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This research aims to discover how satisfied commuters are with their mode of transport going to 

work and to find out how this perceived satisfaction is associated to their level of involvement in 

their respective jobs. The schematic representation of the motivational approach to involvement 

proposed by Kanungo (1987) was adapted and tested in this study, as it emphasizes that job 

involvement derives from the self and its assessment of the job’s potential to satisfy the need. In 

this research, transportation going to work was considered a safety need, consistent to the hierarchy 

of needs by Maslow (1943). 

 

A sample of employees residing and working in Metro Manila were asked to participate in a cross- 

sectional study using a self-administered survey questionnaire. Results of the study after correlation 

analysis and analysis of variance revealed that (1) there is a moderate, significant correlation 

between the employee’s satisfaction with the mode of transportation to work and his or her job 

involvement, and (2) there is no significant difference on the job involvement of employees taking 

public, private, and mass transportation. 
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INTRODUCTION 

 

In a January 2015 report by the research firm Numbeo, traffic in the Philippines ranked as the ninth 

worst in the world and the fourth in Asia (Diola, 2015). The high traffic index, a whopping 

202.31 points out of 1, validates a chronic road management problem in its cities, particularly in 

Metro Manila, the daily economic losses due to traffic congestion has ballooned to P2.4 billion 

or P876 billion annually (Francisco, 2014). Some parts of the densely-populated region are served 

by elevated railway systems serving more than a million commuters every day; 560,000 of which 

use the old Metropolitan Rail Transit with a capacity of only 300,000 passengers (Matsuzawa, 

2015). 

 

The views of the end user of various transport methods in the metro, the commuter, have mostly 

been anecdotal, common in personal experiences related in social media, news reports, and 

legislative hearings. Hence, this research seeks to find out: How does the mode of transportation 

relate to the employee’s job involvement? 

 

The purpose of this study is to represent the commuter’s perspective: (1) to discover how 

satisfied they are with their mode of transport going to work and (2) find out how this perceived 

satisfaction is associated to job involvement—a measure that directly impacts an individual’s 

means of support. To complete the research, a survey of 50 employees residing and working in 

Metro Manila was conducted. 
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LITERATURE REVIEW 

 

Job Involvement 

Job involvement has been explored since the 1950s, then only identified as the participation of 

the ego in work, as the degree to which the job becomes a “central life interest” to the employee 

(Dubin, 1956). In contrast to other job-related attitudes that are determined by organizational 

conditions, this type of involvement derives from the ego as it identifies the job as a source of 

satisfaction (Saleh and Hosek, 1976). It was Lodahl and Kejner (1965) who first identified 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. 24).” 

 

The ambiguity surrounding the concept has lasted for decades, primarily due to 

interchangeability of terminologies like engagement, involvement, and commitment (Hallberg 

and Schaufeli, 2006) and even work and job (Kanungo, 1982), but also because of differences in 

perceived consequences of job involvement (Lawler and Hall, 1970). 

 

Kanungo (1979) proposed a motivational approach to the concept and noted that involvement or 

alienation (the reverse state) is the level of an individual’s cognitive identification with the 

environment (e.g., job, family, community) based on its perceived potential to satisfy his or her 

needs and expectations and which results in environment-related behaviors and attitude (Figure 

1). 

 

In his meta-analysis of published works concerning job involvement, Brown (1996) identified 

antecedents, correlates, and consequences of job involvement (Figure 2). 

 

Job Involvement and Job Attitudes 

Brown (1996) further concluded that an individual’s level of job involvement may result in job 

attitudes like satisfaction (general, work, coworker, and promotion) and organizational 

commitment, and may be a reason for specific behavioral outcomes like performance or 

absenteeism. 

 

As early as the 1960s, studies exploring the relationship of job involvement to other organizational 

psychology constructs have been made. By using Herzberg’s two-factor of job satisfaction, 

Weissenberg and Gruenfeld (1968) found out that the job involvement of civil service workers is 

moderately correlated to job satisfaction variables that are derived from the performance of the 

job itself, e.g., recognition, achievement and responsibility. Earlier, they have cited Katz and 

Kahn’s (1966, as cited by Weissenberg and Gruenfeld, 1968) findings that job involvement 

moderates the relationship between job satisfaction and performance, as the positive relationship 

between the two only arises when the worker is involved in his job. 

 

In a similar study involving scientists, Lawler and Hall (1970) found out that self-rated job design 

characteristics is related to higher-order job satisfaction (akin to Herzberg’s motivation job 

satisfaction variables) and moderately correlated to job involvement. This reinforces Lodahl and 

Kejner’s (1965) idea that job involvement may be more of a personal construct than a job- related 

one, as it also correlates moderately with job performance. 
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Figure 1. Schematic representation of the motivational approach to involvement and alienation. Kanungo, R. (1979). 

The concepts of alienation and involvement revisited. Psychological Bulletin, 86(1), p. 133. 

 

 

 

 

 

 

 



National Business and Management Conference 2015 | p. 304 
 

 

 
 

 
Figure 2. Classification of antecedents, correlates, and consequences of job involvement. Brown, S. (1996). A meta- 

analysis and review of organizational research and job involvement. Psychological Bulletin, 120(2), p. 237 

 

 

A more recent study, however, contradicts the findings of Lawler and Hall—in a longitudinal study 

of 532 scientists and engineers, Keller (1997) found out that the level of job involvement may 

predict performance, in terms of patent and publication count. This has been found true for 

scientists but not for engineers, which supports Allen’s (1977, as cited by Keller, 1997) view that 

job involvement is important to be measured for “cosmopolitans” or knowledge workers who need 

validation from peers outside the office setting. 

 

Diefendorff, Brown, Kamin, and Lord (2002) provide further support to the relationship of job 

involvement and job performance. As recommended in various empirical works, they broadened 

the conceptualization of job performance to include contextual performance on top of in-role 

performance (e.g., Keller’s measures). Contextual performance, often referred to as organizational 

citizenship behaviors (OCB), support the culture of the organization rather than directly contribute 

to profit generation. In this regard, Diefendorff et al. found job involvement to be a useful predictor 

of both OCB and in-role performance. 

 

Aside from job satisfaction and job performance, the concept of job involvement has also been 

studied in relation to the employee’s life cycle. Wagner, Ferris, Fandt, and Wayne (1987) found 

a significant positive relationship between job involvement and an employee’s tenure: job 

involvement would be low at a period of low organizational tenure; it would increase significantly 

during mid-tenure, and will remain high at a high-tenure period. Blau and Boal (1987) proposed 



National Business and Management Conference 2015 | p. 305 
 

 

a conceptual framework that predicts turnover and absenteeism through the employee’s level of 

job involvement—coupled with low organizational commitment, those with low job involvement 

are most likely to be apathetic in the organization and are most likely to be absent at work. 

 

Hsieh (2009) completed a study of 295 hotel managers and came to the conclusion that job 

involvement is a significant predictor of an employee’s intention to quit: those who revealed a 

higher level of involvement in their jobs were less likely to quit, and vice versa, while Khan, Jam, 

Akbar, Khan, and Hijazi (2011), in a study of 211 employees in Pakistan, found a significant 

positive relationship between job involvement and all 3 forms of organizational commitment: 

affective (emotional attachment to the organization), continuance (attachment due to the risks 

involved in leaving the organization), and normative (feeling of obligation to remain with the 

organization). 

 

METHODOLOGY 

 

The objective of this paper is to find out any relationship between the mode of transportation used 

in commuting to work and the employee’s job involvement. For this study, Kanungo (1979)’s 

diagram was adapted to highlight that the perceived or reported satisfaction of needs in on the 

job and off the job activities leads to job involvement or alienation. Also, transportation going to 

work was considered a safety need, based on Maslow’s (1943) hierarchy of needs. 

 

Specifically, the study looked at the relationship between the satisfaction of need according to 

the mode of transportation (independent variable) and job involvement (dependent variable). 

 

To support the research problem, two supporting questions were raised, which lead to the 

following sets of hypotheses: 

 

1. What  is  the  relationship  between  the  employee’s  satisfaction  with  the  mode  of 

transportation to work and his or her job involvement? 
H0: There is no relationship between the two variables. : H0: = 0 

Ha: There is a relationship (to be determined) between the employee’s satisfaction with 

the mode of transportation to work and his or her job involvement. : Ha: ≠ 0 

 

2. Does the mode of transportation affect job involvement? 

H0: There is no difference among the modes of transportations in terms of the employee’s 

job involvement. : H0: 1 = 2 = 3 
Ha: There is difference in job involvement scores of employees depending on the selected 

mode of transportation. : Ha: Not all means are equal. 

 

The study is quantitative in design. Data to be used in measuring the variables of the study and in 

testing the hypotheses were collected through a cross-sectional, self-administered survey 

questionnaire distributed from April 6 to 17, 2015. 
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Figure 3. Research framework adapted from Kanungo’s schematic diagram of job involvement. 

 

The survey questionnaire comprised of 43 questions divided into 3 parts. Two questionnaire- scales 

that were previously used in various studies were also included and adapted to be used for this study. 

The Satisfaction with Travel Scale (STS) developed by Ettema, Garling, Eriksson, Friman, Olsson, 

and Fujii (2011) was made up of 9 questions which answers were interpreted through a negative to 

positive scale (-3 to +3). Internal reliability was reported to be at = 0.91—the same value found 

for this research. Kanungo’s (1982) 6-point, 10-question Job Involvement Questionnaire (JIQ) was 

also used, with the internal reliability reported to be at = 

0.87. For this study, the value was found to be at = 0.82. 

 

Participants of the survey were 20 to 40-year old employees who have been with their current 

company for 3 months or more and who are commuting to work at any location in Metro Manila. 

The sample (n=50) was acquired through convenience-purposive sampling due to (1) the immediate 

availability and willingness of respondents to participate in the study; (2) the high likelihood of 

understanding the questionnaire without facilitator intervention; and (3) time constraints. 

 

 

DATA ANALYSIS 

 

Data that were collected from the survey were analyzed through Microsoft Excel’s Data Analysis 

Pack. Descriptive statistic methods like frequency tables, measures of central tendency, and 

standard deviation were used to explain patterns exhibited by the sample. 

 

The first set of hypotheses was tested through Pearson’s correlation coefficient to reveal any 

relationships between the employee’s satisfaction with the mode of transportation to work and 

his or her job involvement. For the second set, an analysis of variance was initially completed to 

find out any differences in job involvement depending on the mode of transportation. 

 

RESULTS 

 

Descriptive Statistics 

The sample is skewed to females (72%), of single civil status (92%), with a bachelor’s degree 

(82%), and all are earning above minimum wage. The mean age of respondents is at 27 years old 

(s=5.69). A summary of demographic data collected can be found on Table 1. 
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Table 1 

 
Summary of demographic data (sex, civil status, educational attainment, and gross monthly 

income) of survey respondents 
 

 

No. of 
Percentage  

No. of 
Percentage 

Observations  Observations 
 

Male 14 28% Single 46 92% 

Female 36 72% Married 4 8% 

Total 50 100% Total 87 100% 

 
 

No. of 
Percentage 

Observations 
 

Some college, no degree 2 4% 

Bachelor’s degree 41 82% 

Master’s degree 6 12% 

Professional degree 1 2% 

 

Total 50 100% 
 

 

 
 

Thirty-two percent of the sample are rank-and-file employees, and 26% of the sample are officer 

level at the time of survey administration. The mean scores of work-related data were also 

computed (Table 2). 
 

 

Table 2 

Mean scores and standard deviations for work-related data 
 

  

Mean 
 

Standard Deviation 

Number of work hours in a week 44.36 8.29 

Number of work hours in a day 8.65 1.06 

Number of working days in a week 5.06 0.47 

Length of travel in minutes 56.9 59.08 

Cost of travel in Philippine pesos 60.46 73.86 

Time of stay in the company in months 23.94 19.80 

All values rounded up to two decimal places. 

 

For the modes of transportation to work, answers were grouped into 3 main types: public, private, 

and mass. For the purposes of this study, public utility vehicles are those with existing LTFRB 

franchises, and mass modes of transportation are the railways (Philippine National Railways, 

Light Rail Transit, and Metropolitan Rail Transit). 

 

 
  

N 

Obse 
o. of 

Percentage 
rvations 

P15,001.00 to P20,000.00 8 16% 

P20,001.00 to P25,000.00 8 16% 

P25,001.00 to P30,000.00 16 32% 

P30,001.00 to P35,000.00 5 1% 

More than P35,000.00 13 26% 

Total 87 100% 
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Table 3 

 

Summary of respondents’ mode of transportation to 

work 
 

 No. of 
 

Observations 

 

Percentage 
 No. of 

 

Observations 

 

Percentage 

Bus 11 22% Public 29 58% 

Own vehicle 10 20% Private 14 28% 

Shuttle service/van 10 20% Mass 7 14% 

Jeepney 6 12%    

MRT 3 6%    

Carpool 2 4%    

LRT 2 4%    

PNR 2 4%    

Multicab 2 4%    

Uber 1 2%    

Walking 1 2%    

Total 50 100% Total 50 100% 

 
 

Relationship between Satisfaction with the Mode of Transportation and Job Involvement 

A correlation test was completed between the mean scores of each respondent’s STS and JIQ 

results. The correlation was found to be at r = 0.31, and at 95% confidence level, the computed 

correlation coefficient was found to be significant. Hence, we can reject the null hypothesis. The 

correlation is significant, and the relationship is moderately positive. 
 

 

Table 4 

 

Results of correlation analysis 
 

 

Job Involvement Satisfaction with Travel Test Statistic t 
 

 

Job Involvement 
 

1.00 
 

- 
 

2.28* 

Satisfaction with Travel 0.31 1.00  

*t statistic value is greater than t.05=2.011 (df=48) All 

values rounded up to two decimal places. 
   

 

 

 



National Business and Management Conference 2015 | p. 309 

 

Differences between Modes of Transportation 
 

To test the second hypothesis, an analysis of variance was completed on the mean scores of 

each respondent’s JIQ results grouped based on the mode of transportation (i.e., public, 

private, and mass). At a significance level of = 0.05, we accept the null hypothesis and 

conclude that there is no significant difference among the means. 
 

Table 5 

 
Analysis of variance table 

 

Source of Variation SS df MS F P-value F crit 

Between Groups 0.30 2 0.15 0.24* 0.78 3.20 

Within Groups 28.89 47 0.61    

Total 29.19 49     

 
*f statistic value is less than f.05=3.20 (df=49) 

All values rounded up to two decimal places. 

 

Because it was found out that there are no significant differences between the means in an 

ANOVA, a T-test for Independent Samples was also conducted to test whether any significant 

difference would be revealed between public and private modes of transportation. Results under 

mass transportation modes were combined with that of public transportation modes. 

 

H0: There is no difference among the modes of transportations in terms of the employee’s 

job involvement. : H0: 1 = 2 
Ha: There is difference in job involvement scores of employees depending on the 

selected mode of transportation. : Ha: 1 ≠ 2 
 

 

 

Table 6 

T-test assuming unequal 

variances 
 

  

Public 

 

Private 

Mean 3.72 3.88 

Variance 0.62 0.56 

Observations 36 14 

Hypothesized Mean Difference 0  

df 25  

t Stat -0.66  

t Critical two-tail 2.05  

*t statistic value is less than t.05=2.05 (df=25) All 
values rounded up to two decimal places. 

  

 

We again accept the null hypothesis and conclude that there is no significant difference on the job 
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involvement of employees taking various modes of transportation. 

 

CONCLUSIONS 

 

Based on the hypotheses tests, we have accepted the following statements: 

 

1. That there is a significant correlation between the employee’s satisfaction with the mode 

of transportation to work and his or her job involvement; and 

2. That there is no significant difference on the job involvement of employees based on the 

mode of transportation. 

 

It is also important to note that the relationship between satisfaction with the mode of 

transportation to work and job involvement was found to be positive, albeit moderate. This 

confirms Kanungo's schematic diagram on job involvement that job-related factors may indeed 

lead to perceived potential or lack of potential to satisfy needs, which in turn leads to job 

involvement. However, other activities that the employees engage in may contribute to the 

perceived satisfaction of needs, suggesting that while the proposed framework of this research may 

be valid, other factors that might be in play may affect this relationship. 

 

 

RECOMMENDATIONS 

 

The following recommendations for future research can be made based on the findings of the 

study: 

 

1. To make the research more conclusive and to establish stronger relationships, if any, between 

the variables studied, a bigger sample size is recommended. This will also allow for 

comparisons not only among general types of transportation modes, but also among the 

specific modes of commuting. 

 

2. Looking at other variables involved in the travel to work, including but not limited to time 

spent commuting and cost of travel, as well as job-related variables like tenure and working 

hours, is also recommended to find out if there are moderating or intervening variables at 

work. 

 

3. To make the study more relevant, contextual research is also recommended—this is for the 

use of companies in policy-making. 

 

4. Exploring whether movement in general has an effect on job involvement may also be 

explored—whether employee is commuting to work or working remotely/telecommuting. 
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