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Abstract: This study theorized and examined the effect of performance appraisal purposes on
miners’ organizational citizenship behavior (OCB) via organizational identification. Survey data
from 700 miners in state-owned Chinese coal mine enterprises were analyzed using multiple
regression and bootstrap sampling. Results indicated that both developmental purpose of the
performance appraisal and evaluative purpose of the performance appraisal had positive effects on
overall OCB and its four dimensions via organizational identification. Furthermore, developmental
purpose of the performance appraisal had a stronger relationship with overall OCB and its four
dimensions than evaluative purpose of the performance appraisal. This study provides practical
guidance to assist Chinese and even Asian coal mining enterprises in deciding how to motivate
miners’ OCB through improving a performance appraisal system and how to strengthen miners’
organizational identification.

Keywords: organizational citizenship behavior; performance appraisal purposes; organizational
identification; coal mine enterprises

1. Introduction

In recent years, the numbers of coal mining accidents and resulting deaths in China have decreased.
According to 2016 data from the State Administration of Coal Mine Safety of China [1], 249 coal mining
accidents and 538 mining deaths occurred in China, 29.3% and 10% fewer, respectively, than in 2015.
However, the mortality of one million tons of coal of China in 2016 is 0.106, which is much higher than
that of United States in 2004 since it is only 0.027 [2]. Lowering the number of coal mining accidents
remains a crucial problem to be solved urgently for coal mining enterprises in China. Studies have
indicated that the proportion of coal mining accidents caused by unsafe behavior has increased to
80% [3,4], which indicates that miners’ unsafe behavior is the main cause for the high rate of accidents.
In practice, the traditional security management of China’s coal mining industry pays attention to
the mandatory control [5] and punishment [6] of miners’ unsafe behaviors; these approaches by
authority can influence miners’ attitude and behavior so as to reduce the occurrence of safety accidents
somewhat [7], but easily lead to transient, passive, and negative safety behaviors of miners [8] and are
subsequently harmful to the persistence, conscientiousness and positivity of miners’ safety behaviors.
Conversely, organizational citizenship behavior (OCB) highlights the autonomy, dedication and
persistence of employee behavior when employees actively maintain their organization interests in
the workplace [9–11]. Thus, OCB is able to enhance miners’ sense of responsibility for improving the
level of organization safety [12] and therefore effectively reduce the rate of accident occurrence [13].
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The degree of autonomy and persistence of miners’ safety behaviors can be improved through
encouraging and strengthening their OCB, which makes a positive contribution to the promotion of
enterprises’ safety performance [14].

Moreover, numerous studies have shown that the human resource management practices
(such as performance appraisal) used by enterprises have a direct impact on employees’ attitude
and behavior [15–17]. Furthermore, high-performance human resource management practices can
significantly promote OCB of employees [18]. As an important tool of human resource management
practice, the purposes of performance appraisal (i.e., the ultimate goals for which an organization
use performance appraisal as a tool) that employees perceive [19] can affect employee’s positive
behaviors directly [20]. Two types of performance appraisal purposes are common: developmental
purpose of the performance appraisal and evaluative purpose of the performance appraisal [21].
Performance appraisal purposes differ in their degree of impacts on employees’ positive behaviors [18].
Accordingly, an obvious question is whether miners’ OCB is promoted when the development
purpose of the performance appraisal and evaluative purpose of the performance appraisal are
scientifically incorporated into safety management of Chinese coal mining enterprises that have
obvious characteristics of extensive management. A few scholars have discussed the relationship
between developmental performance appraisal and OCB [22]. However, differential studies that test
the effects on OCB of separating developmental and evaluative purposes of the performance appraisal
are rare.

In addition, types of performance appraisal practices affect employees’ workplace behaviors
by mainly influencing their attitudes [18]. Therefore, the attitude variables are the key variables
that connect performance appraisal purposes and OCB [23,24]. An important variable measuring
employee’s attitude is organizational identification, which is defined as the consistency of individual
values and organizational values and individual emotional attachment to an organization as a member
of the organization [25]. Organizational identification is not only affected by the performance appraisal
purposes [26], but also plays an important role in employees’ workplace behaviors [27]. Organizational
identification may serve as a mediating variable between performance appraisal purposes and
miners’ OCB.

There is a large body of literature in relation to OCB that involves industries such as
general services, banking and financial services, and manufacturing [28], the state electrical grid
industry [29], the technology industry [30], and the education industry [31]. The antecedent
variables of OCB have been explored from four aspects: individual characteristic variables,
task characteristic variables, organizational characteristic variables, and leadership variables.
Research about individual characteristics involves aspects of job satisfaction [32], job insecurity [29],
organizational commitment [33], organizational justice [34], age [35], gender [36], years of service [37],
and education [38]. Research about task characteristics examines task routine [39], task feedback [40],
and internal incentives of tasks [41]. Research about organizational characteristics focuses on
organizational culture [42], organizational structure (e.g., hierarchy and forms of control) [43,44] and
organizational type [45]. Research about leadership variables concerns transformational leadership [46],
transactional leadership [47] and psychological contract [48]. Existing research related to coal
mining enterprises has tended to focuses on human factors of accidents such as deliberate violation
behaviors [49], counterproductive work behaviors [50], and risk-taking behaviors [51]. Whereas several
researchers have studied safety management practices in coal mining enterprises from the perspective
of miners’ OCB promotion. Among these studies is research about the relationship between safety
climate and safety citizenship behavior [52], but even this research ignored the effect of performance
appraisal purposes in coal mining enterprises on OCB.

Accordingly, in this paper we assess the effect of two purposes of performance appraisal,
as well as of the level of organizational identification, on the OCB of miners in Chinese mining
enterprises in order to help enterprises managers identify the differential effect of different performance
appraisal purposes on employees OCB and organizational identification, and then design performance
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appraisal system based on different purposes to achieve organization strategy. Our study enriches
the theoretical research on miners’ OCB in coal mining enterprises to provide a reference for future
research. Furthermore, this paper provides guidance for standardizing miners’ workplace behaviors
and promoting the level of safety management in coal mining enterprises through human resource
management practices.

1.1. The Performance Appraisal Purpose and OCB

There has been extensive research on the connotation and structure of employees’ OCB. Organ [9]
defined OCB as “individual behavior that is discretionary, not directly or explicitly recognized by the
formal reward system, and that in the aggregate promotes the effective functioning of the organization”.
Among research about OCB characterized by Chinese native culture, one of the best-known studies
is that of Farh et al. [41], which divided OCB into four levels based on a sample of employees in
organizations in mainland China: individual level (including self-learning, taking initiative, and
keeping work place clean), group level (including interpersonal harmony and helping coworkers),
organization level (including exhibiting voice behavior, protecting and saving company resources,
and participation in group activities), and society level (social welfare participation and promoting
company image).

The applicable characteristics of OCB structure are different in different cultural contexts [53].
Because participants of our research are miners working in Chinese coal mining enterprises, the cultural
context is consistent with the Chinese social cultural context in which Farh et al. [41] explored OCB
structure. Therefore, the four-dimension OCB of Farh et al. [41] based on Chinese native cultural
context was considered to be more suitable for our research than other OCB structural definitions.

The purpose of performance appraisal is the employees’ perception of the ultimate purposes
for which an organization desire to use performance appraisal as a tool [19]. Performance appraisal
purposes includes two types: developmental and evaluative purposes [19,21]. The developmental
purpose of the performance appraisal focuses on improving employees’ work skills and experiences,
including identifying individual’s strengths and weaknesses, and identifying training needs, etc.
In contrast, evaluative purpose of the performance appraisal is concerned with comparing an
individual’s performance to a set standard, to the individual’s previous performance, or to the
performance of other organizational members [54].

The general application of mechanization in the coal mining industry requires higher skill levels
of miners, and the generational differences in miners’ work values are also becoming more pronounced
as the average age of miners continues to decrease [55]. Compared with elder miners who care more
about extrinsic values such as salary and welfare, younger miners pay more attention to intrinsic
values such as personal skills improvement and career development [56]. As noted previously,
the developmental purpose of the performance appraisal mainly helps miners improve their work
skills and ability; this type of appraisal can meet the miners’ demand for self-development and
subsequently motivate miners to learn actively, that is, to promote individual-level OCB [22,57]. At the
same time, because it is an effective tool for improving miners’ work skills, developmental purpose of
the performance appraisal reflects long-term and voluntary organizational support and investment
in miners as individuals. According to social exchange theory, miners tend to reward organizations
that are perceived to offer support and investment to them [58], which is shown as mutual help and
cooperation with colleagues at the group-level OCB [59]. Because developmental purpose of the
performance appraisal provides miners with a positive and supportive work environment, miners’ job
satisfaction and organizational identification will be higher. Thus, miners are more likely to safeguard
the overall interests of the organization and achieve organizational goals [60] through OCB [60,61].
Thus, the following hypothesis is proposed.

Hypothesis 1a. The developmental purpose of the performance appraisal is positively related to overall OCB
and its four dimensions of miners.
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Evaluative purpose of the performance appraisal refers to assessment by coal mining enterprises
of previous work performance of miners; the appraisal results are used as the basis of human
resource activities such as salary decision-making, promotion, and retention or dismissal decisions [54].
However, evaluative purpose of the performance appraisal is unable to satisfy miners’ professional
development demands for identifying their own strengths and weaknesses and improving work
skills; thus, this type of appraisal purposes tends to inhibit employees’ initiative and enthusiasm
to maintain interests of the organization. As a consequence, individual-level OCB such as taking
initiative is reduced [62]. Moreover, evaluative purpose of the performance appraisal also judges
the “good” and “bad” among miners according to assessment results, which can cause conflicts
between employees and aggravate their insecurity and competitive pressures, and subsequently
increase the vicious competition between miners and the decline of group-level OCB such as helping
colleagues [63]. Moreover, evaluative purpose of the performance appraisal will enhance the degree of
adhesion between the results of performance appraisal and the individual benefits, which will lead to
the outcomes that miners only focus on their own interests rather than collective and organizational
interests [64], and reduce organization-level OCB. In addition, the social-level OCB will also be reduced
due to miners ignoring the enterprise’s image in society. Thus, the following hypothesis is proposed.

Hypothesis 1b. The evaluative purpose of the performance appraisal is negatively related to overall OCB and
its four dimensions of miners.

1.2. The Mediating Effect of Organizational Identification on the Relationship between Performance Appraisal
Purposes and OCB

With the increasing proportion of younger employees in coal mining enterprises, the personal
needs of miners gradually shift from attention on extrinsic rewards such as salary and welfare to a focus
on intrinsic rewards such as promotion of personal ability and career development. Developmental
purpose of the performance appraisal focuses on skills-upgrading and career development planning of
miners. It can provide miners with a supportive institutional environment encompassing diverse skills
training and broad career paths based on their self-characteristics [65]. Thus, developmental purpose
of the performance appraisal is consistent with an individual’s intrinsic needs, which will stimulate
miners’ organizational identification [26]. Thus, the following hypothesis is proposed.

Hypothesis 2a. The developmental purpose of the performance appraisal is positively related to miners’
organizational identification.

Individuals with strong organizational identification tend to protect the overall interests of the
organization and take actions that are beneficial to the organization so as to make the organization
succeed [66,67]. For instance, miners will undertake self-level OCB, such as actively carrying out
extra vocational training, to promote their work skills and subsequently reduce the safety risks in the
workplace [68]. Group-level OCB, such as helping coworkers, is performed to promote interpersonal
harmony [69]. Organization-level OCB, such as protecting and saving company resources, is carried out
to help enterprises reduce production costs [70]. Society-level OCB, such as social welfare participation,
is adopted to promote company image [71]. Thus, the following hypothesis is proposed.

Hypothesis 2b. Organizational identification mediates the relationship between developmental purpose of the
performance appraisal, and overall OCB, as well as its four dimensions of miners.

Evaluative purpose of the performance appraisal uses appraisal outcomes as the basis of rewards
and punishments. The relationship between employees and an organization is only a short-term
oriented economic exchange [72], which fails to meet the long-term development needs of miners,
such as promotion of occupational ability and career development planning, and then undermines
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the organizational identification of miners [59]. Moreover, the evaluative purpose of the performance
appraisal will compare advantages and disadvantages between miners based on appraisal outcomes,
which will decrease miners’ self-esteem and work enthusiasm, and increase work stress and job
insecurity, and thereby hinder organizational identification of miners [67]. Thus, the following
hypothesis is proposed.

Hypothesis 3a. Evaluative purpose of the performance appraisal is negatively related to miners’ organizational
identification.

The weakening of organizational identification will reduce miners’ sense of responsibility in
safeguarding the overall interests of the group and the organization [73], and subsequently result in
decreasing OCB that is conducive to the safe operation of coal mining enterprises [74]. For instance,
miners will not sacrifice their free time to demonstrate individual-level OCB such as extra occupational
training. Miners will ignore the interests of the group, which will lead to the reduction of group-level
OCB such as helping coworkers [75]. Moreover, miners tend to focus on personal interests and
overlook interests of the organization, and are less likely to perform organization-level OCB such as
protecting and saving company resources [70]. In addition, miners will avoid society-level OCB such
as social welfare participation that promotes organizational image [76]. Thus, the following hypothesis
is proposed.

Hypothesis 3b. Organizational identification mediates the relationship between evaluative purpose of the
performance appraisal and overall OCB, as well as its four dimensions of miners.

Accordingly, the hypothesized model used in this study is shown in Figure 1.
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Figure 1. Hypothesized model of the processes linking performance appraisal purpose to
organizational citizenship behavior through organizational identification.

2. Methods

2.1. Participants and Procedure

We studied first-tier miners and foremen in state-owned coal mine enterprises and collected data
through questionnaires on the spot. During the survey process, investigators communicated with
miners at the first-line miners’ pre-shift meeting; this included explaining the questionnaires and
answering questions so that miners could complete the questionnaires effectively. The time allowed to
finish the questionnaire was limited to 20 to 30 min.

We distributed 1000 questionnaires via face-to-face meetings with miners, and 810 were returned.
Of these, 110 invalid copies were discarded for being incomplete, leaving 700 valid questionnaires for
analysis (86.4% of the 810 returned).
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2.2. Measures

2.2.1. Independent Variables (Performance Appraisal Purpose)

The two-dimensional performance appraisal purpose was measured using a nine-item scale
developed by Boswell and Boudreau [21]. Developmental purpose of the performance appraisal was
assessed using five items. Items included statements such as “performance appraisal identifies my
strengths and weaknesses”. Evaluative purpose of the performance appraisal was assessed using
four items, including statements such as “the results of performance appraisal determine the level
of my salary”. The respondents indicated their degree of agreement to these items on a five-point
scale ranging from “strongly disagree” (1) to “strongly agree” (5). The Cronbach alpha estimates for
developmental purpose of the performance appraisal and evaluative purpose of the performance
appraisal were 0.849 and 0.898, respectively.

2.2.2. Mediator Variable (Organizational Identification)

The six-item scale developed by Ashforth and Mael [77] for organizational identification has
shown high reliability and has been widely used by many scholars, such as Yoshida et al. [78]
and Loi et al. [79]. Thus, we also used this scale to measure the miners’ levels of organizational
identification, including statements such as “When someone praises my organization, it feels like a
personal compliment”. The respondents used a five-point Likert-type scale to indicate their agreement
(1 = “strongly disagree” and 5 = “strongly agree”) with each of the items in these scales. The Cronbach
alpha estimate for organizational identification was 0.844.

2.2.3. Dependent Variables (Organizational Citizenship Behavior)

OCB was measured using the 30-item scale used by Farh et al. [41] to measure the four
OCB dimensions of employees of enterprises in mainland China. Individual-level OCB was
measured using eight items with statements such as “I volunteer for overtime work when needed”.
Group-level OCB was assessed using ten items with statements such as “I help others with
urgent and heavy workloads”. Organization-level OCB was measured using seven items with
statements such as “I save company resources such as electricity and water”. Society-level OCB
was measured using five items with statements such as “I participate in community service,
such as aiding elders in the community”. All items were scored on a five-point Likert-type
scale (1 = “completely disagree” to 5 = “completely agree”). The Cronbach alpha estimates for
individual-level, group-level, organization-level, and society-level OCBs were 0.846, 0.933, 0.917,
and 0.920, respectively. The Cronbach alpha estimate was 0.964 for overall OCB scale.

2.2.4. Control Variables

Previous research illustrated the significant effects of personal characteristics, such as marital
status, age, educational level, years of service, and monthly income on OCB [33,41,76–78]. Therefore,
we controlled for the demographics of physical health status, marital status, age, educational level,
job tenure, and monthly income. Among the 700 valid respondents, 65.7% were in good health or
better, 94.3% were married, 32.6% were between 18 and 36 years old, 79.7% had junior high school
education or lower, and 59.1% had 3–9 years of service. Furthermore, 80.9% of participants’ monthly
incomes were between 468 and –780 dollars.

2.3. Data Analysis

A series of hierarchical regression analyses were performed to test hypotheses. Following
suggestions of Preacher and Hayes [80], two analytical approaches were used to analyze the mediating
effect. First, the standard Baron and Kenny [81] procedures were adopted. In this approach,
the hypothesized X→M→Y model is considered to be supported if X (independent variable) has
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significant effects on M (mediator) and Y (dependent variable), and M has a significant effect on Y
after accounting for X. The mediating effect is considered to be supported when the impact of X on Y
is reduced with both X and M included in the same regression equation predicting Y. Second, we used
Hayes’ PROCESS program to perform bootstrap sampling (bootstrap sample size = 5000) to examine
the significance of the indirect effect of performance appraisal purpose on OCB and its four dimensions
through organizational identification. When 95% CI of the indirect effect did not contain zero, it is
considered that mediating effects of variables were significant. When compared to the traditional
test methods, such as the Sobel test, bootstrap sampling can produce a more accurate estimate of the
indirect effect [82], and thus is widely used in many fields.

3. Results

3.1. Descriptive Statistics

The descriptive statistics and correlations for all variables are shown in Table 1. The mean value
of developmental purpose of the performance appraisal (ū = 3.45) was 0.54 points higher than that
of evaluative purpose of the performance appraisal (ū = 2.91). These results indicated that coal
mining enterprises not only take performance appraisal results as an important basis for making such
decisions as allocation rewards, salary increases, and job promotions, but also pay more attention
to using performance appraisal results to help miners identify their strengths and weaknesses and
improve their ability. The mean value of organizational identification was 3.74, indicating that miners
in coal mining enterprises have a high level of organizational identification. In addition, the mean
value of overall OCB was 3.90. Among the four dimensions, the mean value of individual-level OCB
was the lowest (ū = 3.63), and that for group-level OCB was the highest (ū = 4.02). These results showed
that miners in coal mining enterprises are relatively more likely to perform group-level OCB such as
helping coworkers, and less likely to conduct individual-level OCB such as self-learning. This outcome
is consistent with research of Rhee et al. [83], and in line with the Chinese-specific cultural context in
which employees in enterprises of China attach importance to interpersonal relationships.

Table 1. Descriptive statistics: Means, SD and correlations among study variables.

Variable ū SD 1 2 3 4 5 6 7 8

1. DPA 3.45 0.89 1
2. EPA 2.91 1.20 0.21 ** 1
3. OCB 3.90 0.76 0.46 ** 0.18 ** 1
4. OCB-I 3.63 0.89 0.43 ** 0.21 ** 0.83 ** 1
5. OCB-G 4.02 0.80 0.42 ** 0.15 ** 0.93 ** 0.67 ** 1
6. OCB-O 3.98 0.85 0.42 ** 0.13 ** 0.92 ** 0.65 ** 0.84 ** 1
7. OCB-S 3.99 0.92 0.38 ** 0.14 ** 0.86 ** 0.59 ** 0.76 ** 0.81 ** 1
8. OID 3.74 0.86 0.53 ** 0.18 ** 0.60 ** 0.53 ** 0.55 ** 0.53 ** 0.50 ** 1

Note: N = 700; ** p < 0.01, * p < 0.05; ū = means, SD = standard deviations. DPA = Developmental purpose of the
performance appraisal, EPA = Evaluative purpose of the performance appraisal; OCB = Organizational citizenship
behavior; OID = Organizational identification. Variables No. 4–7 indicate sub-scales of organizational citizenship
behavior: OCB-I = Individual-level organizational citizenship behavior, OCB-G = Group-level organizational
citizenship behavior, OCB-O = Organizational-level organizational citizenship behavior, OCB-S = Society-level
organizational citizenship behavior.

3.2. Regression Analysis

The regression results from models M1–M27 testing our hypotheses are reported in Tables 2–4
by adding control variables (physical health status, marital status, age, educational level,
years of service and monthly income), independent variables (developmental purpose of the
performance appraisal and evaluative purpose of the performance appraisal), and mediator variables
(organizational identification).
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Table 2. Regression results for performance appraisal purpose on organizational identification (OID)
and organizational citizenship behavior (OCB).

OID OCB

M1 M2 M3 M4 M5 M6 M7

Health 0.04 0.07 0.04 0.05 0.03 0.08 * 0.04
Marriage −0.00 −0.02 −0.03 −0.03 −0.03 −0.04 −0.03

Age 0.02 0.03 0.02 0.03 0.02 0.04 0.03
Education 0.04 0.06 0.01 0.04 0.02 0.05 0.02

Tenure −0.02 −0.04 −0.03 −0.03 −0.02 −0.05 −0.03
Income 0.03 0.06 0.10 ** 0.11 ** 0.10 ** 0.14 ** 0.10 **

DPA 0.53 ** 0.45 ** 0.20 **
EPA 0.18 ** 0.17 ** 0.07 **
OID 0.58 ** 0.48 ** 0.57 **
R2 0.24 0.40 0.07 0.38

∆R2 0.16 0.31
F 30.70 57.30 6.836 51.69

Note: N = 700. M1–M7 = regression models 1–7; ** p < 0.01, * p < 0.05. DPA = Developmental purpose of the
performance appraisal, EPA = Evaluative purpose of the performance appraisal; OCB = Organizational citizenship
behavior; OID = Organizational identification. R2 = Coefficient of determination, it represents the degree of
interpretation of the variable X for Y in the equation; ∆R2 represents the changes in the degree of interpretation of
the variable X for Y in the equation; F represents that he linear relationship of the regression equation is significant.

Table 3. Regression results for performance appraisal purpose and organizational identification (OID)
on individual-level organizational citizenship behavior (OCB-I) and group-level OCB (OCB-G).

OCB-I OCB-G

M8 M9 M10 M11 M12 M13 M14 M15 M16 M17

Health 0.05 0.06 0.05 0.09 * 0.05 −0.01 0.00 −0.01 0.03 −0.01
Marriage −0.04 −0.04 −0.04 −0.05 −0.04 −0.02 −0.02 −0.02 −0.03 −0.02

Age −0.01 0.00 0.00 0.02 0.00 0.00 0.01 0.00 0.01 0.00
Education 0.03 0.05 0.03 0.06 0.04 0.00 0.02 0.00 0.04 0.01
Tenure −0.06 −0.06 −0.05 −0.08 −0.06 −0.03 −0.04 −0.03 −0.06 −0.03
Income 0.10 ** 0.11 ** 0.09 ** 0.12 ** 0.09 ** 0.10 ** 0.11 ** 0.10 ** 0.13 ** 0.10 **

DPA 0.41 ** 0.20 ** 0.41 ** 0.17 *
EPA 0.21 ** 0.12 ** 0.14 ** 0.05
OID 0.51 ** 0.41 ** 0.49 ** 0.54 ** 0.45 ** 0.54 **
R2 0.21 0.33 0.08 0.31 0.19 0.34 0.05 0.32

∆R2 0.12 0.23 0.15 0.27
F 25.654 41.817 8.782 39.242 23.151 43.806 4.692 40.249

Note. N = 700. M8–M17 = regression models 8–17; ** p < 0.01, * p < 0.05. DPA = Developmental purpose of the
performance appraisal; EPA = Evaluative purpose of the performance appraisal; OID = Organizational identification;
OCB-I = Individual-level organizational citizenship behavior, OCB-G = Group-level organizational citizenship
behavior. R2 = Coefficient of determination, it represents the degree of interpretation of the variable X for Y in
the equation; ∆R2 represents the changes in the degree of interpretation of the variable X for Y in the equation;
F represents that he linear relationship of the regression equation is significant.

Table 4. Regression results for performance appraisal purpose and organizational identification (OID)
on organizational-level organizational citizenship behavior (OCB-O) and society-level OCB (OCB-S).

OCB-O OCB-S

M18 M19 M20 M21 M22 M23 M24 M25 M26 M27

Health 0.04 0.05 0.03 0.07 0.04 0.06 0.07 0.05 0.09* 0.06
Marriage −0.03 −0.03 −0.03 −0.04 −0.03 −0.02 −0.02 −0.02 −0.03 −0.02

Age 0.05 0.06 0.05 0.07 0.05 0.05 * 0.05 0.05 0.06 0.05
Education 0.03 0.05 0.03 0.06 0.03 −0.01 0.01 −0.01 0.02 0.00
Tenure −0.01 −0.01 0.00 −0.03 −0.01 0.01 0.01 0.01 −0.01 0.01
Income 0.08 * 0.09 * 0.08 * 0.11 ** 0.08 * 0.08 * 0.09 * 0.07 * 0.10 ** 0.08 *

DPA 0.41 ** 0.20 ** 0.37 ** 0.15 **
EPA 0.12 ** 0.03 0.14 ** 0.05
OID 0.52 ** 0.41 ** 0.51 ** 0.49 ** 0.41 ** 0.48 **
R2 0.20 0.32 0.04 0.29 0.16 0.28 0.05 0.27

∆R2 0.12 0.25 0.12 0.22
F 24.152 39.936 4.405 35.112 18.791 33.704 4.609 31.402

Note: N = 700. M18–M27 = regression models 18–27; ** p < 0.01, * p < 0.05. DPA = Developmental purpose of the
performance appraisal; EPA = Evaluative purpose of the performance appraisal; OID = Organizational identification;
OCB-O = Organizational-level organizational citizenship behavior, OCB-S = Society-level organizational citizenship
behavior. R2 = Coefficient of determination, it represents the degree of interpretation of the variable X for Y in
the equation; ∆R2 represents the changes in the degree of interpretation of the variable X for Y in the equation;
F represents that he linear relationship of the regression equation is significant.
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As the results shown in Tables 2–4, both developmental purpose of the performance appraisal and
organizational identification had positive and significant effects on overall OCB, individual-level OCB,
group-level OCB, organization-level OCB, and society-level OCB, respectively). Thus, Hypothesis 1a
was supported. Model M1 (Table 1) showed a positive relationship between developmental purpose of
the performance appraisal and organizational identification, therefore Hypothesis 2a was supported.
Even after taking organizational identification into account, the positive effects of developmental
purpose of the performance appraisal on overall OCB, individual-level OCB, group-level OCB,
organization-level OCB, and society-level OCB were still significant (but reduced).

In addition, as the results shown in Tables 2–4, the bootstrapping test indicated that the
indirect effects of developmental purpose of the performance appraisal on overall OCB (i.e.,
indirect effect = 0.2184, 95% confidence interval (CI) = [0.1652, 0.2781]), individual-level OCB (i.e.,
indirect effect = 0.2201, 95% CI = [0.1611, 0.2890]), group-level OCB (i.e., indirect effect =0.2183,
95% CI = [0.1617, 0.2825]), organization-level OCB (i.e., indirect effect = 0.2100, 95% CI = [0.1545,
0.2762]), and society-level OCB (i.e., indirect effect = 0.2285, 95% CI = [0.1664, 0.3003]) via organizational
identification were significant, because the 95% CI of the indirect effect did not contain zero.
Therefore, organizational identification partially mediated the effects of developmental purpose of the
performance appraisal on overall OCB and its four dimensions, and Hypothesis 2b was supported.

Evaluative purpose of the performance appraisal had positive and significant effects on
organizational identification, overall OCB, individual-level OCB, group-level OCB, organization-level
OCB and society-level OCB. Thus, Hypotheses 1b and 3a were refused. The positive effects of
evaluative purpose of the performance appraisal on overall OCB and individual-level OCB were
significant (and reduced) after taking organizational identification into account. However, after taking
organizational identification into account the positive effects of evaluative purpose of the performance
appraisal on group-level OCB, organization-level OCB, and society-level OCB were nonsignificant.

In addition, the bootstrapping test indicated that the indirect effects of evaluative purpose of the
performance appraisal on overall OCB (i.e., indirect effect = 0.0651, 95% CI = [0.0347, 0.0973]),
individual-level OCB (i.e., indirect effect = 0.0657, 95% CI = [0.0364, 0.1015]), group-level
OCB (i.e., indirect effect = 0.0641, 95% CI = [0.0354, 0.0956]), organization-level
OCB (i.e., indirect effect = 0.0648, 95% CI = [0.0357, 0.0992]), and society-level OCB
(i.e., indirect effect = 0.0667, 95% CI = [0.0371, 0.1001]) via organizational identification were
significant because the 95% CI of the indirect effects did not contain zero. Therefore, organizational
identification partially mediated the effects of evaluative purpose of the performance appraisal on
overall OCB and individual-level OCB, and completely mediated the effects of evaluative purpose of
the performance appraisal on group-level, organization-level and society-level OCB. Thus Hypothesis
3b was supported.

It is worth noting that income is positively correlated with overall OCB and its four dimensions.
It may be that as incomes increase, people perceive an increase in feedback from the organization.
According to the theory of social exchange, employees also reward the organization by adopting
extra-role behaviors such as OCB.

4. Discussion

4.1. The Relationship between Performance Appraisal Purpose and OCB

The results verified a positive relationship between developmental purpose of the performance
appraisal and overall OCB and its four dimensions. A possible reason for this outcome may be
that developmental purpose of the performance appraisals apply an individual’s appraisal results
to help miners identify their own strengths and weaknesses and improve their working ability.
These improvements are essential for works in coal mine industry since it’s work condition is more
dangerous compared with other industries. In so doing, career development demands related to
personal skill promotion of miners are satisfied, and demands for intrinsic values such as promotion of
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personal skills and career development are validated, which is consistent with the study of Han et al.
who investigate three large state-owned coal mining groups in China [84]. According to social exchange
theory, when one party helps or benefits another party, there is an expectation of a future repayment
that meets the supplier’s requirements. Similarly, when miners perceive organizational support and
organizational investment in themselves, they tend to give more positive feedback to the organization,
such as more OCB.

Our study found that evaluative purpose of the performance appraisal can positively promote the
overall OCB and its four dimensions. The reason for this finding may be attributed to the fact that in
the Chinese native cultural context, appraisers tend to have cognitive biases when evaluating miners’
performance [85]. In addition to objective performance indicators, contextual performance is also an
important criterion and metric when appraisers evaluate employees [86]. Similarly, OCB such as saving
organizational resources can significantly improve the contextual performance of an organization [87],
and further affect the results of miners’ performance appraisal. Therefore, with the aim to present a
“good soldier” image in front of the leaders [86], miners will adopt various impression management
strategies to actively present false OCB and exert influence on the appraiser’s judgment of their
behavior [88], thereby further improving their performance appraisal level to gain rewards and
avoid punishments.

According to the findings of this study, the impact of developmental purpose of the performance
appraisal on overall OCB and its dimensions is significantly stronger than that of evaluative purpose
of the performance appraisal. This shows that although miners in coal mining enterprises pay
attention to extrinsic rewards such as salary and welfare; however, they may be more concerned
about the improvement of vocational skills and the prospect of career development. Compared
with short-term and results-oriented evaluative purpose of the performance appraisal, long-term
oriented developmental purpose of the performance appraisal will pay more attention to the results
of the appraisal as a tool to help miners identify their own strengths and weaknesses, and improve
occupational skills. Thus, developmental purpose of the performance appraisal will be more able to
meet the miners’ needs for skills promotion and career development and promote their motivation.

4.2. The Mediating Effects of Organizational Identification

Our study confirms that organizational identification has a partial mediating effect on the
relationship between developmental purpose of the performance appraisal and overall OCB and
its four dimensions. This finding suggests that, because developmental purpose of the performance
appraisal meets miners’ needs for self-development such as skills promotion and career development,
miners are more likely to perceive support and help from organizations that use this type of appraisal.
The perceived support will enhance miners’ organizational identification and further encourage miners
to perform OCB to achieve organizational success.

Our study also found that organizational identification has a mediating effect on the relationship
between the evaluative purpose of the performance appraisal and overall OCB and its four dimensions.
This finding suggests that when the evaluative purpose of the performance appraisal is used to reward
or punish miners according to their appraisal results, miners will perceive that their own individual
efforts get fair and reasonable recognition and repayments from the organization. This perception will
motivate miners’ initiative for work and enhance their organizational identification. Consequently,
miners would like to actively undertake OCB to improve personal performance and contextual
performance in order to get more organizational rewards and avoid punishment.

5. Implications for Research and Practice, Limitations, and Future Research

Our study mainly makes a theoretical contribution to the following two aspects of OCB research.
First, it explores the effects of two kinds of performance appraisal purposes on miners’ OCB. On the
one hand, our study innovatively advances safety behavior management research in the coal mining
industry by exploring the regularity characteristics of the miners’ active safety behaviors from the
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perspective of effects of performance appraisal purposes on OCB. On the other hand, our study verifies
the importance of human resources management practices to safety management of coal mining
enterprises, and calls for transition from the previously used extensive and mandatory management
approaches to people-oriented human resources management in coal mining enterprises. This finding
further improves safety management theory and practice. Second, our research investigated the
mediating effect of organizational identification on the relationship between performance appraisal
purposes and OCB. By contradicting the “economic man” hypothesis proposed in previous studies
(i.e., the idea that employees are concerned only with welfare and salary), our research proved that
human resource management practice in coal mining enterprises affects the degree of “emotional
binding” between miners and coal mining enterprises [89] and further affects miners’ positive OCB.

Conclusions from this study are of great practical significance in motivating miners’ OCB in
coal mining enterprises from the perspective of performance appraisal practice. First, we found
that both developmental purpose of the performance appraisal and evaluative purpose of the
performance appraisal have positive effects on OCB. Therefore, the performance appraisal of
coal mining enterprises should focus on both “development” and “evaluation”, and subsequently
promote miners’ organizational identification and OCB. Additionally, developmental purpose of the
performance appraisal can improve miners’ OCB better than evaluative purpose of the performance
appraisal; thus, performance appraisal results are not only useful as a basis for salary and promotion,
but also relate to miners’ skills improvement and career development. On the one hand, performance
appraisal should take specific needs of miners in different positions into account, and emphasize and
distinguish differences in the contents and methods of performance appraisal. Additionally, targeted
training guidance for miners should be provided according to their required skills. On the other
hand, to the extent possible, performance appraisal should provide services such as self-assessment
opportunities and career development planning consultation for miners in different stages of their
careers. In so doing, miners’ OCB can be promoted effectively.

Second, organizational identification among miners is not only affected by performance appraisal
purposes, but also has a significant and positive impact on the miners’ OCB. Accordingly, coal mining
enterprises should pay attention to the key role of organizational identification in promoting OCB of
miners. In the same situation of performance appraisal practice, differences in needs of individual
miners could lead to differences in the degree of miners’ organizational identification to a coal mining
enterprise. Thus, it is essential that the design of a performance appraisal system in a coal mining
enterprise should consider the miners’ different characteristics because these differences may affect the
relationship between two kinds of performance appraisal purposes and organizational identification.
Enterprises should thus implement differentiated management strategies for miners with different
needs. For those miners who pay more attention to salary and welfare, coal mining enterprises should
perfect the compensation and welfare system as much as possible and cultivate miners’ organizational
identification on the basis of meeting their material needs so as to stimulate them to perform more
OCB. For miners who value self-development more than extrinsic rewards, coal mining enterprises
should provide more organizational support and resources to help miners’ promote their occupational
skills and career advancement in order to enhance their organizational identification and subsequently
stimulate their OCB.

Despite the innovative nature and significance of our research, it has some limitations. First,
all survey respondents were front-line miners and foremen; we ignored middle and senior managers.
Future research can increase the breadth of the respondent sample population to include middle
and senior managers, and compare differences in the relationships between performance appraisal
purposes and OCB for employees at different levels of management. Second, “common method
bias” is a potential source of error because our data were collected from a single source at one
time. However, both performance appraisal purposes and organizational identification belong
to psychological variables of miners that can be accurately measured by self-reporting methods.
As for OCB, few differences in results between self-appraisal and independent appraisal have been
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measured according to the meta-analysis of Carpenter, Berry, and Houston [90]. Nevertheless,
future research should adopt independent appraisal or objective measures to reduce the impact
of common method bias. Finally, the data used in this research were collected from employees in coal
mining enterprises; thus our research may have a certain bias, therefore, future research should add
Thompson’s long-linked technology [91] to avoid such problems.

6. Conclusions

This research used questionnaires and empirical analysis to explore the relationship between
performance appraisal purposes and OCB as well as the mediating role of organizational identification
of front-line miners in Chinese coal mining enterprises. The conclusions are as follows.

(1) Both development performance appraisal and evaluative purpose of the performance appraisal
significantly and positively affect overall OCB and its four dimensions. However, compared with
evaluative purpose of the performance appraisal, developmental purpose of the performance
appraisal has a stronger impact on overall OCB and its four dimensions. This finding
indicates that miners will be motivated to perform more OCB when coal mining enterprises use
performance appraisal results to help miners improve their occupational ability and promote
career development.

(2) Both development performance appraisal and evaluative purpose of the performance appraisal
significantly and positively affect organizational identification. In addition, compared with
evaluative purpose of the performance appraisal, developmental purpose of the performance
appraisal has a stronger impact on organizational identification. Because miners in coal mining
enterprises pay more attention to intrinsic demands such as skill upgrading than to extrinsic
demands such as salary and welfare, developmental purpose of the performance appraisal is more
able to meet intrinsic demands of miners compared with evaluative purpose of the performance
appraisal. Consequently, developmental purpose of the performance appraisal is more likely
than evaluative purpose of the performance appraisal to enhance organizational identification.

(3) Organizational identification has significant and positive impacts on OCB and its four dimensions.
Higher organizational identification can effectively enhance miners’ sense of responsibility for
maintaining organizational interests, which motivates miners to perform more OCB.

(4) Organizational identification partially mediates the effects of developmental purpose of
the performance appraisal on overall OCB, as well as on individual-level, group-level,
organization-level, and society-level OCB. Organizational identification partially mediates the
effects of evaluative purpose of the performance appraisal on overall OCB and individual-level
OCB, and completely mediates the effects of evaluative purpose of the performance appraisal
on group-level, organization-level, and society-level OCB. These conclusions show that
organizational identification is one of the key variables that connects miners’ performance
appraisal purposes and OCB.
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