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ABSTRACT
This survey examines the socio-demographic predictors of job involvement
of three hundred and thirty-nine rice mill workers in Abakaliki, Ebonyi
State, Nigeria. The aim is to show how the basic socio-demographic elements
correlate with job involvement thereby enhancing productivity. A sample of
301 (24.7%) participants was selected out of a population of 1217 workers
using the Taro Yamane's formula. The stratified and simple random sampling
techniques are used to select the respondents. Data are generated through a
19-item structured questionnaire administered to the respondents. The
Spearman Rank Order Correlation (Spearman rho) is used to test seven
hypotheses in the study at 0.01 alpha levels. Anchored on Vroom’s expectancy
theory, the study presupposes that high job involvement occurs when workers
expectations are met and low job involvement occurs when workers
expectations are not met.  Four socio-demographic variables (age, gender,
marital status and job type) negatively correlate with job involvement, while
the other three variables (education, tenure and pay/salary) positively
correlate with job involvement. Finally, the study recommends that
organisations, employers, or managers should earnestly target and promote
job involvement by especially enhancing the education and salary of workers.

Keywords: Abakaliki Rice Mill, job involvement, socio-demographic
predictors, rice mill workers

INTRODUCTION

Rice is a stable food for most Nigerians and Africans. The “Abakaliki rice” has become
popular in recent times, especially as the Nigerian government has made effort in recent
times to improve on rice production by banning the importation of foreign rice into the
country. The popularity of Abakaliki rice has grown beyond the shores of Nigeria, as
the rice has dominated markets in other African countries and the world at large. The
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production of the Abakaliki rice involves different processes and types of workers
who are involved in different ways. Even, some of these workers come to work in the
rice mill from rural areas that are far from Abakaliki city, where the rice mill industry is
situated. It is obvious that man must work to ensure his survival on earth. As a result,
the modern world produces employees who are either given fully to their work or who
do not take their work serious. Two dimensions (psychological identification with work
and the importance of work productivity or efficiency to individual self-esteem) constitute
the main theoretical conceptualisation of job involvement used in several studies. Job
involvement (JI) describes the attitudes, feelings, and beliefs an individual holds regarding
his job. It is defined as the extent to which one identifies psychologically with one’s
work (Kanungo, 1979, 1982), and is seen as opposite of perception of alienation
(Argyris, 1964; Kanungo, 1982).

Furthermore, Kanungo (1982) submits that highly job involved people
genuinely care for and are concerned about their work. Hirschfeld and Field (2000)
posited that job involvement refers to how people perceive their jobs in relation to (i)
the working environment, (ii) the job itself, and (iii) how their work and life are integrated.
Emery and Barker (2007) posit that employees’ psychological identification with a
specific job depends on the extent of their needs and their perceptions of the potential
of the job to satisfy them. The underlying argument is that one is either psychologically
absorbed in one’s job or psychologically detached from the job, and that a job must
satisfy the needs of an individual worker in order to make the worker involved in such
job. Emphasis is thus placed on the need-satisfying aspects of the job as basic
requirements for job involvement.

A job involved person is one whose work situation is an integral and important
part of his life. Such identification with work is structured by the experience of job
conditions as permitting the satisfaction of important needs (Mgbe, 1994). People are
said to be involved in their jobs when they are highly motivated, feel a sense of solidarity
with the enterprise and feel a sense of pride from their work (Eze, l995). An individual
with a high degree of job involvement would place the job at the centre of his/her life’s
interests, whereas an individual with a low degree of job involvement would place
other things other than their jobs at the centre of his/her life.

In fact, employees with high job involvement enthusiastically take part in the
job related matters (Allport, 1943), recognise performance as main feature of their
self-worth (Gurin, Veroff, and Feld, 1960), assign importance to their jobs as most
important and significant part in life (Dubin, 1956; Lawler and Hall, 1970; Blau, 1985),
see their jobs as being important to their self-image (Lodahl and Kejner, 1965; Kanungo,
1982), and are ego-involved in their work (Muchinsky, 1990). Implicitly, job
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involvement has major impact on productivity and efficiency of employee and work as
well has vital role in increasing job involvement of individual if it plays significant role in
the life of employee (Probst and Tahira, 2000). Also, job involvement is a significant
key factor for creating and increasing motivation of employees in view of organisation
and motivation play important role in productivity and performance of individual (Lawler,
1986). However, Cohen (1999) did not find any evidence of a strong relationship
between job involvement and performance.

As averred by Hirschfeld and Field (2000), low job involvement contributes
to employees’ feelings of alienation of purpose, alienation in the organization, or feeling
of separation between what the employees see as their “life” and the job they do.
Thus, work alienation and job involvement are correlated with one another (Clark,
1959; Seeman, 1959; Lawler and Hall, 1970; Kanungo, 1979; Nichols and Sabin,
1982). Job involvement has negative effect on organisational performance and
productivity, including aggression amongst individuals and groups, employee burnout,
low productivity, tendency to expend little energy, working for external or instrumental
rewards (salary), turnover intentions or likelihood to quit the jobs, employee
dissatisfaction, low worker commitment, absenteeism, employee sabotage and theft
(Freudenberger, 1980; Agarawal, 1993; Abraham, 2000; Dimitriades, 2007; Hodson
and Sullivan, 2011).

Job involvement is a crucial work attitude or behaviour, which has received
considerable attention in social science literature, especially in Sociology and Psychology
(Dubin, 1956; Vroom, 1962; Lodahl and Kejner, 1965; Lawler and Hall, 1970;
Muchinsky, 1990; Brown, 1996; Cohen, 1999; Srivastava, 2001; Ekmekçi, 2011;
Toga, 2011; Aderibigbe, Igboanusi and Gwaison, 2014). Importantly, job involvement
is often seen as one of the forces or factors driving the overall performance of any
organisation. However, job involvement varies according to individuals, groups,
organisations and cultures (Ekmekçi, 2011). Thus, research (Abbott, White, and
Charles, 2005) has always focused on the influence of this variation or difference on
work attitude and behaviour. Brown (1996) opines that as job becomes an important
aspect of one’s life owing to the enormous time given to the job, one’s entire life
experience is mostly affected by one’s degree of involvement in or alienation from
work.

Job involvement and other work attitudes like alienation, job satisfaction, job
commitment, workaholism, absenteeism, and turnover, among others, are influenced
by and influence critical individual and organisational outcomes (Chughtai, 2008). These
individual antecedents and organisational outcomes of job involvement are of interest
to this present study. Thus, the study examines the relationship between socio-



International Journal of  Economic Development Research and Investment, 4
Volume9, Number 1, April 2018
ISSN: 2141-6729

demographic or individual variables and job involvement among workers in Abakaliki
rice mill industry. Socio-demographic variables considered in this study include age,
sex or gender, marital status, education, tenure of service, job types, and pay or monthly
salary. Thus, the model for this study is represented below in Figure 1.

Sex/Gender 

Marital 

Education 

Job type 

Tenure 

Job 
Involvement 

Pay/salary 

Age 

Figure 1: Model of Socio-demographic Predictors of Job Involvement of Rice Mill Workers

The aim of the study is to show how the basic socio-demographic elements correlate
with job involvement thereby enhancing productivity. Based on the foregoing, this study
hypothesises that:
a. Age is positively correlated with job involvement.
b. Gender or sex is positively correlated with job involvement.
c. Marital status is positively correlated with job involvement.
d. Education is positively correlated with job involvement.
e. Tenure/length of service is positively correlated with job involvement.
f. Job type is positively correlated with job involvement.
g. Pay (Monthly salary) is positively correlated with job involvement.

Approches to Job Involvement

Job involvement is a key factor affecting critical individual and organisational outcomes
(Chughtai, 2008). There are two main approaches to the study of job involvement:
individual difference and job characteristics. The first approach views JI as occurring
when the possession of certain needs, values or personal characteristics predispose
individuals to become more or less involved in their jobs; the second approach views
job involvement as a response to specific work situation characteristics (management’s
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policies), meaning that certain types of jobs or work situation characteristics influence
the degree to which an individual becomes involved in his/her job (Lawler and Hall,
1970; Rabinowitz and Hall, 1977; Sekeran and Mowday, 1981; Munene and Azuka,
1991; Denhardt R. and Denhardt J., 2000; Chungtai, 2008; Liao and Lee, 2009).

Reflecting on the individual difference or characteristics, Liao and Lee (2009)
aver that job involved individuals tend to attribute positive work outcomes to internal
and personally controllable factors. Similarly, a study by Shih, Hsieh and Lin (2009)
indicate that there is a significant relationship between self-efficacy and job involvement
of internal auditors. Also, such individual characteristics as age, education, sex, tenure,
need strength, level of control and values have been found to be linked to job involvement
(Rabinowitz and Hall, 1977). Mroczek and Spiro (2005) find that married men have
higher job involvement than their unmarried counterparts. Similarly, Tang (2007) reported
that male and married people had higher income and higher quality of life, which are
associated with job involvement.

Venakatachalam and Reddy (1996) examine the impact of job level, job tenure
and type of organisation on job involvement and job satisfaction among employees
working in three organisations: banks, schools, and government offices. Using analysis
of variance to analyse the data obtained in this study, the results show significant influence
on job level on job involvement. The type of organisations in which the employees are
working significantly influenced their job satisfaction but did not significantly influence
their work and job involvements. The results further reveal that job tenure does not
show significant impact on job involvement, work involvement and job satisfaction.

Aderibigbe, Igboanusi and Gwaison (2014) investigated self-efficacy, meaning
in life, education and age as predictors of job involvement among civil servants in
Nigeria. Results of the study revealed that self-efficacy and meaning in life jointly
predicted job involvement; meaning in life and self-efficacy independently predicted
job involvement; and educational qualification and age jointly predicted job involvement.
While age independently predicted job involvement, educational qualification did not.
Consequently, this study conclude that self-efficacy, meaning in life and age are significant
predictors of job involvement and recommends that directors and managers of work
organizations should design effective manpower training programmes for the employees
in order to enhance their levels of efficacy, perception of life and job involvement.

Job involvement is influenced by a variety of situational, organisational and
job-related factors (Wright 2004, 2007; Pandey, Moynihan, and Wright 2008).
Situational variables shown to be related to job involvement include a confident and
trusting leader, participation in decision making, social contact and job satisfaction
(Rabinowitz and Hall, 1977) and pressure for quality work (Lawler and Hall, 1970).
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Also, job involvement has been related to job characteristics such as task autonomy,
task significance, task identity, skill variety and feedback and supervisory behaviours
such as leader consideration, participative decision making and amount of
communication (Brown, 1996). Job involvement is very low among part time employees
and research shows that job involvement in full time employees are higher than the part
time or contractual employees (Martin and Hafer, 1995). Srivastava and Krishna (1992)
compared the level of job involvement and mental health on employees in the private
and public sector organization, and found that employees from private sector
organisations were significantly more involved in their jobs as compared to public
sector employees. Hackman and Oldham (1976, 1980) proposed in their Job
Characteristics Model (JCM) that features of a job can affect the job involvement
because these features may encourage the internal motivation of employees. In other
words, goodness and significance of work play important role in the worth of employee
due to internalisation of value through job involvement (Lodahl and Kejner, 1965).

Other researchers such as Lawler (1992) and Pfeffer (1994) also argued that
through job design, job involvement could be increased. Employees with significantly
high job involvement consider their job as playing an important role in their routine
lives (Sonnentag and Kruel, 2006), meaning that job is more important for their lives
than anything else. McKelvey and Sekaran (1977) consider personal attributes more
relevant in predicting job involvement, but Newton and Keenan (1983) indicate that
environmental variables can better predict job involvement. Resolving this seeming
disagreement, Rabinowitz, Hall and Goodale (1977) posited that personal and
environmental variables are equally important in explaining job involvement. In summary,
an interaction between individual differences and situational characteristics has been
shown to influence job involvement (Kanungo, 1982).

Overall, existing research assumes that higher job involvement is an inherently
desirable attribute of employees (Mudrack, 2004). Moorhead and Griffin (1995)
posited that job involvement might be derived from personal factors such as age and
years of service; it might also be due to organisational elements, such as participation
in decision making process and job security. In fact, job involvement is a function of
individual differences and the work situations and thus can be influenced by socio-
demographic and psychological variables (Aderibigbe, Igboanusi and Gwaison, 2014).
Thus, demographic and work experience variables are expected to relate to job
involvement. Positive relationships are expected with age, tenure, years in occupation,
education, having children, and gender. In fact, the individual-work situation interaction
has always been emphasised by scholars (Dubin, 1956; Vroom, 1962; Lodahl and
Kejner, 1965; Lawler and Hall, 1970; Rabinowitz and Hall, 1977; Muchinsky, 1990).
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THEORETICAL UNDERPINNING

This study is anchored on Vroom’s (1964) expectancy or Valence, Instrumentality and
Expectancy (VIE) theory states that what motivates people in any work situation or
endeavour is what they expect at the end of that exercise. The basic idea behind this
theory is that people are motivated by the belief that their decision/actions would lead
to the outcome they desire (Redmond, 2010). It is classified as a process theory of
motivation because it emphasizes individual perceptions of the environment and
subsequent interactions arising as a consequence of personal expectations.

The theory, according to Sookoo (2014), proposes that employees’
expectations of the outcome of their performance influences their behaviour and attitudes
at work, such as employee burn-out, work satisfaction, work involvement and employee
alienation, among others. Expectancy theory claims that an individual will choose to
perform or behave in a particular manner because of what they expect or anticipate.
Therefore, since the expected result is what influences the individual’s behaviour (Vroom,
1964), feeling of job involvement will increase if expectations are lower than the
inducement provided by the organisation. On the other hand, when expectations are
higher than the inducement provided by the organization, then feeling of alienation will
increase and job involvement will decrease.

Alternatively, when workers’ expectations are disconfirmed in the workplace,
poor work outcomes such as alienation (Korman, Wittig-Berman and Lang, 1981),
low job involvement (Riipen, 1997), burnout (Freudenberger, 1980) and disillusion
(Sarason, 1977) become the results. In particular, it is argued that employees are
more involved in their jobs when their needs are fulfilled as a result of the congruence
between job expectations and the job itself (Blauner, 1964; Finifter, 1972; Kanungo,
1979; Riipen, 1997).  As averred by Sookoo (2014), workers enter the workplace
with expectations, and confirmation or disconfirmation of their expectancies can
determine alienation and job involvement. Workers expect a good salary, well-equipped
offices, work security, good working conditions, recognition, autonomy, expression,
diversity, responsibility, and fair distribution of rewards, participation in reaching
decisions, among others. So, low job involvement will likely set in when these
expectations are unmet. However, when employees believe they are treated fairly in
each aspect, they are predisposed to demonstrate more positive attitudes and
behaviours, such as satisfaction, high job involvement, commitment, performance,
productivity and so on. Arising from the foregoing theoretical underpinning, it is obvious
that workers expect: to be paid well in order to meet up with their personal needs,
work in conducive environment, be fairly treated by management and co-workers,
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have control or autonomy and responsibility, be promoted as at when due, and
encounter well-enriched jobs in order to have the opportunity of using their abilities
and increasing their control and responsibility (Hackman and Oldham, 1976; Bakker
and Demerouti, 2008; Raza and Nawaz, 2011). Expectedly, low job involvement
results when these expectations are not met and high job involvement increases if
expectations are met.

METHOD

This survey-based study examines the socio-demographic factors or variables
associated with job involvement among rice mill workers in Abakaliki in Ebonyi State
of Nigeria. In fact, it was carried out in the Rice Mill Company Nigeria Limited
(otherwise popularly called Abakaliki Rice Mill), which is situated in Ebonyi State,
Nigeria. The Abakaliki Rice Mill is located at 50 Old Ogoja Road, Rice Mill Industrial
Area, Abakaliki, Ebonyi, Nigeria.  Established in 1964, the 100 percent private sector-
driven mill, boasts of numerous workers comprising of rice millers, rice blowers, rice
blenders, rice de-stoners, dust/rice husk carriers, bag stitchers, barrow pushers, loaders,
off-loaders, vehicle owners/drivers, and mammy market traders, among others. The
mill boasts of over 2,500 rice milling machines and a sizeable production capacity per
day. In fact, Abakaliki rice production has added to the popularity of Ebonyi State the
world over, as rice produced in Ebonyi State is consumed in the State, other parts of
Nigeria, and outside Nigeria.

Originally, 301 (24.7%) participants were selected out of a population of 1217
workers using the Taro Yamane’s formula, which, according to Chukwuemeka E. and
Chukwuemeka N. (2012), is represented thus: n = N/

1
 + N(e)2; where n = sample size

sought, N = population size, and e = level of significance. 62 (20.6%) copies of the
questionnaire were either discarded for incomplete filling or not returned. Finally, 239
(79.4%) rice mill workers in Abakaliki Rice Mill Industry participated in the study.
This sample is commendable because it is even above the recommendation of Mugenda
O. and Mugenda A. (2003), who sugget that 10% of the target population is a good
representation of the study. The stratified and simple random sampling techniques were
used to select the groups or respondents used in the study. Respondents were stratified
based on work types only, such as Management, Security, Works/Operations (crushing,
de-stoning, bagging, haulage among others), and Account; and later selected randomly.
In particular, the stratified sampling technique was chosen because of the heterogeneous
(consisting of different units or departments) nature of the population; it ensured that all
the units/departments were represented.



International Journal of  Economic Development Research and Investment, 9
Volume9, Number 1, April 2018
ISSN: 2141-6729

A 19-item structured questionnaire was used as the primary source of data
used for the study. As observed by Sutrisna (2009), the use of questionnaire is
appropriate for collection of pieces of information which are not directly observable
due to feelings, motivations; attitudes, accomplishments as well as experiences of
individuals. The use of questionnaire as a primary source of data in this study helped
the researcher to easily reach a relatively large number of respondents. The questionnaire
was made up of two sections. Section “A” covers the socio-demographic data of the
respondents. Section “B” comprises items or instruments measuring job involvement.
The questionnaire was administered through ‘pick and drop’ method. The researcher
and two trained research assistants visited the selected respondents in their respective
workplaces and personally administered the questionnaire to them. Respondents who
had the time filled the questionnaire on the spot, while those who did not have the time
at the moment collected the questionnaire, filled and returned it at a mutually agreed
date and time. Also, the researchers/research assistants assisted those who were not
literate or knowledgeable enough to fill or complete the questionnaire. Participation in
this survey was completely voluntary.  Job Involvement Scale (JIS) was measured
with Kanungo’s (1982) 10-item Job Involvement Questionnaire (JIQ). Measured on
a 5-point Likert-type scale (1 = strongly disagree to 5 = strongly agree), sample items
for Kanungo’s JIQ include: “The most important things that happen to me involve my
present job” and “I live, eat, and breathe my job”. Kanungo’s JIQ scale has been
called “the clearest and most precise conceptualization of job involvement” (Brown,
1996). It has shown an inter-item consistency ranging from .74 to .90 (Blau, 1985;
Elloy, Everett and Flynn, 1995); discriminant validity against related constructs (Blau,
1985, 1986; Blau and Boal, 1987; Brooke, Russell and Price, 1988); and convergent
validity with the Lodahl and Kejner (1965) scale and pictorial and semantic-differential
measures (Kanungo, 1982).

Kanungo’s JIQ scale has a uni-dimensional variable yielding a Cronbach Alpha
coefficient of 0.81 and has reasonably high levels of internal consistency, test-retest
reliability and validity. Test-retest coefficients of respectively 0.74, 0.85 and 0.82 and
both convergent and discriminant validity are reported (Kanungo 1982b). The Principal
Factor Analysis carried out in another study indicated a one-factor solution with the
scale having a Cronbach Alpha coefficient of 0.88 (van Wyk, 1998). Based on the
foregoing, Kanungo’s JIQ is adjudged as valid and reliable, and thus adopted in this
study. Data used in the study were analysed using both descriptive and inferential
statistics. The descriptive statistics (mainly frequency tables, percentages, and charts)
were used to present and analyse the socio-demographic data of respondents. On the
other hand, the Spearman Rank Order Correlation Coefficient (Spearman rho) was
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used as the statistical tool to test hypotheses and draw inferences in this study.

RESULTS AND DISCUSSION

Respondents’ Socio-Demographic Data: Table 1 shows the socio-demographic
characteristics of respondents used in the study. It reveals that 49.4%  were aged
between 18-37 years, 45.2% were aged 38-57 years, and only 5.4% were aged 58-
77 years (and no worker was more than 77 years of age); 50.2 % males and 49.8%
females; 56.9% were married; 41.4% were single; 0.8% were divorced, 0.4% were
separated, and 0.4% were also widowed; 41.0% had secondary school education,
30.5% had primary school education, 19.7% did not have formal education at all,
8.8% had tertiary education. 41.8% had spent between 1-4 years in the industry, 29.3
had spent 5 and above years in the industry, and 28.9% had spent less than 1 year in
the industry; 81.2% worked in work/operation unit, 7.9% of the respondents were
managers, 7.1% were security men, and only 3.8% were account or finance officers
(work/operations unit include such activities as engine operation, rice crushing, loading/
haulage, bagging, de-stoning etc.); and 43.5% of the respondents earned a monthly
income of between N20000 and N59000, 35.6% earned an income less than N20000,
11.3% earned between N60000 and N99000, and 9.6% earned N100000 and above.

Respondents’ Opinions on Job Involvement: Kanungo’s (1982) ten-item scale
was used in measuring job involvement of rice mill workers in Abakaliki. Results shown
in Table 2 reveal that 18.0 percent did not accept their job as the most important thing
that has happened to them, 58.2 percent accepted their job as the most important
thing that has happened to them, and 23.8 percent were neutral on the issue; 50.6
percent did not see their job as only a small part of who they are, 27.2 percent saw
their job as only a small part of who they are, and 22.2 percent were neutral on the
issue; 7.1 percent admitted that they were not personally involved in their job, 87.9
percent admitted that they were personally involved in their job, and 5.0 percent were
silent on the issue; 9.2 percent did not accept that they live or eat and breathe their job,
72.0 percent accepted that they live, eat and breathe their job, and 18.8 percent were
silent over the issue; 42.7 percent were of the view that their interest is not centred on
their job, 30.9 percent were of the view that their interest is centred on their job, and
26.4 percent were neutral on the issue; 32.7 percent did not have very strong ties with
their present job which would be very difficult to break, 41.8 percent had very strong
ties with their present job which would be very difficult to break, and 25.5 percent
were neutral on the issue; 63.6 percent did not usually feel detached from their job,
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21.4 percent usually felt detached from their job, and 15.1 percent were neutral on the
issue; 57.3 percent were of the view that most of their personal life goals are not job-
oriented, 26.4 percent were of the view that most of their personal life goals are job-
oriented, and 16.3 were silent on the issue; 23.8 percent did not consider their job to
be very central to their existence, 58.6 percent considered their job to be very central
to their existence, and 17.6 percent were neutral on the issue; and 20.5 percent did
not like to be absorbed in their job most of the time, 65.7 percent liked to be absorbed
in their job most of the time, and 13.8 percent were neutral on the issue.

The first hypothesis, which states that age is positively correlated with job
involvement of rice mill workers in Abakaliki of Ebonyi State, was rejected. The result
of the test shows that age is negatively and insignificantly (and not positively) correlated
with job involvement. This implies that the more one is advanced in age, the less involved
one is in his/her job. In other words, workers who are young are more involved than
those who are aged. This study does not support the finding of Rabinowitz and Hall
(1977) that age is linked to job involvement. The second hypothesis, which states that
gender or sex is positively correlated with job involvement, was also rejected. The
result of the test shows that gender is negatively and insignificantly (and not positively)
correlated with job involvement. It does not matter if a worker is a male or female;
both sexes show similar involvement in their jobs. This study does not support the
finding of Rabinowitz and Hall (1977) that sex is linked to job involvement, and that of
Tang (2007) that male workers have higher job involvement than their female workers.

The third hypothesis, which states that marital status is positively correlated
with job involvement, was rejected. Result shows that the correlation between marital
status and job involvement is negatively and insignificantly (and not positively) correlated
with job involvement, to the extent that workers who are married are not more involved
in the jobs than their counterparts who are still single. In other words, both the married
and the single have similar degree of job involvement. This finding does not support the
findings of Mroczek and Spiro (2005) and Tang (2007) that married men have higher
job involvement than their unmarried counterparts. The fourth hypothesis, which states
that education is positively correlated with job involvement, was accepted. Result
shows that education is positively correlated with job involvement, to the extent that
workers who have increased education are also highly involved in the jobs. This study
is in tandem with the finding of Rabinowitz and Hall (1977) that education is linked to
job involvement. This finding shows that education is an important instrument needed
for organisational success and performance. Therefore, organisations should ensure
that their employees are regularly dated with new skills and ideas through appropriate
training and development packages.
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The fifth hypothesis, which states that tenure/length of service is positively correlated
with job involvement, was accepted or confirmed. Result shows that length of service
is positively (and significantly) correlated with job involvement, to the extent that workers
who have spent quite some reasonable years in the job are more involved in their jobs
than those who are still new in the job. In other words, job involvement increases as
the individual worker spend more years in the organisation. This finding agrees with
the studies of Rabinowitz and Hall (1977); Allen and Meyer (1993) which found that
tenure is positively related with job involvement and organizational commitment, but
did not agree with the studies of Venakatachalam and Reddy (1996) and Ekmekçi’s
(2011) which did not support that the hypothesis that the individual becomes more
committed or involved in their jobs as the number of years spent in the organisation
increases. The sixth hypothesis, which states that job type is positively correlated with
job involvement, was rejected. Result shows that job type is negatively and insignificantly
(and not positively) correlated with job involvement. This means that job involvement
is not determined by the type or nature of work one does in the organisation. It really
does not matter if one works as a manager, machine operator, de-stoner, bagger, or
accountant; these categories of workers are involved in their jobs in the same manner.
Lastly, the seventh hypothesis, which states that pay (monthly salary) is positively
correlated with job involvement, was accepted or confirmed. Result shows that pay or
salary is positively (but not significantly) correlated with job involvement, to the extent
that workers who have increased salary or pay are highly involved in the jobs than
their counterparts whose salary is low.

Table 1: Socio-demographic Data
Socio-demographics Categories Frequency Percentage
Age 18-37 years 118 49.4

38-57 years 108 45.2
58-77 years 13 5.4
Total 239 100.0

Gender Male 120 50.2
Female 119 49.8
Total 239 100.0

Marital Status Single 99 41.4
Married 136 56.9
Divorced 2 .8
Separated 1 .4
Widowed 1 .4
Total 239 100.0
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Educational Level No formal education 47 19.7
Primary 73 30.5
Secondary 98 41.0
Tertiary 21 8.8
Total 239 100.0

Tenure/Length of Service Less than 1 year 69 28.9
1- 4 years 100 41.8
5 years and above 70 29.3
Total 239 100.0

Job Type Management 19 7.9
Security 17 7.1
Works/Operations 194 81.2
Account/Finance 9 3.8
Total 239 100.0

Monthly Salary Less than# 20,000 85 35.6
#20,000 to# 59,000 104 43.5
#60,000 to #99,000 27 11.3
#100,000 and above 23 9.6
Total 239 100.0

Source: Field Survey, 2017

Table 2: Respondents’ Opinion on Job Involvement Scale (JIS)
Job Involvement n SD D N A S A GR

N (%) N (%) N (%) N (%) N (%)
The most important things that
happen to me involve my
present job 239 17(7.1) 26(10.9) 57(23.8) 108(45.2) 31(13.0) Agreed

To me, my job is only a small
part of who I am 239 26(10.9) 95(39.7) 53(22.2) 58(24.3) 7(2.9) Disagreed

I am very much involved
personally in my job 239 2(0.8) 15(6.3) 12(5.0) 182(76.2) 28(11.7) Agreed

I live, eat, and breathe my job 239 10(4.2) 12(5.0) 45(18.8) 144(60.3) 28(11.7) Agreed

Most of my interests are
centred around my job 239 32(13.4) 70(29.3) 63(26.4) 62(25.9) 12(5.0) Disagreed

I have very strong ties with my
present job which would be
very difficult to break 239 26(10.9) 52(21.8) 61(25.5) 81(33.9) 19(7.9) Agreed

Usually I feel detached from my job 239 34(14.2) 118(49.4) 36(15.1) 36(15.1) 15(6.3) Disagreed

Most of my personal life goals
are job-oriented 239 27(11.3) 110(46.0) 39(16.3) 53(22.2) 10 (4.2) Disagreed

I consider my job to be very
central to my existence 239 11(4.6) 46(19.2) 42(17.6) 120(50.2) 20(8.4) Agreed

I like to be absorbed in my job
most of the time 239 12(5.0) 37(15.5) 33(13.8) 137(57.3) 20(8.4) Agreed
Note: n = Number of Respondents; Sd = Strongly Disagree; D = Disagree; N = Neutral;

A = Agree; SA = Strongly Agree GR = General Remarks.  Source: Field Survey, 2017
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Table 3: Summary of Hypotheses Testing
Hypotheses Variables Statistical Test Sig. Status of Status of

(2-tailed) Correlation Hypothesis
H1 Age and Job Involvement Spearman rho -.186** Negative (and

significant)
Correlation Rejected

H2 Gender and Job Involvement Spearman rho -.041 Negative (and
insignificant)
correlation Rejected

H3 Marital status and Spearman rho -.081 Negative (and
Job Involvement insignificant)

Correlation Rejected
H4 Education and Spearman rho .143* Positive (and

Job Involvement significant) Confirmed or
correlation accepted

H5 Tenure and Job Involvement Spearman rho .174** Positive(and
significant) Confirmed or
correlation accepted

H6 Job Type and Job Involvement Spearman rho -.039 Negative (and
insignificant) Rejected

H7 Pay and Job Involvement Spearman rho .344 Positive (but
insignificant) Confirmed or
correlation accepted

Note: *. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).            Source: Researcher’s Fieldwork, 2017.

CONCLUSION AND RECOMMENDATIONS

This survey-based study examined socio-demographic factors or variables associated
with job involvement of rice mill workers in Abakaliki, Ebonyi State, Nigeria. Evidently,
some socio-demographic variables are correlated with job involvement among rice
mill workers in Abakaliki, Ebonyi State. Four socio-demographic variables (age, gender,
marital status and job type) negatively correlated with job involvement, while the other
three variables (education, tenure and pay/salary) positively correlated with job
involvement. Based on these findings, it is suggested that organisations, employers, or
managers should earnestly target and promote job involvement by especially enhancing
the education and salary of workers.

Fostering job involvement is an important organisational objective because
many researchers consider it to be a primary determinant of organisational effectiveness
(Pfeffer, 1994), professional growth, individual motivation and satisfaction (Lawler
and Hall, 1970; Hackman and Lawler, 1971; Kahn, 1990). These links stem from the
theoretical notion that being immersed in one’s work increases motivational processes
which in turn influences job performance and other relevant outcomes like turnover
and absenteeism (Diefendorff, Brown, Kamin, and Lord, 2002). As contended by
Brown (1996), “increasing job involvement can enhance organisational effectiveness
and productivity by engaging employees more completely in their work and making
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work a more meaningful and fulfilling experience”. Therefore, management should
understand the importance of job involvement because it is most important and essential
component of work behaviour among the workforce as prior research proved this
phenomenon (Manojlovich, Laschinger, and Heather, 2002; Soong, 2000). In all,
effective and proactive human resource management is needed to enhance workers’
involvement towards organisational success and productivity.



International Journal of  Economic Development Research and Investment, 16
Volume9, Number 1, April 2018
ISSN: 2141-6729

REFERENCES

Abbott, G. N., White, F. A., and Charles, M. (2005). Linking values and organizational
commitment: A correlational and experimental investigation in two organizations. The
British Psychol Society, 4, 531-545.

Abraham, R. (2000). Organizational Cynicism: Bases and Consequences. Genetic, Social,
and General Psychology Monographs, 126(3), 269-292.

Aderibigbe, J. K., Igboanusi, O. O. and Gwaison, P. D. (2014). Psychosocial Predictors
of Job Involvement amongst Civil Servants in Nigeria. Research on Humanities and
Social Sciences, 4(6): 104-111.

Agarawal, S. (1993). Influence of Formalization on Role Stress, Organisational
Commitment, and Work alienation of Salesperson: A Cross-national Comparative Study.
Journal of International Business Studies, 24(4): 715-739.

Allen, N. J. and Meyer, J. P. (1993). The measurement and antecedents of affective,
continuance, and normative commitment to the organization. Journal of Occupational
Psychology, 63, 1, 1-18.

Allport, G. (1943). The Ego in Contemporary Psychology. Psychological Review, 60:
757-760.

Argyris, C. (1964). Integrating the Individual and the Organization. New York: Wiley.
Bakker, A. B. and Demerouti, E. (2008). Towards a model of work engagement. Career

Development International, 13(3), 209-223.
Blau, G. J. (1985). A Multiple Study Investigation of the Dimensionality of Job Involvement.

Journal of Vocational Behaviour, 27(1): 19-36.
Blau, G. J. (1986). Job Involvement and Organizational Commitment as Interactive

Predictors of Tardiness and Absenteeism. Journal of Management, 12, 577-584.
Blau, G. J. and Boal, K. B. (1987). Conceptualising how Job Involvement and Organizational

Commitment affect Turnover and Absenteeism. Academy of Management Review,
12, 288-300.

Blauner, R. (1964). Alienation and Freedom: The Factory Worker and His Industry. Chicago:
University of Chicago Press.

Brooke, P. P., Russell, D. W. and Price, J. L. (1988). Discriminant validation of measures
of Job satisfaction, job involvement and organization commitment. Journal of Applied
Psychology, 73, 139-145.

Brown, S. P. (1996). A Meta-analysis and Review of Organizational Research on Job
Involvement. Psychological Bulletin, 120, 235-255.

Castillo, J. J. (2009). Research Population. Retrieved Sep 19, 2014 from Explorable.com:
https://explorable.com/research-population.

Chughtai, A. A. (2008). Impact of job involvement on in-role job performance and
organisational citizenship behaviour. Institute of Behavioural and Applied Management,
9(2): 169-183.



International Journal of  Economic Development Research and Investment, 17
Volume9, Number 1, April 2018
ISSN: 2141-6729

Chukwuemeka, E. E. O. and Chukwuemeka, N. (2012). A Pedagogical Analysis of
Labour and Management Relations in Nigerian Local Government System: A Study of
Enugu State. Agricultural Journal, 7(1): 42-52.

Clark, J. P. (1959). Measuring Alienation within a Social System. American Sociological
Review, 24: 849-852.

Cohen, A. (1999). Relationships among Five Forms of Commitment: An Empirical
Assessment. Journal of Organizational Behavior, 20: 285-308.

Denhardt, R. B. and Denhardt, J. V. (2000). The New Public Service: Serving rather
than Steering. Public Administration Review, 60(6): 549-559.

Diefendorff, J. M., Brown, D. J., Kamin, A. M. and Lord, R. G. (2002). Examining the
Roles of Job Involvement and Work Centrality in Predicting Organizational Citizenship
Behaviours and Job Performance. Journal of Organizational Behaviour, 23: 93-108.

Dimitriades, Z. S. (2007). The influence of service climate and job involvement on
customer-oriented organizational citizenship behavior in Greek service organizations:
A Survey. Emerald Group Publishing Limited, 29(5): 469-491.

Dubin, R. (1956). Industrial Workers’ Worlds: A Study of the Central Life Interests of
Industrial Workers. Social Problems, 3: 131-142.

Ekmekçi, A. K. (2011). A study on involvement and commitment of employees in Turkey.
Journal of Public Administration and Policy Research, 3(3) March, 68-73.

Elloy, D., Everett, J. and Flynn, W. (1995). Multidimensional Mapping of the Correlates
of Job Involvement. Canadian Journal of Behavioural Science.

Emery, C. R. and Barker, K. J. (2007). Effect of Commitment, Job Involvement and
Teams on Customer Satisfaction and Profit, Team Performance Management, 13(3/
4): 90–101.

Eze, N. (1995). Human Resource Management in Africa: Problems and Solutions. Lagos:
Zomex Press

Finifter, A. W. (Ed.). (1972). Alienation and the Social System. London: John Wiley and
Sons Inc.

Freudenberger, H. J. (1980). Burn-Out: The High Cost of High Achievement. Garden
City: Anchor.

Gurin, G., Veroff, J. and Feld, S. (1960). Americans View their Mental Health. New
York: Basic Books.

Hackman, J. R. and Oldham, G. R. (1976). Motivation through the design of work: Test
of a theory. Organizational Behavior and Human Performance, 16(2): 250-279.

Hackman, J. R. and Oldham, G. R. (1980). Work Redesign. Reading, MA: Addison-
Wesley.

Hackman, J. R. and Lawler, E. E. (1971). Employee Reactions to Job Characteristics.
Journal of Applied Psychology, 55: 259-286.

Hirschfeld, R. R. and Field, H. S. (2000). Work Centrality and Work Alienation: Distinct
Aspects of a General Commitment to Work. Journal of Organizational Behavior,
21(7), 789-800.



International Journal of  Economic Development Research and Investment, 18
Volume9, Number 1, April 2018
ISSN: 2141-6729

Hodson, R. and Sullivan, T. (2011). Social Organisation of Work. Belmont: Wadsworth.
Kahn, W. A. (1990). Psychological Conditions of Personal Engagement and Disengagement

at Work. Academy of Management Journal, 33: 692–724.
Kanungo, R. (1979). The Concepts of Alienation and Involvement Revisited. Psychological

Bulletin, 86: 119-138.
Kanungo, R. N. (1982). Measurement of Job and Work Involvement. Journal of Applied

Psychology, 77: 341-349.
Korman, A. K., Wittig-Berman, U. and Lang, D. (1981). Career Success and Personal

Failure: Alienation in Professionals and Managers. Academy of Management Journal,
24(2). 342-360.

Lawler, E. E. (1986). High Involvement Management: Participative Strategies for
Improving Organizational Performance. San Francisco: Jossey-Bass.

Lawler, E. E. (1992). The Ultimate Advantage: Creating the High-involvement
Organization. San Francisco: Jossey-Bass.

Lawler, E. E. and Hall, D. T. (1970). Relationship of Job Characteristics to Job Involvement,
Satisfaction, and Intrinsic Motivation. Journal of Applied Psychology, 54: 305-312.

Liao, C. and Lee, C. (2009). An Empirical Study of Employee Job Involvement and
Personality Traits: The Case of Taiwan. International Journal of Economics and
Management, 3(1): 22-36.

Lodahl, T. and Kejner, M. (1965). The Definition and Measurement of Job Involvement.
Journal of Applied Psychology, 49: 24-33.

Maduabum, M. A. (1999). Fundamentals of Educational Research. Owerri: Versatile
Publishers.

Manojlovich, M., Laschinger, S. and Heather, K. (2002). The Relationship of
Empowerment and Selected Personality Characteristics to Nursing Job Satisfaction.
Journal of Nursing Administration, 32(11): 586–595.

Martin, T. N. and Hafer, J. C. (1995). The Multiplicative Interaction Effects of Job
Involvement and Organizational Commitment on the Turnover Intentions of Full- and
Part-time Employees. Journal of Vocational Behavior, 46: 310-331.

McKelvey, B. and Sekaran, U. (1977). Towards a Career-based Theory of Job Involvement:
A Study of Scientists and Engineers. Administrative Science Quarterly, 22: 281-305.

Mgbe, C. E. (1994). Work Alienations and Work Involvement of Workers in Some Nigerian
Industries. Unpublished Ph.D Thesis, Department of Sociology and Anthropology,
Obafemi Awolowo University, Ile-Ife, Nigeria.

Moorhead, G. and Griffin, R.W. (1995). Organizational behaviour: managing people and
organizations. Houghton: Mifflin Company: USA.

Morrow, P. C. (1993). The Theory and Measurement of Work Commitment. Greenwich,
CT.: JAI.

Mroczek, D. K. and Spiro, A. (2005). Changes in life satisfaction during adulthood:
Findings from the Veterans Affairs Normative Aging Study. Journal of Personality
and Social Psychology, 88(1): 189-202.



International Journal of  Economic Development Research and Investment, 19
Volume9, Number 1, April 2018
ISSN: 2141-6729

Muchinsky, P. M. (1990). Psychology Applied to Work: An Introduction to Industrial
and Organizational Psychology (3rd Ed.). USA: Brooks/Cole Publishing Company.

Mudrack, P. E. (2004). Job Involvement, Obsessive-compulsive Personality Traits, and
Workaholic Behavioral Tendencies. Journal of Organizational Change Management,
17: 490-508.

Mugenda, O. M. and Mugenda, A. G. (2003). Research Methods; Quantitative and
Qualitative Approaches. Nairobi: African Centre for Technology Studies (ACTS) Press.

Munene, J. C. and Azuka, E. (1991). Some Positive Outcomes of Work Participation in
Nigeria: A Replication. Journal of Psychology in Africa, 1(4): 1- 15.

Newton, T. J. and Keenan, A. (1983). Is Work Involvement an Attribute of the Person or
the Environment? Journal of Occupational Behavior, 4: 169-178.

Nichols, D. L. and Sabin, P. D. (1982). Job Involvement and Work Alienation: Is there a
Relationship? A Thesis Presented to the Faculty of the School of Systems and Logistics
of the Air Force Institute of Technology Air University.

Pandey, S. K., Wright, B. E. and Moynihan, D. P. (2008). Public service motivation and
interpersonal citizenship behavior: Testing a preliminary model. International Public
Management Journal, 11(1): 89-108.

Paullay, I. M., Alliger, G. M. and Stone-Romero, E. F. (1994). Construct Validation of
Two Instruments designed to Measure Job Involvement and Work entrality. Journal
of Applied Psychology, 79(2): 224-228.

Pfeffer, J. (1994). Competitive Advantage through People: Unleashing the Power of the
Work Force. Harvard Business School Press: Boston.

Probst and Tahira.M. (2000). Wedded to the Job: Moderating Effects of Job Involvement
on the Consequences of Job Insecurity. Journal of Occupational Health Psychology,
5(1): 1076-1098.

Rabinowitz, S., Hall, D. T. and Goodale, J. G. (1977). Job Scope and Individual Differences
as Predictors of Job Involvement: Independent or Interactive. Academy of Management
Journal, 20: 273-281.

Rabinowitz, S. and Hall, D. T. (1977). Organizational research on job involvement.
Psychological Bulletin, 84(2): 265-88.

Rabinowitz, S. and Hall, D. T. (1981). Changing Correlates of Job Involvement in Three
Career Stages. Journal of Vocational Behavior, 18, 138-144.

Raza, M. A. and Nawaz, M. M. (2011). Impact of job enrichment on employee’s job
satisfaction, motivation and organisational commitment: Evidence from public sector
of Pakistan. International Journal of Business and Social Science; 23(2): 220-226.

Redmond, B. (2010).  Lesson 4: Expectancy Theory: Is there a link between my effort
and what I want? The Pennsylvania State University Website. Retrieved from https:/
/cms.psu.edu.

Riipin, M. (1997). The Relationship between Job Involvement and Well-being. Journal of
Psychology, 131(1).

Sarason, S. B. (1977). Work, Aging and Social Change. New York: Free Press.
Seeman, M. (1959). On the Meaning of Alienation. American Sociological Review, 24(12):

783-791.



International Journal of  Economic Development Research and Investment, 20
Volume9, Number 1, April 2018
ISSN: 2141-6729

Sekeran, U. and Mowday, R. T. (1981). A Cross Cultural Analysis of the Influence of
Individual and Job Characteristics on Job Involvement. International Review of Applied
Psychology, 30: 51-64.

Shih, K. H., Hsieh, Y. R. and Lin, B. (2009). Moderator effects to internal audits’ self-
efficacy and job involvement. Int. J. Account. Inform. Manage., 17 (2): 151-165.

Sonnentag, S. and Kruel, U. (2006). Psychological Detachment from Work during Off-
job time: The Role of Job Stressors, Job Involvement, and Recovery-related Self-
efficacy. European Journal of Work and Organizational Psychology, 15(2): 197-217.

Sookoo, N. (2014). Perceptions of Injustice and Alienation Dynamics within the Workplace.
Journal of the Department of Behavioural Sciences, 3(1) February: 81-99.

Soong, S. W. (2000). The Study on the Devotion and Job Satisfaction of Adults’
Participation in Volunteer Services. Taiwan: National Kaohsiung Administration,
Normal University.

Srivastava, A. K. and Krishna, A. (1992). Employees Job Involvement and health in
Public and Private Sector Organisations: A comparative study. Indian Journal of
Industrial relations, 28(1): 34-45.

Srivastava, S. K. (2001). Job Involvement and Mental Health among Executive and
Supervisors. Journal of Community Guidance, 18(3): 365-372.

Sutrisna, M. (2009). Research Methodology in Doctoral Research: Understanding the
Meaning of Conducting Qualitative Research. Working Paper presented in ARCOM
Doctoral Workshop, Liverpool John Moores University, 12 May 2009.

Tang, T. L. (2007). Income and quality of life: Does the love of money make a difference?
Journal of Business Ethics, 72: 375-393.

Toga, R. (2011). The Relationship between Job Involvement, Job Satisfaction and
Organizational Commitment among Lower-Level Employees at Mercedes Benz South
Africa. A Masters’ Degree Thesis in the Faculty of Management and Commerce,
University of Fort Hare.

Van Wyk, R. (1998). The Type A Behavior Pattern in Professionals. Unpublished Doctorate
Dissertation, University of Pretoria.

Van Wyk, R., Boshoff, A. B. and Owen, R. (1999). Monograph: Factor Structure and
Internal Validity of Psychometric Instruments developed in the USA among
Professionals in South Africa. South African Journal of Economic and Management
Sciences, SS 1 (November), S1- S72.

Venakatachalam, N. and Reddy, R. (1996). The Impact of Job Level, Job Tenure and
Organisational Type on Job Involvement. International Scientific Journal, 23(4):

Vroom, V. (1962). Ego-involvement, Job Satisfaction, and Job Performance. Personnel
Psychology, 15:159-177.

Vroom, V. H. (1964). Work and Motivation. New York: Wiley.
Wright, B. E. (2004). The role of work context in work motivation: A public sector

application of goal and social cognitive theories. Journal of Public Administration
Research and Theory, 14: 59-78.

Wright, B. E. (2007). Public service motivation: Does mission matter? Public Administration
Review, 67: 54-64.


