European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) g
Vols, No.31, 2014 IISTE

High I nvolvement M anagement and Employees Perfor mance
Mediating Role of Job Satisfaction

Mubashir Ahmad( Corresponding author)
Lecturer in northern university Nowshera Pakistan
Email: urmubasherahmad@yahoo.com

Naveed Shahzad
Ms student in northern university Nowshera Pakistan

Abdul Waheed
Lecturer in northern university Nowshera Pakistan

Muddassar Khan
Lecturer in northern university Nowshera Pakistan

ABSTRACT

The purpose of this study was to augment the exgjdtierature on the relationship between high inement
management and Employee job performance with trdiatieg effect of job satisfaction in the bankirertor.
Based on the available literature a conceptual di@onk was designed to study the relationship. Tdreeptual
framework is composed on independent variable mgblvement management practices, dependent variabl
employee performance and the mediating variablespifsfaction. Adopted questionnaires of (Takewthal.,
2007, (Judge, 2006) and (Hochwarter, 2006) for onéag High Involvement Management, Job Satisfactiod
Individual Employee Job Performance respectivelyewesed to collect the data. Overall the respoatewas
71.3%. Correlation analysis, simple linear regassand step wise regression were used to testhmut t
hypotheses. Results obtained were consistent hétiptevious research studies conducted i.e. thaseavstrong
association of high involvement management with leyges performance and similarly job satisfactioasw
having significant relationship with employee penfiance. Similarly from the regression analysiséffect of
independent variable was found significant on medias well as dependent variable. Moreover fultlisgon
was predicted from stepwise regression.

The study has investigated the relationship as aslhe level of employees performance, job satisfa and
high involvement management practices was calallatdich shows the current performance of the
organization, hence this research study can be ase guide, for the management of the bankingsetct
utilize its findings in order to stress the probteai employees and increase their productivity.

Key words: performance management, job satisfaction, Highliremment management

1. Introduction

In current era of globalization business environimkacome more complex and competitive for
survival. This complication is due to the rapichobe in technology, high competition, demand frasteptial
customer for innovative products and services. Phesent business ecosphere of prompt changes and
innovation has enhanced the importance of Humaaoures in organizations. This innovative environten
forced much organization to gauge how human ressufidR) add value to their effectiveness. In theduece-
based view of the firm, investment in high-performoa or high-involvement work practices are thought
develop distinct capabilities in employees, leadtogsuperior firm performance (Barney, 1991; Barrdey
Wright, 1998; Lawler, 1992; Pfeiffer, 1998).

High involvement work practice or employee engagemaecritical success factors for the organizations
from last decades. Many academicians and researehmerconcerned to analyze the characteristiciHafh"
involvement management” and its impact on the eyga@erformance. High involvement practice or erygéo
engagement is an emergent concept in Strategic HuResource Management (SHRM) and originated f 19
century. Lean production model and total qualitynagement (TQM) are the most important management
philosophies, burn the concept of High involvementemployee engagement and its significance on the
employee performance and then organizational dveraiformance. The philosophy of involvement is
empowerment and autonomy of employees. High invobmt is a set of innovative practices usually ideky
job rotation, self-managed teams, highly encouraigegroblem solving and decision making, informatio
sharing, open discussion between employee and gaplactive involvement in decision making and relva
system.

Recent literature suggests that positive belietsattitude can be developed by high-involvementkwor
practice, and it directly associated with employw®agement. The employee engagement contains three
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interrelated components: a cognitive, emotional lagltvioral component. The cognitive approach dfleyee
engagement defines employee’s beliefs about theanizgtions, its higher management and working
environment. Emotional components focused the eyagls perceptions about the three factors, whetreyr
have positive or negative attitude towards orgditinaand its management. The behavioral compoisetite
value-added component for organization and has diseretionary efforts like extra time, employee
commitments towards organization and devoted filftile task.

Numerous academicians and researchers have indddudong catalog of management practices for
spawning high involvement and high performance agnemployees. The range of practices starts formchir
the right people for the organization. The selectadployee is committed to training, energetic tall sk
development. While at organizational level, teansdoh environment, job security and incentive based
compensation. A variety of specific practices hdeen established on the base of above generaledefin
categories. For example, training programs candveldped current and future skills interpersondlssif new
hired employees. All the above practices developedmprehensible set of high involvement work peast
that are consistent across the organization anébree each other is a nontrivial challenge fomadinagers.

High involvement management practices play a kdg o the organizational development and
enhancing the employee and organizational perfocmairst, high involvement management is life bldor
idea generation, innovation and problem solvinggd&stion in involvement enhances employee conindl a
variety of work. Secondly, high involvement accates team work, and indirectly cause if idea geimran a
group form, and increase socialization among thpleyees, signifies the employees satisfaction.dihir high
involvement, information sharing take place betwasamployees, help the workers in understanding the
organization’'s objective and culture, and theirodffto achieve the organizational goals make envirent
stable. Fourth, in so for as, high involvement ngamaent crafts successful outcomes of successfuydtimda
organization, personnel may perceive that theiitipos are secure and their future is good and nessive.
Fifth, high involvements help workers in the acdiios of skills and knowledge and entail their s&iction and
enhance the individual's job variety, self-esteenfeidth, high involvement signals the workers, tttaty are
respected and contribution and involvement is \élughich enhance their motivation and satisfactidhe
workers are more active to achieve the organizatiohjectives.

Guthrie (2001) define the high involvement workglaas “a system of management practices giving
their employees skills, information, motivation,datatitude and resulting in a workforce that iscurse of
competitive advantage”. However, the sustainabitifyfirm specific employee capability depended b t
opportunities provided by the organization andthigir capabilities in an environment to add highueain
innovation. Wright, Dunford, and Snell (2001) dedshtthat researchers should investigate the rolé- hig
involvement employee in managing internal resoyr¢ike employees and HR systems and utilized it as
competitive advantage over time. US departmentatfor (1993, p.1) define high performance work systes
“Systems of mutually reinforcing practices thatateemultiple ways to develop worker skills, to aligdividual
and organizational goals, and to share informatiaucial to solving problems”. In recent study ofghi
performance work system, focus on the informatibarisg; decisions decentralization and work enriehtn
that is providing employees with opportunities foarticipation in decision making and innovation. Wa
(1985) and Lawler (1986) emphasis on the emplopgelvement in decision process enhance the employee
commitment and satisfaction and directly influerice employee performance for the benefit of orgation.
The performance of individual employees is optirdiby the high involvement of employees. Previduslies
have established a strong a positive associatibmelem High-involvement management and firm perforcea
After investigating that organizational innovatien positively related with firm performance, thisidy will
examine whether high involvement is related withpaity building, job involvement, employee comzdius
and performance appraisal.

1.1. Objective of the Study

This study will contribute to the understandingtioé relation between high management involvement
and the employee performance. The first phaseeoktidy clarifies the term “High management invoteat”
and provides a specific theoretical framework foiderstanding the high job involvement and employee
performance. It emphasizes the relevance of timellbuconcept, by signifying the importance of usimbigh
management involvement and the stipulation to categ performance measures permitting to theirneatu

1.2. Research Questions
This study was conducted to answer the followirsgagch questions;
1. Isthere any association between high managemeaivement and employee job satisfaction?
2. Does the presence of high management involvemeuxtipe helps to enhance the employee
performance.
1.3. Significance of the study

In current situation of the country, when busine@sditions in the country are at their worst lewglly

companies that outperform in the market are abkutgive. Additionally being open market, compartiase to
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work hard so as to stay in the market. AccordingBtoney (1991) it is the firm resources that caimdr
competitive advantage to the firm. To stay at &g and or to get the market leadership, now congsaaie
heavily investing on their human resources andrgiag to find ways to enhance the skills and perfance of
their employees.

This study stabs to fill the gap existing in praxgostudies by investigating the impact of high
Involvement work practices on employee performangetilizing the employee level data. Accordingagency
theory, interest of the employee and employer shbal close enough to achieve organizational géalery
company strives to achieve maximum performance ftbeir employees but its expectations depend on the
skills of the employees and their willingness tagmaltheir goals with the goals of the organizatidtigh
involvement management practices tends to helpnizgion for the selection of right persons for foé,
capacity building through rigorous training progsrtheir performance appraisal and compensaticatscémn
bring employee satisfaction which results in inseghperformance.

This study will help companies to determine thehp#i get maximum employee performance.
Moreover, this research will valuably contributéite body of the literature and will assist the HRnagers and
policy maker to determine and focus on the factifremployee performance and employee satisfaction i
Pakistani corporate world.

Literature Review

The literature was divided into three sections. Tite: section attempts to describe the concetigi
involvement management. The second section revigaledatisfaction and employee performance litegatu
while the third section will identify the previowgork on the linkage between the three variableshanldis the
conceptual framework of the study.

1.4. High Involvement Management

Barney (1991) presented the idea of resource basedof the firms which suggests that HR systems
can develop capabilities of the employees that lealp firms to achieve sustainable competitive athga
Barney presented his model of resource based vieget the competitive advantage on the basis of two
assumptions. First, all firms have strategicalliehegeneous resources. Second, these resouraast aerfectly
mobile. In his research Barney emphasized thahallassets or material resources can be copietebgther
firms in operating the market but it is only humasources that can not be perfectly mobile acttusgitms. It
is the employees of the firm who, with their natadjustment with the culture, climate and expeseithin
the same organization, can get sustainable conweesitivantage for a firm from the other the firngemting in
an open market.

Chew (2005) suggested that unsatisfied employees Wwaak linkages with the organization and they
often display turnover intentions. Everyone likegjet better monetary and non-monetary rewarddauis for
his career development and this limitation calls & sophisticated HRM infrastructure that may ewlean
employees ‘attachment with the organization so a®lay their valuable role in the development oé th
organization.

Fernandez-Sanchez , Ordiz-Fuertes, (2003). Stuelgtiftes the influence factors that condition the
adoption of HIW practices. The findings are comsistwith other research that has documented theesimée of
certain factors in the adoption of HIW practicesheTsampling universe was the Duns & Bradstreet
establishment file of companies operating in Spamg the sampling frame was set to include onlypanes
whose personnel count exceeded 100 employees.iZdefstarget population was 5,972 companies. ga da
were analyzed using binomial logit regression.

In literature commonly the term high involvement magement is interchangeably used with high
commitment and high performance work systems (&€gans and Davis 2005; Kalleberg and Moody 1994).
This study will not use the term high performanaakwsystems as it seems before checking their itnpaen
going to prejudge them as they would have a peasitivpact on the performance of the employees antieor
organizations. Literature also indicates that kigilnmitment predicts performance (Arthur 1994; Weod de
Menezes 1998). The study used this term becausa itapture the core idea of high performance wgskems
and high commitment but also it encompasses wagirozational skill acquisition and motivational gliaes.

Different researchers used different practices rfarasuring high involvement management which
includes selection of right person for the righb,jdraining programs, team work, compensation bassg
employee ownership and job security. In this sthityh involvement management practices referredoas t
rigorously selected interrelated HR practices csiimg] of hiring, extensive capacity building of doyees
through selective training programs, compensatewkages, performance appraisal and employees ewamt
in decision making(Wright and Snell 1991; Husel@B%; Way 2002; Datta, Guthrie and Wright 2005; Lepa
Liao, Chung and Harden 2006; Takeuchi et al 2007).

A balanced HR system can send a positive signtde@mployees about their value in the organization
and job clarity (Bowen &Ostroff, 2004). Preceding the same lines it can be considered that if usgh

232



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) g
Vols, No.31, 2014 IISTE

involvement management properly, these practicestimulate positive feelings in the minds of timepéoyees
about their work.
1.5. Job Satisfaction and Employee Perfor mance

Job satisfaction is one of the most studied vaembh HR literature because it is assumed that a
satisfied employee’s exhibits better performanas thads to overall organizational performance grwivth.
Ostroff (1992) in his research concluded that oiggtions having more satisfied employees performell than
organizations that had low employee satisfactioranf line employees of service providing organizati
represent their organization to the customers. Beipg on the interaction with frontline employeesstomers’
decides whether to stay with or buy the same sesvicom some other organization. The quality ofs¢éhe
interactions depends on the front line employe##ude. If the employee is satisfied with his angation, he
will exhibit extra role behavior and will try todee a good impression of his/her organization érttind of the
customer.

Researchers have diverse concepts and definitibdslosatisfaction like Locke (1976) proposed Job
satisfaction as a positive affection state of thepleyees with their job. Later in 1996, Motowildo
conceptualized job satisfaction as the judgmergroémployee about the friendliness of the envirarirhe or
she is working in. In Psychology, Eagly and Chark&893) revealed job satisfaction as a psycholdgica
tendency shown by the employees by assessinglittieg or disliking of the job or the task assignédthough
this concept was conceptualized differently inphevious literature it is clear from all above défons that job
satisfaction is an attitude of the employees abimit job.

D. ZATZICK , D. IVERSON , (2006). First objectivwas to gain understanding of the impact of
layoffs on the relationship between high-involvemevork practices and workplace productivity. Second
objective was to understand how high involvementkptaces could use layoffs, when necessary, without
experiencing negative effects on productivity. Tea that we used in this study were collected tayis$ics
Canada as part of its Workplace and Employee SuiWés/S; Statistics Canada, 2004). Our usable samate
3,080 workplaces that completed the 1999-2001 garard 2,970 workplaces that completed the 200&gur

Job satisfaction, in this study, has been defiredm employees’ evaluative judgment about ones’
degree of pleasure from job (Hulin& Judge, 2003nchg many definitions of job satisfaction, thisidiion
was chosen for the study in hand on the basisafaimprehensive scope. As discussed earlier jidfagzion is
an attitude and according to this definition, theetfeelings can exhibit a reliable attitude.

To stay in this competitive and thriving atmosphetganizations need to produce continuous value fo
their customers. If the employees perform well, diverall performance will expected to be well enoutn
short, employee performance is base for any org#nizs’ survival. Employee performance is a verpamtant
variable in the organizational studies but it's hemly three decades when researchers start ttgimigfining
this concept and develop constructs for its emgliiitvestigation (Borman&Motowidlo, 1993).

What is performance? Is it the output of the empéogt the work place or his behavior? To answer thi
question previous literature emphasized that ieter to stress on behavior of the employee thdodus on
results (Murphy, 1989). He argued that at work @lamployees may show results on the cost of dtilegs
that might be important for an organization. Esalégiin service providing firms, the behavior ogtfront line
employees may create difference as may be a vesd pehavior of an employee may not generate results
instantly but it may improve the image of the origation and customer loyalty. On the other hand¢hgating
and or using other unfair means, an employee caw glood output but it will not be long lasting.

Murphy (1989) recommended defining employee jobigearance in terms of his or her behavior at job
rather than on the basis of the results. He defprextbrmance as the behavior of the employeesntiaath the
overall organizational goals.

Peter Boxall, Keith Macky, (2009).serious diffigak with specifying the independent variable in
HPWSs. This fuzzy notion and examine its compaméminology: high-involvement work systems and high
commitment management. We argue that a focus orhitjieinvolvement stream usefully grounds HPWS
studies in an important area of workplace changthéncurrent context and takes us away from ecleuid
contentious selections of ‘best practices’.

Later Campbell (1990) adding to the definition otilhy, defined job performance as the controlled
actions of the employees that may lead to goalsmforganization and that can be measured on tliadodl
level. This definition extended the previous defom by adding employee controlled behavior or@atteading
towards organizational goals.

Organizations measure their employee performandéfgrent ways. Some use 360 — degree system of
performance measure, in which performance of anl@mp is measured by getting feedback from sub
ordinates, peers, employee himself and his manaemme organizations allow employees to evaluagé th
performances by themselves. The most common metisedl by the organizations is supervisory rated
performance system in which supervisor, keepingiéw different job aspects and being a direct oleer
evaluates an employee’s performance.
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This study used the supervisory evaluated job pmdoce of the employees’ on the basis of the
following reasons;

First, supervisor has the complete details aboatjth and knows the exact contribution of the
employee.

Second, sometimes peer or subordinates may notrstadd the nature of job or contribution of the
employee, usually they rate his performance onbthgs employee’s attitude with them that can mdedr t
assessment biased.

Third, employee self-reported performance evalmatiay become questionable on the basis of locus
of control. If he or she has excess of internaligoof control, will try to get the credit of othguerformance as
well and if one has excess of external locus otrobnwill give its credit to others causing exfevor to those
who did not contribute well enough.

On the basis of abovementioned reasons supervissfgrmance evaluation is best suited to measure
the performance of the employees for this study.

1.6. High Involvement M anagement, Job Satisfaction and Employee Performance

High involvement management is considered a kegritisn of modern management and are claimed
to have strong influence on the organization artividual performance. This eagerness has germinated
significant research area for scholars and acadamsi¢o investigate it impact on the employee’'sqrerance.

Employee performance is the way organizations meashether employee work outcomes are in line
with the overall organizational goal but beforettemployees must be trained and they must be cempand
enough skilled to bring forth these results (WrjghtcMahan and McWilliams 1994). High involvement
management practices boost employee skills and etanpe and commitment that as a result enhancalbver
employee performance (Haynes and Fryer, 2000).nbtha@r study, Liao, Toya, Lepak, and Hong (2009)
identified that training, justified performance amigal, adequate compensation, purposive staffimd) jab
security motivate employees to deliver optimizef@@nance.

Wood and Meneezes (2011) studied the impact of péggformance work system on the employee well
beings. They attempted to develop emerging themmythe wellbeing of employees and high performamge
considering the four dimensions performance, eeddbob, high involvement management, employee vaiwk
motivation. They used multilevel model and datadut@m the Britains Workplace Employment Survey of
2004. The study documented a positive relationsleifiveen job satisfaction and wellbeing. They atsonél
positive relation between voice and job satisfactioBut they fail to predict the relationship beémehigh
involvement management, job satisfaction and wiltpef employees.

KAIFENG JIANG DAVID P. LEPAK , JIAHU , JUDITH C. BAR (2012). The three dimensions of
HR systems (i.e., skill-enhancing, motivation-ertiag, and opportunity-enhancing HR practices) were
positively related to human capital and employedivation in different patterns in such a way thaampared
with the other two HR dimensions, skill-enhancinB Hractices were more positively related to humepital
and less positively related to employee motivatife tested the mediating hypotheses with the heipeia-
analjrtic structural equation modeling (SEM) tecjugs (Gheung&Ghan, 2005, 2009; Viswesvaran& Ones,
1995).

Gueror and Dider (2004) investigate the associatietween human resources practices and entity
performance in France. The study focused the fqecific HR practices that involve employees are,
empowerment, training and compensation. The stushd tleach item separately and hypothesized a positiv
association with performance. They also suggestthan these element are combined, execute a syeéfegt
on the performance of organization. The studieddoon a survey of 180 HR manager of large French
companies. Our study does not found a significalationship between compensation and firm’s peréorce,
not supporting the existing literature. While th&k Hbractice components like empowerment and training
indirectly associated with financial performanceFoénch companies. They found the combined efféth®
HR practices have strong impact on the organizatiperformance then individual effect of componéiiteir
study concluded that in developing HR policy anglementing, high management involvement practice is
complementary to increase the organization perfooma

Mohar and Zoghi (2008) probed the association betwpb satisfaction and high involvement
management on the Canadian work force and Employessing the survey data for the period of 199-200&
researchers used the three components of highvewmant managements are “quality circles”, task tgam
feedbacks and suggestion programs. They presura¢adhsality between job satisfaction and empldygh
involvement. The study found that job satisfactisrpositive and significant relation with high inlvement
practices. They cross checked their finding bygslifferent data set and model but the results ceasistent.
They concluded that the presence of self-selecsatisfied workers are more willing in participatimigh
involvement job and that accelerate their futundqrenance.

Annalisa Cristini, Tor Eriksson, Dario Pozzuoli,0(D). Integrating existing research on firm
organizational structure and performance, this papalyzes the impact of new workplace practicesiorkers.
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The analyses presented here over several advantagesrior efforts to examine the relationshipwresn

Organizational innovation and organizational outesmrhe analysis uses a data set on Danish pigeater

firms with more than 20 employees, which has be@astcacted by merging information from twdf@rent main
sources. The survey was administered by Statift@smark as a mail questionnaire survey in May amteJ
1999, which was sent out to 3,200 private sectorsfiwith more than 20 employees.

Bhatti and Qurshi (2007) conducted a study to fintlassociation between job satisfactions, employee
productivity and employee participation. They stddc34 organizations form three main sector of faki that
are banking sector, Oil and Gas and Telecommunitasector. Questionnaire was used to collectaladasent
to the organizations. 15 organizations responded ghestionnaires. The study concluded that employee
participation not only the important determinartt gatisfaction, but has a positive significant etfien workers
job satisfaction, commitment and workers’ produitfivObviously employee participation is long teamd two
ways process, need attention from management saleviass form worker side.

Zatzick and Iverson (2006) studied the relationdfepwveen high involvement management and work
force reduction .In their study, they examined tilve core areas of high involvement managementtliitisey
studied that moderating role of layoffs between #msociation of high involvement management and
productivity. Secondly they addresses that quedti@ how investment will continue in high involvent
practice to main employees productivity. The stfioiynd a negative association between high-invoksm
management and productivity in work place with leighayoff rates. They also concluded that orgaionat
having high involvement management practices ass lerobability to expose the productivity losses as
compared to the organizations that avoid high im@olent management practices.

Fuertes and Sanchez (2006) studied the incidentégbfinvolvement management and probed what
variables are linked with the implementation of tiigh involvement practices. Predominantly, theyestigate
the effect of size, age activity sector, competitadvantage, leadership style and culture on tipjdeimentation
of high involvement work practices. The found aemependence between leader style, organization
environment and high involvement practices. Theso alocumented that flexible leadership and innueati
culture is major determinant of implementing higtvalvement management practices and this finding is
consistent with the findings of Ogbonna and Haf2i300), they researched the relation between lshgeand
culture.

Cristini and Eriksson (2010) investigate the relaship between high performance management and
employees outcomes. The data was collected fornisBaomivate sector firms and sampled firms werected
on the bases number of employees. The researcéeusathresh hold 20 employees to be sampled Tihen a
guestionnaire was distributed to the employeeb@iampled firms. They found a positive relatiopdigtween
organizational innovation and employee performanthe study also probed weather high-involvement
management is linked with high salaries, work foooenposition and document a positive interdepenelenc
between high involvement management, work forcepmsition and wages structure. They also examined th
association between high involvement managemenemmloyees outcomes in the industrial relationgeodn

Vanhala et al (2010) probed the association betwégm involvement management, human resource
practices, and company performance and employédebeiglgs. The major purpose of their study is tareine
the impact of high involvement work practices ompany performance and employee well beings andtb f
the interdependence between company performancevarietrs well -being. The study was conducted @n th
metal industry and retail traders of Finland andada collected both at manager’s level and workevel
employees of the sampled firms. The analyses ofdidia find that high involvement work practices are
significantly linked with company performance atmagerial data. While the workers are least conckwith
the high involvement practice but they are stromglgted with employee well beings.

1.7. Conceptual Framework of the Study

Conceptual frame work of the study was construcedund the three variables including high
involvement management (employee rated) as indepmendariable (1V), individual employee performance
(supervisory rated) was studied as dependent Var{&ty) and employee job satisfaction (employeedatvas
used as mediator variable. All these variables weergceptualized on the basis of previous literaamd the
Agency Theory. Mitnick(1973) presented and concaligad Agency theory based on the employer and
employee relationships. Referring employer as grantipal” and the employee as “agent” this theioigntifies
two key problems in the relationship of both thetipa. First problem is lack of alignment betweka goals and
interests of the two parties and second concemthér risk preferences, also known as agencylprob. To
deal with these agency problems, this study has lbeaceptualized in an effort to save the intere$tthe
principal.

Previous literature indicates that if hired rigl#tople for the right job, give them proper trainiraged
skill enhancement workshops when and where needpgdreciate their performance and reward them
accordingly employees tend to exhibit satisfiedawatr. If an employee gets satisfied from his or job, he or
she will try to improve his performance and effdrisorder to achieve organizational goals thatthee main
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concerns of the principal. This research studylofahg the available literature and to cope witheagy
problems, tried to give a path to the employerfgpal so as to get maximum performance from his
employees/agents in order to meet the organizdtgmss.

In next pages definitions used in this study fatependent, mediator and dependent variables fetlow
by the hypothesis and then the proposed modegindione (1) are given.

1.7.1. Definition of the Variables

Although different scholars defined these varialddéferently, the study in hand will define the key
variables as follows;

High Involvement Management

In this study, high involvement management prastame defined as rigorously selected interrelated H
practices consisting of hiring, extensive capabityiding of employees through selective traininggrams,
compensation packages, performance appraisal aplbygses involvement in decision making
Job Satisfaction

This study defined Job satisfaction as an employ®esduative judgment about his or her degree of
pleasure from job.

Employee Performance

This study defined employee performance as coettaktions of the employees that may lead to goals
of the organization and that can be measured om¢lddual level.

Mediation analysis was conducted following the gliites suggested by Baron and Kenny (1986).
According to Baron and Kenny, to conduct a mediatimalysis, there are three basic conditions that e
fulfilled. These three conditions are;

a. Independent variable (IV) must have positive aghificant relationship with dependent variable (DV)
b. IV must have positive and significant relationshiph mediating variable.
c. Mediating variable must have positive and signiitceelationship with DV.

This study, therefore, first checked for the relaship between high involvement management and job
satisfaction, and high involvement management andl@yee performance. Although different dimensioiis
high involvement management and job satisfactiod amployee performance have been proved to have
positive and significant relationships but not ag& study, according to the knowledge of the nedes,
studied all of these proposed dimensions of higholirement management with the variables under
investigation. On the basis of literature reviewethis chapter, it can be conceptualized thatvtiréables under
study have ability to fulfill the basic requiremsrib run the mediation analysis.

This conceptualization will help managers and ptiaciers to find the mechanism of the impact ofthig
involvement management, and employee satisfactiwh its impact on the employees’ performance. The
understanding of this mechanism will help themewiew their strategies to maximize employee peréroe
and to achieve their organizational goals

1.7.2. Proposed Hypothesis
Although this study checked all the relationshigsween independent, mediator and dependent vesiatiie
main hypothesis on which the study is based isrgagefollows;

Hy Job satisfaction mediates the relationship betwigh involvement management has positive
relationship with employee performance
Ho: Job satisfaction does not mediate the relation&gpveen high involvement management has

positive relationship with employee performance

2. Methodology
2.1. Research Design

In this study, researcher measured the cause dect ef independent variable (High Involvement
management) on Dependent variable (Employee pesioce) and mediating variable (Job Satisfaction).
Mediation analysis was conducted following the gliites suggested by Baron and Kenny (1986).

As this study, using cross sectional data, chetkede relationships empirically, it was qualitatime
nature. A structured questionnaire was used folecimbn of primary data. Constructs for all varieblwere
adopted that were validated by previous literature.

The study used two source data collected at twierdifit times. To reduce the common method bias,
data form employees was collected at two diffetémes. The data for high involvement management was
collected at time one and after two weeks datgdbrsatisfaction was collected from the same engsdgy To
get the exact performance, data for employee’pgformance was collected from their respectiveagan

Statistical package for social sciences (SPSS)guecR1 was used for all statistical analysis otz

2.2. Population

Cross sectional data for this study was collectethfthe front line employees of banking industry of

Pakistan. Banking industry was chosen for the sha&bause it is one of the three reasons.
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First, it is one of the most develop industry irkiStan.

Second, there are different multinational banksrajpeg that bring their own developed HR
methodologies. Which they are applying on their lyges with slight modifications according to thdtare
and law of the Pakistan.

Third, banking sector is being very competitivevaas providing environment, focusing more on
developing their employee’s professional skills @lepment and applies proper HR practices on theirkw
place.

2.3. Sampling Techniques

As it was an academic study, due to limited resesimonvenience sampling technique was used for
data collection. Four banks with different backgrds were selected for sampling including NationahlB of
Pakistan (government), Muslim Commercial Bank (Rvthited (private sector), Barclays Bank (Britisaded
bank) and Bank Alfalah (Pvt) Ltd (Gulf based bank).

2.4. Sample Size

Data was collected from the selected banks in thrajer cities, Islamabad, Rawalpindi and Peshawar.
A total of 300 questionnaires were distributed te employees of the selected banks out of whiche&@
found complete and usable for further analysis. fesponse rate from employees was 78.66%. Samearamb
of questionnaire were distributed to the immediat@nagers/supervisors of the targeted employees.oOut
300,227questionnaires were returned and on chedd@nquestionnaires were found incomplete leaving 21
usable for further analysis with a response raféla3%.

2.5. Measurement Construct

Two different constructs were used for this stunlye for the employees and one for their respective
managers/supervisors. First construct measuredogegs’ response regarding high involvement manageme
and employees job satisfaction while the secondstcoct measured employees’ individual job perforosan
rated by the concerned manager/supervisor. Eachtraeh had two parts where in part one demographic
characteristic like organization name, age, genelducation and work experience whereas part twsistsnof
questions regarding to the variables of the study.

In the first construct, high involvement managemeat measured with the help of twenty one (21)
items and was adopted from Takeuchi et al. (20079,job satisfaction was measured by five (5) itdmas were
adopted from Judge (2006). Each item was measuitidtive help of five point likert scale startingpfn one
strongly agreed to five strongly disagreed.

Questionnaire two, designed for supervisors/masagens also consisted of two parts. Part one
captured the demographic details of the manag@s/gisors while part two measured the employee
performance that was adopted from Hochwarter(20i6)}wve help of five (05) items.

2.6. Data Collection M ethod

After finalization of the constructs, researchesiteid different branches of the selected banksraed
with the concerned managers and tells them theogerpf the research and asked for the permissionlkect
data from their employees. Researcher assured thaimthe data collected will only be used for acaide
purpose and all the information will be used anooysty.

Some managers asked for proper request from thengity asking for permission of data collection
that was provided them on the next visit. Aftertiggt permission from the bank authorities, at fuisit for data
collection first part of the employee rated questimire asking on high involvement management, were
distributed in the front line employees. After tm@eks on the next visit, second part of the emmogted
guestionnaire for the measurement of job satisfactiere distributed among the employees and asdinee
time manager/supervisor rated questionnaire wese @iktributed among their concerning managers.\itae
process of data collection was completed in a nistittne.

The questionnaire one, designed for employeescamasisted of two major parts. Part one consisted of
demographic information while second part coverkd tonstructs of high involvement management and
employees job satisfaction.

Questionnaire two was designed for managers/sigmes/i was also consisted of two parts. Part one
captured the demographic details while part twosuezad the employee performance. Each manager/ssgerv
filled number of questionnaire equals to his or sebordinates taking part in this research givimgjvidual
employees performance response.

2.7. M easurement construct Validity and Reliability

Validity and reliability are the two major concerosany research. A research is said to be valid if
measures the same thing what it was meant to meeaghile a research can only be valid if and onlyemwlif
measured in the same like situation, produces saswdts. To cope with these issues, this study letethe
validity and reliability of the construct was checdkas follows;

2.7.1. Validity of the Construct
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Questionnaire used in the study were previouslyidatdd in the literature. Once finalized,
questionnaires were shown to fellow researchers @oténtial respondents to read it carefully astifsi
understandable for every one or not. As respondaftise study were educated and could understamgishn
easily, questionnaires were not translated in Ioajuage.

2.7.2. Factor Analysis

Factor analysis is a statistical test used to ektfe® minimum inter correlated factors, from tleadin

hand, that are considered to find out the basizbka.
2.7.3. Kaiser-Meyer Olkin Test

Kaiser-Meyer Olkin Test also known as KMO test $&di to check if the data set is appropriate for the

factor analysis or not. To proceed for a factorysis, the value of KMO test should be greater tB&n
2.7.4. Bartlett's Test

Bartlett's Test is used to check the normality leé tata set. Significance level of the test decitles
results of the test. Significance value less th@ @hdicates that there can be significant refesiop among the
variables whereas the value higher than 0.10 itelcat the data set is not suitable for furtimedysis.

2.7.5. Reliability Analysis

Cronbach’s Alphad) was used to check the reliability of the quesiaire. Its value varies from 0-1. In

social sciences, a data set is said to be accedtatileliability if its value equals or greateath0.70.
2.7.6. Test Results

Factor analysis was performed on the collected. dédsgser Meyer Olkin test and Bartlett's test were
also included to check the appropriateness of the dor factor analysis and normality of the datd s
respectively.

Given below are the variable wise results of tlwtdiaanalysis;

2.7.6.1. High Involvement Management

High involvement management was the first parthef @mployees questionnaire consisted of 21 items.
Data was found appropriate with the help of Kaistgyer-Olkin test value 0.812. Normality of data was
confirmed with the significant value (0.000) of Bartlett’s test.

The component matrix extracted five (5) dimensiofiigh involvement management representing
question number 1, 2 and 3 (0.674, 0.581 and Orég2ectively) as employee involvement, question bemd,
5,6,7,8and9 (0.663, 0.573, 0.572, 0.542, 0&8D0.471 respectively) as hiring, question nunilerll, 12
and 13 (0.440, 0.469, 0.509 and 0.482 respectiad\tjaining or capacity building, question numbéy 15 and
16 (0.452, 0.510 and 0.464 respectively) as pedoge appraisal and question number 17,18, 19, d@an
(0.551, 0.478, 0.443, 0.482 and 0.638) all contititlguin explaining variance in the subject variable

Cronbach’s Alpha value used to check for data béiig was found to be (0.791). On the basis of the
Alpha value, results obtained can be generalizeldcansidered to produce reliable results.

Complete questions regarding to this variable iated in appendix 1.

2.7.6.2. Job Satisfaction

In the second part of the questionnaire data wésated from the employees of the selected banks
after two weeks of their first response. The rasaft Kaiser Meyer-Olkin test (0.820) and also thlgnidicant
value of Bartlett’s test (0.000)revealed that datadequate for factor analysis and is normallyrithisted.

Component matrix for all the five items ranging7@8, 0.706, 0.753, 0.762) and 0.649 found that the
scale of job satisfaction is one-dimensional andhed items are contributing in the variance expddi by the
variable of job satisfaction.

Cronbach’s Alpha value for data reliability was fiouto be( 0.768), which is higher than 0.60 forigloc
sciences to get reliable results with the sametoacts

Complete questions regarding to this variable iated in appendix 1.

2.7.6.3. Employee Performance

Data for employee performance was collected froeir trespective managers/supervisors. The higher
value (0.728) of Kaiser Meyer-Olkin test and sigraint value (0.000) of Bartlett’s test of the daiaemployee
performance, on the basis of its appropriatenesdafttor analysis and normality respectively, akanfor
further analysis.

Factor analysis revealed that component matrixtifier five items contributing in the variance of
employee performance with component values (0.0@88, 0.663, 0.702 and 0.762) also representsl dhe-
dimensional scale.

The value of Cronbach’s Alpha (0.748) is acceptaiiieugh to get reliable results with the help of
same construct.

Complete questions regarding to this variable iated in appendix 2.
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Data Analysis and Results
2.8. Data Analysis

Descriptive statistics, correlation simple lineadatepwise regression was used to analyze thetalata
get the results.
4.1.2 Correlation Analysis

Correlation analysis is used to measure the stinesfta relationship between two variables undedystu
It predicts the change in one variable due to changhe value of the other variable. Its valueregped on a
scale ranges from -1.0 to +1.0 and the strengtheofelationship at both extremes provide the pesdictions.
Pearson correlation method was used to measuredtnelation between the hypothesized variables hwhic
includes high involvement management, employesfaation and employee performance.

Table 1

Descriptive Statistics

N Minimum  Maximum Mean Std. Deviation
High Involvement Management (451) (1.76) (4.33) (2.9641) (.59896)
Job Satisfaction (237) (1.20) (5.00) (3.0110) (.96025)
Job Performance (237 (1.00) (5.00) (2.9764) (.98538)
Table 2
Correlations
High Involvement Managemen Job Job Performance
Satisfaction
High Involvement Management 1
Job Satisfaction 552 1
329" 553" 1

Job Performance

**_Correlation is significant at the 0.01 levek@iled).

In Table 2 the correlation matrix indicates tha¢ thigh involvement management has strong and
positive (.552**) correlation with job satisfactiomhile it has a significant and positivebut relativ weak
relationship (.329**) with job performance as comgzhwith job satisfaction. These significant andipee
correlations may let the study to proceed for farthnalysis of the data to check the hypothesis.

Table No 3
Regression Analysis of Model-1

Predictor Beta t Sig. (F)
(Constant) 4.442 .000
High Involvement Management 329 5.337 .000
Regression Sum of Squares _204.375 Residual Sum of Squares 24,773

R Square (B .108 Adjusted R Square @R .104

F Statistics 28.485

a. Predictors: (Constant), High Involvement Managem
b. Dependent Variable: Job Performance
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In table 3the valueof R(.108)indicates that this model is able to explHn8% variation in the total
population and the value of adjustet{.R04) presents more correct reflection of goodmsit of the model
under study. The higher value of regression sursqofire (204.375) than the residual sum of squat&13)
indicates that the model is able to capture thetrabshe variation in the dependent variable causgdhe
independent variable. Here in this model high imealent management is independent variable and job
performance is dependent variable. The signifieahte ofF statistics (28.485) indicates that thelehds good
for predicting the relationship between the twoalales.

The value of t statistics (5.337) is significan®00) which indicates that the proposed model is
acceptable. The value of regression coeffici@nt ((.329) shows that by the unit change in high inement
management 0.329 units change will occur in joligoerance of the employees.

Table No 4
RegressionAnalysis of Model-1

Predictor Beta T Sig. (F)

(Constant) 7.199 .000

Job Satisfaction 10.162 .000
.553

Regression Sum of Squares 159.193 Residual Sumuair&s 69.955

R Square (B .305 Adjusted R Square {R 302

F Statistics 103.267

a. Dependent Variable: Job Performance
b. Predictors: (Constant), Job Satisfaction

4.1.3. Model-2 Regression Results

In Table 4, the value of adjusted R square (..3@®ates that 0.302 of the variation in job perfante
is explained by job satisfaction. The higher vadfieegression sum of square compared to the rdsidna of
square indicates that the model is capable to maptost of the variation in the dependent variahtethe F
statistics (103.267) is significant (.000) so ihdee concluded that the model is fit for makingdicgon about
the relationship between job satisfactionand jatiopmance.

The value of regression coefficient (Beta= .558ljdates that there occurs 55.3% chance ofjob
performance to be increased by job satisfactioe. fligh t value (10.162) indicates that there is@ng positive
and significant relationship between job satistat@nd job performance hence the proposed hypstlgesi
supposed to be true that is job satisfaction hasfgiant effect on job performance.

Table No 5
Regression Analysis of Model-1

Predictor Beta T Sig. (F)
(Constant) 1.420 157
High Involvement Management &62 10.156 .000
Regression Sum of Squares 151.233 Residual Sumuair&s 66.378

R Square (B .305 Adjusted R Square {R .302

F Statistics 103.145

a. Dependent Variable: Job Satisfaction
b. Predictors: (Constant), High Involvement Managetn
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In Table 05 adjusted®®hows that the 30.2% of the variation in job $adison is explained by high
involvement management. The high value of regressimn of square (151.233) than the residual susoaédre
(66.378) indicates that the model is capable ofwram most of the variation in the dependent Jagalso as
the F statistics (103.145) is significant at .08@ding to conclude that the model is fit to expthim relationship
between independent variable that is, high involeemanagement and dependent variable that is, job
satisfaction. Table 05 further shows that theraumx85.2% change in the dependent variable (Jasf&zton)
with a unit change in the independent variable (Higzolvement Management) also the significant @4l000)
of t statistics (10.156) indicates that there gm#icant relationship between the high involvemeranagement
and job satisfaction.

Table No 6

Mediation Analysis

Job Performance

Predict
redictor B R? Adjusted B F Statistics t Value Sig

Step 1

Job Satisfaction .305 .302 103.267 10.162 0.000
0.553

Step 2

Job Satisfaction .306 .300 51.609 8.171 0.000
0.534

High Involvement 521 .603

Management
.034

a. Dependent Variable: Job Performance
b. Predictors: (Constant), Job Satisfaction
c. Predictors: (Constant), Job Satisfaction, Higlolvement Management
The mediation analysis shows that the effect ofiated(job satisfaction) is significant (.000) oepgtndent
variable (Job performance) while the total variatéxplained by job satisfaction is 30.5% while tieys2 of the
regression analysis when the effect of independatidible was controlled the effect of independemiable
(high involvement management) has been insignifi(@a.603). The t value has also been decreased.
These results show that there is full mediation tdumediating variable (Job satisfaction) on tHatrenship
between independent variable (High involvement rgangent) and dependent variable (Job performance).
2.9. Results and discussion
2.9.1. TheRéationship between High involvement management and Job performance

The results of this study show that there is pessitind significant relationship of high involvement
management with job performance. It means thatrizgtions where high involvement management prastic
are implemented will have employees with high lesfgberformance.From the results of regressionyaimlt is
quite obvious that the effect of high involvemeramagement is significant (P < .05) on job perforogahe
regression results also show that one unit incrgalsggh involvement management will bring an irese of
32.9% in job performance or we can say that imphaten of high involvement management will bring
increase in performance of employees by 32.9%.

The findings are aligned with previous researcdistias (Haynes and Fryer, 2000) stated in their
study that High involvement management practicéish@ighten employee skills, capability and comngtrn
and further it will enhance overall employee perfance.

2.9.2. TheRéationship between Job Satisfaction and Job perfor mance
According to the findings there is positive, strarg significant association between job satisfacti
and job performance. The study reveals that satisfmployees tend to have better performancenittsa be
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concluded that the highly skilled workers tend &wén high level of satisfaction. From the regressinalysis
conducted between job satisfaction and job perfanmat is accomplished that there is significart.(B) effect
of job satisfaction on job performance. The resiultther reveal that one unit increase in the l@fgbb
satisfaction will bring an increase of 55.3% in jmdrformance. In other words job performance oflegges
can be improved by 55.3% if their level of satisi@t is increased by one unit.

These results are supported by previous researdlest
2.9.3. TheRédationship between High involvement management and Job Satisfaction.

From the findings of this study the relationshipasg high involvement management practices with
job satisfaction is significant, strong and pogti¥rom the correlation matrix obtained both ofstheariables
are strongly correlated to each other which meaas organizations which will practice high involvent
management practices will have employees with kegkl of performance. The regression analysis cotedi
between these two variables reveals that job aatish is significantly (P<.05) affected by highvadvement.
The regression equation for the relationship of¢heariables flourish that a unit increase intiiglolvement
practices in an organization will bring an increasthe level of job satisfaction by 55.2%

These findings are aligned with the previous result

2.9.4. Mediation Analysis

As we already has discussed the three regressayséiconducted as the pre-requisites for condgcti
mediation analysis so further mediation analysis wane through stepwise regression in which thecefbf
independent variable was found completely insigaiit (P>.05 i.e. P = .6.3) )when it was controitedtep 2.

So this shows that there is full mediation by thedrting variable. The study reveals that individeféect of
independent variable (High involvement management) the dependent variable (Job performance) is
significant and the independent variable was adsalfor 32.9% change in the dependent variableaftet
controlling its effect and including mediator inetmegression equation the effect of independeriaiar is
decreased up to 3.4% and this effect became iffigigni which shows that there is full mediationroédiator
on the relationship between independent and deperdgable.

3. CONCLUSION:

This study provides the brief study of job satififat with its mediating effect on the relationship
between high involvement management and employderpence in the banking sector of Pakistan irtitee
major cities Islamabad, Rawalpindi and Peshawae. fBsults of this study are aligned with the faet high
involvement management practices enhance the ¢éwghployee performance while increase in job &ation
also tends to improve employee performance.

Results indicates that high involvement job practce lacking among the banking sector and majority
of its employees need to be involved in those prestsimilarly the mean value of employee perforoean
obtained from the descriptive statistics lies beBwhich indicates the level of performance is aldh further
the satisfaction of employees in this sector has abt found satisfactory while from the correlatanalysis a
strong association has been predicted which shosvertportance of these practices.

So from the results of this study it has been aged that the banking sector of Pakistan needs to
implement high involvement job practices in ordeiricrease the level of satisfaction of their ergpls which
in turn could increase their performance level .titer it has also been concluded that satisfied @rsrkend to
be more productive and skillful i.e. which in tenhance the level of job performance.

As the study reveals that job satisfaction hasnmgact on the relationship between high involvement
practices and job performance so banking sectouldhoot bypass its importance. So keeping in vigig t
importance organization should carry out all thaseps which could contribute to the job satisfactif
employees.

In a nutshell the effect of high involvement magagnt was significant both on job satisfaction afl w
as job performance similarly job satisfaction wasihg significant effect on job performance so é#ffect of
both high involvement management practices andsgisfaction cannot be neglected. Banking sectarst m
assure employee satisfaction for high level ofgrenince while high involvement practices also caroyth for
the improvement in job performance.

4. RECOMMENDATIONS:
The study investigated the relationship of highvoimement management practices with job
performance with the mediating effect of job satision. Following are some recommendations.
« Future researchers may take other mediating vasahlthe model to analyze the same effect.
e This research was not an action research so timstreints and financial hurdles were kept in mind
while carrying out the study so relaxed environnmard enough resources are recommended.
e The effect of the relationship was not measurednagalifferent groups so future researcher may
analyze the results based on different straturhepbpulation.
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