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ABSTRACT: This sociological article reviews the interaction
between social incorporation as a novel theory of quality of
employment existence and jobholder dedication in Freetown,
commitment in Sierra Leone. Embracing a literary digest
technique. Social data collected from three hundred and twenty
respondents interviewed implies that social incorporation is a
powerful predictor of jobholder allegiance such as sentimental,
duration and social normative allegiance. Consequently, the
researcher propose that manufacturing agencies should embrace
policies that will accustom their jobholders and incorporate them
to the culture of the organization intended to prevent job
hostility, and that systems should be established in a manner that
give jobholders entitlement and access to social ranks and status
in critical establishment of the organization, as this will increase
the allegiance status of the jobholders.
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INTRODUCTION

The workstation or workplace is transforming totally and needs for quality products and
services are expanding. To stay competitive in the encounter of these social pressures,
jobholder allegiance is critical. The advantages of having the best trained laborers utilizing
the most developed engineering can be cancelled by jobholders who do not desire to utilize
their vigor and social skills for the advantage of the organization or system (Gonzalez
Moreno and Molero Jurado, 2025). Nonetheless, most supervisors lack the social knowledge,
or overlook the reality that jobholders are social beings, associated to a specific social
structure, clan existence pattern and tradition. To upgrade allegiance level organizations,
require to view the social care of their jobholders when formulating polices and job
procedures, knowing that, deprived of the individual endeavors and allegiance of the
jobholders, organizations collapse (Botelho, 2026). Besides, without jobholder allegiance,
there can be no advancement in any field of commercial engagement given that jobholders
are the inspiring vigor behind every thriving organization. Khalia et al (2026) contest that
numerous individual, circumstantial and locational elements can impact the allegiance of
jobholders and consequently their social conducts or mindsets. Nevertheless, the social
direction with most manufacturing agencies in Freetown and Sierra Leone at large is the
absence of social worth for dedicated staff as they are prepared to sacrifice social jobholders
to protect their commercial essence (Henry, 2025). Jobholders direct to decades of sacking,
optimization and remodeling as fact that social entrepreneurs of production industry regard
them as perishable products when situations get hard (Kim, 2024). While manufacturing
agencies still wish their jobholders to be efficient and engaged, to be proud of their
organizations and to stay with them for an appropriate timeframe, they demand to admit that
jobholders also have demands both as jobholders and persons, regrettably yet, standard
procedures by most manufacturing agencies have not kept pace with the transforming
demands of jobholders and this resulted in dominant turnover, absence of allegiance and
spiritless manpower ( Suakko et al,2025).

Nonetheless, Mohamed, (2025) observed that jobholders of the manufacturing sub-sector
have depicted high level of lack of motivation, professional frustration, absence of loyalty
emerging from manufacturing agencies incompetence to advance techniques that empower
them to become committed and significantly related in the social governing of the
organization. Supervisors of these agencies in their attempt to maximize profit have ignored
the significance of efficient oversight procedures in improving performance, and
guaranteeing the achievement of strategic edge (Sulaiman, 2023). As noted by AbdulKadir
and Tijani (2025) the absence of managerial competencies, deficient oversight procedures,
lack of qualified staff, and high company mortality have been one of the greatest struggle
encountering manufacturing agencies in Sierra Leone ( Barrie,2025). It is against this social
context that the researcher undertakes this sociological inquiry in order to explore the causal
social link between social incorporation and jobholder allegiance of manufacturing agencies
in Freetown, Sierra Leone.
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LITERATURE
Social Incorporation

Social incorporation is a significant phenomenon in Standard of job existence that is
connected or interested with forming an organization further unbiased. Put differently, social
incorporation can be interpreted as the procedure of improving the social values, associations
and institutions that enable all jobholders to participate in political, social, and economic
existence of an organization on the foundation of social equality of entitlements and privilege,
objectivity and nobility (Suda, 2025). A socially incorporated organization firmly trusts that
all jobholders belong to the organization and have the entitlement and authority to impact it
(Dauda et al, 2024).

Furthermore, social incorporation cites to the stretch to which jobholders experience
collaborative social contacts with their cohort associates, contentment with other cohort
associates, and interest to the cohort (Motohashi, 2024). Social incorporation which is also
portrayed as jobholders growing a social awareness of the organizational community and to
be preferred and embraced by social peers is reasoned as one of the most crucial signs of
beginner’s adaptation (Yu et al, 2025). As a result of connection to folks and relationship,
social incorporation provides a perception of management, creates the organizational
community familiar, and thereby permits jobholders have resources of social trust anytime
they demand social data and assistance (Zeng and Hu, 2025). By energetically seeking social
data and guidance and understanding what others expect them to perform; beginners knowing
further obviously the contrast between being and not being an associate of the organization
and whereby increase their expected contact social status (Alijanzadeh et al, 2026).
Moreover, cautiously constructing relations empower fresher to interact consistently with
their associates and assists them cultivate social communal skills required for collaboration
(Mariam, 2025). The increased interaction with cohort associates empowers new recruits
establish a right social impression in organizational community (Jha et al, 2025). Proponents
posit that incorporation into a social cohort involves the formulation of a circumstantial
recognition and that those who victoriously formulate recognition via social relations further
robustly recognize with the organization all at once, accordingly, promotes their allegiance
(Laryea and Brandtner, 2024). Taking into consideration the reviewed literature, the
researcher recommend that social incorporation foretells jobholders allegiance to the
organization. Much more, whether the jobholder accomplishes individual social recognition
and self-worth is persuaded by such attributes in the climate of individual workstation as
these: liberation from bias, a perception of communal, interpersonal honesty, prevalence of
upward elevation, and the lack of social stratification in the organization (Leger,2025).
Jobholders that experiences social incorporation are further probable to embrace their duties
as associates of an organization and as associates of a social linkage at job. The incentive of
duty or obligation and support from organizational community augment jobholder’s
allegiance to the organization.

According to Adomako and Tran (2025), social incorporation is the admittance and or
embracement of jobholders into the core organizations, connections, and rank of stakeholders.
Bosswick and Heckman posited that there are four scopes of social incorporation:
interactive, cultural, recognition, and structural,that
they are linked to each other and that together they establish the conditions for prosperous
social incorporation into the organization.
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Structural incorporation means that jobholders have entitlements and access to social position
and status in the core organizations of their employers, expressly, the housing structure well-
being, and organizational citizenship (Woku and Debela, 2025). Involvement in these core
organizations determines a jobholder’s socio-economic status and the resources and
privileges obtainable or accessible available to individuals (Navarro-Carrillo and Oyanedel ,
2025). It is, moreover, not feasible to involve in the core organizational procedures without
first obtaining cultural capabilities.

Cultural incorporation implies that jobholders can only insist entitlements and assume rank in
the organization they work for, if they gain articulate social competencies and learning about
the foremost organizational custom (Tedesse and Debela, 2024). Nevertheless cultural
incorporation primarily interest jobholders, it is a two-way procedure of social adaptation in
which the organization also has an obligation to educate and current avenues to relate to
jobholders and their demands (Tomasiewicz et al, 2024). Policies that facilitate this sort of
cultural incorporation involve coaching and support for jobholders socio-cultural
engagement,which can also assist them feel further at home.

Interactive incorporation relates to the admittance and inclusion of jobholders in the
connections and social essence of the organization. The requirements for interactive
incorporation are the solid elements of cultural incorporation, as well as the capability to
educate and administer the culture of the organization. The fourth and final social compass,
recognition incorporation, means that a jobholder has a passion of belonging to, and
recognition with, cohorts in the organization. These passions of belonging may often evolve
later in the incorporation procedure as an outcome of engagement and admittance.

Besides, Akahori et al (2024), hinted out that social incorporation demands that social
interactions be normative, interpreted as not sensed or observed as peculiar or strange, or
worthy of unusual focus and inside the scope of the anticipated or coherent with an intended
social norm. Moreover, Lutfiyya (2007) substantiated the view that social incorporation
implies that jobholders should have the privilege to interact with other colleagues inside and
outside the organization in other to establish close networks, and to accomplish complete
engagement in communal existence.

Jobholder Allegiance

Jobholder allegiance is producing individual power and inducing the human intellect
(Guedez and Rezende, 2024) interpreted allegiance as a bracing force that acts to retain
behavioral guidance when anticipation or fairness circumstances are not met and do not
operate. Allegiance is an accommodative force which demands that the individual recognize
the allegiance even in the encounter of unstable conducts and thoughts (Rodriguez-Rad et al,
2023). The social relative power of a person’s recognition with and involvement in a specific
organization. It is the mental social bond of a jobholder to an organization, the power of
which leans on the degree of jobholder involvement, loyalty and conviction in the guiding
principles of the organization. Jobholder allegiance according to (Jaw and Liu, 2004) is not
only a human association theory but includes generating human energy and inspiring the
human intellect. Without allegiance, the execution of contemporary thoughts and initiatives
will be jeopardized. Allegiance has also been interpreted as a cognitive state that attaches the
person to the organization. This attaching power can be experienced in various avenues that
can be guided by various perspectives involving: an affective binding and association with
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the social target, a compelled commitment to the social target, and a consciousness of the
costs related with terminating association with the social target.

Other authors mentioned that amidst studying jobholder allegiance there is need to identify
the sophistication with which social researchers have endeavored to formulate and perceive
allegiance as multi-faceted (Perewari and Stanfast, 2023). Nonetheless, jobholder allegiance
develops as a strategic alignment that connects persons, work, expertise, learning, social data
exchange, reparation, and the framework of the organization together to make the
organization become more efficient. Consequently, jobholders that practice association and
mandate of jobholders will in turn have multiplied the number of committed jobholders
within its organization, this is more quite profitable as it has been admitted elevate both
person and organizational results and makes organization further competitive than its
opponent.

Again, Hu et al (2023), had debated that no organization can be successful except its
jobholders are committed to the realization of organizational objectives. Moreover, Jo (2025),
advanced that the stretch to which jobholders are accomplished in carrying out their
numerous responsibilities may vary as a result of work community, job schemes and reward
structures. This may direct to numerous thresholds of contentment and allegiance, where
allegiance is shaky, it directs to low productive and absence of inducement, conversely, if
allegiance is high then innovativeness and inducement thresholds are always high. In
contrast, it could simply be tolerable to cite that allegiance is highly as a result of work
contentment threshold, which suggests that persons are driven to deliver value when they are
contented with what they do. Allegiance is most often interpreted as an association of
jobholders to the organization as a result of engagement in its procedure (Sallah, 2024). Gasic
et al (2024) described allegiance as trusting and embracing the goals and values essential in
an organization and having the aspirations to continue to be a part of the organization. Gallup
(2024) underscored that committed jobholders depict strong aspiration to continue
contributing to the advancement and accomplishment of the organization, thereby advancing
a reduced tendency for development.

Researchers such as (Sari, Hady, Elfiswandi, 2023) suggest one such theorization of
allegiance consisting three distinct entities these are, 1) Affective Allegiance,2) Continuance
Allegiance and 2) Normative Allegiance. The researchers gave a succinct portrayal of the
three, each of which reflects a unique fundamental mental level.

Affective Allegiance

Affective allegiance refers to the jobholder’s passionate attachment to, recognition with, and
engagement in the organization. In custom, ongoing employment social networks, a high
threshold of affective allegiance has been found to be associated to low jobholder turnover,
low absenteeism and advanced work performance thus jobholders with a robust affective
allegiance persist job with the organization because they want to do so (Bah et al, 2026).
Numerous researches, define the term allegiance as an affective orientation of the jobholders
toward the social organization. Jobholders with affective allegiance persist service with
organization because they want to do so.

Nonetheless, social cohesion allegiance dwells as the connection of a person’s affectivity and
passion to the cohort. However, affective allegiance to the goal and values and to the

168 Article DOI: 10.52589/g0Dr2BMX
DOI URL: https://doi.org/10.52589/g0Dr2BMX



British Journal of Management and Marketing Studies (BJMMS)
ISSN: 2689-5072

Volume 9, Issue 1, 2026 (pp. 164-176) www.abjournals.org

organization for its own benefit, apart from its absolutely essential value. Also, affective
approach as the relative strength of a person’s recognition with and association in a specific
organization. Thus, a person who is affectively engaged or passionately attached to the
organization trust in the objective and values of the organization works hard for the
organization and aim to remain with the organization. This further connects affective
allegiance with job observations where jobholders observe mentally pleasing passions (such
as approachable supervisors), multiplying their sense of competence (such as feedback). The
growth of affective allegiance includes identifying the organization’s value and incorporating
its principles and social standards.

Normative Allegiance

Normative allegiance evolves on the foundation of earlier observations influenced by clan -
based observations (parents that emphasize job commitment) or cultural observations
(approvals against professional mobility). Normative allegiance can increase via principles
that the jobholders possess. The normative aspect evolves as person’s insight of their ethical
duty to stay with a particular organization, regardless of how much status advancement or
success the organization provides the person over the years (Caldeira and Infante-Moro
2025). Consequently, normative allegiance duty is seen as a result of the receipt of
advantages (which inspires a passion that one should requite), and admission of the terms of a
mental contract. Normative allegiance reasons a person’s passion of social obligation to
conserve organizational membership because he or she believes it is purely accurate to be
steadfast to, and remain in, the organization. Notwithstanding normative allegiance is broadly
identified as an outstanding dimension of jobholder allegiance, it has been found to be mainly
inter-connected with affective allegiance (Sesay, 2025).

Correspondingly, also developed that normative allegiance is probable to emerge when
jobholders feel a high judgment of duty to withhold their jobs in a business owing to noticed
investment such businesses has made on them. Expressly, that as organizations make
immense investment both financial and non-financial towards advancing their staff that such
posture may evoke the desire for the jobholders to persist in the organization further than they
could have remained. To a massive stretch this could be the intention most organizations set
aside huge amounts of money as budget annually aimed at reparation, training and growth of
staff as a path to boost their welfare.

Continuance Allegiance

When jobholders enter into the organization, they are compelled to preserve a connect with
the organization or engaged to stay with the organization because of absence of alternative
privilege or consciousness of the costs linked with leaving the organization. The cost related
with leaving involves desirable advantages; the risk of wasting time, effort utilized obtaining,
disruption of individual bond. Continuance allegiance evolves on the foundation of dual
elements: (1) number of investment (wagers) persons make in their current organization and
(2) perceived absence of social alternatives. These investments can be anything that the
person regards valuable such as retirement accounts, organization advantages, social status
that would be lost by leaving the organization, which makes them remain with their current
jobholders. Correspondingly, absence of job choices also increases the noticed costs linked
with leaving the organization and therefore increase the continuance allegiance of jobholders
to the organization. The fact that continuance allegiance as cognitive continuance allegiance
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as that which happens when there is an advantage linked with continuing engagement and a
cost linked with departing ( Ayyashi et al, 2025). The essence that continuance allegiance can
be subdivided into deep sacrifice allegiance (individual sacrifice linked departing) and low
option allegiance (restricted privileges for other pursuit or business).

The technique of continuance allegiance develops when a person identifies that he or she will
lose investments (the money they gain as a result of the moment spent in the organization),
and perceives that there are no options or other course of engagement. When a person has
consciousness or review about costs and risks associated to departing the organization, this
sort of allegiance are contemplated to be predictive. Zulu-Chisanga (2023) particularized that
persons whose most significant association with the organization is grounded on continuance
allegiance remain with the organization directly because they have no option. Continuance
allegiance portrays a person’s demand to stay with the organization resulting from her or his
identification of the costs such as term, allowance, benefits, authorizing of pensions and clan
allegiance connected with departing the organization. It may also hint to a consciousness of
the costs linked with departing the organization. Jobholders whose predominant link to the
organization is grounded on continuance allegiance stay because they demand to act so.

Social Incorporation and Jobholder Allegiance

Ning (2023) validated the influence of social incorporation and jobholder’s affective
allegiance at job, from the insight of the jobholders of a railway logistics firm in Dazhang.
The research involved 226 jobholders of a private firm. The findings depict that, in terms of
affective allegiance, the highest averages were ascribed to the accomplishment, connection
with superior and relation with colleague’s elements, assuming that the jobholders feel
contented in their job, as well as perceive quality in the oversight, linked to coachings
acknowledged in order to promote professional engagement.

The higher levels of jobholder allegiance direct to organizational advantages including a
steady flow of developments, effectiveness and cost developments and meaningful jobholder
engagement (Radu, 2023). Engaged jobholders are trusted to enhance an organization as they
feel safe in their positions, are well coached, feel part of a company and are proud hence
admiring doing their works.

Social incorporation was also found to be positively linked to jobholder allegiance, hence the
social research review combines empirical evidence about the traits of extremely dependable
organizations such as a strong job ethic, extremely reliable and how these organizations grow
internal and external thus influencing jobholder allegiance.

Organizations comprise of folks. How well the organization works leans on how these folks
incorporate, they are working together holistically along either hierarchical or procedure lines
(Fridan and Maamari, 2024). How well folks work together is a critical element in the
achievement of any organization or cohort. Employers have customarily seen jobholders as
collections of persons held together via self-concern, regulations, assume of command. In
present times, there are multiple companies that assist social incorporation in the form of
quality circles, self-controlling groups and relationships. When observing any team of folks
who work together, one can recognize various social processes going on especially
communicating, impressing each other, collaborating with one another and competing (Sesay,
2023). Social incorporation procedure in an organization conveys accessibility of privileges
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to act and complexities and issues are addressed.

Researchers view social incorporation in an organization as communication, impression and
pro-social attitude or conduct. How well these incorporations efficiently act in the
organization is extremely responsible for the level of allegiance among the jobholders.
Extreme levels of allegiance are experienced in organizations where transmission pathways
are accessible and accountability is extremely transparency is highly inspired, positive
competition is experienced. For social incorporation to be viewed efficiently in an
organization social context, the organization must have a process that emphasizes work
via hierarchic social interactions structured around the organization chart, or
hierarchy which work completely organized around their company procedures which enclose
into full incorporation.

Through working and associating with each other, jobholders do further than just what they
are told hierarchic and further than what is interpreted as their job. When integrated persons
or cohorts influence the conduct of each other, it is referred social incorporation jobholders in
action with one another means incorporation of some type or sort. These incorporations
generate modern social attitudes of being engaged and hence the procedure becomes social.
Most organizations are interested with positive incorporation and interactions because these
establish a community which upgrades jobholder allegiance (Sesay, 2026).

A perfectly implemented social incorporation formulates a normative bond among jobholders
and inculcates in them the social duty to return, any advantages received by them. Whereas
investments accrue as jobholders make contributions that will be rewarded in the future,
mutualism would work in the contrary: a person would receive a benefit, such as coaching or
a privilege beyond his or her current capability, and would anticipate to repay it via future
allegiance. Research has shown that organizational investment in jobholder outcomes in
extreme levels of jobholders affective allegiance, especially extreme levels of jobholder
citizenship conduct . Additionally, empirical researches have shown that jobholder allegiance
are operations of various variables such as contentment, organizational assistance, monetary
reward, communication promotion outlook and how well jobholders are completely
incorporated into organizations social structures (Egbe et al, 2024).

CONCLUSION AND RECOMMENDATION

This sociological inquiry explored social incorporation as emerging theory in the work social
context with a special emphasis on manufacturing companies in Freetown, Western Urban
Sierra Leone. Constructed on findings and conceptual detection, social researcher concluded
that social incorporation contributes to jobholder allegiance. As researcher’s findings
indicate, social incorporation contributes to better affective allegiance, trust in the quality of
oversight and synergize the jobholders in the manufacturing agencies surveyed. Additionally,
social researcher observed that in manufacturing agencies where jobholders are socially
incorporated into the social system, data sharing is emphasized and jobholders tend to exhibit
further continuance allegiance that in turn engenders organizational growth. Thus, social
researcher recommends that manufacturing should embrace policies that will orient their
jobholders and incorporate them to the culture of the organizations so as to prevent work
alienation. Furthermore, that supervisors and heads of departments should inspire and

171 Article DOI: 10.52589/g0Dr2BMX
DOI URL: https://doi.org/10.52589/g0Dr2BMX



British Journal of Management and Marketing Studies (BJMMS)
ISSN: 2689-5072

2

Volume 9, Issue 1, 2026 (pp. 164-176) www.abjournals.org

enhance altruistic social conduct within their units and that organizational systems should be
planned in a sense that give jobholders entitlement and access to social positions and status in
critical establishment of the organization, as this will expand the allegiance level of the
jobholders.
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