown and Leigh, 1996). 

The findings of this have a look at show that job 

involvement not only affects performance without delay 

however additionally circuitously via way of means of 

improving performance appraisal. The consequences of this 

have a look at discovered that appraisal partially mediated 

the job involvement performance relationship. People who 

are very involved of their job and for whom their job is a ` 

‘central life interest` (Rabinowitz & Hall, 1977) – this is the 

job is a chief supply for important of essential needs – can 

have much less of an incentive to leave their current 

organization and seek employment elsewhere and as a 

consequent would be more committed to their 

organizations. The findings among job involvement and 

commitment are nicely supported within side the literature 

(e.g. Loui, 1995; Brown, 1996). Committed personnel in 

flip installed greater attempt to make a contribution toward 

the fulfillment of the employer, which therefore ends in 

better performance (Meyer et al. 1989). The consequences 

of this have a look at suggest that commitment is 

considerably and undoubtedly associated with each in-role 

(r = 0.27, p<0.01) and greater- performance appraisal (r = 

0.38, p<0.01). It follows that interventions geared toward 

concurrently growing job involvement and performance 

appraisal may be a robust approach to boom each varieties 

of performance. 

Finally on this have a look at it become observed that job 

involvement exerted a more potent effect on OCB than on 

in performance appraisal. Rotenberry and Moberg (2007) 

additionally observed the equal bring about their have a 

look at. Somers and Brinbaum (1998) and Diefendorff et al. 

(2002) every argued that during performance appraisal is 

often constrained by factors outside of the employee, at the 

same time as carrying out citizenship behaviour is normally 

under the employee’s control. Because of this employee 

attitudes along with job involvement have to have a larger 

impact upon the execution of OCBs as rather than in 

performance appraisal. 

VI. LIMITATIONS OF THE STUDY 

Although the findings of this study are useful, it is limited 

by several factors. One limitation of this study is that it uses 

the self-report measures of performance appraisal and 

OCB. If the data on performance appraisal and OCB had 

been gathered from supervisors or peers of the respondents, 

the findings might also additionally properly have became 

out to be special than those said on this studies. Thus it's far 

endorsed that destiny studies on this location need to be 

carried out with the aid of using the usage of performance 

and OCB data, which is based on supervisory ratings of 

employees. 

Secondly the data for this study was collected from faculty 

members teaching in universities across five major cities of 

Tamilnadu. The generalizability of the findings of this take 

a look at to different contexts under study here. In this 

regard, it would be useful to replicate this study under 

different settings to establish the validity and 

generalizability of the present findings across different 

contexts. 

VII. CONCLUSION 

The primary purpose of this study was to study the effects 

of job involvement on in-position and further position 

performance appraisal. Generally research trying to find a 

positive relationship between job involvement and 

performance appraisal have met with limited success 

(Brown, 1996). This take a look at provides to the literature 

with the aid of using empirically demonstrating that job 

involvement can expect each in-position and further 

position performance appraisal. In addition, previous 

studies has established that job involvement additionally 

results in greater high-quality attitudes and behaviours 

together with extended organizational commitment (Brown, 

1996), a decrease cognition to turnover (Huselid and Day, 

1991) and decreased absenteeism (Harrison & Martocchio, 

1998). Thus fostering high levels of job involvement among 

employees can be an effective strategy to increase both 

forms of performance appraisal and to foster more positive 

attitudes and behaviours. Therefore making an investment 
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in conditions, which assist to make personnel greater 

concerned of their jobs, is in all likelihood to be crucial for 

the boom and profitability of the organizations. 
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