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ABSTRACT 
Cooperative societies play a vital role in enhancing employee welfare through financial support and 
social services. At the Federal University of Agriculture, Abeokuta, these benefits may influence job 
satisfaction, yet empirical evidence remains limited. This study explores the relationship between co-
operative benefits and staff satisfaction to inform institutional policy and workforce development. The 
study examined the effects of Cooperative benefits on employees’ job satisfaction at the Federal Uni-
versity of Agriculture, Abeokuta, Ogun State, Nigeria. A multistage sampling procedure was used to 
select 77 respondents from agricultural-based Departments. Descriptive statistical tools of standard 
deviation, mean, frequencies, and percentages were used to analyze the objectives of the study. Infer-
ential statistical tools such as Chi-Square and Pearson Product Moment Correlation (PPMC) were 
used to analyse the hypotheses.  Most of the respondents (62.0%) were between the ages 
of 40 and 50 years, 57.7% were male and 91.5% married.  Cooperative membership helps to develop 

a saving culture (  = 3.49), access loans (  = 3.37) and investment (  = 2.51). Employees had 
favourable perception of Cooperative benefits because they help members improve their savings cul-

ture.  Financial strength (  = 4.51) and awareness level of members (  = 4.37) determine the ben-

efits derived from Cooperative membership. Employees had moderate level of job satisfaction (  = 
3.43). It is therefore recommended that Cooperative societies should be strengthened by ensuring the 
availability of comprehensive and competitive benefit packages. Also, transparent communication 
about the available Cooperative benefits, eligibility criteria, and the process for accessing these bene-
fits should be ensured.  
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satisfaction as there is no single way to satis-
fy all workers in the workplace.  
 
 Pandita and Dominic (2016) quoted Young 
(1984) that job satisfaction has a strong cor-
relation with the mental and physical health 
of an individual, which is the prerequisite to 
perform one's job efficiently in an organiza-
tion and lead a far more contented life in a 
society. Busque-Carrier (2022) is of the view 
that job satisfaction is shaped by intrinsic, 
extrinsic, and social work values, mediated 
by psychological need satisfaction. Quoting 
Spector (1997),  Pandita and Dominic (2016) 
also defined job satisfaction as the likes and 
dislikes among employees of their job. The 
differential definition of job satisfaction em-
phasizes the rewards, as what employees de-
serve and what they expect. However, re-
searchers found a strong correlation between 
age and the levels of job satisfaction, as most 
of such studies concluded that seasoned em-
ployees or workers tend to be more satisfied 
with their job than their younger counter-
parts.  
 
There are many definitions of job satisfac-
tion (Prihatin and Sudiyarningsih 2021), 
some of which are contradictory, namely 
how you feel about your job, like your job, 
active response to work, colleagues, status, 
work relationships, co-workers, and relation-
ships with your boss, including the fulfill-
ment of work needs. Job satisfaction con-
tains various dimensions and indicators. Em-
ployee satisfaction is the value obtained that 
exceeds what the employee wants (Vrinda 
and Nisha, 2015). People are believed to be 
more content with their jobs when they are 
happier with the job. 
 
Anusha et al., (2019) positioned that a coop-
erative society is an autonomous body of 
people united voluntarily to meet their com-

INTRODUCTION 
Background of the Study 
A cooperative society is a group of individ-
uals with common economic and social as-
pirations who work together to own a com-
pany that is governed democratically 
(Karakas, 2019). The word cooperative is 
derived from the word cooperation, which 
means to work or act together or jointly for 
a common cause or benefit (International 
Labour Organisation, 2017). Studies suggest 
that cooperatives can improve access to 
economic resources devoid of rigid interest 
rates or harsh conditions (Ma and Abdullai, 
2016; Mojo et al, 2017; Milovanovic and 
Smutka, 2018). In an increasingly competi-
tive global economy, cooperative societies 
play a vital role in empowering people to 
exercise control and improve their quality 
of life by providing an exclusive means for 
accomplishing one or two economic objec-
tives (Ajayi et al, 2021).  
 
Cooperative societies are vital in helping 
individuals or groups of people achieve a 
common goal more effectively. In general, 
cooperative efforts provide an economic 
boost to its members (Akerele and Adekun-
mbi, 2018), and it is established to satisfy 
people's common needs. The belief that a 
group of individuals will achieve goals that 
none can achieve individually has been the 
catalyst for the expansion of Cooperatives 
in society (Ajayi et al., 2021). Therefore, co-
operation has been a way of life in address-
ing the socio-economic challenges of peo-
ple, especially its members (Masuku et al, 
2016). 
 
Chandini et al. (2023) opined that job satis-
faction is a feeling that can produce a posi-
tive or negative effect on one’s roles and 
responsibilities at work and added that it is 
important to understand the concept of job 
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highlights that cooperative societies provide 
employees with better interpersonal relation-
ships, communication, and teamwork, all of 
which contribute to job satisfaction (Umesh, 
2020).  Agguiar (2021) stated that coopera-
tive membership has been linked to fulfilling 
members' needs, with factors such as mem-
bership duration and frequency of participa-
tion playing a role in enhancing satisfaction. 
 
As a result of poor data management, coop-
erative societies’ contributions to economic 
progress and well-being are not well docu-
mented in emerging nations like Nigeria 
(Ringim and Shaib, 2017). One of the signifi-
cant aspects of cooperative societies is the 
ability to empower people to exercise control 
and improve their standard of living by 
providing means for achieving one or more 
economic goals in an increasingly competi-
tive global economy (Ajayi et al. 2021).  
 
Cooperative societies play vital roles in Ni-
geria's tertiary system from the development 
and socio-economic point of view. This is 
done through the provision of financial sup-
port such as credit, supplies, and marketing 
assistance, as well as serving as platforms for 
social and economic empowerment (Global 
Survey on Women’s Participation in Cooper-
atives, 2015). An institutional cooperative 
society is a unique type of cooperative socie-
ty that includes both the associative and 
business components governed by the Inter-
national Cooperative Alliance's (ICA) poli-
cies in terms of values and principles of co-
operation. 
 

Institutional cooperative societies have been 
developed to assist members who lack nego-
tiating power in the global market to collec-
tively enhance their bargaining capacity, ac-
cess fair pricing, secure market linkages, and 
participate more equitably in value chains. 

mon economic, social and cultural needs 
and aspirations through a jointly-owned and 
democratically-controlled enterprise. Coop-
erative societies play a vital role when it 
comes to development goals. They not only 
generate income for their members but also 
offer a range of benefits (Anusha et al, 
2019). Calvert (1915) concetualized cooper-
ative as a form of organisation, wherein per-
sons voluntarily associate together as hu-
man beings based on equality, for the pro-
motion of their economic interests. 
 
Ibrahim and Yosepha (2025), posited that 
job satisfaction is influenced by various fac-
tors, including work environment, work-
load, and compensation. Research suggests 
that a positive work environment signifi-
cantly impacts employee satisfaction, while 
excessive workload can lead to dissatisfac-
tion (Ibrahim and Yosepha, 2025).  Com-
pensation also plays a crucial role in deter-
mining job satisfaction, as fair pay and ben-
efits contribute to employees feeling valued 
(Ibrahim and Yosepha, 2025).   Theories of 
job satisfaction highlight factors such as 
achievement, recognition, responsibility, 
and working conditions as key determinants 
of employee performance (Dugguh and  
Dennis, 2014).  
 
Castel et al.  (2019) opined that cooperative 
membership can have significant effects on 
job satisfaction among members. Studies 
suggest that working within a cooperative 
structure often leads to higher job satisfac-
tion due to factors such as democratic deci-
sion-making, shared ownership, and a sense 
of communism (Castel et al., 2019) Research 
has shown that employees in cooperative 
societies tend to experience greater meaning 
in their work and higher satisfaction levels 
compared to those in traditional business 
models (Castel et al., 2019). Another study 
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some members of cooperative societies are 
misled by the idea that they are only intend-
ed for members to contribute and borrow 
money from time to time to meet urgent 
needs, leaving behind other benefits offered 
to members of cooperative societies.  
 
With all the apparent attempts by coopera-
tive societies, there is no evidence of im-
proved employee satisfaction. This study 
therefore, aimed to investigate the effects of 
cooperative benefits on cooperative mem-
bers' job performance at Federal University 
of Agriculture, Abeokuta, Ogun State, Nige-
ria. 
 
Objectives of the Study 
The main objective of the study was to ex-
amine the effects of cooperative benefits on 
the job satisfaction of workers.    
Specific objectives were to: 
 
1. describe the socio-economic characteris-
tics of the respondents in the study area; 
2. ascertain various cooperative benefits that 
contribute to the job satisfaction of employ-
ees in study area; 
3. determine respondents’ perception to-
wards cooperative benefits in the study area; 
4. identify the level of job satisfaction as a 
result of membership in the cooperative and 
5. determine the factors affecting access to 
cooperative benefits. 
 
Hypotheses of the Study 
The following null hypotheses were tested: 
H01: There is no significant relationship be-
tween respondent socio-economic character-
istics and job satisfaction; 
H02: There is no significant relationship be-
tween benefits derived from cooperative and 
job satisfaction. 
H03: There is no significant relationship be-
tween respondents’ perception of coopera-

 Institutional cooperatives are now more 
democratic and accepted as a way to im-
prove members' standard of living. They are 
also more accessible to staff members. In 
contrast to what is available in the financial 
sector of the economy, institutional cooper-
atives have offered members quality satis-
factory services (Chandran and Kumar, 
2024)  
 
Statement of Problem for the Study 
In the Nigerian society, the entire labour 
force is characterized by a common sense 
of dissatisfaction, and the Nigerian Univer-
sity Staff is included in the wide-ranging 
pattern of dissatisfaction and adversity. In 
recent years, a rash of industrial disputes 
has occurred in Nigerian public Universities 
as a result of the failure of the management 
to reassess conditions of service in the face 
of increasing costs of living (Fapohunda, 
2015). Study of Odey et al (2018) found that 
cooperative societies are vital in raising the 
standard of living of workers in terms of 
medical bills, purchase of cheap plots of 
land, building houses, paying house rents 
and paying children’s school fees. 
 
Over time, cooperative societies have 
evolved into a state of instability. Coopera-
tives have been affected by a variety of cri-
ses in virtually every corner of the world, 
particularly Nigeria, which have hindered 
their contribution to the improvement of 
members’ well-being (Ajayi et al., 2021). 
Some Nigerian Universities have flourishing 
and vibrant cooperative societies with active 
participation of members, while others do 
not have, and where they exist, are non-
functional, and the socio-economic factor 
of members is not often considered before 
setting up some or most cooperative socie-
ties. (Mammud and Vincent, 2019). Mam-
mud and Vincent (2019) also noted that 
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versity consists of ten (10) Colleges.  
 
Sampling Techniques and Sample Size 
The target population of the study com-
prised lecturers who are members of a coop-
erative society across the Agricultural-based 
Colleges in the Federal University of Agricul-
ture, Abeokuta, Ogun State, Nigeria. A Mul-
tistage sampling procedure was used to select 
77 respondents (Table 1). Firstly, three 
(Agric-based Colleges) out of the ten existing 
Colleges were purposively selected for the 
study. Secondly, 50% of the existing Depart-
ments in each of the Colleges were selected 
and finally, 50%  of the existing lecturers in 
each of the selected Departments were se-
lected as the sample size for the study. Out 
of the 77 questionnaire administered, only 
71, representing 92.2% were retrieved. 

tive benefits and job satisfaction. 
 

METHODOLOGY  
Study Area 
This study was carried out at the Federal 
University of Agriculture, Abeokuta 
(FUNAAB), Ogun State, Nigeria. Ogun 
State is in Southwestern Nigeria. It borders 
Lagos State to the south, Oyo and Osun 
States to the north, Ondo to the east and 
the Republic of Benin to the west. Abeoku-
ta is the capital and largest city in the state. 
The 2006 census recorded a total popula-
tion of 3,751,140 residents. The state is a 
major manufacturing hub in Nigeria with a 
high concentration of industrial estates.  
 
The Federal University of Agriculture, Abe-
okuta (FUNAAB), is one of the three Uni-
versities of Agriculture in Nigeria. The Uni-
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Table 1: Sample frame of the study area 

Colleges Departments 50% of Depart-
ment 
selected for the 
study 

Number of 
Lecturers in 
the 
Departments 

50% of popula-
tion 
selected as the 
sample size 

COLPLANT CPT HRT 15 8 
HRT PPCP 20 10 
PPCP SSLM 17 9 
PBST       
SSLM       

COLAMRUD AGAD AEFM 24 12 
AEFM AGAD 13 7 
GNS       
AERD       

COLANIM ABG ANN 19 10 
ANN ANP 15 8 
ANP APH 26 13 
APH       
PRM       
 Total   149 77 
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young and vibrant. 
 

Sex: 57.7% of the respondents were males 
(Table 2). It could be inferred from the find-
ings that there were more male respondents 
in the research institute/university commu-
nity than female. This could be as a result of 
the emphasis placed on men by society as 
being responsible for their household mem-
bers, thereby making women dependent. 
Adeogun et al (2017) posited that male indi-
viduals were more involved in agricultural 
services provision than their female counter-
parts. 
Marital Status:  Majority (91.5%) of the re-
spondents were married, while 8.5% were 
not married. This is expected because of the 
influence of tradition that encourages mature 
people to get married in this part of the 
world. Marriage in this part of the world is 
accorded great importance; society strongly 
believes that marriage comes with a sense of 
responsibility. As posited by Fapojuwo et al. 
(2021). Marriage can be a valuable asset to an 
organization, as married employees often 
bring a heightened sense of responsibility, 
stability, and commitment to their roles. 
Their experiences in managing family re-
sponsibilities cultivate essential skills such as 
time management, problem-solving, and 
emotional intelligence, which can enhance 
workplace productivity. Also, organizations 
that support work-life balance foster a more 
engaged and loyal workforce, benefiting 
from employees who are motivated to con-
tribute meaningfully while maintaining their 
familial commitments. 
Academic Qualification:  Majority (91.5%) 
of the respondents were Ph.D holders while 
8.9% were holders of Master’s certificates 
(Table 2), showing that employees in the 
study area were highly educated. Obayelu 
and Ayinde (2020) posited that education 

Data Collection and Data Analysis 
Primary data were collected through the use 
of questionnaire administered to the re-
spondents. The questionnaire contained 
items that elucidate the objectives of the 
study. Secondary data were obtained from 
existing information or materials that are 
relevant to this research work. This was 
generally collected from journals, textbooks 
and internet materials.  
The independent variables were personal 
characteristics of the respondents, various 
cooperative benefits, perceptions of re-
spondents towards cooperative benefits and 
factors affecting access to cooperative bene-
fits. The Dependent variable was the Level 
of Job Satisfaction. Data were analysed us-
ing descriptive and inferential statistical 
analysis. Descriptive statistics such as stand-
ard deviation, mean, frequencies and per-
centages were used to describe the stated 
objective. Inferential statistics such as Chi-
Square and Pearson Product Moment Cor-
relation (PPMC) were used to analyze the 
stated hypotheses. 
 

RESULTS AND DISCUSSION 
Personal Characteristics of Respondents  
Age:  Most (62.0%) of the respondents 
were within the age bracket 40 – 50 years, 
22.5% were above 50 years while 15.5% 
were 40 years and below (Table 2). The av-
erage age was found to be 45 years. As em-
ployees age, they tend to develop an in-
creased sense of responsibility and exhibit 
higher levels of psychological maturity. This 
progression is often associated with cogni-
tive and emotional development, social ex-
periences, and the acquisition of life skills 
that contribute to more refined decision-
making and a heightened awareness of so-
cial obligations. Therefore, it could be in-
ferred from the results that the majority of 
the respondents in the study area were still 
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formance negatively.  
 
Rank:   Majority (98.6%) of the respondents 
were senior staff, while 1.4% were junior 
staff (Table 2), implying that most of the em-
ployees have acquired sufficient work experi-
ence that would help access opportunities 
and promote job satisfaction at work place.  
This result is supported by Abiona et al. 
(2017) that there are more senior staff in re-
search and educational institutions like the 
universities than other levels of management 
in Southwest, Nigeria. 

signifies professional competence. This im-
plies that workers in the study area were 
highly competent.  
 
Monthly Income: The Average income of 
the respondents was ₦123,239.4 per 
month. The findings indicate that 49.4% of 
the respondents received ₦100,000 and be-
low, 28.1% received between ₦100,001-
₦200,001 and 22.5% received between 
₦200,001 and ₦300,000 (Table 2). It could 
be inferred from the findings that employ-
ees received a considerably low amount of 
money, which could influence their job per-
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Table 2: Personal characteristics of respondents 

Variables Frequency Percentage Mean Std 

Age (Years)         
≤40 11 15.5 44.93 7.79 
40-50 44 62.0     
Above 50 16 22.5     
Sex       
Male 41 57.7     
Female 30 42.3     
Years of Service:       
≤5 24 33.8     
6-10 27 38.0     
11-15 16 22.5     
16-20 2 2.8     
>20 2 2.8     
Religion     123,239.44 81,125.91 
Christianity 45 63.4     
Islam 26 36.6     
200001-300000 16 22.5     
Rank       
Middle 1 1.4     
Senior 70 98.6     

Source: Field Survey, 2024 
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tives (Table 3). This suggests that individuals 
in the study area consider saving and access 
to loans as crucial aspects of cooperative 
benefits. Encouraging and fostering a culture 
of saving could serve as a strategic approach 
to enhancing the financial stability and secu-
rity of individuals within the community. By 
promoting responsible financial habits, indi-
viduals may build resilience against economic 
uncertainties and create a foundation for 
long-term prosperity. However, tax exemp-

tion (  = 1.65), financial grants (  = 1.65), 

and acquisition of properties (  = 1.58) 
were rated low (Table 3). 

Benefits Derived from Cooperative  

Harnessing a saving culture (  = 3.49), 

access to loans (  = 3.37), opportunities 

for investment (  = 2.51), social benefits (

 = 2.44), dividend accrue to members at 

the end of the year (  = 2.42), profit shar-

ing (  = 2.39), networking (  = 2.34), 

special discounts (  = 2.04) and corporate 

power for decision making (  = 2.03) were 
the major benefits derived from coopera-
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Table 3: Various Cooperative Benefits 

Benefits Always Often Some-
times Never  

Std. 
d. 

Harnessing a saving cul-
ture 46(64.8) 18(25.4) 3(4.2) 4(5.6) 3.49 0.83 
Access to loan 33(46.5) 33(46.5) 3(4.2) 2(2.8) 3.37 0.70 
Opportunity for Invest-
ment 6(8.5) 29(40.8) 31(43.7) 5(7) 2.51 0.75 
Social benefits 4(5.6) 32(45.1) 26(36.6) 9(12.7) 2.44 0.79 
Dividend accrue to mem-
bers at the end of the year 8(11.3) 18(25.4) 41(57.7) 4(5.6) 2.42 0.77 
Profit sharing 8(11.3) 24(33.8) 27(38) 12(16.9) 2.39 0.90 
Networking 8(11.3) 20(28.2) 31(43.7) 12(16.9) 2.34 0.89 
Special discounts 7(9.9) 16(22.5) 21(29.6) 27(38) 2.04 1.01 
Corporate power for deci-
sion making 4(5.6) 15(21.1) 31(43.7) 21(29.6) 2.03 0.86 
Acquiring knowledge and 
expertise financial man-
agement 2(2.8) 10(14.1) 43(60.6) 16(22.5) 1.97 0.70 
Training and workshops 3(4.2) 3(4.2) 36(50.7) 29(40.8) 1.72 0.74 
Tax exemption and finan-
cial grants 8(11.3) 3(4.2) 16(22.5) 44(62) 1.65 1.00 
Acquisition of properties 2(2.8) 2(2.8) 31(43.7) 36(50.7) 1.58 0.69 

Source: Field Survey, 2023 
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sion-making process (  = 3.96), no conse-
quences for violation of cooperative rules 

and regulations (  = 3.89). In addition, co-
operative society’s management is not fully 
concerned about the welfare of the members 

(  = 3.87), and finally, openness and trans-
parency between management and members 

(  = 3.85) – Table 4. This implies that the 
cooperative society has effectively promoted 
and strengthened a savings culture among its 
members, contributing to their improved 
financial stability and security. Also, it signi-
fies that the members are content with the 
cooperative society's governance structure, 
policies, and regulations, indicating effective 
management and decision-making processes 

Perception of Respondents on Coopera-
tive Benefits 
 
Cooperative society has helped to improve 

members saving culture (  = 4.54) ) – Ta-
ble 4, members satisfied with the policies, 
rules, and regulations of its cooperative so-

ciety (  = 4.41), satisfaction with the con-
ditions for becoming a member of the co-

operative society (  = 4.28), cooperative 
management’s showing concern about 

members effective financial status (  = 
4.10), making incentive available to mem-
bers by cooperative management a taboo (

 = 3.97), members involvement in deci-
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Table 4: Perception of Respondents on Cooperative Benefits 

Statements 
 

Std. d. 

My cooperative society has enhanced my savings culture 4.54 0.79 
I am satisfied with the policies, rules and regulation of my cooperative society 4.41 0.62 
I am satisfied with the conditions to becoming a member of my cooperative 
society 4.28 0.74 
The management’s concern about my financial status is effective 4.10 0.81 
It is like a taboo in my cooperative society for management to make incen-
tives available to members 3.97 1.03 
Members are involved in the decision-making process 3.96 1.03 
There are no consequences for violation of the rules and regulations 3.89 1.18 
My cooperative society’s management is not fully concerned about the wel-
fare of the members 3.87 1.08 
There is openness and transparency between management and members 3.85 1.19 
The management of my cooperative society is committed to providing access 
to loans only. 3.68 1.49 
Members have access to all the benefits of my cooperative society 3.46 1.25 
Loyal and active members are not recognized or appreciated 3.46 1.21 
The management makes random decisions without considering the members 3.38 1.28 
There is no provision for members’ health and welfare 3.31 1.15 
Active and inactive members have equal access to benefits 3.28 1.29 
The members do not have easy access to training and education 3.04 1.11 

 

Source: Field Survey, 2024 
Strongly Agree (SA), Agree (A), Undecided (UD), Disagree (D), Strongly Disagree (SD) 
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negligence to members’ needs (  = 3.01), 
were the least critical factors affecting coop-
erative benefits. This implies that financial 
robustness of the cooperative society has a 
significant influence on members' access to 
benefits. A strong financial position enables 
cooperative society to offer a diverse range 
of benefits and services thereby ensuring 
sustainable service delivery and long-term 
member satisfaction. 

Factors Affecting Access to Cooperative 
Benefits 

The financial strength of the cooperative 

society (  = 4.51), level of awareness of 

the available benefits (  = 4.38) were the 
most critical factors affecting accesss to co-
operative benefits (Table 5) while lack of 

resources (  = 3.01), and management’s 
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Table 5: Factors Affecting Access to Cooperative Benefits 

Statements 
 

Std. 

Financial strength of cooperative society 4.51 0.65 
Level of awareness on available benefits 4.38 0.82 
Transparency among members and management 3.90 1.22 
Level of effective communication 3.79 1.05 
Relevance of benefits to personal needs or interest 3.65 1.08 
Willingness to participate in cooperative activities 3.65 1.22 
Level of satisfaction of members 3.41 1.29 
Lack of motivation 3.41 1.10 
Members’ perception of leadership’s allocation of benefits 3.35 1.34 
Dishonesty among members and management 3.04 1.28 
Lack of resources 3.01 1.54 
Management’s negligence to members’ needs 3.01 1.32 
Members’ little or no interest in the benefits 2.79 1.18 
Wrong attitudes of members to cooperative society 2.76 1.26 
Inadequate understanding of the cooperative society’s 
principles/laws 2.69 1.29 
Access to training 2.56 1.31 

Source: Field Survey, 2023 
Strongly Agree (SA), Agree (A), Undecided (UD), Disagree (D), Strongly Disagree (SD) 

Respondents’ Level of Job Satisfaction 
 Respondents deliberately seek out learning 
opportunities rather than waiting to be sent 

to training (  = 4.42); Employees proac-
tively engaging in learning rather than wait-

ing for formal training suggests a strong in-
trinsic motivation for professional develop-
ment (Table 6). This indicates a workplace 
culture that supports continuous improve-
ment, which can positively impact job satis-

J. Hum. Soc. Sci. Crtv. Arts 2025, 20: 126– 143 



                                                                                                                                                                                                                                                    

 

 

relevant, there may still be gaps in its applica-
bility or accessibility that could be improved.  
Sense of Pride in Work (xÿ = 3.86): Feeling 
pride in one's work is a strong indicator of 
job satisfaction. Employees who take pride 
in their contributions are generally more 
committed and motivated. However, this 
score is somewhat lower than other factors, 
suggesting that more efforts may be needed 
to reinforce employees’ sense of achieve-
ment. 
 
Feeling Unappreciated (xÿ = 3.49): Despite 
having a sense of pride, many employees feel 
underappreciated. This could indicate a gap 
in employer recognition strategies, suggest-
ing a need for improved appreciation mecha-
nisms such as rewards, positive feedback, or 
public acknowledgment. 
 
Limited Promotion Opportunities (xÿ = 
3.46): A low satisfaction score in career ad-
vancement suggests that employees feel 
stuck in their roles, which can lead to disen-
gagement and decreased morale over time. 
Organizations may need to provide clearer 
pathways for growth to boost satisfaction. 
Receiving Recognition for Good Work (xÿ 
= 3.24): Recognition for good performance 
is essential for maintaining motivation (Table 
6). A lower score in this area suggests that 
employees may not feel adequately acknowl-
edged, which could contribute to frustration 
or decreased enthusiasm for their roles. 
 
In summary, the results indicate that employ-
ees exhibit strong engagement in learning 
and workplace relationships, which positively 
influences their job satisfaction. However, 
concerns regarding lack of recognition and 
limited promotion opportunities highlight 
key areas for improvement. Addressing these 
gaps—such as enhancing appreciation mech-
anisms and career progression opportuni-

faction by fostering a sense of competence 
and career growth.  
 
Having Learning Goals for Current and Fu-
ture Roles (xÿ = 4.37): Setting personal 
learning goals reflects a forward-thinking 
approach among employees. When individ-
uals have clear objectives tied to their job 
roles and future aspirations, they are more 
likely to feel engaged and invested in their 
work, contributing to higher job satisfaction 
(Table 6). 
 
Open Communication in the Workplace 
(xÿ = 4.23): Transparent and open commu-
nication is a fundamental aspect of job sat-
isfaction. Employees who perceive a com-
municative work environment are likely to 
feel valued, understood, and included in 
decision-making processes, reducing work-
place conflicts and improving collaboration. 
  
Proactiveness in Improving Work Processes 
(xÿ = 4.20): Employees actively seeking 
ways to enhance their work processes indi-
cate a high level of engagement and com-
mitment. This not only contributes to inno-
vation but also aligns with personal job ful-
fillment, as employees feel a sense of con-
trol and achievement.  
 
Enjoying Coworkers (xÿ = 4.13): Work-
place relationships play a crucial role in job 
satisfaction. Employees who enjoy working 
with their colleagues tend to experience 
greater emotional support, teamwork, and 
camaraderie, which can positively influence 
their overall work experience.  
 
On-the-Job Training Application (xÿ = 
3.87): Training that directly applies to job 
roles enhances employee efficiency and ef-
fectiveness. A moderate level of satisfaction 
in this area suggests that while training is 
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ing behaviors can lead to enhanced skills and 
knowledge among employees. By focusing 
on learning goals that prepare them for fu-
ture positions, employees can be better 
equipped to take on more senior roles within 
the organization. Adeogun et al. (2017) ex-
pressed that job satisfaction is a result of an 
employee's perception of how well the job 
provides those things that are viewed as im-
portant. 

ties—could significantly boost overall job 
satisfaction. 
 
These findings suggest that the employees 
in the study area are actively engaged in 
their professional development, which can 
have positive implications for their job sat-
isfaction and overall performance. Employ-
ees who actively seek out learning opportu-
nities are likely to feel more fulfilled and 
satisfied in their roles. Also, proactive learn-
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Table 6: Level of Job Satisfaction 

Statements on Job Satisfaction  
Std. d. 

I deliberately seek out learning opportunities rather than waiting to 
be sent to training 4.42 0.71 
I have learning goals designed to enhance my current work assign-
ment and to prepare me for future positions 4.37 0.80 
There is open communication in my workplace 4.23 0.93 
I am proactive in seeking ways to improve what I do 4.20 0.97 
I enjoy my coworkers 4.13 0.77 
Overall, the on-the-job training I receive applies to my job 3.87 1.18 
I feel a sense of pride in doing my job 3.86 1.22 
I do not feel that the work I do is appreciated 3.49 0.91 
There is really too little chance for promotion in my job 3.46 1.35 
When I do a good job, I receive recognition for it 3.24 1.81 
Many of our rules and procedure makes doing a good job difficult 3.14 1.13 
There is too much bickering and fighting at work 3.08 1.44 
My supervisor shows too little interest in the feelings of subordi-
nates 3.07 1.29 
The benefits we receive are as good as those most other organiza-
tions offer. 2.21 0.88 
I don’t feel my efforts are rewarded the way they should be 2.10 1.26 
I have too much work to do 2.08 1.17 

Source: Field Survey, 2023 3.34 
Strongly Agree (SA), Agree (A), Undecided (UD), Disagree (D), Strongly Disagree 
(SD) 

Test of relationship between personal 
characteristics of the respondents and 
job satisfaction  
 
The null hypothesis, “there is no signifi-

cant relationship between personal character-
istics of the respondents and job satisfac-
tion” was tested using Chi-square analysis 
and Pearson Product Moment  There was no 
significant relationship between sex 
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0.12 and p = 0.13) exceed the conventional 
significance threshold, there is insufficient 
evidence to conclude that either variable 
plays a decisive role in determining the level 
of job satisfaction (Table 8). This implies 
that age and monthly income, while poten-
tially important in some contexts, do not ap-
pear to strongly influence employees' satis-
faction levels in this particular study. Other 
factors, such as workplace culture, leadership 
quality, job autonomy, career growth oppor-
tunities, or interpersonal relationships, may 
serve as more impactful determinants. 

(χ2=19.60, df=1), marital status (χ2=15.85, 
df=1), religion (χ2=25.42, df=1), years of 
service (χ2=76.92, df=4), academic qualifi-
cation (χ2=16.19, df=1), rank (χ2=16.99, 
df=1) and level of job satisfaction (Table 7). 
Age (r =0.19; p=0.12), monthly income (r 
=0.19; p = 0.13) were not significantly relat-
ed to respondents' job satisfaction (Table 
8). Age and monthly income do not have a 
significant relationship with job satisfaction 
among the respondents. Since both correla-
tion coefficients (r = 0.19) are relatively 
weak, and their respective p-values (p = 
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Table 7: Test of relationship between personal characteristics of the respondents  
                and the level of job satisfaction  

Variables χ2 df p-Value Decision 

Sex 19.60 1 0.54 NS 

Marital status 15.85 1 0.78 NS 

Religion 25.42 1 0.27 NS 

Years of service 76.92 4 0.70 NS 

Academic qualification 16.19 1 0.76 NS 

Rank 16.99 1 0.71 NS 

Source: Field Survey, 2023 
NS = Not Significant 

Table 8: Test of relationship between some personal characteristics of respondents  
               and level of job satisfaction  

Variables r p-Value Decision 

Age 0.19 0.12 NS 

Monthly income 0.19 0.13 NS 

Test of the relationship between cooper-
ative benefits and employees' level of 
job satisfaction  
There was a significant relationship between 
cooperative benefits (r =0.31) and employ-

ees' job satisfaction (Table 9). There was a 
positive and significant relationship be-
tween cooperative benefits and employees' 
level of job satisfaction. This implies that an 
increase in cooperative benefits will have a 

Source: Field Survey, 2023 
NS = Not Significant 
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in their overall job satisfaction. This suggests 
a positive correlation between the perception 
of cooperative advantages and the degree of 
satisfaction experienced in the workplace. 

resulting increase in the level of job satisfac-
tion among employees. When employees 
hold a favorable perception of cooperative 
benefits, there is a corresponding increase 
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Table 9: Test of relationship between cooperative benefits and employees job  
    satisfaction  

Variables r p-Value Decision 

Relationship between cooperative benefits 
and employees job satisfaction 

0.31 0.01 S 

Source: Field Survey, 2023 
S = Significant 

Test of relationship between perception 
of respondents on cooperative benefits 
and employees level of job satisfaction 
 
There was no significant relationship be-
tween perception of respondents on coop-
erative benefits (r = -0.11) and employees 
level of job satisfaction (Table 10). This 
suggests that other factors beyond coopera-
tive benefits may play a more critical role in 

influencing employees' level of job satisfac-
tion. Elements such as workplace environ-
ment, leadership style, career growth oppor-
tunities, compensation, and interpersonal 
relationships could be stronger determinants. 
The negative correlation, although weak, im-
plies that in some cases, a higher perception 
of cooperative benefits might slightly coin-
cide with lower job satisfaction, but the ef-
fect is minimal and unreliable for drawing 

Table 10: Test of relationship between perception of respondents on cooperative  
      benefits and job satisfaction  

Variables r p-Value Decision 

Relationship between the perception of re-
spondents on cooperative benefits and their 
job satisfaction 

-0.11 0.34 S 

Source: Field Survey, 2023 
S = Significant. 

Test of significant relationship between 
factors affecting respondents’ access to 
cooperative benefits and the level of job 
satisfaction 
 
There was no significant relationship be-
tween factors affecting workers’ access to 
cooperative benefits (r=-0.10) and employ-

ees' job satisfaction (Table 11). Factors influ-
encing workers' access to cooperative bene-
fits do not have a statistically significant im-
pact on their level of job satisfaction. With a 
correlation coefficient of r = -0.10 and a p-
value greater than 0.05, the relationship was 
weak and lacked predictive relevance. 
This indicates that employees' ability to ac-

J. Hum. Soc. Sci. Crtv. Arts 2025, 20: 126– 143 



                                                                                                                                                                                                                                                    

 

 

benefits might slightly correspond to higher 
job satisfaction—but this effect is minimal 
and not meaningful. 
 
Organizations aiming to improve job satis-
faction should not rely solely on enhancing 
access to cooperative benefits. A more holis-
tic approach that considers various aspects 
of employee well-being and motivation 
would likely yield more substantial results. 

cess cooperative benefits is not a major de-
terminant of their overall job satisfaction. 
 
Other workplace factors, such as job securi-
ty, remuneration, organizational culture, 
career development opportunities, and in-
terpersonal relationships, may exert a 
stronger influence. The negative correlation, 
though weak, implies that in certain cases, 
increased barriers to accessing cooperative 
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Table 11: Test of relationship between factors affecting respondent’ access to co 
     operative benefits and  job satisfaction 

Variables r p-Value Decision 

Relationship between the factors affecting 
respondents’ access to cooperative benefits 
and  job satisfaction 

-0.10 0.42 NS 

Source: Field Survey, 2023 
S = Significant 

Summary, Conclusion and       
Recommendations 

The study examined the effects of coopera-
tive benefits on employee job satisfaction at 
the Federal University of Agriculture, Abeo-
kuta, Ogun State, Nigeria. The major coop-
erative benefits available for employees 
were: harnessing a savings culture, access to 
loans, and investment. Employees had a 
favourable perception of cooperative bene-
fits as a cooperative society has enhanced 
their savings culture. The major common 
factors affecting access to cooperative bene-
fits were the financial strength of the coop-
erative society and the level of awareness of 
the available benefits.  
 
In conclusion, employees had a moderate 
level of job satisfaction, and cooperative 
benefits are related to employees' level of 
job satisfaction. 
 

It is therefore recommended that: 

i. Comprehensive and competitive benefit 
packages that cater for the diverse needs 
and preferences of employees should be 
developed. This can include health insur-
ance, retirement plans, flexible work ar-
rangements, and professional develop-
ment opportunities. 

ii. Ensuring transparent communication 
about the available cooperative benefits, 
eligibility criteria, and the process for 
accessing the benefits. This transparency 
will foster trust and increase employees' 
understanding of the value provided by 
the cooperative society; fostering strate-
gic partnerships and alliances with other 
cooperative societies, financial institu-
tions, or organizations that share similar 
objectives.  

iii. Collaborative ventures can provide ac-
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