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This study examines the relations among employee involvement, job satisfaction, and in-
role performance. Job satisfaction is posited as a mediator. A total of 102 respondents filled
out a self-administrated survey. The hierarchical regression analysis was performed to test
the direct influence hypotheses. To carry out the mediation test, the procedures proposed
by Baron and Kenny and the Sobel Test to strengthen were both used. It was found that the
influence of employee involvement variables was positive on job satisfaction and in-role
performance. Results also showed a positive of job satisfaction on in-role performance. Job
satisfaction partially mediated the relationship between employee involvement and in-role
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performance. Implications of the findings, implications, and limitations are discussed.
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INTRODUCTION

Employee performance is very significant for
organizations because it  supports
organizational performance. On the
contrary, poor employee performance be-
comes a hindering factor to organizational
effectiveness. In  today's competitive
business environment, companies need to
improve the employee to increase goal
achievement possibility.

Performance (sometimes called work
performance) can be defined as the result of
carrying out a job done by an individual, in
accordance with the responsibilities that
have to be carried out, which is helpful for
the organization to achieve its goals,
mission, and vision (Timpe, 2002). Similarly,
Douglas (2000) argues that the company's
high job performance is needed by the
company (Mariam, 2009). According to
Indriyani  and  Wisnu (2010), high
performance is one of the roles of human
resources to support company goals
(Giantari & Riana, 2017).

A critical dimension of performance is in-
role performance (or in other sources also
labeled as "in-role behavior") is the
achievement reached by individuals in
completing work that is explicitly written in
the job description (Williams & Anderson,
1991). This study proposes a perspective on
how employee involvement may affect job
satisfaction and in-role performance.

Employee involvement is the level of
employee patrticipation in making decisions,
the perception that his/her ideas and views
are taken into account, and how managers
encourage employees to give their opinions
(Glaser, 1897). Glaser also argues that
engaging employees is one of the
dimensions of organizational culture that
creates a positive atmosphere.

Job satisfaction refers to the general
attitude of employees towards work,
systems, procedures, and work environment
(Judge, Heller, & Klinger, 2008; Wijaya,
2019). Job satisfaction has been found as an
attitude in the job that significantly influences
employee behavior and performance. A
satisfied employee characterizes when they
are happy with their duties, responsibilities,
and other organizational factors such as
leadership style, co-worker support that
match with employees' expectations. This
attitude may boost better employee
performance (Williams & Anderson, 1991).

The proposed model is in Figure 1. It
depicts the relationships among employee
involvement, job satisfaction, and in-role
performance. The study data was taken from
one of an automotive company operating in
Yogyakarta.

This company operates the distribution
and retail sales of two-wheeled vehicles
under one of an international automotive
brand. The findings of this study should offer
organizational managers by depicting the
importance of employee involvement and
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Figure 1.
Proposed model
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LITERATURE REVIEW AND
HYPOTHESES DEVELOPMENT

Job involvement, job satisfaction, and
in-role performance

According to William and Anderson (1991),
in-role performance measures the extent to
which an employee can carry out the main
activities listed in the job description.
According to Abdulloh (2006), this
performance describes the capabilities and
achievements of employees according to
specific criteria determined by the company
or in accordance with their responsibilities.
As mentioned above, job participation
represents to what extent an employee can
make decisions and provide ideas for other
parties in the organization (Glaser, 1897).
Judge, Heller, and Mount (2002) posit that
job satisfaction is an attitude that are
promoted by various working aspects in the
organization.

It is believed that when the perception of
involvement is high, employees will feel
satisfied with their work because of the
appreciation they receive. Past research
argued that when organizations encourage
employees to involve in the decision-making
process and to be able to express opinions,
they will be motivated to apply it in real action
in their work practices (Rees, Alfes, &
Gatenby, 2013), thus encouraging higher in-
role  performance. When employees
perceive they have high involvement in the
workplace, their in-role performance and job
satisfaction will be increased. Therefore, the
following hypotheses are formulated:

H1: Employee involvement is positively
related to in-role performance.

H2: Employee involvement is positively
related to job satisfaction.

Job
Satisfaction
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In-role
Performance

Job satisfaction and in-role
performance

Job satisfaction is an attitude in employees

that can promote various expected
behaviors (Whitman, Van Rooy, &
Viswesvaran, 2010; Wijaya, 2019),

specifically in-role performance (Williams &
Anderson, 1991). Therefore, job satisfaction
is an essential attitude for employees,
teams, and organizations. If job satisfaction
increases, it will promote higher work
morale, dedication, loyalty, and employee
discipline. Robbins and Judge (2011) argue
that several job aspects can affect employee
job satisfaction, namely the job itself,
specific skills needed to carry out a job,
supervisory, co-worker support, promotion
opportunities, and salary level.

Job satisfaction can play a role as a
critical driving force for increasing job
performance. In general, employees who
have a positive attitude towards their work
and other work elements will be motivated to
improve their effort (Judge, Thoresen, Bono,
& Patton, 2001). Optimal job performance
can be achieved if high job satisfaction is
met (Indrawati, 2013; Khuzaeni & Djumalhir,
2013). Based on the discussion above, the
following hypothesis is formulated:

H3: Job satisfaction is positively related
to in-role performance.

Job satisfaction as a mediator

Following the proposed research model, job
satisfaction can play a role as a mediator in
the relationship  between employee
involvement and in-role performance. The
perception of employee involvement will
affect the levels of employee satisfaction, in
turn, the levels of in-role performance.
Therefore, the following hypothesis is
formulated:

H4: Job satisfaction mediates the positive
relationship between employee
involvement and in-role performance.
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Table 1.

Respondent characteristics

Characteristics Groups Freq. %
Education Level High School 59 57,84*
Diploma 10 9,80
Undergraduate 33 32,35
Master’s 0 0,00
Total 102 100,00
Gender Male 69 67,65*
Female 33 32,35
Total 102 100,00
Age 17-24 39 38,24*
25-31 37 36,27
32-38 17 16,67
39-45 9 8,82
Total 102 100,00
Tenure (in years) 0-2 42 41,18*
>2-5 28 27,45
>5-10 26 25,49
>10 6 5,88
Total 102 100,00

*highest percentage

METHODS

Respondent characteristics

Respondents in this study were employees
of a branch of the national automotive
industry company, namely the Honda Sales
Operation (HSO) Astra Motor Yogyakarta. A
paper-based questionnaire was used in data
collection. The Human Resource
Management Department of the company
assisted in distributing the questionnaire. A
total of 150 pieces were distributed.
Eventually, 102 employees gave responses.
The samples were all usable. Table 1 shows
that most respondents completed high
school education (57.84%), were male
(67.65%), and in the age interval group of
17-24 years (38.24%). The work period for
0-2 years dominated the respondents
(41.18%). The distribution of respondent
characteristics can be seen in table 1.

Measurement

The research instruments employed a 5-
point Likert scale from strongly disagree (1)
to strongly agree (5). Before testing the
hypothesis, the validity and reliability of the
research instrument were firstly tested.
Factor analysis is used to test the validity of
the instruments. Statement items will be
dropped if they have a factor loading of less
than 0.5. The reliability was measured with
Cronbach's alpha.
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The research instruments in this study
were previously developed and validated
other research. Employee involvement was
measured using the psychometric
dimensions developed by Glaser (1897)
(i.e., Organizational Culture Survey or OCS).
This scale consists of four items. The factor
loadings for the items were between 0.68—
0.81. Cronbach's alpha for this scale was
0.76. A sample item is "This organization
values workers' ideas at all levels."

Job satisfaction was measured using a 3-
item scale developed by The Michigan
Organizational Assessment Questionnaire
and revalidated by Zhou and George (2001).
The factor loadings were between 0.80-
0.84. Cronbach's alpha for this scale was
0.75. A sample item is "Overall, | am
satisfied with my job." Lastly, in-role
performance was measured using the 7-
point scale of in-role performance developed
by Williams and Anderson (1991). The factor
loadings for the items were between 0.55—
0.81. Cronbach's alpha for this scale was
0.83. A sample item is "I complete the
responsibilities  specified in the job
description.”

There were two variables involved in the
analysis to control for the effect of the
independent variable on the dependent,
namely education and organizational tenure.
The highest education of a person can affect
the level of job satisfaction and employee
performance. The longer they work, the
deeper the employee experience in doing



Diponegoro International Journal of Business, Vol. 4, No. 1, 2021, pp. 42-48

Table 2.
Descriptive statistic and correlations?
Variables Mean s.d. 1 2 3 4 5

1. Education 1,75 0,92

2. Tenure 1,95 0,95 0,10

3. Employee Involvement 3,80 0,54 0,14 0,11 (0,76)

4. Job Satisfaction 4,10 0,58 0,10 -0,05 0,55** (0,75)

5. In-role performance 4,05 0,42 0,17 0,27** 0,59** 0,54** (0,83)
aN = 102; s.d. = standard deviation; *p<.05, **p<.01. Cronbach alpha coefficient are listed in the
diagonal in parentheses

his/her tasks, in turn affecting job was supported. Furthermore, Hypothesis 3

satisfaction and performance.
RESULTS AND DISCUSSION

Table 2 shows the descriptive statistics
(mean and standard deviation) and the
correlation coefficients. It is shown that
employee involvement, job satisfaction, and
in-role performance are correlated with one
another.

As shown in table 2, the respondents had
an average of 1.95 vyears of work
experience. Overall, respondents had high
perceptual scores for involvement, job
satisfaction, and in-role performance (note:
the average value of the three variables was
more than 3.5; employee involvement =
3.80; job satisfaction = 4.10; in-role
performance = 4.05).

Only organizational tenure had a positive
correlation with in-role performance. The
coefficient coefficients among the main
variables ranged from 0.27 to 0.59 (p <0.01).
They were considered "mediocre” in
magnitude. Thus no severe multicollinearity
was found.

The hierarchical regression analysis was
used to test the proposed hypotheses. This
analysis can measure changes in F-value
and R-squared with the addition of a variable
or variables in a model. First, the control
variable was regressed to in-role
performance. As seen in Model 1, the effect
of organizational tenure was positive (0.25;
p <0.01). Hypothesis 1 (H1) predicts a
positive effect of employee involvement on
in-role performance. Model 2 shows that the
regression  coefficient of employee
involvement in in-role performance is 0.56 (p
<0.001). H1 was supported. Hypothesis 2
(H2) states that there is a positive effect of
employee involvement on job satisfaction.
Model 3 shows the coefficient in accordance
with the predictions (0, 56; p <0.001). H2
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(H3) proposes a positive effect of job
satisfaction on in-role performance. The
regression coefficient of job satisfaction on
in-role performance was also predicted
(0.55; p <0.001, Model 4). Therefore, H3
was also supported.

Baron and Kenny (1986) propose that
several conditions must be passed to
evaluate the mediating effect. Condition 1 is
that the independent variable (employee
involvement) must significantly influence the
independent variable (in-role performance).

The second condition is that the
independent variable must significantly
influence the mediating variable (job

satisfaction). Third, the mediating variable
must influence the dependent variable.
Table 3 shows that all three conditions have
been achieved. Hypothesis 4 (H4) states

that job satisfaction mediates the
relationship between employee involvement
and supported in-role  performance.

Condition 4 is to evaluate the nature of the
mediation. The independent and mediated
variables are regressed together on the
dependent variable. If the effect of the
independent variable on the dependent
remains significant, but its strength
decreases, then the nature of the mediation
is partial. However, on the contrary, if the
independent variable on the dependent is no
longer significant, then the nature of the
mediation is full. Model 5 shows that the
effect of employee involvement on in-role
performance was still significant (0.36; p
<0.001) but decreased in the strength (see
Model 2). Therefore, the mediating nature of
job satisfaction was patrtial.

To complete the previous mediation test
procedure, this study also performed the
Sobel This validated whether the indirect
effect of employee involvement on in-role
performance through job  satisfaction
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Table 3.
Regression analysis results®
Model 2 (H1) Model 3 (H2) Model 4 Model 5 (H4)
Variabel Model Involvement Involvement (H3) Involvement,
1 > > Satisfactio Satisfaction
IRP Satisfaction n 2> IRP -2 IRP
1. Education .15 .07 .03 .09 .06
2. Tenure .25%* .20% -12 L 29%** 24**
3. Employee 56%** .56** .36%**
Involvement
4. Job Satisfaction S5*** .35%**
F-value 5.01%** 21.19%** 15.01%** 20.51*** 21.95%**
R2 .08 .38 .39 .52 48
Adj. R2 .08 .38 .37 48 .45

b: N = 102; IRP = in-role performance; standardized coefficients; * p < .05; ** p < .01; *** p < .001.

Table 4.

Sobel, Aroian, and Goodman test for mediation testing

Test Test Statistic P-value
Sobel Test 3,56 0,00
Aroian Test 3,62 0,00
Goodman Test 3,58 0,00

existed. Furthermore, the Aroian test and the
Goodman test were used to confirm the
Sobel test results. Table 4 shows the results
of the calculation of the Sobel test (Z-value
= 3.56; p <0.00). These results also
confirmed previous results, suggesting a
potential role of mediating job satisfaction in
the relationship  between employee
involvement in the in-role performance.

CONCLUSION

Based on hypotheses testing and data
analysis that has been previously described,
it formulates several conclusions. Employee
involvement has a positive effect on in-role
performance. The higher the employee
involvement, the higher the employee
performance. These results are in line with
previous research such as the study
conducted by Mohsan et al. (2011), Islam et
al. (2012), as well as Satavuthi and
Chaipoopirutana (2014). The results from
Islam et al. (2012) showed that job
involvement positively affected in-role
performance; this indicates that individuals
who experience high involvement are more
likely to have better performance.

Other findings indicate that employee
involvement has a positive effect on
employee job satisfaction. The higher the
level of employee involvement in the
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workplace, the higher the job satisfaction will
be. Similar findings were discovered from
previous research. Garcia et al. (2018) found
a positive influence of job involvement and
job satisfaction on performance. When
employees can take a large portion of
involvement in the workplace, a sense of
satisfaction with the workplace will be
developed (Garcia et al., 2018).

Job satisfaction has a positive effect on
in-role performance. The higher the job
satisfaction felt by the employee, the more
they willing to perform their written tasks.
These findings are supported by previous
findings by Satavuthi and Chaipoopirutana
(2014). They also found a positive effect of
job satisfaction on in-role performance.

The current study also found the
mediating role of job satisfaction. Job
involvement can promote in-role

performance indirectly via job satisfaction.
Empirically, this study provides a shred of
additional evidence and theoretical support
for the relationship between involvement,
satisfaction, and performance. In addition,
the research context used (an automotive
service company located in Indonesia,
especially Yogyakarta) may strengthen the
external validity of the empirical application
because this study used a different study
context from the extant works.
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We realize that there are still several
limitations of this research. First, the
respondents filled out all the measurement
items. This could be a potential source of
common method bias. In addition, job
satisfaction was found to mediate the
relationship partially, yet the evidence of
mediating effect was not strong. Further
research can replicate the findings to
explore the nature of the relationship among
the variables. It is suggested that future
research can explore different contexts of
samples. Since the current research only
focused on one industrial/organizational
background, it may lack generalizability. It
may enrich the insights about the
relationships among employee involvement,
satisfaction, and performance.
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