
 
168 Journal of Asian Development Studies                                                  Vol. 13, Issue 4 (December 2024) 

Enhancing Employee Performance in Sindh's Higher 

Education Institutes: The Role of Commitment,  

Involvement and Appraisal 
 

Aamir Kibria1, Faraz Ali Memon2 and Saba Shaikh3 
 

https://doi.org/10.62345/jads.2024.13.4.13  

Abstract 
Enhancing employee performance involves setting clear expectations and providing continuous 

feedback. It is essential to create a positive workplace. This study creates the necessity of 

performance appraisal activities to improve employee performance and achieve organizational 

goals. It investigates the impact of performance appraisal on employee performance in Higher 

Education Institutions (HEIs) in Sindh, Pakistan.  Structural Equation Modeling (SEM) was 

employed using SmartPLS to analyze the relationships between variables. It includes Performance 

Appraisal, Organizational Commitment, Job Involvement, and Employee Performance. A sample 

of 127 participants was selected from various HEIs in Sindh, Pakistan. The findings reveal a 

significant mediating effect of organizational commitment and job involvement on the relationship 

between performance appraisal and employee performance. On the other hand, effective 

performance appraisals enhance employee performance when supported by strong organizational 

commitment and job involvement. It includes recommendations that hold valuable knowledge and 

implications for executive bodies and policymakers of HEIs.  

Keywords: Performance Appraisal, Employee Performance, Organizational Commitment, Job 

Involvement, Higher Education Institutions. 

 

Introduction 
Performance appraisal systems are often designed to evaluate employee performance and explore 

training needs (Yandi & Havidz, 2022).  In the presence of strong commitment between 

organizations and employees, these appraisals can significantly improve employees' performance 

(Ridwan et al., 2020; Soomro & Hafeez, 2020). A strong employee workforce often requires the 

careful consideration of performance appraisals. (Memon et al., 2020; Pepple & Ambilichu, 2024). 

Scholars suggest that organizational commitment and job involvement are the crucial elements. 

Kiran et al. (2022) argue that it refers to an employee's attitude toward their job. Scholars suggest 

that organizational commitment and job involvement are the important elements. Kiran et al. 

(2022) argue that it refers to an employee's attitude toward their job. It shows the employee 

considers their work integral to their professional identity. Hence, the job involvement and other 
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associated factors, e.g., effective performance appraisal process, require further investigations 

(Soomro et al., 2023).  

Several studies noted the relationship between different variables, such as job involvement, 

organizational commitment, and job performance. It is a critical factor in which a job becomes an 

important aspect for an individual. Organizational commitment and job involvement reflect how 

individuals connect with their roles. It is considered a fundamental part of their identity (Kiran et 

al., 2022). Performance appraisal practices with high levels of job involvement can improve 

organizational outcomes. Here, it shows a positive relationship between job involvement and job 

performance. Scholars argue that this relationship is under investigation in the HEIs of Sindh and 

requires further attention (Abdirahman et al., 2020).  

 

Problem Statement 

Involving employees can bring employees a sense of ownership and responsibility. It further brings 

commitment and high performance (Memon et al., 2020). Whereas, employee involvement in 

decision-making and organizational activities significantly impacts job satisfaction and 

performance (Soomro et al., 2023).  Institutions, e.g., Colleges and Universities, etc., capacity 

largely depends on faculty performance. Improving faculty performance is a key priority for HEIs 

(Siddiqi et al., 2024).  It may hold particular significance in higher education (Bashar et al., 2024; 

Kiran et al., 2022). Hence, it is evident that faculty members are vital in ensuring high-quality 

education in HEIs. The employee performance significantly influences the overall success of these 

institutions. Despite increasing interest in employee performance, there is still a shortage of 

empirical studies that specifically explore the factors affecting employee performance in higher 

education settings. Tashliyev (2023) argues that future studies can further deepen the 

understanding of employee performance in higher education settings. Performance appraisal 

systems can benefit faculty members and enhance the institution's overall success. In higher 

education, organizational commitment is shaped by various factors, e.g., leadership styles, 

workplace culture, and individual motivation. These factors are essential for promoting, sharing 

knowledge and improving overall employee performance (Zarkasyi, 2024). Siddiqi et al. (2024) 

argue that future research could integrate quantitative methods. It is to assess the effectiveness of 

performance appraisal systems. It might include surveys or statistical analyses to quantify the 

relationship between appraisal practices and faculty performance.  

The mentioned investigations remain unexplored in the context of Sindh's higher education 

institutions. It highlights the need for further insight into how job involvement and performance 

appraisal are collectively linked to employee performance (Abdirahman et al., 2020; Memon et 

al., 2020). This study explored the mediating role of organizational commitment and job 

involvement among performance appraisal and employee performance in HEIs of Sindh. The study 

aims to examine the relationships and provide helpful information for HEIs on improving 

employee performance by implementing effective performance management practices. This study 

helped fill an essential void in the literature about performance appraisal in higher education and 

assisted Sindh HEI administrators and policymakers.  

There are no research questions involved in this Hypothesis-Driven Research. Having well-defined 

hypotheses can be sufficient to guide the study (Creswell, 2014). Creswell emphasizes that 

hypothesis-driven studies typically state the objectives through the hypotheses. In this research, 

the objectives are clearly defined by the hypotheses. It helped maintain focus and reduce 

complexity. The below-given hypotheses aim to test the relationships and effects identified above, 

clarifying how performance appraisals influence employee performance HEIs 
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H1. Performance appraisal has a direct positive effect on employee performance in HEIs in Sindh.  

H2. Organizational commitment mediates the link between performance appraisal and employee 

performance in HEIs in Sindh.  

H3. Job involvement mediates the link between performance appraisal and employee performance 

in HEIs in Sindh.  

 

Objectives 
OB1: To understand the effect of performance appraisal systems on employee performances in 

Sindh HEIs.  

OB2: To analyze organizational commitment mediating role between performance appraisal and 

employee performance in Sindh HEIs.  

OB3: To investigate how job involvement influences the relationship between performance 

appraisal and employee performance in Sindh HEIs.  

 

Literature Review 
Performance appraisal system is a process designed to manage organizational performance in 

(HEIs). Memon et al. (2020) argue that there is a relationship between appraisal systems and 

employee job performance. It further reflects a direct impact on the quality of education and 

institutional outcomes. Bibi and Akhtar (2020) believed that faculty performance is linked to 

employee involvement during the appraisal process. Al-Jedaia and Mehrez (2020) argue that 

appraisal systems can enhance motivation and prove job performance. The conceptual 

performance appraisal system needs to function not only as an evaluative tool but also in a way 

that encourages employees to become more engaged with organizational goals. It ultimately will 

lead to better organizational outcomes (Loan, 2020; Yandi & Havidz, 2022). 

In the context of organizational commitment, considerable empirical evidence suggests that, from 

an industrial psychology perspective, high levels of commitment are associated with improved job 

performance (Karoso et al., 2022; Park et al., 2022). It is particularly apparent and well-

documented in academia (Tunio et al., 2021; Bibi & Akhtar, 2020). The literature shows that 

organizational commitment might mediate performance appraisals on job performance by 

affecting how employees respond to appraisal feedback (Setiawati & Ariani, 2020; Riyanto et al., 

2021). An institution committed to the personal development of academic staff through fair and 

supportive appraisals will reinforce job performance (Jiatong et al., 2022; Nanjundeswaraswamy, 

2023).  

This study utilized job performance as one of the mediating variables. According to Akridi (2021) 

and Alcantara and De Los Santos (2015), Job involvement is a stronger sense of job identity due 

to a higher level of commitment rather than external rewards. Previous literature confirms that job 

involvement can also facilitate the effective implementation of performance appraisals. Higher job 

involvement can lead to more openness and motivation for employees receiving feedback (Al-

Refaei et al. 2023; Silva et al., 2023). Job involvement is related to academia, where teachers are 

more intrinsically motivated by the jobs they like (Tunio et al., 2022; Ahmed et al., 2023). In 

addition, job involvement is an influential variable interacting with various other factors, such as 

Job satisfaction and organizational commitment, which enhances employee performance through 

a synergistic effect (Loan, 2020; Nanjundeswaraswamy, 2023). It further highlights the need to 

increase academic staff job involvement state to enhance performance appraisal effects. 

Committed employees and productive team members are very important for the success of any 

organization (Park et al., 2022; Riyanto, Endri, & Herlisha, 2021). Research has proven that 
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performance appraisals improve employees' commitment by delivering an honest perception and 

recognition, resulting in high job overall task performances (Memon et al., 2020; Al-Jedaia & 

Mehrez, 2020). This is particularly important in the academic sector, as committed faculty 

members are more likely to excel in research-based studies for their institutions (Tunio et al., 2022; 

Ahmed et al., 2023). In addition, a mediating role of employee commitment between leadership 

styles and organizational outcomes has been identified (Jiatong et al., 2022; Silva, Moreira, and 

Mota. The significance of the study is to compose a performance appraisal system in universities, 

including technical education and HEIs working as a semi-government, so that employee 

engagement can be increased among teachers, especially in public sector universities located in 

Sindh. Literature also highlights the interrelationship between job involvement and organizational 

commitment, particularly concerning the performance of academic staff working in Higher 

Education Institutions (HEIs) in Sindh. The degree of job involvement increases the level of 

organizational commitment and performance in that particular job (Loan, 2020; Karoso et al., 

2022).  

These performance appraisals help the employees feel acknowledged for their efforts or 

performances to improve job involvement and affect commitment level, increasing company-level 

performance, according to Setiawati & Ariani (2020) and Silva et al. (2023). HEIs are associated 

with job involvement variables such as respect, professional development opportunities, and 

fairness of appraisal process that have been verified by (Tunio et al., 2021; Shaikh et al., 2020). 

Furthermore, job involvement has been identified as a mediator of the relationship between 

performance appraisal fairness and job performance: employees who are satisfied with the 

appraisal process tend to perform better (Demır 2020; Yandi & Havidz 2022). This research 

signifies there is a relationship between performance appraisals and job involvement, which 

ultimately can make the academic workforce more committed, one of the indicators for turning in 

high-performing employees. 

Similarly, one cannot deny the influence of all these factors on the effectiveness of performance 

appraisal systems in HEI sectors in Sindh. In some studies, job involvement and commitment also 

positively impact employee engagement, which results in better performance (Park et al., 2022; 

Jiatong et al., 2022). When appraisals are conducted formally, and training is provided, it helps 

staff develop and perform at their best. This process can significantly boost employee morale, 

motivating everyone to strive for excellence (Al-Refaei et al., 2023; Nanjundeswaraswamy, 2016).  

Formal appraisals in public sector universities have been demonstrated to greatly enhance the 

performance review and end up with faculty members with higher performance appraisals (Bibi & 

Akhtar et al., 2020; Tunio et al., 2022). Various studies have shown that the choice of leadership 

style within an organization is a key consideration for connecting increased and decreased 

management controls to effective employee appraisals, significantly impacting transformational 

leaders (Riyanto et al., 2021; Tortorella et al., 2021).  In Pakistan, these variables are essential for 

enhancing the academic staff's job performance.  

Therefore, when designing a performance appraisal system in any Higher Education Institution 

(HEI) in Sindh, it is important to explore this phenomenon through leadership, assuming that 

leaders can effectively guide their teams without interference or compromising quality. Moreover, 

figure 1 shows the conceptual Model explaining the relationship between performance appraisal 

and employee performance via the mediation effect of organizational commitment and job 

involvement.  
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Figure 1: The Conceptual Model 

 

 

Methodology 
This research employed a cross-sectional study design to investigate the perceptions and 

experiences of staff within higher educational institutions in Pakistan. This design was chosen for 

its ability to capture a snapshot of data simultaneously, allowing for the analysis of relationships 

between variables across different management levels. A sample of 127 participants were selected 

from various higher educational institutions in Pakistan. Hair et al. (2010) recommended a 

minimum sample size of 100-150 to conduct SEM analysis when the Model is not too complicated 

and has moderate effect sizes. 

A list of high ranked institutes and universities was obtained from the Pakistan's Higher Education 

Commission (HEC). It was done to ensure the credibility of the findings from reputable and 

recognized institutions. Stratified random sampling was utilized to divide the population into 

subgroups based on management levels within the institutions. The stratification was crucial in 

ensuring that each management level was equally represented in the sample. The management 

levels include senior management, middle management, and operational staff. It helped facilitate 

an understanding of perceptions across different hierarchical levels. The quantitative data was 

collected through a structured, close-ended questionnaire.  

To estimate and understand the relationships among variables, this study used SEM with Smart 

PLS. It helps in accessing how performance appraisals influence employee outcomes in HEIs in 

Sindh. For the variables, e.g.,  performance appraisal and employee performance, seven-point scale 

items were first adapted from Horsoo's study (2009). Secondly, Organizational commitment was 

measured using nine items from Allen and Meyer (1990). Lastly, job involvement was assessed 

using six items drawn from the research of Weng and Hu (2009). A seven-point Likert scale was 

employed for these items, which had response options ranging from strongly agree (1) to disagree 

(7) strongly. 

 

Results 
The Reliability of Scales  

The results were derived from a survey conducted in HEIs across Sindh, Pakistan. Most 

participants were men, with an age range predominantly between 40 and 55. Additionally, 72% of 

the participants held master's degrees. The accuracy of the scales used in this study to measure the 

intended constructs was supported by strong Cronbach's alpha values, indicating good internal 

Performance 
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Involvement  
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reliability. The Performance Appraisal scored 0.823, Organizational Commitment scored 0.720, 

Job Involvement scored 0.781, and Employee Performance scored 0.823. These findings confirm 

the reliability of the scales employed in this research. 

 

Table 1: Reliability analysis and central tendencies 

Variable Cronbach's Alpha  Mean Std. Deviation 

Performance Appraisal 0.823 0.389 1.27 

Organizational Commitment  0.720 0.412 1.20 

Job Involvement 0.781 0.393 1.24 

Employee Performance  0.853 0.362 1.39 

 

Additionally, each variable's mean value and standard deviation reveal a normal distribution, 

suggesting that respondents' opinions vary. The average mean for job involvement, organizational 

commitment, performance appraisal and employee performance are 0.389, 0.412, 0.393 and 0.362 

respectively. It supports the validity of the data by showing that the findings are regularly 

distributed. Based on these findings, it can be said that the two scales used appropriately capture 

what they are meant to, and that the data gathered may in fact, aid in the necessary generalization 

across the desired constructs. 

 

Factor Loading Analysis  

Table 2 presents the outer loadings of the latent variables in detail. The factor loadings represent 

the regression weights or correlations between each latent variable and its observed variables, 

which must be evaluated as part of our assessment of the measurement model (Bagozzi & Yi, 

1988). Based on the standards suggested by Hair et al. (2010), higher loading values (above 0.7) 

refer to a stronger correlation between the latent variable and its indicators. Hence, outer loadings 

contribute a meaningful verification of the quality and relevance of your measurement model since 

they show you how well each indicator reflects its respective latent variable (Khuwaja et al., 2014). 

The indicator values for Performance Appraisal (PA), Organizational Commitment (OC), Job 

Involvement (JI), and Employee Performance (EP) are generally substantial, according to Table 

2's outer loadings. The performance appraisal indicators PA1, PA2, PA3, PA4, and PA5 loadings 

are 0.812, 0.761, 0.720, 0.733, and 0.792, in that order. The loadings for the markers OC1, OC2, 

OC4, OC5, OC6, OC8, and OC9 for organizational commitment range from 0.711 to 0.832. In that 

order, the indicators JI1, JI2, JI3, and JI6 in Job Involvement have loadings of 0.733, 0.812, 0.731, 

and 0.784. The loadings for employee performance are 0.800, 0.772, 0.720, and 0.794 for the 

indicators EP1, EP2, EP3, and EP4.  

 

Table 2: Factor Loading Analysis: Outer loadings 

No. Items Code PA OC JI EP 

1 PA1 0.812    

2 PA2 0.761    

3 PA3 0.720    

4 PA4 0.733    

5 PA5 0.792    

6 OC2  0.832   

7 OC4  0.810   
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8 OC5  0.711   

9 OC6  0.724   

10 OC8  0.717   

11 OC9  0.802   

12 JI1   0.733  

13 JI2   0.812  

14 JI3   0.731  

15 JI6   0.784  

16 EP1    0.800 

17 EP2    0.772 

18 EP3    0.720 

19 EP4    0.794 

 

A value greater than 0.7 is considered as significant (Hair et al., 2016). Most of the indicators in 

this study have large loadings (Table 2), which suggests that they are highly related to their 

respective latent variables. Despite previously being determined, some of those factors including 

OC3, OC7, JI4, JI5 and EP5 were subsequently excluded from the final analysis as a result of their 

non-significant loadings. To stabilize the data, all other indicators are held constant before this 

adjustment so that they remain a strong and valid reflection of the constructs under study. 

Validity and Reliability Analysis  

Table No. 3 shows the Average Variance Extracted (AVE) values to evaluate the reliability of 

constructs in the study. The AVE is simply an assessment of how much variance in the indicators 

can be accounted for by your latent variable. For the AVE values are 0.5 to onwards have 

significantly extraction validity Fornell and Larcker, (1981).  Hair et al. (2016) recommended an 

AVE value ≥ 0.5 as a rule of thumb for the significance of constructs in this study. Another critical 

parameter that Smart PLS calculates is discriminant validity, which examines the extent to which 

constructs are tapping into separate dimensions. It is assessed by checking the correlation 

coefficients between factors to ascertain their significant levels of differences (Hair et al., 2016). 

Results from the present study show that each construct demonstrates values of discriminant 

validity greater than 0.7, meaning these constructs measure unique properties and do not overlap 

in what they capture. 

 

Table 3: Internal Consistency and Covariance 

Variable AVE Divergent Composite Reliability 

Performance Appraisal 0.611 0.782 0.831 

Organizational Commitment  0.574 0.758 0.746 

Job Involvement 0.602 0.775 0.801 

Employee Performance  0.686 0.829 0.871 

 

Composite reliability is said to be a measure of internal consistency and the extent to which 

multiple indicators tap into what should all be measuring at the same theoretical construct (Bagozzi 

& Yi, 1988). Shabayah et al. (2010) recommended that a CR value should be significant if it is 

more than 0.7 As indicated in table 3, the composite reliability values for all constructs are above 

this threshold: performance appraisal (0.831), organizational commitment (0.746), job 

involvement (0.801) and employee performance (0.871). These values confirm the reliability of 



 
175 Journal of Asian Development Studies                                                  Vol. 13, Issue 4 (December 2024) 

composite measures and provide some evidence that our indicators in this study, measure the same 

concept. 

 

Measurement Model of the Study 

Measurement models are important in SMART PLS analysis and are considered a fundamental 

component of Structural Equation Modeling because they provide reliability and validity to the 

measures used for the study (Hair et al., 2022). The measurement model used in this study is 

important to assess the capability of instruments reflecting performance appraisal, organizational 

commitment, job involvement, and employee performance constructs. It ensures that these 

measures correspond to the constructs they were designed to measure. 

 

Figure 2: Measurement Model 

 
 

Model Fit Test (R- Square and F- Square) 

The model fit is shown in table 4 with R-Square and F-Square as reliability indicators for 

relationships between performance appraisal, organizational commitment, job involvement and 

employee performance within Higher Education Institutions (HEIs) of Sindh Pakistan. The R-

Square values (representing how much variance in a dependent or mediating variable is captured 

by independent) and F-Square represent effect size and how strongly they are associated. 

The mediator, "organizational commitment," has an R-squared value of 0.322, indicating that only 

32% variance can be explained by the independent variables, so this also falls under moderate 

explanatory power. Similarly, the value of R-Square is 0.248 in the result for "Job Involvement," 

which means that the model explains the 24.8% variance about Job involvement was a moderate 

category. Finally, for employee performance, the value of R-Square is 0.313 (31.3% variance in 
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employee performance explained by the Model). According to both Cohen and Chin (1988), this 

is moderate. 

 

Table 4: R Square and F Square Analysis (Model Fit Test) 

Latent Variables R Square F Square 

Performance Appraisal  -- 0.421 

Organizational Commitment  0.322 0.301 

Job Involvement  0.248 0.293 

Employee Performance  0.313 -- 

 

In addition, F-Square values for the latent variables help emphasize our variable's explanatory 

power. According to Cohen (1988), 'performance appraisal' has a large effect size, as F-Square= 

0.421. This implies that the Model is highly dependent on performance appraisal. Both 

"organizational commitment" and "job involvement," with F-Square values of 0.301 and 0.293, 

respectively, large to moderate effect sizes in this Model massively influence the overall findings. 

To summarize, R-Square indicates that the actual performance outcomes explain moderate 

variance in both dependent and mediating variables. The value of F-Square shows that the effect 

size is large enough, which means an independent variable performance appraisal strongly impacts 

organizational commitment, job involvement, and employee performance. Therefore, this 

investigation ensures the reliability and stability of the proposed model concerning performance 

appraisal via organizational commitment and job involvement in HEIs of Sindh Pakistan. 

 

Path Coefficients Analysis   

The Smart PLS coefficient analysis is conducted to clearly recognize and identify the inter-

relationship amongst independent variables (performance appraisal) as well as dependent variables 

(employee performance), with mediation effects of organizational commitment (OC) & job 

involvement (employee). According to Hair et al. (2010), using the coefficient is important in 

indicating how big and which way each predictor variable is associated with the dependent one so 

research find out how much variance changes depending on when independent variables likelihood 

explanation of it. As presented in this study, the path coefficient analysis illustrates the power and 

importance of relationships between variables in a model. Hair et al. (2010) reported that in 

coefficient analysis, algorithms are rampant with functional mobility from given state to desired 

condition concurrently conserving exact problem-solving. Another key method is bootstrapping, 

which resamples the original data to estimate a statistic distribution within it, allowing for more 

reliable standard errors and confidence intervals (Hair et al., 2020). 

 

Table 5: Path Coefficient Analysis 

Hypotheses Beta 

(O) 

Sample 

Mean (M) 

Std. Deviation 

(STDEV) 

T Statistics 

(O/STDEV) 

P 

Values 

PA -> EP 0.381 0.231 0.040 9.525 0.006 

PA -> (OC) -> EP 0.321 0.220 0.034 9.441 0.001 

PA -> (JI) -> EP 0.410 0.221 0.035 11.714 0.004 

Other Effects  

OC -> EP 0.350 0.223 0.041 8.536 0.001 

JI -> EP 0.472 0.245 0.032 14.75 0.000 
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The results of the analysis indicate that there is a significant relationship between performance 

appraisal and employee performance. Moreover, the coefficient of beta is 0.381, and the t-statistic 

is 9.525, thus making PA affect EP very significantly because the p-value is (0.006) less than 0.05. 

Furthermore, when making the mediating effect of the organizational commitment between PA 

and EP, the coefficient of beta is 0.391, and the t- t-statistic is 9.089. Therefore, OC significantly 

mediates PA to EP, as the p-value is 0.001. For the mediating effect of Job Involvement, if PA is 

made to JI and then to EP; the beta is 0.410, and the t- t-statistic is 11.714, then it has significance 

to EP as well, thus indicating p-value 0.004 as less than 0.05. Moreover, the direct effects of OC 

on EP and JI on EP are also significant. The beta is 0.350 and 0.472, and the t- t-statistic is 8.536 

and 14.75; therefore, OC and JI affect EP significantly as their p-values are less than 0.05. The 

analysis confirms the impact of PA on EP, and OC and job involvement play a significant role as 

mediators on the association of PA from EP. Since t-stat is high, and p is low, the Model works 

effectively while predicting EP for Sindh universities. 

 

Discussion 
This study provides evidence that performance appraisal affects employee performance both 

directly and through the mediating roles of organizational commitment, which fully mediates the 

effect of performance appraisals on job involvement. This statement explains the essential role of 

effective appraisal systems for boosting employee output as reflected in its direct effect on 

Employee Performance, beta = 0.381 and t-statistic=9.525 (p-value-0.006). This is consistent with 

what past research has shown; performance appraisals tend to remain positively related to certain 

outcomes for employees but only when they are perceived by these same individuals as fair and 

useful, which presumably would lead in enhanced job satisfaction or better performance (Ahmed 

et al., 2023; Pepple & Ambilichu, 2024). 

The mediating effects of OCM and JOM with beta coefficients 0.321 and 0.410 confirm these 

factors' importance in Performance Appraisal--Employee performance linkage. Framework These 

studies pointed out that organizational commitment and job involvement were the mediation roles 

that strengthened the effect of performance appraisals on employee outcomes (Al-Refaei et al., 

2023; Bashar et al., 2024). Consequently, the strong t-statistics and small p-values through all 

pathways reinforce these associations, reinforcing our overall argument that well-designed 

performance appraisals enhance both direct and indirect commitment at Higher Education 

Institutions in Sindh (Pakistan). 

 

Response to Research Objectives  

OB1: Responding to OB1, the study's t-statistic of 9.525 (p-value = 0.006) and a beta of 0.381 

demonstrate a direct relationship between performance appraisal and employee performance. 

These figures demonstrate how crucial efficient appraisal procedures are to raising worker 

productivity. 

 OB2: Responding to OB2, With a beta coefficient of 0.321, the results clearly show that 

organizational commitment completely mediates the impact of performance reviews on work 

participation. It shows the role of corporate commitment in tying employee success to performance 

reviews.  

OB3: Responding to OB3, with a beta 0.410 coefficient, the results show that job participation 

plays a significant mediating function. The results showed two outcomes. Firstly, it sheds light on 

how important job involvement and organizational commitment are to performance appraisal. 

Secondly, job involvement increases the impact of performance on worker outcomes.   
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Implications 

The results showed significant implications and improvements for management and policymakers 

in Higher Educational Institutions (HEIs) in Sindh. The performance appraisal systems can lead 

to increased employee task-based behavior. It also highlights the importance of investing in clear, 

unbiased, and supportive appraisal mechanisms. It can further evaluate performance and align 

individual goals with the institution's objectives.  

The study further shows important mediators between the performance appraisal process and its 

outcomes, e.g., employee commitment and job involvement. This part can strengthen the positive 

effects of performance appraisals on overall employee performance. The appraisal systems may 

likely improve institutional performance by focusing on the above-mentioned elements. The 

findings further reveal important implications for human resource strategies (HRs). The higher 

education institutes can foster a more motivated and committed workforce. It can help 

policymakers in enhancing their effectiveness.  

 

Future Directions 

This study ended with a few limitations. The research is focused on HEIs. Future studies can extend 

this research by including a broader range of occupations and industries. It may include healthcare 

settings or corporate environments. Additionally, comparative studies across different cultures or 

regions would be valuable in examining how cultural differences influence performance appraisals 

and their mediating factors. This cross-cultural perspective could yield practical insights for 

adapting appraisal systems to fit diverse organizational contexts better. However, longitudinal 

research that tracks changes in employee performance over time due to implementing or modifying 

appraisal systems could offer deeper insights into how these practices interact to influence 

employee outcomes. Such studies would help establish a clearer causal relationship and identify 

best practices for optimizing performance appraisal systems across various sectors.  

 

Conclusion 
The study suggests that performance appraisal has a unique significance in enhancing employee 

performance in HEIs in Sindh provinces of Pakistan. Performance appraisal directly affects 

employee performance and has an indirect significant impact through mediating effects of 

organizational commitment and job involvement. The strong statistical support suggests that 

properly implementing performance appraisals can increase commitment and involvement, 

contributing to better employee outcomes. These findings underscore the importance of an 

appraisal structure to promote firm performance and provide implications from the strategic human 

resource management (SHRM) perspective for educational administrators who wish to direct 

worker behaviors toward maximizing output. 

 

Recommendations 
This study recommends that HEIs in Sindh establish and adopt performance appraisal systems to 

enhance organizational performance. It should be fair, easily understandable and supportive and 

aligned with the goals of each institution. Additionally, by providing training for appraisers 

through comprehensive and interactive programs can improve the perceived fairness. It can lead 

to improved job performance and satisfaction. Moreover, it is important to mitigate any potential 

negative effects and enhance favorable. To avoid such effects, it is recommended that institutions 

foster organizational commitment and job involvement. It involves developing a culture of 

commitments and strengthens the connection between appraisals and performance. Furthermore, 
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promoting job involvement can amplify this effect. Several other aspects such as performance 

feedback and rewards can also encourage positive behaviors and outcomes. The policymakers 

should consider above factors when designing HR strategies to build a motivated and high-

performing workforce.  

 

References 
 Abdirahman, H. I. H., Najeemdeen, I. S., Abidemi, B. T., & Ahmad, R. (2020). The relationship 

between job satisfaction, work-life balance and organizational commitment on employee performance. 

Advances in Business Research International Journal, 4(1), 42–52. https://doi.org/10.9790/487X-

2005077681.  

 Ahmed, P., Lashari, A. R., & Shah, A. (2023). Impact of performance appraisal and employees 

participation on employees' job satisfaction in non-governmental organizations. Review of Applied 

Management and Social Sciences, 6(1), 17–28. https://doi.org/10.47067/ramss.v6i1.284  

 Ahmet, T., & Susanto, T. (2023). Examining the factors affecting employee performance of higher 

education institution employees in the new normal era. International Journal of Economics and 

Business Issues, 2(1), 47–57. https://doi.org/10.59092/ijebi.vol2.iss1.26  

 Al-Jedaia, Y., & Mehrez, A. (2020). The effect of performance appraisal on job performance in the 

governmental sector: The mediating role of motivation. Management Science Letters, 10(9), 2077–

2088. https://doi.org/10.5267/j.msl.2020.2.003.  

 Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance, and 

normative commitment to the organization. Journal of Occupational Psychology, 63(1), 1–18. 

https://doi.org/10.1111/j.2044-8325.1990.tb00506.x 

 Al-Refaei, A. A. A., Ali, H. B. M., Ateeq, A. A., & Alzoraiki, M. (2023). An integrated mediating and 

moderating model to improve service quality through job involvement, job satisfaction, and 

organizational commitment. Sustainability, 15(10), 7978. https://doi.org/10.3390/su15107978  

 Bagozzi, R. P., & Yi, Y. (1989). On the use of structural equation models in experimental designs. 

Journal of Marketing Research, 26(3), 271–284. https://doi.org/10.2307/317290.  

 Bashar, A., Sakib, M. N., Rahman, M. M., Tabassum, F., & Sabah, S. (2024). The role of top 

management commitment, employee involvement, and training and development on employee 

performance: Evidence from the banking sector of an emerging economy. Quality Management 

Journal, 31(1), 58–74. https://doi.org/10.1080/10686967.2023.2285041.  

 Bibi, H. A. J. R. A., & Akhtar, M. M. S. (2020). Relationship between leadership commitment and 

performance of public sector universities of Punjab, Pakistan. Journal of Economics and Economic 

Education Research, 21(4), 1–8. https://doi.org/10.30543/9-3(2020)-15.  

 Chin, W. W. (1998). The partial least squares approach to structural equation modeling. In Modern 

methods for business research (pp. 295–336). Lawrence Erlbaum Associates. 

 Creswell, J. W. (2014). Research design: Qualitative, quantitative, and mixed methods approaches (4th 

ed.). Sage. 

 Demır, S. (2020). The role of self-efficacy in job satisfaction, organizational commitment, motivation, 

and job involvement. Eurasian Journal of Educational Research, 20(85), 205–224. 

 Hair, J. F., Sarstedt, M., Ringle, C. M., & Mena, J. A. (2012). An assessment of the use of partial least 

squares structural equation modeling in marketing research. Journal of the Academy of Marketing 

Science, 40, 414–433. https://doi.org/10.1007/s11747-011-0261-6.  

 Horsoo, P. K. (2009). Employee performance appraisal and its implication for individual and 

organizational growth: The case of a public university in Ghana (Master's thesis). Kwame Nkrumah 

University of Science and Technology, Kumasi, Ghana. 

 Jiatong, W., Wang, Z., Alam, M., Murad, M., Gul, F., & Gill, S. A. (2022). The impact of 

transformational leadership on affective organizational commitment and job performance: The 

https://doi.org/10.9790/487X-2005077681
https://doi.org/10.9790/487X-2005077681
https://doi.org/10.47067/ramss.v6i1.284
https://doi.org/10.59092/ijebi.vol2.iss1.26
https://doi.org/10.5267/j.msl.2020.2.003
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.3390/su15107978
https://doi.org/10.2307/317290
https://doi.org/10.1080/10686967.2023.2285041
https://doi.org/10.30543/9-3(2020)-15
https://doi.org/10.1007/s11747-011-0261-6


 
180 Journal of Asian Development Studies                                                  Vol. 13, Issue 4 (December 2024) 

mediating role of employee engagement. Frontiers in Psychology, 13, 831060. 

https://doi.org/10.3389/fpsyg.2022.831060.  

 Karoso, S., Riinawati, R., Ilham, R. N., Rais, R. G. P., & Latifa, D. (2022). Analyzing the relationship 

of work environment and quality of work life on employee performance: The mediating role of 

organizational commitment. Journal of Madani Society, 1(3), 167–173. 

https://doi.org/10.56225/jmsc.v1i3.140.  

 Khoso, I., & Raza, A. (2023). Analysis of individual performance through job satisfaction: A study of 

faculty members in public sector universities in Sindh, Pakistan. Voyage Journal of Educational 

Studies, 3(2), 133–152. https://doi.org/10.58622/vjes.v3i2.49.  

 Kiran, V. A., & Dhaliwal, R. S. (2022). Tripartite relationship of ethical behaviour, job involvement, 

and job performance and its relevance in the IT sector in India. International Journal of Economics and 

Business Research, 24(1–2), 52–72. https://doi.org/10.1504/IJEBR.2022.124281.  

 Loan, L. J. M. S. L. (2020). The influence of organizational commitment on employees' job 

performance: The mediating role of job satisfaction. Management Science Letters, 10(14), 3307–3312. 

https://doi.org/10.5267/j.msl.2020.6.007.  

 Memon, M. A., Salleh, R., Mirza, M. Z., Cheah, J. H., Ting, H., & Ahmad, M. S. (2020). Performance 

appraisal satisfaction and turnover intention: The mediating role of work engagement. Management 

Decision, 58(6), 1053–1066. https://doi.org/10.1108/MD-06-2018-0685.  

 Muhammad, R., & Zarkasyi, (2024). Organizational commitment of the millennial generation 

workforce in Indonesian higher education: Systematic literature review. Al-Ishlah, 16(2), 1097–1107. 

https://doi.org/10.35445/alishlah.v16i2.5151  

 Nanjundeswaraswamy, T. S. (2023). The mediating role of job satisfaction in the relationship between 

leadership styles and employee commitment. Journal of Economic and Administrative Sciences, 39(2), 

286–304. https://doi.org/10.1108/JEAS-02-2021-0029.  

 Park, J., Han, S. J., Kim, J., & Kim, W. (2022). Structural relationships among transformational 

leadership, affective organizational commitment, and job performance: The mediating role of employee 

engagement. European Journal of Training and Development, 46(9), 920–936. 

https://doi.org/10.1108/EJTD-10-2020-0149.  

 Pepple, D. G., & Ambilichu, C. A. (2024). Performance appraisal and employee commitment: The 

mediating role of job satisfaction. European Management Review, 21(1), 237–250. 

https://doi.org/10.1111/emre.12583.  

 Ridwan, M., Mulyani, S. R., & Ali, H. (2020). Improving employee performance through perceived 

organizational support, organizational commitment, and organizational citizenship behavior. 

Systematic Reviews in Pharmacy, 11(12). 839–849. 

 Riyanto, S., Endri, E., & Herlisha, N. (2021). Effect of work motivation and job satisfaction on 

employee performance: Mediating role of employee engagement. Problems and Perspectives in 

Management, 19(3), 162–170. https://doi.org/10.21511/ppm.19(3).2021.14.  

 Sarstedt, M., Hair, J. F., Pick, M., Liengaard, B. D., Radomir, L., & Ringle, C. M. (2022). Progress in 

partial least squares structural equation modeling use in marketing research in the last decade. 

Psychology & Marketing, 39(5), 1035–1064. https://doi.org/10.1002/mar.21640.  

 Setiawati, T., & Ariani, I. D. (2020). Influence of performance appraisal fairness and job satisfaction 

through commitment on job performance. Review of Integrative Business and Economics Research, 

9(3), 133–151. https://doi.org/10.2139/ssrn.3986604.  

 Shaikh, S., Soomro, H. J., Shah, M. M., Amar, H., & Bhutto, S. A. (2020). Causal analysis of job 

insecurity and job performance: A study of faculty members working in privately owned degree 

awarding institutes of Sindh. SALU-Commerce and Economics Review, 6(1), 67–76. 

https://doi.org/10.5281/zenodo.4396015.  

 Silva, P., Moreira, A. C., & Mota, J. (2023). Employees' perception of corporate social responsibility 

and performance: The mediating roles of job satisfaction, organizational commitment, and 

https://doi.org/10.3389/fpsyg.2022.831060
https://doi.org/10.56225/jmsc.v1i3.140
https://doi.org/10.58622/vjes.v3i2.49
https://doi.org/10.1504/IJEBR.2022.124281
https://doi.org/10.5267/j.msl.2020.6.007
https://doi.org/10.1108/MD-06-2018-0685
https://doi.org/10.35445/alishlah.v16i2.5151
https://doi.org/10.1108/JEAS-02-2021-0029
https://doi.org/10.1108/EJTD-10-2020-0149
https://doi.org/10.1111/emre.12583
https://doi.org/10.21511/ppm.19(3).2021.14
https://doi.org/10.1002/mar.21640
https://doi.org/10.2139/ssrn.3986604
https://doi.org/10.5281/zenodo.4396015


 
181 Journal of Asian Development Studies                                                  Vol. 13, Issue 4 (December 2024) 

organizational trust. Journal of Strategy and Management, 16(1), 92–111. 

https://doi.org/10.1108/JSMA-10-2021-0213.  

 Soomro, B. A., Saraih, U. N., & Ahmad, T. S. T. (2023). Personality traits and conflict management 

styles via job performance in higher education. Journal of Applied Research in Higher Education, 

15(4), 1069–1094. https://doi.org/10.1108/JARHE-05-2022-0166  

 Soomro, S. K., & Hafeez, M. (2020). Workplace politics and employee's job performance: Mediating 

role of job stress, evidence from degree awarding institutions of Sindh, Pakistan. International Journal 

of Psychosocial Rehabilitation, 24(4), 6436–6448. https://doi.org/10.37200/IJPR/V24I4/PR2020453.  

 Tortorella, G., Miorando, R., Caiado, R., Nascimento, D., & Portioli Staudacher, A. (2021). The 

mediating effect of employees' involvement on the relationship between Industry 4.0 and operational 

performance improvement. Total Quality Management & Business Excellence, 32(1–2), 119–133. 

https://doi.org/10.1080/14783363.2018.1532789.  

 Tunio, F. H., Agha, A. N., Salman, F., Ullah, I., & Nisar, A. (2021). Factors affecting job performance: 

A case study of academic staff in Pakistan. The Journal of Asian Finance, Economics and Business, 

8(5), 473–483. https://doi.org/10.13106/jafeb.2021.vol8.no5.0473.  

 Tunio, S., Unar, N., & Jabeen, R. (2022). To analyze transformational leadership and OCB an effect 

on organizational commitment: Higher education teaching faculty of P akistan. International Research 

Journal of Management and Social Sciences, 3(2), 125–134. https://doi.org/10.5281/zenodo.10258945.  

 Weiss, D. J., Dawis, R. V., England, G. W., & Lofquist, L. H. (1967). Manual for the Minnesota 

Satisfaction Questionnaire. University of Minnesota, Industrial Relations Center. 

 Weng, Q., & Hu, B. (2009). The impact of human resource management practices on job involvement. 

Chinese Management Studies, 3(1), 63–75. https://doi.org/10.1108/17506140910946115 

 Yandi, A., & Havidz, H. B. H. (2022). Employee performance model: Work engagement through job 

satisfaction and organizational commitment (A study of human resource management literature study). 

Dinasti International Journal of Management Science, 3(3), 547–565. 

https://doi.org/10.31933/dijms.v3i3.1105.  

 Zaibunnisa, S., Shahzad, N., Sarmad, A. L., Nazia, A. R., & Rizvi, S. T. H. (2024). Appraisal system 

and employee performance: A qualitative study in the education sector. International Journal of Social 

Science and Entrepreneurship, 4(2), 33–51. https://doi.org/10.58661/ijsse.v4i2.238.  

 

https://doi.org/10.1108/JSMA-10-2021-0213
https://doi.org/10.1108/JARHE-05-2022-0166
https://doi.org/10.37200/IJPR/V24I4/PR2020453
https://doi.org/10.1080/14783363.2018.1532789
https://doi.org/10.13106/jafeb.2021.vol8.no5.0473
https://doi.org/10.5281/zenodo.10258945
https://doi.org/10.1108/17506140910946115
https://doi.org/10.31933/dijms.v3i3.1105
https://doi.org/10.58661/ijsse.v4i2.238

