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Abstract 

The aim of this study was to determine the level of employee involvement and extent of teamwork effectiveness 
among employees working in the Jordanian glass and ceramic industries listed in Amman Stock Exchange in 
Jordan. The study aimed also at examining the significant effect of employee empowerment on teamwork 
effectiveness. Furthermore, the study investigated the significant differences that may exist in employee 
involvement due to differences in age, marital status, and educational level. 

Data were collected from 176 participants and then analyzed using descriptive statistics, one sample t-test and 
independent sample t-test, linear regression, and ANOVA. Findings indicated that both employee involvement and 
teamwork effectiveness were at a high to moderately high level score.  Furthermore, the findings of the study 
revealed a significant effect of employee involvement on teamwork effectiveness. At the same time results 
indicated that there were no significant differences towards employee involvement due to gender or marital status, 
while participants significantly differed in terms of educational level.   

The results of this study had many implications for human resources and other practitioners and managers who 
must enhance the teamwork atmosphere in their organizations. As for the originality/value, employee involvement 
and teamwork effectiveness had previously lacked attention, especially in the Middle East countries, and this paper 
contributed to the body of knowledge by empirically studying the correlation between employee involvement and 
teamwork effectiveness. 

Keywords: Employee involvement, Teamwork effectiveness, Glass and ceramic industries, Human resource 
management, Jordan 

1. Introduction 

In efforts to increase organizational effectiveness, employee involvement has been an area of recent interest and 
academic concern.  Employee involvement has been linked to many different management concepts and 
behaviors, such as, management styles, total quality management, employee empowerment, job satisfaction, and 
job performance. 

Cohen’s (1999) research argued employee involvement as an antecedent to organizational commitment. It goes 
without saying that employees with high level of involvement are expected to work harder than those with low 
level of involvement. Employee with high level of involvement could be described as one whose job is the center 
of his/her life. As such, many theorists have hypothesized that employee with high level of involvement will put 
forth substantial effort towards the achievement of organizational objectives and be less likely to turnover (e.g. 
Kahn, 1990; Lawler, 1986).  

Indeed, employees with high level of involvement seem to be satisfied with their jobs, to have positive moods at 
work, and to be highly committed to their employers, and their careers (Carson et al., 1995; Cohen, 1995).  

Many studies showed that the understanding of the importance of employee involvement by employer is essential 
to managers because this is a significant predictor of work behavior among employees (e.g. Manojlovich, 
Laschinger, & Heather, 2002). Other studies emphasized job involvement, organizational identification, and 
organizational commitment as important positive work attitudes (e.g. Lee 1971, Kanungo 1982, Blau 1985). The 
results of Blau`s (1986) study indicated that interactions between employee involvement and organizational 
commitment were significant predictors for unjustified lateness and absence. 

Organizations often rely on teamwork for continuous improvement of their products and services, and also of all 
other organizational functions. For example, some estimates claim 80% of companies with 100 or more employees 
rely on teams and groups for their everyday work (Cohen & Bailey, 1997). 
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Team effectiveness is important because it is one of the most important determinants of the companies` success. 
Drucker (1974, p. 561) defines effectiveness as “the extent to which the desired result is realized”. Effective teams 
are teams who can achieve high standards of task performance, and reach high levels of satisfaction for their 
members. 

Previous studies found that positive work group experiences and effectiveness can enhance employees’ 
satisfaction and minimize turnover intentions (Cohen and Bailey, 1997; Hom et al., 1984). 

Schermerhorn (2008, p. 397) stated that the main teamwork pros are the synergy, which means the creation of a 
whole that is greater than the sum of its parts, because synergy pools individual talents and efforts to create 
extraordinary results. While at the same time, teamwork has its advantages, such as social loafing. Social loafing 
refers to the tendency for individuals to exert less effort when working with the team than when working 
individually (Comer, 1995). Despite the fact that teams are usually expected to improve organizational 
effectiveness, several challenges exist to teamwork (Passos and Caetano, 2005). Other problems which are visible 
more to personal experience than in text, such as cultural barriers and communication problems can deter group 
cohesion (Conti and Kleiner, 1997). Another problem teams experience is lack of visible support and commitment 
from top management (Harrington, p. 21).  

Although having the right inputs available to a team is important, it is not a guarantee of effectiveness, since group 
process counts too (Schermerhorn (2008, 405). Moreover, clearly defined goals should be specific in such a way 
that leads the actions to be taken by the team. Andia (1998) stated that values, vision, and mission provide direction 
for team members to identify with a common goal and understand what motivates their performance as a team. 

Furthermore, team leader should guide team members to direct their efforts and focus their commitment towards 
the goals of the team. Team members should be committed to the specified goal of their team and should 
participate in its development (Simon, 2001). Commitment within the team members to the overall goals of the 
team is a crucial factor for the team success. The team leader is directly responsible for inspiring this commitment 
from team members so as to enhance the team efforts in achieving the common goals. 

2. Literature Review 

2.1 Job Involvement  

Job involvement refers to the extent to which an individual’s psychological identification to his / her job (Kanungo, 
1982). It is the degree to which an employee is cognitively preoccupied with, engaged in, and concerned with 
his/her job (Paullay et al., 1994).  Job involvement involves how an employee has a sense of controlling his work, 
receiving information about performance, and being rewarded for the results of the organization (Lawler et al, 
1992, p. 2). Rabinowitz and Hall (1977) defined job involvement as the result of interactions between the personal 
traits and the personal response to the influence from an organization or situation.  

Lawler studies demonstrated the benefits that could be derived from carefully planned and implemented employee 
involvement programs. To be effective, employee involvement initiatives need to be tied to other human resources 
activities such as compensation systems and performance appraisals (Lawler, 1971; Mohrman et al., 1989). 

Having received benefits from the organization, employee has to repay them as a matter of reciprocity. So, it may 
be expected that the more an organization is fair and generous to the employee whose job is the major satisfaction 
in his/her life, the greater an employee’s job involvement will be. Thus, employee involvement can be 
conceptualized the importance of work which stay in the individual's total self-image” (Lodahl & Kejner, 1965; p. 
24).  

In general, the degree of involvement varies from task, section, and department to corporate level. At the same 
time, the range of subject matters dealt with varies from strategic, operational to task-related decisions (Wimalasiri 
and Kouzmin, 2000). 

Employee involvement influences many important work outcomes, such as absenteeism, turnover, performance 
and job satisfaction (Brown 1996). Many theorists have hypothesized that highly job-involved employees will 
exert substantial effort towards achieving organizational objectives and are less likely to turnover (e.g. Kahn, 1990; 
Kanungo, 1979). Chu et al. (2005), Hoffi-Hofstetter and Mannheim (1999), and Chughtai (2008) uncovered a 
significant relationship between employee involvement and organizational citizenship behaviors. Rotenberry and 
Moberg (2007), citing Munene (1995), found a substantial, positive relationship between employee involvement 
and the conscientiousness component of supervisor-rated citizenship behavior. Bandura (1977) argued that there is 
a strong correlation between employees’ self-efficacy and employee involvement. A relationship between 
employee involvement and job satisfaction was identified in Soong’s (2000) study. In general, many researchers 
consider employee involvement to be a primary determinant of organizational effectiveness (Pfeffer, 1994). 

As for dimensions of employee involvement, the “Job Involvement Inventory” developed by Kanungo (1982) 
could be classified into three categories, consisting of “work concentration”, “work evaluation” and “work 
identification”. Cai (2001) divided employee involvement into the five dimensions: “work concentration”, “work 
evaluation”, “work identification”, “work participation” and “fun from work”. Alternatively, Yang et al (2006) 
divided employee involvement\ into four dimensions, consisting of “fun in work”, “work evaluation”, “work 
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identification”, and “work concentration”.  

Fostering employee involvement is an important organizational objective because it is expected in this study that 
employee involvement will be a primary determinant of teamwork performance. 

On the basis of the above discussion, the following hypothesis was tested.  

H1a: There is a significant level of employee involvement among employees working with the Jordanian Glass 
and Ceramic industries listed in Amman Stock Exchange in Jordan. 

2.2 Teamwork 

Teams and teamwork have received considerable attention from social and organizational psychologists over the 
last decades (Guzzo and Shea, 1992). Successful team leaders who are able to promote care and trust values find 
themselves with high standards of teamwork effectiveness which would affect their organization’s 
competitiveness (Cohen and Bailey, 1997). 

There are many types of teams in organizations, each created to accomplish a specific goal. Bateman and Snell 
(2007, p. 462), for example, mentions work teams, project and development teams, parallel teams, management 
teams, transnational teams, and virtual teams. Huszczo (1990), for example, mentions committees, task forces, 
quality circles, employee participation groups, joint union-management teams, action committees, project teams, 
supervisory councils and autonomous or self-directed work teams. 

Virtual teams exist where the locations of team members prevent them to meet face-to-face. Geister,  Hertel and 
Konradt (2002) argued that virtual teams offer several strategic advantages for organizations and employees, for 
example, connecting competent employees for a project regardless of their location, providing greater flexibility to 
individuals, and saving expenses for traveling and office equipment. 

In comparison to traditional face-to-face teams, virtual teams often show lower performance levels in terms of 
group effectiveness and the time needed to reach decisions (Baltes, Dickson, Sherman, Bauer, & LaGanke, 2002; 
Hollingshead & McGrath, 1995). Virtual teams also show lower levels of other outcome variables, such as group 
cohesion and work satisfaction (Baltes et al., 2002; Warkentin, Sayeed, & Hightower, 1997).  

Roles of teams are very crucial. According to Belbin (1981), the most successful teams have a distribution of the 
eight specific team roles: co-coordinator or chairman; shaper; plant; monitor-evaluator; implementer or company 
worker; resource investigator; team worker; finisher. 

Bateman, Wilson and Bingham (2002) developed a team effective questionnaire which was clustered around six 
core themes: shared team synergy, clear performance objectives, team members skills, effective use of resources, 
innovation, and quality. Bateman and Snell (2007, p. 467), citing Nadler et al (1979) stated that team effectiveness 
is defined by three criteria: First, the productive output of the team meets or exceeds the standards of quantity and 
quality; the team's output is acceptable to those customers, inside or outside the organization, who receive the 
team's products or services. 

Second, team members realize satisfaction of their personal needs, and third, team members remain committed to 
working together again; that is, the group doesn't burnout after a grueling project. Adams et al. (2002) identified 
seven characteristics as the main elements for effective teams: productive conflict resolution, mature 
communication, role clarity, accountable interdependence, goal clarification, common purpose and psychological 
safety. Hackman (1990) defines team effectiveness as the degree to which a team’s output meets requirements in 
terms of quantity, quality, and timeliness (performance); the team experience improves its members’ ability to 
work as a team in the future (behavior), and the team experience contributes to individual satisfaction (attitude).  

Bateman and Snell (2007) citing Tuckman (1965) stated that for teams to be developed successfully, they should 
engage in various activities, including:  

 Forming: group members attempt to lay the ground rules for what type of behavior are acceptable. 

 Storming: hostilities and conflict arise, and people start seeking for power. 

 Norming: group members agree on their shared goals and norms. 

 Performing: the group channels its energies into performing its tasks. 

Bateman and Snell (2007) added that groups who deteriorate move to a declining stage, and temporary groups add 
an adjourning or terminating stage. 

Often work teams are allowed to self-manage their team processes, that is, the team has the authority and 
responsibility to manage how their team functions (Solansky, 2008).  

Nevertheless, the selection process should concentrate on selecting the candidates who have the teamwork spirit 
and expected to be good team members, and at the same time, management should develop and foster an 
appropriate teamwork culture. 

Based on the above discussion of literature, the following hypotheses are tested: 

H2a: The work teams in the Jordanian Glass and Ceramic industries Listed in Amman Stock Exchange in Jordan 
are significantly effective. 
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H3a: There is a statistically significant positive effect of employee involvement on work teams effectiveness. 

3. Methodology 

3.1 Research design 

This study investigates the effect of employee involvement on teamwork effectiveness through a descriptive and 
analytical methodology. The current study depends on a field, nonexperimental design, for testing the hypotheses. 
The major weakness of a nonexperimental design is the lack of control over independent variables and the specific 
identification of causality; however, it provides the opportunity for a noninvasive examination of the variables of 
interest over a wider range of organizations (Emery and Barker, 2007). The survey instrument adopted for this 
study was a questionnaire. Questionnaire is the most appropriate instrument to be used in the literature of 
employee involvement.  

The first two hypotheses (H1a and H2a) are examined through utilizing a one sample t-test, and (H3a) is addressed 
with a regression analysis. The Statistical Package for Social Science (SPSS) version 16.0 was used to analyze the 
data. 

3.2 Sample and Data Collection 

Population constitutes supervisors and employees working in the Jordanian glass and ceramic industries listed in 
Amman Stock Exchange in Jordan. A total of 300 questionnaires were distributed accompanied with cover letter 
assuring confidentiality of data and results. The author when handed over the questionnaires to the participants, he 
requested them to fill the questionnaires on the spot. Some of the participants preferred to fill the questionnaire on 
the spot while others were given one week to fill the relevant questionnaires.  

Out of the whole distributed questionnaires, 182 were returned. The author discarded 6 questionnaires because 
they were filled with excessive missing data. After the deletion of the invalid responses, the author obtained 176 
valid questionnaires, yielding a response rate of 58.7%. 

3.3 Measures 

3.3.1 Employee Involvement 

Employee involvement questionnaire was adopted from the study of Lodahl and Kejner (1965) and partially 
adjusted through selecting ten relevant items from their questionnaire along with developing four additional items. 
An example is "The major satisfaction in my life comes from my job". This measure scaled in a five-point Likert 
scale ranging from 1 (completely disagree) to 5 (completely agree). The scores obtained on each of the 14 items 
were averaged to produce a single score for employee involvement. The higher the score, the higher job 
involvement perceived by the sample is. Cronbach`s alpha for this scale as shown on Table (1) was 0.879, 
therefore meeting the criterion of 0.70 proposed by Nunnaly & Bernstein (1994). 

3.3.2 Teamwork Effectiveness 

As for teamwork effectiveness, it was measured using an 8-item scale developed by the author based on the study 
literature. This measure was built on a five-point Likert scale (1 = completely disagree to 5 = completely agree). 
The scores obtained on each of the 8 items were averaged to produce a single score for teamwork effectiveness. A 
higher score indicated that the participant perceived a greater degree of team effectiveness in the workplace. The 
value of coefficient alpha for this sample as shown on Table (1) was 0.854, therefore indicating good reliability.  

3.3.3 Control Variables 

Three control variables included in this study were: gender, marital status, and education level. Respondents were 
also asked to report their gender and marital status, which were coded (male = 1 and female = 2) for gender, and 
(single = 1 and married = 2) for marital status. Regarding education level, In the data compilation, responses to 
were based on a four-point Likert format ranged from 1= elementary school to 4= bachelor`s agree.  

4. Results 

Demographic characteristics of the sample were analyzed. Majority of the sample (76.7%; 135 persons) were male. 
Most of the sample (54.0%; 95 persons) were married. Among the 176 participants (35.8%; 63 persons) had high 
school level of education, followed by community college certificate holders (29.0%; 51 persons). Around 43 of 
participants (24.4%) were a Bachelor`s degree holders, while a small percentage of participants (10.8%; 19 
persons) had elementary school level of education.  

An independent samples t-test was computed in order to investigate whether female participants differ 
significantly on employee involvement from their male counterparts.  Results in Table (1) indicated that there 
were no significant differences in employee involvement based on gender (t = 1.006; p > .05).  Furthermore, 
results indicated that there were no significant differences in employee involvement based on marital status (t = 
1.168; p > .05).   

ANOVA was used to investigate the differences in employee involvement score due to educational level. Results 
in Table (1) showed that there were significant differences in employee involvement due to level of education (F = 
4.631; p < .01). 
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The descriptive statistics were used to describe the correlation between study variables. 

Table (2) shows the means, standard deviations, and the reliability of the variables used in this study. The overall 
mean (Mean = 4.254, SD = 0.492) for employee involvement was reasonably high. The respondents reported 
moderately high levels of teamwork effectiveness (Mean = 3.962, SD = 0.706).  

One sample t-test was conducted to explore if there was a significant level of employee involvement among 
employees working with the Jordanian Glass and Ceramic industries listed in Amman Stock Exchange in Jordan. 
Table (3) showed the results which revealed support for H1a (t= 33.846, p < .01). Moreover, teamwork 
effectiveness scores also significantly proved support for H2a (t= 18.082, p < .01). 

Regarding H3a, regression analysis was applied as a statistical tool to explore the effect of employee involvement 
on the dependent variable, teamwork effectiveness. Examination of the results shown on Table (4) revealed that 
employee involvement exhibited a significant effect on teamwork effectiveness (Beta=.795, R2=.632, p <.01). The 
findings indicated support for H3a.  

The current study contributes to the literature by providing empirical evidence that employee involvement 
positively affects the teamwork performance and effectiveness through, so the management of organization may 
follow appropriate techniques to encourage employee involvement, which should positively affect the spirits and 
cohesiveness of work teams. 

5. Discussion and Conclusions 

The present study aimed at exploring the level of employee involvement as well as the effectiveness of work teams 
among employees working with the Jordanian glass and ceramic industries listed in Amman Stock Exchange in 
Jordan. Furthermore, the study aimed at examining the effect of employee involvement on work team’s 
effectiveness. The conclusions of this study provide further support for the correlation between employee 
involvement and teamwork effectiveness. 

In Hypothesis 1, it was postulated that there was a statistically significant level of employee involvement among 
employees working with the Jordanian glass and ceramic industries listed in Amman Stock Exchange in Jordan. 
Results supported this hypothesis. 

In Hypothesis 2, it was assumed that work teams in the Jordanian glass and ceramic industries listed in Amman 
Stock Exchange in Jordan are significantly effective, and H2a was supported too.  

The results established the relationships between employee involvement as antecedent of teamwork effectiveness. 
This suggests that the greater the employee involvement is, the higher the level of teamwork effectiveness. 

As for demographic characteristics, results indicated that there were no significant differences in employee 
involvement based on gender.  Such results are consistent with results of the studies of Burke (2002); and Cortis 
and Cassar (2005) indicating no gender differences regarding employee involvement of male and female 
respondents. 

Results also indicated that there were no significant differences in employee involvement due to marital status. 
This result tallies with results of Cortis and Cassar (2005) that no significant difference on employee involvement 
between married and unmarried were reported. Moreover, results showed that there were significant differences in 
employee involvement due to level of education. Such result is consistent with Yang et al (2006) indicating no 
significant difference is observed in the level of education received.   

The results of this study have many implications for human resources practitioners and managers who should 
enhance the teamwork atmosphere in organization. These findings could be extended beyond the research's 
original purpose in the field of glass and ceramic industry in Jordan. 

In order to attain high employee involvement, management should make access to information available for 
employees and should also encourage them and give them the opportunity to make remarkable contributions.  

6. Limitations and Directions for Future research 

As with any research, there are limitations that should be taken into consideration when planning to carry out the 
practical application. First, this study was based on information gathered at one point in time. More accurate 
findings of the study could have been better inducted with a longitudinal approach. Although the sample of the 
study was statistically valid, the population or the number of companies working in the glass and ceramic 
industries listed in Amman Stock Exchange was limited, which could, to a certain limit,  affect the 
generalizability.  

Another issue related to data gathering process that may limit generalizability of the results was the fact that many 
supervisors transferred the questionnaires given to them to their assistants or colleagues to fill them out. One of the 
other limitations of this study was the unbalanced distribution of gender variable in the sample chosen, where 
76.7% of the sample were male. This may cause some bias or distortion and ambiguity in conclusions. 

The current study was carried out in the context of a specific sector in Amman Stock Exchange in Jordan. 

The author recommended that further investigation should be conducted by other practitioners and researchers.  
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Further research may be conducted in other sectors in order to validate the findings of this study. In particular, 
researchers are encouraged to examine the antecedents of employee involvement variable. 

It is proposed that future research can be conducted in a wider range of employees’ work-related outcomes such as 
role stressors, and organizational commitment can be added into a more comprehensive study. Future researchers 
may extend this study by investigating the mediating variables, such as orientation, training, trust, and 
organizational citizenship behaviors, linking employee involvement and teamwork effectiveness. 

Future research could explore the role of management in encouraging employee involvement and enhancing 
teamwork performance and effectiveness. The psychological relationship between employee involvement and 
teamwork effectiveness in large manufacturing context, inside or outside Jordan, could be another direction for 
further investigation. 
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Table 1. Independent sample t-test and ANOVA for demographic characteristics 

       Test Value df Sig 
Gender Independent sample t-test t = 1.006 174 .316 

Marital Status Independent sample t-test t = 1.168 174 .244 
Educational Level ANOVA F = 4.631 3, 172 .004 

Table 2. Descriptive statistics and reliability of study variables 

Variables Mean Std. Deviation Cronbach`s Alpha 
1. Employee Empowerment 4.254 .492 .879 
2. Teamwork Effectiveness 3.962 .706 .854 

Table 3. One Sample t-test 

 Test Value = 3 
t df Sig. (2-tailed) 

Employee Involvement 33.846 175 .000 
Teamwork Effectiveness 18.082 175 .000 

Table 4. Linear Regression Analysis  

R2 F test value Sig Beta Std. Error 
.632 299.176 .000 .795 .066 

 


