AN EXAMINATION OF JOB SATISFACTION AND ITS RELATION TO
MOTIVATION NEEDS AND SOME DEMOGRAPHIC VARIABLES IN
TWO DIFFERENT CULTURES (SAUDI ARABIA AND THE UK)

PHD THESIS

FAHAD ALNOEIM

NEWCA TLE UNIVERSITY LIBPAPY

-y s i riw il N Sy w#“mm“mﬁﬂww#liﬂi*ﬂ'ﬁiw

203 02872 ©

St e Wer e e e e pes gk S Wl e eeR  pv Ggee Wi BN R BN WM R Tl e M M ey ael e

School of Management
Faculty of law, Environmental and Social Sciences
University of Newcastle-Upon-Tyne

November 2002



DEDICATED
TO
MY MOTHER

FOR HER LOVE AND AFFECTION THROUGHOUT MY LIFE

MAY SHE REST IN PEACE

I




LIST OF CONTENTS

ABSTRACT . cciteetecrececeessacsscccssssesscsssancessssssoscsssssssscssssessssssssosses | A%

EXECUTIVE SUMMARY . iccccctcececectssssesessesssssscssscessssssssscsssccsasse \%
DECLARATION. tetectetetestcssssccccssccssssssaasscssassssssssssscsccsssssnasssssens XI
ACKNOWLEDGEMENT ...cceeeeeiiscicncccrscccerenscnsotacacscsssasscasssans X1l
TABLE OF CONTENTS. icctetetetetsseascescesssssssesssctcsesscssassscscsscssssscs XIII
LIST OF TABLES..cccitteeetetttessctessssssccccsscreesssrcrccscsccsssccccsscssnsnces XIX
LIST OF FIGURES. . cccetttecttatsstssarsserscsssssscsscsccasssssssssssscscscescsses XXIII

[11



ABSTRACT

This research considers job satisfaction in two different cultures using a quantitative perspective.
Questionnaires were used to collect the data for this study. The questionnaire has four parts: a
job satisfaction scale developed by the researcher specifically for this study, the consequences of
the level of job satisfaction part developed by the researcher, Manifest Need Questionnaire
(MNQ), and the demographic part developed by the researcher. The subjects of this study were
406 middle managers from private organisations in Saudi Arabia, and 154 middle managers from
private organisations in the North East region, England, UK. This thesis explores job satisfaction
and 1ts relation to the satisfaction with six job facets, satisfaction with co-worker, work itself,

promotion, pay, supervision, and recognition. The six job facets were also examined in relation
to the satisfaction with some variables associated with them. This thesis also examines the

relationship between job satisfaction and motivation needs and some demographic variables.
Significant positive relationships between the overall job satisfaction and the satisfaction with
these job facets were hypothesized; and also significant positive relationships between job
satisfaction and the four motivation needs (need for achievement, need for affiliation, need for
dominance, and need for autonomy) were hypothesized in this study.

Factor analysis gave us similar structure in the two samples. The two sets of factors contain
exactly the same 1tems, suggesting that using the items in this survey, managers in the two
countries conceptualise job satisfaction components in the same way. T-tests results suggest that
there are statistically significant differences in the average satisfaction with co-worker, work
itself, promotion, and supervision between the two samples, and no significant differences 1n the

average satisfaction with pay, recognition, and overall job satisfaction were found between the
two samples.

The findings of this study support the notion that the level of job satisfaction has an effect on the
employee’s attitude towards the job and the organisation. It was found that satisfaction with the

job accompanied favourable consequences and vice versa in the two samples. Job satisfaction
was found to have very weak correlations with the four motivation needs in the two samples.
Positive significant moderately weak relationships between job satisfaction and age, annual
salary, working in the same organisation, education, and number of dependants; and a very weak
relation with the length of service in the Saudi sample. In the UK sample, very weak correlations
were found between job satisfaction and the demographic variables; correlation with education
was a significant but negative one and correlation with number of dependants was negative also.

Pearson Product-Moment Correlation test was employed to test the research hypothesis.
Significant positive relationships between the overall job satisfaction and the satisfaction with

the six job facets were found, and hypotheses regarding the relationship between the four
motivation needs and job satisfaction were rejected.
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EXECUTIVE SUMMARY

1. Introduction

Economic growth and development 1ssues pose major problems to developing countries (Al-
salamah, 1994). According to Al-salamah, one of the major causes of economic backwardness in

developing countries as a whole and in Saudi Arabia in particular 1s not a lack of resources or
specific geographical disadvantage, but the lack of well qualified and experienced managers.

According to Alqonabet (1998), there is a desperate need in Saudi Arabia to develop effective
management in both private and public sectors of the economy. He argued that industrialisation
and economic development of Saudi Arabia depends on the existence of efficient and dedicated
managers who are motivated to work hard to achieve the goals of the organisation.

One of the greatest problems facing management in developing countries such as Saudi Arabia 1s
how to motivate and support their work forces in order to generate maximum individual and
collective efforts (Machungwa and Schmitt, 1983; At-Twaijri et al, 1995). Problems of motivation
and job satisfaction have continued to plague many developing countries like Saudi Arabia, and
are evident from the very low productivity, inefficiencies, and lack of will to work hard on the part
of the work force of these nations (Machungwa and Schmitt, 1983).

The 1ssues of motivation and job satisfaction in Saudi Arabia have been the subjects of a
controversy. Management experts and scholars in Saudi Arabia are divided on this 1ssue.
Proponents of one school of thought argue that Saudi employees are mainly motivated by the use
of monetary rewards (e.g. Al-nimr, 1993). Theorists from the other school argue that Saudi
employees can be motivated towards higher job satisfaction by using non-monetary rewards such
as giving employees more autonomy, power, and responsibility (e.g. At-Twaijri et al, 199)5).
These scholars have stated that motivation of employees, either by the use of monetary or non-
monetary means, plays an important role in determining employees’ job satisfaction.

Researchers in the developed countries have shown that there is a relationship between motivation
needs and job satisfaction (e.g., Parker and Chusmir, 1991; Herzberg, 1987; Herzberg et al., 1959;

Porter, 1961). In addition, other factors can also play an important role in determining employee
job satistaction. Overall job satisfaction depends on a large number of interacting variables.
Family size 1s a cultural factor that may have influence on an employee’s job satisfaction (Locke,

1976). Other factors such as age, education and income can also affect an individual’s job
satisfaction (Clark et al, 1996, Gruneberg, 1981).

This study is an attempt to improve our understanding of job satisfaction and its relationship with
motivation needs and some demographic factors. Data for this study will be collected from a Saudi

sample, where modern industrial organisations are relatively new and the field appears ripe for
study, and from a UK sample to use as a bench mark for comparison.

The purpose ot: this research, therefore, is to explore factors that affect job satisfaction, measure
the level of satisfaction with these factors and the overall job satisfaction, and examine the

relationship of job satisfaction and motivation needs and some demographic variables among
managers employed in the private sector in Saudi Arabia and in the UK.



2. Rescarch Objectives

1.

2.

I

Examine the extent of the overall job satisfaction for managers in the Saudi and UK
samples.

Examine the level of satisfaction with: work group, work itself, promotion, pay,

supervision, and recognition and their relation to the overall job satisfaction in the two
samples.
Explore the relationship of job satisfaction and motivation needs in the two samples.

Explore the relationship of job satisfaction and some demographic variables in the two
samples.

3. Research Questions

This research will try to answer the following questions:

.

2.

3.

10.

11.

12.

13.

14.

15.

[s there a significant difference in the average satisfaction with work group between the
Saudi and UK managers?

[s there a significant difference in the average satisfaction with work itself between the
Saudi and UK managers?

[s there a significant difference in the average satisfaction with promotion between the
Saudi and UK managers?

[s there a significant difference in the average satisfaction with pay between the Saudi and
UK managers?

[s there a significant difference in the average satisfaction with supervision between the
Saudi and UK managers?

Is there a significant difference in the average satisfaction with recognition between the
Saudi and UK managers?

Is there a significant difference in the average of overall job satisfaction between the Saudi
and UK managers?

. Does job satisfaction have a similar relationship with some consequences of the level of

job satisfaction in the two samples?

To what extent do age, education, salary, length of service, and number of dependants
contribute to job satisfaction among managers in the two samples?

To what extent do the four motivational needs contribute to job satisfaction among
managers 1n the two samples?

Are there any differences in the importance of job factors for managers in the two different
cultures?

Is there a significant difference in the need for achievement between the Saudi and UK
managers?

[s there a significant difference in the need for affiliation between the Saudi and UK
managers?

Is there a significant difference in the need for autonomy between the Saudi and UK
managers?

Is there a significant difference in the need for dominance between the Saudi and UK
managers?
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4. Research Hypotheses

The research hypotheses will be the basis for the collection and analysis of data in this study. The
study has six hypotheses:

1. There will be a significant positive relationship between the respondent’s satisfaction with
the work group and the whole job satisfaction in the two samples.

2. There will be a significant positive relationship between the respondent’s satisfaction with
work itself and the whole job satisfaction in the two samples.

3. There will be a significant positive relationship between the respondent’s satisfaction with
promotion and the whole job satisfaction in the two samples.

4. There will be a significant positive relationship between the respondent’s satisfaction with
pay and the whole job satisfaction in the two samples.

5. There will be a significant positive relationship between the respondent’s satisfaction with
supervision and the whole job satisfaction in the two samples.

6. There will be a significant positive relationship between the respondent’s satisfaction with
recognition and the whole job satisfaction in the two samples.

7. There will be a significant positive relationship between the need for achievement and job
satisfaction among managers in the two samples.

8. There will be a significant positive relationship between the need for affiliation and job
satisfaction among managers in the two samples.

9. There will be a significant positive relationship between the need for autonomy and job
satisfaction among managers in the two samples.

10. There will be a significant positive relationship between the need for dominance and job
satisfaction among managers in the two samples.

d. Research Methodology

5.1 Research Design

This study will follow a cross-sectional survey. According to Babbie (1998), a cross-sectional
design is the most appropriate and the most frequently used research design. The survey method 1s
one of the most important data collection methods in the social sciences, and as such, it 1s used

extensively to collect information on numerous subjects of research (Nachmias and Nachmuas,

1996). If the researcher’s aim is a single time description, then a cross-sectional survey is the most
appropriate.

5.2 Data Collection Instrument

The mail survey was used to collect data from the assigned sample. Babbie (1998) stated that
survey research 1s the best possible choice of research instrument when attempting to collect
meaningful data on populations too large to observe directly, and may be utilised effectively for
descriptive, explanatory, or exploratory purposes. Dillman (1978) states that surveys are good
vehicles for measuring the attitude and orientations of a large sample. The mail survey has been

the most commonly utilised form of respondent self-administered questionnaire (Dillman, 1978;
Churchill, 1987).
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5.3 The employed scales

The questionnaire has four parts: (1) the job satisfaction part, (2) the consequences of the level of

job satisfaction, (3) motivation needs part, and (4) the demographic part. In the next section, we
shed some light on each part.

Part (1): The job satisfaction part:

This part 1s intended to measure job satisfaction and factors associated with 1t. The questionnaire
that was used in this study to measure job satisfaction was constructed and developed especially
for this research making use of many books, articles, and theses relevant to job satisfaction.

This part of the questionnaire comprised 32 items aimed to measure job satisfaction. A six points
Likert scale was used. Respondents were asked to rate their level of satisfaction on a scale starting

from very satisfied (1) through rather satisfied, satisfied, rather dissatisfied, dissatisfied, to very
dissatisfied (6).

Part (2): The consequences of the level of job satisfaction part

This part was developed by the researcher to test some of the consequences of the level of job
satisfaction. Four statements were included in this part. Respondents were asked to record their
responses on a six point Likert scale ranging from 1=strongly disagree to 6=strongly agree for the

first three statements, and ranging from 1=strongly agree to 6=strongly disagree for the fourth
statement.

Part (3): The motivation necds part

The Manifest Needs Questionnaire (MNQ), developed by Steers and Braunstein (1976), was used
1n this part to elicit responses on the strength of motivation needs.

Part (4): The demographic part

The demographic part was developed by the researcher to gather information about respondents’
age, annual gross salary, length of service in the current job, length of service for the same
organisation, the level of formal education, and the number of dependants.

5.4 Research population and sample

The population for this study consists of managers employed in organisations in the private sector
in the North East region of the UK and in the private sector in Saudi Arabia. The sampling frame
for the UK sample will be D & B Business Register, North East Volume, and for the Saudi sample

will be the “A-Z” Organisational Directory. Managers were selected as the subjects of the
empirical research due to their organisations.

Total questionnaires sent in the UK were 1000, 158 returned, 154 questionnaires were usable
giving a response rate of 15.4%. Total of questionnaires sent in Saudi Arabia were 800, 415
questionnaires were collected; of them 406 were usable giving a response rate of about 51%.

Therefore, the result of data analysis presented in this study is based on 406 responses from Saudi
Arabia and 154 responses from the North East of England.
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6. Data analysis

The data for this research were analysed using the Statistical Package for Social Science (SPSS).
The analysis was based on two samples: the Saudi sample (N = 406); and the UK sample (N =
154), which will be used as a bench mark for comparison. During the course of data entry, two

checks were made to verify the accuracy of the data entry, one in the middle of data entry, and the
second at the end. No non-response bias, at the 0.05 level of significant, was found in the two

samples as assessed by two-sample t-tests of the measured means on several variables such as age,
annual salary, education, length of services, and number of dependents.

A number of criteria are proposed by Tabachnick and Fidell (1989) to select an appropriate
statistical technique, two of which are the appropriateness of the technique to the research
questions, and the characteristics of data. Accordingly, different statistical techniques were used in
the analysis based on their relevance to the research objectives, questions and hypotheses. Among

the techniques that have been used where applicable are frequencies analysis, factor analysis, t-
test, Pearson Product-Moment Correlation, and Fisher’s Z-transformation.

7. Results and findings

Exploratory factor analysis was utilised in this research to search for structure among variables.
Factor analysis gave us similar structure in the two samples. The two sets of factors contain
exactly the same items, suggesting that using the items in this survey, managers in the two

countries conceptualise job satisfaction components in the same way. A Cronbach reliability test
was conducted; all reliability coefficients were over .60, which mean that they are acceptable. This

indicates that the measurement scales are acceptably reliable, and provides support for the
statistical analysis.

T-tests results suggest that there are statistically significant differences in the average satisfaction
with co-worker, work itself, promotion, and supervision between the two samples. No significant

differences in the average satisfaction with pay, recognition, and overall job satisfaction were
found between the two samples.

The findings of this study support the notion that the level of job satisfaction has an effect on the

employee’s attitude towards the job and the organisation. It was found that satisfaction with the
job accompanied favourable consequences and vice versa. Job satisfaction was found to have
strong positive correlations with the disagreement of resigning from work, disagreement of
thinking of finding another job, disagreement of hating to go to work, and the agreement of feeling
happy at work 1n both samples. Tests for significant differences between correlations in the two

samples were conducted. No differences were found except correlation between job satisfaction
and thinking of finding a job outside the organisation.

In the Saudi sample, job satisfaction was found to have significant but weak correlations with the

need for autonomy and need for dominance; and no significant correlation with the need for
achievement and the need for affiliation. In the UK sample, job satisfaction has no significant

correlation with all the four motivation needs. Tests for significant differences between
correlations 1n the two samples revealed no significant differences between them.

Positive significant moderately weak relationships between job satisfaction and age, annual
salary, working in the same organisation, education, and number of dependents; and a very weak
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relation with the length of service in the Saudi sample. In the UK sample, very weak correlations
were found between job satisfaction and the demographic variables; correlation with education
was a significant but negative one and correlation with number of dependants was negative also.

Pearson Product-Moment Correlation test was employed to test the research hypotheses.
Significant positive relationships between the overall job satisfaction and the satisfaction with
the six job facets were found, and hypotheses regarding the relationship between the four
motivation needs and job satisfaction were rejected.

8. Conclusion

The research’s hypotheses regarding job satisfaction relationship with the six job facets were
supported in this study. Significant correlations were found between the overall job satisfaction
and the satisfaction with co-worker, work itself, promotion, pay, supervision and recognition in
the two samples. Although the same variables have significant correlations with the overall job
satisfaction in the two samples, the tests for correlation differences show some significant
differences. This led us to conclude that the same variables have some influence on employees’
job satisfaction in two different cultures, but with some differences in strength. Hypotheses

regarding the relationship between the four motivation needs and job satisfaction were rejected.

The level of satisfaction with the job has an effect on the attitude and behaviour of employees
towards their jobs and organisations. Job satisfaction was found to accompany favourable
consequences and vice versa. The more highly satisfied an employee is, the more likely he will
stay 1n his job, have fewer absences and feel happier at work.

From the results of the relationship between the overall job satisfaction and the four motivation

needs, one could conclude that the four motivation needs did not have a major influence on the
managers’ Job satisfaction surveyed this study:.

Differences were found between the two samples in the relationship between job satisfaction and
some demographic variables. One could conclude from these results that demographic variables
may have ditferent influences on job satisfaction from one culture to another.

Although results of the Pearson Product-Moment Correlation Test examining the relationship
between job satisfaction and the satisfaction with the six job facets, and the satisfaction with each
job facet and the satisfaction with the variables associated with it show some strong correlations
among them 1n both samples, tests for significant differences between correlation show that Saudi
scored higher in some and UK scored higher in others. These results lead one to conclude that the

variables that have been investigated in this study have affected managers’ job satisfaction in the
two different cultures, but with different strength.
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Chapter one: Introduction




1.1 Introduction

Economic growth and development issues pose major problems to developing countries (Al-
salamah, 1994). According to Al-salamah, one of the major causes of economic backwardness 1n
developing countries as a whole and in Saudi Arabia in particular, is not a lack of resources or

specific geographical disadvantage, but the lack of well qualified and experienced managers.

Management plays a central role in the economic and industrial growth of a nation. Management

experts and theorists have indicated that effective management is a critical element in both

national economic growth and the success of organisations and that developing economy must be

able to accumulate, retain, and use managerial resources effectively and efficiently to achieve

desired industrial and economic growth (Drucker, 1972; Alsenanee, 1997; Algonabet, 1998).
Researchers have also indicated that there is a need for qualified and experienced managers 1n

developing countries, such as Saudi Arabia, to pilot economic development and growth efforts

(Algonabet, 1998).

According to Alqonabet (1998), there is a desperate need in Saudi Arabia to develop effective

management in both private and public sectors of the economy. He argued that industrialisation
and economic development of Saudi Arabia depends on the existence of efficient and dedicated

managers who are motivated to work hard to achieve the goals of the organisation.

1.2 Statement of the Problem
One of the greatest problems facing management in developing countries such as Saudi Arabia is

how to motivate and support their work forces in order to generate maximum individual and
collective efforts (Machungwa and Schmitt, 1983; At-Twaijri et al, 1995). Problems of motivation

and job satisfaction have continued to plague many developing countries like Saudi Arabia, and



are evident from the very low productivity, inefficiencies, and lack of will to work hard on the part

of the work force of these nations (Machungwa and Schmitt, 1983).

The issues of motivation and job satisfaction in Saudi Arabia have been the subjects of a

controversy. Management experts and scholars in Saudi Arabia are divided on this issue.

Proponents of one school of thought argue that Saudi employees are mainly motivated by the use
of monetary rewards (e.g. Al-nimr, 1993). Theorists from the other school argue that Saudi
employees can be motivated towards higher job satisfaction by using non-monetary rewards such
as giving employees more autonomy, power, and responsibility (e.g. At-Twaijri et al, 1995).

These scholars have stated that motivation of employees, either by the use of monetary or non-

monetary means, plays an important role in determining employees’ job satisfaction.

Despite the arguments advanced by each group, no serious attempt has been made to investigate
the relationship of motivation needs and job satisfaction of managers in Saudi Arabia, particularly
in the private sector. An extensive search of the relevant literature on Saudi Arabia showed that
very little research has been done on the issue of job satisfaction in the private sector, and no
research was found about the issue of the relationship of job satisfaction and the motivation needs.

Therefore, the question that still remains unanswered is whether there is a relationship between

motivation needs and job satisfaction among managers in Saudi Arabia.

Researchers in the developed countries have shown that there is a relationship between motivation
needs and job satisfaction (e.g., Parker and Chusmir, 1991; Herzberg, 1987; Herzberg et al 1959;
Porter, 1961). In addition, other factors can also play an important role in determining employee

Job satisfaction. Overall job satisfaction depends on a large number of interacting variables

(Locke, 1976). In the Saudi context, family size is a cultural factor that may have influence on



employee’s job satisfaction. Other factors such as age, education and income can also affect an

individual’s job satisfaction (Clark et al, 1996, Gruenberg, 1981).

Although a number of research studies have been conducted on motivation and job satisfaction,

these studies have been conducted primarily in developed countries such as USA and UK. Very

little research has been done in developing countries such as Saudi Arabia, and it is precisely as

these nations are developing that research is essential if this development is to be maximised

within the business and industrial sector.

This study is an attempt to improve our understanding of job satisfaction and its relationship with
motivation needs and some demographic factors. Data for this study will be collected by sample in

Saudi, where modern industrial organisations are relatively new and the field appears ripe for

study, and from a UK sample to use as a bench mark for comparison.

The purpose of this research, therefore, is to explore factors that affect job satisfaction, measure

the level of satisfaction with these factors and the overall job satisfaction, and examine the
relationship of job satisfaction and motivation needs and some demographic factors among

managers employed in the private sector in Saudi Arabia and in the UK.

1.3 Significant of the Problem
The study of job satisfaction and motivation is important because of its relationship to cost

reduction through increased individual productivity which in turn leads to economic and industrial

growth. Smith (1992) stated that job satisfaction can lead to cost reduction by reducing absences,
errors, and turnover. Both management theorists and practitioners are concerned with methods for

improving job satisfaction, because greater job satisfaction equates to a better quality of life, better



health both mental and physical, more job stability, and potentially greater performance and

productivity (Cranny et al, 1992). According to Cranny et al (1992), the first step toward
improving job satisfaction is to determine its causes and correlation. Being aware of what causes

job satisfaction among employees can enable management to take steps that will ensure

commitment and involvement from employees.

There 1s a need for this study of job satisfaction and motivation among managers in Saudi Arabia
because little research has been conducted in Saudi Arabia to examine their causes and correlation.
Based on the data that will be collected, the researcher will be able to locate some of the factors
that influence manégers’ job satisfaction in Saudi Arabia. This study is also needed because no
other study has been undertaken to address this issue in Saudi Arabia and in the UK and compare
them. The result of this study will have important implications for those in business and
counselling who are involved in the training and hiring of employees. This study is also important

for researchers and organisations interested in cross-cultural studies and may also serve as a

guideline for further related studies both in Saudi Arabia and other developing countries.

1.4 Theoretical Rational

The need theories of motivation provide the theoretical rationale for this study. Need theories have

been among the most important models of work motivation, and one of the most pervasive
concepts in the area of work motivation is that of human needs (Hay and Mescal, 1991). Several
need theories can be identified in the literature, for example, Maslow’s (1970) need hierarchy,
Herzberg’s (1959) motivation- hygiene theory, and Murray’s (1938) manifest needs theory. All
these theories, while differing in some respects, have their own merits and limitations; all have
argued that human needs represent a primary driving force behind employee behaviour in

organisational setting (Hay and Mescal, 1991; Steers and Porter. 1991). Murray’s (1938) manifest



needs theory is the most appropriate for this study because Murray does not suggest that needs are

arranged in a hierarchical form as do some other need theorists such as Maslow. Murray’s theory
allows for considerable flexibility in describing people. Using Murray’s theory, researchers can
describe individuals as having high needs for achievement and autonomy and low needs for
affiliation and power simultaneously. Murray recognises individual differences and has specified

content with which to measure needs, for example, need for achievement, autonomy, affiliation,

and dominance.

1.5 Research Objectives

The objectives of this research can be summarised as follows:

1. Examine the extent of the overall job satisfaction for managers in the Saudi and UK

samples.

2. Examine the level of satisfaction with; work group, work itself, promotion, pay,

supervision, and recognition and their relation to the overall job satisfaction in the two

samples.

3. Explore the relationship of job satisfaction and motivation needs in the two samples.

4. Explore the relationship of job satisfaction and some demographic variables in the two

samples.

1.6 Research Questions

This research will try to answer the following questions:

1. Isthere a significant difference in the average satisfaction with work groups between Saudi
and UK managers?

2. Is there a significant differe<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>