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The Motivational Formulation of Job and Work

Involvement ¢ A Cross-~national Study1

This paper extends the motivational formulation and measurement of job
and Qo:k involvement constructs (Kanungo, 1982b) and tests its pan-cultural
implications by rsporting on two studies conducted in West Germany and India.
Data on the empirical properties of the new job and work involvement measures
petablish their reliability and_ualidityu The crossfnational generalizability
of predictions derived from the mctivational formulation are supported. Use=-
fulness of the motivational framework for future research on involvemsnt in

relation to certain desired cutcomes are indicatede.

1e The Alexander von Humboldt Foundation, Bonn, Indian Institute of Manage-

ment, Ahmedabad, and SSHRB; Cttawa are thankfully acknowledged for supporting
this research. In the process of carrying out the study in West Germany, we

were aided by the contributions of Bernd Vaassen and franz Bocker to whom we

are grateful. Appreciations are due to Sophie Tomsik, R. Natarajan, and

Gautam Jain for their assistance at various stages in this study.

The decision to conduct the study in the FRG and India were influenced
by such considerations as, finding diverse cultural settings for the test
of the motivational model, the common research interest shared by the

authorg and the availability of opportunities and support for the study.
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In recent yegars, the study of e lnvolvement has advanced from a des-

criptive and atheoretical stage to a more thecretically grounded and e*plana—
‘tive stage. Reviews of rasearch in this area over the last two decades
(3abinowitz & Hall, 1977; and Hollenback, Conally, & Rabinowitz, 1982) bears
testimony to this trend. The most recent motivational formulation of the
construct "involvement® by Kanungo (1979) in two clearly distinguishable
contexts, (1) involvement with a “specific job® and (2) irmvolvement with
wyprk in general® {Gorn & Kanungo, 19803 Kanungo, 1981) and the development
of valid instruments to measure them {(Kanungc 1982a) represent major inputs
fqmard this advancement. Kanungo {(1982b, 1983 has also suggested that unlike
many job and work involvement models proposed by both sociclcgists (@4Qe
Blauner, 19643 Seeman, 19559, 1971) and psychologists (eege, Lodahl & Kejner,
19653 Saleh & Hosek, 1976) the motivational model has pan-cultural applica~
"bility. Although some recent studies (Kanungo, 1982b, Misra & Kalro, 1981)
have provided empirical suppert for several hypotheses derived from the
motivational formulation of involvement concepits, the pan-cultural impli-
cations of the formulation has not yet been tested. The studies reported

here represent an attempt to test such implications.

‘The research reported here had two objectives. The first was standar-

dization of Kanungo's new job and work involvement measures developed in

Canada by examining their empirical propertiecs in twc other nations, the
Federal Republic of Germany (FRG) and India. The second was to test three
hypotheses derived from the motivaticnal formulation on samples cof German
and Indian employees and compare these results with those obtained in the
Canadian study to check on the cross-nativnal generalizability of the

formulation.



Motivationdl Formulation of Involvement Concepts

Reviewing extensive literature on job involvement Kanungo (1979, 1981)
.fuund that past conceptualizations of the construct 'job invoplvemsnt® are a
jumble. Specifically, numerous and diverse conceptualizations in this area
do not distinguish bstwesn job involvement and intrinsic motivation; the
Wgtate of job involvement" is clubbed with its presumed causcs and effects
and described as both a cognitive and an effective state of the individual.
Furthermore, the terms "job" and "work® are used interchangeably, as if
synonymously, in many prevailing conceptualizations of job involvement. For
these reasons, Kanungo concluded, previous treatments of the concepts carrcy
éurplus meaningss job involvement is not necassarily a multidimensional cons—
truct as conceiuéd and measured by the new familiar Lodahl and Kejner (1965)

and other scales (e.g. Blood 19693 Shepard, 19715 Saleh & Hosek, 1976).

According to Kanungo (1982a), an individual can show personal involve-
ment in two distinctly different contexts: (a) invelvement in a particular
Job and (b) involvement in work in general. The former is a descriptive
balief that is contemporaneously caused and the latter is a normative belief
that is historically caused. Involvement in either context can be viewed as
a®unidimensional cognitive or belief state of péychological identification.
An individual's psychological identificaticn with a particular job {or with
work in general) depends on the saliency of the person's needs (both
extrinsic and intrinsic) and the percepticns the person has . about the
need-satisfying potentialities of the job (or work). Viewed in this way,
job involvement and work inveclvement cannot be reflected accurately when

measured by existing instrumentst(Kanungc, 1982b; p.97). He has therefore ,



developed a set of new measures of job and work involvement for use in future

raesearch.

It may be noted that the motivaticnal approach to studying involvement
embodies a new way of thinking, a way that is out of phase with conventional
wisdom in this aréa. First, in contrast with the widespread assumptiocn that
satisfaction of intrinsic neceds is a necessary condition for job involvement,
the moctivational approach views this as a function cf degree of satisfacticn

with one's salient needs, be they intrinsic or extrinsic. Thus intrinsic

need satisfaction may be a sufficient but not a necessary condition for . job
invclyement. Gorn and Kanungo (1980) as well as Misra and Kalro (1981) have
provided evidence supportive of this view. Second, the motivational formu—
lation contests the ccmmenly accepted notien thet the work values aspoused

in Protestant Ethic alone promote work involvement. Kanungo (1982b) argued
that work invelvement is largely determined by past socializatiun that |
promote work as central to a persen's life. This centrality may be a result
of western (Protestant Ethic) socialization patterns which value individualism
and promote in these sociaties the saliency of needs such as, achisvement,
autonomy, and control. It méy‘alsa result from distinctly different cultural
influence and socializaticn patterns which value collectivism as in India and
Japan,_ Thus WProtestant Ethic socialization may be a sufficient, but not a

necessary condition for work invelvement.

Kanungc's Canadian study {1982a) is the only one which directly tested
the motivaticnal framework by addressing the interlocking aspects of the
involvement constructs and their measurements concurrently. Results of

this study indicate that the new job and work involvement measures have



passed the tests of reliability and validity as well as support predictions
derived from the motivaticnal framework. As expected, job satisfaction had
a stronger relationship with job involvement than with work involvements Jjob
involvement yielded stronger relationship with salient than with nonsalient
need satisfaction where as such a pattern of relationship was not obtained
for work involvementj the level of job involvement of primarily extrinsically
motivated individuals did not differ from that of primarily intrinsically
motivated individuals when the levels cf.job satisfaction were ccntrolled

for both groups.

With this previcw of where the evidence pertaining to the motivational
approach to studying involvement phenomena has led, we now present some of
the consideraticns that entered intc our decision to conduct the cross-

national research repcrted hore.

Cross—national Research Rationale

Although Kanungo's study provided clecar support for the motivational
formulation, cne study conducted in the Canadian context may be a straw in
the winde. It was therefore felt necessary to test the veracity of the
motivational formulation in different socioc—-techno-cultural settings.
Comparison of various replications of the Canadian study wculd be all the
more valuable for the simple reasons that the motivational formulation takes
a pap—cultural view of involvement noticns (Kanungo,1983) and is still _;

at an smbryonic stage.

In view of the above considerations, the psychometric properties

namely, reliability, dimensionality, comvergent and discriminant validities



of the new job and work involvement scales should be reexamined in other
socio-cultural contexts besides Canada. This effort to standardize the
new measures of inveolvement, as already stated, was the first objective

of our ressarch.

Next, 1f the goal of generalizing from the motivational formulation is
to be seriously pursued, comparisons of hypothesized results that obtain
over heterogeneous samples, cultural settings etc., are called for. The
second objective of our study addressed this issue. Specifically, the

following hypothesses were tested.

Hypothesis 1« There will be stronger association between measures of
Job involvement and job satisfacticn than between measures of work involve-

ment and job satisfaction in both FRG and Indian samples,.

This is based on the fact that job involvement stems primarily from the
parception of need satisfying potential of the job, where as work involvement

is more a matter of past soclalization and cultural conditioning,

Hypothesis 2. Measures of job involvement will be more strongly associa=

ted with the satisfaction of most important {salient} rather than least

important (nonsalient) needs on the job in both FRG and Indian contexts.

This hypothesis directly flows from the motivational formulation since
satisfaction of salient needs are assumed to be mors crucial in increasing
Job involvement rather than the satisfaction of nonsalient needs. Howsver,
satisfaction of either salient or nonsalient needs may not directly influ—
ence work involvement which is a historically eaused normative belief and

somewhat less ..dependent on satisfaction with the present job outcomes.



Hypothesis 3. In FRG as well as in India, extrinsically motivated indi-
viduals (with salient extrinsic needs) are as likély to be involved in their
jobs as intrinsically motivated individuals (with salient intrinsic nesds)

provided their present levels of job satisfaction are equal.

This hypothesis was based on the notion that job involvement springs

from salient need satisfaction, be they intrinsic or extrinsic.

Method

The Questionnaire

The study employed a number of measures in the form of a three-part
questionnaire described below, Part I contained job related measures
(instrumentality, satisfaction, and involvement). Part 1I centained work

involvement measures. Part II1 elicited demographic information.

Job_instrumentality measure. Respondents ranked 15 job factors

according to their perceived importance. Ffollowing Lawler's scheme of
classification {1973), eight of thc factors were organizationally contro-
lled extrinsic job factore; four were interpersona’ly mediated extrinsic

factorsj the remaining three were intrinsic job factors.

Job_satisfaction measurs. Respondents were asked to indicate on a

six=point verbally labeled, (1 - extremely dissatisfied to 6 = extremely
satisfied) ordinal scale their level of satisfaction in their present job
with respect to wach of the 15 job factors ranked earlier, In addition,

they were to indicate their satisfaction with their present job from an
"overall consideration® on an identical scale. The reliability and validity
of these two instruments were established in earlier studies {e.g. Kanungo,'

Misra, & Dayal, 19755 Gorn & Kanungo, 1580).



Measures of job involvemeni. Three measures in different formats — =

an eight item semantic differential measure (JISD)s a 10 item questionnaire
measure (JIQ)s; a two item graphic measure (JIG) = — werc used for this pUCPOSE,
These moasures were purported to reflect a person's cognitive state of psy-

chological identification with the specific job . he/she held,

Measures of work involvement. Thres work involvement scales = - an

gight item semantic differential scale (WISD); a two item graphic scale

(WIG)§ a six item questionnaire (WIQ) -~ = were usad. These measures were
purported to reflect the normative belief about the valus of work and its
centrality in one's life. The specific items of the satisfaction and irwolve—

ment scales are listed in Kanungo (1982a, pp.342-343).

The entire questionnaire was translated from English to German by
follcwing the translation-rekranslation procsdure. The German version

was used in FRG and the English version was used in India.
Sample and Preoccedure

Federal Republic of Germany. Analysable data wers obtained from 929

West Germans employed in middle o senior level positions in a wide variety
of organizations of varying size. These organizations also repraesented a
mix of manufacturing, service, and distribution activities in public, private,

and government enterprises.

Two approaches were followsd to obtain respondent cooperétion for parti-
cipation in the study. First, cooperation of several top executives of
various organizations was sought through persﬁnal contacts. These executives
on their part solicited the cooperaticn of their organizational colleagues

at various levels and provided names of the peisons willing to participate
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in the study. Then the questionnaire wers directly mailed to respondents
with a request to respond to sach item therein freely and frankly and return
the same by mail. The rate of return in this case was approximately 90,
Another approach to obtain respondent participation was to ssek cooperation
from executives participating in several short duration manégament develop-

ment programs.

india, Usable data from 276 middle and senior level executives were
obtained during their participation in various short duration executive
development programs. These executives also represented a wide variety of
organizations in the public and private sectors engaged in a balanced mix

of manufacturing, service, and distribution activities,

Rll respondents were explained through a form letter and also verbally
whenever possible that this was a cross—national study and the general con-
¢lusions ratﬁer than individual results were the primary concern of this
researchs In addition, each respondent was assured that the study had been
initiated with the support of the Alexander Qon Humboldt Foundation and the
Indian Institute of Nénagemppt and nhot commissioned by the top management of
any employing organization. It was emphasized that the basis of their parti-
cipation was entirely voluntary and the information provided would be held

in confidenco.

Results

Demographic Data

Federal Republic of Germany. The FRG sampls (N=929) was heterogenesous

in composition in that the respondents were employed in various classifiablea

sectors namely, business, industry, public administration, and academic
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researche. Employees belonging to the Tirst three categories were nearly
gqually represented. Respondents from the academic/ressarch sector were
fewer. On the whole, 33% were from the public sector, 39,74 from the
private sector and the remaining from the ceoperative and other sectors.
805 6f the employeecs came from small-to-medium size organizations., Over
93% of the respondents were male and females were a little over 6%. For
tho total sample, the average age was 44 ysars (M=43.7; SD= 9.5)3 more than
2/3 had college educationj close to 85% were married; the gross yearly
income ranged from 40,000 DM to more than 150,000 OM. In temms of organi-
zational tenurs which ranged from below 5 to above 20 years, the sample

was evenly distributed. There wers no appreciable differences among various

sectors in terms these demographic characteristics.

India. The Indian sample (N=276) in comparison with the FRG sample was
relatively less heterogeneocus in terms of employees representation from
diverse sectors of activity. However, the sample composition was heterc-
genaous in other respects. 65.65 of the respondents came from public sector
corporations and government departments; 254 were from the private sector
and the remaining 9.4% were from the cooperative sector and other organizations,
60k of fha‘Indian sample cameg from large size organizations. These organi-
zations represented a mix of manufacturing, service and distribution activi-
ties, Close to 90% of the respondents were male and 10k were female., For
tho total sample, the average age was 40 years ([} = 39,55 SD = 7.7); more
than 2/3 had college education; ncarly 8(0f were marrisd; the gross yearly

income ranged from Rs,.20,000 to more than Rs.50,000.



12

Empirical Properties cf the Invclvement Scales

The means and standard deviations of the six involvement scales for the
FRG sample were 3 JISD s M = 18,70, 8D = 6.20; WISD ¢ M = 16.90, 9D = 5.40;
JIG s M = 10,90, SD = 2,103 WIG s M = 10,70, S0 = 2,203 JIQ 3 N = 39.40,
80 = 9.10; WIQ s M = 22,60, 80 = 5,30. The corresponding values for the

Indian sample were 3 JISD 8 1 = 17.90, SD = 7.70: WISD 3 M = 16420, SD = 6.903

JIG ¢ fl = 11,2, SO = 2,205 WIG ¢ M = 11,40, SD = 2,103 JIU : M = 43,30,

S0 = 8,003 WiIQ s M = 27,40, SD = 4.50. The above values indicate approxis-
mately normal distribution of scores for -»cach scale in both FRG and

Indian samples,

Reli;blxity-.

Table 1 presents the internal ccnsistency cosfficients of the six
involvement scales and the job satisfaction measures cbtained from the
FRG and Indian samples along side thoss obtained from the Canadian sample
published earlier.. It can be readily observed that these coefficients are
quite similar and the =measures arc adequately reliabls across samples.

derived from the three natiocns. The correlations betwsen the total score

on the 15-item job satisfaction scale and the single item overall Jjob
satisfaction scors as parallel fapm tests were,.72 and .83 for FRG and
India respectively.
Dimensionality cf the Scales

The dimensicnality of involvement scales using three different formats
was tested by using principal component factor analysis followed by a

varimax rotation.
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Semantic differential scales. In the case of FRG sample, first factor

loadaed highly on WISD items (.62 to .72 for WISD and .09 to .22 for 1ISD),
and the second factor loaded highly on JISD items (.47‘tu .78 for JISD and
«09 to .28 for WISD). The two factors with cigenvalues of 5.92 and 2.65

explained 53.56 of the total variance (and 1006 of common variance).

Data for Indian sample are very similar, First factor loaded on WISD
items (.54 tc .84 for WISD and .10 tol.23 for JISD), and second factor
loaded on JISD items (.56 to 75 for JISD and .08 to .26 for WISD). The
two factors with eigenvaluss of 6465 and 2.97 explained 60% of the total

variance (and 100k of common variance).

HQussticnnaire scales. In the case of FRG sample two clear interpre-

table factors emerged. A third factor loaded on a féu items that required
reverse scorings First factor loaded on 6 out of sight JIN items (loadings -
ranged from .59 to ,73). The two items 'job is a small part of me' and

'I feal detached from my job' had luadings of .38 and .13 respectively.

The fTirst factor loadings on WIQ item were low ranging from .04 to .36.

The second factor loaded highly on WIQ items (.58 to .72) and its loadings
were low cn J1Q items (.04 to .40). The two factors with eigenvalues of

7.31 and 1.58 explained 55.6% of the total variance (and 94.3% of ccmmen

variances).

In the case of Indian sample, the same two interpretable factors emerged
with a third factor loading on a feu items requiring roverse scoring. The
first factor lvaded highly on 7 ocut of eight JIQ items {.36 tc ,74). The
item 'job is a emall part of me' had a loading of .27. The same factor
had low loadings on WIQ items (.02 t¢ .27). The second factor loaded highly

on five of the six wiWIQ items ( .35 to «79). Tho item 'work is a small part
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of me' had a loading of .28. This factor had low lcadings con JIQ items
(.03 to .29). Theso two factors with cigenvalues of 5,06 and 1.81 explained

42.9 of the total variance (and 87.76 cf the common variance).

Graphic scales. In the case of FRG sample tuwc clear factors cmerged.

first factor loaded highly on WIG items {.72 and .97 for WIG items and .14
and .26 for JIG items). The second factcr loaded highly on JIG items

(.96 and .63 for JIG, and .29 and .13 for WIG). The two factors with
eigerwalues of 2,38 and1.02 explained 85k of the total variance (and 1CGe

of common variance).

In tho caso of Indian sample, the same two factors emerged with cigen-
valuss of 2419 and 1.0 explaining 79.7% of the total variance (and 100%
common variance). The first factor loaded highly on WIG items and the

gecond on JIG items,

Following such separate analyses for each type of scales, item scores
from all six scales put together were again factor analysed for German and

Indian samples.

In the case of FRG sample, four clearly interpretable factors emsrged
explaining 55,46 of the total variance {and 94.,2% of the common variance).
The eigenvalues of the four factors were 11440, 3.78; 3.52 and 1.24. The
first factor loaded highly on seven out of eight JIU items (.46 to .80).

The item vl feel detached from my job" did not lead on this facter (.09).
The second factor loaded highly on both WISD and WIG items (.61 to .73).
The third factor loaded highly on JISD and JIG items (.44 to .78). Finally,

the fourth factor loaded on WIQ items (.44 to .65},

In the case of Indian sample, the same four factors in a different order

emerged explaining 50.8% of the #otal variance (and 85.1% of the common
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variance). The eigerwalues of the four factors are 9.38, 3,96, 3,42 and
1.52. The first factor loaded highly on JISD and JIQ items (.38 to .75).
The second factor loaded on WISD and WIG items (.34 to .81). The third
factor loaded on 7 out of eight JIQ items (.31 to .73). The item - 'Job
is a small part of me' had a lower loading (.27). The fourth factor loaded
highly on five WIQ items (.31 to .79). The item 'work is a small part

of me' had a lover loading {.23).

The above results suggest the follawing. (a) Keeping method constant,
the two constructs of job and work involvement appear distinct and unidi-
mensional. These results parallel the findings of the Canadian study
(Kanungo, 1982aj. (b) Items requiring reverse scoring may be auoided; as
this might ba causing confusion among the respondents. (c) Intrsduction of
method variance suggests that both im FRG and Indian samples, quastiongaira
&8ales are viewed differently from semantic differential and graphic scales,
The latter two scales are perceived to have gresatsr degree of communality
(perhaps due to minimal language component, and seven-point format), and
therefore are differentiated from the questionnaire scales. Thus questionn-
aire scale should not be combined with the other two scales while measuring
Job or work involvement. It may be noted, unlike these results, method variance
did not contribute significantly to the perceived dimensionality of the scales

in the Canadian sample.
Convergent and Discriminant Validity

A validational matrix (Campbell -+& Fisks, 1959} containing all inter-
correlations among the six involvement scales for both the FRG and Indian
samples ars presented in Table 2. The boxed correlations in Table 2 Iepre-

senting the validity diagonals were all statistically significant {p =.01)
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Insert Table 2 about here

suggesting comvergent validity of the scales. A closer inspection of the
magnitude of correlations raveals higher rlevels of conuergent validity of
Jjob and work involvement scales in the FRG sample compared with the Indian
samples Moreover, in the Indian sample, the WIQ scale showed a significant
but somewhat weak relationship with the WISD (r = -,31) and WIG (r =.33)

scales,

The discriminant validities of the scales were assessed in twc wayss
{2) by comparing the monotrait -~ heteromethod values (boxed GOrfelations
in Table 2} with the heterotrait-heteromethod values {nonboxed corrslations
in Table 2)3 (b) by comparing the monctrait-heteromethod values with the

hoterotrait-monomothod values (ctrrelations within triangles).,

The first type of comparison indicated that the boxed correlations
were higher than the adjacent nonboxed correlations in every case suggesting
discriminant validities of the scales. However, the second type of comparison
is more desirable to egstablish adeguate discriminant ualidities of the
scales because of its .stringency. In this type of comparison, the discri-
minant validity:: of the scales are established when the menotrait-hetero-
method values (boxed correlations) exceed the heterotrait-monomethod values
(correlations within triangles), This would indicate that common trait
variance is greater than common method variance. This criterion was met
in case of both the semantic differential a?d gréphic scales of involvemant
(see the first four rows x columns matrix in Table 2). The guestionnaire
scales of involvement however, failed to satisfy this criterion., The vali-
dities of the JIQ and the WIN scales for the FRG sample is questionable an
the ground that the correlation reflecting common method variance (L = .64

betweeon JIQ and WIQ) is greater than the correlations reflecting common trait
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variance (rs= -.51, =.42, .64 and .47). Likewise, the validity of the WIQ
scale for the Indian sample is questionable. In this case, the monomethod~
heterotrait value (r = .43)excesds the monotrait-heteromethod values -

(zs= ~.31 and .33). The lack of adequate discriminant validity of the

Questionnaire measures is fat variance with the Canadian study.
Hypothesis Testing

The first hypothesis that job invulvement compared with work irnvclvement
would have strenger association with job satisfaction was supported by the

results presented in Table 3, This table ccntains correlations of each of

e T Rm o MY e s m e e e ome e e e e

Insert Table 3 about here

A e e ae e e ms e v am o e wm

the invclvement measures with two job satisfaction measures (the 15 item
satisfaction scale and the single item overall satisfaction index). In
both FRG and Indian samples, job involvement cempared with werk imvclvement
meaéuras had higher currelations with both job satisfacticn measures, These

findings were consistent with the findings reported in the Canadian studye

The second hypothesis that job invclvement will be more strongly
correlated with salient nocd-satisfacticn than nonsalient need-satisfaction
was tested in the manner identical to the Canadian study. Briefly, the
perceived importance ranking of 15 job factors (Jjob instrumentality
Measure) were analysed as fcllcwse. Each respondent's salient nesds were
defined as the twc job ocutcomes that were ranked by him/her as 1st and 2nd
in order of importance. The salient nged-satisfaction score was the sum of
satisfaction scores cn these twc items. Likewise, sach respondent's nen—
salient needs were defined as the two Job outcomes that were ranked as 14th

and 15th in crder éf importance., The sum total of the satisfaction scores
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on thass items constituted nonsalient need-satisfaction score of the respon-

dent. Table 4 represents the correlaticns of the six involvement scales

M e mm aw mE W AR Am EE ER O e MR e e W

Insert Table 4 about here

with salient and nonsalient need-satisfaction measures. As expectedy the
resulis clearly support hypothesis 2, Stronger relationships of job irwolve-
ment with salient as comparsd with nonsalient need-satisfacticon was in
evidence. Howevar, there was one exception that pertain to the JIQ and
salignt need-satisfaction relationship in the Indian sample. FPredictably,
with respect to work involvement, salient need-satisfaction in the job uaé
inconsequential in both FRG and Indian samples. In general, the results

arg consistent with the pattern of results obtained in the Canadian study.

‘The third hypothesis that intrinsically and extrinsically motivated
individuals do not differ in their job involvement when their job satis-
faction levels are equal was tested in the following manner. Adopting the
procedufs daveloped by Gorn and Kanungo (1980}, one group of primarily
intrinsically motivated and another group of primarily extrinsically moti-
vated persons were identified in both FRG and Indian samples. This was
accomplished first, by detormining separately for FRG and India, the number
of rgspondents ranking each of the 15'job factors (job instrumentality
measure)‘as either the first or the sscond mest important outcome.

Using this information the two meost important intrinsic factors angd

tho two most important oxtrinsic factors for each sample were deterxmined.
For the FRG sampley:the two intringip factore werc intorgsting noture of

work and rcsponsibility/indepondence. Tho two cxtrinsic factors werc sccurity
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and earnings. For the Indian sample, the two intrinsic factors were
achievemsnt and rDSponsibility/independence; the two ext¥insic factors

were security énd earnings. Next, cnly those respondents wht assigned first
or sccond ranks te the two intrinsic factors were selected to comprise

the intrinsic group. Likewise, thosc who assigned first or second rank

to the two extrinsic factors comprised the extrinsic group. From among

929 German respondénts, 248 were found tc be primarily intrinsically
motivated and 71 wore primarily extrinsically motivatod. " In tho Indian
sample'tha_cor;esponding Figu;es were 16 and 41, respectively.

Using the two groups in each sample, analysis of covariance -was per—
formed separately on scores obtéined from esach of the six involvement scaks,
treating job satisfaction score as the covariates In the Indian sample, the
results yielded no significant f values (215'05) in each case.,. In the FRG
sample similar results were obtained in each case with the excepticn of the
WIQ scale (f = 3,84, p€.05). Con.side.ring the fact the WIQ scale had ques-

tionable validity, these results confirmed hypothesis 3,

Discussion

Reporting on the new measures of Job and work involvement based on the
motivational formulation Kanungo (1982a) suggested that "the use of these
scales can establish more meaningfully the cross-cultural validity and
generalizability of findings related to job and work involvement! {p.349).
The studies reported here represent the first effort in this direction.

' They provide standardized measures of job and work involvement in two
culturally diuérsa countries which would aid future comparative research

on involvement.
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Thase studiss also prouide_empirical_support for the claim that motiva-
ticnal formulaticn of inyelvement has pan—cultural validity and generalizability.
In three diffcrent cauntries, Canada, FRG, and India, hypotheses derived from
the motivational fcrmulation were consistently supported. The dosirability of
conducting such studies in hetercgeneous socio-cultural settings is especia-
1ly called for in view of Saall's assessment (1981) of implications of the
motivational formulation for previous job imvclvement research. Based on
the finding that the 20 item ﬁultidimensional Lodahl and Kejner measure and
the three item (singled out from the 20 itom scale) unidimensicnal cognitive
measurs yielded similar results, Saal concluded, "Kanungo's cognitively
oriented definiticn of job involvement and the measurement restriction it
implies, might be accepted withcut wreaking havog on existing job involve=—
ment literature”™ (p.117). This conelusion is seriously flawed in that Saal's
analysis is based on studies cenducted in the American context where intrin-
sic orientation and job inuolvemént are highly corrslated; and Job content
more than job context characteristics are likely to be positively related to
involvement. If however, one would conduct studies to compare the validity
and predictive potential of Logahl and Kejner scals and the new joh and work
invelvement scales in diverss cultural settings where extrinsic needs are more
salientyone may discover Nctable differences. Future instudies in FRG and
India alocng this line that would provide valuable information on this issua

can benafit from the standardized measures available now .

With respect toc the relative effectiveness of different measurement
formate, the questionnaire scales (310 and WIQ) were found to have adequate
convergent and discriminant validities in Canada (Kanungo, 1982a), whereas,

in both FRG and India, they failed to meet the required validity criteria,
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Such differsnces in results point to the need for development of independant
and valid measures of job and work involvement in different countries. A
scale considered satisfactory in bne country may not be adequate in another.
This is particularly true for questionnaire measures that rely heavily on
languaéa skills of respondents. Gifficulties of translation and unigue
cultural determination of meanings may create problems of establishing
validity of these measures acrcss naticns. Perchaps as Kanunge (1979)
pointed out, involvement meésures that do neot require the linguistic compa-
tence of resgondents, such as the graphic scales, should provide more valid

data in comparative cross-naticnal studies.

The esvidence pressnted in this paper puts the motivational approach
to involvement on fimm footing. As a guiding conceptual framework for
future ressarch, it can be used in various ways. For instance, using the
new measures comparative profiles of job and work invoiued smployeass can
be drawn across naticns. This implies that there 1s a need %0 reexamine
the profile of the job inveolved person reported by Habinowitz and Hall
(1977}, Another important line of inguiry pertain to the relationship
betwezn job involvament and mental health. It 15 commonly believed that
job invelvemsnt is positiuaiy ralated to mental health and job alienation
is related tc poor mental health. However, the motivational formulation
of involvemsnt would predict the cpposite. Kanungo (1982b) has fully
explicatad the reasons for such a prediction and has provided some empirical
support for it. However, in view of the counter intuitive nature of this
prediction {Srivastva & Coopergider, 1983) future studies in cross-.

national contexts are called.for.
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Table 1

Relisbility (Internal Consistency} Ceefficients for Involvement and

Job Satisfaction Scales

Coefficient {Cronbach®<)

Scalea FRG India Canadab
(N=929) (N=276) (=703}

Ay T E—————————r——rp—

Job Inwvolvement

J1sh «B6 .89 81

18 .90 .83 .87
JiG 79 66 .70

dork Involyement

WIsD .85 .01 .a3
WIg .Bé 73 £ .75
wic .85 .80 .68

Job Satisfaction

15~item scale =81 i .89

a For this and all subsequert tables JIsD = Job Involvement Semantic
pDifferential Scale {(eight itemns)s JIQ = Jok Inwolvement Questionnairs
{10 items); JIG= Job Involvement Graphic (fwo items}; WISD = Work
Involvement Semantic Differential {eight items)3 WIU = work Involve-
ment Questionnaira {six items): WIG = Work Involvement Grapbic

 {two items).

b Taken from Kanunge {1982a).
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Table 2

Multitrait-Multimethod Matrix for the Involvement Scales in FRG and

Indian Samplesa

Semantic differential Graphie Wuestionnaire

Scale 3150 WISD 316 WIG J1Q Wia

Semantic differential

JIsD
WIsh
Graphic
FRG JIG .67 -.30 I\
(N=029) SR
Questionnaire
Jiq F .51 4 -.32 ].54 1 .36
i _ _ - .
WIG _ -.25 - 42 .34 + 47 %

Semantic differential

JIsp

WIsD

Graphic

J16 } =-. 54 =+25

NIG -014 _050 038

Questionnairse

‘jIQ "“046 -u25 .58 .24 .
Wi -.06 4-.31_ A5 1.33 ] _

T,

a Correlations enclosed in boxes represent validity diagonal or monotrait-
heteromethod values; correlations enclosed in triangles represent heterotrait=
monomethod values; the remaining correlations represent heterotrait-hetero- 7
method values. Negative correlations are due to the reverse scoring of seman-

tic differential scales. All correlations except one in the Indian sample ara

significant at the .01 level,
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