African Journal of Social and Behavioural Sciences (AJSBS)
Volume 14, Number 5 (2024) ISSN: 2141-209X

EXPLORING JOB STRESS, EMOTIONAL INTELLIGENCE AND
JOB INVOLVEMENT IN A SAMPLE OF NIGERIAN AIRFORCE
PERSONNEL

Ifeoma L. Nwagbo', Ejike A. Okonkwo?, Paul I. Obodo** & Jovita C.
Echezona-Anigbogu’

YIntelligence Department, Nigerian Airforce Base, Enugu, Nigeria

234Department of Psychology, Enugu State University of Science and Technology, Enugu,
Nigeria

*paulobodoapoka@gmail.com

ABSTRACT: This cross-sectional study anchored on the theoretical assumption of the
integrated theory of job involvement investigated job stress and emotional intelligence as
predictors of job involvement in a sample of Nigerian Air Force personnel in Enugu, Nigeria.
Two hundred and nine (209) Air Force personnel, comprising 159 males and 50 females
between the ages of 19 and 58 years (M=31.13; SD=5.58), participated in the study. They
were selected via a two-stage (cluster and purposive) sampling technique. The 15-item job-
related tension scale, 14-item emotional intelligence scale, and 20-item job involvement scale
were completed by the participants. The results of multiple regression analysis revealed that
job stress independently did not predict job involvement; emotional intelligence
independently did not predict job involvement; and job stress and emotional intelligence
jointly predicted job involvement. Job stress and emotional intelligence accounted for 23% of
the variation in the job involvement of Air Force personnel. In view of these findings, this
study has recommended that policy makers in the Nigerian Air Force should consider job
stress and emotional intelligence to increase job involvement among Air Force personnel.
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INTRODUCTION

The activities of herdsmen, bandits, militant groups, and Boko-Haram jihadists, which pose a
threat to national security, are likely to increase the job stress and emotional intelligence of
the Nigerian Air Force personnel, affecting their job involvement. The personnel may
become more engaged or disengaged depending on their emotional response to the activities
of these groups; hence, this study to investigate job stress and emotional intelligence as
predictors of job involvement in a sample of Nigerian Air Force personnel in Enugu.

Job involvement refers to the degree to which a person identifies psychologically with his/her
work or the importance of work in his/her total self-image (Biswas, 2011). According to
Cooper (2002), job involvement is the degree to which an employee psychologically relates
to his or her job, and the work performed therein. Employees who identify most strongly with
their jobs focus their thoughts on work and interpret more situations as opportunities to
perform work role activities (Kreiner et al., 2006). Therefore, an engaged employee is a
person who is fully involved in, and enthusiastic about his or her work. Govender and
Parumasur (2010) view job involvement as the degree of identification that employees realize
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in their jobs, and the degree of importance they perceive in their jobs. Khalid and Rashid
(2011) refer to job involvement as employees’ cognitive need, which helps them work harder
and boosts their performance. DeCarufel and Schaan (1990) asserted that job involvement is
the belief that work is important, and that people should engage in work to improve
themselves.

According to Hung (2008), job involvement is a fixed variable that critically controls
employees’ working attitudes, such as job satisfaction, tendency to resign, and organizational
commitment. Khalid and Rashid (2011) also view job involvement as the motivation to carry
out work, and it is highly compatible with personal and organizational goals, which stimulate
motivation among employees to generate positive work outcomes. Hodson and Roscigno
(2004) suggested that job involvement has been repeatedly identified as an important variable
for understanding the work behaviour of employees in organizations and, as such, that
organizational success is defined in terms of heightened worker involvement. Therefore,
every organization should gear its efforts to ensure that its workforce is well involved. Job
involvement has been found to be associated with job stress. For example, Sun and Yeo
(2019), in a study of the effect of the job stress of IT industry employees on job involvement
and affective commitment, reported that the 'role ambiguity' factor and 'role conflict' factor
among job stresses influence job involvement. Mugiono et al. (2020), in a study recognizing
how job involvement, burnout, and self-efficacy influence work stress, reported that job
involvement and burnout have a significant positive effect on work stress.

Stress is a “condition of strain on one’s emotions, thought processes and physical conditions”
(Ugoji & Isele, 2009). According to Campbell (2006), stress is the unpleasant response of
people when they are subjected to extreme pressure or other kinds of expectations. Stress
occurs when the demands that are being placed upon a person tax or exceed available
resources are appraised by the individual involved (Riggio, 2000). Job stress, therefore,
occurs when the demands of the job either over-task or under-task, the resources of
employees leading to the body reacting physiologically, psychologically, and sometimes non-
specifically (Okonkwo, 2013). Job stress is also viewed as a physical and emotional response
that occurs when an employee’s capabilities and resources cannot cope with the demands and
requirements of the job (Alves, 2005; Bianchi, 2004; Lindholm, 2006). According to Ugwu
and Onyeneje (2002), stress in the workplace exists when there is a mismatch between the
individual’s potential and/or capabilities and the demands of the work. Alterman et al., (1999)
conceptualized harmful physical and emotional responses that occur when the requirements
of the job do not match the capabilities, resources, or needs of the worker. Job involvement is
also related to emotional intelligence. Several studies (e.g., Chakraborty & Saha, 2022; Selvi
& Aiswarya, 2023; Chikobvu & Harunavamwe, 2022; Irfan et al., 2021) have provided
empirical evidence for the association between job involvement and emotional intelligence.
For example, emotional intelligence within the workplace is positively related to the job
involvement of employees, and employees with greater emotional intelligence have a higher
level of job involvement (Najafpour, 2008).

Emotional intelligence refers to the ability to recognize one’s own feelings and those of
others, to motivate oneself and manage emotions in oneself and our relationships (Cherniss,
2000). According to Salovey and Mayer (1990), emotional intelligence can be defined as the
ability to monitor one’s own and other people’s emotions to discriminate between different
emotions and label them appropriately, and to use emotional information to guide one’s
thinking and behaviour. In other words, emotional intelligence is the ability to manage
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emotions to enhance thought and performance (Salovey & Mayer, 1990). Emotional
intelligence also refers to the ability to process emotional information accurately and
efficiently (Woolfolk et al., 2008). At work, emotional intelligence is important for career
success and works in conjunction with other factors, such as integrity, persistence, passion
and general intelligence (lvancevich et al., 2008). As individuals ascend the organizational
hierarchy, social intelligence becomes an increasingly relevant determinant of who will and
will not be successful (Zaccaro, 2001). According to Muchinsky (2003), emotional
intelligence is a construct that reflects a person’s capacity to manage emotional responses in
social situations. McGarvey (1997) views emotional intelligence as the ability of a person to
relate with other people and understand their emotions as well as his or her own. Segal et al.
(2012) further asserted that emotional intelligence involves communicating with others in
ways that draw people to them, overcoming differences, repairing wounded feelings and
defusing tension and stress. Job involvement in Nigerian organizations such as the Nigerian
Air Force could result in factors such as job stress and emotional intelligence; hence, the
interest of this study was to investigate job stress and emotional intelligence as predictors of
job involvement in a sample of Nigerian Air Force personnel.

Theoretical Overview, Empirical Review and Hypotheses Development

The integrated theory of job involvement (Rabinowitz & Hall, 1977) explains the link
between job stress, emotional intelligence and job involvement by highlighting that job
involvement is related to three classes of working variables: the dispositional approach, the
situational-determined approach, and the interaction between these approaches (disposition
and situational approaches), which are labelled the dispositional situation. In the dispositional
approach, job involvement is viewed as dependent on individual personalities. The influence
exerted by some stable personal characteristics, such as age, gender, marital status, external
and internal control features, job seniority, dwelling locations, the intensity of high-level
work demands in terms of time and responsibility and protestant work ethics, ensures that
individuals hold different work attitudes and behaviours (Rabinowitz & Hall, 1977).
Individuals are thought to own a certain amount of desires or values, and these desires or
values drive them to work harder or impede them from job involvement (Rabinowitz & Hall,
1977). In this approach, job involvement is a personal characteristic; thus, it never changes
easily within an organization (Rabinowitz & Hall, 1977). In a situation-determined approach,
job involvement can be viewed as a personal attitude towards a particular job (Rabinowitz &
Hall, 1977). In this view, job involvement is affected by leadership style, the opportunities
the individual has to be involved in decision-making, social factors, job features and other
conditional influences, including factors such as job stress and emotional intelligence. This
theory also holds that the extent of values attached to work in these instances is the product of
this externalized attitude borne by situational determinants. The interaction between
disposition and situational approaches is labelled the dispositional situation. In this approach,
personal characteristics and the environment (organizational setting) in interaction are used to
explain personal work attitudes and behaviours. When personal characteristics and the
situation reach congruence, the individual will develop a high sense of job involvement, such
as in workplace settings where there is cooperation and solidarity, which can ameliorate job
stress and enhance emotional intelligence.

The integrated theory of job involvement helps explain the link between job stress, emotional
intelligence and job involvement. For example, the job stress of an employee could result
from his/her personality. For example, employees (airforce personnel) with a type A
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personality could be prone to more job stress than those with a type B personality. Similarly,
employees’ emotional intelligence could be influenced by personal characteristics such as
age, gender, marital status, internal and external control features, job seniority, working
experience, ranks, emotional stability, and problem-solving abilities; thus, influencing how
personnel of the Nigerian Air Force in Enugu could be involved in their jobs. Therefore, the
more Air Force personnel are elevated in ranks with more working experience, the more they
develop critical thinking, which impacts emotional intelligence and employee involvement at
work. Employees (airforce personnel) who are older and occupy higher positions because
they have risen through ranks may be greater in emotional intelligence and less vulnerable to
job stress, thereby increasing job involvement among personnel.

Job stress and job involvement

The literature has demonstrated both positive and negative relationships between job stress
and job involvement. For example, Maryati and Kusumayuda (2021), in a study of 125 nurses
from PKU Muhammadiyah Hospital, Indonesia, reported that job stress had a significant
effect on job involvement. Sun and Yeo (2019), in a study of 352 employees in Seoul and
Gyeonggi, South Korea, revealed that the 'role ambiguity' factor and 'role conflict' factor
among the job stress factors influence job involvement. In a study of 129 nurses drawn from
international hospitals in Jakarta, Indonesia, Mugiono et al. (2020) reported that job
involvement and burnout have a significant positive effect on stress at work. Azila-Gbettor et
al. (2022), in a study of 452 students in Ghana, revealed that perceived coworker support
positively moderates the relationship between interns’ job stress and job involvement. In a
study of 287 respondents collected from online platforms, Roy et al. (2023) reported that
stress-based job performance has a significant positive impact on job commitment during the
COVID-19 pandemic. In contrast, Ojeleye et al. (2022), in a study of 266 public sector
employees in Nigeria, revealed that perceived organisational politics and resilience have
negative and positive significant effect on job involvement respectively while job stress has
negative non-significant effect on job involvement. Zincirli (2021), in a study of 396 teachers
working in state schools in Turkey, reported that teachers’ stress perceptions predicted their
job involvement perceptions negatively and significantly, Earlier, Adekeye et al. (2017), in a
study of 180 employees drawn from private and public sector employees in Nigeria,
confirmed a negative relationship between job stress and job involvement. In a study of 827
police officers drawn from Haryana State, India, Qureshi et al. (2019) reported that job stress
negatively affected the job involvement, whereas Rakhshani et al. (2018) reported an inverse
relationship between emotional intelligence and job stress among 500 nurses sampled from
Shiraz, Iran.

Emotional intelligence and job involvement

Previous studies have demonstrated a predictive link between emotional intelligence and job
involvement. For example, Huang et al. (2019), in a study of 370 nurses in Taiwan, reported
that emotional intelligence has a positive effect on social support and job involvement,
whereas social support also has a positive effect on job involvement. In a sample of 125
employees in Indonesia, Herawati (2019) reported that emotional intelligence and political
skills have positive and significant effects on job involvement. Previously, Mazadu et al.
(2016), in a study of 250 organizational workers in Jos, Nigeria, reported a significant
interaction effect of work locus of control and work emotional intelligence on job
involvement. Recently, Irfan et al. (2021), in a study of 351 teachers from public sector
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universities of Punjab, Pakistan, reported a significant positive relationship between the
interpersonal dimension of emotional intelligence and work commitment. In a sample of 49
school administrators from districts in Bohol, Philippines, Chikobvu and Harunavamwe
(2022) revealed a correlation exists between emotional intelligence and work commitment. A
study by Yeh (2021) involving 209 frontline employees of five-star hotels in Taiwan,
revealed that emotional intelligence had a positive influence on job involvement.
Narayanasami et al. (2023), in a study of 511 employees working in the banking sector in
southern India, reported employee commitment and emotional intelligence positively predict
work engagement whereas emotional intelligence moderates the relationship between
employee commitment and work engagement. In a study of 80 heads of higher secondary
schools in western Bengal, India, Chakraborty and Saha (2022) revealed a significant positive
correlation between emotional intelligence and job involvement. Selvi and Aiswarya (2023),
in a study of 184 employees of automobile sectors in Chennai, Tamil Nadu, South India,
reported a strong correlation between work engagement and emotional intelligence. In
contrast, Irfan et al. (2021) in a study of 351 teachers from public sector universities of
Punjab, Pakistan, reported a significant negative relationship between the adaptability
dimension of emotional intelligence and work commitment. Mérida-Lo6pez et al. (2023), in a
sample of 1166 Spanish teaching professionals, revealed that perceived stress partially
mediated the link between emotional intelligence and work engagement.

Despite the fact that job involvement is an issue of global relevance, and that a remarkable
amount of research has been conducted on widespread job involvement, its antecedents and
consequences, few studies have focused on these concerns in diverse national contexts,
specifically non-Western contexts. Most studies (e.g., Azila-Gbettor et al., 2022; Maryati &
Kusumayuda, 2021; Mugiono et al., 2020; Roy et al., 2023; Sun & Yeo, 2019; Ojeleye et al.,
2022; Qureshi et al., 2019; Zincirli, 2021; Adekeye et al., 2017; Rakhshani et al., 2018) have
concentrated primarily on the relationships between job stress and job involvement, or on the
relationships between emotional intelligence and job involvement (e.g., Narayanasami et al.,
2023; Selvi & Aiswarya, 2023; Mérida-Lopez et al., 2023; Chakraborty & Saha, 2022;
Chikobvu & Harunavamwe, 2022; Irfan et al., 2021; Huang et al., 2019; Yeh, 2021;
Herawati, 2019; Mazadu et al., 2016), and relatively little or no research has been conducted
on job stress, emotional intelligence and job involvement jointly. All these studies focused on
Western and Asian populations, whereas few studies (e.g., Ojeleye et al., 2022; Adekeye et
al., 2017; Mazadu et al., 2016) have been conducted in non-Western context of Nigeria,
which concentrated on the relationship between job stress and job involvement, and
emotional intelligence and job involvement did not consider Air Force personnel; hence, the
present study tested the following hypotheses:

1. Job stress independently predicts job involvement among Nigerian Air Force
personnel.

2. Emotional intelligence independently predicts job involvement among Nigerian Air
Force personnel.

3. Job stress and emotional intelligence jointly predict job involvement among Nigerian
Air Force personnel.
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METHOD
Participants and procedure

A sample of 209 Airforce personnel (159 males and 50 females) between the ages of 19 and
58 years (M=31.13; SD=5.58) were included in this study. The researchers, via a two-stage
sampling technique (cluster and purposive), drew the participants from three collocated units
of the Nigerian Air Force Base in Enugu. In Stage one; the units in Air Force Base Enugu
were in clusters (e.g., 39 Base Service Group, 95 Helicopter Combat Training Group and
International Helicopter Flying School Enugu), and each unit formed a cluster. The
participants were drawn from all the units of each cluster in the base. In Stage two; purposive
sampling was applied to administer the questionnaire to the available personnel who met the
selection criteria. The inclusion criteria considered non-commissioned officers from the ranks
of aircraft man to master warrant officers, and commissioned officers from the ranks of flying
officers to wing commanders who have served from three years and above, whereas the
exclusion criteria involved newly posted personnel and those on course in the units. The
choice of using only the personnel who have served from three years and above was to avoid
lumping together those who have not gained the requisite experience, and those who are on
different degrees of course in the units. A total of 240 questionnaires were administered to the
personnel within a month. They took the copies home and returned them on a later date.
Among the copies administered, thirteen (13) were not returned, eighteen (18) were discarded
due to errors in completion, and 209 (83.6%) copies returned properly completed were scored
and analysed when testing the hypotheses.

Measures

Three scales were used in this study. These scales include the Job-related Tension Scale
(Kahn et al., 1964), Emotional Intelligence Scale (Law et al., 2004), and Job Involvement
Scale (Lodahl & Kejner, 1965).

Job-related Tension Scale

Job stress was assessed via the 15-item Job-related Tension Scale (Kahn et al., 1964), which
is designed to measure the nature, cause and consequences of two aspects of organizational
stress. A sample item is “Feeling that you have too heavy a workload, one that you can’t
possibly finish during an ordinary work day”. There are only direct scoring items. Ratings
were made via a 5-point scale, ranging from 1 (never) to 5 (nearly all the time), with internal
reliability coefficients of .78 and .39 reported by Oseghare (1988) in a Nigerian sample.
Chikwendu (2017) reported a Cronbach’s alpha coefficient of .89 and convergent validity of
.82, whereas Ndukwe et al. (2020) reported a Cronbach’s alpha reliability coefficient of .63.
The present researchers obtained a Cronbach’s alpha reliability coefficient of .85.

Emotional Intelligence Scale

Emotional intelligence was assessed via a 14-item emotional intelligence scale (Law et al.,
2004) designed to measure four dimensions: self-emotion appraisal, emotion appraisal of
others, use of emotion and regulation of emotional intelligence. A sample item is “I have
good sense of why I have certain feelings most of the time”. Both direct scoring and reverse
scoring are used. Ratings were made via a 5-point Likert scale, ranging from 1 (strongly
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disagree) to 5 (strongly agree). The Emotional Intelligence Scale has reliability coefficients
of .93 (Law et al., 2004). Okonkw et al. (2017), in a Nigerian sample, reported a Cronbach’s
alpha reliability coefficient of .77. The present researchers obtained a Cronbach’s alpha
reliability coefficient of .83.

Job Involvement Scale

Job involvement was assessed via a 20-item job involvement scale (Lodahl & Kejner, 1965)
designed to measure the extent to which a person’s work or an individual is attached to and
engrossed in his or her general employment circumstance. A sample item is “I will stay
overtime to finish a job, even if I am not paid for it”. Both direct scoring and reverse scoring
are used. Ratings were made via a 4-point scale, ranging from 1 (strongly agree) to 4
(strongly disagree). Job involvement has internal reliability coefficients of .72 and .82 for
males and females, respectively, and a test-retest coefficient within a 50-day interval of .92
(Lodahl & Kejner, 1965). Mogaji (1997) reported concurrent validity coefficients of .23, -.09,
-.09, -.09 and -.11. Okonkwo et al. (2018), in a Nigerian sample, reported a Cronbach’s alpha
reliability coefficient of .89, whereas Ndukwe et al. (2020) reported a Cronbach’s alpha
reliability coefficient of .67. The present researchers obtained a Cronbach’s alpha reliability
coefficient of .77.

RESULTS

Table I: Multiple regression analysis for job stress, emotional intelligence, and job
involvement

Criterion Predictor Beta t P Confidence R R> Adjusted F p

variable variable limit R?

Lower Upper
bound bound

Job stress .087 1.214 >.05 -.694 2.917

Emotional  -.135 -1.887 >.05 -.231 .005
intelligence

Job
involvement 179 .32 .23 3.406 <.05

The table shows the prediction of job involvement by job stress and emotional intelligence.
The regression for job stress was .087, and emotional intelligence was -.135, which indicated
a negative relationship, and independently did not predict job involvement at p= 0.05.
Therefore, hypotheses one and two were not accepted. Job stress and emotional intelligence
jointly predicted job involvement, with R2= .32, F(2.206) = 3.406 at p<.05, indicating a
significant association between the predictor variables (job stress and emotional intelligence)
and the criterion variable (job involvement). The R2 value (.32) indicated that the predictor
variables (job stress and emotional intelligence) accounted for 23% of the variance in job
involvement, F = 3.406 at p<.05; therefore, hypothesis three was accepted.

DISCUSSION
This study investigated the predictive role of job stress and emotional intelligence on job

involvement among Air Force personnel in Enugu, Nigeria. In contrast, the first hypothesis,
which stated that “job stress independently predicts job involvement among Air Force
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personnel,” was not confirmed. This finding shows that there is no predictive relationship
between the job stress of Air Force personnel and their job involvement. This finding is in
line with those of previous studies (e.g., Ojeleye et al., 2022; Qureshi et al., 2019; Zincirli,
2021; Adekeye et al., 2017), which reported negative relationships between job stress and job
involvement. This finding contrasts with those of previous studies (e.g., Roy et al., 2023;
Azila-Gbettor et al., 2022; Maryati & Kusumayuda, 2021), which revealed significant
relationships between job stress and job involvement. This outcome implies that the stressors
involved in military regimentation have no predictive influence on whether personnel become
involved in their duties. The inability of job stress to predict job involvement in this study
could be a result of relative peace in Enugu state, which bears on the operational stress of the
personnel compared with their counterparts in volatile areas such as Maiduguri, Yobe, Benue,
Yola, Kano, Kaduna, Taraba and Jos.

In contrast, the second hypothesis, which states that “emotional intelligence independently
predicts job involvement among Air Force personnel,” was not confirmed. This shows that no
significant predictive relationship was found between emotional intelligence and job
involvement among Air Force personnel. This finding is in consonance with those of
previous studies (e.g., Irfan et al., 2021), which reported a significant negative relationship
between the adaptability dimension of emotional intelligence and work commitment, and
(e.g., Mérida-Lépez et al., 2023), which revealed that perceived stress partially mediated the
link between emotional intelligence and work engagement. This finding contrasts with those
of previous studies (e.g., Huang et al., 2019; Herawati, 2019; Yeh, 2021; Chakraborty &
Saha, 2022), which reported significant relationships between emotional intelligence and job
involvement. The inability of emotional intelligence to predict job involvement in this study
could be a result of the higher demand of obedience to authority and discipline in the
military. Personnel are under oath to be diligent and committed irrespective of the level of
intelligence. However, this leaves personnel with no choice other than to comply with the
dictates of the job. This matching of personnel to the job demands of the military has a
predisposition to inhibit the impact of emotional intelligence as a factor. This could make it
practically impossible for job involvement as a factor to be associated with emotional
intelligence.

In support of the third hypothesis which stated that “job stress and emotional intelligence
jointly predict job involvement among Air Force personnel,” was confirmed. The finding
indicates that the interaction between job stress and emotional intelligence jointly predicts job
involvement among personnel. This implies that when personnel experienced high job stress
and low emotional intelligence, their job involvement decreased. When they experienced low
job stress and high emotional intelligence, their job involvement increased. This finding is
consistent with those of previous studies (e.g., Azila-Gbettor et al., 2022; Maryati &
Kusumayuda, 2021; Mugiono et al., 2020; Roy et al., 2023; Sun & Yeo, 2019), which
reported significant relationships between job stress and job involvement, and (e.g.,
Narayanasami et al., 2023; Selvi & Aiswarya, 2023; Chakraborty & Saha, 2022; Chikobvu &
Harunavamwe, 2022; Irfan et al., 2021; Huang et al., 2019; Yeh, 2021; Herawati, 2019),
which reported significant relationships between emotional intelligence and job involvement.
The significant prediction effect of job stress and emotional intelligence on job involvement
in this study could be that emotional intelligence impacted job involvement during job stress.
This outcome also implies that the emotional intelligence and stressors in military
regimentation have a predictive influence on whether personnel become involved in their
duties or not. Therefore, personnel’s involvement in their job could be associated with the
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regimental nature of military work, which has a job description that assigned tasks must be
accomplished in accordance with instructional orders, which impacts job stress and have
implication for emotional intelligence. Furthermore, the strong desire for promotions and
peacekeeping operations prevalent in military organizations could impact personnel’s job
stress and emotional intelligence, thus enhancing job involvement in the organization.

Implications of the findings of the study

The findings of this study have theoretical, empirical and practical implications. First, the
findings of this study have given credence to the theoretical framework of the study—the
integrated theory of job involvement (Rabinowitz & Hall, 1977) - by demonstrating the
predictive role of job stress and emotional intelligence in job involvement.

Empirically, the findings of this study are consistent with previous findings (e.g., Azila-
Gbettor et al., 2022; Maryati & Kusumayuda, 2021; Mugiono et al., 2020; Roy et al., 2023;
Sun & Yeo, 2019), which revealed significant relationships between job stress and job
involvement, and (e.g., Narayanasami et al., 2023; Selvi & Aiswarya, 2023; Chakraborty &
Saha, 2022; Chikobvu & Harunavamwe, 2022; Irfan et al., 2021; Huang et al., 2019; Yeh,
2021; Herawati, 2019; Mazadu et al., 2016), which reported significant relationships
between emotional intelligence and job involvement.

Practically, the predictive role of job stress and emotional intelligence in this study is an
indication that if policy makers in the Nigerian Air Force create conditions that factor job
stress and emotional intelligence into their operational programmes, then job involvement
would be enhanced among personnel.

Limitations of the study and suggestions for further studies

The sample size in the present study was relatively small. Future studies in this area should
expand the scope of such studies to cover larger areas and include more participants. The
collection of data at one point in time and the use of self-reported data and correlations could
not allow cause—effect inference. To obtain more objective data resulting in more robust
findings, experimental and longitudinal studies should be considered in future studies in this
area.

Conclusion

Job stress and emotional intelligence jointly predict job involvement, indicating that
personnel who are high in emotional intelligence and low in job stress could be more
positively involved in military operations than those low in emotional intelligence and high in
job stress. Therefore, there is a need for policy makers in the Nigerian Air Force to consider
job stress and emotional intelligence to increase job involvement among personnel, which has
implications for personnel well-being, enhanced team performance and increased operational
effectiveness. This, among other factors, helps address the high level of insecurity that
ravages Nigeria.

A Double-Blind Peer Reviewed Journal of the Faculty of Social Sciences, Imo State University, Owerri, Nigeria. 2076



African Journal of Social and Behavioural Sciences (AJSBS)
Volume 14, Number 5 (2024) ISSN: 2141-209X

REFERENCES

Adekeye, O., Igbinoba, A., Solarin, M., Ahmadu, F., & Owoyomi, O. (2017). Exploring
occupational stress and job involvement of workers in private and public
organizations. In: 4th International Conference on Education, Social Sciences and
Humanities, 10-12 July 2017, Dubai, United Arab Emirates, 6, 1444-1450.http://epri
nts.covenantuniversity.edu.ng/id/eprint/12261

Alterman, T., Colligan, M., Goldenhar, L., Grubb, P., Hamilton, A., Hurrell, J. J,, ... &
Tisdale, J. (1999), Stress at work.

Alves, S. (2005). A study of occupational stress, scope of practice, and collaboration in nurse
anesthetists practicing in anesthesia care team settings. AANA Journal, 73(6), 443-52.
PMID: 16355946.

Azila-Gbettor, E. M., Atsu, E., & Quarshie, A. N. K. (2022). Job stress and job involvement
among tertiary interns: the buffering role of perceived coworker support. Heliyon,
8(9).https://doi.org/10.1016/j.heliyon.2022.e10414

Bianchi, E. (2004). Stress and coping among cardiovascular nurses: A survey in Brazil.
Issues in Mental Health Nursing, 25(7), 737- 745.https://doi.org/10.1080/016128404
90486818.

Biswas, S. (2011). Psychological climate as an Antecedent of job satisfaction and job
involvement. Indian Journal of Industrial Relations 46(3), 465-477.https://www.jstor.
org/stable/41149463.

Campbell, F. (2006). Occupational stress in the construction industry. Berkshire, UK:
Chartered Institute of Building. https://www.ciob.org

Chakraborty, D., & Saha, S. (2022). Job involvement in relation to emotional intelligence of
the heads of higher secondary schools in west bengal. Towards Excellence: An
Indexed, Refereed & Peer Reviewed Journal of Higher Education, 14(2), 1445-1459.
https://hrdc.qujaratuniversity.ac.in/ejournal

Cherniss, C. (2000). Emotional intelligence: What it is and why it matters. New Jersey:
Rutgers University, Graduate School of Applied and Professional Psychology, 15.
Www.eiconsortium.org

Chikobvu, P., & Harunavamwe, M. (2022). The influence of emotional intelligence and
resilience on work engagement amongst nurses in public hospitals. SA Journal of
Industrial Psychology, 48(1), 1-10.https://www.scielo.org.za

Chikwendu, C. E. (2017). Influence of personality, job stress and marital status on insomnia.
Unpublished Doctoral Thesis, Department of Psychology, Enugu State University of
Science and Technology, Enugu.

Cooper, A. R. (2002). The construct of work commitment: testing an integrative
framework (Doctoral dissertation, Florida International University).

A Double-Blind Peer Reviewed Journal of the Faculty of Social Sciences, Imo State University, Owerri, Nigeria. 2077


https://doi.org/10.1016/j.heliyon.2022.e10414
https://doi.org/10.1080/016128404%2090486818
https://doi.org/10.1080/016128404%2090486818
https://www.ciob.org/
https://hrdc.gujaratuniversity.ac.in/ejournal
http://www.eiconsortium.org/
https://www.scielo.org.za/

African Journal of Social and Behavioural Sciences (AJSBS)
Volume 14, Number 5 (2024) ISSN: 2141-209X

DeCarufel, A., & Schaan, J. L. (1990). The impact of compressed work weeks on police job
involvement. Canadian Police College Journal, 14, 81-97. https://psycnet.apa.org/rec
0rd/1991-06066-001

Govender, S., & Parumasur, S. B. (2010). The relationship between employee motivation and
job involvement. South  African Journal of Economic and Management
Sciences, 13(3), 237-253.https://journals.co.za/doi/abs/10.10520/ejc31326

Herawati, L. (2019). The effect of emotional intelligence and political skill on organizational
citizenship behavior with job involvement as mediating variable. In Third Padang
International Conference on Economics Education, Economics, Business and
Management, Accounting and Entrepreneurship (PICEEBA), Atlantis Press. 300-
312.https://www.atlantis-press.com/proceedings/piceeba-19/125918391

Hodson, E., & Roscigno, V. J. (2004) Organizational success and workers dignity:
complementary or contradictory. American Journal of Sociology, 110(3), 672-708.
https://www.journals.uchicago.edu/doi/abs/10.1086/422626

Huang, C. C., Lin, S. H., & Zheng, K. W. (2019). The Relationship among emotional
intelligence, social support, job involvement, and turnover intention—a study of nurses
in Taiwan. Journal of Economics and Business, 2(3).https://ssrn.com/abstract=342
9478

Hung, L. M. (2008). Research on how training influences administrative staff job
involvement and organizational commitment. The Journal of Human Resource and
Adult Learning, 4(2), 115-121.

Irfan, S., Ali, W., Memon, M. A. B., & Younis, S. (2021). The relationship between
emotional intelligence and work commitment: the moderating role of organizational
culture. Journal of Accounting and Finance in Emerging Economies, 7(2), 393-408.
https://doi.org/10.26710/jafee.v7i2.1724

Ivancevich, J. M., Konopaske, R. & Matteson, M.T. (2008). Organizational behavior and
management (10" ed.) Boston: McGraw-Hill/Irwin.https://www.academia.edu

Kahn, R. L., Wolfe, D. M., Quinn, R. P., Snoek, J. D., & Rosenthal, R. A. (1964).
Organizational stress, New York. https://www.scirp.org/reference/referencespapers?r
eferenceid=1815763

Khalid, A., & Rashid, R. R. (2011). The effect of organizational change on employee job
involvement: mediating role of communication, emotions and psychological contract.
Information Management and Business Review 3(3), 178-184.https://doi.org/10.226
10/imbr.v3i3.931

Kreiner, G. E., Houensbe, E. C., & Shep, M. L. (2006). Where is the “me” among the “we”?
identity work and the search for optimal balance. Academy of Management Journal
49(5), 1031-1057.https://doi.org/10.5465/amj.2006.22798186

A Double-Blind Peer Reviewed Journal of the Faculty of Social Sciences, Imo State University, Owerri, Nigeria. 2078


https://psycnet.apa.org/rec%20ord/1991-06066-001
https://psycnet.apa.org/rec%20ord/1991-06066-001
https://journals.co.za/doi/abs/10.10520/ejc31326
https://www.atlantis-press.com/proceedings/piceeba-19/125918391
https://www.journals.uchicago.edu/doi/abs/10.1086/422626
https://ssrn.com/abstract=342%209478
https://ssrn.com/abstract=342%209478
https://doi.org/10.26710/jafee.v7i2.1724
https://www.academia.edu/
https://www.scirp.org/reference/referencespapers?r%20eferenceid=1815763
https://www.scirp.org/reference/referencespapers?r%20eferenceid=1815763
https://doi.org/10.226%2010/imbr.v3i3.931
https://doi.org/10.226%2010/imbr.v3i3.931
https://doi.org/10.5465/amj.2006.22798186

African Journal of Social and Behavioural Sciences (AJSBS)
Volume 14, Number 5 (2024) ISSN: 2141-209X

Law, K. S., Wong, C. S., & Song, L. J. (2004). The construct and criterion validity of
emotional intelligence and its potential utility for management studies. Journal of
applied Psychology, 89(3), 483-496. https://doi.org/10.1037/0021-9010.89.3.483

Lindholm, M. (2006). Working conditions, psychosocial resources and work stress in nurses
and physicians in chief managers' positions. Journal of Nursing Management, 14(4),
300-309.https://doi.org/10.1111/].1365-2934.2006.00636.x

Lodahl, T. M., &Kejner, M. (1965). The definition and measurement of job involvement.
Journal of Applied Psychology, 49, 24-33.https://doi.org/10.1037/h0021692

Maryati, T., & Kusumayuda, A. (2021). Empirical study of job stress, turnover intention, and
job involvement. In 4th International Conference on Sustainable Innovation 2020-
Accounting and Management (ICoSIAMS 2020), 50-57. Atlantic Press.https://doi.org
/10.2991/aer.k.210121.008

Mazadu, M. S., Dung, P. H., Qjih, E. E., & Dashit, S. 1. (2016). The effect of work emotional
intelligence and work locus of control on job involvement among organizational
workers. Kaduna Journal of Sociology (KJS), 4(4), 97-104.https://www.academia.edu

McGavey, N. (1997). Organizational benefits of having emotionally intelligence managers
and employees. Journal of workplace learning, 11(3), 84-88.https://doi.org/10.1108/
13665629910264226

Mérida-Lopez, S., Carvalho, V. S., Chambel, M. J., &Extremera, N. (2023). Emotional
intelligence and teachers’ work engagement: the mediating and moderating role of
perceived stress. The Journal of Psychology, 157(3), 212-226.https://doi.org/10.1080
/00223980.2023.2169231

Mogaji, A. A. (1997). Effects of organizational climate on employees commitment,
involvement and motivation in some Nigerian manufacturing industries. Unpublished
Ph.D Thesis, Department of Psychology, University of Lagos.

Muchinsky, P. M. (2003) Psychology applied to work. 7th Edition, Wadsworth, Belmont.

Mugiono, M., Purwoko, B. H., Soelton, M., &Y uvitasari, R. (2020). Recognizing how the job
involvement, burnout, and self-efficacy work influences the work stress at
international hospitals. In 4th International Conference on Management, Economics
and Business (ICMEB 2019), 264-270. Atlantis Press.https://doi.org/10.2991/aebmr.k
.200205.046

Najafpour, E. (2008). An investigation of the relationship between emotional intelligence and
job involvement in a Penang manufacturing company. Unpublished dissertation
Universiti Sains Malaysia. https://core.ac.uk/download/pdf/11948579.pdf

Narayanasami, S., Joseph, M. S., & Parayitam, S. (2023). Emotional intelligence and
psychological capital as moderators in the relationship between employee
commitment and work engagement: evidence from employees in banking from

A Double-Blind Peer Reviewed Journal of the Faculty of Social Sciences, Imo State University, Owerri, Nigeria. 2079


https://psycnet.apa.org/doi/10.1037/0021-9010.89.3.483
https://doi.org/10.1111/j.1365-2934.2006.00636.x
https://doi.org/10.1037/h0021692
https://www.academia.edu/
https://doi.org/10.1108/%2013665629910264226
https://doi.org/10.1108/%2013665629910264226
https://doi.org/10.1080%20/00223980.2023.2169231
https://doi.org/10.1080%20/00223980.2023.2169231
https://doi.org/10.2991/aebmr.k%20.200205.046
https://doi.org/10.2991/aebmr.k%20.200205.046
https://core.ac.uk/download/pdf/11948579.pdf

African Journal of Social and Behavioural Sciences (AJSBS)
Volume 14, Number 5 (2024) ISSN: 2141-209X

India. Journal of Asia Business Studies, 18(1), 136-157.https://doi.org/10.1108/jabs-
03-2023-0107

Ndukwe, N. K., Okonkwo, E. A., Aboh, U. J., & Obodo, P. I. (2020). Contributions of job
stress and job involvement in work-family conflict of police officers in Enugu urban,
Nigeria. IOSR Journal of Business and Management (IOSR-JBM), 22(9), 55-64. http:
[lwww.iosr journals.org/doi/10.9790/487X-2209015564

Ojeleye, Y., Salisu, U., Mejabi, B. and Mukaila, K. (2022) “Perceived organizational politics,
job stress and job involvement of public sector employees in Nigeria: the role of

resilience”, Management and Entrepreneurship: Trends of Development, 4(22), 17-33.
https://doi.org/10.26661/2522-1566/2022-4/22-02

Okonkwo, E. A. (2013). Psychology of Work. Enugu Nigeria.

Okonkwo, A. E., Chinweze, U. C., & Okafor C. O. (2015). Emotional intelligence and self-
efficacy as predictors of life satisfaction among police officers. Journal of Social
Sciences and Public Policy, 7(71), 24-32.https://www.cenresinjournals.com

Okonkwo, E. A., Egbujor, V. U., & Onyeneje, E. C. (2018). Moderating role of locus of
control in job stress and job involvement relationship. Nigerian Journal of
Psychological Research, 14(1), 52-60.https://njpsyresearch.com/ojs3/index.php/njopr/
article/view/65

Oseghare, C.K. (1988). An evaluation study of McLean’s stressors checklist. Unpublished
Masters Thesis. Department of Psychology, University of Lagos.

Qureshi, H., Lambert, E. G., & Frank, J. (2019). The relationship between stressors and
police job involvement. International Journal of Police Science & Management,
21(1), 48-61. https://doi.org/10.1177/1461355719832621

Rabinowitz, S. & Hall, D.T. (1977). Organizational research on job involvement.
Psychological Bulletin, 84(2) 265-288.http://dx.doi.org/10.1037/00332909.84.2.2 65.

Rakhshani, T., Motlagh, Z., Beigi, V., Rahimkhanli, M., &Rashki, M. (2018). The
relationship between emotional intelligence and job stress among nurses in Shiraz,
Iran. The Malaysian Journal of Medical Sciences, 25(6), 100-109.https://doi.org/10
.21315%2fmjms2018.25.6.10

Riggio, R. E (2000). Introduction to industrial/organizational psychology. (3rd ed.). New
Jersey: Prentice Hall.

Roy, S. K., Khan, M. R., & Shanto, N. I. (2023). Bankers' job stress, job performance, and
job commitment trajectories during the COVID-19 pandemic. Journal of
Entrepreneurship, Management and Innovation, 19(3), 203-228. https://www.ceeol.co
m/search/article-detail?id=1174228

Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, cognition and
personality, 9(3), 185-211.https://doi.org/10.2190/dugg-p24e-52wk-6¢dg

A Double-Blind Peer Reviewed Journal of the Faculty of Social Sciences, Imo State University, Owerri, Nigeria. 2080


https://doi.org/10.1108/JABS-03-2023-0107
https://doi.org/10.1108/JABS-03-2023-0107
https://doi.org/10.26661/2522-1566/2022-4/22-02
https://www.cenresinjournals.com/
https://njpsyresearch.com/ojs3/index.php/njopr/%20article/view/65
https://njpsyresearch.com/ojs3/index.php/njopr/%20article/view/65
https://doi.org/10.1177/1461355719832621
http://dx.doi.org/10.1037/00332909.84.2.2%2065
https://doi.org/10%20.21315%2fm%20jms2018.25.6.10
https://doi.org/10%20.21315%2fm%20jms2018.25.6.10

African Journal of Social and Behavioural Sciences (AJSBS)
Volume 14, Number 5 (2024) ISSN: 2141-209X

Segal, J., Smith, M., Robinson, L., & Segal, R. (2012). Stress at work: How to reduce and
manage workplace and job stress. Help guide At-A-Glance.

Selvi, A. J. A, & Aiswarya, B. (2023). Examining the relationship between emotional
intelligence and work engagement of automobile sector employees in
Chennai. Rajagiri Management Journal, 17(2), 156-169. https://doi.org/10.1108/ramj-
03-2022-0052

Sun, D. K., & Yeo, Y. S. (2019). The effect of job stress of IT industry employees' on job
involvement and affective commitment. The Journal of the Convergence on Culture
Technology, 5(3), 139-145.https://doi.org/10.17703/jcct.2019.5.3.139

Ugoji, E. I. & Isele, G. (2009). Stress management and corporate governance in Nigerian
organizations. European Journal of Scientific Research, 27(3), 472-478. https://www.
researchgate.net/publication/292571936

Ugwu, L. I, & Onyeneje, E. C. (2002). Foundations of industrial and consumer
psychology. Enugu: Our Savior Press Ltd.

Woolfolk, A. E., Hoy, A. W., Hughes, M., & Walkup, V. (2008). Psychology in education.
Pearson Education.

Yeh, C. M. (2021). The relationship between free time activities, emotional intelligence and
job involvement of frontline hotel employees. The International Journal of Human
Resource Management, 32(4), 767—788. https://doi.org/10.1080/09585192.2018.1496
127

Zaccaro, S. J. (2001). The nature of executive leadership: A conceptual and empirical
analysis of success. Washington, D.C: American Psychological Association.
https://psycnet.apa.org /doi/10.1037/10398-000

Zincirli, M. (2021). A structural model for the relationship between organizational silence,
stress, and job involvement perceptions of Teachers. International Journal of
Education Technology and Scientific Researches, 6(14), 281-318. http://dx.doi.org/10.
35826/ijetsar.310

A Double-Blind Peer Reviewed Journal of the Faculty of Social Sciences, Imo State University, Owerri, Nigeria. 2081


https://doi.org/10.1108/ramj-03-2022-0052
https://doi.org/10.1108/ramj-03-2022-0052
https://doi.org/10.17703/JCCT.2019.5.3.139
https://doi.org/10.1080/09585192.2018.1496%20127
https://doi.org/10.1080/09585192.2018.1496%20127
http://dx.doi.org/10.%2035826/ijetsar.310
http://dx.doi.org/10.%2035826/ijetsar.310

