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INTRODUCTION


Job is impersonal. A job may be defined as the task, duty, chore, position occupation of work unit assigned by an organization to one individual to be performed routinely or respectively on an hourly, weekly, monthly or annual basis in return for wages. 


A new conceptualization of involvement proposes that involvement can be defined as the mobilization of behavior resources that is, physical, mental and energy resources, for the achievement of a personality relevant goal to the extent that three conditions are met. The lack of a clear definition about the essential components of involvement possesses some measurement problems. Resources have defined and conceptualized involvement in a variety of ways, including ego involvement, commitments, communication involvements and purchase importance extent of information search, persons, products situations and purchase decision. Researchers who regard involvement as a cognitive state are concerned with the measurement of ego involvement, risk perception, Employee involvement, and job involvement and purchase importance. The notion that involvement should be measured on a  continuum , rather than as a dichotomy consisting of tow mutually exclusive categories of  ‘high’ and ‘ low’ level of involvement.


The term or word job involvement is a more recent addition to the organization behavior. A workable definition states that job involvement measures the degree to which a person identifies psychologically with his or her job and considers his or her perceived performance level importance to self worth. High degree of job involvement results fewer absences and lower resignation rates.
Involvement:

The technique of involvement is to define that it is a process through which a permanent communications and involved mechanism is developed between each works and management and through which an informal system is developed for the spontaneous involvement of each worker in the affair of the enterprise. The informal system will ultimately lead to a formal way of participation. It is a model of workers involvement from the gross root level to the top of the enterprise. Instead of the so-called formal workers participation, a worker involvement system is thus established whereby suggestions, complaints, demands and grievances can be informally communicated to the corporate level. The communication system and a structure are developed through which a common worker can involve himself in managerial decision making.


The superiors of the employee who are highly satisfied and identified with the company are more ready to involve their employees in decision making discussions than the others. The degrees to which the ideas and suggestions of employees are considered in decision were not to be found in related to involvement. The employee who feels more satisfied with the organization might be expected to take part in the activities of the organization. The employees with the shortest and longest service in the organization, length of service and age are highly inter-correlated, since most of the people come into the organization when they are in their early 20’s or 30’s. It is therefore not surprising that the relationship between age and involvement is quite similar to the length of service and involvement.
Job involvement


 A person with a high degree of job in will identify with his job, and will care about the kind of work he or she does on his or her job. Besides, such involvement in the job, result in reduced absenteeism and minimized absenteeism needless to say that attitude or an important variable in developing job involvement.


Job involvement represents a significant departure from the control model because of its dramatic opening up of job content. Jobs are redesigned, so that employees use a variety of skills. Employees believes that their tasks are significant and they have considerable freedom in deciding how to do the work, they get more feed back from the employees in a command and control organization and they each handle a whole, identified piece of work.


 Job involvement of a person who is involved in job is highly motivated and feels a sense of pride in his work. In recent years, it has been found that job involvement has become a necessity for an individual to accept fully the organizational demand placed upon him by his membership in an organization.

Human interactions are a need of man and necessary for society. Favorable organization environment constitutes to work effectively by raising job involvement. Establishing interpersonal relationship with the employees and a good support from the superiors seems to be instrumented to the development of responsibility and job involvement. Job has been widely studied by industrial psychologist with special reference to employee’s job satisfaction, participation and performance. Job involvement indicates a person’s psychological identification with one job and work.

Employee involvement;


Employee is a person who works for a company or organization for wage or salary and who does not hold supervisory or management status and responsibility. Employees are also called workers, laborers, technicians, clerk, engineers and the like. It may include that, employees are people who “put their hands on the work”. Employees have much to offer in respect to developing creative solutions, they are often frustrated in their efforts simply because they lack the necessary skills in problem identification, causal analysis, and development of creative solution.

Employee involvement has to be mandatory. Involvement system requires management direction. Employee involvement can be best defined as giving each worker more control over his or her job. To do this, it requires delegation, participative management, work teams, goal setting and employee trainings if handled properly, involving employee who are more loyal and committed to the organization. Employee involvement may be defined as a participative process that used the entire capacity of employees and is designed to encourage increased commitment to the organization’s success.
Concept of  job involvement:


The notion of job involvement is closely related to motivation, Involvement can result from the fulfillment of motivation and new sources of involvement can generate other motivations. Motivation to work his human state where competence to work and will to work fuse together. The job involvement is grounded in motivation theory; it proposed that individual would seek to satisfy their need for self esteem by becoming involvement in their work.


The concept of job involvement has much importance because its important role is providing employees needs and the quality of working life .job involvement had been described with reference to several terms and conditions, for instance, central life interest, work role, involvement, moral and job satisfaction. The attitude of job involvement represents the degree to which the total job situation is through of as being central to one’s life or self concept. The employee is working in an organization for a long period of time his job involvement will be increased. The workers called as a high involved group are more satisfied in comparison to low involved group. Job involvements have an effect on performance and absenteeism of employees.


Job involvement is the cognitive dimension of attitudes towards a job. Job involvement should be viewed as a ‘generalized cognitive style of psychological identification with this job’. Involvement in a job is primarily a function of how much the job can satisfy is silent needs and job involvement is situational determined. Job satisfaction and job commitment.


The group of people who are quite well satisfied with organization who have long years of service doing clerical work or any technical work, they are expecting to work in the organization until they retired. Satisfied with the organization because it offers them security, quite, interesting work, and an environment to which they have become habituated and they realized that they will not reach the status and pay level to which they aspired. Job security has become much more important to these people than advancement. In every case working in an organization satisfied important needs of the individual. If the organization is providing incentives for the employees, there is a chance for the employer to develop a positive attitude towards job involvement. 


Job involvement can be considered as an important measure of organization effectiveness that may be at least in part influenced by job satisfaction. Job involvement could be considered as a variable influencing the employee perception of importance, strength and satisfaction of the needs. Attitude of job involvement of job alienation represents the degree to which the job situation is through of as being central to one’s life or self concept.


Job feed back is essential for better work motivation and job involvement of the employees. Job feedback increase job involvement, especially in case of  the officers, male and female employees. It could improve through bringing about chance in job feed back and expectation of rewards and sanctions from the officers level. The more positive, the attitude of job involvement in employee the better will be his or her job satisfaction and performance. 


In recent years the concept of job involvement has steadily gained importance because of its essential role in providing a  link between productivity on the one hand employees needs and on the other hand the quality of working life in the job. Job involvement is the degree to which a person identifies with his or her job, actively participates in its and considers his or her performance, importance of self-worth.
FACTORS INFLUENCING JOB INVOLVEMENT.

Attitude:


A workers attitude towards pay job status is directly related to the work involved. The employee’s attitude towards, the employer will enhance him to work effectively.
Ability:


Ability refers to an individual’s capacity to perform the various tasks in a job Ability of an individual is made up of two sets of skills, that is, intellectual and physical.
Communication:


Communication is an exchange of facts, deals, opinions or emotion by two or more persons. This factor helps the employee to maintain good interaction with the supervisor, subordinates, so as to get involved in a more effective manner.
Education 


Increased level of education serves to increase an individual’s expectation about positive out come. Those out comes  are generally perceived to be a more satisfying job, higher income level and greater alternative sources for occupational choice is the good life.
Experience:


This appraises the length of period needed by an average employed with a previously specified educational standard to involve more in his work with his experience.
Initiative:


Initiative refers to the capacity for independent decision or action required on the past of employee.
Motivation: 


Motivation may be seen at different levels of complexity of a situation. Motivated employees come out with new ways of doing jobs. They are quality oriented and more productive.

Perception:


It is a process by which of individual organize and interpret their, sensory impressions in order to give meanings to their environment. The perception of the employee’s careers path to promotion is related to job involvement.

Physical hazards:


This factor appraises the accident or health hazard which arises suddenly though safety devices have been installed. Adequate compensation will lead to high involvement.

Responsibility:


This factor increases the awareness of the employee’s in regard to their position. The increase in responsibility will lead the persons to get involved in his work. Responsibility, which goes with the job for preventing damages to tools, equipments or materials used in the performance at a job.
Satisfaction:

It may denote the satisfaction with working conditions with the organizational policy of providing benefits will highly influence the employee to involve in job.
Supervision:


From this factor the employee gets explanations from the employer for changing the methods perception and attitude towards employee to get involved in their job.

Training:


It is an act of increasing the knowledge and skill of an employee for doing a particular job. It is the period of training needed by an average and to involve in his job and to perform his job efficiently.

Mental effort:


This factor denotes the mental effort required for an individual to perform his job with high involvement.
Physical effort:


Physical efforts referred to as the effort needed for an employee for to perform his job satisfactorily.
Visual attention:


This factor appraises the ascent and continuity of the visual attention needed on a job for an effective involvement. 
 Working condition:


It includes the physical environment under which a job is performed working condition includes heat cold dampness, glare, dust, noise and other facilities at a work place.
Definition of job involvement:

According to Blall and Boal (1987) “job involvement the degree to which a person identifies psychologically with his or her job and considers his or her perceived performance level important to self-worth”

According to Kanungo(1982) job involvement the degree to which ones job is central to ones self-concept or sense of identity”

According to Lodhl and Kejner(1965) described “job involvement as the degree to which a person is identified psychologically with is work or the importance of work in his total self-image.

According to Lickert(1961) job involvement form a psychological fact is the organizational, which facilitates the reaction of the individuals need for self esteem”

According to Lowelerandhall(1970) defines “job involvement is the psychological identification with one’s work. It is closely tied with more ethics moral characters and a sense of personal responsibility. The extent of involvement on the job is largely determined by situational factors.

Objectives of the study
· To know the socio-economic profile of the employees. 

· To find out the level of job involvement of the employees.

REVIEW OF LITERATURE


In recent years, the concept of job involvement has gained much importance. Different definitions of job involvement have a common core of meaning in that they describe job involved person as one for whom work is a very important part of and such person is affected by much responsibilities of his whole job situation including the work itself, his co-workers, the company etc, on the other hand non- involved worker does his living off the job.


An individual’s decision is to take up a job outside the home and the choice of occupation largely depend on the socialization process, and the choice of jobs has some effect and involvement on the position or power that is available at later stage of career (Dexter 1985)   

Job involvement (employee engagement or work engagement) is a concept that is generally viewed as managing discretionary effort that is when employee have choices, they will act in a way that furthers their organizations interests. An engaged employee is a person who is fully involved in and enthusiastic about his or her work. 

Job involvement means that every employee is regarded as a unique human being. Not just a cog in a machine and each employee is involved in helping the organization meet its goals. Each employee’s input is solicited and valued by his/her management. Employees and management recognize that each employee is involved in running the business. (Rabinowitz & Hall, 1977)


Job involvement team building and employee empowerment enable people to make decisions about their work. This employee involvement, team building approach, and employee empowerment increase loyalty and foster ownership. These links tell you how do team building and effectively involve people. Job involvement as an attitude is an important variable that helps in maximizing organizational effectiveness. The higher the degree of job involvement of the members of an organization, the greater its effectiveness. In order to improve the degree of job involvement, one must have a realistic view of what determines it. (Balu and Boal 1987)

Job involvement is an important factor in the lives of most people. Work activities consume a large proportion of time and constitute a fundamentally important aspect of life for most people. People may be stimulated by and drawn deeply into their work or alienated from it mentally and emotionally. The quality of one's entire life experience can be greatly affected by one's degree of involvement in or alienation from work.  A state of involvement implies a positive and relatively complete state of engagement of the core aspects of the self in the job, whereas, a state of alienation implies a loss of individuality and separation of the self from the work environment. 

Increasing job involvement can enhance organizational effectiveness and productivity by engaging employees more completely in their work, and making the work a more meaningful and fulfilling experience. (Allen and Meyer 1990) 

Job involvement has emerged an important variable in organizational research. It has drawn the attention of management scientist and organizational psychologists. This variable is being studied with different prospective in the organization. It has great importance and significance in organizational development. Large numbers of studies have been conducted to see the job involvement among organizational employees. A person’s psychological identification with his work may be outcome of his early socialization process during which the individual may internalized the values about the goodness of work. (Lodahl & Kejner, 1965)

Job involvement is generally described as an attachment to one’s job that exceeds normal levels of commitment. Employee can becomes so involve with his job that it affects performance in other life role areas. Job involvement is more than working and requires sincerity and dedication for your job.

Image:


One basic type of job involvement is when an employee identifies himself largely based on his job (or) work. If you ask such a person to describe himself. He would likely begin with his employer and position and focus mainly on content related to his job.

Esteem:


Another strong sign of job involvement is when someone recognizes accomplishment or self-esteem only (or) mostly when it is related to her job. If she performs well on the job (or) gains recognition, she is more likely to have self-respect and appreciation.

Inter –role conflict:


Inter role conflict is a major obstacle commonly connected to job involvement in research. Inter role conflict is incompatibility between two (or) more life roles. When a job involved person feels competing pressures various roles he plays, he is mostly likely to center on resolving the conflict in a way that preserves the job role.


The concept of the job involvement has gained an intense importance in the organizational behavior. It has been defined as attitude helps by member of organization towards his or her job. It generally helps in qualitative and quantitative improvement in the performance and leads to job satisfaction. (Lodihl and kejner  1965) 

Job involvement has also influenced by sense of participation or belongingness. Participation is a managerial technique for involving employees in decision making process. Participants provide the employer in a sense of belongingness, importance, accomplishment, freedom and opportunity for advancement and thus lead the employee to feel to be satisfied in his job. The manner of participation and the level at which it is exercised consequently bring forth outcomes such as organizational participation, Job satisfaction, organizational commitment and job involvement. 


Highly job involved individuals make the job a central part of their personal character. Besides, people with high job involvement focus most of their attention on their job (Hackett et al., 2001).    

Employee involvement:


Employee involvement is creating an environment in which people have an impact on decisions and actions that affect their jobs.

Employee involvement is not the goal nor is it a tool, as practiced in many organizations. Rather, it is a management and leadership philosophy about how people are most enabled to contribute to continuous improvement and the ongoing success of their work organization.

My bias, from working with people for 40+ years, is to involve people as much as possible in all aspects of work decisions and planning. This involvement increases ownership and commitment, retains your best employees, and fosters an environment in which people choose to be motivated and contributing.

How to involve employees in decision making and continuous improvement activities is the strategic aspect of involvement and can include such methods as suggestion systems, manufacturing cells, work teams, continuous improvement meetings, Kaizen (continuous improvement) events, corrective action processes, and periodic discussions with the supervisor.

Intrinsic to most employee involvement processes is training in team effectiveness, communication, and problem solving; the development of reward and recognition systems; and frequently, the sharing of gains made through employee involvement efforts.
Employee Involvement Model


For people and organizations who desire a model to apply, the best I have discovered was developed from work by Tannenbaum and Schmidt (1958) and Sadler (1970). They provide a continuum for leadership and involvement that includes an increasing role for employees and a decreasing role for supervisors in the decision process. The continuum includes this progression.
· Tell: the supervisor makes the decision and announces it to staff. The supervisor provides complete direction.
· Sell: the supervisor makes the decision and then attempts to gain commitment from staff by "selling" the positive aspects of the decision.
· Consult: the supervisor invites input into a decision while retaining authority to make the final decision herself.
· Join: the supervisor invites employees to make the decision with the supervisor. The supervisor considers her voice equal in the decision process.

· Delegate: the supervisor turns the decision over to another party.

Affective commitment and job involvement:


Job involvement is how people see their jobs as both a relationship with the working environment the job itself and how their work and life are commingled. Having low job involvement contribution of purpose, alienation in the organization (or) feelings of separation between what the employees see as their “life” and the job they do. 

Job involvement involves the internalizations of valued about the goodness of work of the individual. As such individual 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 jobs is important for their self esteem. Because of this people who are high in job involvement genuinely care for and are concerned about their work.

Job involvement is a new concept in the field of organization behavior. It refers to the extent to which a person identifies himself psychologically with his job actively participates in it and consider that his performance in the job contributes to his self worth. Employees who are highly involved with their job strongly identify themselves with the kind of work they do and strive to deliver quality work. Research has shown that high levels of job involvement lead to lower absenteeism and employee turnover levels.


According to Mauchien(1975) says that involved in occupations requiring specific skills and abilities had higher job involvement than others. 

According to Mehta(1965) has pointed out that job involvement is an intervening condition factors such as autonomy, friendly relations, supervisory behavior, trust and support to an involvement which in turn.


According to Robinowitz and Hall(1977) “Job involvement is a feedback variable both a cause and an effect of job behavior” 


According to Tannembaum(1966) “indicates that individual at higher rank are generally more interested and involved with their job than person at lower level. 


According to Edwin.b.flippo in his book personnel management, “A job can now be defined as a group of position that are similar as to kind and level of work. Job involvement has been defined as an individual’s psychological identification or commitment to his/her job. It is the degree to which one is cognitively pre occupied with, engaged in and concerned with ones present job.(Dyne & Pierce, 2004)
Theoretical Models for Understanding Job Involvement

Relevant models for understanding the relationship between job involvement and its antecedent and outcome variables include 
1. EXPECTANCY THEORY
2.INTEGRATED THEORY 
3.MOTIVATITIONAL APPROACH 
4.CAUSALITYTHEORY MODEL
5. MULTIDIMENSIONAL MODEL

Expectancy Theory


Expectancy Theory suggests that administrators should make good use of personal expectancy to inspire employees. This is based on the rudimentary concept that inclination for an individual's action is determined by possible expected results and the relationship between the results and the action adopted. To take a different approach, job involvement for an employee is determined by his/her expectancy level, which results in incentives for action. The results of this interaction are displayed in Figure 1. If expectations are lower than the inducement provided by the organization, job Involvement will increase. On the other hand, when expectations are higher than the inducement provided by the organization then job involvement will decrease.
Figure 1:
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Integrated Theory Model


Rabinowitz and Hall reviewed and integrated previous research in this field and used this basis to develop three major conceptualizations. For Rabinowitz and Hall (1977), job involvement is related to three classes of working variables, the dispositional, roach held by the individual, the situational determined approach held and the influence of the interaction between these approaches. In this model no single class of variables shows a stronger relationship to job involvement than any other. That is, dispositional and situational variables are abutting equally important in explaining job involvement (Rebinowitz & Hall, 1977). The integrated theory model of job involvement is depicted in Figure 2.
Figure 2:
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Figure 2: The Job Involvement Theory Model of Rabinowitz and Hall (1977).

In the dispositional approach, job involvement is viewed as dependent on individual personalities. The influence Exerted by some stable personal characteristics such as age, gender, marital status, external and internal control features, job seniority, dwelling locations, the intensity of high-level work demands in terms of time and responsibility, and the Protestant work ethic will ensure individuals hold different work attitudes and behaviors. Two such work attitudes are job involvement and job satisfaction. The individual is thought to own a certain amount of desire or value, and the demand or value will drive them to work harder or impede them from job involvement (Sekaran & Mowday.


Job involvement is also a personal characteristic, and thus it is never changed easily within an organization. In a situation-determined approach job involvement can be viewed as the personal attitude towards the particular job. In this conceptualization, job involvement will be affected by leadership style, the opportunities the individual has to be involved in decision-making, social factors, job features and other conditional influences. Values are thus internalized with job attitude. (Rabinowitz & Hall, 1977).


The interaction between disposition and situational approaches is labeled the dispositional situation. In this approach, personal characteristics and the environment in interaction are used to explain personal work attitudes and behaviors. When personal characteristics and the situation reach congruence, the individual will develop high job involvement.
Motivational Approach


The motivational approach of Kanungo integrates the different approaches to job involvement, including both psychological and sociological factors, using the basic concept that job involvement is affected by the potential for personal socialization experience and the likelihood that the work environment can satisfy personal demand. 

Kanungo hypothesizes that employee perceptions concerning a job's potential to satisfy their needs represents a more proximal influence on job involvement. Kanungo contends that individuals develop beliefs that a job's context potentially provides an opportunity for them to satisfy their most important future needs. Consequently, job involvement depends on employees' needs (both extrinsic and intrinsic), as well as their perceptions of the job's potential to satisfy those needs.
Causality Theory Model


The causality theory of job involvement theory proposed by brown  incorporates the findings of previous research. This model includes antecedents (i.e., personality variables-concept of work ethic), the pivotal mediator role of job involvement, and its consequences such as organizational commitment. This model also depicts the relationships between job involvement and organizational commitment. In addition, work ethic is shown to play a significant role in job involvement.

In summary, the antecedents and products of job involvement have been extensively studied. Available evidence supports the argument that personal and situational factors and strong influences on job involvement. Job involvement is also an important factor in other work related attitudes, and is linked to work behaviors.
Multidimensional model of job involvement:


Yoshimura presented a multidimensional model of job involvement in his conceptual model he stated that the job involvement is not unit-dimensional concept, job involvement concept consist of three dimension viz., emotional job involvement, cognitive job involvement and behavioral job involvement. Emotional job involvement indicates how strongly the worker is interested in his/her job or how much the worker likes his/her job. Cognitive job involvement indicates how strongly the worker wants to participate in his/her job related decision making or how important the job is in his/her whole life. And behavioral job involvement indicates how often the worker usually takes extra-role behavior such as taking an evening class to enhance job related skills or thinking about the job after leaving the office. As shown in the figure below.
The multidimensional job involvement model. 

Figure: 3
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This multidimensional model of job involvement helps us to understand how job involvement has evolved and how the concept has changed over the time. Yoshimura further in his multi-dimension model of job involvement classified the antecedents of job involvement into three categories namely; individual personality variables, organizational variables and non-organizational variables.

According to this model the individual variable which affect the job involvement are classified as individual personality such as locus of control, growth needs, working values and the way of being socialized, and individual career such as career stage and successful job experience. Organizational variables are those variables which affect job involvement are work related variables such as job type, job characteristics and human resource management and organizational attitude variable such as job satisfaction, organizational satisfaction, and organizational commitment. And the non organizational includes non-organizational involvement and family involvement. 
TRUST AREA:


Among the various views on job involvement, the most realistic one would be that it is a function of personality and organizational climate. Therefore, an attempt is made to study on the relationship of personality, organizational climate and job involvement. To identify the personality types, an inventory is developed based on the Indian theory of psychological forces—the guna dynamics. Based on the analysis of the data collected, the concluding observation of the study is: ‘the less tamasic a person, the more will he be involved in his job’.
Hiltrop (2003):


Study reveals that in recent year organizations have become much more demanding than in the olden days. So it needs intelligent people in order to meet the growing demands of the world through team work.

Christopher and Jayne (2002):


In their study examined the separate and joint efforts of individual career planning and organizational career management on employee job performance and job involvement among 43 part-time management professionals “engaged mainly in supervisory positions. As hypothesized, both these individuals and organizational efforts at improving careers had significant effects on involvement and performance. Their joint effects on both these outcomes were also significant with individual’s career planning making a net contribution, beyond that of organizational career management. The results are interpreted as providing additional supports for individuals and organizations taking “jointly responsibility” for employee careers.

Reliz and Jewell (2001):



Conducted a survey over 3000workers in six countries and found that locus of control was significantly related to job involvement with internals showing more involvement.

Lied and Pritehard (2000):


Found there is a significant correlation between protestant work ethics and locus of control. They said that internals are more motivated than externals.


Ahman and Ansari (2000) conducted a study on craftsman from various small scale industries and noted that job involvement was influenced by the interaction between income and job tenure.

Lawler and hall (2000) have explained job involvement in term of psychological satisfaction with one’s work as well as the “degree to which job situation is central to the person and his identify”. Thus, we can say that for job involved person work hold very important position in his life and is very much personally affected by the whole job situation.

Srivastava (2001) Conducted a study to examine job involvement and mental health among 60 executive and 15 Supervisor with work experience ranging from 8 to 30 years result revealed that executives felt more involved in the job than the supervisor. There was a significant association between job involvement and mental health.


Ashok (2002) found that when involvement is low. The relationship one has with the company cannot by really strong. On the other hand when involvement is high the relationship stays strong even at low level of satisfaction. 

Allam (2002) examined job involvement of bank employees in relation to job anxiety, Personality Characteristics, job burnout, age and tender. The result revealed that the job anxiety. Job burnout, age and tender were significant related to job involvement.
Cannon (2003):


 Successful team managers are expected to show their work in creative conditions in which people can deliver the best result with a greater involvement.

Srivastava (2003) conducted a study to investigate the relationship between job involvements among high and low achieving person. The sample consisted of 150workers from Bharat heavy Electrical limited, Haridwar division text of achievement motivation scale by Mishra and Srivastava and job involvement scale by Singh were administered on each worker. Result indicate that there is significant relationship between job involvement and need for achievement motivation and high achieving person feel more involvement with their job as compared to low achieving person.

Mishra and Wagh (2004) conducted a study and public and private sector executive on job involvement dimension. Two groups of executives differ significant on mean score. Further they pointed out that reward, Work culture & environment, Challenging job delegation of authority & responsibility were found to be potential factors for job involvement.

Mishra and shyam (2005) conducted a study to find out the relationship of social support and job involvement in prison officers. Job involvement scale developed by Kappor and Singh and serial support scale developed by Cohen ital. were administered on a sample of 200 prison officers. The results showed that serial support and belonging support have significant positive relationship with job involvement. Stepwise multiple regression analysis suggest that overall serial support is a significant predictor of job involvement in prison officers. The other predictors are belonging, support, appraisal support and tangible support.


Allam (2007) conducted a study on bank employees and observed that personal accomplishment one of the facts of job burnout was found significant related to job involvement among the bank managers.


Ouyang (2009) conducted a study to explore the caused relationship among the job uncertainty. Job involvement, job stress and job performance of banking service personal under the economic depression. The empirical result of his study found that job instability of banking service personnel has negative influence on job performance and job involvement. Furthermore job instability has a significant positive influence on job stress; job stress has a positive influence on job involvement and job performance. The mediating effect of job stress and job involvement can positively influence job performance the result further revealed that the most important factor is job performance is job involvement and second factor is job stress.

RESEARCH METHODOLOGY


The methodology pertaining to the study entitled “A study on job involvement of employees at Ambal Auto private limited” included the following steps.
· Selection of the locale

· Selection of the sample

·  Selection of the tools and collection of data

· Analysis and  interpretation

Selection of the locale:


The locale selected for the present study is Ambal Auto private limted, situated in Ramanatha puram, Coimbatore District. The accessibility and co-operation extended by the management of the industry was the reason for the selection of this locale. 

The Ambal Auto private limited do the servicing and assembling the car parts.
Selection of the Sample:


A sample is a definite plan for obtaining a sample from a given population. It refers to the technique or the procedure the researcher would adopt in selecting items for the sample. (C.R.Kothari)


Random sampling can also refer to taking a number of indepent observations from the sample probability distribution, without involving any real population. (http://en.wikipedia.org/wiki/sample 

In Ambal auto private limited 230 employees are working out of which 75 employees are randomly selected.
Selection of the Tools and collection of Data:

The researcher used questionnaire scheduled for collection of data.  Questionnaire is a tool adopted to collect data from the respondents. The questionnaire prepared by the investigator comprises the following
Socio-economic profile:


It consists of details like age, gender, education, department, designation, type of family, marital status, salary etc., The questionnaire used for collecting the socio-economic profile are constructed by the researcher.
Job involvement:


Job involvement scale developed by Agarwala’s (1978), data was collected using a structured questionnaire with five point scale that consists of 32 items. At one extreme of the scale there is strongly agreement with the given statement and at the other, strongly disagreement and between them the intermediate points.   

It contained 32 items and the responses for the items were:

Strongly Disagree-1

Disagree-2

Undecided-3

Agree-4

Strongly Agree-5

Analysis and Interpretation:


The collected data was analyzed and interpreted in the next chapter.
Operational definition:
Employee: 


Employee is one who works in an establishment or organization for wage or salary.
Job:


Job is the duty done by the employee for what he receives salary or wages from the employer in the organization.
Job involvement: 


Job involvement is the degree to which the individual involve himself in performing the job.
RESULT AND DISCUSSION


The results of the study are discussed under the following heads.
A. Socio-economic Profile of the Respondents

B. Career Background of the Respondents

C. Respondents Opinion on Job satisfaction and Job security 

D. Promotional Opportunity of the Employees

E. Job Involvement of the Respondents

A. Socio-Economic Profile of the Employees


The socio-economic profile of the employees is depicted in Table I

I. Socio-economic Profile of the Respondents

	S.No
	Aspects
	No of Respondents
	Percentage

	1
	Age
	
	

	
	Below 20
	4
	5

	
	21-30
	64
	86

	
	31-40
	7
	9

	2
	Gender 
	
	

	
	Male
	51
	68

	
	Female
	24
	32

	3
	Education 
	
	

	
	Below 10th standard 
	4
	5

	
	Diploma
	6
	8

	
	Higher secondary 
	17
	23

	
	Graduates 
	48
	64

	4
	Marital Status 
	
	

	
	Married 
	50
	67

	
	Unmarried 
	25
	33

	5
	Type of family 
	
	

	
	Nuclear family 
	52
	69

	
	Joint Family 
	23
	31

	6
	Nativity 
	
	

	
	Rural 
	42
	56

	
	Urban
	29
	39

	
	Sub-Urban 
	4
	5

	
	Total 
	75
	100



It is inferred from the above table that (86 percentage) of the respondents are in the age group of 21-30 years, (9 percentage) of the respondents are in the age group of 31-40 years, and (5 percentage) of the respondents are in the age group of below 20 years respectively.

Gender of the respondents shows that majority (68 percentage) of them are male, and only (32 percentage) of the respondents are female.

It is encouraging to note that (64 percentage) of the respondents have completed their graduation, (22 percentage) of the respondents have completed diploma, (8 percentage) of the respondents have completed higher secondary, and only (5 percentage) of the respondents are below 10th standard.

Out of 75 respondents majority (67 percentages) of them are married, and rest (33 percentages) of the respondents are unmarried.

Regarding the type of family 69 percentage of the respondents belong to nuclear family, and only 31 percentage of the respondents belong to joint family.


More than half (56 percentage) of the respondents are from rural area. (39 percentage) of the respondents are from urban area, and only (5 percentage) of the respondents are from sub-urban area.   
Figure – 1

[image: image3.png]100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

me
md
mc
mb

ma

Age Gender Education Marital Type of Nativity
Status family

0%




Socio-economic Profile of the Respondents
II Career Background of the respondents
	S.No
	Aspects
	No of Respondents
	Percentage

	7
	Department 
	
	

	
	Customer care 
	12
	16

	
	 Finance 
	11
	15

	
	Human resource  
	5
	7

	
	production
	20
	26

	
	Training 
	5
	7

	
	sales
	7
	9

	
	service
	11
	15

	
	Insurance 
	4
	5

	8
	Designation 
	
	

	
	Staff cadre 
	27
	36

	
	Worker  cadre 
	48
	64

	9
	Salary Per month 
	
	

	
	Below 5,000
	25
	33

	
	Rs5,000 – 10,000
	41
	55

	
	Rs15,000- 15,000
	4
	5

	
	Above Rs15,000
	5
	7

	10
	Work experience 
	
	

	
	0 to 1
	20
	27

	
	2 to 5
	49
	65

	
	6 to 10
	5
	7

	
	Above 10yearsS
	1
	1

	
	Total 
	75
	100



The above table illustrates that most (26 percentage) of the respondents belong to production department, (16 percentage) of the respondents belong to customer care, (15 percentage) of the respondents belong to service and finance department, (9 percentage of the respondents belong to sales department, (7 percentage) of the respondents belong to training and human resource department, (5 percentage) of the respondents belong to insurance department.  

Majority (64 percentage of respondents are from workers cadre, and only (36 percentage) of the respondents are from staff cadre.

More than half (55 percentage) of the respondents monthly income is between (Rs6,000-10,000) per month, (33 percentage) of the respondents income is below (Rs5,000) per month, (7 percentage) of the respondents income is above (Rs15,000) and only (5 percentage) of the respondents is income between (Rs11, 000-15,000).

Majority (65 percentage) of the respondents have 2-5 years of experience, (27 percentage) of the respondents have less one year of experience, (7 percentage) of the respondents have 6-10 years of experience, and (1 percentage) of the respondents have above 10 years of experience.

Figure  – 2
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Career Background of the respondents 

III. Respondents opinion on job satisfaction and job security

	S.No
	Aspects
	High
	Moderate
	Low

	
	
	No
	Percentage
	No
	Percentage
	No
	Percentage

	1
	Job satisfaction 
	19
	25
	46
	62
	10
	13

	2
	Job security 
	13
	17
	54
	72
	8
	11



Tables III shows that majority (62 percentage) of the respondents are moderately satisfied with their job, and (25 percentage) of the respondents are highly satisfied with their job, only (13 percentage) of the respondents are less satisfied with their job.

Seventy two percentage of the respondents are of the opinion that they have moderate job security, (17 percentage) of the respondents are of the opinion that they have high job security, and only (11 percentage) of the respondents are of opinion that they have less job security. 
Figure  – 3
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IV Promotional opportunity of the employees: -

	S.No
	Aspect
	Available
	Non- Available

	
	
	No
	Percentage
	No
	Percentage

	1
	Promotional opportunity 
	36
	48
	39
	52



It is inferred from the above table that majority (52 percentage) of the respondents are of the opinion that there is no promotional opportunities in their organization, and only (48 percentage) of the respondents are of opinion that promotional opportunities are available in their organization.  

V. JOB INVOLVEMENT OF THE RESPONDENTS


This table shows the Distribution of the Respondents based on their Job Involvement scores.
	S.No
	Job Involvement
	Number of Respondents
	Percentage

	1.
	Low (<97)
	45
	60

	2.
	High (>97)
	30
	40

	
	Total
	75
	100.0


It is observed from the above table that most of the respondents (60 percentage) of them have low job involvement, and only (40 percentage) of the respondents are highly involved in their job.
Figure  – 4
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Job involvement of the respondents
V SUMMARY AND CONCLUSION


The study entitled “A study on Job Involvement of Employees” at Ambal auto private limited; Coimbatore was aimed at finding out the level of job involvement of the employees in the selected firm.

A well structured questionnaire was used for the collection of data from the 75 employees out of 230 in the firm.
The findings of the study summarized under the following heads.

A. Personal Details of the Respondents

B. Career Background of the Respondents

C. Respondents Opinion on Job satisfaction and Job security

D. Promotional opportunity of the employees

E. Job Involvement of the Respondents

A. Personal details of the employees

Majority (86 percentage) of the respondents are in the age group of 21-30 years, (9 percentage) of the respondents are in the age group of 31-40 years, and (5 percentage) of the respondents are in the age group of below 20 years respectively. Majority (68 percentage) of them are male, and only (32 percentage) of the respondents are female. From the study it is clear that (64 percentage) of the respondents have completed their graduation, (22 percentage) of the respondents have completed diploma, (8 percentage) of the respondents have completed higher secondary, and only (5 percentage) of the respondents are below 10th standard. Out of 75 respondents majority (67 percentage) of them are married, and rest (33 percentage) of the respondents are unmarried. Regarding the type of family 69 percentage of the respondents belong to nuclear family, and only 31 percentage of the respondents belong to joint family. More than half (56 percentage) of the respondents are from rural area. (39 percentage) of the respondents are from urban area, and only (5 percentage) of the respondents are from sub-urban. 

B. Career background of the employees

Of the total employees (26 percentage) of the respondents belong to production department, (16 percentage) of the respondents belong to customer care, (15 percentage) of the respondents belong to service and finance department, (9 percentage) of the respondents belong to sales department, (7 percentage of the respondents belong to training and human resource department, (5 percentage) of the respondents belong to insurance department. Majority (64 percentage of respondents are from workers cadre, and only (36 percentage) of the respondents are from staff cadre. More than half (55 percentage) of the respondents monthly income is between (Rs6,000-10,000) per month, (33 percentage of the respondents income is below (Rs5,000) per month,  ( 7 percentage) of the respondents income is above (Rs15,000) and only (5 percentage) of the respondents is income between (Rs11, 000-15,000). Majority (65 percentage) of the respondents have 2-5 years of experience, (27 percentage) of the respondents have less one year of experience, (7 percentage) of the respondents have 6-10 years of experience, and (1 percentage) of the respondents have above 10 years of experience.

C. Respondents opinion on job satisfaction and job security


The study shows that majority (62 percentage) of the respondents are moderately satisfied with their job, and (25 percentage) of the respondents are highly satisfied with their job, only (13 percentage) of the respondents are less satisfied with their job. Seventy two percentage of the respondents are of the opinion that they have moderate job security, (17 percentage) of the respondents are of the opinion that they have high job security, and only (11 percentage) of the respondents are of opinion that they have less job security. 
D. Promotional opportunity of the employees


It is inferred from the above table that majority (52 percentage) of the respondents are of the opinion that there is no promotional opportunities in their organization, and only (48 percentage) of the respondents are of opinion that promotional opportunities are available in their organization.  
E. Job Involvement of the respondents


Among the selected sample (60 percentage) of them have low job involvement, and only (40 percentage) of the respondents are highly involved in their job.  
CONCLUSION

Any organization can achieve their organizational objectives successfully by allowing their employees to get involved in their decision making by giving proper motivation to the employees in the organization, they will perform their task effectively and efficiently for organizational effectiveness which will in turn results in job involvement.
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A QUESTIONNAIRE TO STUDY ON EMPLOYEES JOB INVOLVEMENT AT AMBAL AUTO PRIVATE LIMITED, COIMBATORE

SOCIO –ECONOMIC DETAILS:

1. Name & Age           :
2. Gender               
:  Male


   Female
3. Education     
:  

4. Department   
:  
5. Designation    
:       


6. Salary per month  
 :  
7. Work Experience     :

8. Marital status
:  Unmarried/ Married/ Widow/ Divorce

9. Type of family        : Nuclear family/ Joint family/ Extended 
10. Nativity            
 : Rural/ Urban/ sub-Urban

Given below are some statements decriling how you feel about your job. There are rights or wrong answers to them. You have to tick mark against each answer which best describes as (5) strongly Agree, (4) Agree, (3) Undecided, (2) Disagree, (1) strongly Disagree.  :
	S.No
	CONTENTS
	5
	4
	3
	2
	1

	1.
	I feel miserable when I have less work to do
	
	
	
	
	

	2.
	Less work load irritates me
	
	
	
	
	

	3.
	I get depressed when I am not working
	
	
	
	
	

	4.
	I dedicate myself, 100% to the job
	
	
	
	
	

	5.
	I love everything about my job.
	
	
	
	
	

	6.
	For me the best form of relaxation is doing my job work
	
	
	
	
	

	7.
	I enjoy my job activities more than my leisure activities
	
	
	
	
	

	8.
	If a job-connected problem is not solved by the time I go home. I keep on thinking about it
	
	
	
	
	

	9.
	I come early or stay late when I have more work to do
	
	
	
	
	

	10.
	At times the job tasks stimulates my mind so much that I just cannot go to sleep at a reasonable hour
	
	
	
	
	

	11.
	I complete the work  I am doing even if I have to stay after the working hour
	
	
	
	
	

	12.
	I accept all the assignments given to me
	
	
	
	
	

	13.
	I do not. Mind ever exerting myself on the job
	
	
	
	
	

	14.
	Quite often I cut short by lunch hour to complete the job. 
	
	
	
	
	

	15.
	I plan for tomorrow’s work at the end of today’s working hour
	
	
	
	
	

	16.
	I take to prepare at homes so that I may perform my job well 
	
	
	
	
	

	17.
	I prefer spending my free time in activities which are relevant for my job
	
	
	
	
	

	18.
	It annoys me to leave work unfinished
	
	
	
	
	

	19.
	Irrespective of what happens I always attend to my job work first
	
	
	
	
	

	20.
	Notable to complete my job work worries me. A lot
	
	
	
	
	

	21.
	I often do extra in my job which is not really required of me 
	
	
	
	
	

	22.
	I almost do anything to discharge my duty.
	
	
	
	
	

	23.
	While at the work, I seldom think of anything other than my job work
	
	
	
	
	

	24.
	For the sake of my job work I can give up what I consider important 
	
	
	
	
	

	25.
	While away on leave, I keep thinking that work  is suffering 
	
	
	
	
	

	26.
	On holidays I feel job sick
	
	
	
	
	

	27.
	I am so much engrossed in my work that I have no time for my favorite past times
	
	
	
	
	

	28.
	I am so much interested in my job that I have little time  for my friends
	
	
	
	
	

	29.
	While on the job, I check and recheck my watch wondering when the day will end
	
	
	
	
	

	30.
	I am not willing to devote my free time to my job
	
	
	
	
	

	31.
	I feel relieved when it is time to go home.
	
	
	
	
	

	32.
	I wait impatiently for holidays
	
	
	
	
	


