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Abstract

A COMPARATIVE STUDY OF JOB INVOLVEMENT
AS A PROCESS OF EGO-SURRENDER IN AN
AMERICAN AND A JAPANESE ORGANIZATION
by
Akira Tomioka
Advisor: Dr. Sidney I. Lirtzman
A sample of 291 employees from two organizations, an Ameri-
can company and a Japanese company, was investigated in terms
of the degree of job involvement. The descriptive statistics
revealed that the highest score of job involvement was at-
tained by the Japanese male managers followed by the American
female managers. The lowest level was scored by the Japanese
female staff employees. No significant difference in terms of
the degree of job involvement was found between the American
sample and the Japanese sample. The results of correlational
analyses indicated that intrinsic motivation was positively
correlated with job involvement as well as ego-surrender. Ex-
trinsic motivation, in turn, was negatively related to those
variables. Thus, the importance of intrinsic nature of job
involvement was upheld by the entire sample and by the Japanese

sample. The American sample did show a similar relationship
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but not at a significant level. Further, the entire sample

and the Japanese sample revealed significant correlations
between job invo]vemenf, ego-surrender and predictor variables,
but no meaningful difference was evidenced between job involve-
ment and ego-surrender variables in terms of its relationships
with predictor variables. The résu]ts of path analyses, based
upon the Japanese sample, indicated that the degree of ego-
surrender was directly affected by intrinsic motivation and

the ego-enhancing nature of job and organization climate vari-
ables. Thus, the original proposition that ego-surrender may
be facilitated by group-oriented supportive organizational en-
vironment assumed to exist in the Japanese company was not con-
firmed in this research. The data showed an opposite picture.
The path analyses also revealed that ego-surrender, not job
involvement, was directly affected by ego-enhancing organiza-
tional variables. This implies that the construct of ego-
surrender may be more indicative of a unity between a strong
ego and a job affected by an ego-enhancing organizational
climate. Finally, several areas in the field of job involve-

ment were suggested for future research.
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CHAPTER I
INTRODUCTION

Although a great deal of attention has been paid to the
concept of job involvement during the past decades, research-
ers have not reached a consensus regarding its conceptual
framework and the meaning of this concept (Kanungo, 1979,
1982a; 1982b; Rabinowitz & Hall, 1977).

Rabinowitz and Hall (1977), in their extensive review
paper, stated that "there is a great deal of conceptual con-
fusion and proliferation of terms in our theorizing about the
concept labeled job involvement" (p. 267). Further, several
researchers continue to point out the need for more basic re-
search study to clarifying the components of job involvement
(Rabinowitz & Hall, 1977; Ruh, White & Wood, 1975; Runyon,
1973; Schwyhart & Smith, 1972), especially as it differs from
job satisfaction (Gechman & Wiener, 1975), the Protestant
ethic (Batlis, 1978), and intrinsic motivation (Kanungo,
1982a, 1982b; Lawler & Hall, 1970).

Some researchers suggest the importance of cross-

cultural and comparative research in order to understand the



impacts of social value orientation, need orientation, and
various management practices under different cultural milieu
on work behavior (Kanungo, 1979).

However, the research on job involvement has been con-
ducted mainly in the U.S. and very few comparative stud-
ies were reported in the literature. In fact, no empirical
nor conceptual research has been conducted to examine the
components of job involvement using American and Japanese
samples.

This research, therefore, was designed to proceed in
this direction, that is, a comparative analysis of job in-
volvement between the U.S. and Japan. In order to achieve
this goal, a conceptual model of job involvement is proposed
with a series of hypotheses which will be tested empirically
using two culturaliy different samples. American and Japa-
nese samples were chosen because of the interesting and con-
trasting nature of socio-cultural background which exists in
the two cultures elaborated by several researchers (Abegglen,
1958; Christopher, 1983; QOuchi, 1981; Pasca]é & Athos, 1981).

First, the focus will be on the conceptual differences
between the concepts of alienation and involvement. Involve-
ment is viewed as one sense of alienation or ego-surrender
elaborated by Friedrich Hegel. Further, examination is at-
tempted from the Zen point of view to clarify the difference

between the Eastern and Western approaches toward the meaning



of involvement, and ego-surrender is interpreted as an ex-
treme case of self-actualization in Zen Buddhism.

Second, the role of ego is examined when a person is
involved in his task. Particular attention is paid to the
degree of ego-awareness under various task conditions, such
as competitive or cooperative, to see its situational impacts
on the process of ego-surrender through psychological identi-
fication. Ego-surrender is 5130 compared with the "zone of
indifference” proposed by Barnard (1964).

Third, a process of psychological identification is
examined based upon the Social Contract Theory. It is viewed
as a process of becoming social by alienating oneself to (not
from) the object, such as society. This interpretation is
applied to a work situation as a process of diminishing ego-
awareness and that is viewed as job involvement.

Fourth, narrowing the concept of ego-surrender as a
process of diminishing ego-awareness through psychological
identification with work, major conceptual definitions of job
involvement proffered to date are reviewed and evaluated. A
process of becoming involved in one's job is determined by
one's work value orientation learned through socialization
process and also determined by the combined effects of certain
individual need orientation and situational factors. Then,
other operational definitions of job involvement are reviewed

and evaluated in terms of three different approaches toward



the meaning of job involvement, that is, individual differ-
ences, situational, and interaction of both. Some conceptual
ambiguities and socurces of confusion are identified and‘eva1-
uated. Based upon the examination of conceptual background,
major conceptual and operationai definitions, a definition of
job involvement is proposed.

Fifth, a conceptual model of job involvement is sche-
matically presented. A series of hypotheses are generated
from an operational model of job involvement for empirical
testing. Then, several specific research objectives of this
study are stated.

Finally, a description of this study in terms of the
subjects sampled, the measurement instruments administered,
the data analyses, and conclusions are stated in the following

chapters.

Conceptual Background of Involvement

In the recent review of literature on the concepts of
alienation and invoivement, Kanungo (1979) indicates that the
psychological approach to the concepts of alienation and in-
volvement is rather "sketchy" and "does not have as long and
as rich a tradition as in sociology" (p. 125).

He further states that the current psychological ap-
proach to job involvement is carried out from the positive

side of alienation, while sociologists have focused their at-



tention on the negative side of alienation. It is important
to note that Kanungo (1979) describes the terms alienation

and involvement as "bipolar states of the same phenomena"

(p. 120). However, he never explained what he meant by
“phenomena," but it is assumed that he implies two states

of alienation. The question immediately arises, are there in-
deed two sides of alienation?

Kanungo (1979) reviewed the sociology-oriented litera-
ture quite intensively, but did not elaborate the positive
side of alienation. He attributed this to a paucity of
psychological theories of alienation. Therefore, the first
task of this introduction is to review the conceptual back-
ground of involvement, that is, the positive side of aliena-
tion.

Kanungo (1979) states that the early contribution in
explaining the nature of alienation owes much to Marx, Weber
and Durkheim (p. 122). But it is believed that Marx's Early
Writings was strongly influenced by Friedrich Hegel's con-
ceptualization of alienation. Hegel, according to Schacht
(1970), used the term alienation in "two different ways"

(p. 35). One sense of alienation is what Hegel termed
"Entzweiung" which refers to a "separation" or "discordant
relation”, which is the core of the early writings of Marx.
It is unfortunate that the subject of alienation in the sense

of separation has become so popular among sociologists that



the other side of alienation has been forgotten ever since.

Involvement as a Process of Egqo-Surrender

The other sense of alienation is referred to as "sur-
render” or "relinquishment" or "Entausserung" in Hegel's
teerminology. It is believed that Hegel was describing these
two different meanings of alienation in terms of contradic-
tion based upon his dialectical philosophy. "According to
Hegel, the dialectic proceeds by a necessary development in
stages of thesis, antithesis or contradiction, and synthesis
which represents the process of developing thought moving
toward completion" (Webster's New International Dictionary,
2nd ed., 1958, p. 718). 1Its origins go back at least as far
as Socrates' dialogues.

For example, Hegel's view of man is "essentially indi-
vidual"; however, according to Schacht (1970), Hegel "insists
that individuality is one aspect of his nature. A more bal-
anced characteristic of man's nature, he suggests, can be
given in terms of spirit, which balances the idea of indi-
viduality with that of universality" (p. 33).

Schacht (1970) quoted Hegel from Philosophy of Right

as follows: "Spirit is the nature of human beings generally,
and their nature is, therefore, twofold: at one extreme, ex-
plicit individuality of consciousness and will, and at the

other, universality which knows and wills what is substantive"

(paragraph number 264--Knox's translation). Therefore, ac-



cording to Schacht, Hegel "argues that his separation from
essential self is overcome only through his will to surrender
of his particular self" (p. 46). It is relevant to note that
Hegel is contrasting two views or aspects of man's nature,
not suggesting the subordination of particular self to es-
sential self but rather an active and voiuntaristic surrender
of particular selfhood with one's strong "social" or "uni-
versal" will. Schacht (1970) describes this point as fol-
lows: "A person with the proper self-conception, according
to Hegel, will undertake alienation-surrender willingly, in
order to realize the conception he has of himself" (p. 50).
However, neither Hegel nor Schacht explained these dif-
ferent "selfs" properly. It is probably due to a lack of
clear conéeptua]ization of self in Hegel's line of thought.
It is rather important to make this concept of self clear 1in
order to carry forward the discussion of two senses of aliena-
tion. The most advanced views of the concept of self have
been provided by various psychoanalysts, such as Karen Horney

(1970) who contemplated self in three ways: (1) actual self

which refers to "an all inclusive term for everything that a

person is at a given time" (p. 158); (2) real self is de-

fined as "central inner force, common to all human beings
and yet unique in each, which is the deep source of growth"

(p. 17); and (3) idealized self which one wants to actualize

but that is "impossible of attainment" (p. 158). It seems



that Hegel's essential self is similar to either Horney's real
self or idealized self, and the particular self is to Hor-
ney's actual self.

Hegel was obviously trying to indicate a possible way
to establish a harmonious society through the process of the
surrender or merging of particular self to the "essential"
self. Hegel saw the social turmoil in Europe at that time
as gradually changing a basically agricultural society into
an industrial society. People were moving from rural farm
areas to the factories in cities and various social problems
were emerging. One of these problems was a feeling of alien-
ation among industrial workers. Hegel, in fact, describes
alienation-surrender as a necessary and preliminary step to
resolving this feeling of alienation-separation, and to cre-
ating and maintaining a harmoniocus society.

Unfortunately, Hegel's explanation of the second sense
of alienation was not clear. According to Schacht (1970),
Hegel himself used interchangeably the terms "Entfremdung,"
which means alienation in general, and "Ent3usserung," which

means surrender, in his book Phenomenology of Spirit (p. 38,

footnote 9). As a result of this ambiguity, Schacht (1970)
speculates that Marx was unable to understand the concept of
alienation in the way Hegel intended and that "...a single
general sense emerges, which may be characterized as separa-

tion through surrender...the separation is the result of the



surrender." In Hegel's discussion of the relation of the
individual to social substance, "the separation (alienation-1)

is _overcome through the surrender (alienation-2)" (p. 83,

underlines added by the present author).

It seems that Marx was so fascinated by the concept of
alienation-separation that he disregarded the other sense of
alienation. He rejected the notion ofvtwo senses of aliena-
tion as an overabstraction, that "merely the thought of aliena-
tion, its abstract and hence vacuous and unreal expression"

(p. 70, excerpted from Marx's Fruhe Schriften, p. 659). It
is, therefore, necessary to examine the other sense of aliena-
tion, that is, alienation-surrender.

Ego-Surrender: Essence of Zen

Since the idea of surrender may be more closely associ-
ated with the Eastern society, where collectivism is empha-
sized, than with the Western way of 1ife where individualism
is the core of society, the concept of ego-surrender is now
examined from the Zen point of view.

Suzuki (1956), a well known Japanese Zen philosopher,
contrasts the "ego" and the "other" in a manner similar to
Hegel's description of self and social substance. Suzuki
describes ego-denial or ego-surrender as the essence of Zen.
He states that

we are too ego-centered....lLove makes the ego lose
itself in the object it loves, and...[even as it]
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wants to have the subject as its own. This is a
contradiction,...a great tragedy of life....God
gives tragedies to perfect man....When the ego-
shell is broken and the other is taken into his
own body, we can say that the ego has denied it-
self or that the ego has taken its first step
towards the infinite. (pp. 6-7)
While Hegel intended to resolve the state of alienation-
separation by means of active alienation-surrender, Zen pro-
poses "its solution by directly appealing to facts of per-
sonal experience and not to book knowledge" (p. 18). Accord-
ing to Suzuki (1961), the philosoptical progress based upon
the intellectual thought would be continued as naturally as
our breathing, but when we face the question of 1ife or the
problem of problems, "we cannot wait for the ultimate solu-
tion to be offered by the intellect, even if it could do so"
(p. 18). He goes on to describe that
the hungry cannot wait until a complete analysis of
food is obtained and the nourishing value of each ele-
ment is determined. For the dead the scientific know-
ledge of food will be of no use whatever. Zen, there-
fore does not rely on the intellect for the solution
of its deepest problems. (p. 19)

The nature of man's own being, according to Suzuki (1961),

must be grasped by a higher faculty than intellect.

In fact, Zen does not see any alienation-separation or
struggles between finite and infinite, because these contra-
dictions are "idle distinction fictitiously designed by the

intellect for its own interest....Life as it is lived suf-

fices" (p. 19). Suzuki's description of Zen way of life is



11

similar to the concept of alienation-surrender elaborated by
Hegel. It is to accept man's 1ife as it is, surrounded by

all kinds of separations, struggles and contradictions. When
one goes through these hardships of 1ife and reaches the state
of egé-surrender, then, all the contradictions and separa-
tions explained by the intellect are completely fused into

a consistent organic whole. It is called the state of SATORI

or self-actualization in Zen Buddhism.

Further, Suzuki (1961) states that "Zen never explains
but indicates, it does not appeal to circumiocution, nor
does it generalize. It always deals with facts, concrete
and tangible" (p. 20). Suzuki's writing offers a distinctive
Zen way of 1ife and an ultimate state of ego~-surrender. The
only way to understand ego-surrender is to experience one-
self. Zen explains logically neither a state of ego-surrender
nor contributing factors that facilitate a process of reaching
that state of ego-surrender.

It is obvious that Zen focuses on the final state of
ego-surrender, that is self-actualization. Further examina-
tion of this state of alienation in terms of ego-surrender is
beyond the scope of this study. Major attention will be paid
to the process of ego-surrender rather than the state of ego-
surrender, viewing alienation as polar phases of the same

phenomenon.



Narrowing our focus to the process of ego-surrender at
work, we review the role of ego under various task situations
in the next section.

The Role of Ego in the Process of Ego-Surrender

An early study of Lewis (1944) and one of Lewis and
Franklin (1944) are worthy of mention here. They suggest
that involvement can be interpreted in terﬁé'of ego-diminish-
ing behavior indicative of ego-surrender. Lewis and Franklin
(1944) conducted a series of laboratory experiments investi-
gating the role of ego under various manipulated competitive
(ego-enhancing) and cooperative (ego-diminishing) task situ-
ations utilizing the Zeigarnik effect. Lewis' reséarﬁh indi-
cates that a person's behavior under "ego-involving" instruc-
tions may diminish the sense of ego-needs. Emphasis was
given in their data analysis concerning the intensity of ego-
awareness and the effects of frequencies of the experimentor's
interruption during the course of an assigned task which en-
hanced the sense of ego. A minimum requirement for coopera-
tive behavior is, according to Lewis and Franklin (1944),
"neither physical togetherness nor joint action, nor even
synchronous complimentary behavior, but a diminution of ego-
demands so that the requirements of the objective situation
and of the other person may function freely" (p. 115).

It is important to note that Lewis and Franklin (1944)
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indicate that when ego-awareness is active due to a manipu-
lated competitive task situation, participants were unable
to be involved in their assigned tasks. However, under a
cooperative condition, participants' ego became so inactive
that the role of their ego in their tasks was diminished.

In this regard, Barnard's (1964) description of "zone
of indifference" in é cooperative system is relevant here.
He defined an organization as "a system of consciously co-
ordinated activities" (p. 73) based upon the concept of
"equilibrium" between contributions and inducements. Accord-
ing to Barnard, the "zone of indifference" is described as
‘an area or zone "where an activity...depersonalized by the
fact of its coordinated character" (p. 170). His discussion
of the zone of indifference has been criticized mainly because
of its implicit conceptual contradiction., That is, manage-
ment wants more contributions from employees; employees, in
turn, want more inducements from management. In fact, this
potentially adverse relationship between management and em-
ployees has been considered to be a more realistic view by
contemporary American management, particularly, in profit-
making organizations.

However, if we interpret Barnard's concepts of Equili-
brium and Zone of Indifference in a cooperative system or an
organization as a system of mutual trust and support, it is

possible to realize an equilibrium between contribution and



inducement with a wider zone of indifference where a person
is "depersonalized" in an organization.

As Barnard implied, under a cooperative system, human
needs, particularly extrinsic needs, such as pay, job secu-
rity, affiliation, and working conditions are relatively
satisfied. As a result, employees' ego becomes inactive and
they simply work hard to contribute towards the achievement
of organizational goals.

Locke (1976) describes this ego-inactiveness in terms
of preoccupation. He states that "to involve means to pre-
occupy or absorb fully...[to be] mentally preoccupied with
his job" (p. 301). In a similary way, Joseph (1980) observed
that our daily work l1ife is mainly composed of preconscious
events in which "we may engage withcut consciously attending
to their function, that is, we do not think about them"

(p. 769). This may include both ego-invoived and daydream-
ing type of work béhaviors. However, if a person is daydream-
ing of going out fishing while he is working, his ego is ob-
viously associated with fishing, not with his job.

Therefore, one critical factor differentiating job in-
volvement from preconscious daydreaming work behavior is
whether the ego is identified with the job or something unre-
lated to the job. In order to let one become involved in his
job, a process of psychological identification with the job

must take place. That is the subject of the next section.

14
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A Process of Psychological Identification With Work

In order to clarify the meaning of job involvement, we
must examine the process of psychological identification with
work more thoroughly.

Brown (1969) describes identification as an individual's
representation of a relationship between himself and a social
object (p. 347). Kelman (1958) explains this identification

process in his Influence Theory as follows: "An individual

accepts influence because he wants to establish or maintain

a satisfying self-defining relationship to another person or
group” (p. 52). In other words, accepting influence is adapt-
ing one's behavior to others so that he is accepted by others,
and he is able to maintain harmonious relationships with
others. This clearly implies a process of losing his sense

of selfish ego-needs to become a part of o: ffiliate of
others.

Durkheim, on the‘otﬁer hand, describes this identifi-
cation as a matter of paradox. "The individual" says Durk-
heim, "is the sole organ of society, since he is the sole
creator. However, it is necessary to submerge him in the
mass, in order to modify his nature as much as possible and
prevent him from acting as an individual. Anything of a na-
ture to facilitate individual action must be regarded as a
danger" (p. 209, cited in Johnson, 1973). Durkheim continued

to describe the process of identification based upon Rous-



seau's Social Contract Theory as "The process of becoming,

and to have become, social." He states that "the individual
human being is, in their action of primary alienation, not

alienated from the society, but he is in fact alienated to

it. It is a social act, creates social action, and thus fuses
the individual with the thus-created collective" (p. 209,
cited in Johnson, 1973).

Johnson (1973) interpreted this alienating act as "an
act of obligation to the thus-created collective,...socializa-
tion is the process of voluntaristic alienating of the self,
of the ego becoming external to itself" (p. 209).

At least two issues emerge from this discussion of
psychological identification. One is the unfortunate contra-
dictory nature of the relationship between the individual
with strong ego-demands and the society which has to be main-
tained harmoniously. The other issue is the importance of
the socialization process in facilitating the individual's
transformation of the adversary relationship through the pro-
cess of identification with the society. 1In other words, it
seems necessary that individuals, who are normally alienated
from the society due to the basic nature of their relation-
ship, alienate (or "transfer", etymologically speaking) them-
selves to the society in order to establish a harmonious re-
lationship with others in the society.

It is interesting to note that the above discussion of

16
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the identification process between individual and society is
easily applied to the relationship between a worker and his
job. If a worker identifies psychologically with his par-
ticular job, then it is assumed that he is involved in his
job. Focusing on this key process, that is, psychological
identification with work, the major conceptual definitions of
job involvement will be reviewed.

Major Conceptual Definitions of Job Involvement

The most recent definition of job involvement was pro-
posed by Kanungo (1979). He used the term "work involve-
ment" and defined it as "a generalized cognitive (or belief)
state of psychological identification with work insofar as
work is perceived to have the potentiality to satisfy one's
salient needs and expectations" (p. 131).

Recently, Kanungo (1982b) refined the above definition
by distinguishing job involvement from work involvement through
the argument that the notion of involvement has two components:
A specific job context and a generalized work context. Ac-
cording to Kanungo (1982b), job involvement is considered to
be a descriptive belief, contemporaneously caused, more situ-
ationally determined, a function of salient needs and expec-
tations. Work involvement, on the other hand, is more a
reflection of value orientation and it is a function of cul-
tural conditioning or of a socialization process.

Kanungo (1982b) emphasized the importance of need



saliency of the individual as a motivating force towards in-
volvement in his particular job. It is obvious that Kanungo
attempted to define the concept of job involvement based upon
need satisfaction or a motivational point of view. However,
he did not elaborate fully on what he meant by "psychological
identification". This process may imply the diminution of
salient needs, which is missing in his discussion of job in-
volvement. Further, Kanungo's definition is very similar to
the one previously proposed by Lodahl (1964), and Lodahl and
Kejner (1965), prominent researchers in the field of job in-
volvement. Lodahl (1964) defined job involvement as "the
degree to which a person is identified psychologically with
his work, or the importance of work in his total self-image"
(p. 687).

It is assumed that the word "or" was used to indicate
the motivating force that leads a person to be involved in
his work. Lodahl (1964) also did not provide any explana-
tion of such expressions as "identified psychologically" and
“total self-image". It is, however, obvious that both defi-
nitions are quite similar and both are semantically vague.
There is one critical and interesting difference between
these definitions. Kanungo (1979, 1982b) included both in-
trinsic and extrinsic needs as long as these needs are per-
ceived as important, whereas Lodahl (1964) focused solely

on intrinsic needs such as the importance of work for his
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self-image as the motivating force affecting the process of
psychological identification with work. An interesting ques-
tion can be raised here: Should we include both intrinsic
and extrinsic needs or deal only with an intrinsic nature of
Job involvement?

Gorn and Kanungo (1980) investigated this point using
a Canadian sample (n=916). They concluded that "the degree
of satisfaction with salient needs, intrinsic or extrinsic,
was associated with greater involvement in the job itself"
(intrinsic group: r = .82, p < .001; extrinsic group: r =
.71, p ¢ .001; p. 273). 1In addition, they reported very in-
teresting findings: "“The results suggest that extrinsic
managers are both more satisfied and more involved in their
present jobs than intrinsic managers" (p. 272). This clearly
implies the opposite of our earlier research which had only
focused on the intrinsic nature of job involvement. They
speculated about the possible reason for this finding in
terms of difficulty of satisfying their intrinsic needs due
to "their high expectations about the nature of job they
should have and/or the relative difficulty management may
have in structuring a job that can in fact be interesting,
offer self-development, independence, etc." (p. 276). Gorn
and Kanungo (1980) further comment that "as far as involve-
ment in a particular job is concerned, the results of this

study suggest that the organization may have little to gain



but a great deal to lose by either favoring intrinsically
motivated individuals in their hiring and promotional prac-
tices or by instituting programs within the organization to
stimulate intrinsic motivation"(p. 276). The results, never-
theless, confirmed Kanungo's argument that satisfaction

of the extrinsic factors for extrinsically motivated people
and satisfaction of intrinsic factors for intrinsically moti-
vated people were "equally likely to create high job involve-
ment" (p. 276). They concluded that "there was little evidence
[from their study] to support the notion that satisfaction of
intrinsic needs represents satisfaction of a high plane of
needs, in that it is more closely linked to greater job in-
volvement" (p. 276).

They also concluded that "intrinsic motivation may have
a greater role to play in work involvement rather than job
involvement" (p. 276). Further research was suggested in
different organizational settings aund with different opera-
tional definitions and measurement scales for both job in-
volvement and work involvement.

However, the definitions of job involvement based upon
strictly intrinsic needs constitute the predominant motif in
the early research of job involvement which will be discussed
in detail next. This is probably due to the extensive socio-
logical research and interpretation of the meaning of aliena-

tion. If one's work is instrumental in satisfying extrinsic
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needs, then, he is, by Marxian's definition, alienated from
his work. Kanungo (1979) criticized this approach as one-
sided and idealistic, and he pointed out that other human
needs such as security and affiliation, were ignored. Empha-
sizing the importance of the instrumental nature of human be-
havior, Kanungo (1979) states that "all human behaviors stem
from need states, and all human behaviors tend to be purpos-
ive and instrumental in obtaining goals or outcomes for the
satisfaction of needs. Work behaviors and job attitudes
should not be an exception to this rule" (p. 136).

As discussed in the previous section, the state of in-
volvement parallels self-actualization or is consequence-
oriented. But Kanungo (1979) clearly focuses on the process
of becoming involved or "antecedent-oriented." This js identi-
fied as a third source of conceptual confusion of involvement.
However, he was not clear about the instrumental nature of
work behavior. Guion (1958) commented on this point during
a symposium on industrial morale but never elaborated his
position.

It was previously stated that this study would be
focusing on the process of becoming involved in one's job
rather than on the state of involvement. It seems difficult
to respond to a question such as "how much involvement is
considered to be the ultimate state of involvement?" unless

we actually experience that state. Therefore, it is reason-
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able and preferable to conclude that the concept of involve-
ment can fruitfully be viewed as a continuum between aliena-
tion and involvement or as a polar state of the same prdcess.

Lodahl and Kejner (1965) proposed another definition of
job involvement. They defined it as "the degree to which a
person's work performance affects his self-esteem" (p. 25).
This created further confusion and has been criticized by
some researchers (Kanungo, 1979; Rabinowitz & Hall, 1977).
Rabinowitz and Hall (1977) claimed that, "This could leave a
reader wondering which of the two definitions the authors
were actually focusing on" (p. 266).

However, if we read their paper more carefully, Lodahl
and Kejner (1965) intended to propose the first definition
(psychological identification, which appeared only in the

abstract of their article) as a conceptual one, and the

second definition (performance-~--1f-esteem contingency, which

appeared in the main body of their article) as an operational

one. The question is, were these two definitions used for
their research as they intended? In fact, neither the first
nor the second definition played the guiding role for their
research. Lodahl and Kejner (1965) justified this confusion
by attributing it to the sample and methodological limita-
tions.

The major weakness of their research appears to be its

confusing and ambiguous definitions probably attributable to
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their preoccupation with the notion of value orientation and
possible moderating effects of unknown variables. In their
research, lL.odahl and Kejner (1965) emphasized the importance

of the socialization process and work value orientation.

This is probably due to the influence of Dubin's 1956 study
which focused on "Central Life Interest" among industrial
workers. He defined Central Life Interest as "the expressed
preference for a given locale or situation in carrying out an
activity" (p. 134). Dubin, as a sociologist, rejected psy-
chological and motivational approaches as inappropriate ways
to study work behaviors, and proposed the central importance
of social norms and values as determinants of human behaviors.
Under this influence, Lodahl (1964) stipulated that "the ten-
dency to become psychologically involved in work may be fixed
during relatively early cultural training" (p. 505). There-
fore, Lodahl and Kejner (1965) defined job involvement as "the
internalization of values about the goodness of work or the
importance of work in the worth of the person" (p. 25). They
added, "it is probably resistant to changes in the person due
to the nature of a particular job" (p. 25). However, after
analyzing the data, they conceded, in the final paragraph of
their paper, the significance of the effects of organizational
factors in addition to that of the value orientation.

Lawler and Hall (1970) accepted Lodahl and Kejner's



first definition of psychological identification for their
study. Using Lodahl and Kejner's 6-item job involvement
scale, they analyzed the data (n=291), and found a three-
factor solution: Jjob satisfaction, intrinsic motivation,
and job involvement. These components, they wrote, were
"factorially independent and relatively distinct variables"
(p. 309). They concluded that "involvement can perhaps best
be thought of as the degree to which a person's total work
situation is an important part of his 1ife" (p. 310)..."be-
cause he perceives job as an important part of his self-
concept, and perhaps as a place to satisfy his important
needs (e.g., his need for self-esteem)" (p. 311).

In a similar way, Wollack, Goodale, Wijting, and Smith
(1971) defined job involvement as “"the degree to which a
worker takes an active interest in co-workers and company
functions and desires to contribute to job related decisions"”
(p. 332). Beehr, Walsh, and Taber (1976) also defined job
involvement in terms of "the importance of the work role
relative to other 1ife roles." Locke (1976) also emphasized
the importance of work as a major determinant of job involve-
ment. He states that "a person who is involved in his job is
one who takes it seriously, for whom important values are at
stake on the job, whose moods and feelings are significantly
affected by his job experiences and who is mentally preoc-

cupied with his job" (p. 1301).
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Based upon the above review of the major conceptual
definitions, it is possible to abstract at lTeast three gen-
eral categories in defining the concept of job involvement:
(1) psychological identification, (2) performance-based self-
esteem, and (3) relative or central 1ife interest in work.

"ose¢ categories can be summarized by the definitions pro-

posed by basically Lodahl and Kejner (1965) and Dubin (1956).

Other Operational Definitions of Job Involvement

As mentioned earlier, there are many different views
and approaches toward the concept of job involvement due
mainly to the Tack of a sound conceptual féamework. Rabinowitz
and Hall (1977) categorized this confusion at the empirical
level under three different approaches, that is, job involve-
as an individual difference variable, situational variable,

and the interaction of both.

The perception of job involvement as an individual
difference variable emphasizing psychological identification
(Lodahl & Kejner, 1965; Kanungo, 1979) has been reviewed and
evaluated in the previous section; this section deals with
other operational definitions of job invoivement proffered

to date.

For example, French and Kahn (1962) describe "“ego-
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involved performance” in the following manner: "If the
worker's ability to produce is a dimension which is high

in centrality, then, actual performance utilizing this
ability may be defined as ego-involved in his job." They
implied also that "his job performance will affect his self-
esteem" (p. 19). French and Kahn (1962) clearly differenti-
ated this ego-involved performance from extrinsically
oriented instrumental work behavior. If a person is pri-
marily working to earn money, his ego is identified with
money, not with the job. Therefore, his self-esteem is not
affected by job performance due to the low centrality of
ability to produce. Their definition is derived from Lewin's
(1952) Field Theory and Miller's (1959) Self-Identity Theory
which imply, on one hand, the importance of past value ori-
entation, and on the other, the importance of self-identity
in terms of ability to produce. Lodahl and Kejner's (1965)
two definitions, that is, psychological identification and
performance-self-esteem contingency, seem to be derived from
the same conceptual framework.

Focusing on the latter, Vroom (1962) states that an in-
dividual is "ego-involved in a task or job to whatever extent
his self-esteem is affected by his perceived level of per-
formance" (p. 161). He indicates that job involvement exists
when a person's feelings of self-esteem are increased by good

performance and decreased by bad performance. However, if a
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value orientation is taken into this description as a major
determinant of work behaviors, then, it is logically assumed
that the level of job involvement would not be affected by
external factors such as performance. This clearly contra-
dicts Vroom's interpretation of ego-involvement. French and
Kahn (1962) suggested that "the self-identity should be cen-
ceptualized in terms ofiinternalized social structure" (p. 19)
and is resistant to -~ ::nge. The same conceptual contradic-
tion was found in Lc:zhl and Kejner's discussion of two
definitions. This remains to be clarified.

Gurin, Veroff and Feld (1960) viewed job involvement in
the same way, that is, as a process in which performance af-
fects self-esteem. Siegel (1969) considered job involvement
as a reflectinn of the importance of work to a person's self-
esteem or sern.c¢ of worth. Steers and Porter (1975) concurred
with this point of view, stating that "from a psychological
standpoint...{(work) can be an important source of identity...
People tend to evaluate themselves according to what they
have been able to accomplish" (p. 552).

Lawler and Hall (1970) reviewed the definitions of job
involvement for their research and considered Lodahl and
Kejner's second definition, i.e., performance-self-esteem
contingency as an acceptable definition for intrinsic moti-
vation.

Lawler (1969), predicating his remarks upon the frame-
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work of expectancy theory, defined intrinsic motivation as
"the degree to which a job holder is motivated to perform
well because of some subjective rewards or feeling that.he
expects to receive or experience as a result of performing
well" (p. 429).

On the other hand, Deci (1975) describes intrinsic
motivation as "...ones for which there is no apparent reward
except the activity itself. People seem to engage in the
activities for their own sake and not because they lead to
an extrinsic reward. The activities are ends in themselves
rather than means to an end. This definition, which is the
commonly accepted definition of intrinsic motivation, serves
quite adequately as an operational definition of intrinsic
motivation" (p. 23).

Deci (1975) emphasized this definition as an operation-
al, not a conceptual definition, because he is aware of the
exclusion of extrinsic reward, a construct included in Law-
ler's definition. Rather, Deci is more concerned with the
internal consequences of activities as reward. It is in-
teresting to note that Berlyne pointed out, “An activity
cannot in any meaningful sense reinforce itself, but rather,
what it can do is bfing about certain internal consequences
which the organism experiences as rewarding" (cited in Deci,
1975, p. 28).

The "internal consequence" of work activities brings up
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the importance of value orientation as the determinant of
job involvement.

Focusing on alienation from middle class work related
values and norms, Blood and Hulin (1967), and Hulin and Blood
(1968) argued that value orientation such as the Protestant
Ethic is the major factor affecting the Tevel of job involve-
ment.

This line of argument led Siegel and Ruh (1973) to
investigate the relationship between job involvement and both
workers with rur-al backgrounds where values were supposed to
be well internalized and urban workers whose values were not.
The empirical data show, however, that their hypothesis of
rural workers being more involved than urban workers was not
supported or cenfirmed (Rabinowitz & Hall, 1977).

Focusing on work role involvement, Maurer (1969) de-
fined job involvement as "“the degree to which [an] indivi-
dual's work role is important in itself as well as the extent
to which it forms the basis of self-definition, self-evalua-
tion, and success-definition" (p. 26). Similarly, Faunce
focuses on occupational involvement which implies "the com-
mitment to a particular set of tasks or task area when suc-
cessful role performance is regarded as an end in itself and
not a means to some other end" (cited in Rabinowitz & Hall,
1977, p. 265).

Allport (1947) defined ego involvement in terms of



participation in the decision making process in an organiza-
tion in which the individual is engaging in the "status-
seeking motive" (p. 123) through his work. In this sense,
status is conceived as an important factor for one's self-
e: ..em,

The second apbroach toward the meaning of job involve-
ment asserts that job involvement is a function of the situa-
tion. A number of negative impacts on the level of job in-
volvement have been described by several researchers (Argyris,
1964; Bass, 1965; Blauner, 1964; McGregor, 1960; Vroom, 1962).

For example, Blauner (1964) prefaced his study of
alienation - :ﬁg various types of workers, contrasting
alienation and involvement as follows: "a ser.: of control
rather than domination, a sense of meaningful purpose rather
than futility, a §ense of social connection rather than iso-
lation, and a sense of spontaneous involvement and self-
expression rather than detachment and discontent".

Dubin (1956) reported nearly 30 years ago that three
out of four workers were not involved in their work; he at-
tributed its cause to the surrounding work situation. In
this mode, Hall (1971) proposed a model to facilitate a
worker's involvement in his work under a career development
program. This model received consistent support (Bray, Camp-
bell, & Grant, 1974; Hall & Foster, 1977 ),

It seems that those situational theorists are, in fact,



essentially focusing on the degree of "Quality of Work Life"
and are concerned with an individual's higher order psycho-
logical needs as postulated by Maslow (1954 ), motivators as
proposed by Herzberg et al. (1959), growth needs as elabor-
ated by Argyris (1964), and positive human nature as proposed
by McGregor (1960) under Theory Y. Their aim seems to be to
reorganize the organizational structure, so that the worker's
level of involvement, satisfaction and productivity would be
improved.

The third approach is viewing job involvement as an
individual-situation interaction variable (Farris, 1971; Law-
ler & Hall, 1970; Lodahl & Kejner, 1965; Rabinowitz, Hall &
Goodale, 1977; Ruh, White & Wood, 1975, Tannenbaum, 1966;
Wanous, 1974).,

For example, Farris (1971) took Lewin's point of view,
that is, job involvement is a function of both person and
environment or an interaction of both individual differences
and situational variables.

Lodahl and Kejner (1965) originally held the "individu-
al difference" view,but finally admitted that job involvement
was affected by external factors (mostly social ones) as well
as by a value orientation learned early during the socializa-
tion process.

Wanous (1974) attempted to define the construct "job

involvement" in terms of an individual's early socialization
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process and job characteristics such as autonomy, variety,
challenge, feedback, and task identity. The same view was
taken by Ruh, White, and Wood (1975). They reported that
values, personal background, participation in decision-
making, job attitude, Protestant Work ethic, as well as work
situation affect the degree of job involvement.

Simitarly, Lawler and Hall (1970) accept situational
factors such as autonomy and participation as key factors
facilitating the individual's tendency to be involved in his
job. They state,'"[Relatively more] people will become in-
volved in a job that allows them control and a chance to use
their abilities than will become involved in jobs that are
lacking these characteristics” (p. 311). They suggested
that individual and job characteristics would interact in
predicting job involvement.

Further, Rabinowitz, Hall, and Goodale (1977) reported
that individual difference variables and job characteristics
were equally important in determining the degree of job in-
volvement.

Focusing on the moderating effect of job involvement on
organizational climate and satisfaction, Batlis (1978) found
that the highly involved group showed a stronger climate and
satisfaction relationship. This is consistent with Locke's
(1976) viewpoint that the workers who are not involved are

less affected by job involvement. In that direction, Korman's
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(1970) consistency theory of work motivation would predict
the highest job satisfaction and performance relationship to
be found among workers with high self-esteem. This has been
supported by Inkson (1978), but Wood (1974) reported that the
highest job satisfaction and performance relationship was
found among workers low in job involvement.

Finally, Patchen (1970) used the expression job in-
volvement in a broader §ense in his study of "general in-
terest" at TVA, including such factors as motivation, identi-
fication, and feelings of pride. He states, "where people
are nighly motivated, when they feel a sense of solidarity
with the enterprise, and where they get a sense of pride from
their work, we may speak of them as highly involved in their
jobs" (p. 7). However, Patchen never formally defined job
involvement; rather he suggested "job involvement as merely
a convenient label to summarize several characteristics which
make the job more important, more salient, and potentially
more satisfying to the individual" (p. 7). He considered
these aspects of job involvement as "not entirely independent
of each other" (p. 8).

Boundary Condijtions of Job Involvement

The above review of various definitions of job in-
volvement suggests that the research in the field of job
involvement should be confined by certain boundaries. First,

the concepts of alientation and involvement can be inter-
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preted as the bipolar aspects of the same phenomenon, a mat-
ter of continuum between two extremes, that is, ego-
separation and ego-surrender, as depicted in Fiqgure 1.
Therefore, a conceptual distinction should be made between
thestate of job involvement and the process of becoming in-
volved in one's job. The state of job involvement can be
considered to be either one point of that process or the
final state of job inQo]vement. This confusion is found in
Lodahl and Kejner's (1965) definitions. The first defini-
tion of psychological identification is related to the pro-
cess of becoming involved, and the second definition of per-
formance-self-esteem contingency is related to the result of
job involvement. They proposed both definitions without any
conceptual clarification in their paper.

Second, the concept of job involvement should be con-
templated as an individual's cognitive process of identifi-
cation with his job under various situational constraints.
The cognitive process is interpreted as the process of learn-
ing something when a person perceives it as important. In
this way, we are able to apply our intellectual line of
thought toward understanding, explaining, and predicting the
level of job involvement.

Third, job involvement should not be confused with
intrinsic motivation as elaborated by Lawler (1969) and Deci

(1975). Intrinsic motivation deals only with subjective and
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internal factors affecting the level of motivation which may
lead toward high job involvement. However, it has been ob-
served that job involvement as a process may be influenced
not only by individual's intrinsic motivational factors but
also by extrinsic motivational factors, such as certain Jjob
characteristics or organization climate. For example, Rizzo,
House, and Lirtzman (1970) reported a significant correlation
between role ambiguity, role conflict and perceived job
autonomy, group supportiveness. Their findings imply that
certain job characteristics and organizational climate may
increase or decrease the level of role perception as well as
the level of job involvement.

Lastly, ego-needs and a person's needs should be dif-
ferentiated. Some researchers focused on ego-involvement
(Allport, 1947,lFrench & Kahn, 1962; Guion, 1955; Vroom,
1962),while other researchers use the term person as an indi-
vidual who is involved in his work or role (Dubin, 1956;
Lawler & Hall, 1970; Lodahl & Kejner, 1965; Maurer, 1969).
However, as Lewis (1944) pointed out, "If the ego and the

person are made synonymous, as is often done, then any need

of the human organism becomes ipso facto an ego need" (pp.
113-114). It is suggested that the term ego as defined by
Lewis (1944) is more appropriate than the term person in

defining the meaning of job involvement.
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Proposed Definition of Job Involvement

Based upon the above assumptions and upon an integra-
tion of the concepts and empirical data regarding the meaning
of job involvement, it is proposed téat job involvement be
defined as a process of diminishing ego-awareness resulting
from psychological identification between ego and job.

A conceptual model of job involvement is schematically
presented in Figure 2. An operational model of job involve-
ment is presented in Figure 3. A series of hypotheses fol-
low.

Hypotheses

Universal Hypothesis: The degree of job involvement

is positively correlated with the extent of Ego-Surrender.

Based upon the conceptual discussion of involvement,
it is proposed that job involvement is viewed as a process
of diminishing ego-awareness and that this process is influ-
enced by various individual and situational variables.
Therefore, the following specific hypotheses are posed for
empirical testing using two culturally different samples,
Digital Equipment Corporation as an American sample and
Ricoh Company as a Japanese sample.

Hypothesis 1. The degree of ego-surrender is posi-

tively correlated with the extent of a group-oriented co-

operative organization climate characterized by a high sense
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FIGURE 3

AN OPERATIONAL MODEL OF JOB INVOLVEMENT
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of trust and support, task identity, and warm feeling toward
other employees.

This relationship holds because if a person is trusted
and supported, and is working under a cooperative system, his
ego becomes inactive, and he is likely to be able to diminish
his selfish desires, and as a result, he is involved in his
Jjob.

Hypothesis 2. The degree of ego-surrender is nega-

tively correlated with the extent of an individual-oriented
competitive organization climate characterized by high sense
of autonomy, encouragement of confrontation, and a reward sys-
tem based upon individual performance.

This relationship holds because a person is encouraged
to compete with other employees for advancement under com-
petitive system, his ego is active, and he is likely to en-
hance his selfish desires at work, and as a result, he is
unable to be involved in his job.

Hypothesis 3. The degree of ego-surrender is posi-

tively correlated with the extent of extrinsic motivation
characterized by such needs as pay, job security, working
conditions, respect and recognition from other employees,
and good interpersonal relations. However, if these salient
extrinsic needs are not satisfied at work, it is predicated

that the degree of ego-surrender is negatively correlated
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with the extent of extrinsic motivation.

This relationship holds because once salient extrinsic
needs are satisfied at work, the ego becomes inactive, self-
ish desires are diminished, and involvement in the job results.
However, if these salient extrinsic needs are not satisfied,
the ego becomes active, and as a result, the individual is

unable to be involved in his Jjob.

Hypothesis 4. The degree of ego-surrender is nega-

tively correlated with the extent of intrinsic motivation
characterized by such needs as growth, achievement, autonomy,
self-esteem, and an interesting nature of work. However, if
these intrinsic needs are satisfied at work, it is predicted
that the degree of ego-surrender is positively correlated
with the extent of intrinsic motivation.

If a person is motivated by intrinsic needs, then it
is difficult for him to satisfy these salient intrinsic needs.
This is due not only to his high expectations of intrinsic
need satisfaction but also to the inability of management to
allow him to satisfy salient intrinsic needs during his more
or less routine work. As a result, he is unable to be in-
volved in his job. However, if these intrinsic needs are
satisfied at work, his ego becomes inactive, and as a result,

he is involved in his job.



Hypothesis 5. The degree of ego-surrender is posi-

tively correlated with the extent of job satisfaction.

This relationship holds because if he is satisfied with
his job, his ego becomes inactive, and as a result, he is in-
volved in his job.

Hypothesis 6. The degree of ego-surrender is posi-

tively correlated with the extent of positive attitudes to-
ward work characterized by pro-Protestant ethic and work
centrality characterized by Central Life Interest.

This relationship holds because if he internalizes
work values such as importance of work and perceives work as
central to his 1ife through the socialization process jn and
out of organizations, his ego becomes inactive while he is
working, and as a result, he is involved in his job.

With regard to the demographic variables, the follow-
ing predictions are made:

Hypothesis 7. Older employees are more involved in

their jobs than younger employees.

This relationship holds because if a person becomes
older, he internalizes work values more than younger em-
ployees, and also he reduces the level of expectations to
satisfy his various needs at work, his ego becomes inactive,

and as a result, he is involved in his job.
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Hypothesis 8. Female employees are more involved in

their jobs than male employees.

This relationship holds because, in our society, fe-
males are expected to be more submissive than males, so that
it is easier for females to diminish their sense of ego at
work, whereas males are expected to be independent and ag-
gressive, so that it is difficult for males to diminish
their sense of ego at work.

Hypothesis 9. The Tonger the length of service in an

organization, the more ihvo]ved are people in their work.
This relationship holds because the longer one works

in an organization, the more he internalizes work values. It

is also assumed that those who stay in an organization are

considered to be more satisfied with their jobs than those

who just got a job a few years ago. Therefore, their ego is

inactive, and as a result, they are involved in their jobs.

Hypothesis 10. Those who hold higher organizational

positions, such as managers, are more involved in their jobs
than those who hold lower organizational positions.

This relationship holds because managers are normally
older, have longer length of services and have more chance
to satisfy their salient needs. Therefore, their ego is in-
active, and as a result, managers are more involved in their

jobs than non-managers.
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Research Objectives

Although the main objective of this research is to in-
vestigate the appropriateness of the proposed conceptual
model of job involvement as a process of ego-surrender, this
research is also designed to meet the following three opera-
tional objectives, and the data of‘each sample are analyzed
accordingly.

First, the data of each sample are compared in terms of
various descriptive statistics, such as means, standard de-
viations, skewness, and kuvrtosis. Thus, it is possible to
assess the relative degree to which each sample is charac-
terized by the various measures, such as the degree of job
involvement, ego-surrender, importance of work, growth need
strength, job satisfaction, etc. Particular attention is
paid to the way the subjects of each sample, as a group,
describe themselves in terms of seif-esteem measured by
Ghiselli's Self-Assurance subscale. It is important to
measure the level of self-esteem of the subjects of each
sample, because the major thrust of this research is to
examine the degree of job involvement as a process of ego-
surrender. In addition, several key measurement instru-
ments, such as Kanungo's job involvement scale, ego-surrender
subscale, and Dubin's central 1ife interest scale are ana-

lyzed using reliability and factor analysis techniques.
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The second objective of this research is to investigate
the possible linear relationships between ego-surrender and
various predictor variables by testing the specified hypoth-
eses. Specifically, it is to examine the linear relationships
between ego-surrender and certain organizational environment
(Hypotheses 1 and 2), need saliency (Hypotheses 3 and 4), job
satisfaction (Hypothesis 5), work value orientation (Hypoth-
esis 6), and the relationships between job involvement and
demographic variables (Hypotheses 7, 8, 9 and 10).

The third and last operational objective is to examine
the appropriateness of the proposed model of job involvement
using a path analysis technique. Particular attention is
paid to the causal relationships between ego-surrender and
certain organizational climate factors such as an individual-
based competitive climate assumed to exist in the American
sample and a group-based supportive climate assumed to exist
in the Japanese sample (Hypotheses 1 and 2).

The significance of this research lies in the fact that
the examination of the proposed conceptual model of job in-
volvement as a process of ego-surrender using the two cul-
turally different samples as a contribution to a more compre-
hensive understanding of the dynamics of this concept and

to the advancement of the theory of organization behavior.
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CHAPTER 11

METHOD

Subjects

A1l subjects (n=291) of this research were non-unionized
employees of Digital Equipment Corporation (hereinafter re-
ferred to as Digital, a leading American minicomputer and
personal computer manufacturing company) located primarily
in the Boston area, and Ricoh Company, Ltd. (hereinafter re-
ferred to as Ricoh), a leading Japanese office automation and
copier manufacturing company located at Atsugi City, near
Tokyo.

The American sample (n=61) <consisted of a group of mana-
gers and staff personnel in charge of various managerial func-
tions in international marketing, production, finance, per-
sonnel, etc. They attended the seminar "Doing Business in
Japan" held in Boston in August, 1982. During the seminar,
the present author gave a lecture in relation to "Work Be-
havior in Japan". Having this fortunate connection with Digi-
tal and encouragement and support provided by Dr. James E.

Catoline, a senior management consulitant at Digital and a



friend of the present author, it was decided to proceed with
this comparative research.

The Japanese sample was selected from the same type of
company. Again, fortunately, the present author was intro-
duced to Dr. Hajime Karatsu, Executive Managing Director at
Matsushita Communications Industries, Ltd. through Mr. Yasushi
Uchiyama, President of NJS Corporation with which the present
author has been working as an outside management consultant
for the past several years. Dr. Karatsu advised me to speak
to Mr. Tatsuo Owéda, Executive Director of Personnel at the
headquarters of Ricoh. He enthusiastically accepted the re-
quest to participate in the proposed research and the data
were collected at the Atsugi plant of Ricoh.

The Japanese sample (Ricoh, n=230) was composed of vari-
ous divisions at the plant, such as, engineering, production,
inspection, tooling, quality control, purchasing and general
affairs division. The Ricoh sample consisted of staff em-
ployees (n=141), and a few managers (n=23), and section chiefs
(n=64). In order to be comparable with the American sample,
production workers were not included.

As described above, the Japanese sample is large enough
to represent Ricoh and to apply various statistical tech-
niques for the data analyses, but the size of the American
sample (n=61) is considered to be rather small. However, most

of them were seminar participants representing various divi-
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sions of Digital and relatively representative of the em-
ployees at Digital.

Descrptive statistics of the sample and the number of

questionnaires sent, returned, and used for this research are
summarized in Table 1.

Measurement Instruments

Demographic Information. Requested demographic data

were sex, agé, length of service, and organizational position.
The form used for gathering that information appears as Ap-
pendix A-2 for the English version and J-2 for the Japanese
version (hereinafter A refers to the American and J refers to
the Japanese questionnaire).

Job Involvement. The scale developed by Kanungo

(1982a) was used to measure the degree of job involvement.
This scale is composed of ten items which appear as Ap-
pendixes A-3 and J-3. Kanungo (1982b) reported an internal
consistency reliability coefficient (hereinafter refers to
coefficient alpha) of .87. The coefficient alpha of this
scale, based upon the entire sample (n=291), was .85, and
the mean inter-item correlation was .36 which is acceptable.
This scale was derived from basically Lodahl and Kej-
ner's (1965) 20-item job involvement scale, the most widely
used scale, by focusing on the cognitive state of job in-
volvement rather than the affective state of job involvement.

This scale includes three items from Lodahl and Kejner's scale.



TABLE 1

DESCRIPTION OF THE SAMPLE

1. Number of Questionnaires Sent, Returned, and Found Usable
Sample Sent Returned Usable Return Rate
Digital 175 64 61 35%

Ricoh 300 283 230 774
Total 475 347 291 61%
2. Details of the Sample
Overall: n=291 (male: 227; female: ©64)
Digital: n= 61 (male: 43; female: 18; manager-male: 32;
manager-female: 7)
Ricoh: n=230 (male: 184; female: 46; manager-male: 23;

manager-female:

0)
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Ego-Surrender. This was measured by a scale developed

after factor analyzing the combined scale of Kanungo's job
involvement, Dubin's central 1ife interest, and Hackman and
Lawler's job satisfaction scales. Focusing on the specific
factor which may imply the dimension of ego-surrender, the
following four items were derived from Kanungo's job involve-
ment scale: (1) Most of my interests are centered around my
job; (2) Most of my personal 1ife goals are job oriented;

(3) I consider my job to be very central to my existence;

and (4) I Tike to be absorbed in my job most of the time.

When the scales were combined (10 items from Kanungo's,
three items from Dubin's, and one iteﬁ from Hackman and Law-
ler's scales), the above four items were heavily loaded on a
factor different from other factors of job involvement. This
factor appeared to be a separate dimension from the evalua-
tive aspect of job involvement, and is interpreted as a dimen-
sion of a unity between ego and job or ego-surrender. The
way this ego-surrender subscale was developed will be dis-
cussed later.

The coefficient alpha of this ego-surrender scale,
based upon the entire sample, was .81, and the average
inter-item correlation was .52, extremely high. These
items appear as Appendixes A-3 and J-3, item numbers 5, 8,

9 and 10.
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Attitude Toward Work. This was measured by the Pro-

testant Ethic scale (short form) developed by Blood (1969).
Endorsement of the Protestant Ethic implies a particular
value orientation toward work. The coefficient alpha of this
scale, based upon the entire sample, was .39, and the mean
inter-item correlation was .08; thus, internal consistency

is extremely low. The scale appears as Appendixes A-7 (item
numbers 1 to 8) and J-7 (item numbers 1 to 8).

This scale consists of eight items in which subjects
are asked to indicate their degree of agreement or disagree-
ment. Four of the items are consistent with the Protestant
Work Ethic and yield a "pro-Protestant Ethic" score. The
remaining four items are not consistent with the spirit of
the Protestant Work Ethic and generate a "non-Protestant
Ethic" score.

This scale was used not only for the American sample but
also for the Japanese sample. The scale items are considered
to be a reflection of positive attitudes toward work in
general rather than specific religious beliefs. For ex-
ample, Saal (1976) used this scale for his research as a
part of his dissertation, and reported that the scale was
not associated with religious background particularly in
terms of Christianity, and the relationship was statistically
not significant. He suggested that "the Protestant Work

Ethic appears to be a misnomer...but be thought of simply
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as a work ethic" (p. 198). Thus, the items of this scale
are considered to be applicable to the Japanese employees.

Importance of Work. The scale used by Ben-Porat (1980)

and Manheim (1975) was used to measure the perceived value with
respect to their present jobs. This scale is composed of

seven items derived from Dubin's (1956) scale of "Central

Life Interest” (40 items). Ben-Porat (1980) used this seven-
item scale for his study and reported the coefficient alpha

of .76. The coefficient alpha of this scale, based upon the
entire sample, was .83, and the inter-item correlation was

.40 which is extremely high. The scale appears as Appendixes

A-7 (item numbers 9 to 15) and J-7 (item numbers 9 to 15).

Need Saliency. In order to measure the degree of need

saliency, intrinsic motivation or extrinsic motivation,
Kanungo's (1982a) job satisfaction scale was used. The ori-
ginal scale had 15 job factors to be rank ordered in terms of
perceived importance for a person at work. The present
author eliminated six items due to the fact that some items
were redundant; there were too many similar job factors to
be ranked from 1 to 15. (When the original scale was pre-
tested at Hofstra University, some students complained of
the redundancy and the difficulty of ranking 15 factors.)

As a result of this modification, nine job factors were rank
ordered by the subjects of this research in terms of per-

ceived importance, and responses were ranked from 1 as the
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most important to 9 as the least important. However, all
the other scales in this research had the opposite scale
direction, therefore, the rank orders had to be recoded to

9 as the most important and 1 as the least important. It is
necessary to arrange all the scales in the same direction,
otherwise the data analyses would become very confusing,
particularly in correlational research such as the present
study.

Five items out of nine job factors are extrinsically
oriented, namely Jjob security, adequate earnﬁngs, comfortable
working conditions, respect and recognition from others,
and good interpersonal relations. The remaining four items
are considered to be intrinsically-oriented job factors; an
interesting nature of work, responsibility and independence,
achievement, and professional growth.

The degree of extrinsic motivation was measured by cal-
culating a mean score of ranking orders of those five ex-
trinsic job factors. In the same way, intrinsic motivation
was measured by calculating a mean score of ranking orders of
those four intrinsic job factors. Due to its nature, there
was no way to estimate the reliability of this scale. This
scale appears as Appendixes A-4 and J-4.

Growth Need Strength. In additicn to the above scale

of need saliency, a 12-item subscale from the Job Diagnostic

Survey developed by Hackman and Lawler (1971) was used to

.......



measure the degree of Growth Need Strength among the American
and Japanese subjects. This scale was designed to measure the
strength of growth need in terms of "how much of varioué op-

portunities and attributes you would like to have on your job"

rather than what the job actually provides in terms of these
opportunities and attributes. Responses are ranged from mini-
mum to maximum amount of these opportunities. This scale ap-
pears as Appendixes A-5 and J-5. The coefficient alpha of
this scale was .79 (n=291), and the inter-item correlation was
.24 which is acceptable.

Self-Esteem. Ghiselli's (1971) Self-Assurance subscale

was used to measure "the extent to which the individual per-
ceives himself to be effective in dealing with the problems
that confront him" (p. 57). This subscale has 31 paired ad-
jectives to be chosen by the respondents as the most descrip-
tive (16 items) and the Teast descriptive (15 items). In ad-
dition to these 31 paired adjectives, one more paired adjective
set, capable versus discreet, was used as the most des-
criptive, to see how the American and Japanese employees
describe themselves in their relations to the public. The
validity of this subscale was provided by Ghiselli (1971).
This scale appears as Appendixes A-6 and J-6.

Job Characteristics. The Job Characteristics Inventory

developed by Sims, Szilagyi, and Keller (1976) was used to

measure certain core characteristics of one's job. According
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to Pierce and Dunham (1978), this inventory is internally
consistent and factorially pure across different occupational
groups. From this inventory, three subscales were used for
this research, that is, a 4-item scale of Variety (item num-
bers 3, 5, 8, and 11), a 5-item scale of Autonomy (item num-
bers 4, 7, 9, 16, and 17), and a 3-item Friendship (item num-
bers 1, 10, and 14). Sims et al. estimated the alpha coef-
ficients of these subscales at .82, .84, and .84, respectively.
In this research, the coefficient alpha of variety was .75;
autonomy was .43; and friendship was .59. The inter-item corre-
lation of variety was .43; autonomy was .12; and friendship
was .32. These subscales appear as Appendixes A-10 and J-10.
In addition, a 6-item subscale of Role Ambiguity de-
veloped by Rizzo, House, and Lirtzman (1970) was used to
measure perceived role clarity. One item which deals
with time allocation was dropped as inappropriate to this
research, and the remaining five items appear as Appendixes
A-10 and J-10 (item numbers 2, 6, 12, 13 and 15). An aver-
age coefficient alpha of .78 was reported by House and Rizzo
(1972). In this research, the coefficient alpha of this
subscale was .77 (n=291), and the inter-item correlation
was .40.

Organizational Climate. A 5-item subscale of Warmth

(item numbers 7 to 11 of Appendixes A-11 and J-11), a 6-item

subscale of Reward (item numbers 1 to 6 of Appendixes A-11
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and J-11), a 5-item subscale of Support (item numbers 20 to
24 of Appendixes A-8 and J-8), a 4-item subscale of Identity
(item numbers 16 to 19 of Appendixes A-8 and J-8), and a 4-
jtem subscale of Conflict (item numbers 12 to 15 of Ap-
pendixes A-11 and J-11) taken from the Organizational Climate
Questionnaire (Form B) developed by Litwin and Stringer
(1968) were used to measure the organizational climate per-
ceived by the employees at Digital and Ricoh. The subscales
of Identity and Support appear as Appendixes A-8 and J-8

and the subscales of Warmth, Reward, and Conflict appear as
Appendixes A-11 and J-11.

Based upon the entire sample, the coefficient alpha of
warmth was .83; reward was .66; support was .78; identity
was .69; and conflict was .59, and the inter-item correla-
tions were .49, .23, .41, .36, and .25 respectively.

Need Satisfaction. The need satisfaction scale de-

veloped by Kanungo (1982a) was used to measure the degree of
satisfaction with nine job factors or salient needs relative

to one's present job. This scale was originally composed of
15 job factors but six items were dropped due to redundancy
and to make this scale consistent with the need saliency scale.
A coefficient alpha of .89 for this scale was reported

by Kanungo (1982b). In this research, it was .88 (n=291),

and the inter-item correlation was .43 which is more than

adequate. This scale appears as Appendixes A-9 and J~9-
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Job Satisfaction. The last item of the need satisfac~

tion scale developed by Kanungo (1982a) and a 3-item job
satisfaction scale used by Hackman and Lawler (1971) were
used to measure the degree of job satisfaction. The coef-
ficient alpha of this combined scale was .79 (n=291), and
the inter-item correlation was .49 which is extremely high.
This scale appears as Appendixes A-4 and J-4 (item numbers
1 to 3), and one item appears as Appendixes A-9 and J-9
(item number 10).

Procedure

A1l measurement instruments mentioned above were in-
cluded in a questionnaire booklet with a brief description
of the purpose of this research, a proposed definition of
job involvement, and the proper assurance of'confidentiality
of responses to the questionnaires.

The English version of the questionnaire was translated
into Japanese by the present author. The translated Japanese
questionnaire was reviewed and checked with the original
English questionnaire by Dr. Ken Kono, Professor of Marketing
at Hofstra University,who has been involved in this type of
research for the past ten years. Back translation procedures
(Brislin, 1970) were not followed due mainly to a very different
language and contrasting cultural background. It was understood
that the exact translation of English into Japanese does not

bring up the real meaning and intention of the original ques-
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tionnaire items developed by the American researchers other
than those in Ghiselli's Self-Assurance subscale. Ghiselii's
subscale was translated into Japanese, then back-translated
into English and comparisons of the original adjectives and
translated adjectives were used to arrive at the final Japa-
nese paired adjectives. The final version of the Japanese
questionnaire was pretested for appropriateness by a small
sample of Japanese managers working in the Manhattan area be-
fore it was finalized.

A1l the American data were collected through mail re-
turns of the questionnaire booklets. Five sets of question-
naire booklets were mailed out to each of those managers who
attended the seminar "Doing Business in Japan"; thus, they
knew who was asking for their cooperation. Self-addressed,
stamped-envelopes were enclosed for their convenience. A
polite soliciting Tetter was also enclosed asking them to
distribute the remaining questionnaire booklets to their col-
leagues and subordinates. One hundred forty-five sets of
questionnaire booklets were mailed out. After two months,
about 40 booklets were returned. A follow-up letter was
mailed out to those managers.

In addition, a package of 30 questionnaire booklets
with self-addressed stamped return envelopes was sent out

to Dr. Catoline, for he was about to have another management



seminar for the Digital employees. Questionnaire booklets
were distributed among seminar participants with Dr.
Catoline's encouraging comments.

For the Japanese sample, managers at the Ricoh Atsugi
plant were assembled in a conference room by Mr. Kamimoto,
the general manager of the plant, during their working hours.
The presert author was introduced to the managers, and the pur-
pose and significance of this research were explained briefly.
During the meeting, the following points were emphasized:

(1) the questionnaire was rather lengthy and some scales,
such as Ghiselli's Self-Assurance scale, were cumbersome,
therefore, their patience and cooperation were appreciated,
and they were asked not to skip items of the questionnaire;
(2) participation in this research was strictly voluntary,
therefore, they should feel free to provide any information
and this would be appreciated; (3) any information provided
would be treated in confidence and anonymously, and the data
would be used for research purposes only; and (4) it was
emphasized that Ricoh was giving no financial support to
the research project.

A1l assembled managers were asked to distribute the
Japanese version of the questionnaire booklets to their sub-
ordinates with brief instructions that day. They were also

asked to collect completed questionnaire booklets from their



subordinates the next day, and to bring thé booklets to the
personnel department. Three hundred questionnaire booklets
were distributed through managers to their subordinates, and
283 completed questionnaire booklets were collected within
two days with warm support provided by the personnel de-
partment of the Atsugi plant of Ricoh.

Data Analyses

Three specific research objectives were given in the
previous section. This section describes the way the data
were analyzed to meet these three objectives.

The first stated objective, to describe the two samples,
Digital and Ricoh, not only in terms of the degrée of involve-
ment in their jobs, ego-surrender, job centrality, and their
endorsement of work ethics, but also in terms of demographic,
need saliency, job characteristics, and organization climate,
was met with the information of descriptive statistics.
Specifically, frequency distributions of subjects' responses
on these scales were described by a measure of central ten-
dency or the mean, as well as the standard error of the mean.

According to Welkowitz, Ewen, and Cohen (1976), the
standard error of the mean indicates "the difference between
a population's mean and the mean of a [random] sample drawn
from that population," and it is an "error caused by sampling"

(p. 106). If the standard error of the mean is estimated at
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1.5, we conclude that two-thirds of the sample means will be
between 1.5 units, plus or minus, of the population mean (if
a sample is large enough). In other words, there is only one
chance in three for a sample mean to be further than 1.5
units from the population mean in either direction (Guilford
& Fruchter, 1978, p. 129).

In addition, the frequency distributions were described
in terms of measures of dispersion, namely the standard devi-
ation, skewness, and kurtosis. The standard deviation repre-
sents a sort of average variablity, that is, the average of
the deviations of each score from the mean. Normally, about
two-thirds of the cases 1ie within the range of plus and
minus one standard deviation from the mean (Guilford &
Fruchter, 1978, p. 69). Skewness is a measure of the degree
to which a distribution is asymmetrical; it may be skewed
either to the right (positively skewed) or to the left (nega-
tively skewed) in the direction of the tail. The third meas-
ure of dispersion from a bell-shaped normal distribution,
kurtosis, indicates the shape of distribution in terms of
whether or not it is more or less peaked or flat topped
(Neter & Wasserman, 1974).

Further, key scales, such as Kanungo's Job Involvement,
a subscale of Ego-3urrender, and Dubin's Central Life In-

terest were analyzed using reliability and factor analysis
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techniques.

In order to meet the second objective, that is, to in-
vestigate the possible linear relationships between job in-
volvement and various predictor variables, it was necessary
to generate one comprehensive intercorrelation matrix. De-
tailed analyses would focus on basically testing the proposed
hypotheses in terms of correlation ccefficients between job
involvement and ego-surrender as dependent variables and work
value orientation, need saliency, job characteristics, and
.organization climate as independent variables. The degree
of statistical significance associated with each correlation
coefficient was determined in terms of the level of critical
values. A correlation coefficient expresses the degree of
correspondence or relationship between two sets of scores.
Therefore, if a correlation is significant at .05 Tevel, the
relationship is being observed with the probability of a
spurious reading in five out of 100 cases (Anastasi, 1976,
p. 108).

The third and the last stated objective of this re-
search, to examine the appropriateness of a proposed con-
ceptual model of job involvement as a process of ego-
surrender, was met by path analysis. The purpose of path
analysis is to decompose and interpret linear relationships

among a set of variables by assuming that "(1) a weak causal
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order among these variables is known, and (2) the relation-
ships among these variables are causally closed" (Kim &
Kohout, 1975, p. 383).

The basic design of this research is a correlational
one, therefore, there is no way of examining its causal re-
lationships between dependent and independent variables.
However, treating the regression coefficient (beta weight)
as an effect coefficient, this path analysis technique is
able to examine the possible causal relationships and inter-
pretation among these variables. This completes the descrip-

tion of the data analyses used in this research.



CHAPTER III

RESULTS AND DISCUSSION

Descriptive Statistics of the Sample

Descriptive statistics of the degree of job involve-
ment and other variables as perceived by the subjects of
Digital and Ricoh are presented in Table 2.

Based upon the mean scores measured by Kanungo's Job
Involvement scale, the Digital employees seemed slightly more
involved in their jobs than the Ricoh employees (X = 3.5 and
3.4, respectively). Even though the difference is small and
not significant statistically, this is a surprising result
for it has been argued that Japanese workers are more in-
volved than American workers (Ouchij, 1981).

Dubin's ﬁCentra] Life Interest" scale that measures
"Importance of Work" yielded data indicating that Ricoh em-
ployees perceived their work as slightly more important to
them than do Digital employees their work (X = 3.0 for the
Ricoh sample and X = 2.8 for the Digital sample, but the dif-
ference is n.s., that is, not significant statistically).

"Endorsement of work ethic" measured by Blood's Protestant
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TABLE 2

DESCRIPTIVE STATISTICS FOR EACH VARIABLE BY SAMPLE

Digital Ricoh

X SD X SD t-Test
Job Involvement 3.50 .83 3.41 .77 n.s
Central Life Interest 2.82 .74 2.96 .62 n.s
Protestant Ethic 3.46 .50 3.32 .40 n.s
Sex 1.29 .46 1.20 .40 n.s
Age 2.36 .83 2.24 .76 n.s.
Length of Service 3.15 .11 4.01 1.00 5.41
Organization Position 3.52 .04 2.19 1.13 8.33
Intrinsic Motivation 6.12 .03 5.13 1.29 5.58
Extrinsic Motivation 4,11 .83 4.90 1.03 5.51
Growth Need Strength 5.92 .51 5.07 .76 8.30
Self-Esteem 26.59 .06 0.69 3.90 10.41
Task Variety 3.64 .90 3.31 .82 n.s.
Autonomy 3.64 .66 2.79 .45 11.81
Friendship 3.95 71 3.41 .67 5.52
Role Clarity 3.35 .12 3.41 .61 n.s
Warmth 3.53 .75 3.35 .55 n.s.
Reward System 2.91 .71 3.22 .48 3.98
Conflict 3.25 .73 3.16 .54 n.s.
Support 3.36 .90 3.27 .60 n.s
Identity 3.39 .84 3.37 .54 n.s
Need Satisfaction 4.38 .81 3.69 .66 6.79
Intrinsic Satisfaction 4,37 .01 3.79 .73 5.06
Extrinsic Satisfaction 4.40 .73 3.63 .69 7.61
Job Satisfaction 3.98 .03 3.41 .83 4.56
Ego-Surrender 3.33 .00 3.06 .92 2.01
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Ethic scale scored slightly higher at Digital than at Ricoh
(x = 3.5 and 3.3, respectively, again, however, n.s.). The
Digital employees seemed to be intrinsically more motivated
than the Ricoh employees (X = 6.1 and 5.1, respectively, and
the difference was statistically significant, t = 5.58, p £
.001). On the other hand, the Ricoh employees valued ex-
trinsic job factors more highly than the Digital employees
(x = 4.9 and 4.1, respectively, t = -5.51, p <« .001).

The strength of "growth need," as measured by Hackman
and Lawler's scale, scored higher at Digital than at Ricoh
(x = 5.9 and 5.1, respectively, t = 8.30 p ¢ .001), and "self-
esteem," as measured by Ghiselli's Self-Assuranca subscale,
scored significantly higher at Digital than at Ricoh (x = 26.6
and 20.7, respectively, t = 10.41, p ¢ .001).

"Task variety" and "role clarity" measures yielded no
significant difference between Digital and Ricoh. As ex-
pected, "autonomy" was perceived slightly more favorably at
Digital than at Ricoh (x = 3.6 and 2.8, respectively, t =
11.8, p ¢ .001). However, it came as a surprise to find that
Digital indicated more "friendly relationships" among them-
selves than did the Ricoh employees (x = 4.0 and 3.4, re-
spectively, t = 5.52, p < .001).

"Organization climate" data based on the Litwin and
Stringer subscales gave the following results: "reward sys-

tem" was perceived more favorably by the Ricoh employees than



Digital's (x = 3.2 and 2.9, respectively, t = 3.98, p ¢ .001).

Other subscales, such as warmth, conflict, support, and
identity were all perceived similarly, ranging from x =
3.2 and 3.5, and no significant difference was found between
the statistics of two samples.

Surprisingly, statistics related to "satisfaction"
clearly suggested that the Digital employees were more satis-

fied than the Ricoh employees in terms of intrinsic needs

(x = 4.4 and 3.8, respectively, t = 5.06, p ¢ .001), ex-

7.61, p < .001), the job

trinsic needs (x = 4.4 and-3.6, t
in general (x = 4.0 and 3.4, t = 4.56, p < .001), and overall
need satisfaction (X = 4.4 and 3.7, t = 6.79, p ¢ .001).

Most of the subjects in the Digital and Ricoh samples
were males, Digital's were slightly older, and organizational
positions held by Digital's were significantly higher than
Ricoh's (t = 8.33, p ¢ .001). However, members of the Ricoh
sample had a longer average length of tenure than did Digi-
tal's (t = -5.41, p < .001).

Contrary to our expectations, the Digital sample showed
a slightly higher level of ego-surrender (X = 3.3) than Ricoh
(x = 3.1) and the difference is statistically significant
(p € .05). This is probably due to the unique nature of each

sample. About 67 percent of Digital is composed of managers

(males as well as females) but Ricoh had only 10 percent of

67



68

the sample as managers and they were all males. However,
the Ricoh managers had achieved a higher mean score of ego-
surrender (x = 3.8) than the Digital managers (X = 3.2). In or-
der to investigate the meaningful differences between Digital
and Ricoh in terms of the degree of job involvement, it is
necessary to segregate the sample properly.

Table 3 summarizes the results of mean score differences
in terms of the degree of job involvement by sex and mana-

gerial position. The highest mean score of job involvement

was attained by the group of Ricoh managers (x 4.0, all
males), followed by the Digital female managers (X = 3.8),

the Digital female workers (X = 3.6), and the Ricoh males

(x = 3.6). The lowest level of job involvement was scored

by the Ricoh females (all relatively low-ranked staff-employees,
X = 2.7). This obviously lowered the overall mean score of

the Ricoh sample. As a result, Digital scored slightly higher
than Ricoh (x = 3.5 and 3.4, respectively), but the difference
was not significant.

Among the Digital subjects, females were slightly more
involved than males (x = 3.6 and 3.5, respectively), but for
the Ricoh subjects, males were more involved than females, and
the difference was significant (t = 7.28, p ¢ .001). Mean

scores of the Ricoh females were skewed positively, clustered

more in the lower scores (Skewness = .24). The distribution



TABLE 3

DEGREE OF J0OB INVOLVEMENT BY SAMPLE

Sample n I3 Std Err S.D. Kurtosis Skewness
Overall 291 3.43% .05 .78 -.39 -.07
Male 227 3.55 .05 .71 ~-.49 .24
Female 64 2.98 .10 .83 .98 .78
Manager 62 3.73 .10 .80 -.12 -.43
Non-Mgr 229 3.50 .05 .76 ~.35 -.00
Digital-ATl1l 61 3.50 .11 .83 -.20 -.23
Male 43 3.47 .11 .73 -.31 -.50
Female 18 3.58 .25 1.05 -.52 -.10
Manager 39 3.53 .13 .85 -.18 -.10
Mgr-Female 7 3.81 .50 1.32 ~.22 -.52
Richoh-A11 230 3.41 .05 .77 -.42 -.03
Male 184 3.57 .05 .71 ~-.56 -.03
Female b 46 2.74 .09 .60 2.32 .24
Mgr (male) 23 4.00 .12 .60 .07 -.66

dScaled 1: strongly disagree to 6: strongly agree.
bAT1 Ricoh managers were males.



was peaked (Kurtosis = 2.32). On the other hand, the scores
of the Digita]lfema1es Were skewed negatively, clustered more
to the higher scores (Skewness = -.10). The distribution of
values was rather flat-topped, widely dispersed (S.D. = 1.05).
The largest standard deviation was observed among the Digif
tal female managers (S.D. = 1.32), and scores were skewed
negatively, clustered in the higher scores.

In sum, the male managers of Ricoh and the female mana-
gers of Digital indicated a relatively high lTevel of job in-
volvement, but the female subjects of Ricoh and the male sub-
jects of Digital showed a relatively low level of job involve-
ment. This clearly suggests that various factors affected the
level of job involvement. Possible areas would include
job characteristics, such as routine, boring as opposed to
challenging, responsible jobs, or may be related to organi-
zational factors, such as competitive or cooperative work
atmosphere.

The indices of Central Life Interest measured by Du-
bin's scale indicated basically the same results of the
indices of job involvement as presented in Table 4. The
overall mean score was evidenced as neutral (x = 2.9 out
of 5-point scale). The Ricoh sample showed sTightly higher

job centrality than the Digital sample (X = 3.0 and 2.8,

respectively, n.s.).
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DEGREE OF CENTRAL LIFE INTEREST BY SAMPLE

TABLE 4

Sample n X Std Err .D. Kurtosis Skewness
Overall 291 2.938 .04 .65 .04 -.13
Male 227 3.04 .04 .59 .05 -.05
Female 64 2.54 .09 .69 .25 .24
Manager 62 3.19 .09 .74 .15 -.45
Digital-ATl1l 61 2.82 .09 .74 - .36 -.29
Male 43 2.83 .09 .62 - .18 -.40
Female 18 2.77 .23 .99 -1.08 -.10
Manager 39 2.91 .11 .71 - .39 .47
Mgr-Female 7 2.84 .42 .11 -1.75 -.24
Ricoh-A11 230 2.96 .04 .62 .07 -.01
Male 184 3.09 .04 .58 .07 .09
Female 46 2.45 .08 .52 .35 -.36
Mgr (male)P 23 3.66 11 .54 .03 .24
dScaled 1: strongly disagree to 5: strongly agree.

bA11 Ricoh managers were males.
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The Ricoh managers again showed the highest mean score
for Central Life Interest (X = 3.7), and the Ricoh females
scored the lowest mean score, below that of the Digital fe-
males (X = 2.5 and 2.8, respectively). The scores of the
Digital females were widely dispersed (S.D. = .99) flat-
topped: (Kurtosis = -1.75) probably due to the high mean
scores of the Digital female managers.

With respect to the description of self-esteem meas-
ured by Ghise]]ifs Self-Assurance subscale, the results
showed extremely interesting differences existing between
the Digital and the Ricoh subjects. This is presented in
Table 5 where, as expected, the Digital group scored signifi-
cantly higher than the Ricoh group (x = 26.5 and 20.7, respec-
tively, t = 10.41, p ¢ .001).

The highest score in self-esteem was achieved by the
Digital female managers (X = 27.7) followed by the Digital fe-
males (X = 27.4). No mean score difference was found between
the Digital male and female subjects (x = 26.3 and 27.4,
respectively), but the mean scores of the Ricoh males and fe-
males showed a slight difference (n.s.). The comparison of
percentile ranks with Ghiselli's norm is presented in Table
6a for further analysis. The data clearly indicate that sig-
nificant differences exist between the two samples, and

between the Ricoh male and female groups.



TABLE 5

DESCRIPTION OF GHISELLI'S SELF-ASSURANCE BY SAMPLE

Sample n X S.D. Kurtosis Skewness
Overall 291 21.9 4.6 -.19 .32
Digital-A11 61 26.5 4.1 -.76 .05
Mgr-male 32 26.3 4.3 -.75 .35
Mgr-female 7 27.7 3.7 -.99 -.52
Male 43 26.3 4.0 -.61 .32
Female 18 27 .4 4.2 .23 -.74
Ricoh-A11 230 20.7 3.9 -.29 .14
Mgr-male@ 23 21.5 4.2 .13 .02
Male 184 21.1 4.0 -.33 .06
Female 46 19.3 3.1 -.45 .05

dNo female managers for the Ricoh sample.
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TABLE 6

a. COMPARISON WITH THE GHISELLI'S NORM OF
SELF-ASSURANCE BY SAMPLE

Ghiselli's Digital Ricoh

Score Norm All Male Female All Male Female
39 99%

37 96

35 91 100%

33 82 97 100% 100%

31 65 87 88 83 100% 100%

29 47 72 79 72 99 99

27 33 57 61 50 95 94 100%
25 22 43 49 22 89 87 98
23 14 28 30 17 717 73 94
21 7 15 15 - 57 52 74
19 5 5 2 11 39 35 54
17 - - - - 24 22 28
15 - - - - 8 8 11

13 - - - - 3 2 4
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Significant paired adjectives are also presented in
Table 6b to show the differences in terms of choices made
by the subjects of this research. This indicates a possible
effect of socio-cultural differences on their descriptions
of their self-esteem. For example, most subjects of Digital
chose "Capabie" as the most descriptive term, whereas Ricoh
chose "Discreet" as the most descriptive. Also, Digital chose
"Alert", but Ricoh chose "Unaffected" as shown in Table 6b.
These differences were all statistically significant (p ¢ .001).

Thus, it may be possible to conclude that the Digital
subjects were intrinsically motivated, having high growth
needs and high self-esteem, and the subjects of Ricoh were
rather extrinsically motivated, having Tower growth needs and
lower self-esteem. However, the Japanese people tend to
describe themselves as modest and humble rather than in terms
of individual capabilities. Ouchi (1981) points out the value
of collectivism rather than individual effort in the Japanese
mind, because "everything important in life happens as a re-
sult of teamwork or collective effort" (p. 42).

Therefore, describing themselves as discreet‘instead of
capable (as shown in Table 6b) does not mean that the Japenese
subjects in this research were less self-assured. It is a
matter of preference between the two adjectives, and they

chose the one which they deemed to be more acceptable socially
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TABLE 6 (Continued)

b. SIGNIFICANT DIFFERENCES IN RESPONDING TO
SELF-ASSURANCE PAIRS BY SAMPLE

Item Number t-Test Item Description

Most Descriptive

1 ~17.69** Capable - Discreet®
3 2.34%* Loyal - Dependable
4 12.10** Unaffected - Alert
5 - 8.49** Sharp-Witted - Deliberate
8 - 5.61** Progressive - Thrifty
9 10.52*%* Thoughtful - Fairminded
10 - 3.29%*%* Sociable - Steady
11 - 3.38** Pleasant - Modest
12 - 3.88** Responsible - Reliable
14 3.33*%* Imaginative - Self-controlled
16 2.34%* Stable - Foresighted
Least Descriptive
17 2.26% Shy - Lazy
18 - 4.08%** Immature - Quarrelsome
20 4.18*%%* Conceited - Infantile
21 - 2.56% Shallow - Stingy
22 - 5,49%*x* Unstable ~ Frivolous
25 6.20%% Despondent - Evasive
26 - 4.39*%% Weak - Selfish
27 5.50** Fussy - Submissive
30 4,.39%* Hardhearted - Self-pitying
31 - 6.23*%%* Cynical - Aggressive
32 - 6.57%*%* Undependable - Resentful
*p ¢ .05
**p ¢ .001

Aynderiined are
than Digital.

adjectives chosen more by Ricoh
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rather than honestly describing their true self-images.
This unique quality of the Japanese people has been
argued in terms of tatemae or professed intention and honne
or true intention, and has been criticized by Westerners as
two-faced. For example, Graham (1981) states that
It is important for Japanese to be polite and to com-
municate the tatemae while reserving the possible of-
fending, but also informative honne....To the American
point of view this distinction between tatemae and

honne seems hypocritical indeed. However, the dis-
crepancy is borne by Japanese in good conscience.

(p. 7)

Further, Quchi (1981) states that this is the way Japanese
behave in order to be accepted as a group member. They sup-
press their true intentions and feelings so that they do not
confront other members of the group and thus maintain har-
monious relationships. He discusses this character in terms
of trust, subtlety, and intimacy (p. 10).

Therefore, the results of need saliency scales par-
ticularly Ghiselli's Self-Assurance subscale, have to be
interpreted carefully, particularly when it is applied to
Japanese samples. The results of Ghiselli's subscale may not
indicate the level of self-esteem, but actually may indicate
the level of modesty which is socially desirable among the
Japanese subjects.

One possible answer to this tendency can be provided

in terms of the influence of Zen Buddhism as discussed ear-
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lTier. Japanese people value collectivism and cooperative-
ness rather than asserting the unique or supreme quality of

an individual and a related competitiveness. As a result,
Japanese people have a tendency to express their socially de-
sirable feelings, particularly when they respond to the ques-
tionnaire relative to their self-esteem, growth need strength,
and intrinsic motivation. Thus, it seems difficult to accept
the results at this point based upon only the descriptive
statistics. The data must be analyzed qsing more sophisticated
statistical techniques, nevertheless, approached with a great
deal of caution.

With respect to job characteristics, task variety and
role clarity, no significant difference between the two sam-
ples was manifest. The Digital subjects, however, valued and
perceived autonomy and friendship more favorably than the
Ricoh subjects. This is probably due to the unique inter-
personal relationships existing at Digital and the high
degree of autonomy held by the Digital managers who them-
selves constituted 67 percent of the Digital sample.

The variables of organization climate, such as warmth,
conflict, support, and identity, were all scored similarly
neutral in both samples. Reward system was perceived in a
slightly more favorable manner by Ricoh than Digital, and

the difference was significant statistically. Nevertheless,



the scores should be interpreted as neutral.

Thus, in terms of possible organization climate dif-
ferences existing between the two organizations such as
Digital (individual-oriented and competitive) and Ricoh
(group-oriented and supportive), no significant difference
was found in this research. 1In the variables related to
satisfaction, Digital clearly scored significantly higher
than Ricoh. The Digital subjects were happier with the
degree of satisfaction of their intrinsic needs, extrinsic
needs, as well as their jobs than the Ricoh subjects. This
is another surprising finding in this research.,

Looking at the degree of Central Life Interest as per-
ceived by two samples, it was found that the Ricoh managers
again showed the highest mean score of the Central Life In-
terest scale and that was significantly different from that
of the Digital managers. This result is consistent with the
results reported by Endo (cited in Dubin, Champaux, & Porter,
1975). Endo reported in his dissertation that 82 percent of
his sample (Japanese middle managers) perceived their jobs as
central to their Tives.

The above description of the results completes the dis-
cussion of the information provided by the descriptive statis-
tics of the sample, but one caveat is necessary. The sub-

samples of Digital and Ricoh, particularly Ricoh managers
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(n=23) and Digital female managers (n=7), were very small,
therefore, the generalizability of some of the results is
questionable. Before turning to the second objective, it is
important to discuss the appropriateness of some key measure-
ment scales used in this research in terms of their relia-
bility and factorial structure. That is the subject of the
next section.

Reliabilities and Factor Structures of Key Measurement Scales

Job Involvement. Kanungo's (1982a) 10-item Job In-

volvement scale, which played the major role in this re-
search, had a coefficient alpha, based upon the entire
sample, of .85. Kanungo (1982b) reported a coefficient
alpha of this scale of .87 which is very similar to the one
obtained in this research. Coefficient alpha estimates "the
internal consistency of the items within it. [If the average
correlation between items within a test is high, the internal
consistency is high" (Nunnally, 1967, p. 550). The average
inter-item correlation for this scale, based upon the entire
sample, was .36 which is considered to be rather high (Nun-
nally notes that "correlations between items on most tests
are low in an absolute sense, with average correlations
above .30 being the exception," p. 550).

A principal-component analysis followed by a varimax

rotation was used to arrive at factor solutions. The principal-
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component analysis is a method of transferring a given set of
variables into a new set of composite variables or principal
components that are orthogonal (uncorrelated) with respect to
each other. The analysis yielded two factors with eigenvalues
of 4.5 for the factor one and 1.1 for the factor two which
accounted for 56.6 percent of the total variance. The ro-
tated factor matrix resulting from a varimax rotation appears
in Table 7. The first factor after varimax rotation accounted
for 85.9 percent of the total variance. Item numbers 1, 3, 4,
5, 6, 8, 9, and 10 loaded heavily on this factor. Each of
these eight items reflects a tendency to be involved in one's
particular job. Thus, this factor may Ee labeled as "positive
job involvement." The second rotated factor, item number 7,
negative in description, accounted for an additional 14.1 per-
cent of the total variance. This item reflects a feeling of
detachment from one's job. Thus,this factor may be labeled

as "“negative job involvement." The factor intercorrelation
between these factors was -.32.

Kanungo (1982b) reported very similar results of the
principal-components analysis followed by a varimax rotation
which yielded the same two factor solution with eigenvalues
of 5.15 and 2.39, which explained 47.2 percent of the total
variance. The first factor reflected job involvement with

jtem loadings ranging from .44 to .77. The second factor did



TABLE 7

VARIMAX ROTATED FACTOR MATRIX FOR KANUNGO'S
JOB INVOLVEMENT SCALE

Factor Number

Item Number? 1 2
1 .64* .19
2 .27 .28
3 .56* .37
4 J1* .21
5 LT2%* .22
6 .66%* .07
7 -.01 Ll
8 .76%* .10
9 .75%* .07
10 .62% .04

Eigenvalue 8.60 1.41

Percert of
Variance 85.9 14.1

*Factor loadings exceeding .40 in absolute
value.

qAverage inter-item correlation was .36.

bDetachment from work
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not reveal significant results (factor loadings ranged from
.00 to .31).

Therefore, it is concluded that Kanungo's (1982a) scale
of job involvement is reliable and factorially consistent and
appropriate for measuring the degree of job involvement.

Ego Surrender. In order to measure the degree of ego-

surrender, a subscale of job involvement was developed. Four-
teen items taken from Kanungo's job involvement, Dubin's
central 1ife interest, and Hackman and Lawler's job satis-
faction scales, which could be used to measure the degree of
ego-surrender, were combined.

A principal-component analysis followed by varimax rota-
tion yielded a three factor solution. As shown in Table 8,
eight items were loaded heavily on the first factor. The
direction of these loadings and the items that appeared in the
table suggest a tendency to evaluate one's job on the worth
of his job. Thus, this factor may be labeled as "evaluative
job involvement." Item numbers 8, 9 and 10 loaded rather
heavily on the second factor. After examining the loadings
and item descriptions, item number 5 which was close to the
.40 level of significance was added. Each of these four
items may reflect one's intention to be absorbed in and be
united with his job. Thus, this factor may be labeled as

"unity between ego and job" or "job surrender". Kanungo's



TABLE 8
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VARIMAX ROTATED FACTOR MATRIX FOR COMBINED SCALE
(Job Involvement, Central Life Interest,

Job Satisfaction)

Item Factor Number
Number 1 2 3 Item Description

1 Job Inv. .66* .23 .18 Job-most important

2 Job Inv. .09 .35 .30 Small part of who I am

3 Job Inv. .49* .30 .34 Personally involved

4 Job Inv. .69* .26 .15 Live, eat and breathe
my job

5 Job Inv. .64* .38% .19 Interests are centered
around job

6 Job Inv. .63* .25 .03 Strong ties with my job

7 Job Inv. .04 -.06 .61* Feel detached from my job

8 Job Inv. .44*  ,68* .03 Life goals are job
oriented

9 Job Inv. .36 .72* .04 Job-central to my ex-
istence

10 Job Inv. .38 .51* .06 To be absorbed in my job

11 C.L.I. .67*% .25 .13 Most interested in my work

12 C.L.I. .39 .12 .08 Think only of my work

13 C.L.I. .44*% 33 .14 Time should be devoted
to work

14 Job Satis. .22 17 .40* Intention to quit

*Factor loadings exceeding

.40 in absolute value.

ynderlined are the items identified as a separate dimension

labeled ego-surrender



job involvement scale was originally designed to measure the
cognitive aspect of job involvement, but the above factor
analysis indicates that there is another dimension which
may be separated from the dimension of job involvement.
Reliability and factor analysis were, then, performed
on this newly separated four-item subscale. The results were
rather encouraging. The coefficient alpha, based upon the
entire sample, was .81, and the average inter-item correlation
was .52, exceptionally high indicating the high consistency
among these four items. A principal-components analysis
yielded one factor solution with an eigenvalue of 4.0 which
accounted for 100 percent of the total variance. The factor
matrix using the alpha factor appears in Table 9. Since there
was only one factor, no rotation was required. A1l jtems were
loaded heavily and were significant. Thus, it is concluded
that the newly developed subscale of ego-surrender as a sub-
function of job involvement is highly reliable, factorially
consistent,and appropriate for measuring the degree of ego-
surrender.

Centrail Life Interest. The coefficient alpha for Dubin's

(1956) 7-item scale of Central Life Interest, based upon the
entire sample, was .83, and the average inter-item correla-
tion was .40. A principal-components analysis of Dubin's

scale yielded one factor solution with an eigenvalue of 7.0
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TABLE 9

FACTOR MATRIX USING ALPHA FACTOR FOR
THE NEW SCALE OF EGO-SURRENDER

Item Number Factor 1

1 JI- 5§ .62%*

2 JI- 8 .81*

3 JI- 9 .78%

4 JI1-10 .67%*
Eigenvalue 4.0
Percent of Variance 100.0

Average Inter-Item
Correlation .52

*Factor loadings exceeding .40 in
absolute value.



which accounted for 100 percent of the total variance. The
factor matrix using the alpha factor appears as Table 10.
Since there was only one factor, no rotation was required.
A11 the items except item number 6 had high loadings on this
factor. The direction of these loadings and the items ap-
peared in the table clearly suggest a tendency to perceive
work as the most important activity of one's life. Thus,
this factor may be labeled as "work as Central Life Interest."

Therefore, it is concluded that Dubin's scale is re-
liable and factorially consistent, and appropriate to
measure the degree of importance of work to that person's
sense of well being.

Variable Correlations

An intercorrelation matrix indicating linear relation-
ships (Pearson product-moment correlaticn) among the variables
used in this research, based upon the entire sample, is pre-
sented in Table 11. Since the major concern of this re-
search is the concept of job involvement as a process of
ego-surrender, relationships related to this measure are dis-
cussed first. This is followed by other correlational in-
formation available in the table.

First of all, Kanungo's job involvement scale cor-
related significantly with ego-surrender subscale (r = .91),

Dubin's scale (r = .69), and Blood's scale (r = .44). Job
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TABLE 10

FACTOR MATRIX USING ALPHA FACTOR FOR
DUBIN'S CENTRAL LIFE INTEREST SCALE

Factor
Item Number 1

L75%
L77*
.81%*
L45%
.68%
.354
.66%

~NOYOL R W

Eigenvalue 7.0
Percent of
Variance 100.0

*Factor loadings exceeding .40 in
absolute value.

@Concern after work.



TABLE 11

INTERCORRELATION MATRIX FOR THE ENTIRE SAMPLE (n=291)

89

1 2 3 4 5 6 7 8 9 10
1. Job Involvement
2. Ego-Surrender C9 e
3. Central L. Interest .69** 3%+
4. Protestant Ethic 4rx 4Yxx S5k
5. Sex L3k 26%w- 324%- 13
6. Age L40%*  35%% 4]k%  Jgws. g%+
7. Length of Service <33%% [ 26%* _40%* _16% - 62%% ,J2%%.
8. Org. Position J22%% [22%% L\ 26%% 25%%- J\x%x _45x% Q7%
9. Intrinsic Motiv. L25%% [29%«% [ 21%xw% 33wk 22%% 26%* 08  .29%*
10.Extrinsic Motiv. J25%% - 28%w- 20wk~ 32k 23%*k- 26%%- (09 -, 28%*- 99w
11.Growth N. Strength .16* .19** .03 .11* -, 10* .08 -.07  .20%%  30%*-. 30%*
12.Self-Esteem JA2% 0 J12% .05 L15% -.04  L14% - 0% 32%% | 3Tww. 3wk
13.Variety L33%% 23w 204k  20kwk. 26%* 354k 27k J4kk  3FIako Jowk
14 . Autonomy .04 .08 .02 .13* -.04 .14* -.06 @ .2B%* ,22%%- 22%%
15.Friendship c23%% 20%% 5% L20%*-.02 .14% .01  .19%% _20%*- 20%*
16.Role Clarity .Zé** L23%% 27wk _2%%- (6%  20%% .27%% .03 .18k~ 1g%+
17 .Marmth (28** 24%% [ 24%% [ 32xx 02 .02 .04 . 11*x 19w 19w«
18.Reward System L36%% 3T*x 32%x 26%%- 05 10  .25%*- .04 .05 -.05
19.Conf lict L30%* [28%% 22%% 21**- .08 .15 .14* _13x _15% - 14*
20.Support J25%% 17* [21%% [29*%-_.03 .03 .08 .06 .11* -.11%
21.1dentity <38** 29%% [ 32%% . 34%*-.04  .10* .13* .05 .11* - 11+
22.Need Satisfaction L38%w [ 28%w [ 32%% 364w~ 0% [ 20%% _J0* 31k 20%%- 20w«
23.Intrinsic N. Satis. .34** ,[25%% _31*k  32%w. 2%  (Gax (3% 26%k 24wk 24%*
24 .Extrinsic N. Satis. .34*%% 26%% 27%%  34%%- 06  _18*% .04  ,32%x _209%%- 2%~
25.Job Satisfaction LA2%* 28%w 32%% 33xK- 1T7* 25%% 17w 26%% [ 24%%- Q4%+

* p¢.05; ** p¢ .00]



TABLE 11 (Continued)
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N %2 13 1 15 1% 7 18 19 20 21 22 23 24
1.
2.
3.
0.
5.
6.
7.
8.
9.
10.
n.
12. .28%*
13. 7% 7+
1. 3gax 31wx 16+
15. 26wx .26%% .39%% 32w
16. 15« .06 .17% .02  .30%
V.o qgew .03 .26%% .06 .41+ .45%w
18._ 02 -.16% .18%*-.16% ,23%% 43kx 57w
19. j2% -.05 .30%% .05 .22%% .33#* ,50%% .46%*
0. yo& .00 .20%%-.04  .33%x _48%% 64%k G4kx 47wk
21e 06 .01 .25%% .06 .31%% 42%% _Sl%x 4Qwk 43ww _EGww
22. p5ww ppww 40wk 274k _EQ%k S]ww _G]e% 3g%a 37wk G)ww _47%w
23, ogwx 22w 30%% 23wk 39wk 46wk _43%k 35wk 20wk 42wk 43kw Qlwx
28, g5kn 27wk 40wk 29wk SO%* _4Gww 4Q%% 35wk 3Gk 4Qaw 43wx 93kx Tl
5. opwx 2wk 2%k 1gkx _43%x _4B%% 45%% 33kx J0%&  44ww 424k BIA% 68**  ]3w
*p .05; ** p .00}



involvement shares 82.8 percent of a common variance with the
ego-surrender scale. Both scales seem to be closely associ-
ated with each other. Central l1ife interest and Protestant
ethic scales shared 47.6 percent and 19.4 percent of variance
in common with job involvement, leaving much of the variance
unique to each other.

As for the demographic variables, the following results
emerged: sex (r = -.31); age (r = .40); length of service
(r = .33); and organization position (r = .22). Sex was
negatively correlated not only with job involvement but also
with ego-surrender, central life interest, and Protestant
ethic scales. Since this dummy variable was coded as male = 1
and female = 2, negative correlations indicate that female sub-
jects of this research were less involved, less ego-surrendered,
perceived their work as less central, and endorsed the Pro-
testant ethic less than male subjects. Further, sex was
negatively correlated with age, length of service, organiza-
tion position, intrinsic motivation, growth need strength,
variety, role clarity, need satisfaction, and job satis-
faction. The results clearly indicate that female subjects
of this research were rather younger, had shorter length of
service, held lower organizational position, were extrinsical-
ly motivated, expressed low growth needs, unfavorable per-

ception of variety, role clarity, lack of salient need satis-



faction (particularly intrinsic needs), and were less satis-
fied with their jobs than male subjects.

Age is positively correlated with job involvement,.ego-
surrender, and central 1ife interest. Age is also positively
correlated with length of service, organization position,
intrinsic motivation, variety, role clarity, needs in general,
and job satisfaction. This means that older subjects were
more involved, ego-surrendered, perceived their jobs as cen-
tral, had longer length of service, held higher organizational
position, were intrinsically motivated, favored variety, role
clarity, showed salient need satisfaction, and higher job
satisfaction than younger subjects of this research.

Focusing on the need saliency variables, the following
correlations with job involvement emerged: intrinsic motiva-
tion (r = .25, p < .001); extrinsic motivation (r = -.25,

p < .001); growth need strength (r = .16, p < .05); and self-
esteem (r = .12, p ¢ .05). It is surprising to note that job

involvement is positively correlated with intrinsic motiva-

tion and negatively correlated with extrinsic motivation in this

research. Since these results were opposite that of Gorn and

Kanungo's (1980) findings, they will be discussed later.
Turning to the possible linear relationships between

the job involvement and job characteristics variables, the

following correlations were found: task variety (r = .33);
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friendship (r = .23); and role ¢clarity (r = .28). They
were all significant (p € .001). However, unexpectedly,
autonomy was not correlated significantly with job involve-
ment.

The other situational variables, that is, organization
climate variables, were correlated with job involvement in
the following manner: warm feeling toward others (r = .28);
reward system (r = .36); encouragement of confrontation
(r = .30); supportiveness (r = .25); and identity (r = .38);
all correlations are positi?e and significant (E < .001).

With respect to the correlations between job involvement

and need satisfaction, the following results emerged: satis-

faction with need in general (r = .38); satisfaction with in-
trinsic needs, (r = .34); satisfaction with extrinsic needs
(r = .34); and satisfaction with job in general (r = .42).

A1l correlations were positive and significant (p < .001).
This clearly indicates that those who were satisfied with
their salient needs were involved in their jobs.

In addition, there are some interesting results avail-
able in Table 11, such as a negative correlation between
organizational position and extrinsic motivation (r = -.28)
and a positive correlation with intrinsic motivation (r = .29).
The results indicate that managers were intrinsically moti-

vated but non-managers were extrinsically motivated.
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Intrinsic motivation was correlated positively with job
characteristics, organization climate, need satisfaction, job
satisfaction, growth need strength, and self-esteem except
reward system. Extrinsic motivation showed just an opposite
picture. In sum, intrinsically motivated subjects indicate a
strong growth need, high self-esteem, a favorable perception
of job characteristics and organization climate, and greater
satisfaction with their jobs and how their needs are met.

Autonomy was correlated rather strongly with growth

need strength (r = .39), self-esteem (r =-.31), intrinsic
motivation (r = .22), and organizational position (r = .28),
but negatively with extrinsic motivation (r = -.22). The

data imply that those who have strong growth needs, high
self-esteem, intrinsic motivation, and higher organiza-
tional positions favored autonomy.

Need and job satisfaction variables were posi-
tively correlated with work value orientation, intrinsic
motivation, job characteristics, organization climate vari-
ables except sex and extrinsic motivation. This indicates
that those who were intrinsically motivated were satisfied
with their dintrinsic needs but those who were extrinsically
motivated were not satisfied with their extrinsic needs.
Further, females were less likely to have their salient needs

satisfied than males.



Finally, it is interesting to note the correlational
differences between Digital and Ricoh, summarized in Tables
12, 13, and 14. As expected, ego-surrender and central life
interest were correlated significantly with job involvement,
particularly ego-surrender (r = .88 for Digital, r = .91
for Ricoh) sharing more than 77 percent (Digital) and 84
percent (Ricoh) of variance in common.

Surprisingly, Digital did not show any significant
correlations between job involvement, ego-surrender, central
1ife interest and predictor variables except identity (r =
.22 with job involvement) and satisfaction variables (r =
.27 to .31 with job involvement) as shown in Table 12. This
suggests that those who surrendered their ego, perceived
their jobs as central and endorsed work ethics, identified
themselves with the organization, were satisfied with their
salient needs and their jobs, and were more involved in their
Jjobs.

With regard to the additional information available
from the table, it was found that sex was also negatively
correlated with age (r = -.28). This implies that female
subjects of the Digital sample were younger than male sub-
jects. Age was positively correlated with length of service
(r = .46), organization position (r = .24), variety (r = .28),

and job satisfaction (r = .23), but negatively correlated with
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TABLE 12

INTERCORRELATION MATRIX FOR THE DIGITAL SAMPLE (n=61)
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1 2 3 4 5 6 7 8 9 10
1. Job Invoivement
2. Ego-Surrender .88
3. Central L. Inierest .67%* 58+
4. Protestant Ethic  .39%* .42%* ,56%*
5. Sex .06 .18 -.04 .10
6. Age .16 -.03 .09 -.15 -.28*
7. Length of Service .09 -.04 .05 -.03 -.15 .46%*
8. Org. Position -.03 -.,20 .17 -.03 -.08 .24* .13
9. Intrinsic Motiv. 09 .11 19 .26 .00 -.02 -.21 .15
10.Extrinsic Motiv. -.08 -.09 -.18 -.24* .02 .03 .19 -.,14 -, 99+«
11.Growth N. Strength -.12 -.05 -;19 -.10 .08 =-.27%* -,10 -.24* -.03 .01
12.Self-Esteem 06 .02 .15 .14 .13 -.02 -.24% .09 .35% -, 34~
13.Variety Jd4 -.03 15 .01 .13 .28*% .20  .53%* .29* -, 28+
14.Autonomy .02 -.05 -.03 .04 .14 .04 .06 -.07 -.09 .10
15.Friendship .14 .14 -08 .11 .20 -.03 -.03 -.10 -.01 .03
16.Role Clarity .10 .08 -.09 .11 -.09 -.01 .25% -.36* .05 -.06
17 .Warmth .03y .04 -.03 .18 .11 -.16 .20 -.07 -.07 .08
18.Reward System .18 .20 .04 .09 .12 ~-.10 .28%* -.03 -.06 .06
19.Conflict .08 .08 -.08 .11 .1 -.03 .18 .15 -.07 .09
20.Support L6 11 .02 .27* .05 -.05 .24 -.08 -.06 .07
21.Identity L22% .17 .01 .23* .17 =06 .13 -015 .11 -.12
22.Need Satisfaction .31* .13 .13 .22* -.04 .10 .36* .07 .15 -.15
23.Intrinsic N. Satis. .29* .13 .19 .28+ -.06 .07 .27* .03 .20 -.19
24.Extrinsic N. Satis. .27* .11 .08 .13 .01 .11 .38+ .15 .06 -.07
25.Job Satisfaction S+ 14 .03 11 -.150 .23% .36+ -.05 .11 -1

* p<.05; ** p<.00}



TABLE 12 (Continued)
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N 12 13 14 15 16 17 18 19 20 21 22 23 24
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
1.
12. .08
13.-.29* .02
4. .18 -.01 .12
15. .18 .17 .17 .36**
16. ,29* -.09 -.07 .19 .28*
17. .19 -.14 .12 .23 .52%% .53«
18. .11 -.18 .16 .07  .30% .43%* ,65%*
19. .00 -.24 .17 .08 .19 .18 .52%* ,52%*
20. .04 -.19 .10 .09 .39** .58%* 76** _63%*  G4wx
21.-.04 -.04 .22* .16 .30% .39%% ,53%% _5Q%%x _47kk  GE*k
22. .13 .05 .33*% .20 .39%% ,62%* ,46%* G6%%x .33k G5%*  G4ww
23. .09 .10 .35% .12 .29% 54w 33%x 46** 21  _46** 50%* ,92%«
24, .16 -.02 .25% .25* .43%% 54wk Slkx G4kk 4Qwx GIkk 46wk 89wk G5k
25. 11 -.01  .29% .19 ,32% .60%* ,3B%* .46%* ,28% _52%x 44wk BO¥x TE** T4+

* p<.05; ** pg .001
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growth need strength (r = -.27). Thus, older subjects of
Digital had rather longer tenure, higher organizational.
positions, favored task variety, and satisfied with their
jobs, but were less interested in professional growth than
younger subjects. Organization position was negatively cor-
related with growth need strength (r = -.24) among the
Digital subjects. This is a rather unexpected finding.

The data indicate that the Digital managers were not in-
terested in professional growth (this is consistent with

the negative correlation observed between age and growth need
strength). This finding has to be investigated more in depth
in the future as the possible area of problems associated with
the Digital managers. Strong positive correlations were ob-
served between need satisfaction, job satisfaction and job
characteristics, organization climate variables except auton-
omy. This indicates that those who were satisfied with their
salient needs and their jobs perceive job characteristics

and organization climate existing at Digital as favorable
factors.

On the other hand, the Ricoh sample clearly showed
significant positive correlations between job involvement,
ego-surrender, central 1ife interest and all the other vari-
ables except autonomy and self-esteem, and negative correla-

tions with sex and extrinsic motivation. The results were
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summarized in Table 13. Sex is again negatively correlated
with job involvement, ego-surrender, central l1ife interest,
and Protestant ethic variables. The data clearly indicate
that the Ricoh female subjects (1ike the Digital females)
were less involved, less ego-surrendered, less likely to
perceive job as central, and endorsed work ethics less than
the Ricoh male subjects. Sex is also negatively correlated
with most of the predictor variables, particularly with
organization position (r = -.49), intrinsic motivation

-.34), growth need strength (r = -.21), self-esteem

(r

(r -.18), need satisfaction (r = -.18), and job satisfac-

tion (r = -.23). The Ricoh female subjects held rather
low organizational positions, were extrinsically motivated,
less interested in growth, had rather low self-esteem, per-
ceiving job characteristics and organization climate un-
favorably, not satisfied with their salient needs and their
jobs. Further, the Ricoh subjects showed no significant cor-
relations between self-esteem, autonomy and most of the job
characteristics, organization climate variables. This may
suggest that the level of self-esteem and the degree of need
for autonomy have nothing to do with the situational variables.
Future research is needed here.

From the above discussion, it seems that sex and or-

ganization position played a rather important role with re-



TABLE

13

INTERCORRELATION MATRIX FOR THE RICOH SAMPLE (n=230)
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1 2 3 4 5 6 7 8 9 10
1. Job Involvement
2. Ego-Surrender 9w
3. Central L. Interest .71%* _68**
4. Protestant Ethic LA6%%  _4Qwn 574w
5. Sex - B3kHe f2%na 420%a 24k
6. Age ATwx [Twk 52%%  J\wko k%
7. Length of Service .44%* 1%+ _50%*  209%%. 76k#  B]a*
8. Org. Position L29%% [ 2Q%kx  38w%  30ww. 4Guw 53kw GG
9. Intrinsic Motiv. J28%% [ 30%w 274w  J2kk. 3F4an 2%k 28wk (8%
10.Extrinsic Motiv.  -.28%#- 30%#- 27*%- 32#% c34¥wea 32w 28%ka 18% - 99wx
11.Growth N. Strength .20%* _20%% ,22%% 10 -.2¥%* 12* .10 .05  .22#%-.22%*
12.Self-Esteem L13* .08 .10 .08 -.18% .¥7* L16% .13* .15% -.i5%
13.Variety L38%% [ 29%x  36wx  J\wko 42%%  JTwk  3JBrk 244k 3JQwr- J0**
14 .Autonomy .04 .05 .14* .09 ~.23%% [16* .17+ .07 .10 -.10
15.Friendship J25%% 9% 27%% 20%%~ (3% _18* ,15*% 10 ,15% -, ]5*
16.Role Clarity J39%n 324  48%x 4Q*%- 20%% 32%% 20%%  23xk  28ww- 28%%
17 .Marmth J38%% [ 3ww 38%w 37wx. 03 .08 .04 .10 .23%%- 23w+
18.Reward System JA6*% 42%% 43w 38w 10 21%x V7% 1] .19% -,.19*
19.Conflict J38*# [ 34%x 35aw 25%w. (7% 24w 7% 10 ,19* -.19*
20.Support L29%% 20%* 30%% ,29%*-._ 08 .05 .05 .09 .16* -.16*
21.1dentity CA6%% 35w 48%w 3gwa- 15%  17* 4% 2% 12% - 12*
22.Need Satisfaction  .42%* ,29%% 48ww  3g8ww. (8%  22#%  20wn Q%%  2]%#- 2]w*
23.Intrinsic N. Satifs, .37%% ,27%% _43%% 30ww-_19% 234w 23w (9% 7% - )7*
24 .Extrinsic N. Satfs. .38%% ,28%% _43%w  3@ww= 5% [ ]9% (4% (7% 20%w- 2]ww
25.Job Satisfaction LA6%% [ 30%% 49%w  40xw~ 23%% [ 26%%  24ww  23hw  Q(k*- (%

* p< .05; ** p< .00
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TABLE 13 (Continued)

1 12 13 14 15 16 17 18 19 20 21 22 23 24

12. .07

13. .19 .13+

14. .20 .03 .07

16, 14% 10 .42%» 2%

16. 7% 18% 31%*-,05 . 36%*

17. .15% .00  .29%%-,13% _.36%% ,43%+

18. .10 -.01  .25%%- .07  .34** _43%*  GQuw

19. .14 -.04  .34%%- .01  .22%% ,43%*% _4G%% 48w«

20. .10 .04  .24%w- 19%  3\*w 43%x 57w G3kw 43k

21. .10 .03 .27%* .02  .33%% 43%x STnk 46%w G2%% 4Quw

22. .10 .10 .38%* 03  .45%*%  54%% 524k _GQ%% _3JQhk  Gowk  4Qwx

23. .08 .07 .23** .06  .36%% .47%% ,46%% _44%w 33kw Jlaw 424k GOk

24. .08 .09  .41*x 00  .43%% 5)%% 48%% _48%% _3G%k  Goww  4Gwx Q3w  [OwH
25. .10 .12*% .44%x 00  .40%*% ,46%x ,45%w  30%w _JOkk _40%x _43%w _JTa% 60** ,70*+

* p<.05; ** p< .00)



gard to the degree of job involvement as well as other vari-
ables. Table 14 summarized the results of correlational
differences in terms of sex and organization position for

each sample. Significant findings of this examination

are: (1) A negative correlation between growth need strength
and job involvement among the Digital male subjects (r = -.23,
n.s.), but the Ricoh males showed a positive correlation

(r = .20, p ¢ .05). This indicates that the Digital males

who have high growth need strength are less involved but the
Ricoh males with high growth need strength are more involved

in their jobs; (2) A negative correlation between job involve-
ment and length of service among the Ricoh male managers

(r = -.42, p< .05). This implies that those managers who were
invoived in their jobs were managers with shorter length of
service; (3) The Ricoh male managers favored warmth, encourage-
ment of confrontation and identity but the Digital male mana-
gers did not show such inclination; (4) The involved Digital
male managers were satisfied with their salient needs and their
jobs but the involved Ricoh male managers were less satisfied
with their intrinsic needs {(r = .18, n.s.); (5) The Ricoh fe-
males showed positive relationships between job involvement

and satisfaction related variables (r = .26 to .34, p { .05),
but the Digital females did not show significant relations

(r = -.12 to .04, n.s.); (6) The involved Ricoh males showed
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TABLE 14

CORRELATION HITH JOB INVOLVEMENT FOR EACH SAMPLE

BY SEX AND ORGANIZATION POSITION

0{43) R(184)

Male

Female
D(18) R(46)

Male Mgr
D(32) R(23)

1. Ego-Surrender

2. Central L. Interest
3. Protestant Ethic
4. Age

5. Length of Service
6. Org. Position

7. Intrinsic Motiv.

8. Extrinsic Motiv.

9. Growth N. Strength
10.Se1f-Esteem
11.Variety
12.Autonomy
13.Friendship

14.Role clarity
]5.N$rmth

16.Reward System
17.Conflict

18.Support

19.1dent ity

20.Need Satisfaction
2).Intrinsic N. Satis.
22.Extrinsic N. Satis.
23.Job Satisfaction

L80%% 84w

T LA T L
25%  4)%%
05  .26%%
.07 .21*
02 N
A1 L16%
-1 -.16%
-.23 .20%
-.08 .06
A9 23%w
-.02 -.bS
.35%  24w%
L26%  38%%
A2 44w+
19 L49%x
L0 37w«
22 33w
L27%  47%*
52%% 40¥w
L45%%  34ww
.50%* 38w«
Y LA XA

)
.82%%
.62+
.44*
A7
-.08
.07
-.03
.05
.28
.04
.06
-.27
-.1
~.13
A7

.05
1
-.04
.04
-.12
.07

.82%*
.69%%
.38*
21
.08
.07
.18
.18
.20
.04
.33+
A7
.15
.19
.26%
.36*
.20
.09
.35%
.30*
27
.26*
.34%

.85%% _gQw*

43tk 52%w
23 .34
-.04 .08
12 -.42%
X X
.28 -.16
-.28 .16
-.13 .10
-.03 .04
.03 .21
-.17 .00
20 .1
21 .32
L5 L36*
.08 .22
03 .45%
06 .23
L5 .36*
.42« .36%
.36 .18
.40*% .38%
.40%  ,59%

* p<.05; ** p<.00Y
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favorable responses to most of the organizational variables
(r = .33 to .49, p { .001) but the involved Digital males show
favorable responses to only task identity (r = .27, p  .05);
(7) The involved Ricoh females show favorable responses to
variety, warmth, reward system, and identity, but no signifi-
cant responses were found with friendship, role clarity, con-
frontation, and support; (8) Autonomy was negatively correlated
with job involvement among the Ricoh females and the Digital
male managers (r = -.17 and -.17, n.s., respectively). The
values are insignificant, but this implies that the Ricoh fe-
male employees and the Digital male managers who have high need
for autonomy are less involved in their jobs. Future research
is needed to clarify these issues as a possible area of prob-
lems for the management of Digital as well as Ricoh.

The above descriptions and discussions of the results satis-
fied the first research objective.

Tests of Hypotheses

The second objective of this research is to test ten
specific hypotheses (pp. 37-43). The first two hypotheses deal
with the possible cultural differences in terms of organizational
variables between American and Japanese organizations. Each
hypothesis was tested as follows:

Hypothesis 1 predicted that ego-surrender was positively

correlated with group-oriented cooperative organizational vari-



ables, such as support, task identity, friendship, and warmth.
These variables were chosen as unique characteristics of
Japanese organizations affecting the level of job involve-
ment. Therefore, Hypothesis 1 was expected to be supported

by the Japanese sample, but not by the American sample. As
predicted, the Japanese sample revealed that ego-surrender was
positively correlated with support (r = .20, p ¢ .001), task
identity (r = .35, p ¢ .001), friendship (r = .19, p ¢ .05), and
warmth (r = .31, p ¢ .001, see Table 13). The American sample
did not show such significant correlations (see Table 12), but
the values were in the same direction as the Japanese sample.
In particular, friendship was correlated with ego-surrender
similarly (* = .14 and .19 for Digital and Ricoh). It seems
that friendship or having good interpersonal relations with
others may be a basic human need (Maslow, 1954). This need

can be a socially desirable one in a group-oriented society.
However, friendship can also be a manifestation of an individu-
al's real feeling toward others in an individual-oriented soci-
ety. A rather low correlation for friendship compared to other
group-oriented variables observed in the Japanese sample may re-
flect a socially desirable "forced” friendship, and a high cor-
relation for friendship of the American sample may be inter-
preted as a "real" friendship. Future research should sep-

arate this type of possible confounding factor by specifying
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the meaning of such variable as friendship when investigating
culture loaded samples. Hypothesis 1 is supported by the
Japanese sample. Results also supported findings reported by
Lewis and Franklin (1944) as discussed earlier (pp. 12-13).
Hypothesis 2 predicted that ego-surrender was negatively
correlated with individually oriented competitive organizational
variables, such as autonomy, task variety, role clarity, con-
frontation, and individual-based reward system. These variables
were assumed to be attributes of American organizations. Con-
trary to Hypothesis 2, the American sample did not ' reveal
statistically significant relationships between e§o-surrender
and individual-oriented organizational variables (see Tabie 12).
Although autonomy and task variety variables were in the ex-
pected direction (r = -.05 and -.03, respectively), these values
were negligible. It was also observed that role clarity, con-
frontation, and an individual-oriented reward system were cor-
related positively with ego-surrender (r = .08 to .20,§n.s.,
see Table 12) which is in the opposite direction specified in
Hypothesis 2. They were not significant statistically, but re-
sults may suggest the influence of the unique organizational
characteristics of Digital. Digital has been known as a company
with decentralized organizational structure with a high spirit
of entrepreneurship, encouragement of confrontation, and clear

problem definition and task goals (Peters and Waterman, 1982).
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Surprisingly, the Japanese data revealed that ego-surrender was
positively and significantly correlated with individual-oriented
organizational variables, namely, confrontation (r = .34, p ¢
.001), reward system (r = .42, p ¢ .001), and role clarity

(r = .32, p ¢ .001, see Table 13). This is probably due to
the pluralistic nature of Japanese people as discussed earlier
in terms of tatemae (professed intention) and honne (real in-
tention, p. 77). In other words, the Japanese subjects in this
research not only expressed their preferences toward group-
oriented variables as socially desirable responses, but also
expressed their real feelings toward individual-oriented vari-
ables indicating the coexistence of contradicting feelings in
their minds. In sum, there is a slight indication that the
Japanese sample is associated with group-oriented organizational
variables, such as warmth, support, friendship, and task iden-
tity, but results did not really support Hypothesis 1 and 2 as
expected, that is, to uphold the argument that distinctive
socio-cultural differences exist between Japanese and American
organizations. The relationships between ego-surrender and
certain organizational variables were found to be unclear in
this research. Future research is needed to clarify these
ambigﬁous findings. Attention should be given to the selec-
tion of organizations representing each culture.

Hypothesis 3 predicted that ego-surrender was positively
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correlated with extrinsic motivation characterized by such needs
as pay, Jjob security, working conditions, respect from others,
and good interpersonal relations, assuming that these extrinsic
job factors were normally satisfied at work as discussed by Gorn
and Kanungo (1980). However, it was also predicted that if these
extrinsic needs were not satisfied at work, ego-surrender should
be negatively correlated with extrinsic motivation. The data
obtained from the entire sample revealed that extrinsic motiva-
tion was negatively correlated with extrinsic need satisfaction
(r = -.29, p < .001, see Table 11), which implies that the more
extrinsically motivated, the less satisfied with their extrinsic
needs. The underlying conditions of Hypothesis 3 were not met

in this research, therefore that hypothesis should be reversed.

A negative relationship between ego-surrender and extrinsic
motivation was observed in the entire samp?e (r = -.28, p ¢ .001,
see Table 11). The Japanese sample showed the same results in

terms of the conditijon of Hypothesis 3 (r = -.21, p ¢ .001),

[+1)
(7]

well as a negative relationship between ego-surrender and ex-
trinsic motivation (r = -.30, p ¢ .001, see Table 13). Further,
the Japanese sample also revealed that extrinsic motivation was
negatively correlated with job involvement (r = -.28, p ¢ .001,
see Table 13). Results of the Japanese sample did not support
the findings of Gorn and Kanungo (1980) that extrinsically moti-

vated Canadian managers were more satisfied with their ex-



trinsic needs and more involved in their jobs than intrinsically
motivated managers. The American sample did not show such sig-
nificant results in terms of underlying conditions as well as

the relationship between ego-surrender and extrinsic motivation

(r -.07 and -.09, respectively, see Table 12), but these
values were in the same direction as the Japanese sample. Ap-
parently, the underlying conditions were not met in this re-
search. It is conceivable that if a person is extrinsically
motivated, then, his work behavior is instrumental. Therefore,
his ego has to be active, and as a result, he is unlikely to
surrender his ego. Thus, for Hypothesis 3, a significant nega-
tive correlation between ego-surrender and extrinsic motivation
was supported only by the Japanese sample.

Hypothesis 4 predicted that ego-surrender was nega-
tively correlated with intrinsic motivation characterized by
growth, achievement, self-esteem, and an interesting nature of
work. It is assumed that these intrinsic needs were not met at
work due to a high level of expectation directed toward a rela-
tively routine job and an inability of management to provide em-
ployees with opportunities to satisfy these intrinsic needs
(Gorn and Kanungo, 1980). However, if these intrinsic needs
were satisfied at work, it was predicted that ego-surrender
should be positively correlated with intrinsic motivation.

Results of the entire sample revealed that intrinsic motiva-
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tion was positively correlated with intrinsic need satisfaction
(r = .24, p < .001, see Table 11). This implies that those who
were intrinsically motivated had their salient intrinsic needs
satisfied at work. Therefore, the conditions of Hypothesis 4
regarding the inability of work to satisfy intrinsic needs were
not sustained by the present findings. The reversed relation-
ship, that is, a positive correlation between ego-surrender and
intrinsic motivation was observed in the entire sample (r = .29,
p { .001, see Table 11). The Japanese sample revealed the same
results, intrinsic motivation is positively correlated with in-
trinsic need satisfaction (r = .17, p ¢ .05) and ego-surrender
(r = .30, p ¢ .001, see Table 13). The American sample showed
only a weak negative relationship between intrinsic motivation
and intrinsic need satisfaction (r = -.07, n.s.), and a weak
positive relationship between ego-surrender and intrinsic
motivation (r = .11, n.s., see Table 12). Further, the Japanese
sample revealed that intrinsic motivation was positively and
significantly correlated with job involvement (r = .28, p < .001,
see Table 13): Therefore, the predominantly held view toward
job involvement, namely, the importance of intrinsic nature of
job involvement among behavioral scientists (Allport, 1947;
French and Kahn, 1962; Lodahl and Kejner, 1965; Maurer, 1969;
Vroom, 1962) was supported by the Japanese sample, but only

showed a weak relationship in the American sample.
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Hypothesis 5 predicted that ego-surrender was positively
correlated with job satisfaction. The entire sample showed
strong, positive relationships between ego-surrender and vari-
ous satisfaction related variables as follows: Ego-surrender
was positively correlated with need satisfaction in general
(r = .25, p £ .001), extrinsic need satisfaction (r = .26,

p < .001) and job satisfaction (r = .28, p ¢ .001, see Table
11). The Japanese sample revealed the same results (see Table
13). The American sample showed weak relationships (r = .11 to
.14, all values were n.s., see Table 12). However, the Ameri-
can sample revealed that job involvement was posit{ve1y and

significantly correlated with need satisfaction in general

(r = .31, p ¢ .05), intrinsic need satisfaction (r = .29,
p < .05), extrinsic need satisfaction (r = .27, p ¢ .05), and
job satisfaction (r = .31, p ¢ .05, see Table 12). Thus, as

far as the American sample is concerned, job involvement is
more closely associated with satisfaction related variables.
Future research is needed to clarify this unexpected finding
among Americans.

Hypothesis 6 predicted that ego-surrender is positively
correlated with positive attitudes toward work characterized
by pro-Protestant ethic and work centrality characterized by
Central Life Interest. This hypothesis was strongly supported

by the entire sample (r = .41 and .63, p & .001, work ethic
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and work centrality, see Table 11), by the American sample

(r = .42 and .59, respectively, see Table 12), and by the
Japanese sample (r = .40 and .68, respectively, see Table 13).
These work value related variables were also positively cor-
related with job involvement in both samples. The data sup-
ported the argument that the more work is perceived as important,
the more greater 1ikelihood of ego-surrender; as a result, job
involvement increases. With regard to a series of hypothesis
focusing on the degree of job involvement relative to demographic
variables, the fo]]owing results were found.

Hypothesis 7 predicted that older employees were more in-
volved in their jobs than younger employees. This hypothesis
was supported by the entire sample (r = .40, p ¢ .001, see
Table 11), and by the Japanese sample (r = .47, p ¢ .001, see
Table 13). The American sample showed a weak relationship
(r = .16, n.s., see Table 12). Surprisingly, the American
sample showed no relationship between age and ego-surrender
(r = -.03, n.s., see Table 12), while the Japanese sample
showed a strong correlation (r = .47, p ¢ .001, see Table 13).
For the Japanese, it is argued that age is an important factor
for status, promotion, pay, and fringe-benefits (Quchi, 1982).
It is, therefore, possible to assume that the older employees
of Ricoh internalized organizational norms and values so that

any cognitive dissonance between attitudes and behavior is de-
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creased, and their ego becomes inactive. As a result, older
employees are more involved in their jobs than younger employees.
For Americans, individual abilities are more valued than age per
se. Therefore, age may not be an important factor in ego-
surrender as well as in job involvement. In sum, age was
positively correlated with ego-surrender and job involvement
amcng the Japanese subjects but no such relationship was ob-
served in the American sample.

Hypothesis 8 predicted that females were more involved in
their jobs than males. The entire sample revealed that sex was
negatively correlated with job involvement (r = -.31, p < .001,
see Table 11). Since sex was coded male as 1 and female as 2
(Appendixes A-2 and J-2), males were more involved than females,
which is contrary to Hypothesis 8. The Japanese sample showed
the same results (see Table 13). Possible reasons for this
finding may flow from diverse aspects of this research. For
example, the Japanese sample revealed that sex was negatively
correlated with age (r = -.60, p ¢ .001), length of service
(r = -.62, p £ .001), organization position (r =-.,49,p ¢ .001),
intrinsic motivation (r = -.34, p ¢ .001), growth need strength
(r = -.21, p ¢ .001), need satisfaction (r = -.18, p &« .05),
and job satisfaction (r = —.23,-p { .001, see Table 13). This
jmplies that female subjects of Ricoh were younger, Tess tenured,

held lower organizational positions, extrinsically motivated,
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had lower growth need strength, Tess satisfied with their
needs and their jobs. The American sample, however, did not
show any sex differences in terms of the relationships between
job involvement and the above mentioned variables. This dis-
tinctive contrast may reflect the fact that American women are
more equal organizationally as well as socially than Japanese
women.

Hypothesis 9 predicted that the longer the length of ser-
vice in an organization, the more involved are employees in

their jobs. This hypothesis was supported by the entire sample

(r .33, p £ .001, see Table 11), and by the Japanese sample

(r

.44, p ¢ .001, see Table 13). This is probably due to the
impact of organizational socialization and value internalization
processes under the seniority and life-time employment systems
of the Japanese sample (Ouchi, 1982). The American sample did
not show such an inclination (r = .09, n.s., see Table 12).
Future research is needed to investigate this possibility.

The last hypothesis predicted that managers were more in-
volved in their jobs than non-managerial personnel. This hy-
pothesis was supported by the entire sample (r = .22, p ¢ .001,
see Table 11), and by the Japanese sample (r = .29, p < .001,
see Table 13). The American sample again did not show such a
relationship (r = -.03, n.s., see Table 12). As described

earlier, the Japanese managers (all males) achieved the highest



115

level of job involvement (x = 4.00, see Table 3), but the Ameri-
can managers showed a neutral score (x = 3.53, see Table 3) out
of a six point scale of job involvement. Further, the Japanese
managers were more surrendered, since organizational position
was correlated significantly with ego-surrender (r = .29, p &-
.001, see Table 13) and they showed greater job and need satis-
faction (r = .20 and .23, p <« .001, see Table 13) than non-
managerial personnel. The American sample, on the other hand,

revealed that organizational position was negatively correlated

with ego-surrender (r = -.20, n.s., see Table 12), job involve-
ment {(r = -.03, n.s., see Table 12), and satisfaction variables
(r = -.05 to .15, n.s., see Table 12). This implies that the

Digital managers showed lower levels of job and need satisfac-
tion, were less ego-surrendered, were less involved in their

jobs indicative of possible managerial problems at Digital.

Path Analyses of a Proposed Model of Job Involvement

In order to meet the last research objective, namely, to
investigate the appropriateness of a proposed model of job in-
volvement, a path analysis technique was employed.

Unfortunately, the Digital sample did not show any
statistically significant correlations between ego-surrender
and predictor varjables (see Table 12). When the multiple
regression technique was applied to the whole Digital sam-

ple to obtain path coefficients, no predictor variables
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reached the .05 level of significance. The Digital sample
was further separated in terms of sex and organization posi-
tion, but the regression analysis did not indicate any sig-
nificant results. Therefore, the proposed conceptual model
of job involvement was examined through the path analysis
based solely upon the data obtained from the Japanese sample.

In Figure 4, the possible causal relationships among
those variables based upon the conceptual review and previous
empirical research were specified. The original path dia-
grams of job involvement for the Ricoh sample identify both
the path coefficients (standardized beta weights obtained in
the regression analysis), and Pearson (zero-order) correla-
tion coefficients.

Table 16 presents the total effects each determining
factor has on the dependent variables, The total effects
are the sum of the direct and total indirect effects. Direct
effects are indicated by the path coefficients or standard-
ized regression coefficients. Total indirect effects are
computed by subtracting its direct effect from the correla-
tion coefficient between a variable and the dependent vari-
able (Kerlinger & Pedhazur, 1973, p. 317). 1In other words,
the total indirect effects (TIE) of variable a on variable
b are calculated as follows:

TIE = rpa - Ppa
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FIGURE 4

ORIGINAL PATH DIAGRAMS OF JOB INVOLVEMENT
FOR THE JAPANESE SAMPLE (RICOH)

a. Need Saliency Varijables

Self-Esteem
.07

p=>
Growth N. Strength

.22 gob Involvenment

Extrinsic Motiv.

b. Job Characteristics Variables

Variety
/.42

. ) ; Job Involvement
Y‘:
Role C]arity——”’fyagf”"*

.05
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FIGURE 4 (Continued)

c. Organization Climate Variables

v Reward System

Notes: (1)

(2)

(3)

* pe¢ .05
** p¢ 001

r indicates a Pearson correlation coefficient; p indicates
a standardized regression coefficient (beta weight).

One-way arrows (straight lines) indicate that the analyzed
relationships between variables dependent upon the deter-
mining variables.

Two-way arrows (curved lines) indicate that unanalyzed
relationships between variables not dependent upon others.



119

The data from Table 16a indicate that intrinsic motiva-
tion has significant direct effects on ego-surrender as well
as Jjob invo]yement. Extrinsic motivation, in turn, has
strong negative total indirect effects on ego-surrender and
job involvement. ATl the variables of need saliency except
self-esteem have significant total effects on both ego-
surrender and job involvement. Self-esteem shows no signifi-
cant direct, indirect, and total effects on ego-surrender as
well as on job involvement. Extrinsic motivation shows sig-
nificant negative total effects on both ego-surrender and job
involvement. Obviously, ego-surrender has extremely strong
direct effects on job involvement.

As for the job characteristics variables, Table 16b
indicates that only variety and role clarity have significant
direct effects on ego-surrender as well as on job involve-
ment. A1l the variables of job characteristics except auton-
omy have significant total effects on ego-surrender and job
involvement. Surprisingly, friendship did not show any sig-
nificant direct effects on ego-surrender and job involvement,
and also autonomy did not show any direct, indirect or total
effects on both ego-surrender and job involvement.

Organization climate variables, summarized in Table
16¢c, indicate that reward system, identity, and conflict have

significant positive direct effects on ego-surrender. Support,
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TABLE 15
DIRECT, INDIRECT, AND TOTAL EFFECTS COEFFICIENTS FOR THE
ORIGINAL MODEL OF JOB INVOLVEMENT (JAPANESE SAMPLE)

a. Need Saliency Variables

Dependent Variables

.. Ego Job
Determining Factor Surrender Invoivement
Self-Esteem

Direct Effects .04 v .09
Total Indirect Effects .04 .04

Total Effects .08 .13

Growth N. Strength
Direct Effects .14 .15%
Total Indirect Effects .06 .05

Total Effects L20** L20%%
Intrinsic Motiv.

Direct Effects 2T** J25%*
" "Total Indirect Effects .03 .03

Total Effects .30** L28%%*
Extrinsic Motiv.

Direct Effects L1 .09
Total Indirect Effects -.471*x* -.37%%

Total Effects -.30%* -.28%*

Ego~-Surrender
Direct Effects L9 %%
Total Effects L9 xx

*n < .05
**p < ,001
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TABLE 15 (continued)

DIRECT, INDIRECT, AND TOTAL EFFECTS COEFFICIENTS FOR THE
ORIGINAL MODEL OF JOB INVOLVEMENT (JAPANESE SAMPLE)

b. Job Characteristic Variables

Dependent Variables

Ego Jdob
Determining Factor Surrender Involvement
Variety
Direct Effects L21%* L29%%*
Total Indirect Effects .08 .09
Total Effects L2g** .38**
Friendship
Direct Effects .00 .03
Total Indirect Effects .19* L23**
Total Effects .19* L26**
Role Clarity
Direct Effects L26** C.30%**
Total Indirect Effects .06 .09
Total Effects L32%* L39%%*
Autonomy
Direct Effects .04 .03
Total Indirect Effects .01 .01
Total Effects .05 .04
Ego-Surrender
Direct Effects LGl *x*
Total Effects L9l ¥

*p £ .05
**p ¢ .001
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TABLE 15 (continued)

DIRECT, INDIRECT, AND TOTAL EFFECTS COEFFICIENTS FOR THE
ORIGINAL MODEL OF JOB INVOLVEMENT (JAPANESE SAMPLE)

¢. Organization Climate Variables

Dependent Variables

Ego Job
Determining Factor Surrender Invelvement
Reward System
Direct Effects L32%* L32%%*
Total Indirect Effects .10 .14
Total Effects . L42** 4B *
Warmth
Direct Effects .03 .05
Total Indirect Effects L.28%** L33%*
Total Effects L31** .38**
Confliict
Direct Effects L17* .13
Total Indirect Effects 17* L25%*
Total Effects .34%%* L38**
Support
Direct Effects -.15% -.05
Total Indirect Effects L35%* L34 %%
Total Effects L20%* L29**
Identity
Direct Effects 21* 31 **
Total Indirect Effects .25%* .15*
Total Effects L46** Y el
Ego-Surrender
Direct Effects L9l %%
Total Effects .91 **

*p < .05
**p ¢ .00l
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on the other hand, has a significant negative direct effect
on ego-surrender. Strangely, warmth has no significant
direct effects on both ego-surrender and job involvement.
Only reward system and identity have significant direct
effects on job involvement. Al1l the variables of organiza-
tion climate have significant total effects on both ego-
surrender and job involvement. Therefore, as far as the
Japanese sample is concerned, the proposed model of job in-
volvement as a process of ego-surrender is not confirmed by
the path analyses. Particularly, organization climate vari-
ables seem to have significant direct effects on ego-surrender
rather than job involvement, but those variables are con-
sidered to be rather ego-enhancing factors. It was expected
that those ego-enhancing variables were supposed to be as-
sociated with the American sample (insignificant), but path
analyses showed just an opposite picture. For example, warmth
did not show significant direct effects on ego-surrender as
well as job involvement, and support showed significant nega-
tive direct effects on ego-surrender and insignificant direct
effects on job invoivement.

A modified model consistent with the data obtained
from the Japanese sample is presented in Figure 5. This
modified model is the result of the elimination of those de-

termining factors not showing statistically significant path
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FIGURE 5

MODIFIED PATH DIAGRAMS OF JOB INVOLVEMENT
FOR THE JAPANESE SAMPLE (RICOH)

a. Need Saliency Variables

Growth N. Strength—_

Ego-Sua}Enderr" 9 Job Involvement

=S

.22
rM
7 **

.25%*

r
Intrinsic MotivatioR-' P

b. Job Characteristics Variables

Variety

.31 Job Involvement

c. Organization Climate Variables

Identity

.46
Reward System

49 Ego-Surrender ———y Job Involvement

.48 ol

. r=.
Conflict p=. 01 %
.43
Support
*p < .05

**p < .001
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coefficients with ego-surrender and job involvement in the
original model.

Table 17 summarizes the direct, indirect, and total
effects of the determining variables appeared in Figure 5.
Obviously, all the variables have significant and positive
direct effects on both ego-surrender and job-involvement
except support which has negative direct effects on ego-
surrender. Ego-surrender has significant direct effects on
job involvement.

From the above path analyses, it is clear that the
hypothesis predicting a positive relationship between ego-
surrender and supportive organization climate which was as-
sumed to exist at the Japanese organization (Ricoh) was not
confirmed. In fact, the results clearly indicate that the
construct of ego-surrender is closely associated with strong
ego-orientation, such as intrinsic motivation, task variety,
clear role perception, and ego-enhancing organization cli-
mate, such as reward system based upon individual per-
formance, identity with organization, encouragement of con-
frontation. Further, a supportive atmosphere, in turn,
has negative direct effects on ego-surrender, and warmth shows
insignificant direct effects on ego-surrender. This imp1ieg
that ego-surrender is strongly associated with a competitive

organization climate existing in the Japanese sample.



TABLE 16

DIRECT, INDIRECT, AND TOTAL EFFECTS COEFFICIENTS FOR THE
MODIFIED MODEL OF JOB INVOLVEMENT (JAPANESE SAMPLE)

Dependent Variables

Ego Job
Determining Factor Surrender Involvement
Intrinsic Motivation
Direct Effects L2T %+ L25%%*
Total Indirect Effects .03 .03
Total Effects L30%* L28**
Variety
Direct Effects _ .21+ L29%*
Total Indirect Effects .08 .09
Total Effects L29%* .38%*
Role Clarity
Direct Effects L26%* .30**
Total Indirect Effects .06 .09
Total Effects L32%w .39*x*
Reward Systenm
Direct Effects L32%* L32%**
Total Indirect Effects .10 .14
Total Effects L42%* Lap**
Conflict
Direct Effects .17* .13
Total Indirect Effects 17+ L25**
Total Effects L34*x .3B**
Identity
Direct Effects L21%* L31*
Total Indirect Effects L25%% .16%
Total Effects LAprx .46%*
Support
Direct Effects -.15* -.05
Total Indirect Effects L35%x .34 %*
Total Effects L20%% L20%*
Ego-Surrender
Direct Effects L9 xx
Total Effects L9l

*

.05

*p<
*p < .001
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This is a rather surprising finding. It was originally as-
sumed that a person with a strong ego-orientation and sur-
rounded by ego-enhancing organizational environment would
have a great deal of difficulty surrendering his ego-needs.
The results, based upon the Japanese sample, suggest that
this assumption may be too simplistic indicating that ego-
surrender may be a function of a strong will to surrender
one's ego-needs voluntarily, not because of a weak ego or
certain organizational factors forcing him to do so. Future
research is needed here to clarify this unexpected finding.

This completes the descriptions and discussions of the
results obtained in this research. Conclusions and some sug-

gestions for future research are in order.
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CHAPTER IV
CONCLUSIONS

Several interesting and exciting results pertaining
to . the concept of job involvement have emerged from this
comparative study.

First of all, an overall picture clearly revealed that
the subjects of Digital as well as Ricoh were "neutral" in
terms of the ego-surrender and job involvement scales. The
data of this research indicated that some unique portions of
the entire sample such as the Ricoh managers and the Digital
female managers were more involved than dther segments of the
sample; some subjects such as the Ricoh female employees and
the Digital male employees were less involved in their jobs
than other subjects of this research. No significant dif-
ference 1in terms of the degree of job involvement was found
between the American and Japanese samples.

Therefore, the expression, Japanese "involved workers"
(Ouchi, 1981), has to be reformulated in this research as
Japanese "involved managers" to represent the key to the
success of Japanese productivity movement. If this finding

is general to all Japanese industries, then it is perhaps
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the most critical and unanticipated finding in this research.
This finding may challenge the current widespread
myths about Japanese management which basically reflect
the assumption that the great success of Japanese corpora-
tions is due to their unique socio-cultural background. The
data, however, clearly indicate that the reality is some-
thing more complicated than expected. For example, the
managers were far more involved than non-managerial person-
nel. This may suggest that individual differences and or-
ganizational factors may more strongly affect the Tevel of
job involvement than simply socio-cultural differences.
Correlational analyses indicate that intrinsic moti-
vation is positively and significantly correlated not only
with ego-surrender but also job involvement. The results
of this research show that those who were intrinsically moti-
vated were more satisfied with their intrinsic needs and
more involved in their jobs also. 1In this research, con-
trary to the findings reported by Gorn and Kanungo (1980),
those who were extrinsically motivated were not satisfied
with their extrinsic needs and not involved in their jobs.
Thus, a predominantly held view among hehavioral scientists
in the field of job involvement that the importance of in-
trinsic nature of job involvement has been confirmed in this

research.



130

The results of correlational analyses obtained from
the Japanese sample show statistically significant relation-
ships between ego-surrender as well as job involvement and
predictor variables as specified in the proposed model of
job involvement. No significant and meaningful difference
was found between ego-surrender and job involvement in terms
of its relationships with predictor variables. The Digital
sample did not show such statistically significant results.

In addition, path analyses, based upon the Japanese
sample, revealed that the degree of ego-surrender and job
involvement is directly affected by one's strong ego-
orientation and ego-enhancing job characteristics and or-
ganizational environment. In other words, the more an em-
ployee has strong intrinsic motivation, the more he is able
to surrender his ego, and as a result, he is more involved
in his job. The data also revealed that this process of
ego-surrender or psychological identification between ego
and job may be directly affected by ego-enhancing job and
competitive organization climates. On the other hand, group
oriented supportive variables such as warmth and support
variables did not show significant direct effects on both
ego-surrender and job involvement in the Japanese sample.

This finding is rather surprising, but it is con-

ceivable that if a person does not have a strong ego-
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orientation, it is difficult for him to identify himself
with his job even in Japanese organizations. He must have
a strong ego to be able to surrender his ego. Otherwise,
he is not sure what he wants out of his job, and he is un-
able to be involved in his job.

Further, the results show that ego-surrender rather
than job involvement is directly and significantly affected
by ego-enhancing organization climate variables. This may
suggest that the concept of ego-surrender may be more indi-
cative of a unity between ego and job than job involvement
per se.

Thus, the results of this research imply that the
organization should select and promote intrinsically moti-
vated employees and implement training programs to stimulate
intrinsic motivation and to facilitate the process of becoming
involved in their jobs. This research tends to support
claims by those favoring job enrichment and job redesign
programs. In fact, it suggests that the organization should
design jobs that are more interesting and meaningful and
create more challenging work environment so that emplioyees
are able to have more opportunities to gratify their ego-
needs and become more involved in their jobs.

In general, the originally held proposition, that is,

ego-surrender may be facilitated by a group-oriented sup-
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portive and cooperative organization c]imaté assumed to exist
in the Japanese sample was not really supported in this re-
search.

Based upon the above discussion and conclusions, the
following areas are suggested for future research:

1. The results of this research should be replicated
to clarify some of the findings by collecting sufficient
data not only from Japanese subjects but also from American
subjects. Particular attention should be paid to the possible
influence of the intrinsic nature of human motivation, the
ego-enhancing nature of a job, and organizational climate on
the process of ego-surrender and job involvement;

2. The construct of ego-surrender should be further
investigated in different organizational settings using dif-
ferent definitions and measurement scales;

3. Finally and most importantly, continuing research
should be addressed to the development of a conceptual frame-
work of job involvement specifying the possible determining
factors including individual differences and situational
variables under which employees become involved in their
jobs.

In conclusion, it is believed that this research has

explored the concept of job involvement as a process of ego-
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surrender based upon Friedrich Hegel's conceptualization of
alienation and the proposed definition of job involvement.

It is also hoped that this piece of research would facilitate
more conceptual as well as empirical research in the field of
job involvement, contribute toward a more comprehensive under-
standing of the dynamics of that concept, and to the advance-

ment of a theory of organizational behavior.



APPENDIX - A

JOB INVOLVEMENT: A COMPARATIVE STUDY

The purpose of this survey is to find out how ""Job Involvement''among
the Japanese and American workers is derived from: the influence of
socio-cultural differences in the two countries on their work behaviors;
difference in their need-hierarchy; difference in terms of organization

climate; or combination of these factors,

"Job Involvement' is defined for this research as a process of dimi-

nishing ego-awareness or "Ego-Surrender',

The questionnaire is anonymous and your responses are strictly con-
fidential, It may take 20 to 30 minutes to complete. When you have
completed the questionnaire, please return it to me using the self

addressed, stamped envelop provided,

THANK YOU VERY MUCH FOR YOUR COOPERATION

Aki Tomioka

Ph, D, Office, Bernard M, Baruch College, C,U,N, Y,
17 Lexington Avenue, New York, N, Y, 10010

Phone: (212) 725-3340
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Personal Information

Please circle the appropriate number.

1, Indicate whether you are: 1. Male 2, Female

2. Your age? 1, 25 or below
2, 26 to 35
3. 36 to 50
4, over 50 years old

3. How long have you been working for this company?
1, less than 1 year
2. 1to 3 years
3, 4to 7 years
4, 8 to 15 years
5., over 15 years

4, Indicate your organizational position:
1. clerical-secretarial-operator
2. sepervisor-foreman
3, technical-semiprofessional
4, manager
5, other, Please specify:

5, What is your job title?

135
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Below are a number of statements each of which you may agree or
disagree with depending upon your own personal evaluation of your
present job, Please indicate the degree of your agreement or disagree-
ment with each statement by putting a cross mark ( X) in one of the
six blanks representing the answer categories that appear next to the
statement,

sA A MA MD D SD
strongly agree mildly mildly disagree strongly
agree agree disagree disagree

SA° A MA MD D §SD

1, The most important things that happen
to me involve my present job

2, To me, my job is only a small part of
who I am

3, I am very personally involved in my job
4, Ilive, eat, and breathe my job

5. Most of my interests are centered around
my job

6. I have very strong ties with my present
job which would be very difficult to break

7. Usually I feel detached from my job

8. Most of my personal life goals are job-
oriented —_— — —— e

9. I consider my job to be very central to
my existance

10. I like to be absorbed in my job most of
the time —



Below is a list of things people loock for in their jobs, Please read all
the items before making any choice, First decide which one you think is

the most important to you in your present job. and then place 1 in the blank
provided for the item. Do the same for your choice 2, 3,4 and so on., Since
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there are nine items in the list given below, your choice 9 would represent

the thing that is least important to you in your present job, Please be sure

you have placed a number opposite to each item,

Job security (permanent job, steady work)
Adequate earning (for a comfortable standard of living)
Comfortable working conditions (pleasant surroundings, lighting)

Interesting nature of work ( a job that you very much enjoy)

Respect and recognition (for your work from your superior and/or
coworkers)

Responsibility and independence (freedom to do a job in your own way)

Achievement (opportunity to achieve excellence in your work)

Good interpersonal relations (a job that gives you opportunity to work

with others whom you like)

Opportunity for professional growth (to become more skilled and
competent on the job)

Please respond to the following three statements by filling in the number

from below which best describes how you feel about your present job.

1. 2. 3. 40 50

strongly mildly neither mildly strongly

disagree disagree agree nor agree agree
disagree

1. Generally speaking, I am very satisfied with my job:

2, 1 frequently think of quitting my job:

3. Generally speaking, I am very satisfied with the kind of work I have to

do in my jobh:
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Please indicate how much of each of the following you would like toc have
in your job, by writing the appropriate number from the scale below in the
blank to the left of each of the following 12 statements.,

1. 2a 3. 4. 5. 6. T
I would like I would like I would like
to have none to have a to have a
or a minimum moderate maximum
amount amount amount

1. The opportunity for personal growth and development.

2., The opportunity for independent thought and action in my job.
3. The opportunity to find out how I am doing.

4. The opportunity to complete work I start.

5. The opportunity to do a challenging job.

6. The feeling that I know whether I am performing my job well
or poorly.

7. The opportunity to do a number of different things.

8. The opportunity to do a job from the begining to the end, that is,
the chance to do the whole job,

9, The freedom to do pretty much what I want in my job.
10, The amount of variety in my job,
11. The feeling of worthwhile accomplishment in my job,

12, The opportunity in my job for participation in the determination
of methods, procedures, and goals.
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The purpose of this part of the questionnaire is to obtain a picture of the
traits you believe you possess and to see how you describe yourself, There
are no right or wrong answers, so try to describe yourself as accurately
and honestly as you can by placing a check mark(\/).

A. In each pair of words below, check the one you think MOST describes you:

1. capable
discreet

2. understanding
thorough

3. loyal
dependable

4, unaffected
alert

5. sharp-witted
deliberate

7. enterprising

intelligent

8. progressive

——

thrifty

9.___thoughtful
fairminded

10,

11,

sociable
steady

pleasant
modest

12, responsible
reliable

13, ___dignified
___civilized

14, imaginative
self-controlled

15. sympathetic
patient

16, __ stable
foresighted

B. In these work pairs, check the one you think LEAST describes you:

17. __ shy
___lazy

18, immature
quarrelsome

19, unfriendly

self-seeking

20, conceited
infantile

21, __ shallow
__ stingy

22, unstable
__frivolous

23,

24,

25,

26,

217.

___dreamy
___dependent

___apathetic
___egotistical

despondent
evasive

___weak
- selfish

fussy
submissive

28. opinionated
pessimistic

29. __ shiftless
— bitter

30. __ hardhearted
___ self-pitying

3l. __ cynical
__aggressive

32. __undependable
___ resentful
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Please indicate the extent to which you agree or disagree with each of the
statements below by circling the appropriate alternative:

SD:strongly disagree; D:disagree; N:neutral; A:agree; and SA:strongly agree

1. When the workday is finished, a person should forget

his job and enjoy himself. SO D N A S5A
2. Hard work makes one a better person, SD D N A SA
3. The principal purpose of one's job is to provide him

with the means for enjoying his free time. SD D N A SA
4. Wasting time is as bad as wasting money, SD D N A SA

5. Whenever possible a person should relax and accept
things as they are, rather than always striving for
unreachable goals, SD D N A SA

6. A good indication of one's worth is how well he does
his job. SD D N A SA

7. If all other things are equal, it is better to have a
job with a lot of responsibility than one with little
responsibility. SD D N A SA

8., People who ''do things the easy way'' are the smart
ones, SD D N A SA

9, I am interested in my work more than in other thingss SD D N A SA

10, Success in my work is more important to me than
success in other things. SO D N A SA

11, What happens in my work concerns me more than

other things, SD D N A SA
12. While I am working, I think only of my work. SO D N A SA
13.I am most interested in things concerning my place

of work., Sb D N A 8sA
14, Issues from my workalso concern me after work, SD D N A SA

15.1 think that a lot of time should be devoted to my
work even if it interferes with other things. SD D N A SA

A-7



16, People are proud of belonging to this organization.
17. 1 feel that I am a member of a well functioning team.

18. As far as I can see, there isn't very much personal
loyalty to the organization.

19. In this organization,people pretty much look out for
their own interests.

20, You don't get much sympathy from higher-ups in
this organization if you make a mistake,

21, Management makes an effort to talk with you about
your career aspirations within the organization.

22. People in this organization don't really trust each
other enough.

23, The philosophy of our management emphasizes the
human factor, how people feel, etc.

24, When I am on a difficult assignment I can usually
count on getting assistance from my boss and co-
workers.

SD

SD

SD

SD

SD

SD

SD

SD

SD D N
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A SA
A SA
A SA
A SA
A SA
A SA
A SA
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This section lists some characteristics or qualities that people look for
in their jobs. We would like to know the degree of your satisfaction or dis-
satisfaction with each of the qualities as they relate to your present job, For
each quality listed below, you will find six answer categories, Please indicate
your feeling by writing the appropriate number from the scale shown below
in the blank to the right of each statement,

6. 5. 4, 3. 2, 1.
extremely satisfied mildly mildly dissatisfied extremely
satisfied satisfied dissatisfied dissatisfied

1. With the amount of security I have on my job, I feel o

2. With the kind of working conditions (lighting, office space, and so on)
surrounding my job, I feel o

3. With the interesting and enjoyable nature of work in my job, I feel .

4, With the amount of recognition and respect that I receive for my work,
I feel o

5. With the opportunity I have in my job to work with people I like,
I feel .

6. With the opportunity I have in my job to achieve excellence in my work,
I feel °

7. With the kind of responsibility and independence that I have in my job,
I feel .

8., With the opportunity for acquiring higher skill, I feel °

9, With the amount of compensation I receive for the work I do, I feel .

10, From the overall perspective, with respect to my job, I feel .



Please describe your present job, in terms of agreeing or disagreeing
with each statement, by writing the appropriate number from the scale
shown below in the blank to the left of each statement.

1. 2 3. 4. 5.

strongly mildly neither mildly strongly
disagree disagree agree nor agree agree
disagree

1. My job provides the opportunity to get to know other people.
2. 1 feel certain about how much authority I have,
3. The tasks I perform on a typical work day are very similar.

4. My boss seldom lets me know how well I am doing on my progres -
sing toward my work objectives,

5. I have an opportunity to do a number of different things in my job.
6. I have received clear explanation of what has to be done in my job.
7. My job gives the opportunity for independent thought and action.

8. I have a great deal of variety in my job.

9. I am able to do my job independently of others.

10, My job provides the opportunity to develop close friendships.

11, My job duties are very repetitious.

12. I know exactly what is expected of me.

13. I know what my respensibilities are.

14, My job provides the opportunity to talk informally with other
employees while at work,

15, I have clear, planned goals and objectives for my job.
16, In my job, I am left alone to do my work,

17, I have a great deal of freedom to do pretty much what I want in
my job,

A-10
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Please indicate the extent to which you agree or disagree with each of
the statement below by circling the appropriate alternative:

SD:strongly D:disagree N:neutral A:agree SA:strongly
disagree agree

1, We have a promotion system which provides for the
most capable person to rise to the top. SD D N A

2. In this organization, rewards and encouragements
usually outweigh threats and criticism, SD D N A

3. In this organization, people are rewarded in propor-
tion to the excellence of their job performance. SO D N A

4., There is a great deal of criticism in this organization. SD D N A

5. There is not enough reward and recognition given
in this organization for doing good work. SO D N A

6. If you make a mistake in this organization you will
be punished. Sb D N A

7. A friendly atmosphere prevails among the people
in this organization. SD D N A

8. This organization is characterized by supportive
and warm working climate, SD D N A

9. It's very hard to get to know people in this organi-
zation, SO D N A

10. People in this organization tend to be cool and aloof
toward each other, SO D N A

11. There is a lot of warmth in the relationships between
management and workers in this organization. . SD D N A

12. The best way to make a good impression around here
is to steer clear of confrontation and disagreements, SD D N A

13. The attitude of our management is that conflict bet-
ween competing units and individuals can be healthy. SO D N A

14, We are encouraged to speak our minds, even if it
means disagreeing with our superiors. SO D N A

15. In management meetings, the goal is to arrive at a
decision as smoothly and quickly as possible, SO D N A

A-11
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