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ABSTRACT

This study examines the impact of job involvement on the self-report measures of in-
role job performance and organizational citizenship behaviour. The results of this study
revealed that job involvement was positively correlated with both in-role job
performance (r = 0.30, p<0.01) and OCB (r = 0.43, p<0.01). In addition to this it was
found that organizational commitment partially mediated the job involvement-
performance relationship. Furthermore the findings of this research uncovered that job
involvement exerted a stronger impact on OCB than on in-role performance. Finally the
practical implications of this research for organizations are discussed.

Introduction

Job involvement has been defined as an individual’'s psychological identification or
commitment to his / her job (Kanungo, 1982a). It is the degree to ‘which one is
cognitively preoccupied with, engaged in, and concerned with one’s present job (Paullay
etal., 1994, p. 224). Job involvement involves the internalisation of values about the
goodness of work or the importance of work in the worth of the individual (Lodahl &
Kejner, 1965). As such individuals who display high involvement in their jobs consider
their work to be a very important part of their lives and whether or not they feel good
about themselves is closely related to how they perform on their jobs. In other words for
highly involved individuals performing well on the job is important for their self esteem
(Lodahl & Kejner, 1965). Because of this people who are high in job involvement
genuinely care for and are concerned about their work (Kanungo, 1982b).

The construct of job involvement is somewhat similar to organizational commitment in
that they are both concerned with an employee’s identification with the work experience.
However the constructs differ in that job involvement is more closely associated with
identification with one’s immediate work activities whereas organizational commitment
refers to one’s attachment to the organization (Brown, 1996). It is possible for example
to be very involved in a specific job but not be committed to the organization or vice
versa (Blau & Boal, 1987).

Research studies over the past two decades, which have explored the construct of job
involvement, have approached it from two different perspectives (Sekeran, 1989;
Sekeran & Mowday, 1981). First when viewed as an individual difference variable, job
involvement is believed to occur when the possession of certain needs, values or
personal characteristics predispose individuals to become more or less involved in their
jobs. For instance Rabinowitz and Hall (1977) in their review of literature on job
involvement found that individual characteristics such as age, education, sex, tenure,
need strength, level of control and values were linked to job involvement. The second
perspective views job involvement as a response to specific work situation
characteristics. In other words certain types of jobs or characteristics of the work
situation influence the degree to which an individual becomes involved in his / her job.
For example research has demonstrated that job involvement has been related to job
characteristics such as task autonomy, task significance, task identity, skill variety and
feedback and supervisory behaviours such as leader consideration, participative
decision making and amount of communication (Brown, 1996).
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Fostering job involvement is an important organizational objective because many
researchers consider it to be a primary determinant of organizational effectiveness
(Pfeffer, 1994) and individual motivation (Hackman & Lawler, 1971). These links stem
from the theoretical notion that being immersed in one’s work increases motivational
processes which in turn influence job performance and other relevant outcomes like
turnover and absenteeism (Diefendorff et al., 2002).

Present Study

Although job involvement is considered to be a key factor influencing important
individual and organizational outcomes (Lawler, 1986), research finding a significant
impact of this construct on performance has met limited success (Brown, 1996;
Diefendorff et al., 2002). The general perception is that people with high levels of job
involvement are likely to put more effort into their jobs and therefore tend to display
higher levels of inrole performance. Although research on job involvement provides
some support for this notion (e.g. Cron 1984; Dubinsky and Hartley, 1986; Brown &
Leigh, 1996), generally the results have been disappointing. For example summarizing
the available empirical evidence to date, Brown’s (1996) meta-analysis estimated the
population correlation between overall performance and job involvement to be non
significant. Although job involvement, did have a significant estimated population
correlation with ‘combination measures’ of performance, the coefficient was quite small.
Brown and Leigh (1996) suggest that the reason for this weak relationship maybe that
instead of exerting a direct influence, job involvement is more likely to affect
performance indirectly through other variables like effort.

Therefore the central aim of this research is to examine the relationship between job
involvement and in-role and extra- role (OCB) performance. This research will not only
examine the direct effect of job involvement on in-role job performance but will also
study its indirect effect via organizational commitment. More specifically this research
posits that organizational commitment would mediate the relationship between job
involvement and in-role performance.

The second objective of this study is to find if job involvement is related to
organizational citizenship behaviour. Surprisingly the relationship between job
involvement and OCB has received very little empirical attention (Rotenberry and
Moberg, 2007). The present study therefore aims to extend the literature by examining
the effects of job involvement on OCB.

Finally this research would examine the relative effects of job involvement on in-role job
performance and organizational citizenship behaviour. More specifically this study
would attempt to find whether job involvement exerts a stronger impact on in-role
performance or organizational citizenship behaviour.

Literature Review & Hypotheses Development

Job Involvement and In-Role Job Performance

In- role job performance refers to activities that are related to employees’ formal role
requirements (Borman & Motowidlo, 1997). Generaly it is believed that job involvement
by positively affecting employees’ motivation and effort, leads to higher levels of in-role
job performance (Brown, 1996). Prior research has indicated some support for this
claim. For instance Brown and Leigh (1996) in their study found that job involvement
had both direct and indirect effects via effort on performance. More specifically they
found that the modest but statistically significant relationship between job involvement
and performance became non significant when effort was inserted into the model,
indicating the mediating effect of effort on the relationship.
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Lassak et al. (2001) argued that occupation specific measures of job involvement
should be created and consequently developed a measure of ‘salesperson job
involvement’. Their study uncovered a significant but positive relationship between one
facet of their measure, ‘relationship’ involvement and performance.

Using a measure created by Paullay et al. (1994), to differentiate job involvement from
work centrality, Diefendorff et al., (2002) found a small but significant correlation (r =
0.19, p<0.05) between job involvement and supervisor — rated in-role performance.

Finally Rotenberry and Moberg (2007), using the same measure of job involvement as
Diefendorff et al., (2002), reported a small but significant positive correlation (r = 0.15,
p<0.05) between job involvement and in-role performance.

Although generally the results concerning the relationship between job involvement and
performance have not been very encouraging there is evidence to suggest that job
involvement can positively influence in-role job performance. Thus in light of the
research evidence cited above it is hypothesised that job involvement would be
positively correlated with in-role performance.

H1l: There will be a significant positive correlation between job involvement and in-
role performance.

The Mediating Role of Organizational Commitment

Brown and Leigh (1996) argue that one reason for the weak and inconsistent
relationship between job involvement and performance may be that job involvement is
more likely to affect performance indirectly through other variables. This study posits
that organizational commitment would link job involvement with performance. In the
present study organization commitment has been defined as the relative strength of an
individual’s identification with and involvement in a particular organization (Mowday,
Steers and Porter, 1982). The authors mention three characteristics of organizational
commitment: (1). a strong belief in and acceptance of the organization’s goals and
values, (2) a willingness to exert a considerable effort on behalf of the organization and
(3) a strong intent or desire to remain with the organization. It is argued that job
involvement will first lead to commitment, which in turn will lead to higher levels of
performance. The relationship between job involvement and organizational commitment
is well documented in the literature (Janis, 1989; Loui, 1995; Brown, 1996). The positive
relationship between job involvement and commitment suggests that those employees
who are committed to their jobs are also likely to be committed to their employing
organizations.

Similarly research has indicated that organizational commitment is positively related to
job performance (e.g. Meyer et.al., 1989; Konovsky & Cropanzano, 1991). This finding
posits that employees who are committed to their organizations are more likely not only
to remain with the organization but are also likely to exert more effort on behalf of the
organization and work towards its success and therefore should be better performers
than the uncommitted employees.

Taken together this discussion implies that job involvement would foster organizational
commitment among employees and committed employees in turn would put in extra
effort on behalf of their organization, which consequently would lead to higher levels of
performance. In other words organizational commitment would mediate the relationship
between job involvement and performance.

H2: Organizational commitment would mediate the relationship between job
involvement and in-role job performance.
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Job Involvement and Organizational Citizenship Behaviour

According to Katz and Kahn (1978), effective organizational functioning requires
employees to not only perform their prescribed role, but also to engage in behaviours
that go beyond these formal obligations. This aspect of performance is consistent with
Organ’s (1988) conceptualizations of OCBs. Organizational citizenship behaviours (or
OCB'’s) are discretionary workplace behaviours that exceed one’s basic job
requirements. They are often described as behaviours that “go above and beyond the
call of duty.” OCB’s have been defined as “individual behaviours that are discretionary,
not directly or explicitly recognized by the formal reward system, and that in aggregate
promote the effective functioning of an organization” (Organ, 1988). Such behaviours
are said to “lubricate the social machinery of the organization” (Bateman and Organ,
1983). Examples of OCB include acts of helpfulness, gestures of goodwill and
cooperation among organizational members. OCB benefits organizations in a number of
ways. According to Cohen and Vigoda (2000) some of the benefits of OCBs that can
accrue to an organization include: (a) improved co-worker and managerial productivity,
(b) superior efficiency in resource use and allocation, (c) reduced maintenance
expenses, and (d) improved organizational attractiveness for high-quality new recruits.

The relationship between job involvement and OCB'’s has unfortunately received scant
empirical attention. An examination of the literature revealed that until recently only
Munene (1995) and Somers and Birnbaum (1998) had even considered this relationship.
Both these authors found a significant correlation between job involvement and OCB.
More recently research studies conducted by Diefendorff et al. (2002), Bolger and
Somech (2004), Chu et al (2005) and Rotenberry and Moberg (2007) have also
uncovered a positive relationship between job involvement and OCB. Given the fact that
OCBs are more influenced by what individuals think and feel about their jobs (Organ &
Ryan, 1995) and that job involvement reflects a positive attitude towards the job, it
follows that those high in job involvement would engage in these behaviours to a
greater extent than less involved individuals. The review of the above mentioned studies
reveals that job involvement directly effects organizational citizenship behaviour. Thus
the present study also hypothesises that there would be a direct and positive
relationship between job involvement and organizational citizenship behaviours.

H3:  There will be a significant positive correlation between job involvement and

organizational citizenship behaviours.

The Relative Effects of Job Involvement on In-Role Job Performance and
Organizational Citizenship Behaviours

Diefendorff et al. (2002) and Somers and Birnbaum (1998) suggest that because OCB'’s
are more discretionary than in-role prescribed duties, employees attitudes and beliefs
should have a greater impact on them. Diefendorff et al. (2002) asserted that
completing in-role tasks is often constrained by rules and environmental conditions at
work whereas OCBs are under the volitional control of the individual employee.
Because of this employee attitudes such as job involvement ought to have a larger
impact upon the execution of OCBs rather than in-role performance. Consequently it is
hypothesised that job involvement would have a greater impact on OCB than on in-role
performance.

H4: Job involvement would have a greater impact on OCB than on job performance.
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Methodology
Sample

For this study data was collected from full time faculty members teaching in 53
universities operating in five major cities of Pakistan: Lahore, Islamabad / Rawalpindi,
Peshawar, Karachi and Quetta. For the present study a sample of university teachers
was selected because within the context of the Pakistani job market this is an under
researched area and it was believed that this study would provide useful guidelines to
education managers in Pakistan to increase the performance of faculty members
through interventions designed to increase job involvement. The sample was taken from
the five major cities of Pakistan mentioned above because all the major educational
institutions in the country are located within these cities.

In order to select a representative sample for this study | utilized the stratified random
sampling technique. Three steps are involved in stratified random sampling. The first
step requires the determination of the overall sample size. In the second step the total
sample size is allocated among different strata and in the third step the required number
of respondents is chosen from each strata using random sampling. Three factors were
considered to determine 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 find the estimate of the standard deviation, |
conducted a pilot study by selecting a sample of teachers from four universities. From
the results of the pilot study the estimate of the population standard deviation was
calculated. By assuming a 99% confidence interval and the magnitude of acceptable
error of 2 the total sample size was 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 208.

Next, | divided my total population into five strata on basis of cities, with each city
included in the sampling procedure considered as a separate stratum. The total sample
size of 208 teachers (out of a total of 6,488 teachers) was then proportionally distributed
among the five cities. Finally the required number of respondents from each stratum
was selected by simple random sampling.

Data Collection Procedure

The required number of questionnaires and the accompanying cover letter assuring
confidentiality was handed over to the research officer in the Centre for Statistics at the
Lahore School of Economics. The research officer then visited the selected respondents
at their respective institutions and cities and requested them to fill the questionnaires. If
the respondents had the time they filled the questionnaire on the spot. In other cases
the research officer dropped the questionnaire with the relevant respondents and
collected the questionnaire at a mutually agreed date and time. Participation in this
survey was completely voluntary. It took about eight weeks to collect the data.

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
208 guestionnaires, which were distributed, 195 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
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the questionnaires were sent through mail, it is speculated that the response rate would
have been much lower.

Sample Characteristics

The sample of employees was 64 percent male and 36 percent female. The male to
female ratio obtained for the present sample was quite representative of the total
population of faculty members because it was found that out of a total of 6488 teachers
teaching in the five cities surveyed, about 72% were male and 28% were female. Ten
percent of the faculty members belonged to the faculty of arts, 21% percent were from
the faculty of social and environmental sciences, approximately 57% taught in the
faculty of science and engineering and about 11% belonged to the faculty of business
and management. A total of 72 percent of the sample was married. The average age
and job tenure for the sample was 39 and 9 years respectively.

Measurement of Variables

Organizational Commitment

Organizational commitment was measured by Organizational Commitment
Questionnaire (OCQ) developed by Modway, Steers and Porter, (1982). They created
the OCQ by identifying 15 factors that could be correlated with their definition of
organizational commitment: (1) a strong belief in and acceptance of the organization’s
goals and values; (2) a willingness to exert considerable effort on behalf of the
organization; (3) a strong desire to maintain membership in the organization. Each item
of this instrument asked for agreement or disagreement on a seven point Likert scale
ranging from “Strongly Disagree”(weighted 1) to “Strongly Agree” (weighted 7), with a
statement, which tapped the organizational commitment construct. The average of the
15 items was used as the total scale score for each respondent. The organizational
commitment questionnaire has been widely used in previous studies to measure
commitment and has demonstrated both convergent and discriminant validity (Huselid &
Day, 1991). As a consequence this instrument was adopted inthe present study to
measure commitment. The value of coefficient alpha for this scale in the present sample
was 0.80.

Job Involvement

Job involvement was measured by 12 items taken from the job involvement scale
developed by Lodahl and Kejner (1965). Each item was measured on a five-point scale
where a value of one corresponded to “Strongly Disagree” and a value of 5
corresponded to “Strongly Agree”. The scores obtained on each of the 12 items were
averaged to produce a single score for job involvement. Brown (1996) on the basis of
his meta-analytic study contends that the job involvement scale developed by Lodahl
and Kejner (1965) is a reliable and useful measure of job involvement and as a result
this scale was utilized to measure the construct of jobinvolvement in the present study.
The value of coefficient alpha for this sample was 0.71.

In-Role Performance

In-role performance was measured by using a self-appraisal approach. For this purpose
| designed a self-appraisal form, which required the respondents to rate their
performance on five 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,
student advisement and consultation and personal initiative. In North America and
Europe, faculty are primarily evaluated on the basis of number of research publications
and student ratings of the faculty member’s teaching (Skarlicki & Latham, 1995).

Copyright © 2008 Institute of Behavioral and Applied Management. All Rights Reserved. 174



However in Pakistani universities research publications is not a requirement for faculty
members and as a result this dimension was not included as a measure of performance.
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 were obtained
on a seven-point scale where a value of one corresponded to “Strongly Disagree” and a
value of 7 corresponded to “Strongly Agree”. The scores obtained on each of the five
items were averaged to produce a summary score reflecting in-role performance. The
method of self-appraisal has been used in previous research (e.g. Ashforth and Saks,
1996; Yousef, 1998) and has produced satisfactory results. The coefficient alpha of this
sample was 0.78.

Organizational Citizenship Behaviour

Organizational citizenship behaviour was measured by 13 items extracted from the
Chinese citizenship behaviour scale developed by Farh, Earley and Lin (1997) and the
OCB scale developed by Podsakoff et al (1990). Iltems from Farh et al.’s (1997) Chinese
citizenship scale were included in the OCB scale for the present study because OCBs in
the Chinese society seem to correspond with OCBs in the Pakistani society. This is
because Pakistan is culturally close to China in the sense that like China, Pakistan is
also high on collectivism and power distance.

Each item in the scale was measured on a five-point scale where a value of one
corresponded to “Strongly Disagree” and a value of 5 corresponded to “Strongly Agree”.
The scores obtained on each of the 13 items were averaged to produce a single score
for organizational citizenship behaviour. The coefficient alpha of this sample was 0.89.

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.

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.
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Table 1
Descriptive Statistics, Alpha Reliabilities, and Correlations among Study
Variables (N = 195)

Variable Mean | SD 1 2 3 4 5
1.Job Involvement 413 |0.42 |(0.71)

2.In-role Performance 6.32 | 0.70 | 0.30** | (0.78)

3.0CB 4.24 |0.51 | 0.43* | 0.64** | (0.89)
4.0rganizational Commitment | 5.27 | 0.84 | 0.22** | 0.27** | 0.38** | (0.80)

5. Age 39 11.28|0.11 |0.10 |0.07 |0.14

6. Gender 0.031 | -0.05 | -0.06 |-0.09 |0.11

**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 (r = 0.30,
p<0.01) and OCB (r = 0.43, p<0.01). These findings support hypotheses one and three.

Hypothesis two posits that organizational commitment would mediate the relationship
between job involvement and in-role job performance. To test this hypothesis | 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 job
performance) independent of the proposed mediator (organizational commitment). To
determine whether the proposed mediator was related to the dependent variable, the
correlation matrix in Table 1 was again examined. From Table 1 it was observed that
organizational commitment was positively and significantly correlated with the self-
report measure of in-role performance (r = 0.27, p<0.01). Therefore the first condition
for mediation was satisfied.

The second condition requires that the independent variable to be significantly related to
the proposed mediator. From the correlation matrix in Table 1 it can be seen that job
involvement is positively and significantly related with organizational commitment (r =
0.22, p<0.01). Hence the second condition for mediation is also satisfied.

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 | utilized the hierarchical multiple regression technique. Table 2 shows the
results.

When inrole job performance was regressed on job involvement, it was found that job
involvement was significantly and positively related to performance. In step 2
organizational commitment was added to the equation, and organizational commitment
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
organizational commitment partially mediated the relationship between job involvement
and the self-report measure of in-role performance. Thus hypothesis two is partially
supported.
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Table 2
Hierarchical Regression examining the mediating effects of organizational
commitment on the job involvement — performance relationship

Independent | In-role job
Variables performance
Standardized
Coefficients

Step 1

Job 0.295**
Involvement

R’ 0.087
Change in R | 0.087
F- change 18.45**
Step 2

Job 0.248**
Involvement

Organizational | 0.217**
Commitment

R? 132

Change in R | 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 job performance. In order to test this hypothesis, | proceeded by
examining the incremental increase in regression R? 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 | 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 in-role performance and OCB. These
demographic variables alone explained only about 1 percent and 0.9 percent of the
variance in in-role performance and OCB respectively.

In step two | entered job involvement. With the two demographic variables controlled,
job involvement accounted for an additional 8 percent of the variance in in-role
performance and an additional 18 percent of the variance in OCB. Since the increase in
the value of R* was substantially larger for OCB when job involvement was added to the
control variables, it was concluded that job involvement exerted a stronger impact on
OCB than on in-role performance. Thus hypothesis four was substantiated. These
results are shown in table 3.
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Table 3
Hierarchical Regression examining the relative effects of job involvement on in-
role performance and OCB

Independent | In-role OoCB
Variables performance
Standardized | Standardized
Coefficients | Coefficients
Step 1
Gender -0.058 -0.064
Age 0.109 0.079
R? 0.014 0.009
Changein R° |0.014 0.009
F- change 1.342 0.888
Step 2
Job 0.289** 0.428**
Involvement
R? 0.096 0.19
Change in R | 0.082 0.181
F- change 17.43* 42.57**
**n<0.01

Discussion

This study reaffirms job involvement as a potentially important determinant of individual
performance. Although studies examining the relationship between job involvement and
performance have by and large produced disappointing results, the findings of this
research supports the notion that highly involved employees tend to perform 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 study show that job involvement not only affects performance
directly but also indirectly by enhancing organizational commitment. The results of this
study revealed that commitment partially mediated the job involvement-performance
relationship. People who are very involved in their job and for whom their job is a
‘central life interest’ (Rabinowitz & Hall, 1977) — that is the job is a major source for
satisfaction of important needs — will have 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 relationship between job involvement and
commitment is well supported in the literature (e.g. Loui, 1995; Brown, 1996).
Committed employees in turn put in extra effort to contribute towards the success of the
organization, which consequently leads to higher performance (Meyer et al. 1989). The
results of this study indicate that commitment is significantly and positively related to
both in-role (r = 0.27, p<0.01) and extra-role performance (r = 0.38, p<0.01). It follows
that interventions aimed at simultaneously increasing job involvement and
organizational commitment can be a potent method to increase both types of
performance.

The results of this study also show that job involvement is positively correlated with
OCB. This result supports the findings reported by Diefendorff et al. (2002), Bolger and
Somech (2004), Chu et al (2005) & Rotenberry and Moberg (2007), who also uncovered
a positive relationship between job involvement and OCB in their respective studies.
Given the fact OCBs are more influenced by what individuals think and feel about their
jobs (Organ & Ryan, 1995) and that job involvement reflects a positive attitude towards
the job, it follows that those high in job involvement would engage in these behaviours
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to a greater extent than less involved individuals. In addition, the social exchange theory
(Blau, 1964) may also be applied to explain the relationship between job involvement
and OCB. Specifically employees feel indebted for the needs satisfaction, resulting in
job involvement, that their organization provides and subsequently feel obligated to
reciprocate (e.g. Cohen, 1999, 2000). Employees may reciprocate to this needs
satisfaction by engaging in more organizational citizenship behaviours for their
organizations.

Finally in this study it was found that job involvement exerted a stronger impact on OCB
than on in-role performance. Rotenberry and Moberg (2007) also found the same result
in their study. Somers and Brinbaum (1998) and Diefendorff et al. (2002) each argued
that in-role performance is often constrained by factors outside of the employee, while
engaging in citizenship behaviour is generally under the employee’s control. Because of
this employee attitudes such as job involvement ought to have a larger impact upon the
execution of OCBs rather than in-role performance.

Implications for Managers and Organizations

The findings of this research have important implications for managers and their
organizations. The results of this research demonstrate that job involvement is a potent
weapon to increase both in-role and extra role (OCBs) performance. In addition to
having positive affects on performance, prior research has found that job involvement
positively influences other attitudinal and behavioural outcomes such as organizational
commitment (Brown, 1996), turnover (Huselid and Day, 1991) and absenteeism
(Harrison & Martocchio, 1998). On the contrary low levels of job involvement contribute
to employees’ feelings of alienation of purpose, alienation in the organization or feeling
of separation between what the employees see as their ‘life’ and the job they do
(Rabinowitz & Hall, 1981). Thus fostering high levels of job involvement is a viable
option for managers to increase the competitive position of their organizations. The
guestion is that how can managers increase the levels of employees’ job involvement?
Research has demonstrated that by re-designing jobs through the incorporation of job
characteristics, such as autonomy, feedback, variety and task identity, management can
make jobs more interesting, meaningful and challenging for job incumbents which in
turn can lead to higher job involvement (Rainowitz and Hall, 1977; Saal, 1978; Knoop
1986). Brown (1996) in his review of the organizational research on job involvement
concludes that work environments that (a) provide a sense of meaningfulness to one’s
work, (b) offer control over the methods by which work is accomplished, (c) maintain
clear and consistent behavioural norms, (d) provide feedback about the work
accomplished, (e) include supportive relation with superiors and co-workers and (f) offer
opportunities for personal growth and development are conducive to job involvement.
Taken together this discussion implies that organizations can reap the positive benefits
of job involvement by providing resources to employees at the level of the task (e.g. skill
variety, task significance, task identity, autonomy and feedback), interpersonal and
social relations (e.g. supervisor and co-worker support), organization of work (e.g.
participation in decision making) and at the level of the organization at large (e.g. career
opportunities).

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 in-role performance and
OCB. If the data on in-role performance and OCB were collected from supervisors or
peers of the respondents, the findings may well have turned out to be different than the
ones reported in this research. Thus it is recommended that future research in this area
should be conducted by using performance and OCB data, which is based on
supervisory ratings of employees.
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Secondly the data for this study was collected from faculty members teaching in
universities across five major cities of Pakistan. The generalizability of the findings of
this study to other contexts may thus be limited. In other words it could be that the
findings obtained from the present sample are specific only to the context 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.

Finally the data in this study was collected through self-reports, which creates the
potential for common-method variance (Podsakoff et al., 2003). One important concern
in such cases is that common method variance may atrtificially inflate observed
relationships between variables. This however might not be a problem because
research has shown that the concern about common method bias has no empirical
basis (Spector, 1987). Still | performed the Harman's single factor test (Podsakoff et al.,
2003) to see if common method variance was a problem in the present study. If
common method variance existed, a single factor would emerge from a factor analysis
of all the measurement items, or one general factor that accounted for most of the
variance would result. The factor analysis revealed 13 factors with eigen values greater
than 1.0 that accounted for 64.2% of the total variance. The first factor accounted for
only 20.3% of the variance. These results suggested that common method variance
was not a serious problem in the present study.

Conclusion

The main aim of this research was to study the effects of job involvement on in-role and
extra role performance. Generally studies attempting to uncover a positive relationship
between job involvement and performance have met with limited success (Brown, 1996).
This study adds to the literature by empirically demonstrating that job involvement can
predict both in-role and extra role performance. In addition, prior research has
demonstrated that job involvement also leads to more positive attitudes and behaviours
such as increased organizational commitment (Brown, 1996), a lower cognition to
turnover (Huselid and Day, 1991) and reduced absenteeism (Harrison & Martocchio,
1998). Thus fostering high levels of job involvement among employees can be an
effective strategy to increase both forms of performance and to foster more positive
attitudes and behaviours. Therefore investing in conditions, which help to make
employees more involved in their jobs, is likely to be important for the growth and
profitability of the organizations.
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