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ABSTRACT 
 

 Immediate supervisors are the most common data source to capture employees’ in-role 

job performance. Management literature has identified hundreds of antecedents of job 

performance regarding job attributes/characteristics, leadership/leader, employee attitudes/ 

behaviors, work context/environment/culture, etc. However, the focus on the non-work-

related antecedents of the supervisor-rated job performance (SRJP) is few and far between. 

This paper attempts to bridge this neglect and reviews the academic articles published 

during fifteen years (2004-2019) in the impact factor journals published by the institute for 

scientific information (ISI). The study follows a non-traditional approach to utilizing 

quantitative and qualitative methods and attempts triangulation. The study includes only 

those articles that use the same SRJP measures; thus, the correlations of the antecedents 

are comparable and have no systematic measurement bias. Per our expectation, just 3.5 

percent (11 of the 312) articles include 14 unique non-work-related constructs. Eleven of 

these antecedents are directly or indirectly related to family, two about the job market, and 

one about the society. The papers highlight the non-work-related antecedents of SRJP, the 

underlying theoretical arguments/lenses, and the qualitative aspects of the eleven studies. 

Finally, it highlights future research directions for overcoming this extremely under-

explored area.  

 

INTRODUCTION 
 

 Employee performance – the work behavior by an individual that generates value and 

worth for the organization – is one of the primary variables in organizational behavior. 

Campbell and Wiernik (2015) noted that about eighteen percent measure this variable 

among dependent variables in the three top journals. Many words are connected before 

employee performance, such as in-role, extra-role, task, job, contextual, etc. Resultantly, 

97 performance constructs have been noted by Carpini et al. (2017). At least initially, the 

organization mainly measures in-role or job or task performance. It encompasses the task 

where employees are supposed to perform duties and responsibilities and achieve targets 

assigned to them, as per their job description, organization expectations, and performance 

standards (Dalal et al., 2020). 
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 Managers, peers, clients, and employees can evaluate or rate employee performance 

through multisource/360-degree evaluations. However, the most common and familiar 

employees’ appraisal is by their immediate managers/supervisors in practice. Therefore, 

supervisor-rated job performance (SRJP) is the usual way of a periodic evaluation of 

employee performance. Therefore, this paper will use job performance and SRJP 

interchangeably. 
 

 Several factors contribute to SRJP. Many known antecedents/predictors have been 

investigated about the job (e.g., job design/characteristics, job attitudes, job behaviors), 

employee (individual differences, knowledge, skill, ability, personality, emotions, moods, 

general attitude, behaviors, etc.), and the context (e.g., leader/leadership, organization, 

culture, coworkers, etc.). One common aspect of all these antecedents is that they are work-

related. However, we argue that job performance does not just stem from work-related 

phenomena, and non-work-related factors also play a vital role in job performance. 

Unfortunately, despite the plethora of investigations on job performance, far less 

importance has been given to non-work-related antecedents of job performance. This paper 

focuses on this neglect in the literature, systematically reviewing the relevant literature on 

SRJP published during 15 years in top-quality academic journals in the field. The paper 

also extracts all information on the bivariate correlations of the non-work-related 

antecedents with SRJP.  
 

 Specifically, the paper attempts to identify all non-work-related antecedents of SRJP, 

make a meaningful categorization of these antecedents, highlight the underlying arguments 

and theories, and make sense of the prediction of SRJP. To contribute to this ambitious 

scope, a reliance on the dominant traditional approach, the pervasive hypothetico-

deductive model, is not likely to be fruitful. In such an approach, we can investigate a 

limited number of variables and theoretical lenses. Consequently, we also believe that 

epistemological approaches that are non-traditional are “… indeed useful and even 

necessary” (Aguinis et al., 2018). Therefore, the qualitative and quantitative techniques are 

mixed uniquely, and an attempt has been made to triangulate in a non-traditional manner 

to achieve the study objectives. 

 

SUPERVISOR-RATED JOB PERFORMANCE 
 

 SRJP refers to the supervisors’ expected behaviors performed by the subordinates to 

meet their job requirements and standards (Podsakoff & Mackenzie, 1989). SRJP 

evaluation arises in the complex supervisors-employees interchange. A supervisor’s 

performance is a function of their subordinates’ efficiency and output, and this valid reason 

makes them one of the most preferred sources of evaluation. A supervisor can  

closely monitor subordinates’ various dimensions related to tasks required to perform  

per the job description (Oh & Berry, 2009). Subordinates’ actions broadly impact 

promoting and supporting their manager’s/supervisor’s agendas (Chiaburu et al., 2017). 

Supervisors’ approach is more practical in linking the performance ratings of the 

subordinated with various decisions about salaries, pay, promotion, incentives, etc. 

(Pulakos et al., 2015). 
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 Detailed instructions about performance metrics enable supervisors to rate their 

subordinates’ performance; their training and experience are precious. Supervisors are best 

positioned to evaluate efficiency, failure, and extraordinary output in performing their duty. 

However, SRJP is also criticized due to several reasons. For example, sometimes, 

supervisors are expected to conduct evaluations that do not match their competency in 

information processing (Pulakos et al., 2019). Other possibilities, organizational politics, 

social conflicts, personal agendas, and other cognitive biases, can potentially inflate or 

deflate the accuracy of supervisors’ ratings or make the whole process irrelevant (Adler et 

al., 2016). Maybe, that is why Culbert (2010) described SRJP as a “pretentious, bogus 

practice that should be put out of its misery.”  
 

 On the other hand, various data sources for measuring job performance, such as 

employees, coworkers, followers, the combination of sources, 360 degrees, etc., can  

create a source bias. Researchers utilize employee-rated job performance, and  

fewer articles rely on other sources. Therefore, any attempt to identify the antecedents  

of job performance would be fragmented, and controlling for the change in  

performance due to data source becomes very complex. Therefore, a trade-off decision is 

taken for utilizing articles based on SRJP estimates. Further, self-report data is  

considered also criticized due to common method biases. Generally, independent  

and dependent variables (such as SRJP) are always preferred to be measured from  

different sources.  

 

RESEARCH METHODOLOGY 
 

 Going with the suggestion of Barends and Rousseau (2018:2) - “good-quality decisions 

require both critical thinking and the use of the best available evidence”- evidence-based 

management is employed in the study. They proposed six steps for evidence-based 

management (Barends & Rousseau, 2018), ask, acquire, appraise, aggregate, apply, and 

assess-the final two are practices in nature and therefore not considered in this study. For 

developing an evidence base, a systematic review strategy is considered a cornerstone and 

crucial method (Bryman & Bell, 2011; Tranfield et al., 2003)  

 

Antecedents and Job Performance - Crystallization  

 First, the specification of job performance measurement is required to minimize 

ambiguity. In this study, task/in-role performance is primarily selected for analysis. 

Second, the measurement scale/items also need to be specified to avoid scale-base, and as 

discussed above, only SRJP data is used to avoid source bias. Third, researchers sometimes 

use firm/specially developed items for capturing employee performance. Therefore, the 

most widely used SRJP scale (Williams & Anderson, 1991) is targeted. In a nutshell, SRJP 

rated on the same items provides a suitable base for making a comparative analysis of the 

antecedents. Fixing the operationalization of SRJP makes comparing the importance of the 

antecedents more realistic.  
 

 Whiles including the antecedents, only psychometric constructs about employees are 

included. The supervisor or subordinates’ demographics and firm characteristics are 

ignored. We are interested in the underlying arguments proposed by various theoretical 

perspectives. By no means do we claim that the non-psychometrics are not necessary. The 
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aim is to limit our focus. We believe a separate study would be more helpful; otherwise, it 

may compromise parsimony and lead to a mango-orange comparison scenario. The 

answerable question taken up by this study to resolve the practical issue of employee 

performance improvement is: What are the non-work-related antecedents (i.e., 

psychometric constructs captured through multiple items) of job performance (i.e., SRJP 

measured through the same items)? 

 

Literature Search and Retrieval of Evidence 

 According to Barends and Rousseau (2018), scientific literature offers a source of 

evidence along with the other three (organizations, practitioners, and stakeholders). 

Therefore, we considered high-quality journal articles on SRJP per the above-crystallized 

description. We targeted the paper measuring SRJP on well-defined inclusion criteria. 

First, the article must have measured SRJP through the items developed by Williams & 

Anderson (1991). Second, the articles must be published between 2004 to 2019 in the ISI 

impact factor (i.e., Social Science Citation Index) journal. Third, we included articles 

published till May 31, 2019. Fourth, the articles should be in the English language. In this 

way, 312 articles were identified. Finally, we excluded all articles that did not contain non-

work-related constructs. The final sample includes eleven articles; thus, only 3.5 percent 

of the articles on SRJP investigate non-work-related antecedents.  
 

 The evidence has been obtained from the highest quality journals; therefore, any critical 

appraisal would infer the trustworthiness of the evidence. The following section has pulled 

the evidence together to present the aggregate findings.  

 

ANTECEDENTS OF JOB PERFORMANCE 
 

 The eleven studies under review contain fourteen unique non-work-related constructs 

based on the context outside the organization. The summary of the fundamental features 

is presented in Table 1. These studies a confined to seven countries (USA=4; 

Philippines=2; 1 per country in China, Germany, Pakistan, and Taiwan; one of these 

studies was conducted in three countries, namely, Argentina, Chilli, and Phillippines). 

All studies used a survey research design except for Odle-Dusseau et al. (2016), a quasi-

experimental study. The table lists all the non-work-related antecedents of SRJP, the 

underpinning theory, the underlining arguments, and the findings relevant to the 

antecedents. 
 

 An overwhelming majority (eleven) of these antecedents of SRJP pertain to the 

mutual spillover between family and work, including three antecedents about  

the organizations’ work-family initiatives; two pertain to the job market, and the last 

pertain to the country. The following paragraphs highlight their conceptual meaning,  

the logical link between these antecedents and employee performance, and the  

findings. 

 

Negative Spill Over 

 The transfer of emotions and behaviors across work and family domains is called 

spillover. The role conflict between the work and family domain is one of the  

primary constructs investigated in the studies under review. The direction of the  
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conflict may be from family to work or vice versa. Of the eleven studies, three 

investigated the bi-directional work-family conflict (Table 1). Both conflicts can drain 

an employee’s resources that would be available to devote to their in-role performance 

(Muse & Pichler, 2011), as suggested by the conservation of resource theory. However, 

organizations’ work-family initiatives can decrease these conflicts and improve 

individual performance (Odle-Dusseau et al., 2016). Let us now focus on the two types 

of conflicts one by one. 
 

 Family-to-work conflict (FWC) refers to the role ‘demands in the family domain, 

making it difficult for individuals to meet their responsibilities at work’ (Li et al., 2017). 

In the three studies (Li et al., 2017; Muse & Pichler, 2011; Odle-Dusseau et al., 2016), 

FWC has been measured four times, three times rated by the employee, and once by the 

supervisor. The bi-variate correlation of the supervisor-rated FWC with SRJP is 

surprisingly the highest (-0.46, p<0.01) among all antecedents (Table 2). On the other hand, 

only one of the three bi-variate correlations of employee-rated FWC with SRJP is 

significant (-0.14, p<0.05), and the other two are non-significant. Interestingly, relying on 

gender role theory, Li et al. (2017) found that the effects of FWC on SRJP are more 

pronounced for female employees. 
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Table 1 

Summary of the Publication on SRJP Included in the Review 

Study Features Construct 
Theory / 

Model 
Underlining Arguments Findings 

Authors 
Thau et al. 

(2004) 
attractiveness 

of alternative 

employment 

opportunities 
power-

dependence, 

and rational 

choice 

models 

Cooperative employee behaviors 

within the context of the 

evaluations (attractiveness of 

alternative employment 

opportunities) and restrictions 

(perceived ease of finding 

alternative employment) connected 

to alternative exchange partners, 

are important elements in exchange 

relationships for predicting 

employee performance. 

Under low ease of finding 

alternative employment, no 

relationship was found between 

the attractiveness of alternative 

employment opportunities and 

task performance. Under high 

ease, the relationship between 

attractiveness and contextual 

performance is negative, and 

under low ease, a vice versa. 

Country Germany 

Industry 
nutrition 

market 

perceived 

ease of 

finding 

alternative 

employment 

Sample 

Size 
149 

Authors 
Carlson et al. 

(2011) family-to-

work 

enrichment 

affective 

events 

A four-step model can link the 

event (the accumulation of times an 

employee experiences the 

enrichment between work and 

family domains), affect 

(accumulated positive mood about 

work), attitude (job satisfaction), 

and behavior (job performance). 

for the family-to-work direction 

of enrichment, the mediation 

model was only supported in 

the first samples  Country USA 

Industry diversified 
work-to-

family 

enrichment  

The mediation model 

(enrichment-positive mood-job 

satisfaction-SRJP) was 

supported for the work-to-

family direction of enrichment. 

Sample 

Size 
240 & 189 
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Study Features Construct 
Theory / 

Model 
Underlining Arguments Findings 

Authors 
Muse & 

Pichler (2011) 

work-family 

benefit use 

conservation 

of resources 

as a result of resource maintenance, 

work-family benefits allow users to 

conserve net resources for 

performance-related outcomes  

the benefit use was not 

significantly related to SRJP  

Country USA 
family 

support 

as a source of social support 

(emotional - listening/empathizing; 

instrumental-advice/suggestions) 

provide resources to working 

family members  

the relationships between 

family support and SRJP were 

non-significant  

Industry Manufacturing 

work 

interference 

with family both of the conflicts drain an 

employee’s resources that would 

be available to devote to their job 

both interferences were not 

significantly related to SRJP 
Sample 

Size 
313 

family 

interference 

with work 

Authors 
Shen & Jiang 

(2015) 

family 

problems 

work-life 

balance 

Family relocating to another 

country and adapting to a new 

culture and customs harm work. 

These challenges have a more 

significant impact on females as 

they generally invest more time 

than men in their families and in 

performing duties at home, 

Family problems moderated the 

relationship between host-

country nationals’ prejudice 

against women and female 

expatriate performance. 

However, family problems 

were not significantly related to 

female expatriate performance. 

Country China 

Industry MNEs 

Sample 

Size 
234 
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Study Features Construct 
Theory / 

Model 
Underlining Arguments Findings 

Authors 
Odle-Dusseau 

et al. (2016) work-to-

family 

conflict 

work-family 

initiatives  

Work-family initiatives are 

proposed to influence employees’ 

perceptions of the psychosocial 

work environment, decreasing 

work-family conflict and 

improving individual- and 

organizational-level outcomes. 

the effects of family-supportive 

supervisor behaviors training 

on changes SRJP did not 

depend on employees’ levels of 

work-to-family conflict or 

family-to-work conflict 

Country USA 

Industry health care 
family-to-

work conflict Sample 

Size 
143 

Authors 
De Clercq et 

al. (2017) 

perceived 

threats of 

terrorism 

conservation 

of resources 

and terror 

management 

Perceptions of terrorism threats 

undermine job performance 

because those perceptions make 

employees more anxious about 

their jobs. An important 

mechanism that connects 

employees’ exposure to stressful 

conditions with lower job 

performance is the experience of 

strain, which reflects the depletion 

of their resource reservoirs, 

motivating employees to conserve 

their remaining resources while 

executing their job tasks. 

Perceived threats of terrorism 

diminish job performance by 

increasing the anxiety that 

employees experience at work. 

Employees’ religiousness 

buffers the adverse effect. Such 

that the relationship is not as 

strong at higher levels of 

religiousness.  

Country Pakistan 

Industry 
educational 

institution 

Sample 

Size 
181 
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Study Features Construct 
Theory / 

Model 
Underlining Arguments Findings 

Authors 
Garcia et al. 

(2017) 

intimate 

partner 

aggression 

conservation 

of resources 

Intimate partner aggression 

increases psychological distress, 

reducing women’s resources (e.g., 

mood, time, and energy). This in 

turn interferes with their effective 

functioning at work. Psychological 

distress facilitates resource loss as 

individuals expend personal 

resources to cope with it. 

Psychological distress mediated 

the relationship between 

intimate partner aggression and 

employee performance. In 

addition, the conditional 

indirect effects of intimate 

partner aggression in predicting 

performance via psychological 

distress were stronger at low as 

opposed to high levels of 

perceived supervisor support 

Country Philippines 

Industry 
community 

organization 

Sample 

Size 
228 

Authors Li et al., 2017 
work-to-

family 

conflict 

gender role 

Supervisors’ stereotypes bias their 

perceptions of the work-family 

conflict that their male (provider 

role: put their work ahead of the 

family) and female (domestic role: 

put their family ahead of work) 

employees experience. These 

biases impact men and women 

differently, depending upon the 

direction of the work-family 

conflict. 

the effects of work-to-family 

conflict on SRJP are more 

pronounced for male 

employees Country USA 

Industry students 

family-to-

'work conflict 

the effects of family-to-work 

conflict on SRJP are more 

pronounced for female 

employees 
Sample 

Size 
119 



Non-work-related Antecedents of Supervisor-Rated Job Performance… 262 

Study Features Construct 
Theory / 

Model 
Underlining Arguments Findings 

Authors 
Tolentino et 

al. (2017) 

intimate 

partner 

aggression 

conservation 

of resources 

People expend resources during 

stressful situations and strive to 

maintain and protect remaining 

resources. Intimate partner 

aggression as a stressor depletes 

women’s resources (e.g., self-

esteem, time, and energy), leaving 

them insufficient resources to 

fulfill work demands.  

Intimate partner aggression is 

negatively associated with 

supervisor-rated in-role 

performance. In addition, there 

was a stronger negative 

relationship between intimate 

partner aggression and in-role 

performance for employees 

with low as opposed to those 

with high levels of perceived 

organizational support.  

Country Philippines 

Industry Banking 

Sample 

Size 
214 

Authors 
 Rofcanin et 

al. (2018) 

family 

performance  

social 

exchange 

and work-

home 

resources 

model 

Enhanced family performance 

represents affective, instrumental, 

and cognitive resource gains, 

enabling the focal employee to 

exhibit better in-role job 

performance.  

family performance was not 

associated with SRJP 

Country 

Multi 

(Argentina, 

Chile, 

Philippines) 

Industry Multi-Industry 

Sample 

Size 
187 
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Study Features Construct 
Theory / 

Model 
Underlining Arguments Findings 

Authors 
Wu & Chang, 

2018 

work-family 

programs job 

demands-

resources 

(JD–R); 

social 

exchange 

Work-family programs as job 

resources (i.e., physical, social, and 

psychological) make it easier to 

manage cross-domain role 

demands without decreasing work 

hours or the amount of work 

carried out. In addition, individuals 

reciprocate with positive outcomes 

when they receive better treatment 

and support. Consequently, once 

employees perceive that the 

organization cares about their well-

being, they make the extra effort 

and are more involved with their 

performance.  

 Work-family programs benefit 

employee role performance by 

improving work-family 

facilitation. Moreover, how 

work-family programs benefit 

role performance varies with 

employees’ gender – that is, the 

relationship between work-

family programs, work-family 

facilitation, and role 

performance is more robust for 

female employees.  

Country Taiwan 

Industry Banking 
work-family 

facilitation 

Sample 

Size 
185 

Notes: SRJP = Supervisor-rated job performance;  

  All studies are surveys based, and only one (Odle-Dusseau et al., 2016) is a quasi-experimental 
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Table 2 

Correlations of Non-Work-Related Antecedent of Job Performance 

Construct Nature Freq Corr. p Study 

family-to-work 

conflict 

negative 

spill over 

4 

-0.46 <.01 Li et al., 2017 ^ 

-0.14 <.05 Odle-Dusseau et al. (2016) 

-0.03 ns Li et al., 2017 

0.02 ns Muse & Pichler (2011) 

work-to-family 

conflict 
4 

-0.22 <.05 Li et al., 2017 ^ 

-0.13 ns Muse & Pichler (2011) 

-0.10 ns Li et al., 2017 

-0.04 ns Odle-Dusseau et al.(2016) 

intimate partner 

aggression 
2 

-0.37 <.01 Tolentino et al. (2017) 

-0.36 <.01 Garcia et al. (2017) 

family problems 1 -0.04 ns Shen & Jiang (2015) 

family-to-work 

enrichment positive 

spill over 

(family 

generated) 

1 
0.16; 

0.06 

<.05; 

ns 
Carlson et al. (2011) 

work-to-family 

enrichment 
1 

0.28; 

0.14 

<.01; 

ns 

family performance  1 0.06 ns  Rofcanin et al. (2018) 

family support 1 -0.05 ns Muse & Pichler (2011) 

work-family 

facilitation positive 

spill over 

(employer 

initiatives) 

1 0.41 <.001 

Wu & Chang (2018) 
work-family 

programs 
1 0.31 <.001 

work-life benefit use 1 -0.05 ns Muse & Pichler (2011) 

attractiveness of 

alternative 

employment 

opportunities job 

market 

1 0.29 <.01 

Thau et al. (2004) 
perceived ease of 

finding alternative 

employment 

opportunities 

1 0.08 ns 

perceived threats of 

terrorism 
country  1 -0.29 <.01 De Clercq et al. (2017) 

Total 21 Unique Antecedents = 14  

Note: ^supervisor-rated 
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Positive Spill Over 

 The positive approach in work-family literature is even lesser investigated for 

predicting SRJP. The positive spillovers may be family generated that are subjective to 

employees or maybe formal initiative from the employers. The first group (i.e., positive 

spillovers due to family) includes four constructs. One of the family-generated phenomena, 

known as enrichment, has been conceived as ‘the accumulation of times when resources 

are transferred between roles, often leading to synergistic effects’ (Carlson et al., 2011).  
 

 Enrichment refers to ‘the extent to which experiences in one role (e.g., work) improve 

the quality of life in another role (e.g., family)’ (Greenhaus & Powell, 2006, p. 73). Like 

conflict, it can also be bi-directional (i.e., from family to work and vice versa). Affective 

event theory provides the logical link between the accumulation of times an employee 

experiences the enrichment between work and family domains (event) to the accumulated 

positive mood about work (affect) and then to workplace attitudes and behaviors like in-

role performance (Table 1). 
 

 The bivariate correlations between family-to-work enrichment and SRJP, in the 

investigation by Carlson et al. (2011), are in a positive direction. However, the correlation 

is significant (0.16, p<0.05) only in one of the two samples they investigated (Table 2). 

Likewise, in their investigation, the bivariate correlations between work-to-family 

enrichment and SRJP are also positive (Table 2). And they are only significant in one 

sample (0.28, p<0.01). Although the correlation coefficient of work-to-family enrichment 

with SRJP is relatively higher than the association between family-to-work enrichment and 

SRJP, this cannot be considered conclusive. 
 

 Family performance is the fulfillment of obligations and expectations stemming from 

the roles associated with participation in the family domain’ (Chen et al., 2014, p. 193). 

Rofcanin et al. (2018) introduced family performance to mediate family-supportive 

supervisor behavior and SRJP. Arguably, enhanced family performance represents 

affective, instrumental, and cognitive resource gains, enabling the focal employee to 

exhibit better in-role job performance. However, it was not significantly associated with 

SRJP in the empirical investigation by Rofcanin et al. (2018) (Table 2). The final construct 

in the positive spill owing to the family is the family support. As a source of social support 

(emotional - listening and empathizing; instrumental - advice and suggestions), family 

support provides resources to working family members which can be utilized at the 

workplace. However, despite this convincing theoretical argument, Muse & Pichler (2011) 

reported a non-significant correlation coefficient between family support and SRJP. 
 

 The second group of positive spillovers is the organization initiatives intended to 

improve employees’ work-life balance. There are three constructs in this group. First, 

work-family programs are the resources provided by employers to help employees fulfil 

family responsibilities and daily routines to achieve work-life balance (Chen et al., 2018). 

These programs (based on support, flexibility, or arrangements) serve as complementary 

resources and are highly supportive in parenting or managing domestic workload. The 

organizations offering such programs are considered employers of choice. Very much in 

line with these notions, Wu and Chang (2018) find a strong positive correlation (0.31, 

p<0.01) between the work-family program and SRJP (Table 2). 
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 Work-family facilitation refers to ‘resources one obtains from work, which may spill 

over to facilitate one’s functioning in the family role’ cited in Wu and Chang (2018). The 

resources obtained from multiple role-playing synergies back to the work domain 

positively influence task performance. Wu and Chang (2018) find a strong positive 

correlation (0.41, p<0.01) between work-family facilitation and STJP (Table 2). The 

underlying arguments under the job demand-resource model and social exchange theory 

for the work-life programs and work-life facilitation are available in Table 1. The findings 

showed that the impact of these constructs is even more profound for female employees. 
 

 The final construct in the second group is the work-family benefit use represents the 

utilization of the benefits for ‘helping employees balance work and family demands.’ These 

benefits are generally believed to have ‘positive implications’ for the organization (Kelly, 

2006). In addition, work-family benefits allow users to conserve net resources for 

performance-related outcomes because of resource maintenance. However, not in line with 

these expectations, Muse and Pichler (2011) did not find a statistically significant 

correlation between work-family benefit use and SRJP (Table 2).  

 

Job Market 

 Two antecedents of the alternative employment opportunity in the job market from the 

studies conducted on SRJP measured from the same scales have been identified. Firstly, 

the attractiveness of alternative employment opportunities captures whether employees’ 

evaluation of these opportunities is good, engaging, and attractive (Thau et al., 2004). In 

their study, the correlation coefficient (Table 2) between the attractiveness of alternative 

employment opportunities and SRJP is positive and significant (0.29, p<0.01).  
 

 Secondly, the perceived ease of alternative employment opportunities in the job market 

serves as an essential boundary condition to explain the relationship between the 

attentiveness of the alternative employment opportunity and performance. The correlation 

between the ease of alternative employment opportunities and SRJP is in the job market. 

Thau et al. (2004) found a non-significant correlation between ease and SRJP. At low ease 

of finding alternative employment, no relationship was found between the attractiveness of 

alternative employment opportunities and SRJP. 

 

Country Context 

 The final non-work-related factor pertains to the country context, which can be a 

potential external life stressor. Only such factors have been identified in the literature on 

SRJP included in this study. De Clercq et al. (2017) focused on the research question: how 

perceived threats of terrorism might enter the workplace and diminish employees’ job 

performance. Where terrorism refers to the ‘extent to which terrorism or the use of violence 

in the pursuit of political goals is a significant preoccupation of people’ (Gould & Klor, 

2010; Sinclair & LoCicero, 2006). The perceived threat of tourism and mortality salience 

generally influence the experience of anxiety (Burke et al., 2010; Greenberg et al., 1986). 

Therefore, De Clercq et al. (2017) further relied on the conservation of resource theory to 

poise that ‘employees’ exposure to stressful conditions lowers job performance is the 

experience of strain - which reflects a depletion of their resource reservoirs.’ They found a 

significant negative relation (-0.29, p<0.01) in line with this notion. 
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Theories/Models Used 

 Eleven studies on SRJP included per the criteria with references to the 14 unique 

antecedents utilized 16 theories and models. The most frequently used lens is conservation 

of resource theory (4 times), followed by social exchange and work-like role conflicts 

(twice each). All other theories have been used once in the sampled articles. The description 

of these theories is beyond the scope of the studies. For interested readers, the 

theories/models used in the context of job performance and the seminal work references 

are presented in Table 3. 

 

Table 3 

Theories Used to explain Antecedents of SRJP 

Theory / Model Seminal Work 

conservation of resources Hobfoll (1989) 

social exchange Blau (1964) 

work-life role conflict Greenhaus & Beutell (1985) 

affective events Weiss & Cropanzano (1996) 

gender role Eagly (1987) 

job demands-resources Demerouti et al. (2001) 

power-dependence Emerson (1972a; 1972b) 

rational choice models Heath (1976) 

terror management Greenberg et al. (1986) 

work-family initiatives Kelly et al. (2008 

work–home resources model Ten Brummelhuis & Bakker (2012) 

 

DISCUSSION AND CONCLUSION 
 

 Over the years, the understanding of job performance has been chiefly confined to 
work-related phenomena (e.g., job, leadership, employee attitudes/behaviors, workplace 
context, etc.). Rather than the traditional stream of knowledge, we systematically review 
the limited literature – published in the eleven high-quality journals over about 15 years – 
about the non-work-related antecedents of SRJP. The study offers an in-depth 
understanding of job performance using a non-traditional mixed methodology. The paper 
identified 14 unique non-work-related constructs that may be grouped into three 
dimensions, family, job market, and society. 
 

 Per our expectation, despite our strict inclusion criteria (articles published during 2004-
19, only in JCR journals, measuring SRJP by Williams & Anderson, 1991), 312 articles 
are available. Of these articles, less than 4 percent investigated non-work-related constructs 
for predicting SRJP. Consider that the workplace has changed in recent years, particularly 
during and after COVID-19. Increasing adoption of the work-from-home approach, or 
using mobiles, smartphones, laptops, etc., are being practiced. Therefore, the non-work 
domain has become more crucial to understand, and more research is needed to match this 
requirement.  
 

 Family-related constructs dominate non-work-related antecedents of job performance. 
Of the 14 non-work-related antecedents (investigated 21 times) in the sample articles, 12 
are related to the family. Although family-work conflict is one of the major themes, the 
conflict is bi-directional, and it may spill over from family to work or from work to family. 



Non-work-related Antecedents of Supervisor-Rated Job Performance… 268 

Per the cross-domain theory, since work is the receiving domain of conflict, FWC rather 
than WFC would predict job performance (Frone et al., 1992). On the other hand, the 
matching-domain hypothesis posits that since conflict expresses its immediate effects on 
the domain from which the conflict originates, WFC rather than FWC would predict job 
performance (Amstad et al., 2011). Of the eight correlations of both types of conflicts 
analyzed in the study, five were non-significant. The significant correlation of the self-
rated family-to-work conflict with SRJP is modest. 
 

 Interestingly, for the remaining two correlation coefficients, the supervisor-rated 
conflict strongly relates to SRJP. Although all coefficients’ direction is negative, we have 
reached the same conclusion (Li et al., 2017) that empirical support for both (cross-domain 
and matching-domain) ‘hypotheses is far from conclusive.’ Family problems also do not 
relate significantly to SRJP.  
 

 While both general conflicts seem much less critical than considered, intimate partner 
aggression, a specific type of damaging spillover, is the most important antecedent of job 
performance. Regarding positive spillovers of the family to work, this study finds that even 
these are unimportant for predicting job performance. Both directions of enrichment do 
exhibit some importance. However, studies are two few and should not be considered 
conclusions. Employers’ initiative to offer formal mechanisms, work-family facilitation, 
and work-family programs (Wu & Chang, 2018) are the essential antecedents among all 
positive spillovers to influence SRJP. The employers’ formal initiates simplify meeting 
cross-domain role expectations while reducing work hours and workload. When employees 
believe their employer is concerned about their well-being, they are more likely to put in 
extra effort and become more invested in their work. 
 

 Only one study (Thau et al. 2004) attempts to relate two job market-based antecedents 
in our sample. The attractiveness of alternative employment opportunities is significant, in 
line with power dependence and rational choice models. When employees find external 
labor market options appealing and feel it is simple to locate other jobs. As a result, they 
have much clout and may strengthen their position in the job market. As a result, the 
employee’s performance in their present job will suffer. This logic does not find empirical 
support, and in fact, job performance increases, maybe through high-performance 
employees’ attempts to signal to the job market and make their presence noted more. 
 

 Only variable about the society (i.e., perceived threats of terrorism) significantly 
decreases SRJP. Employees’ anxiety about their work is harmed by their views of terrorist 
risks, making them less productive. The experience of strain, which indicates a depletion 
of their resource reservoirs and pushes employees to save their remaining resources while 
doing their job responsibilities, is a crucial mechanism that links employees’ experience to 
stressful situations with worse job performance. 

 

Limitations and Directions 
 With this review, we have shown that the non-work domain is an important topic to 
study because the effects of non-work domain affect employees’ behavior and experiences 
at work. Our review has clarified that non-work-related factors influence workplace 
behaviors, which can be harmful and positive. We have shown that the more classical 
hypotheses about work-related and non-work influences are either stress mechanisms or 
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social exchange. However, the empirical evidence is still very scant. Further studies are 
required to understand the spillover effect and its underlying mechanisms.  
 

 Furthermore, most studies in this field have employed a survey-based strategy, with 
only one using a quasi-experimental research design. Studies on the non-work-work 
interface and other SRJP research need to advance towards improved methodological and 
study design techniques. Longitudinal studies can help us better understand the possible 
causal linkages between the non-work-work interface and its correlates. 
 

 These findings also reinforce that work and non-work are no longer distinct realms but 
deeply intertwined. The changing workforce and workplace composition are strongly tied 
to this shifting perspective on the non-work domain. However, our study only focused on 
one type of employee performance measured through the same items during a limited 
period; future studies may also focus on the other types of job performance or team 
performance measured through different resources. Our sample is also limited in the sense 
that it is pre-COVID-19. Thus, post-pandemic scientific evidence needs to be focused on 
enriching our understanding and discovering more non-work-related constructs for the 
prediction of job performance.  
 

 The researcher has utilized several theories to link non-work-related antecedents to job 
performance. Thus, there is enormous potential to develop these perspectives further or 
attempt integration to advance this ignored area of organizational behavior. In addition, 
non-work-related behavior may also be linked to other workplace outcomes, e.g., 
organizational deviance, absenteeism, turnover intention, organizational commitment, and 
job embeddedness.  

 

CONCLUSION 
 

 The role of non-work-related antecedents needs much more academic attention. Mostly 
family-based constructs and considered. However, the findings are so mixed that much 
more causal work is needed to understand the clear link. Five important antecedents have 
been discovered so far, two formal arrangements by organizations (family-to-work 
facilitation and programs) for helping employees deal with the non-work issues. The other 
three are intimate partner aggression, the attractiveness of alternative employment 
opportunities, and the perceived threat of terrorism. Sampled articles pertain to post 
COVID era, and organizations did not realize that non-work-related aspects would become 
so important that the whole job market would change. The lack of understanding in this 
regard is unaffordable to tackle future uncertainties and adjustments in the working 
habits/demands developed during the pandemic. Non-work/work interface domains are 
essential to thoroughly understanding employees’ performance. 
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