
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 

NEWCASTLE UNIVERSITY LIBRARY 

203 02872 6 
------ -- -------- 

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 

11 



LIST OF CONTENTS 

ABSTRACT .............................................................................. 
IV 

EXECUTIVE SUMMARY ........................................................... 
V 

DECLARATION ....................................................................... 
xi 

ACKNOWLEDGEMENT ............................................................ XII 

TABLE OF CONTENTS ............................................................. 
xill 

LIST OF TABLES ..................................................................... 
xix 

LIST OF FIGURES .................................................................... 
XXIII 

III 



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 its 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 items, 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 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 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 issues 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 is 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 industrial isation 
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 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. 

Researchers in the developed countries have shown that there is a relationship between motivation 
needs and job satisfaction (e. g., Parker and Chusmir, 199 1; 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. 
Family size is 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 modem 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 ofjob satisfaction and motivation needs and some demographic variables among 
managers employed in the private sector in Saudi Arabia and in the UK. 
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2. Research Objectives 

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. 

3. Research Questions 

This research will try to answer the following questions: 
I. Is there a significant difference in the average satisfaction with work group between the 

Saudi and UK managers? 
2. Is there a significant difference in the average satisfaction with work itself between the 

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

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

UK managers? 
5. Is there a significant difference in the average satisfaction with supervision between the 

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

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

and UK managers? 
8. Does job satisfaction have a similar relationship with some consequences of the level of 

job satisfaction in the two samples? 
9. To what extent do age, education, salary, length of service, and number of dependants 

contribute to job satisfaction among managers in the two samples? 
10. To what extent do the four motivational needs contribute to job satisfaction among 

managers in the two samples? 
11. Are there any differences in the importance of job factors for managers in the two different 

cultures? 
12. Is there a significant difference in the need for achievement between the Saudi and UK 

managers? 
13. Is there a significant difference in the need for affiliation between the Saudi and UK 

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

managers? 
15. 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: 

I. 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. 

5. Research Methodology 

5.1 Research Design 

This study will follow a cross-sectional survey. According to Babbie (199 8), a cross-sectional 
design is the most appropriate and the most frequently used research design. The survey method is 
one of the most important data collection methods in the social sciences, and as such, it is used 
extensively to collect information on numerous subjects of research (Nachmias and Nachmias, 
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 is 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 is intended to measure job satisfaction and factors associated with it. 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 I =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 needs part 
The Manifest Needs Questionnaire (MNQ), developed by Steers and Braunstein (1976), was used 
in 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 rindings 

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 in 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 in 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 in 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 different 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 in 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 in 

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; Alqonabet, 1998). 

Researchers have also indicated that there is a need for qualified and experienced managers in 

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

(Alqonabet, 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 
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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 andjob 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 
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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, 198 1). 

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 modem 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 j ob satisfaction, because greater j ob satisfaction equates to a better quality of life, better 
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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 is 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 managers'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, 199 1; Steers and Porter, 199 1). Murray's (193 8) manifest 
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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 surnmarised 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. 
I 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. Is there a significant difference in the average satisfaction with work groups between Saudi 

and UK managers? 
2. Is there a significant difference in the average satisfaction with work itself between the 

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

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

UK managers? 
5. Is there a significant difference in the average satisfaction with supervision between the 

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

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

and UK managers? 
8. Does job satisfaction have a similar relationship with some consequences of the level of 

job satisfaction in the two samples? 
9. To what extent do age, education, salary, length of service, and number of dependants 

contribute to job satisfaction among managers in the two samples? 
10 - To what extent do the four motivational needs contribute to job satisfaction among 

managers in the two samples? 
11. Are there any differences in the importance of job factors for managers in the two different 

cultures? 
12. Is there a significant difference in the need for achievement between the Saudi and UK 

managers? 
13. Is there a significant difference in the need for affiliation between the Saudi and UK 

managers? 

14. Is there a significant difference in the need for autonomy between the Saudi and UK 

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

managers? 

1.7 Research Hypotheses 

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

study has ten hypotheses: 
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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. 

1.8 Organisation of the Study 

This study is organised into eight chapters. Chapter one will function as the introduction, dealing 

with the problem perceived, the purpose and significance of the study. Chapter two reviews the 

existing literature on job satisfaction, covering this area by discussing the existing definition, 

theories, associated factors, motivational needs, consequences of the level of satisfaction, and 

finally measurements of job satisfaction. Chapter three will present the concept of culture and 

show how cultural differences relate to differences in jobs and work-related behaviour. Chapter 

four will present brief information about Saudi Arabia and the North East region of England, UK. 
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Chapter five contains the research design and the methods utilised in this research. Chapter six 

presents a descriptive analysis of the data and data reduction using factor analysis. Chapter seven 

contains the results of the study and tests for the research hypotheses. The final chapter, chapter 

eight, contains discussion of the overall findings, conclusion, and recommendations for future 

research. References and appendices will be presented in the last part of this thesis. 
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2.1 Introduction 

This chapter is divided into eleven sections. Section one will have an overview about job 

satisfaction. Section two and three discuss various definitions of job satisfaction and motivation. 

Section four presents job satisfaction theories. Section five is about the relation between job 

satisfaction and motivation. Section six is devoted to the factors associated with job satisfaction. 

Section seven sheds some light on the consequences of the level of job satisfaction. Section eight 

is about measuring job satisfaction. Section nine covers the motivational needs and job 

satisfaction issue. Section ten is about managers as a focal point of study. And lastly, section 

eleven is a summary of the chapter. 

2.2 Overview 

The issue of what constitutes job satisfaction has attracted the interest of researchers for the past 

forty years (Locke, 1976). These studies have developed gradually from a simple evaluation of 

basic theories to more complex issues and in-depth investigation to determine the causes and 

consequences of job satisfaction. Furthermore, a range of suggestions has been made by several 

social scientists and researchers resulting from various studies using a variety of academic 

methods in different organisations. All these suggestions are related to the various aspects of job 

satisfaction. 

The complex subject of job satisfaction can be broken down to into separate factors such as pay, 

supervision and the work itself, but alongside these one must also consider the nature of the 

employee to ascertain whether he gets satisfaction and, if so, the degree of that satisfaction. 

Because workers spend nearly a third of their lives and the best years of life at work, it is 

important that they should be happy at work. Most successful organisations focus attention on 
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improving their workers' attitudes and increasing their satisfaction. This is essential as job 

dissatisfaction has an enormous effect on performance and productivity (Petty et al., 1984). 

Schulz (1998) emphasises the importance of job satisfaction studies in almost all fields and 

especially in business, industry and the educational field. 

2.3 Definition of Job Satisfaction 

There are many definitions that have been proposed to define job satisfaction. These definitions 

are not identical because they reflect researchers' perceptions, knowledge and experience in 

researching this subject. The core of these definitions is thatjob satisfaction is the state when an 

employee has a positive emotional feeling towards his job. Vroorn (1964) proposed a basic or 

simple definition; he used the terms "job satisfaction" and "job attitude" to refer to the "effective 

orientation on the part of the individual towards work roles which they are presently occupying". 

Blum and Naylor (1968) perceivedjob satisfaction as the general attitude which reflects specific 

job factors, individual characteristics, and group relationship outside the job. This definition is 

more sophisticated than Vroom's definition because it shows some source of satisfaction and 

dissatisfaction. Salancik and Pfeffer (1977) see job satisfaction as a term which describes the 

state of correspondence between the job situation or job characteristics and a person's needs. 

Thus if an individual is satisfied with his job, his job characteristics presumably fit his needs. 

One of the most popular definitions was proposed by Locke (1976) who defined job satisfaction 

as "a pleasurable or positive emotional state resulting from the appraisal of one's job or job 

experiences". Knoop (1994) describes job satisfaction as "an attitude that refers to the extent to 

which individuals perceive what they value at work to be fulfilled". 
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Attitude was defined as "the degree of effect towards an object; " such feelings towards work are 

usually assessed via measures of job satisfaction" (Ribeaux and Poppleton, 198 1). A similar 

orientation was shown by Armstrong (1996) when he defined job satisfaction as "the attitudes 

and feelings people have about their job. Positive and favourable attitudes towards the job 

indicate job satisfaction, and negative and unfavourable attitudes towards the job indicate job 

dissatisfaction". 

A general definition was suggested by Curning (1993) when he said that satisfaction in the work 

place is the opposite of frustration and the latter is a result of dissatisfaction which linked to 

tension, poor physical conditions, and failings in the job concerned and work mates. In contrast, 

Herzberg (1968) said thatjob satisfaction and dissatisfaction are not opposites of each other. He 

postulated that the opposite ofj ob satisfaction is not job dissatisfaction but, rather no job 

satisfaction; and similarly, the opposite of j ob dissatisfaction is not j ob satisfaction but, no j ob 

dissatisfaction; which in fact means a feeling of indifference. 

On that account, the present researcher's definition is that job satisfaction is the attitude and 

feeling that an employee has about his job resulting from the assessment made based on his 

experience in the job. Job satisfaction represents a positive attitude towards the job, while 

negative or unfavourable attitudes towards the job indicate job dissatisfaction. 

2.4 Definition of Motivation 

Motivation as a management concept has been associated with the way employees, including 

managers, behave in their jobs and with the way they accomplish their tasks in these jobs. 

Motivation, as a management concept (or function), is complex and multi-faceted. However, this 
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does not preclude stating some definitions tried by many researchers. Among these are the 

following reflective definitions: 

"A motive is what perhaps prompts a person to act in a certain way or at least 
develop a propensityfor specific behaviour" (Kast and Rosenzweig, 19 79, pp244). 

"We view the central problem of motivation as the explanation of choices made by 
organisms among different voluntary responses " (Vroom, 1964, pp5). 

"Motivation is the degree to which an individual wants and chooses to engage in 
certain behaviour" (Hunt, 1992, pp23). 

From an organisational psychology perspective, the above mentioned definitions relate 

motivation to the way in which people act to achieve their purpose and objectives in order to 

fulfil their needs, desires, and goals in their jobs. 

From an organisational psychology and social-psychology perspective, the level of attaining 

individuals' needs (or goals) is mutually dependent in the work organisation. That is to say, the 

level of goal congruence between the organisation (implied top level management and owners' 

goals) and individuals' goals determine the way individuals attain their objectives. This goal 

congruence id determined by many different factors including the way jobs are structured, and 

the relationship between superiors and subordinate, in addition to rewards and values in both 

emPloyees and organisations (Kast and Rosenzweing, 1979). 

2.5 Job Satisfaction Theories 

A great deal of effort has been done by researchers in an attempt to explain and understand job 

satisfaction. This effort stems from the contention that job satisfaction among employees in a 
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particular organisation is associated with other important factors such as adequate financial 

resources, use of modem technology, competent administrative policy, and these are the key 

factors to that organisation's success. The human resource is no longer ignored since both 

organisations and employees perceive how important it is to satisfy the employees' needs. 

Understanding job satisfaction is as complex as understanding a human-being because what 

satisfies employees today might not satisfy them tomorrow; and what satisfies them in one place 

might not satisfy them elsewhere. One must also consider the major individual differences in 

human beings as they affect job satisfaction. Furnharn (1994) Muchinsky (1993) and Mullins 

(1996) stated that despite the several theories which have emerged in an attempt to sound out and 

explain this phenomenon, none of these theories has succeeded in embracing all the 

circumstances surrounding job satisfaction. 

Work motivation theories may be divided into two general categories: content (e. g. Maslow's 

Need Hierarchy) and process (e. g. Expectancy Theory) theories. Content theories " attempt to 

explain those specific things which actually motivate the individual at work"; while process 

theories "attempt to identify the relationship among the dynamic variables which make up 

motivation" (Mullins, 1996) and are concerned with identifying an individual's needs and 

strengths, and the goals aimed for in order to satisfy these needs. Content theories concentrate on 

what motivates. In contrast, process theories concern the actual process of motivation. These 

theories try to find out how behaviour is initiated, directed and sustained (Mullins, 1996). 

Most research in international human resource management has been content oriented, because 

these theories explore motivation in more general terms and are more useful in creating a 

complete picture of employee motivation in a particular country (Hodgetts and Luthans, 1991). 
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Content theories of motivation are related more to job satisfaction than process theories (Mullins, 

1996). Process theories are more sophisticated and tend to focus more on individual behaviour in 

specific settings and thus have less value to the study of employee motivation in international 

settings (Orpen and Nkohande, 1977). 

Reviewing all theories of job satisfaction and what has been said about them is not the purpose 

of this chapter; nevertheless, a brief overview of the main and related ideas of some of the most 

popular job satisfaction theories among researchers might well serve a useful purpose. 

2.5.1 Maslow's Need Hierarchy 

According to Maslow (1943), human motive emerges following a hierarchy of five needs, 

psychological needs, safety/security, social or affiliation, achievement and esteem, and self- 

actualisation needs. There are three premises of this theory (Callahan et al., 1986). First, a 

satisfied need is not a motivator of behaviour. Second, the needs are arranged in a hierarchy. 

Third, there are more ways to satisfy higher-level needs than lower-level needs. 

Despite its central position in the literature, Maslow's theory has received weak or no empirical 

support (Salancik and Pfeffer, 1977; Callahan et al., 1986). Lawler and Suttle (1972) report only 

two levels of needs -a biological level, and a global level covering the higher level needs. In a 

review of thirteen studies, Wahba and Bridwell (1976) concluded that the concept of hierarchy 

was only partially supported. 

The confusion between needs and values in Maslow's theory was criticised by Locke (1976) 

when he stated that the hierarchy may differ with each man, and that a given hierarchy and an 

individual's actual needs may not correspond. 

16 



Alderfer (1969) has redefined Maslow's need hierarchy as three broad categories of needs: 

existence, relatedness, and growth. He was less concerned with the hierarchical arrangement of 

the need categories (Salancik and Pfeffer, 1977). However, Alderfer shares the belief with 

Maslow that need structure was virtually universal among individuals. 

Although Maslow did not intend that the need hierarchy should be applied to the work situation, 

it still remains popular as a theory of motivation at work. Despite theoretical criticisms and 

limited support, the theory has influenced practical management approaches to motivation and 

organisation design to meet employees' needs. It is a suitable framework for looking at the 

different needs and expectations that people have, and the different motivators that might be 

applied to people at different levels (Mullins, 1996). 

2.5.2 Herzberg's Motivation-Hygiene Theory 

Herzberg et al. (1959) considers job satisfaction and dissatisfaction as two dimensions. They 

argue that factors that lead to job satisfaction (e. g. motivators) are separate and distinct from 

those leading to job dissatisfaction (e. g. hygiene). In general, hygiene factors are extrinsic, 

preventing employees from being dissatisfied or unhappy, but their presence does not lead to job 

satisfaction. On the other hand, motivators are intrinsic so that when present they contribute to 

employees'job satisfaction. According to this theory, ajob will enhance work motivation only 

to the extent that motivations are designed into the work itself, changes that deal solely with 

hygiene factors will not generate improvement (Hackman, 1980). 

Herzberg' theory is a source of frequent debate. Studies testing it have produced mixed 

conclusions (Bockman, 1971). However, it has been attacked by a number of writers. For 
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example, Vroom. (1964) argues that the theory was only one conclusion that could be drawn from 

the research. 

House and Wigder (1967) draw attention to the influence of individual differences. A factor 

which causes job satisfaction for one person may cause dissatisfaction for another. They 

conclude that the theory over-simplified. Also, they criticised Herzberg's methodology. They 

claim that the critical incident method and the description of events giving to good or bad feeling 

influence the results. When studies have been conducted without the use of the critical incident 

method, results generally are different from those predicted by the tow-factor theory (Hulin and 

Smith, 1967). 

In spite of the methodological criticism that has been levelled against the Herzberg theory, it is 

important in that it was one of the first attempts to draw the distinction between intrinsic and 

extrinsic motivation (Salancik and Pfeffer, 1977). It still enjoys popularity and has become 

widely known among managers and has inspired a number of successful change projects 

involving the redesign of work (Hackman, 1980; Callahan et al., 1986). 

The assumption of universal human needs by Maslow and Herzberg et al was strongly 

questioned by Turner and Lawrence (1965). Different individuals may have different needs, or at 

least different strengths of the same needs (Salancik and Pfeffer, 1977), and hence will respond 

differently to the same job characteristics (Hackman and Lawler, 197 1; Hackman and Oldham, 

1976; and Hackman and Oldham, 1980). 
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2.5.3 Expectancy Theory 

The expectancy theory, as formed by Vroom (1964), is built on the notion of individuals' choices 

of the type of behaviour which brings them a higher reward of satisfaction or the lowest negative 

outcome (or avoidance) of dissatisfaction. The rational/economic concept of "preferences" 

among different alternatives with different values constitutes a major part in the development of 

the theory. 

The theory relates the estimated energy or effort (as a reflection of the degree of motivation) a 

person puts in towards the attainment or avoidance of specific outcome(s) depending upon a 

person's "belief' that the values (or valence) of attainment or avoidance of these specific 

outcome(s) is (are) to be "believed" positively or negatively related to the performance expected 

from his/her behaviour. The theory is represented in the following formula: 

F=fi (ExV) 

The clarification of the four elements in the model is as follows: 

Force (F) : refers to the energy a person puts towards performance which is estimated and 

reflects the degree of motivation. 

Expectancy (E) : refers to the probability (belieO that an action will lead to performance. 

Instrumentality: refers to the linkage between performance and other outcome(s) which 

depends on belief. 

Valence: desirability of estimated value of different outcome(s) upon a person's belief. 

It is to be noted that both valence (values) and expectancy are combined together 

66 multiplicatively" in order to produce the expected effort. In other words, a person should 

perceive the consequences of the outcome(s) which could be positive, negative or neutral. At the 

same time one should perceive the expectancy (probability), which ranges from zero to one, of 
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the action (performance), in order to estimate the level of effort of motivation needed. Based on 

the summation of expectancies multiplied by valences a person will act on which ever is higher 

to perform or lower to avoid. 

Evidence for the validity of the expectancy model is mixed (Miller and Grush, 1988; Mitchell, 

1988). Although the expectancy equation may oversimplify the motivational process, managers 

can still use it to diagnose motivational problems or to evaluate effective motivation. 

2.5.4 Equity Theory 

One of the popular cognitive explanations of human behaviour in work organisations is equity 

theory. In equity theory, people are motivated to maintain "fair relationships with others and 

rectify unfair relationships by making them fair" (Baron, 1983). Three key factors used in 

explaining and understanding motivation in equity theory are: inputs, outcomes, and referents 

(Adams, 1965). Inputs are what a person brings to the job such as age and skills. Outcomes are 

things that the person perceives to be received as a result of work. They may be positive factors 

such as pay and recognition, or negative such as unsafe working conditions and pressure from 

management. Referent is the focus of comparison for the person, either other individuals or other 

groups. 

While equity theory basically makes strong intuitive sense, the empirical evidence has been 

mixed (Kopelman, 1977; Carrell and Dittrich, 1976; Cosier and Dalton, 1983). The concept of 

6equity sensitivity' plays a role in explaining these findings by suggesting that individuals have 

different preferences for equity that cause them to react consistently but differently to perceive 

equity and inequity (Huseman et al., 1987). Differences in intelligence, social values, 
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personality, and gender may also influence an individual's Perception of equity (Carrell and 

Dittrich, 1976). 

Equity theory oversimplifies the motivational issues by not explicitly considering individual 

needs, values, or personalities (Gordon, 1996). This oversimplification becomes extremely 

important when the work force becomes more diverse. Cross-cultural differences may play a role 

in preference for equity in addition to the preferred responses to inequitable situations. 

2.5.5 Goal-Setting Theory 

Another cognitive theory of motivation is goal setting theory. Goal-setting theory is based on a 

simple premise: performance is caused by a person's intention to perform (Locke and Latham, 

1990). Goals are "what a person is trying to accomplish" or intends to do (Locke, 1968). 

Researches showed that goal-setting programs improve performance at both managerial and non- 

managerial levels in different organisations (Latham and Yukl, 1975). It also conceived the role 

that feedback plays on goal setting. Individuals required information about their effectiveness in 

meeting their goals as part of continuing to work towards them (Bannister and Balkin, 1990; 

Larson, 1984; Liden and Mitchell, 1985). Good feedback can engender a sense of achievement, 

accomplishment, recognition, and can produce improvement and more creative effort (Latham 

and Locke, 1979). 

Erez et al. (1985) has suggested that characteristics of the participants in goal setting, such as 

their authority or education, may have an impact on its effectiveness. Erez and Zidon (1984) 

reported that the difficulty and acceptance of goals are major determinants for workers to 

perform a task. The effect of goal setting, however, may differ across culture (Erez and Earley, 

1987). 
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2.5.6 Control Theory 

A control theory model of human motivation is put forward by Lord and Hanges (1987). Control 

theory is a cognitive phenomenon relating to the degree that individuals perceive they are in 

control of their own lives, or are in control of their jobs, (Luthans, 1995). Studies have shown 

that those who believe they have such personal control tolerate unpleasant events and experience 

less stress on the job than those who do not perceive such control (Ganster and Fusilier, 1989; 

Fox et al., 1993). There is also some evidence that perceived control will affect job satisfaction 

and absenteeism (Dwyer and Ganster, 1991). 

In addition to the theories mentioned above, other theories and studies have been found in the 

literature regarding job satisfaction, and these are now considered: 

Self-determination theory (Deci and Ryan, 1985 ) suggests that individuals in a given 

social context will be more self-motivated and experience greater well-being to the extent that 

they feel competent, autonomous (or self-determined), and related (or connected ) to others. 

Hackman and Oldham's (1980) Job Characteristic Model suggests that work satisfaction 

is determined by one's critical psychological states which in turn are caused by the five core job 

characteristic dimensions of task variety, task significant, task autonomy, task identity, and 

feedback. Employee growth strength moderates the relationship. 

The Situational Occurrence Theory of job satisfaction ( Quarstein et al., 1993 ) holds that 

job satisfaction is determined by "situational characteristics" (those facets that applicants tend to 

evaluate prior to accepting a job, such as pay, promotional opportunities, working conditions, 

company policies, and supervision) and "situational occurrence" (positive or negative facets that 
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tend not to be pre-evaluated). The latter are relevant after the applicant has accepted the job, and 

may be unexpected to the individual. 

To conclude, the various theories of motivation that have been discussed all focus on causes of 

human behaviour, although each uses different psychological concepts to explain behaviour. It is 

important to note that various theories have boundaries. There is no one best theory of 

motivation and some seem better suited to deal with certain topics than others. Landy and Becker 

(1987) points out that need theories are most widely used to study satisfaction and work effort. 

Expectancy theory can be used to predict job and organisational choices and withdrawal 

behaviour. Goal-setting theory has been related to choice and performance. 

Understanding each of these different approaches to motivation is useful because it gives the 

manager several ways to look at problems. As a result, he or she may arrive at better solutions 

more quickly and effectively. 

2.6 Relationship between Job Satisfaction and Motivation 

Since the early studies of job satisfaction, many researchers have given considerable attention to 

the subject of motivation in an attempt to clarify and explain how job satisfaction is constructed. 

As the research on job satisfaction evolved, researchers tried to separate the concept of job 

satisfaction from that of motivation. For example, McCormick and Ilgen (1992) believe that 

although job satisfaction and work motivation are related to each other to a high degree and 

sometimes found in the literature in a single section, the two topics are considered as distinct 

subjects. They pointed out that while job satisfaction is related to one's feeling towards one's 

job, work motivation is concerned with the employee's behaviour in the work place. 
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Nevertheless, they went on to say that the theories of motivation are to some extent theories of 

job satisfaction. 

A similar orientation was shown by Dubrin (1972), when he distinguished between the two 

topics, defining them differently. He perceived motivation as the expenditure of effort towards 

accomplishing a goal, while job satisfaction was seen as a positive feeling towards work. 

The relationship between job satisfaction and motivation might be viewed according to the 

construct of the theory concerned. For example, from the two-factor theory perspective 

(Herzberg et al. (195 9), the relationship can be seen as a direct one. According to the two-factor 

theory, the job content factors (the motivators), if considered, will lead to job satisfaction. 

If the relationship is viewed from the expectancy theory, it becomes indirect. According to this 

theory, job satisfaction is far from being a direct influence on motivated behaviour towards 

achieving tasks or goals which expected to lead to rewards (or first level outcomes). This in turn 

might meet individuals' needs (or second level outcomes), where effort or performance (which is 

dependent on individuals' choices) are moulded according to this chain (Campell et al., 1970). 

According to this theory, job satisfaction is a function of rewards which may or may not be direct 

function of behaviour (Campbell et al., 1970). 

Despite the very close relationship between job satisfaction and work motivation to the extent 

that it is difficult to distinguish between the two topics, it can be dealt with in the academic 

researches separately. Schultz (1998) agreed with that when he suggested that: 

"The concepts of motivation andjob satisfaction are interrelated, 
satisfaction can resultfrom thefuyillment of motivation, and new sources 
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ofsatisfaction can generate other motivations. From an academic and 
theoretical standpoint we can separate the two and discuss them 
individually " 

Mullins (1996) suggested that job satisfaction and motivation are usually related but the nature of 

this relationship is not clear. He asserted that job satisfaction is more of an attitude, an internal 

state, while motivation is a process which may lead to job satisfaction. Organisations should 

know that a highly motivated employee does not mean a very satisfied employee and vice versa 

(Steers and Porter, 1991). 

In the present study, distinction will be drawn between the two topics and will use motivation 

and job satisfaction as interlinked concepts. However, job satisfaction is, and will be, the main 

concern of the research. 

2.7 Factors Associated with Job Satisfaction 

The interests of many scholars in job satisfaction stem from their belief that job satisfaction 

represents an important theme in understanding organisations and the individuals within. This 

belief provides an indispensable justification for the studies of job satisfaction, showing and 

emphasising its relatedness to individuals and organisations. Therefore, literature on work 

motivation in general and in job satisfaction in particular is voluminous and not all of the 

literature produced is directly related to this study. Hence, a selected subset has been reviewed 

which has a direct relevant to the current study. 

Researchers have examined several variables and outcomes that correlate with or contribute to 

job satisfaction, whether in a positive, neutral, or negative manner. Glisson and Durick (1988) 

classified these variables into three categories: 
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"(1) Variables that describe characteristics of thejob tasks performed by the workers; 
(2)variables that describe characteristics of the organisations in which the tasks are 
performed; and (3) variables that describe characteristics of the workers who perform the 
task " P. 61 

The present study will be focused on variables related to the first and third categories. Variables 

such as pay, work itself, promotion, co-worker, recognition, and supervisor will be explored as 

first category variables ( work factors). Variables such as age, annual gross salary, length of 

service, number of years doing the same job, education, and number of dependents will be 

explored as third category variables (personal factors). 

2.7.1 Work Factors 

The present study will be focused on the satisfaction with the most common researched job 

facets which are satisfaction with pay, satisfaction with work itself, satisfaction with co-workers, 

satisfaction with supervisors, satisfaction with promotion, and satisfaction with recognition. 

2.7.1.1 Satisfaction with Pay 

Pay is arguably one of the most critical, if not the most critical, outcome of organisational 

membership for employees (Gupta & Shaw, 1998). This factor has attracted several researchers 

who have tried to explore its effect on job satisfaction. This attention was derived from the old 

belief that to satisfy workers one should pay them more. Locke (1984) pointed out that it is the 

universal means of exchange. (Kadushin and Kulys, 1995) considered pay as a predictor of job 

satisfaction. Lawler (1973) believes that pay satisfaction is one of the strongest factors in job 

satisfaction. The trend of investigating pay has moved from studying actual pay and people's 

attitude about it towards concentrating on the precursors of different kinds of pay attributes such 

as pay satisfaction and perception of pay fairness (Shaw & Gupta, 2001). The Equity theory 
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(Adam, 1963) and the Discrepancy theory (Lawler, 1971,198 1) postulate that pay satisfaction is 

the result of social comparison with respect to relevant referents. Inequity in pay was found to be 

associated with low pay satisfaction (Carr et al, 1996; Perry, 1993; Summers & DeNisi, 1990; 

Sweeny, 1990). Employees could have internal or external referent when judging pay fairness. 

Leavitt (1996) emphasised the important of pay but said that high pay by itself will not alleviate 

problems of low employee job satisfaction. 

2.7.1.2 Satisfaction with Work Itself 

This factor has been widely discussed by many researchers in this field and considered a major 

factor in determiningjob satisfaction (Gruneberg, 1981; Zeffan, 1994). People usually seek ajob 

where they can practice their skills, see their output, and have responsibility and autonomy to 

strive for success (Jaffe et al, 1994, and Dodd & Ganster, 1996). Dale et al (1997) and Evans & 

Lindsay (1996) stated that employee satisfaction can be enhanced if ajob incorporates task 

significance, autonomy, skill variety, task identity, and feed back about performance which 

corresponds with Hackman and Oldham (1976), Hackman and Lawler (1971), Locke (1984). 

Dahlgaard et al (1998) found that ajob has to fulfil the human and mental needs of the 

employees, and this in turn will increase morale and motivation leading to improvement of 

quality and productivity. Locke (1976) asserted that ajob has to have a sense of challenge. 

2.7.1.3 Satisfaction with Co-Worker 

It is self-evident that people have social characteristics, and they enjoy being with others. 

Maslow (1970) considers this need as one of the third category "the social needs". In this 

category, Maslow meant the need for belonging and love that employees pursue to fulfilled. 

Therefore, assigning an employee to an isolated job may cause dissatisfaction (Armstrong, 

1996). Thus, the work group is another important factor and source of satisfaction and 

27 



dissatisfaction. When a worker interacts socially and positively with his co-workers, the sense of 

co-operation will lead him/her to experience satisfaction (Gruneberg, 198 1 ). Interpersonal 

relationships are an important part of job satisfaction (Leppa, 1996). An employee seeks 

satisfaction through his work mates to provide him with recognition, security, status, and the 

feeling of being wanted (Gilmer, 1966). 

A job that has more positive social outcomes should be more satisfying to the worker (Lawler, 

1973). When a person interacts and is accepted by his co-workers, he will be satisfied especially 

in terms of social needs. Peer-groups can help in raising an employee's perception about his 

input and outcome that leads ultimately to satisfaction. The higher the cohesiveness and 

productivity of the group, the higher the feeling of happiness in the work place (Gilmer, 1966). 

In fact, work group cohesion has a causal effect on the decision process of employees to stay or 

leave an organisation (Iverson and Roy, 1994). 

2.7.1.4 Satisfaction with Promotion 

Promotion to a higher job is considered as a means of satisfaction and dissatisfaction in the work 

place because promotion is usually followed by an increase in pay, responsibility, challenge, 

change in actual tasks, and to some extent a change in co-workers. Some employees seek 

promotion to enable them to change the actual tasks they perform or to increase their income or 

change co-workers. Satisfaction with promotional opportunities has a direct positive effect on 

job satisfaction (Quarles, 1994; Wiley, 1997). Sometimes, the promotional effect onjob 

satisfaction is temporary (Kiely, 1986). Opportunity for promotion is considered also as a 

favoured motivating item by employees (Ahmad, 1989, Vinokur-kaplan et al, 1994). Lack of 

status and promotion could result in employee's job dissatisfaction (Travers and Cooper, 1993). 

28 



Fairness issues are important factors in any organisation (Greenberg, 1990). Tyagi (1990) found 

that inequity in promotion has a negative association with the extrinsic motivator. 

2.7.1.5 Satisfaction with Supervisor 

This factor plays a vital role in the work place. Supervision is a critical factor in both job 

satisfaction and performance. It was found that commitment to do well in the workplace and to 

increase the level of satisfaction is related to supervisory treatment, trust and feedback (Bruce 

and Blackburn, 1992; Deluga, 1998). Vroom (1964) pointed out that supervision style may cause 

satisfaction or dissatisfaction, in other words, the supervisor who is competent, democratic, 

considerate to his subordinates, and has a good relationship with his employees will cause the 

workers to have positive feelings towards their jobs. 

(Lawler, 1973) considers supervision as one of the most influential factors in determining overall 

job satisfaction and in particular satisfying social needs for most people. The supervisor who 

seems to share his subordinates' values and take a personal interest in them will have a positive 

effect on employee satisfaction (Locke, 1976). Furthermore, employees will be satisfied with 

their supervisor to the extent to which he or she helps and facilitates the attaining of job values, 

such as challenging goals, or rewards such as pay increase and promotion (Gerstner & Day, 

1997; London & Larsen, 1999). Fairness of supervision is a key predictor of employee's job 

satisfaction (Bettencourt and Brown, 1997). 

2.7.1.6 Satisfaction with Recognition 

One of the most important outcomes that an employee always seeks is recognition. In fact, it is 

true that the employee who feels a lack of recognition may react negatively to his job (Persson et, 

al, 1993). Koch (1990) and Stuart (1992) asserted that recognition of aj ob well done or full 
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appreciation for work done from supervisor and top management is often among the top 

motivators of employees, and involves feedback. Positive feedback follows the principles of the 

Reinforcement Theory, which states that behaviour is contingent on reinforcement. Examples of 

positive reinforcement in this context include a thanks letter from top management, a bonus pay, 

verbal acknowledgement from supervisor or colleagues (Blegen et al, 1992; Knippen & Green, 

1990; Steele, 1992). Recognition is considered as one of the most important factors affecting the 

level of satisfaction regardless of the occupational level (Starcevich, 1972). 

2.7.2 Personal Factors 

Various personal factors were found in the literature to be associated with job satisfaction. Age, 

education, and gender are among the most investigated factors. Five third category variables 

(personal factors) will be examined in relation to job satisfaction in the present study. Variables 

such as age, annual gross salary, length of service, number of years doing the same job, 

education, and number of dependents will be examined in relation to job satisfaction. 

2.7.2.1 Age 
Age is considered one of the important factors that influence job satisfaction. Age differences 

were found to be affecting employee's job satisfaction more than those associated with other 

personal factors such as education and gender (Weaver, 1980). There are many studies that 

reported a positive relationship between age and job satisfaction (e. g. Rhodes, 1983; Doering et 

al, 1983). However, there are convincing arguments and some empirical studies that the 

relationship is U-shaped or curvilinear. Warr (1992) in his study of two axes of job related well- 

being found a U-shape pattern with a high at the youngest. Clark et al (1996) also found a U- 

shape pattern. Zeitz (1990) reported three distinct age-satisfaction curves among three employees 

groups: a U-shaped curve among professionals, an upward-sloping double-bend curve among 
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elite professionals, and a downward sloping among ordinary professionals. Luthans and Thomas 

(1989) reported a positive curvilinear relationship between age and job satisfaction, a clear 

deviation from the linear assumption. 

The issue of whether age and job satisfaction has a linear relationship or a curvilinear pattern 

remain undetermined. However, the existence of a relationship between an employee's age and 

job satisfaction seems to be conclusive. 

2.7.2.2 Annual Gross Salary 
This factor has been found to have a strong, positive relationship with job satisfaction (Schneider 

et al, 1992; Sweeney et al, 1990). Sheider and Vaught (1993) compared job satisfaction between 

public and private managers and found that annual salary is also related to job satisfaction. Based 

on their findings they concluded that higher income is related to higher job satisfaction. 

2.7.2.3 Length of Service in Current Job and in Current Organisation 
Time spent working for a specific organisation doing the same job or different jobs are variables 

that could affect the level of job satisfaction. Time suggests that an employee has internalised the 

work system and learned how to behave and cope with it, and also indicates that an employee has 

socialised with other employees within the organisation. In this case it is expected that the 

organisation loyalty and citizenship of an employee will be establish and enhanced. This would 

presumably have a positive effect on the job satisfaction an employee experiences. Heskett et al 

(1997) found that length of service correlates positively with employees' loyalty and satisfaction, 

indirectly leading to customer satisfaction. Shokry (1991) reported that more time spent working 

in the same job leads to more job satisfaction. 
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2.7.2.4 Education 
The literature on job satisfaction indicated that employees' attitudes and motivation are 

influenced by their level of education. Education is considered to be a prerequisite for 

participating in the labour force. Despite that, the relationship between education and work 

motivation is quite problematic (Gruneberg, 1981; Hall 1986) and inconsistent in that some 

studies have failed to record strong positive relationship between the two variables (Glenn & 

Waver 1982). Hodson (1985) reported that employees with high education levels always express 

dissatisfaction with their jobs, while the findings of Al-Helelah (1993) and Al-Saddi (1996) 

failed to confirm any correlation between education and job satisfaction. It could be concluded 

from the previous studies that there is no seemingly reciprocal relationship between educational 

level and job satisfaction. 

2.7.2.5 Number of Dependents (family size) 
Culture has a major effect in people's beliefs, attitudes and behaviour (Hofstede, 1980; Hunt, 

1992). Family size is one of the cultural differences that could be found across cultures. Western 

countries (e. g. UK and USA) tend to have a small family size, while countries in Africa and Arab 

countries tend to have big families (extended family). Culture also may have an effect on how 

people view the responsibilities towards work and family (Aryee, 1999), which in turn will affect 

the work attitude. Ejiofor (1987) found that financial and social pressures from the extended 

family may lead to job dissatisfaction. 

2.8 The Consequences of the Level of Job Satisfaction 

The consequence of the level of satisfaction with jobs is one of the factors that have attracted 

investigations by scientists and researchers. Many behaviours and employees' outcomes have 

been hypothesized to be the result of job satisfaction or dissatisfaction. These include work 
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variables such as turnover and absenteeism, and non-work variables such as health and life 

satisfaction. 

Staff turnover represents a significant cost to any organisation in terms of lost money and time 

spent training and recruiting competent new employees, not to mention the potential disruption 

in the organisation's programmes and projects. Although there are many reasons for leaving a 

job, job satisfaction is considered as one of the central causes (Miner, 1992). Studies have been 

reasonably consistent in showing a correlation between job satisfaction and turnover (Eby et al 

1999; Nagy, 2002). Oliver (1998) imposed an ability to secure employment elsewhere for the 

negative relation between job satisfaction and turnover. Branch (1998) and Tello & Greene 

(1996) have asserted that it is not only money that makes employees happy and stay in the 

organisation, but other things like job satisfaction and the ability to balance life and work. 

Theories of absence hypothesise that job satisfaction plays a critical role in an employee's 

decision to be absent (Steers and Rhodes 1978). Absenteeism and turnover are often viewed as 

reaction to noxious work environments (Bartel, 1979; Gupta & Jenkins, 1991). People who 

dislike their jobs should be expected to avoid coming to work. Correlations between job 

satisfaction and absence have been inconsistent across studies. Nicholson et al (1977) in a review 

of 29 studies concluded that job satisfaction and absence from work are tenuously related. On the 

contrary, Shaw and Gupta (2001) found that job satisfaction significantly predicts job search 

intention and absenteeism. 

Studies have established that the correlation between job satisfaction and performance is rather 

modest (Iaffaldano & Muchinsky, 1985; Petty et al, 1984). Performance leads to satisfaction only 
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if performance will lead the worker to desired and fair rewards (Lawler, 1973; Huczynski & 

Buchanan, 2001). 

Because work is considered as a main component of life for employed people, it seems clear that 

job satisfaction and life satisfaction should be related (Spector, 1997). Studies consistently find 

that the two variables are moderately correlated (e. g, Schaubroeck et al, 1992; Judge & 

Watanabe, 1993). 

Most studies found in the literature support the notion that satisfaction with the job accompanied 

favourable consequences and vice versa. 

2.9 Measuring Job Satisfaction 

The measurement ofjob satisfaction is one of the most important areas that have received 

considerable attention. The importance of this aspect of job satisfaction stems from the fact that 

if unreliable methods are used in measuring job satisfaction the result will consequently be 

incorrect. A clear example of that is the criticism and low validity of Herzberg's Two Factors 

Theory mainly because of the way in which Herzberg and his associates collected their data. 

It should be mentioned that there is no perfect or accurate measure of job satisfaction since job 

satisfaction is related directly to the complexity of human feeling. For example, the attitude of 

an employee about one aspect of his job may change during the course of a single day as a result 

of any potential change in the circumstances such as not being included in a promotion change 

which may cause feeling of frustration or receiving warning of criticism from a supervisor. 
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Job satisfaction may be measured by interviews, group meetings, critical incidents, (Riggio, 

1990). The rating scale instrument is one of the most frequently used for measuring job 

satisfaction (Thierry and Koopman, 1984) and (Kiely, 1986). Several instruments have been 

suggested and received support from the researchers in this field. Cook, Hepworth, Wall, and 

Warr (1981) reviewed 249 measures of job satisfaction. In this method employees are asked to 

rate their feelings about specific job facets such as pay, work itself, co-workers, and recognition. 

Each facet commonly has five or three options, each option having a score that represents the 

value or the degree of satisfaction related to this item. 

A logical distinction, however, was drawn by Cook et al (198 1) between a questionnaire which 

measures each facet (e. g. pay) through posing one question with multiple responses (e. g. To what 

extent are you satisfied with your pay? ) and another kind of questionnaire which aims to weigh 

this particular facet precisely through posing more than one question on it (e. g. I- To what extent 

are your needs satisfied by the pay and benefits you receive? 2- Considering what it costs to live 

in this area, my pay is:.... 3- How does the amount of money you now make influence your 

overall attitude towards your job? ). 

The rating scale approach has been by far the most commonly used method of measuring job 

satisfaction (Locke, 1976). Among popular job satisfaction scales are the Job Satisfaction Survey 

(JSS), Job Descriptive Index (JDI), Minnesota satisfaction Questionnaire (MSQ). These will be 

dealt with in more detail below. 

2.9.1 The job Satisfaction Survey 

The job satisfaction survey (JSS; Spector, 1985) assesses nine facets of job satisfaction and 

overall satisfaction. The scale has 36 items and uses a summated rating scale format. Each of the 
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nine facet subscales contain four items, and a total satisfaction score can be computed by adding 

all of the items. Respondents are asked to circle one of six numbers that represent their 

agreement or disagreement about each item. Coefficient alpha range from .6 for co-worker 

subscale to . 91 for the total scale in a sample of 3 067 individuals who completed the JSS 

(Spector, 1997). 

2.9.2 The Job Descriptive Index 

The Job Descriptive Index (JDI; Smith, Kendall, & Hulin, 1969) includes five subscales relevant 

to work, pay, promotions, co-worker and supervision. The entire scale contains 72 items with 

either 9 or 18 items per subscale. This model contains lists of adjectives requiring a "Yes", "No"', 

or "T' response. This scale may have been the most carefully developed and validated (Spector, 

1997). The restraint of this scale is that it is limited to five facets only. 

2.9.3 The Minnesota Satisfaction Questionnaire (MSQ) 

The Minnesota Satisfaction Questionnaire (MSQ; Weiss et al, 1967) is another satisfaction scale 

that has been very widespread among researchers. The MSQ comes in two forms, aI 00-itern 

form and 20-item form. This scale attempts to investigate satisfaction with intrinsic, extrinsic and 

general satisfaction factors, such as working conditions and colleagues. Several studies have 

reported acceptable internal consistency reliability for the extrinsic, intrinsic and total scores 

(Spector, 1997). 

As mentioned above there are several standardised, reliable and tested methods to assess job 

satisfaction, but where the aim is to measure satisfaction in a particular organisation some 

adaptations should be carried out to obtain the best possible result. For example Job Descriptive 

Index (JDI) and Minnesota Satisfaction Questionnaire are the most popular of standardised 
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surveys (Riggio, 1990). The JDI contains five job facets: work, supervision, pay, promotion, and 

co-workers to measure overall job satisfaction. Facets, like recognition, play a vital role in 

determining job satisfaction even though they are not included in the job descriptive index. 

Hence, using the JDI to measure satisfaction in any organisation that has problems or lack of 

recognition would probably not serve the purpose required unless some adaptation was made. 

The Minnesota Satisfaction Questionnaire (MSQ), however, contains twenty facets. One 

statement and five offered answers represent each facet (e. g., my pay and amount of work I do: 

very dissatisfied; dissatisfied; I cannot decide; satisfied; very satisfied). Although this 

questionnaire is considered more comprehensive than the job descriptive index, there are 

nevertheless some aspects of the job which need more than one question. For example, working 

conditions need more than one question to enable the researcher or the management to know 

exactly which aspect of working conditions the respondent means. 

There is scope, as Muchinsky (1993) pointed out, for researchers to develop additional 

questionnaires to measure job satisfaction; he pointed out two important points regarding the 

selection of questionnaire: 

1. It should provide reliable and valid assessment; 

2. It should measure the facets of satisfaction that are of greatest interest to the 

researchers. 

It has been recommended to consider the aim and the particular attributes of any study before 

implementing the methods (Berry, 1998). Wanous and Lawler (1972) believe that the best 

measure of satisfaction is the one that covers all the dependent and independent variables in a 

particular study. Thus, the questionnaire that was used in this study to measure job satisfaction 
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was constructed and developed especially for this research making use of many books, articles, 

and theses relevant to job satisfaction. 

2.10 Job Satisfaction and Motivation Needs 

The theoretical foundation for this study is provided by Murray's (193 8) theory along with 

theories of job satisfaction. Murray theorised that individuals can be classified according to the 

strengths of various needs, for example, need for achievement, affiliation, autonomy, and 

dominance. Murray posited that individuals have about two dozen needs, including the need for 

achievement, affiliation, autonomy, and dominance. Although the manifest need theory 

encompasses an entire set of needs, most researchers in an organisational setting have focused on 

the four needs of achievement, affiliation, autonomy, and dominance or power. Murray believed 

that these needs are mostly learned rather than inherent, and are activated by cues from external 

environment. When the need is not cued, the need is said to be latent or not activated. These four 

needs are particularly related to understanding people at work (McClelland & Burnham, 1995; 

Steers, 1991). 

The most prominent need from the standpoint of studying work-related behaviour is the need for 

achievement (Steers, 1991; Steers and Braunstein 1976). A high need for achievement is 

characterised by a strong desire to assume personal responsibility for finding solutions to 

problems, a tendency to set a moderately difficult goal and take calculated risks; strong desire for 

concrete feedback on task performance; and a single preoccupation with task and task 

accomplishment. According to Steers (1991) the need for achievement is important for an 

organisation because many managerial and entrepreneurial positions require this type of drive for 

success. 
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With regard to the need for affiliation, Steers (199 1) stated that people with high need for 

affiliation are typified by strong desire for approval and reassurance from others, a tendency to 

conform to the wishes and norms of others when pressured by people whose friendship they 

value, and a sincere interest in the feelings of others. This concept is important for organisations 

because if management can create a cooperative and supportive work environment for managers 

with a high need for affiliation they would tend to be more productive and job satisfied. 

With regard to the need for autonomy, individuals with high need for autonomy prefer situations 

where they work alone, control their own work pace, and are not hampered by excessive rules or 

procedures (Steers, 199 1). When individuals with high need for autonomy are allowed the 

freedom to control their work pace they tend to perform better, leading to a higher need and job 

satisfaction. 

The fourth need that is important in understanding organisational behaviour is an individual's 

need for dominance. An individual's ability to have influence over the environment positively 

affects his or her satisfaction (Daft & Steers, 1986). People with a high need for dominance 

usually attempt to influence others directly by making suggestions, by giving their opinions and 

evaluations, and by trying to talk others into things. Thus, individuals with a high need for 

dominance gain job satisfaction in a work environment where they have the ability to influence 

the activities of others. 

Steers and Braunstein (1976) developed the Manifest Needs Questionnaire (MNQ) based on 

Murray's (193 8) theory. The instrument was designed to measure four of Murray's need 

categories: need for achievement, affiliation, autonomy, and dominance. To test the validity and 
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reliability of the MNQ, Steers and Braunstein conducted both laboratory and field research, and 

their findings revealed that the instrument exhibited acceptable levels of convergent, 

discriminant, and predictive validity as well as reasonable high test-retest reliability and internal 

consistency. They also found that the four needs: the need for achievement, affiliation, 

autonomy, and dominance were all related to job attitudes such as job satisfaction. 

Since the development of the Manifest Needs Questionnaire (MNQ) by Steers and Braunstein 

(1976) researchers have used it to examine the relationship of motivation needs and job attitude. 

Etuk (1980), Obi (198 1), Parker & Chusmir (199 1), and Nkereuwem (1992) have found a strong 

positive correlation between motivation needs and job satisfaction. Langan-Fox and Roth (1995) 

found a negative correlation betweens need for achievement and job satisfaction. 

In a study of managerial motivation in Arab countries, Yasin and Stahl (1990) examined the 

relationship among the needs for achievement, affiliation, and power and job satisfaction among 

Arab managers. They found that middle-level Arab managers have profiles that are high in 

affiliation and achievement, rather than power oriented. The authors concluded that this may be 

due to cultural factors such as religion and family upbringing. Relationship between these 

motivation needs and job satisfaction were found. 

The needs for achievement, dominance, autonomy, and affiliation have been given considerable 

attention as possible determinants of person-occupation fit. In spite of some methodological 

concerns, it has been shown empirically that levels of these needs predict job satisfaction in a 

number of occupations, particularly management (Chusmir, 1985; House, 1988; McClelland & 

Boyatzis, 1982; Medcof, 1985, Medcof & Wegner, 1992). 
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2.11 Managers as a Focal Point of Study 

This research investigates level ofjob satisfaction among managers working in the private sector 

in Saudi Arabia and the UK; therefore, emphasis will be on studies which have been conducted 

on managers. Managers' levels of job satisfaction largely differ from non managers (Porter 1961 

and 1962; Rosen and Weaver, 1960), particularly in satisfying autonomy in the job. 

There is no universally accepted definition of the term "manager", and actually, the usage of the 

term differs from one organisation to another and from one country to another (Scase and 

Goffee, 1989). Some organisations link the term to the rank of a person, others to the pay, and 

others to the function, but in general it can be said that a common criteria among managers in the 

different levels of management in most organisations is their involvement in managing others 

(subordinates). 

According to Scase and Goffee (1989): 

"The use ofthe term managers varies considerablyftom one organisational setting 
to another. In some it is used to designate levels ofstatus or personal prestige, while 
in others it delineates a variety offunctional responsibilities " (pp 17). 

In addition to their definition of managers as "those who, in one way or another, and to 

varying degrees, co-ordinate and control the behaviour of others"; this research will also 

use the term to refer to those individuals who are differentiated from other employees in 

the organisation through their job title and managerial responsibilities such as supervisors. 

When asked about managers' role in any organisation, most people respond that managers 

plan, organise, direct, and control. These four management roles were first suggested at the 

beginning of this century, and for many years they dominated the literature of 
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management. However, these four roles do not adequately describe what managers actually 

do (Cherrington, 1994). 

A significant contribution toward understanding managerial work was by Henry Mintzberg 

(1979). According to Mintzberg's research, managerial work encompasses ten roles. Three roles 

focus in interpersonal contact - figurehead, leader, and liaison. Three roles involve mainly 

information processing - monitor, disseminator, spokesman. Four roles relate to decision making 

- entrepreneur, disturbance, handler, resource allocator, and negotiator. Although theses roles are 

described separately in the literature, in practice they are highly integrated. The importance of 

each role varies according to the managerial level. Some roles are more important for top-level 

managers, while other roles have greater importance to first-level managers. 

Based on the available evidence of published research, it can be said as revealed by, for example, 

Mintzberg (1979) and Stewart (1985) empirical findings that, in general, managers'jobs are 

characterised as unstructured, varied and non routine especially in high level positions. 

Middle managers are role models who interpret and represent the established management policy 

and make it alive to their reporting managers and their staff. They are key persons in 

communicating and tracking different kinds of goals and in making information flow up and 

down (Franz6n and Hardake, 1994). 

The middle management function is where all the stakeholder needs come together (Franzdn and 

Hardake, 1994). Middle managers decisions are focused and bound by: 

* customer needs (deliver products and services with requirements that fit) 
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9 employee needs Oob satisfaction, safety, career ambitions) 

9 organizational restrictions (policies, budgets) 

9 shareholder demands (profit) 

Middle managers have a key role. Today's businesses are under intense pressure to be more 

effective and efficient than ever before, while adapting to a constantly changing environment. 

Middle managers have to lead these changes, and act as role models to first line managers and 

their people. Thus, middle managers bear a great responsibility for maintaining and developing 

their organisation (Franzdn and Hardake, 1994). 

2.12 Summary 

This chapter has been an attempt to review analytically the main issues in job satisfaction. The 

researcher will propose his own definition which is a combination of Locke's (1976) definition 

and the definition of Armstrong (1996). The researcher's definition is that job satisfaction is the 

attitude and feeling that an employee has about his job which results from the assessment he 

made based on his job experience. Job satisfaction represents a positive attitude towards the job, 

while negative or unfavourable attitudes towards the job indicate job dissatisfaction. 

Job satisfaction is seen by researchers in this field as closely related to motivation to the extent 

that a majority of the motivation theories are considered as satisfaction theories. The main nature 

of their relationship is that motivation causes or contributes significantly to job satisfaction but 

does not guarantee it. Researchers agree that the relationship between job satisfaction and 

motivation is very strong, but at the same time they are definitely different topics. 
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The theories of job satisfaction tried to explain this phenomenon in a distinctive way. The overall 

ideas from these theories have emphasised fulfilling the needs of employees such as biological, 

economic, social and psychological needs. Fulfilling these needs could be achieved by 

strengthening and improving some factors related to the context and content of the job such as 

recognition, supervision, pay and promotion. Moreover, people compare themselves with other 

employees or situations, hence the idea of expected, equivalent and desired rewards and the 

general outcome, were seen to play a role in determining the overall level of job satisfaction. 

It was found that satisfaction with the job accompanied favourable consequences and vice versa. 

Measuring job satisfaction is one of the research's objectives. The findings in this area revealed 

that job satisfaction could be measured by using two main methods, a questionnaire and 

interviews. 

This chapter has covered all the issues that will be dealt with in the empirical part of this 

research. It will function as a basis for the present research. 
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Chapter Three: Culture 
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3.1 Introduction 

People of different cultural backgrounds come to work with different values related to their 

work. These values include individual orientation and attitudes towards work itself, towards 

relationships with other employees in the organisation, toward the organisation, and so forth 

(Hofstede, 1991; Matsumoto, 2000). It is becoming clear that effective management practices in 

one country are often ineffective when applied to another country (Nzelibe, 1986). Culture can 

affect managerial attitudes (Kelley et al. 1987), managerial ideology (Miyajima, 1986). Further, 

culture affects how people think and behave. Huo and Steers (1993) argue that culture is one of 

the factors that affects degree of motivation, which affects the intensity of needs. 

This chapter will present an overview of culture and its effect on motivation and job satisfaction. 

First, a definition of culture will be presented. Secondly, the issue of differences in national 

culture and its effect on employees' work-related values in the workplace will be covered and 

Hofstede's model will be presented. Thirdly, a few of the consequences of cultural differences 

will be looked at, including group behaviour, leadership and management style, motivation, and 

job satisfaction. Lastly, a summary will conclude this chapter. 

3.2 Definition of Culture 

Barnouw (1963) defines culture as "a way of life of a group of people, the configuration of all 

the more or less stereotyped patterns of learned behaviour, which are handed down from one 

generation to the next through the means of language and imitation " (p. 6). Krober and 

Kluckhohnfl 963) offered one of the most comprehensive and generally accepted definitions: 

"Culture consists of patterns, explicit and implicit of and for behaviour acquired and transmitted 

by symbols, constituting the distinctive achievement of human groups, including their 

embodiment in artefacts; the essential core of culture consists of traditional (i. e., historically 
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derived and selected) ideas and especially their attached values; culture system may, on the one 

hand, be considered as products of action, on the other, as conditioning elements of future 

action" (p. 8 1). Carrol (1982) sees culture as something that is shared by all members of some 

social group, the oldest of the group try to pass on to the younger members, and that shapes 

behaviour or structures one's perception of the world. Hofstede (1991) defines culture as " the 

collective programming of the mind which distinguishes the members of one human group from 

another ... Culture, in this sense, includes systems of values; and values are among the building 

blocks of culture" (p. 25). The definition proposed by Tepstra and David (1985), which is good 

for this research, delineates what is meant by world culture in the global management context: 

"Culture is a learned, shared, compelling, interrelated set ofsymbols whose 
meaningprovides a set of orientationsfor members of a society. These 
orientations, taken together, provide solutions to problems that all societies 
must solve if they are to remain viable. " P. 10 

3.3 Differences in National Cultures 

There are different ways to describe national cultures. One interesting way is the use of cultural 

metaphors (Gannon, 1993). Another way to view culture is the density of the social context 

(Hall, 1989; Hall & Hall, 1990). There can be high and low context cultures. In a low context 

culture, represented by individualised cultures such as Germany and the United States, people 

tend to use mechanical equipment (for example, computers and telephones) to acquire 

information and relate to one another. In a high context culture (like China and Japan), people 

have a high emotional involvement with each other and information flows more indirectly from 

one person to another or from the social system to the person. 

In order to assess cultural similarities and differences, it is important to have a framework from 

which to work. A variety of proposed models examining cultural differences are found in the 
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literature. The best-known study of work- related values was conducted by Hofstede (1980, 

1984) (Matsumoto, 2000). His study involved employees at IBM. In his original study (1980), 

Hofstede reported data collected from workers in 40 different countries. In a later study (19 84), 

he reported data from an additional 10 countries. 

Hofstede's study was a major impetus to viewing and understanding cultures using dimensional 

approach. Moreover, the findings of this study have served as the foundation for much of the 

work that has been done since on culture and organisations (Matsumoto, 2000). 

Research by other scholars has shed additional light on the nature of cultural differences in work- 

related values around the world (for example; Trompenaars, 1993; Smith, Dugan, and 

Trompenaars, 1996; Furnharn and associates 1993). Collectively, the findings of these researches 

suggest that many of Hofstede's findings may be appropriate for describing ecological level 

differences in cultural values across countries (Matsumoto, 2000). Therefore, 11ofstede's model 

only will be reviewed in this study. 

3.3.1 Hofstede's Model 

Hofstede (1980,1984, and 1991) has conducted the most extensive research on cultural 

differences. Hofstede found highly significant differences in behaviour and attitudes of 

employees and managers from different countries who worked for a multinational corporation 

(IBM). Hofstede found that national culture explained more of the differences in work-related 

values and attitudes than did occupation, age, or gender. Hofstede initially found that managers 

and employees differ in four main dimensions: power distance (PD), individualism / collectivism 

(IC), masculinity (MA), and uncertainty avoidance (UA). Later, a fifth dimension, Confucian 

dynamism was added. Each dimension was measured by calculating a score indicating its level 
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of strength; scores range from zero, as the lowest, to 100 as the highest. These dimensions 

differentiated one culture from another and are the basis of attitudes and behaviours, organisation 

practices, and social practices such as marriages and religious ceremonies. 

3.3.1.1 Power Distance 

Power is the ability of one person to affect or control another. Power distance (PD) is the degree 

to which differences in power and status are accepted in a culture. High differences in power and 

authority between members of different social classes or occupational levels are accepted in 

some nations while in others they are not (Hofstede, 1991). In organisations, power distance 

measures the range to which less powerful members of organisations accept an unequal 

allotment of power (Adler, 1997). According to Hofstede (1991), PD scores tell us about 

dependence relationships in a country. In low power distance countries there is limited 

dependence of subordinates on bosses; while in high power distance countries there is 

considerable dependence of subordinates on bosses. 

Hofstede (199 1) reported that Malaysia, Panama, Philippines, and Mexico had the highest scores 

on PD. These findings suggest that the culture underlying these countries maintained strong 

status differences. Denmark, Austria, and New Zealand had the lowest scores on PD, suggesting 

that the cultures underlying these countries maintain low (or weak) status and power differences. 

Of the 50 countries and 3 regions included in Hofstede's study Arab countries, including Saudi 

Arabia, scored 80 out of 100 and were ranked seventh, while Great Britain scored 35 and was 

ranked 42/44, which indicates differences between these countries. 

According to Hofstede (199 1), cultural differences on PD are related to individual differences in 

behaviour that have consequences for their work. For example, managers in high PD cultures 
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tend not to interact socially with subordinates and do not expect to negotiate work assignments 

with them. In low PD cultures, worker groups demand and have a great deal of power over work 

assigmuents and conditions of work (Adler, 1997; Cole, 1989). Managers in high PD societies 

feel that they must have sPecific answers to questions raised by subordinates about work. 

Laurent (1986), in a cross-national study, found that only 10% of the Swedish managers (Low 

PD) thought it important to have precise answers to subordinate questions, but in countries high 

in PD, 65% of the Italian managers, 45% of the German managers, and 30% of the English 

managers thought so. Subordinates in low PD countries prefer managers who consult them and 

delegate responsibility for them to do their work. In high PD countries, subordinates' preference 

for manager's decision-making style polarized between autocratic-paternalistic and majority rule 

(Hofstede, 1991). 

3.3.1.2 Individualism-Collectivism 

Individual ism-col I ectivism (IC) refers to whether individual or collective action is the preferred 

approach to deal with issues. People in individualistic cultures (such as the United States and 

Great Britain) tend to emphasise their individual needs and concerns and interests over those of 

their group and organisations, while the opposite is true in collectivistic cultures (e. g., Japan and 

Taiwan). Of the 50 countries and 3 regions included in Hofstede's study Arab countries, 

including Saudi Arabia, scored 38 were ranked 26/27, while Great Britain scored 89 and was 

ranked third (Hofstede, 1991), demonstrating a degree of difference between the these countries. 

IC differences between countries and cultures are associated with concrete differences in worker 

attitu es, beliefs, values, and behaviour about work and their companies. For example, people in 

individualistic cultures place more importance on freedom and challenge in their jobs, and 

initiative is usually encouraged in the job, while it is the opposite in a collectivistic culture. 

50 



People in collective cultures expect members of their particular in-group to take care of their 

members, protect them, and give them security in exchange for members' loyalty. For example, 

Muna (1980) reported that two-third of Arab executives thought employee loyalty was more 

important than efficiency. Certain work behaviour may also be affected. For example, in an 

individualistic culture such as U. S., there is a tendency for people to avoid group assignments as 

opposed to individual tasks. This tendency toward social loafing was not present in the 

collectivist cultures such as Taiwan (Grabrenya et. al., 1985, Early, 1993). 

3.3.1.3 Masculinity 

According to Hofstede (199 1), masculinity (MA) refers to the degree to which cultures foster or 

maintain differences between the genders in work related values. The greatest degree of gender 

differences in work related values was found in cultures high in MA such as Japan and Austria. 

Cultures low in MA, such as Denmark and Norway, had the fewest differences between genders. 

Of the 53 countries and regions included in Hofstede's study, Great Britain scored 66 and was 

ranked 9/10, and Arab countries, including Saudi Arabia, scored 53 and were ranked 23; 

indicating a moderately masculine score. 

Cultural differences on MA were associated with very concrete differences between workers and 

organisations. For example, managers in high MA cultures are interested in leadership, 

independence, and self-realization; low MA cultures placed less importance on these constructs. 

Employees in high MA cultures regarded recognition, advancement, and challenge relatively 

more important than did employees in low MA cultures (Hofstede, 1991). The more masculine 

the culture is, the greater the importance of work is. England's (1978) study show that Japanese 

(the most masculine in Hofstede's study) employees agree more strongly that 'work is central to 

life' than do comparable Americans and Germans. 
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3.3.1.4 Uncertainty Avoidance 

Uncertainty avoidance (UA) describes the degree to which different societies and cultures 

develop ways to deal with the anxiety and stress of uncertainty. Cultures high in UA (e. g., Japan 

and Greece) develop highly refined rules that are mandated and become part of the company's 

normal way of operation. Cultures low in UA (e. g., Sweden and Denmark) are less concerned 

with rules. Companies in low UA cultures have a relaxed attitude towards uncertainty and have 

fewer rules for their employees (Brislin, 1993). Of the 53 countries and regions included in 

Hofstede's study, Great Britain scored 35 and was ranked 47/48 and Arab countries, including 

Saudi Arabia, scored 68 and were ranked 27. These scores represent medium high for the Arab 

countries and low for the British in Hofstede's scale, indicating a small culture gap between 

these countries. 

Cultural differences on UA are directly related to concrete differences in jobs and work-related 

behaviour. For example, managers in high UA countries are selected on the basis of seniority, 

have low ambition for individual advancement, high job stress, and tendency to stay with the 

employer. On the other hand, managers in low UA countries are selected by other criteria than 

seniority, have strong ambition for individual advancement, low job stress, and less hesitation in 

changing employers (Hofstede, 1991). In nations low in uncertainty avoidance like the UK, there 

is less acceptance of rules and less conformity to the wishes of authority figures than in high 

uncertainty avoidance nations like Japan (Brislin, 1993). For example, absenteeism and lateness 

are serious issues in Japan while it is an acceptable issue in other low uncertainty avoidance such 

as Sweden. 
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3.3.1.5 Confucian Dynamism 

In his original study of managers, Hofstede found only the four diminutions above. Hofstede and 

Bond (1988) have studied the work-related values and psychological characteristics of workers 

and organisations in Asian countries and have identified a fifth important dimension of work- 

related values: Confucian dynamism. This dimension is that of short-term versus long-term 

orientation that they adapt from a Confucian idea of virtue versus truth. "Confucius teachings are 

lessons in practical ethics without any religious content. Confucianism is not a religion but a set 

of pragmatic rules for daily life derived from what Confucius saw as the lessons of Chinese 

history". The key principles of Confucian teaching are: 

The stability of society is based on unequal relationships between people. 
The family is the prototype of all social organisations. 
Treat the people the same way you want them to treat you. 
One's task in life consists of trying to acquire skills and education, working hard, not 

spending more than necessary, being patient and persevering. 

The Confucian dynamism dimension differentiates between two cultural orientations, long-term 

and short-term orientation, each having different values (Hofstede, 1991). In countries with a 

long term orientation, planning can be expected to have a longer time horizon. Firms are willing 

to make substantial investments in employee training and development, while there will be 

longer termjob security and promotion will come slowly (Jackofsky et al., 1988; Ouchi, 1981). 

3.3.1.6 Comments concerning Hofstede's Model 

Hofstede's study was based on employees within one organisation- IBM. Certain types of 

individual will be attracted to such organisations, and this will be reflected in their responses. 

This study, therefore, should not be interpreted as an accurate description of national culture as a 
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whole; rather, it should be seen as indicating similarities and differences that one might expect to 

find among employees in organisations in different countries. Researchers (e. g. Triandis, 1982; 

Hunt, 198 1; Goodstein, 198 1) have expressed concern regarding the survey instrument used in 

Hofstede's research, and the validity of the measure has been questioned. Researchers question 

whether the country scores provided are representative of the normal population and whether the 

important cultural variables are the ones being measured. 

In defending his sampling methods, Hofstede defends the use of IBM and the narrowness of his 

samples. He emphasises that IBM was used to satisfy the principle requirement in cross-cultural 

surveys for functional equivalence and points out that the measures focus upon the differences 

between the samples rather than the absolute numbers. 

In spite of these concerns, from a practical point of view, the cultural variables described by the 

model are appealing because of their apparent relationship to the management process. 

3.4 Organisations and Cultural Differences 

There are many ways in which cultural differences may be noticed in organisations. For 

example, in cultures that are high in uncertainty avoidance and low in power distance, as in 

Austria, organisations run effectively by clearly defining roles and procedures rather than by 

actively using hierarchy (Adler, 1997). Cultural differences appear to be related to differences in 

a number of work-related behaviours and attitude, including group behaviour, supervision and 

leadership, motivation, and job satisfaction. 
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3.4.1 Culture and Group Behaviour 

The individualism-collectivism dimension is considered the best one to understand cultural 

differences in group behaviour (Triandis et al., 1988). Cole (1989) found that formal assignments 

to work groups are used more frequently in collectivistic culture (such as Japan) than in 

individualistic cultures (such as American). This dimension is also found to have some affect on 

performance. Early (1993) found that employees from individualistic cultures perform better 

when working alone than when working in groups. 

3.4.2 Culture and Supervision and Leadership 

Many studies have documented cross-cultural differences in supervisory and leadership style. 

Howell et al (1995) found cultural differences in decision making and contingent punishment in 

Japan, Taiwan, Mexico, and the United States. Child (1981) found differences in leadership style 

in Germany, France, and the United Kingdom. In Germany and France, leadership and control 

tends to be more centralised while in the UK managers tend to delegate and decentralise. 

The findings of these studies are relatively consistent with Hofstede's power distant (PD) 

dimension. Hofstede (1984) believes that this dimension has important implications for 

leadership and supervision. 

3.4.3 Culture and Motivation 

Motivation is probably one of the most researched areas of management. If a manager can grasp 

what will motivate his/her employees, that manager will have more productive force (Mullins, 

1996). Differences among cultures affect the way people prioritise their goals (Hunt, 1992) 
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There are many competing theories which attempt to explain the nature of motivation, and most 

have been developed and tested in the United States (Hammer, 1979). Each theory seeks to 

rationalize the behaviour of human beings and what managers can do to affect their employees' 

behaviour. In this section, we will look at a few of the historically well recognised motivation 

theories and their applications across cultures. 

3.4.3.1 Maslow's Need Hierarchy 

Maslow's (1943) Hierarchy of Need Theory was clearly derived in America, but does this theory 

hold for employees elsewhere? Hofstede (1980) argues that it does not. Hofstede (1991) report 

that in countries high on uncertainty avoidance (i. e. Japan) as compared with countries low on 

uncertainty avoidance (i. e. USA), security motivates employees more than does self- 

actualisation. Countries where feminine culture is dominant (i. e. Sweden and Norway) tend to 

stress the quality of life over productivity (masculinity culture) ; social needs tend to dominate 

the motivation of employees. Employees in collective countries, such as China, tend to stress 

social needs over the more individual ego and self-actualisation needs (Hofstede, 1991). 

Hofstede (1984) relates the issue of motivational differences to cultural differences. He argues 

that Maslow's self-actualisation as a presumed need is a product of an individualist society and 

that this American value cannot be held up as a model for the rest of the world. 

Numerous research studies testing Maslow's hierarchy reveal similar but not identical rank 

ordering of needs across cultures. Studies include research on different cultures such as India 

(Jaggi, 1979), Mexico (Reitz and Grof, 1973). Howell et al (1975) study shows that Liberian 

managers express needs similar to the managers in South Africa, Argentina, Chile, India, and 

other developing countries, while demonstrating higher security and self-esteem needs than 

managers in more developed countries. Badawy (1979,1980) found that among Arab managers 
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in Saudi Arabia, Kuwait, Abu Dhabi, Bahrain, Oman, and the United Arab Emirates, the highest 

need was autonomy. At-Twaijri (1989) compared Saudi and American expatriate managers 

working in Saudi Arabia on Maslow's needs hierarchy. The Saudis were much more concerned 

about issues in the social need category and less concerned about self-actualisation needs than 

the Americans. Burea and Glueck in their (1979) study of the need hierarchy of Libyan 

executives found it different from that need in the United States, concluding that Maslow's 

hierarchy varies from culture to culture. 

Another study found results consistent with Maslow's finding. In a study of eight countries 

(USA, Mexico, Puerto Rico, Venezuela, Japan, Thailand, Turkey, and Yugoslavia), employees in 

the twenty-six surveyed industrial plants ranked self-actualisation most highly and security 

among the two least important needs. Haire et al. (1963) in a fourteen country study, reports that 

managers in each culture want similar outcomes from their jobs, but differ in what they think 

their jobs are currently giving them. 

The conflicting patterns of research fail to be definitive, which strongly indicates that one should 

not assume the universality of Maslow's need hierarchy. As O'Reilly and Roberts (1973) 

summarised: 

"Studies havefound that an individual's ftame of reference will determine the 
order of important of his needs. It has also beenfound that hisftame of 
reference is in part determined by his culture. Therefore, it can be said that an 
individual's needs are partially bound by culture " p. 298 

While the notion of a hierarchy has only limited support, there is clear evidence that the need 

types in Maslow's model do manifest themselves across cultures. Adler (1997) noted in her 

review of this research that studies testing Maslow's hierarchy demonstrate similar but not 

identical rank ordering of needs across cultures. 
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3.4.3.2 McClelland's Three Motives 

McClelland et al. (1953) suggested that three motives drive workers, the needs for achievement, 

power, and affiliation. Comparative research on McClelland's achievement motivation has shown 

it to be relatively vigorous across cultures. For example, Hines (1973a) reported that managers in 

New Zealand seem to follow the model developed in the United States. Hofstede (1980) questions 

the universality of McClelland's theory. Hofstede points out that the concept of achievement 

common to many Western models of organisational behaviour is difficult even to translate into 

other languages and applying it to other cultures would be even more difficult. Hofstede (1980) 

found that countries with high need for achievement have also high need to produce (masculinity 

dimension) and a strong willingness to accept risk (Low uncertainty avoidance). McClelland's 

three motives help in understanding human behaviour-, however they have not been shown to be 

universal (Adler, 1997). 

3.4-3.3 Herzberg's Two-Factor Theory 

Herzberg et al. (1959) suggested that certain intrinsic factors motivate behaviour, while extrinsic 

factors de-motivate. Herzberg's extrinsic (hygiene) factors are similar to Maslow's physiological 

and safety needs. They include factors such as supervision, working conditions, and salary. 

Herzberg's intrinsic factors are similar to Maslow's higher order needs. They include factors such 

as recognition, achievement, and the work itself 

Hofstede (1980) points out that culture influences factors that motivate and dernotivate behaviour. 

He reports that individualistic, productivity-oriented cultures (such as American) focus on job 

enrichment, while feminine and collective cultures (such as Norway) focus on socio-technical 

systems and new methods to the quality of working life. 
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Herzberg's two-factor theory has been tested outside of the United States. Hines (I 973b) reported 

that supervision and interpersonal relationships in New Zealand seem to contribute significantly 

to satisfaction and not only to reducing dissatisfaction, failing to replicate those in the United 

States. Crabbs (1973) found that non-united state citizens cited certain extrinsic factors as 

satisfiers with greater frequencies than did their American counterparts. 

In general, the universality of Herzberg's two-factor theory cannot be presumed. Each culture has 

some factors that act as motivators and others that act as hygiene factors. These factors and their 

relative importance appear particular to each culture. Managers should be aware of that, and 

should not suppose that their experience is transmissible. 

3.4.3.4 Motivation is Culture Bound 

Motivation theories in use today are Western in their origin and many have been developed in 

The United States or at least influenced by American theoretical work. However, concepts such as 

achievement and esteem may have different meaning in other societies. The American 

individualistic culture has led scholars to put emphasis on rational and individual thought as the 

primary basis of human behaviour (Adler, 1997). The importance given to achievement is not 

surprising knowing American concern for performance and their willingness to accept risk. The 

theories consequently do not give universal explanations of motivation, rather, they reflect the 

values system of Americans (Hofstede, 1980). 

Managers worldwide tend to treat motivation theories developed in the US as the only way to 

understand motivation (Illman, 1980). These motivation theories have failed to provide 

consistently useful explanations outside the United States, although assumed to be universal. 

Managers must therefore be cautious when using American Management theories on their 
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multinational business practices (Adler and Boyyacigiller, 1996). Managers should consider both 

the general and the specific influences that affect work motivation in particular cultures. 

3.4.4 Culture and Job Satisfaction 

Comparisons have been made of the job satisfaction of employees from different countries. 

Feelings about the job are likely to differ across different countries. In a 1995 Gallup 

Organisation poll, national differences in life satisfaction, which includes job satisfaction, were 

found. Overall, eighteen countries were included in the survey, 46% of the people reported being 

satisfied with their job. What factors or variables affect job satisfaction across countries? The 

Hugick & Leonard (1991) survey included 16 aspects of work, as well as overall satisfaction. 

They reported that Americans overall like their jobs, but they did not feel the same about all 

facets of work. Spector & Wimalasiri (1986) found that Americans and Singaporeans had 

approximately the same overall job satisfaction, but the facets satisfaction profiles were different. 

Similar results were reported by Marion-Landais (1993) when comparing Dominican and 

Americans. Adigun & Stephenson (1992) reported that the same variables affect British and 

Nigerian employees' job satisfaction but with different strengths. 

It has been suggested (e. g., Kilby, 1960) that employees in developing countries (like Saudi 

Arabia) place more value on extrinsic job rewards (such as pay, supervision, and relations with 

work group), and those in developed countries value intrinsic rewards (such as work itself, 

promotion, and recognition). In other words, satisfaction with the extrinsic factors will play more 

roles in the overall job satisfaction in a developing country than in a developed country, and the 

intrinsic factors will play more roles in the developed country than in the developing country. 

One way of deciding the importance of this role is to consider how much of the variability of the 

scores in one variable can be explained by the variability of the scores of the other variable 
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(Hinton, 1995). One of the questions this study is trying to answer is if there are any differences 

in the importance of job factors for managers in the two different cultures. 

All these studies utilised almost similar aspects of work. These studies show clearly that there are 

differences in job satisfaction and in patterns of facets satisfaction across countries, which could 

be caused by different cultural experiences and different needs strength. Results found in the 

literature and in this study lead to the conclusion that culture has an effect on the importance and 

strength of the factors related to job satisfaction. As Adler (1997) stated; 

"Human needs may well include fundamental or universal aspects, but their 
importance and the ways in which they express themselves differ across 
cultures " p. 160 

3.5 Summary 

The concept of culture was presented in this chapter. A model of cultural dimensions was 

discussed. Culture was found to have a major influence on people motivation. Studies of 

motivation and job satisfaction across cultures gave different results regarding the strengths of 

needs, the order of needs, and the strength of effect work variables have on job satisfaction. These 

differences support the notion that the human needs may have common aspects but their 

importance and the way they express themselves differ across cultures. 
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Chapter Four: Brief Information about Saudi Arabia and the North 
East Region 
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4.1 Introduction 

This chapter aims to provide the reader with general information about Saudi Arabia and the 

North East region of in terms of the population, the private sector, and the labour market in the 

private sector. 

4.2 Saudi Arabia 

4.2.1 Location and Population 

The kingdom of Saudi Arabia is located in the heart of the Arabian Peninsula in the Middle East. It 

occupies an area of about 2,240,000 square kilometres, about 80% of the Arabian Peninsula. Saudi 

Arabia's population was 16.9 million in its last official census taken in 1992. According to the 

Central Department of Statistics, the Kingdom's total population reached 23.37 million in mid- 

2002, compared with 22.69 in mid-2001, denoting an annual growth rate of 3 percent. The 

population is estimated to reach 24,293,844 by mid 2003 (includes 5,576,076 non-nationals) with 

an Age structure as follow: 

0-14years: 42.3% (male 5,245,413; female 5,028,595) 
15-64 years: 54.8% (male 7,700,12 1; female 5,622,099) 
65 years and over: 2.9% (male 3 93,173; female 3 04,443) 

The labour force is estimated to be 7 million in the year 2003 (note: 35% of the population in the 

15-64 age groups is non-national). Unemployment is expected to be between 15% and 20%. 

The performance of the Saudi Arabian economy was strong in 2002, fuelled by high oil revenues 

and robust private sector growth. Saudi Arabia's Gross Domestic Product (GDP) experienced a 

real growth of 0.74 percent, increasing to $172.7 billion in 2002 from $171 billion in 2001 (GDP 
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per capita $11,400; 2002). The economy's resilience is shown through continued economic 

expansion within the non-oil sector, resulting in an increase of 3.5 percent in private sector growth 

in 2001 and an increase of 4.2 percent in the same sector during 2002. The non-oil industrial sector 

grew by 5.7 percent in 2002, and the construction sector increased by 3.0 percent to reach $12.0 

billion. The electricity, gas and water sectors grew by 4.5 percent, while the transport and 

communications sectors increased by 7.1 percent in 2002. 

The importance of Saudi Arabia to the world can be attributed to its strategic location, oil reserves 

and production, and religious position for the Islamic nations. 

4.2.2 Background to the Saudi Private Sector 

The concept of the private sector refers to all economic activities that are not performed by 

government owned organisations. The importance of the private sector can be ascribed to its 

increased contribution to the GDP 

The strategic long-term private sector-oriented objectives dictate that this sector should continue 

expanding its share in the economy and its position as a leading force for economic progress and 

growth in the future. Thus, there are four principal contributions identified by the 6 th Development 

Plan to the long-term economic objectives of the Kingdom, which are expected to be fulfilled by 

the private sector. Below are the principles as listed in the 6DP (1995): 

1. Diversifying the economy. 
2. Providing productive employment for the Saudi labour force. 

3. Deploying private capital in the economy. 
4. Strengthening the adaptive capacity of the economy. 
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These principles are evidence of the increased importance of the private sector. The second 

principle is of particular (indirect) importance for our context. 

4.2.3. Privatization and Economic Reform 

For more than 25 years, Saudi Arabian economic development has been broadly governed by 

five-year economic development plans. The first five plans emphasized the development of the 

Kingdom's infrastructure, with later plans having an increasing focus on human resource and 

private sector development. The Saudi Government placed even greater emphasis on economic 

diversification and increased private sector participation, especially in the industrial and 

agricultural sectors of the economy, during the Sixth Development Plan. As a result, the 

Kingdom launched plans for the privatization of key government facilities in 1998. 

The objectives of this privatization programme are to provide the necessary services to citizens 

and to increase job opportunities for the Saudi population. Through the programme, the 

government hopes to boost private citizens' participation in the stock market, to raise private 

sector investment, and at the same time to reduce the burden on the national budget. Saudi Arabia 

has continued its path toward liberalization and reform and has taken concrete steps to put these 

concepts into action through the Seventh National Development Plan (2000-2004). 

Saudi Arabia's Seventh National Development Plan places even greater emphasis on the goals Of 

training and employment of the Saudi population while continuing the Kingdom's strong drive 

toward economic diversification. The Plan confirms the Kingdom's accelerated pace toward 

integration into the global economy, including accession to the World Trade Organization (WT 0) 

and enhancement of technological developments within the country. It emphasizes continued 

efforts to reduce the importance of crude oil exports as the main source of government revenucs 
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and to expand the production base of the services, agricultural, and industrial sectors of the 

economy. 

Saudi Arabia's privatization and economic diversification efforts also have gained further 

momentum since the creation of the Supreme Economic Council (SEC) in 1999. The purpose of 

the Council is to speed economic reforms aimed at opening Saudi markets and ensure stability for 

investors. It is designed to be a decision-making body that responds more quickly and effectively 

to regional and international economic changes. 

The SEC has been officially responsible for the Kingdom's privatization efforts since early 2001. 

Since that time, privatization and economic reform have been the driving forces behind Saudi 

economic policy. With the SEC in the lead, Saudi Arabia continued its commitment to 

privatization throughout 2002 and 2003. In June 2002, the SEC released its official Privatization 

Strategy, which charted the course for increasing the role of the private sector in the national 

economy. Saudi Arabia's push for privatization has several objectives, including increasing 

competition and efficiency in the economy, encouraging domestic and foreign investment in the 

Saudi economy, and increasing employment opportunities for Saudis. 

4.2.4 Saudization in the Public and Private Sectors 

The concept of Saudization refers to the appointment of Saudi manpower in newly created jobs, 

besides the replacements of non-Saudi manpower with Saudi manpower. This concept was first 

introduced in the Third Development Plan (TDP) 1980, which recognised the influence of foreign 

manpower on the development of Saudi manpower. The fourth Plan (19 8 5) has also emphasised 

Saudization, as did the Fifth Plan (1990). Although the priority for Saudization in the plans may 

vary according to the priority of other strategic goals, it has gradually increased to become a top 
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priority of the Fifth Plan. However, the Fifth plan (1990) in regard to Saudization has 

acknowledged the fact that during the later part of the Third Plan and Fourth Plan years most new 

Saudi labour market entrants were employed in the government rather than the private sector. At 

the same time the numbers of non-Saudis increased, which led to Saudization as well as 

overstaffing of some government agencies whereas the private sector is still dependent on foreign 

manpower (5DP, 1990). 

In the light of Saudization goals, the Sixth Plan has pointed out that Saudization will depend upon 

the implementation of appropriate policy to resolve the following major labour market issues: 

1. To improve labour market information. 

2. To improve Saudi labour skills. 
3. To close the gap between Saudi and non-Saudi wages. 
4. To improve Saudi employment opportunities. 
5. To reduce wastage in the education system. 
6. To expand labour market services. 

4.2.5 Manpower and the Private Sector 

The Saudi private sector is the largest employer in the country. It utilises over 85% of the total 

employment. Labour Law, Article 45, has stated that: 

"The number ofSaudi workmen of the Employer shall not be less than 75% of the total 
number of his workmen, and their wages shall not be less than 51 % of the total wages of his 
workmen "(p. 21). 

The same article has also mentioned that the Minister of Labour has the right to temporary 

exemption from this ratio if technical skills or educational qualifications are not available. It was 

clear that the early years of development saw huge manpower quantitative and qualitative 
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shortage, and this has asserted the exemptions of this act. But, nowadays the situation is different, 

Saudi manpower supply has increased to the extent exceeding labour market demand for them (Al- 

Eqtisadiah, 1999). As such, unemployment among Saudis has increased as foreign manpower 

numbers continue to grow. 

The 5DP (1990) marked a departure from the previous pattern of a growing proportion of Saudi 

manpower being employed in the government sector, to place limits on further growth in 

government employment. It was expected that over 95% of employment growth during the Plan 

years would take place in the private sector. The objectives have not been met, and this made the 

government put more emphasis on employing Saudi manpower in the private sector during the 

6DP (1996-2000) (Al-Eqtisadiah, 1999). Thus, the private sector will increasingly be the locus of 

employment opportunities and longer-term career aspirations of Saudi nationals in this new stage 

of development. 

The preceding discussion reveals the importance of maintaining and recruiting Saudi workmen in 

the private sector organisations if they are to cope with the government intention to replace 

expatriates in private sector organisations, and with the government move towards Saudization in 

both the public and the private sectors. 
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4.3 The North East 

4.3.1 Regional Profile 

The North East of England is amongst the most dynamic regions in Europe. It includes four 

counties: Tyne and Wear, County Durham, Northumberland, and Tees Valley. The Region has a 

long track record as one of the principal centres of economic activity in the UK and is an integral 

part of the world's largest market, the European Economic Area (EEA). The North East of 

England has a first-class industrial and commercial infrastructure and excellent communication 

links. Some general statistics on the North East of England are given in table 4.1 below: 

Table 4.1: General statistics of the North East of England 

Area 8,592 sq. krn (3,317 sq. miles) 

Population 2,603,000 (2001) 

Employees 962,055 (2000) 

New Graduates 15,500 

GDP Per Head f 10,024 

Unemployment 7.3% (Nov 2001) 

Economic Activity 79.3% 

Source: Regional Facts and Figures, 2002. 

The levels of natural resources in the North East have greatly influenced the development of the 

industrial base in the North East of England, with the availability of coal and iron ore leading to 

the growth of traditional industries such as shipbuilding, coal mining and steel production. The 

Region now hosts a broad range of industrial sectors, encompassing the old and the state-of-the- 
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art, ranging from engineering and chemicals, through high volume manufacturing, to 

microelectronics and life sciences. The Region is also a major player in the service sector with 

globally recognised companies represented in the professional services, through to software 

development, call centres and shared service facilities. This on-going process has been supported 

by leading edge R&D within the Universities and the development of a higher skilled and 

adaptable workforce (Regional facts and figures, 2002). 

4.3.2 Labour Force and Labour Market 

The North East's Labour Market continues to be the weakest in the UK. The employment rate 

(67%) is about 7 percentage points lower than the UK average. Only Northern Ireland is lower, 

and it has been rapidly closing the gap on the UK. To close this gap would require nearly an 

extra 100,000 people in work (Labour Force Survey Historical Supplement 1984-2000). 

The unemployment rate understates this severe labour market weakness. The North East I LO 

unemployment rate (9% in 2000) is about 3 percentage points above the UK average. This is the 

highest of any UK region. Moreover the differential for the North East has widened in the 1990s, 

unlike in other comparable regions. Since 1994, the North East has replaced Northern Ireland as 

the UK region with the highest unemployment rate. Also, since 1998 the North East's 

unemployment rate has risen, unlike comparator regions. 

Since the early 1990s growth of employment in the North East has been very weak at about I%, 

whilst in the UK employment has grown by about 2m. jobs. If the growth of employment had 

matched the UK rate over 50,000 more people in the North East would now be in work (Labour 

Force Survey Historical Supplement 1984-2000). 
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In 2000, the average full-time employee in the North East region earned around E366 per week. 

This is eleven percent below the Great Britain average of E411 per week (pw) and the lowest of 

any region (New Earnings Survey, 2000). 

4.4 Summary 

Brief information about Saudi Arabia and the North East region of England was presented in this 

chapter. Such information was essential to have an idea of the context of tile two samples. 

Information about the region, the industry, the people, and the labour market was presented in 

this chapter. 
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Chapter five: The Research Methodology 
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5.1 Introduction 

The main objective of this chapter is to shed light on the methodological issues and procedures 

adopted for this study. This chapter includes a description of the research design, population, 

sample, data collection procedures, instruments and statistical analysis techniques used in this 

study. 

This study is mainly concerned with measuring job satisfaction and examining its relationship 

with motivation needs and some demographic factors for middle managers working in the 

private sector in Saudi Arabia. To give the reader a better picture for this study, the idea of a UK 

sample came to be used as a bench mark for comparison between a Saudi (developing country) 

and a UK (developed country) sample. 

The original intention for this study was to do a case study on three or four organisations in each 

country and interview a few managers from each organisation. Interview, then, was the intended 

method for collecting data for this research. In an interview, it is possible to get extensive 

information as subjects can elaborate about the research topic. In addition, respondents can 

generate their own areas of satisfaction or dissatisfaction. Therefore, the intention was to collect 

information from the managers regarding the sources of job satisfaction/dissatisfaction in a semi 

structure interview. In addition, it was hoped to collect more information regarding the 

organisations, such as the hierarchy of the organisation and the promotion system, to help in 

analysing and understanding the research topic. But, unfortunately, access to organisations in both 

countries was denied leading to a change in the research method and some objectives. The 

researcher chose a questionnaire as a means of collecting the data required for this study (see 

section 2.9 for more detail). The job facets to be investigated in relation to job satisfaction were 

limited to six facets only as one will see in section 5.6. 
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After tremendous efforts to get access, all approaches were denied. Time was running out and 

the researcher had to come up with something to continue the research process, since he is 

limited in time and money. The best option the researcher had was to do a mail survey, and treat 

the UK as a whole as an economic region. After consulting and discussing with colleagues and 

friends, the researcher reached the conclusion that it would be a better idea if he took one region 

and treated it as an economic region. The UK economy is so complex and diverse that it is 

difficult to give a good picture of it in just a few short pages, so it is much better to consider one 

region only. This idea gained the acceptance and support of the researcher's supervisor, Dr. Joan 

Harvey, and the head of the department, Professor Ian McLoughlin. The researcher, faced with 

the constraints surrounding him, has decided to take this approach and chose to study the North 

East region. Two main reasons favour the North East over other regions: 

The North East was traditionally recognised for its strengths in shipping, coalmining, steel 

manufacturing and related industries. The industrial base has diversified over the last three 
decades to cover a wide range of modern technologies and developing services industries 

with a major impetus having been provided by inward investment in the region from 

overseas. Key manufacturing sectors today are electronics and semiconductors, automobiles 

and automotive components, mechanical and precision engineering, offshore technology, 

chemicals and pharmaceuticals, information technology, food and drink, clothing and textiles 

and plastic processing. From that, one can see that the North East is a good representative of 
the UK economy as a whole. In addition, most of the Saudi organisation sample belongs to 
industries similar to those found in the North East. 

The researcher lives in Newcastle-upon-Tyne, in the North East, so it is convenient for him 
to contact organisations in the region, contact local authorities for information such as the 
North East Chamber Of commerce, One North East, etc. 

74 



5.2 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. He supported the 

use of this type of survey when he said: 

"Data are collected at one point in timeftom a sample selected to describe some larger 
population at that time. Such a survey can be used not onlyfor purpose of description, 
but alsofor determination ofrelationship between variables at the time ofstudy " (P. 
56). 

The survey method is one of the most important data collection methods in the social sciences, 

and as such, it is used extensively to collect information on numerous subjects of research 

(Nachmias and Nachmias, 1996). If the researcher's aim is a single time description, then a 

cross-sectional survey is the most appropriate. 

5.3 Data Collection Instrument 

The mail survey was used to collect data from the assigned sample. Babbie (1998) stated that 

survey research is 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). 

The biggest disadvantage of a mail questionnaire is the fact that it usually produces a low 

response rate, especially if it is conducted in a developing country such as Saudi Arabia (Tuncalp 

1988). It is believed that the main problem that usually causes the poor response rate is the 
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collection mechanism. In Saudi Arabia, the postal system is still under-deve loped. Neither 

collection services through street collection boxes nor a free reply system exist. Senders must go 

to a post office to send letters. Delivery services to home or site address are still not in existence. 

Firms must have post office box numbers in order to receive their mail. 

To counter potential difficulties and increase response rate, Dillman (1978) suggests the adoption 

of "Total Design Method" TDM which requires the inclusion of all the mailing package contents 

and survey design/implementation process. Based on his TDM method, several actions were 

taken in order for a better designing of the questionnaire and mailing packages as follows: 

* Covering Letter 

The questionnaire was accompanied by a covering letter using the King Saud University 

letterhead for the Saudi sample, and University of Newcastle upon Tyne letterhead for the 

UK sample. It described the nature, purpose and significance of the research, as well as the 

importance of the respondent's participation, and it assured the complete confidentiality of 

information. 

9 Questionnaire Design 
The questionnaire was designed to include close-ended questions to case and simplify the 

process. All the informant needed to do was just to mark the appropriate answers. 

Demographics questions were put in last section of the questionnaire. 

0 Mailing Process 

Dillman (1978) recommends mailing out in the early days of the week, and also avoiding 

mailings close to holidays or during the entire month of December. Based on his advice, 

mailing in the UK was usually sent out on Fridays because mails would normally be 
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delivered to the respondents within 1-2 days after a mail-out and thus the respondents receive 

it on Monday or Tuesday of the following week. A pre-addressed return envelope, including 

a pre-paid stamp, was included with each questionnaire to encourage the participation of the 

respondents. No questionnaire was sent out during the month of December. In Saudi Arabia, 

owing to the bad status of the postal system and the fact that Saudis are not used to survey 

research, a personal approach was used to deliver and collect questionnaires. The researcher 

delivered the questionnaire either directly to the respondents, or indirectly in bulk to a person 

in the Personnel Department or the Public Relations Department who then delivered them to 

the respondents. A collection box was set up in the reception office or in the security office. 

A 24-hour facsimile number was provided for respondents who preferred to respond by 

facsimile. 

5.4 Translating the Questionnaire 

Even though English is the international language for conducting business in many countries in 

the Middle East, the majority of Saudi Arabian subjects lack sufficient skills in the English 

language to answer a questionnaire accurately. Therefore, the original form of the questionnaire 

was translated into Arabic using the back-translation method (Douglas and Carige, 1983; Brislin, 

1970). This approach involves two steps. In the first, the English version of the questionnaire is 

translated into Arabic by an interpreter. In the second phase, the Arabic version is translated back 

into English by another interpreter. The initial English version is then compared with the second 

English to assess the effectiveness of the translation process. 

The research questionnaire was first translated into Arabic by an Arabic native speaker who is 

fluent in both languages and studying for a PhD in Arabic/English, English/Arabic translation. 

Secondly, another Arabic native speaker, who is fluent in both languages and holds a Master's 
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degree in linguistics, independently translated the Arabic version into its original and re- 

translated versions were compared and differences were clarified in a way that would yield the 

most precise translation. (English and Arabic questionnaires are included in appendixes I and 2). 

5.5 Pilot Study 

A pilot study was undertaken to discover any possible problem related to the design of the 

questionnaire in terms of the degree of clarity and its validity. Two stages, for each version, were 
I 

conducted for the purpose of testing the validity, objectivity, and clarity of the questionnaire. For 

the English version first, fifteen questionnaires were handed to part time PhD students and part 

time MBA students (the majority of them have a full time job). They were asked to answer the 

questionnaire in the presence of the researcher. The participants were asked to give their 

comments and suggestions about the questions and of the questionnaire as a whole. Based on the 

results of this stage of piloting, some questions that were not clear or led to a misunderstanding 

were modified, and some minor amendments were made to the questionnaire consequence and 

length. 

Secondly, the questionnaire was mailed to a random sample of 40 managers drawn from the 

sample frame. The basic aim was to evaluate the validity and objectivity of the study, and to 

assess the method and the procedure of collecting the questionnaire. Only 5 questionnaires were 

returned giving a response rate of 12.5%. The pilot result raised no major questions and the 

respondents did not have any difficulty in understanding and answering the questions. 

For the Arabic version, ten questionnaires were first handed to Saudi PhD students who have 

work experience either in the public or the private sector in Saudi Arabia. Based on their 

comments and suggestions, some minor amendments were made for the wording of the 
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questionnaire. Secondly, when arriving in Saudi Arabia, the researcher delivered 20 

questionnaires to managers drawn randomly from the sample frame. Only 9 questionnaires were 

collected giving a response rate of 49%. The pilot study in Saudi Arabia raised no major 

questions and the respondents did not have any difficulty in understanding and answering the 

questions. 

5.6 The Development of the Questionnaire 

The research questionnaire was designed to obtain the data onjob satisfaction, consequences of 

the level of job satisfaction, motivation needs, and demographic variables. Therefore, 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. 

5.6.1 Part (1): The job satisfaction part 

This part is intended to measure job satisfaction and factors associated with it. Most research in 

this topic is done with questionnaires and in some cases, interviews are used (Spector, 1997). 

The questionnaire method of measuring job satisfaction is the most widely used one as it can be 

standardised to suit any requirement or it can be developed specifically for the organisation (Al- 

Saadi, 1996). The use of a questionnaire as the main tool has important advantages such as its 

ability to glean information and cover a wide data needed in this study, not to mention the fact 

that the respondents could fill it in easily and quickly (Luthans, 1995). Since the questionnaire 

has been used widely, there will be good opportunities for making further comparisons with both 

future and previous studies in this field. 
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However, it was not possible to implement a standardised questionnaire such as the Minnesota 

Satisfaction Questionnaire (MSQ), Job Description Index (JDI), and Porter Need Satisfaction 

Questionnaire (NSQ), because, despite their reliability and validity, and the wide application of 

them, they are general ones (as explained in section 2.9). It has been recommended to consider 

the aim and the particular attributes of any study before implementing the methods (Berry, 

1998). Wanous and Lawler (1972) believe that the best measure of satisfaction is the one that 

covers all the dependent and independent variables in a particular study. Thus, the questionnaire 

that was used in this study to measure job satisfaction was constructed and developed especially 

for this research, as mentioned in section 2.9, taking into account the following vital points: 

1. An acceptable degree of reliability, which means that the questionnaire could be used to 

measure job satisfaction amongst middle managers time after time. The present 

questionnaire has obtained a satisfactory level of reliability by doing a reliability analysis 
test using Cronbach's Alpha model. 

2. The validity of the questionnaire. A questionnaire is considered valid if it measures what 
it is supposed to measure (Bagozzi, 1996). Consequently, the design of the questionnaire 

went through several stages in order to ensure its capability to collect the relevant data 

needed to conduct this study: 

* The questionnaire was reviewed by the researcher's supervisor Dr Joan Harvey and by 

Dr George Erdos from the Psychology Department. Based on their suggestions and 

recommendations the questionnaire was amended. Some questions were added, some 

were cancelled, and others that were not clear or led to misunderstanding were modified. 
* Several PhD students and MBA part-time students reviewed the English version of the 

questionnaire for the purpose of testing the clarity and the use of appropriate language 

and terminology. In addition, the questionnaire was pre-tested in the pilot study and 
improved thereafter. 

* After the translation of the questionnaire, the Arabic version as well as the English one 
was reviewed by two academic staff from King Saud University, Saudi Arabia. 
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* Several business managers reviewed the Arabic version of the questionnaire for the 

purpose of testing the clarity, and the use of appropriate language and terminology. In 

addition, the questionnaire was pre-tested in the pilot study and improved thereafter. 

3. The present questionnaire made the best possible use of the previous questionnaires that 
had been used in similar studies in job satisfaction and proved to have a satisfactory level 

of validity and reliability. 

The Likert scale is the main scale used in the questionnaire in order to measure the construct. It 

is composed of six balanced response choices (except the demographic part) rating from I =very 

satisfied (strongly agree) to 6=very dissatisfied (strongly disagree). The issue of the number of 

points in the rating scale and whether to be an odd or even number has not been solved. There 

are no certain rules in the literature to determine the choice of the number of points included in 

the scale. In general, discriminating between the numbers of points included in the scale depends 

upon the nature of the subjects being investigated (Tull and Hawkins 1993, Parasuraman 199 1). 

A rating scale that has between five and nine points is commonly used in most surveys (Tull and 

Hawkins 1993). In this study, a six point Likert scale was used to avoid the midpoint 

phenomenon. 

This part of the questionnaire comprised 32 items aimed to measure job satisfaction. Twenty five 

questions are for measuring the satisfaction with different job variables that are related to six job 

facets which are: the work group, the work itself, promotion, pay, supervision, and recognition. 

Six questions are used to measure the overall satisfaction with each job facet. The objective of 

using questions requiring overall satisfaction with each job facet is to compare the respondents' 

answer to this question and the average response to the questions related to this job facet. If the 

two correlate strongly, then this gives us an indication that the respondents have truly expressed 
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their feeling towards their jobs. Correlations between the overall questions and variables related 

to each job facet will be investigated to see how much the satisfaction with these variables 

affects the overall satisfaction with the job facet in each group, and to test if there are any 

differences between the Saudi and UK samples. 

The last question in part I of the questionnaire, question 32, is about the overall job satisfaction. 

Alongside each item were six choices. Respondents were asked their level of satisfaction on a 

scale starting from very satisfied (1) through rather satisfied, satisfied, rather dissatisfied, 

dissatisfied, to very dissatisfied (6). Questions related to each job facet are discussed below. 

5.6.1.1 Questions related to the satisfaction with work group 

After reviewing the literature related to satisfaction with work groups, and examining some 

theses and studies investigating job satisfaction the researcher found that personal and work 

relations were important for satisfaction with the work group. Therefore, as for this study, three 

items were included in the questionnaire in relation to the satisfaction with this job facet: 

1. The satisfaction with the personal relation one has with one's colleagues. 
2. The satisfaction with work relations one has with one's subordinates. 
3. The satisfaction with personal relations one has with one's subordinates. 

An overall question about the satisfaction with this facet was also added in the questionnaire. 

The objective of this question, as explained before, was to compare respondents' answers to this 

question and the average response to the questions related to this job facet. If the two correlate 

strongly, then this gives us an indication that the respondents have truly expressed their feelings 

towards their jobs. The four items related to the satisfaction with the work group are number 1,2, 

3 and 4 in the questionnaire. 
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5.6.1.2 Questions related to the satisfaction with work itself 

The literature related to the satisfaction with work itself suggested that the satisfaction with the 

following six variables have the most effect in the overall satisfaction with this job facet, these 

variables are: 

1. The opportunity to use one's skills. 
2. The variety of the work. 
3. The opportunity to learn new things. 
4. The degree of challenge. 
5. The responsibility one has to plan one's own work 
6. The responsibility one has in doing the work. 

I 

An overall question about the satisfaction with this facet was also added in the questionnaire. 

The seven questions related to this job facet took the numbers 5,6,7,8,9,10, and II in the 

questionnaire. 

5.6.1.3 Questions related to the satisfaction with promotion 

Two popular variables were found in the literature that related to the satisfaction with the 

promotion facet, these variables are: 

1. The opportunity for promotion in one's job 
2. The fairness of the promotion system in the organisation. 

These two variables were included in the questionnaire as number 12 and 13 respectively. A 

third question, question 14, was added to measure the overall satisfaction with this facet. 

5.6.1.4 Question related to the satisfaction with pay 
After reviewing the literature and looking into various theses and questionnaires, the researcher 

has extracted the following variables that have the most effect in the overall satisfaction with 

pay: 
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1. The pay in relation to the cost of living. 
2. The pay in relation to the work one does. 
3. The pay compared to one's expectation when joining the organisation. 
4. The pay compared to other's pay holding a similar position in the organisation. 
5. The pay compared to other's pay holding a similar position in different organisations. 

These variables took the numbers 15,16,17,18,19 in the questionnaire. Question 20 was added as 

an overall question to the satisfaction with pay. 

5.6.1.5 Questions related to the satisfaction with supervision 

This job facet was reviewed thoroughly and the variables that were used extensively by the 

researcher to measure the degree of satisfaction with this facet were as follow: 

1. The competence of the supervisor in making decisions. 
2. The supervisor's delegation of responsibility. 
3. The feedback one gets from the supervisor. 
4. The personal relation with the supervisor. 
5. The help one gets from the supervisor. 

These variables were used in the questionnaire as items 21,22,23,24,25. An overall question to 

measure the overall satisfaction with this job facet was added as item 26. 

5.6.1.6 Questions related to the satisfaction with recognition 
The literature has suggested some variables that have a great effect in the satisfaction with this 

job facet. The most used variables in investigating job satisfaction are: 

1. The financial recognition. 
2. The praise one gets from top management. 
3. The praise one gets from a supervisor. 
4. The praise one gets from colleagues. 
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These variables were used in this study to measure the satisfaction with recognition and they 

took numbers 27,28,29,30 in the questionnaire. An overall question to measure the overall 

satisfaction with this job facet was also added as item 3 1. The last item in part (1) of the 

questionnaire (item 32) is a question about the overall job satisfaction. 

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

The consequence of the level of satisfaction with the job is one of the factors that have attracted 

investigations by scientists and researchers. Most studies found in the literature support the 

notion that satisfaction with the job accompanied favourable consequences and vice versa. This 

part was developed by the researcher to test some of the consequences of the level ofjob 

satisfaction. Four statements were included in this part (items 33,34,35 and 36) which are: 

1. Finding a job outside the organisation 
2. Resigning from the job. 
3. Hate going to work. 
4. Feel happy when at work. 

Respondents were asked to record their responses on a six point Likert scale ranging from 

I =strongly disagree to 6=strongly agree for the first three statements, and ranging from 

I =strongly agree to 6=strongly disagree for the fourth statement. The relationship between these 

four statements and the overall job satisfaction will be examined using a correlation coefficient 

test 

5.6.3 Part (3): The motivation needs part 

The Manifest Needs Questionnaire (MNQ), developed by Steers and Braunstein (1976), was 

used in this part to elicit responses on the strength of motivation needs. The MNQ measures 
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motivation needs, and consists of four sub-scales which describe the need for achievement, 

affiliation, autonomy and dominance of employees. The instruments include a total of 20 items. 

Each of the 20 items consists of a list of statements. Items 1-5 relate to need for achievement, 

items 6-10 to need for affiliation, items II- 15 need for autonomy and items 16-20 the need for 

dominance. Respondents were asked to record their responses on a six point Likert scale ranging 

from I =strongly agree to 6=strongly disagree. The maximum possible raw score for each 

subscale for each respondent is 30. Each need's score is determined by adding up the 

respondent's points for the five statements measuring each need. Norms for each of the need's 

strength are as follows: 5-8 points indicate a very low need strength =6,9-12 indicate a low need 

strength =5,13-16 indicate a rather low need strength =4,17-20 indicate a rather high need 

strength =3,21-24 indicate a high need strength =2, and 25-30 indicate a very high need strength 

= 1. The relationship between overall job satisfaction and the four motivation needs wil I be 

examined using a correlation coefficient test. 

5.6.4 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 currentjob, length of service for the same 

organisation, the level of formal education, and the number of dependants (Tables 5.1 - 5.6). The 

relationship between overall job satisfaction and the demographic variables will be examined 

using a correlation coefficient test. 

Table 5.1: The aiie catcp-ories 
The age 
Categories 

Up to 30 1 31-40 1 41-50 51-60 I 61 or more I 

The code 5 4 3 2 1-1 
- 

-- I 
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Table 5.2: The annual aross salarv catemories 
The annual 
gross salary 

Up to 
120001 

12001- 
18000 

18001- 
24000 

24001- 
30000 

30001- 
36000 

More than 
36000 

The code 6 5 4 3 2 1 

Table 5.3: The len0h of services categories 
You have been doing Less than I year 1-3 years 4-6 years 7-9 years More than 9 

this job in this years 
organisation for: 

The code 5 4 3 2 1 

Table 5.4: The length of services categories 
You have been Less than I year 1-3 years 4-6 years 7-9 years More than 9 
working in this years 

organisation for: 
The code 5 4 3 2 1 

Table 5.5: The level of formal education 
Your level of formal 

education 
High school Diploma I Bachelor I Master PhD 

The code 5 4 131 2 

Table 5.6: Number of dependents 
Number of 
dependents 

None I 1-3 I 4-6 7-9 I More than 9 

--- The code 5 141 3 21 1 

Developing and designing the questionnaire was one of the major tasks of this research. The 

process is usually based on learning from experience. Bagozzi (1996) states that, in the process 

of designing the questionnaire there is no substitute for experience based on trial and error. 

5.7 Population of the Study 

The population for this study consists of managers employed in organisations in the private 

sector represented in the D&B Business Register, North East Volume, issued by Dun & 

Bradstreet Ltd. (for the UK sample); and "A-Z" Organisational Directory of Saudi Arabia 
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published by the Council of Saudi Chambers of Commerce & Industry. Managers were selected 

as the subjects of the empirical research due to their organisations. 

5.8 Sampling 

Sampling is an important component of any research project. The significance of sampling 

comes from the fact that the precision of conducting the sampling procedures will determine the 

extent to which the research findings are generalizable (Nachmias and Nachmias 1996). 

Sampling refers to the selection of a subset of elements from a large group of objects, for the 

purpose of drawing a general conclusion about the entire population. Determining the sample 

size is a debatable issue in the literature. Parasuraman (1991) states that relative time, cost and 

desired degree of precision determines the sample plan and size. Beside these considerations, 

sample size is determined on the common response rates to the questionnaires in similar studies, 

the pilot study, and the number of valid and completed questionnaires needed to conduct a 

meaningful cross-sectional data analysis. According to McDaniel and Gates (1993), 100 cases 

should be available to make a statistical analysis like multiple regressions. Hair et al (1998) 

indicate that as a general rule, there should be at least five observations for each independent 

variable; however, the desirable level for the results to be generalizable is between 15-20 

observations for each independent variable. Jackson (1995) stated that it is not necessarily the 

case that larger samples are more accurate than smaller ones; it is the case that the sample should 

represent the characteristics of the population. 

Determining the sample size fiorn which a desirable number of questionnaires will be generated 

is not clear-cut in a developing country such as Saudi Arabia. In Saudi Arabia, the response rate 

for mail questionnaire survey and social research in general is not available. According to the 

experience of the Research Centre of the Chamber of Commerce in Riyadh, Saudi Arabia, the 
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response rate for mail questionnaires does not exceed 10%. In fact, researchers usually avoid 

collecting questionnaires by mail. 

Personal collection and a collection box are the common approaches of collecting questionnaires 

in Saudi Arabia in order to yield a high response rate (Tuncalp 1988). Hence, the average rate for 

studies conducted in Saudi Arabia is usually high. It ranges between 40 and 60 percent (Abu 

Nab'a 1981, Tuncalp 1988). In this study, the pilot study conducted in Saudi Arabia yielded a 

49% response rate. In the UK, based on experts' opinions, PhD research students' opinions, 

social science surveys, the response rate for a mail questionnaire ranges between 10 and 20 

percent. In this research, the pilot study conducted yielded a 12.5% response rate. 

Based on the above illustration, a target of usable questionnaires was set in the region of 130-160 

for the UK sample; requiring a sample size of about 1000 managers. A target of usable 

questionnaires was set on the region of 400-430 for the Saudi sample, requiring a sample size of 

about 800 managers. 

It was decided to use systematic random sampling since this kind of sampling gives every unit of 

the population an equal chance of being selected from the population under study (Jackson, 

1995). In systematic random sampling, one selects every nth unit from a population after having 

selected the first by a random method. 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" Directory. 

5.9 Data Collection Procedures 

The sampling frame in selecting the UK sample will be D&B Business Register, North East 

volume. The D&B business Registers, issued by Dun & Bradstreet Ltd., lists local companies 
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alphabetically broken down by town within the county. In selecting the sample from the North 

East, the researcher used a systematic sampling method. Organisations with 30 employees or 

more were given a number from I to N. Two hundred organisations were selected. 

During the month of Septemper1998, the researcher contacted these organisations asking for 

their agreement to participate in this survey, and asking for the number and title of middle 

managers and supervisors in their organisation. 187 organisations agreed to take part in this 

survey. In most cases the contact person was in the personnel or HRM department. The 

researcher collected titles and addresses of 1200 middle managers and supervisors. 

By the first week of October 1998,300 questionnaires containing a pre-paid self returned address 

envelope and accompanied by a support letter from the supervisor were sent to the subjects. By 

the second week of October 1998,380 questionnaires were mailed, and by the third week of 

October 1998,320 questionnaires were mailed to subjects. Total questionnaires sent was 1000, 

158 returned, 154 questionnaires were usable giving a response rate of 15.4%. 

Most questionnaires were sent directly to the subjects; some, on the request of the contact 

person, were sent in bulk to a person who then delivered them to the subjects. 

The sample frame for the Saudi sample will be the "A-Z" Organisational Directory of Saudi 

Arabia. The directory lists the names, addresses, and major activities of major organisations in 

Saudi Arabia. The Council of Saudi Chambers of Commerce & Industry publishes the directory 

every year. Managers employed by these organisations will be our subjects. A systematic 

sampling method will be used to select organisations from the Directory. Organisations with 30 
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employees or more were given a number from I to N. One hundred and fifty organisations were 

selected. 

The field work in Saudi Arabia started in January 1999 for three months. Upon arriving in Saudi 

Arabia, the researcher contacted the selected organisations asking them for permission to 

distribute the questionnaires among their managers and about the number of managers in their 

organisations. The contact person was the Personnel Manager or the Human Resource Manager. 

Some organisations requested a verification letter from the sponsor. A support letter from the 

Dean of the College of Business and Economics, King Saud University was obtained and sent to 

the organisations (appendix 3). Ninety-two organisations agreed to take part in the survey. 

Owing to the bad status of the postal service in Saudi Arabia, questionnaires were personally 

delivered and collected. Questionnaires were either directly delivered to managers or indirectly 

in bulk to a person in the Personnel Department or the Public Relations Department who then 

delivered them to the selected managers. 

A collection box was set in every organisation either in the reception office or in the security 

office, and a 24-hour facsimile number was provided for subjects who prefered to respond by 

facsimile. In the first month, 537 questionnaires were delivered accompanied by a support letter 

from the Dean of the College of Business & Economics, King Saud University (appendix 3). 

More subjects were required to reach the sample size of 800 respondents. Therefore, a sample of 

100 organisations was systematically chosen from the sampling frame. Fifty-three organisations 

agreed to participate in this survey. Another 263 questionnaires were delivered giving a total of 

800 questionnaires. 
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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. 

5.10 Treatment of the Data 

Upon the researcher's return to the UK in April 1999, all returned questionnaires were personally 

checked again for accuracy by the researcher. All the variables were coded then entered to a PC. 

Data entered to the computer were checked for accuracy twice, in the middle of the process and 

at the end. 

5.11 Research Hypotheses 

The research hypothesis 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. 
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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. 

5.12 Statistical Analysis Technique 

A number of criteria are proposed by Tabachnick and Fidell (1996) to select an appropriate 

statistical technique, two of which are the appropriateness of the technique to the research 

question, 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. 

Frequency analysis produces a table of frequency counts and percentage for the value of 

individual variables. It was used in this research to provide descriptive information of the data 

such as frequency, means, standard deviation, and to summarise the responses of each question. 

The second statistical technique used was factor analysis. Factor analysis allows researchers to 

identify the relationships among a large number of variables by defining a set of common 

dimensions. Variables that are correlated with one another but largely independent of other 

subsets of variables are combined into factors. There are two factor analytic techniques available 

for the researcher to use, exploratory and confirmatory factor analysis. Exploratory factor 

analysis is used when the aim of the research is to explore the field to discover the main 

constructs or factors. Exploratory factor analysis is ideal where the data are complex and the 
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researcher is not sure what the significant or important variables are (Kline, 94). Confirmatory 

factor analysis, on the other hand, is used when the researcher has a hypothetical loading for each 

variable in the study based on other previous studies. Then confirmatory factor analysis can be 

used to fit these loadings in the targeted matrix as closely as possible (Kline, 94). 

The objective of using factor analysis in this research was to search for structure among 

variables. In this research, the job satisfaction questionnaire (part one in the questionnaire) has 

twenty-five items that are intended to measure the degree of satisfaction with various aspects of 

the job; factor analysis will be utilised to see how these items group, in other words, how many 

factors there are. Therefore, exploratory factor analysis is appropriate for this study, as will be 

explained in section 6.6. 

This study focuses on measuring the attitude of middle managers towards their j ob and f ind ing 

out how various job facets influence the middle managers' level of job satisfaction. The main 

statistical technique that is used in attitude measurements is the correlation coefficient (r) 

(Oskamp, 1977) and this will be used to report the findings of the study. Because the aim of the 

study is to find the strength of association between several independent factors and a dependent 

factor, Pearson Product-Moment measure of association will be used. In this technique, values of 

association between two variables range from -I to 1. The closer the value to I or -1, the stronger 

the association between the variables. The value of absolute I or -I indicates a perfect correlation 

coefficient between the two variables. Moreover, the minus sign of the coefficient indicates the 

direction of the association. 

One must be careful when interpreting a significant correlation coefficient. The first point to note 

is that a smaller value of r is needed for significance as N (the sample size) increases. In deciding 
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the importance of a correlation, one has to consider how much of the variability of the scores in 

one variable can be explained by the variability of scores of the other variable. There may be a 

significant correlation but if it only explains a small amount of the variability then it may not be 

of much importance. The square of the correlation coefficient, called the coefficient of 

determination, is used to explain the proportion of the variability in a correlation. A high 

correlation, such as r=0.8, yields an r square of 0.64 which tells us more than half of the 

variability in one variable can be explained by changes in the other variable. With an r=0.3, 

then only 0.09 of the variability of one variable's score can be explained by the correlation with 

the other variable (Hinton, 1995; Sekaran, 1992). 

T-test technique was also used in this study. The choice of a significant test (e. g., t, F, ) depends 

on the research question and the design of the study. If one is interested in comparing the means 

of two groups only, the west will then be a convenient method (Rosnow and Rosenthal, 1996). 

The F and t tests are statistically related; F=t square when there are only two groups to be 

compared. Larger t's are associated with differences between means that are more statistically 

significant, which means that there is no difference between the means. 

The last statistical technique that will be used in this study is Fisher's Z-transformation test. This 

test is a meta- analysis test that has begun to be used widely in behaviour research and 

psychology studies and other fields (Rosnow and Rosenthal, 1996). Fisher's z-transformation 

test is simply a transformation of Pearson r's, making equal differences equally detectable. 

5.13 Methodological Issues in Cross-Cultural Research 

Cross-cultural research should consider a framework which can incorporate a range of 

methodological possibilities in investigating a variety of topics. In cross-cultural methodology 
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the framework is known as emics and etics (Malpass, 1977; Brislin, 1983). The emic approach 

attempts to obtain the best possible description of a phenomenon occurring in a particular local 

population by utilizing concepts employed in that population. It is allegedly the most accurate 

description of a phenomenon. However, emic data cannot be compared across cultures because, 

by definition, the concepts developed in a single culture may not be universal. In short, emics are 

culture-specific concepts. The etic approach studies a phenomenon by utilizing concepts with 

generality beyond a single local population, i. e., culture-general or universal concepts. The 

present study adopted the etic approach. 

Among the many methodological issues affecting cross-cultural research are those involving 

equivalence, bias, sampling adequacy, and language and translation issues. 

5.13.1 Equivalence 

One concept that is important in conducting cross-cultural research is that of equivalence. 

Equivalence in cross-cultural research can be defined as: 

"A state or condition ofsimilarity in conceptual meaning and empirical methods 
between cultures that allows comparisons to be meaningful" Matsumoto, 2000. 

There are four types of equivalence proposed by Hui and Triandis (1985), namely 

conceptual/functional, construct operationalization, item, and scalar equivalences. Similarity in 

meaning of a construct of a concept in the two cu Itures refers to conceptual equivalence. That is, 

the construct can be meaningfully discussed in the cultures concerned. This construct is then 

manifested and operationalized in similar ways in both cultures. Thus, the construct 

operationalization equivalence has been achieved. Next, in order to fulfil the item equivalence 
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requirement, the operationalized construct should be measured by the same instrument for both 

cultural groups. Only by doing this can cultures be numerically compared. Lastly, the instrument 

will have scalar equivalence when a numerical value on the scale of the instrument refers to the 

same degree, intensity, or magnitude of the construct regardless of the population of which the 

respondent is a member. 

The previous descriptions on measures and procedures of the present study indicate that the four 

types of equivalence which are required for cross-cultural studies were fulfilled. The job 

satisfaction concept is familiar to both groups. Thus, there is arguably reasonable construct 

equivalence of the concept between the two groups. Moreover, this construct has been 

operationalized in this study in the form of items in the questionnaire distributed to both groups. 

The questionnaire has been back-translated and uses the same scaling. Thus, the other three 

requirements were fulfilled. 

5.13.2 Bias 

Bias and equivalence are two closely related concepts that play a major role in cross-cultural 

comparisons (Poortinga, 1989). From a theoretical perspective, the two concepts are the opposite 

of each other; scores are equivalent when they are unbiased (Van de Vijver and Leung, 1997). As 

mentioned above, equivalence is usually associated with the measurements level at which scores 

obtained in different cultural groups can be compared; whereas bias shows the presence of 

factors that challenge the validity of cross-cultural comparisons (Van de Vijver and Leung, 

1997). In this study, equivalence was established as explained in the last section; therefore bias 

was overpowered. 
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5.13.3 Sampling Adequacy 

Cross-cultural researchers need to pay careful attention to issues of sampling in the conduct of 

their research (Matsumoto, 2000). A certain requirement applies to research subjects in order to 

get similarity or equivalence among the subjects from different cultures. This similarity is known 

as dimensional identity (Berry, 1980; Frijda & Jahoda, 1966). The dimensional identity requires 

the structural and behavioural. equivalence of the subjects in certain aspects, such as occupation 

in the case of ajob satisfaction study. In this study, an adequate sampling procedure was 

followed, as explained in this chapter. 

5.13.4 Language and Translation Issues 

A main issue in cross-cultural research is the linguistic equivalence of the research instrument. If 

a researcher wants to compare questionnaire responses of two samples from two different 

countries speaking different languages, the researcher needs to have both language versions of 

the questionnaire (Matsumoto, 2000). To ensure that the two questionnaires are equivalent, 

researchers usually use the back-translation method (Brislin, 1970), which was utilized in this 

study as explained in section 5.4. This process serves to decentre the original language (Brislin, 

1970,1993), eliminating any culture-specific concepts of the original language. 

5.14 Summary 

This chapter contains the method and statistical techniques used in this research. Survey research 

design was used to conduct this study. The sampling unit consisted of middle managers 

employed by organisations of the private sector in Saudi Arabia and the North East of England. 

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

job satisfaction part, (3) MNQ (Manifest Need Questionnaire), and (4) the demographic part. 
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The survey generated 406 usable responses for data analysis for the Saudi sample and 154 usable 

responses for data analysis from the UK sample. The chapter ended by discussing main issues in 

cross-cultural methods. 
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Chapter Six: Descriptive Statistics and Data Reduction 
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6.1 Introduction 

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. 

This chapter is divided into four sections: section one presents descriptive results of the response 

rate and the assessment of the non-response bias. Section two is the descriptive analysis of the 

demographic variables (part four of the questionnaire). In section three, descriptive analysis will 

be presented for the motivation needs, which is the third part of the questionnaire. In section 

four, factor analysis will be utilised to explain the relationship among the variables and factors in 

job satisfaction and the adequacy of sample size for this research. Analysis for the two samples, 

the Saudi sample and the UK sample, will be presented. 

In the following chapter, results and findings will be presented regarding job satisfaction factors, 

overall job satisfaction, testing the research hypothesis and answering the research questions. 

6.2 Response Rate 

As indicated in the last chapter (the methodology chapter), 800 questionnaires were delivered to 

managers and supervisors working in the private sector in Saudi Arabia. The return of completed 

questionnaires presented some difficulties. First, collection of the questionnaires took a long 

time. Things happen more slowly in Saudi Arabia. Promptness and immediateness are not valued 

as strongly as they are in western countries (Tuncalp, 1988). Over three months were spent on 

delivering and collecting questionnaires, 415 questionnaires were collected. Of the 415 

responses, 9 questionnaires were unusable. Among these excluded questionnaires, five were 
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missing key information and four were returned empty. Thus the usable returned questionnaires 

were 406 representing a response rate of 51%. This is similar to studies using the same methods 

in Saudi Arabia (Alkassim, 1996; Alsouhem, 1996; Algaber, 1995). 

In the UK, 1000 questionnaires were mailed to managers and supervisors in the North East of 

England. Questionnaires were either sent directly to the manager or the supervisors, or sent to the 

Personal Manager (Human Resource Manager) in bulk to distribute them among managers and 

supervisors in his/her organisation. Return envelopes were enclosed with each questionnaire. 158 

questionnaires were returned; of them 4 were unusable owing to missing key information. Thus 

the usable returned questionnaires were 154 representing a response rate of 15.4%. 

6.3 Non-response Assessment 

Non-response bias evaluation ensures that the conclusions drawn from the analysis are 

attributabl to the population of the research, and not some subset of this population (Churchill, ! q/ 

1987). In other words, non-response bias investigates whether the respondents to the survey are 

different from those who did not respond. In order to assess any potential non-response bias 

amongst the sampling frame, early versus late respondent bias testing will be undertaken for a 

comparison. Ddspite its drawback, it is generally accepted as a practical measure for non- 

response bias (Nachmias and Nachmias, 1996). Accordingly, the assessment of non-response 

bias will be based on comparing some of the characteristics of early respondents to that of late 

respondents. Therefore, the first 50 respondents collected was compared'ýYith the last 50 

collected in the Saudi sample; and the first 50 respondents received was compared with the last 

50 received in the UK sample. Two-sample independent t-tests were employed to compare the 

mean differences between the two groups in each sample on several variables such as age , 

annual salary, education, length of service, number of dependants. No bias was found at the 0.05 
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level of significance. Therefore, it was felt that the responding managers well represent the 

overall sample. 

6.4 Descriptive Analysis of the Demographic Variables 

This section includes a descriptive analysis of the participating subjects. The objectives of such 

analysis are; first, to give a brief description of the characteristics of the subjects included in our 

samples; and secondly, to compare the subjects in the two samples. Frequency analysis will be 

used to describe the participant according to the following characteristics: 

" Age. 
" Annual gross salary. 
" Number of years doing this job in the current organisation. 
" Number of years working for the current organisation. 
" Level of education. 
9 Number of dependants. 

6.4.1 Age 

Table 6.1 represents the distribution of the Saudi respondents and the UK respondents by age. The 

table shows that the majority of the Saudi respondents (37.7%) and the UK respondents (40.9%) wer( 

in the 31-40 range. 

Table 6.1: Age Distribution for the Saudi and UK Samples 

Age range 
The Sal LdiLSample 

Frequency Percentage Cumulative Frequency 
The UK sMple 
Percentage Cumulative 

> 60 years 14 3.4 3.4% 3 2 2% 
51-60 34 8.4 11.8% 21 13.6 15.6% 
41-50 95 23.4 35.2% 51 33 48.6% 
31-40 153 37.7 72.9% 63 41 89.6% 
<30 110 27.1 100% 16 10.4 100% 
Total 406 100% 154 100% 

Table 6.1 suggests that, relatively speaking, younger employees in Saudi Arabia occupy these 

positions than those in the UK. This could be attributed to one of two reasons; first, the shortage 

of the Saudi manpower that forces the organisations to recruit younger, less experienced 
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employees as middle managers. Secondly, by recruiting young, possibly new graduates, 

organisations are following the Government move toward Sauclization. 

6.4.2 Annual gross salary 

In the Arabic questionnaire which was distributed in Saudi Arabia, salaries were converted into 

Saudi Ryals (If = 6.5 SR). Table 6.2 shows that the modal range of the Saudi sample annual 

gross salary is between 12001 and 24000f while the modal range of the UK sample range 

between 24001 and 30000L. 

Table 6.2: Annual i! ross salarv distribution for the Saudi and UK samnles 
The Saudi Samp le The UK 5ample 

_The 
salary range Frequenc y Percentage Cumulative Frequency Percentage Cumulative 
> 360001 50 12.3 12.3% 28 18.2 18.2% 

30001-36000L 62 15.3 27.7% 27 17.5 35.7% 
24001-30000f 85 20.9 48.5% 41 26.6 62.4% 
18001-24000f 72 17.7 66.2% 27 17.5 79.9% 
12001-18000L 88 21.7 87.9% 29 18.8 98.7% 

<12000i 49 12.1 100% 2 1.3 100% 

Total 406 100% 154 100% 

Table 6.2 may suggest that middle managers in the UK earn more money than their counterpart 

mangers in Saudi Arabia. 

6.4.3 Length of services on current job 

Looking at Table 6.3, it seems that managers in the UK sample change their jobs inside their 

current employer more frequently than their counterpart in the Saudi sample. 

Table 6.3: Saudi and UK manners' len0h of service in current iob 
The SauqjjqMp k The UK sample 

Length of service Frequency Percentage Cumulative Frequency Percentage Cumulative 
>9 years 84 20.7 20.7% 36 23.4 23.4% 

7-9 57 14.0 34.7% 6 3.9 27.3% 
4-6 105 25.9 60.6% 35 22.7 50.0% 
1-3 136 33.5 94.1% 48 31.2 81.2% 

<I year 24 5.9 100% 29 18.8 100% 
Total 406 100% 154 100% 
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6.4.4 Number of years working for the current organisation 

Comparing percentages in Table 6.4, it suggests that the Saudi subjects are less mobile than their 

counterpart UK managers are. This could mean that the UK employees have more openings or 

opportunities to move to other organisations. 

Table 6.4: Saudi and UK managers' length of service in current organisation 
The Saudi sample ThýUK sam ple 

Length of service Frequency Percentage Cumulative Frequency Percentage Cumulative 
>9 years 145 35.7 35.7% 69 44.8 44.8% 

7-9 73 18.1 53.8% 9 5.8 50.6% 
4-6 109 26.8 80.6% 32 20.8 71.4% 
1-3 68 16.7 97.3% 30 19.5 90.9% 

<I year 11 2.7 100% 14 9.1 100% 
Total 406 100% 154 100% 

6.4.5 Level of education 

Table 6.5 may suggest that education (specifically bachelor degree or more) is an important 

qualification holding a middle manager position in the Saudi organisations. However, the Saudi 

group have no managers with doctorates. It is interesting to note that the degrees might not all be 

equivalent, depending on where they were obtained. 

Table 6.5: Level of education distribution for the Saudi and UK samnlcs 
The Sau di samp le The UK sample 

Education level Frequency . Percentage Cumulative Frequenc y Percentage Cumulative 
P11D 0 0.0 0.0% 7 4.6 4.6% 

Master 60 14.8 14.8% 17 11.0 15.6% 
Bachelor 280 68.9 83.7% 41 26.6 42.2% 
Diploma 32 7.9 91.6% 50 32.5 74.7% 

High school 34 8.4 100% 39 25.3 100% 
Total 406 100% 154 100% 

6.4.6 Number of dependants 

Table 6.6 presents the frequency and percent of the Saudi and UK samples. These data show 

very large differences between the samples. 
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Table 6.6: Number of dCDendence distribution for the Saudi and UK samnles 
The Saudi samp le The UK aample 

Number of Frequency Percentage Cumulative Frequency Percentage Cumulative 
dependants 

>9 48 11.8 11.8% 0 0.0 0% 
7-9 64 15.8 27.6% 0 0.0 0% 
4-6 147 36.2 63.8% 3 2.0 2% 
1-3 110 27.1 90.9% 104 67.5 69.5% 

none 37 9.1 100% 47 30.5 100% 
Total 406 100% 154 100% 

Cultural differences are a likely explanation of the data. Families in Saudi Arabia tend to be 

bigger because dependants include parents and other relatives. 

6.5 Descriptive Analysis of the Motivational Needs 

This section presents the descriptive analysis for the motivation needs, which is the third part of 

the questionnaire. Frequencies and descriptive statistics are presented for each motivational need; 

need for achievement, need for affiliation, need for autonomy, and need for dominance in Tables 

6.7 - 6.10; bearing in mind that I indicates a very strong need and 6 indicates a very low need. 

Means of the strength of each need are presented along with its standard deviation for the two 

samples. 

Table 6.7: Saudi and UK samples distribution of the strength of need for achievement: 
freauencies and nercentaees. 

The SaudilqMple Tile M&fý 
The strength Frequency Percentage Cumulative Frequency Percentage Cumulative 

1 160 39.4 39.4 32 20.8 20.8 
2 193 47.5 86.9 65 42.2 63.0 
3 53 13.1 100% 51 33.1 96.1 
4 0 0.0 6 3.9 100% 
5 0 0.0 0 0.0 
6 0 0.0 0 0.0 

Total 406 100% 154 100% 
N Mean Std. Dev 

Saudi 406 1.74 0.68 
UK 154 2.20 0.81 
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Table 6.8: Saudi and UK samples distribution of the strength of need for affiliation: 
frequencies and percentages. 

The Saudi sample The UK sam ple 
The strength Frequency Percentage Cumulative Frequency Percentage C2mulative 

1 10 2.5 2.5 0 0.0 0.0 
2 28 6.9 9.4 18 11.7 11.7 
3 191 47.0 56.4 67 43.5 55.2 
4 167 41.1 97.5 66 42.9 98.1 
5 10 2.5 100% 3 1.9 100% 
6 0 0.0 0 0.0 

Total 406 100% 154 100% 

N Mean Std. Dev 
Saudi 406 3.34 0.75 
UK 154 3.35 0.71 

Table 6.9: Saudi and UK samples distribution of the strength of need for autonomy: 
frequencies and percentages. 

The Saudi sample The UK samp e 
The strength Frequency Percentage Cumulative Frequency Percentage Cumulative 

1 10 2.5 2.5 0 0.0 0 
2 22 5.4 7.9 2 1.3 1.3 
3 101 24.9 32.8 30 19.5 20.8 
4 182 44.8 77.6 80 51.9 72.7 
5 91 22.4 100% 38 24.7 97.4 
6 0 0.0 4 2.6 100% 

Total 406 100% 154 100% 

N Mean Std. Dev 
Saudi 406 3.79 0.93 
UK 154 4.08 0.77 

Table 6.10: Saudi and UK samples distribution of the strength of need for dominance: 
frequencies and nercentatEes. 

The Saudi saniple The UK_52, mple 
The strength Frequency Percentage Cumulative Frequenc y Percentage Cumulative 

1 15 3.7 3.7 18 11.7 11.7 
2 81 20.0 23.6 48 31.2 42.9 
3 191 47.0 70.7 58 37.7 80.5 
4 103 25.4 96.1 25 16.2 96.8 
5 16 3.9 100% 5 3.2 100% 
6 0 0.0 0 0.0 

Total 406 100% 154 100% 
N Mean Std. Dev 

Saudi 406 3.06 0.87 
UK 154 2.68 0.99 
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6.6 Factor Analysis 

"Factor anal is is a statistical technique widely used in psychology and the YS 
social sciences. Indeed in some branches ofpsychology, especially those in 
which tests or questionnaires have been administered, it is a necessity" (Kline, 
1994: 1). 

Factor analysis as Hair et al. (1998) define it is a class of multivariate statistical methods whose 

primary purpose is to define the underlying structure in a data matrix. Using factor analysis, the 

researcher will then be able to identify the separate dimensions of a structure and then determine 

the extent to which each variable is explained by each dimension or factor. 

Factor analytic techniques can accomplish their objectives from either an exploratory or 

confirmatory perspective. There is continued argument regarding the appropriate role for factor 

analysis. Many researchers consider it only exploratory, useful in searching for structure among 

sets of variables or as a data reduction method. In this standpoint, factor analytic techniques 

"take what the data give you" and do not set any priori constraints on the estimation of 

components or the number of components to be extracted. For many-if not most- applications, 

this use of factor analysis is appropriate. However, in some cases, factor loadings for the 

variables are hypothesized based upon previous studies or on relevant theory. Confirmatory 

factor analysis can then be used to fit these loadings in the targeted matrix as closely as possible 

(Kline, 1994; Hair et al 1998). In the social science it is often so difficult to specify with any 

precision what the factor loadings should be (Kline, 1994). An objection to exploratory factor 

analysis is always that it is exploratory whereas science usually proceeds by hypothesis testing. 

In addition, confirmatory analysis is not simply an algorithm but has a statistical basis. These 

arguments are, in principle, true, although exploratory can be used to test hypotheses. Thus if a 

factor is hypothesized with loading on certain variables and this appears in a simple structure 
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analysis, it is acceptable to debate that the hypothesis has not been refuted and that in the 

opposing case it has been refused. 

In this study, although variables were carefully selected based on thorough review of the 

literature, any variable that does not load on a factor will be excluded from the study. Also, 

factor analysis will be utilised in this research to see how these variables group, in other words, 

how many factors there are. Therefore, exploratory factor analysis is appropriate for this 

research. 

The job satisfaction questionnaire (part I in the questionnaire) has 32 items related to job 

satisfaction. Twenty five items are questions to measure the satisfaction with various job related 

aspects. Six items are overall questions to measure the overall satisfaction with some job facets. 

The last item, 32, is a question to measure the overall job satisfaction. In factor analysis, only the 

twenty five items intended to measure the satisfaction with various job aspects were included. 

Therefore, items 4,11,14,20,26,3 1, and 32 were excluded. 

Kline (1994) said that results from factor analysis can not be trusted without proper rotation of 

factors, "much of the scientific value offactor analysis depends on proper rotation ". So in the 

next section rotation methods will be discussed briefly pointing out which method shall be used 

in this research. 

6.6.1 Rotation of Factors 

Hair et al (1998) has defined factor rotation as "a process of manipulating or adjusting thefactor 

axes to achieve a simpler and pragmatically more meaningfulfactor solution ". The two most 

widely used rotation methods are Orthogonal and Oblique. In Orthogonal rotation, factors are 
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rotated in a position that they always at right angles to each other, while in Oblique, factor axes 

may take any position in the factor space (Kline, 94). Varimax and Oblimin are the most 

common methods used in Orthogonal and Oblique rotations respectively (Hair et al, 98; Kline, 

94). 

The main objective of rotation of factors is to reach a simple structure or best position of the 

factor axes. Cattell (1978) has argued that controversies in factor analysis as in the number and 

nature of factors is mainly caused by failing to reach simple structure. Cattell (1978) has put 

certain technical criteria that have to be met in order to reach a simple structure. According to 

Kline (1994), the most important criteria are: 

" Good sampling ofvariables 
" Good sampling ofsubjects 
" Large sample, with 100 as the minimum 
"A ratio ofsubjects to variables ofat least 2: 1 
" The use ofprinciple component or maximum likelihoodfactor analysis 
" The use of a Scree test or statistical test to obtain the number offactors 
" The use of Parimax rotation or, if Oblique, Direct Oblimin rotation. 

In the following section, the two samples used in this research and our procedures in employing 

factor analysis in this research will be tested against each criterion mentioned above. 

6.6.1.1 Sampling of variables 

In the methodology chapter, it was shown that an adequate literature review has been conducted 

to reach the variables used in the questionnaire. Content validity of the questionnaire has been 

achieved. So, the first criterion has been met. 
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6.6.1.2 Sampling of subjects 

Kline (1994) asserted that "heterogeneous andproperly sampled groups should be used infactor 

analysis ". From the descriptive analysis of the two samples presented in this chapter, we can see 

that subjects differ in age, in education, in family size, etc., indicating a heterogeneous groups. 

Also, from the methodology chapter, it was clear that a sound method of sampling procedures 

has been followed when sampling subjects from the population. The second criterion has been 

fulfilled. 

6.6.1.3 Sample size 

According to Hair et al (1998), a researcher would not factor analyse a sample that has less than 

50 observations, and preferably the sample size should exceed 100. Kline (1994) suggests that if 

factor analysis used with fewer than 100 subjects, then results need replication in other samples. 

In this research, the Saudi sample has 406 subjects, and the UK sample has 154. Therefore, the 

third criterion has been met. 

6.6.1.4 Subjects to variable ratio 
Kline (1994) suggests a 2: 1 ratio as the minimum and 10: 1 as tile highest. Hair et al (1998) 

suggest a 5: 1 ratio as a minimum and 10: 1 as the highest. Both agreed that the bigger the ratio 

the better. In this factor analysis, there are 25 variables. The Saudi sample has 406 subjects, 

which means about 16: 1 ratio. The UK sample has 154 subjects, that is 6: 1 ratio. 

6.6.2 Other Criteria 

When employing factor analysis in this research, the researcher intends to use a Scree test to 

obtain the number of factors. In addition, an orthogonal and an oblique rotation will be used. In 

orthogonal rotation, Varimax will be used with Principle component, and in oblique, Oblimin 
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will be used with maximum likelihood as recommended by factorists (e. g., Cattell, 78; Kline, 94; 

Hair et al, 98). 

To conclude, it seems that all the important technical criteria suggested by Kline (1994) to reach 

a simple structure have been met. In the following section, factor analysis results for each sample 

the Saudi and the UK will be presented respectively. Comparing the results and reliability 

analysis will follow. 

6.7 Factor Analysis for the Saudi Sample 

The purpose of using factor analysis in this research is to identify the structure of relationships 

among variables not respondents; therefore R-type factor analysis not Q-type will be used here. 

Principal component, Scree test were employed to decide the number of factors to be extracted. 

The Scree test is derived by plotting the latent roots against the number of factors in their order 

of extraction, the cut-off point for factor rotation is where the curve changes slope. A scree plot 

for the Saudi sample is presented in Appendix 4. The Scree test suggested six factors. Kline 

(1994) comments on the subjectivity of the Scree test, saying that when there is a disagreement it 

is sensible to compare the Scree test with another method like the eigenvalues greater than one. 

The selected factors were rotated first to oblique simple structure using Direct Oblimin, and then 

they were rotated to orthogonal by Varimax. 

Table 6.11 presents summary information of the results for the extraction of component factors. 

Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy (MSA) and Bartlett Test of 

Sphericity are presented in Table 6.11 also. 
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Table 6.11: Summary information of the results of the extraction of component along with 
KMO test and Bartlett's tests (Saudi samnle) 

Factor Eigenvalue %of Variance Cumulative 
Factor 1 12.204 48.816 48.816 
Factor 2 2.357 9.429 58.245 
Factor 3 1.695 6.779 65.024 
Factor 4 1.406 5.622 70.646 
Factor 5 1.124 4.496 75.142 
Factor 6 

. 830 3.320 78.462 
KMO Measure of Sampling Adequacy . 921 

_Siýnificant 
of Bartlett test of S phercity =. 000 

From Table 6.11, we can see that the six factors together that have been extracted explain 

78.462% of the variation in the data, and the KMO measure of sampling adequacy is . 92 1, along 

with a significant Bartlett test of Sphericity. 

6.7.1 Oblique Rotation 

Oblique rotation provides two factor matrices. The first is the factor pattern matrix, which has 

loading that represents the unique contribution of each variable to the factor. The second is the 

factor structure matrix, which has correlation between variables and factors, but these loadings 

contain both the unique variance between variables and factors and the correlation among factors 

(Hair et al, 1998). According to Kline (1994), the pattern, not the structure matrix, should be 

interpreted. 

To identify the highest loading for each variable, the interpretation must start with the first 

variable on the first factor moving horizontally from left to right and selecting the highest 

loading for that variable on any factor. If it is significant, then it loads to this factor. The 

procedure should continue for each variable. Table 6.12 presents the factor pattern matrix for the 

Saudi sample using Direct Oblimin as rotation method and maximum likelihood as an extraction 

method. 
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Table 6.12: The factor pattern matrix (Saudi sample) (all loading > 0.5) 
Variables Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 

Pay 16 . 915 . 718 -. 508 
Pay 17 . 889 -. 556 
Pay 18 . 873 -. 512 
Pay 19 . 867 . 538 -. 565 
Pay 15 . 791 
F. Recog 27 . 781 . 783 
Feedback 23 . 536 . 879 . 559 
Delegation 22 . 552 . 863 . 580 
Competence 21 . 850 
Help 25 

. 849 
Sup. rel 24 . 655 . 533 
Responsibility 9 . 530 . 911 . 

661 
Responsibility 10 . 539 . 889 . 674 
Challenge 8 . 857 . 640 
Variety 6 . 

602 . 855 
Learn new 7 . 566 . 786 
Skills 5 . 723 
Praise 28 

. 
610 . 864 -. 580 

Praise 29 . 657 . 859 -. 562 
Praise 30 . 823 -. 514 
Fairprom 13 

. 590 -. 715 
Promotion 12 

. 588 . 579 -. 697 
Subordinate 3 

. 
549 . 888 

Colleague 1 . 705 
Subordinate 2 

. 
621 . 

640 

_Eigenvalue 
12.204 2.357 1.695 1.406 1.124 . 830 

Extraction Method: Maximum likelihood. 
Rotation Method: Direct Oblimin 

In deciding which factor loadings are worth considering, Kline (1994) regards factor loading as 

high if they are greater than 0.6 (regardless of the sign), and moderately high if they are above 

0.3 and they are acceptable. Hair et al (1998) asserts that the researcher has to take two things 

into consideration: the practical significant and the statistical significant. They suggest a rule of 

thumb when looking at the practical significant. Factor loading greater than .3 are considered to 

meet the minimum level; factor loading greater than .4 are considered more important; loading 

greater than .5 are considered practically significant. Regarding the statistical significance, 

sample size is necessary for each factor loading to be considered significant. In a sample having 

150 respondents, for example, factor loading of . 45 and above are significant; factor loading of 

. 30 considered significant for a sample of 350 respondents (Hair et al. 1998). In this research, 

factor loading of .5 (for the Saudi and UK samples) are chosen to meet the practical and the 
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statistical significant requirements. Therefore, the pattern matrix will show only factor loading of 

.5 and above. 

6.7.2 Interpretation of Factors 

Starting from the first variable moving horizontally from left to right looking for the highest 

loading for that variable on any factor, and doing that for the entire variables, the results are as 

follow: 

Factor 1: 
This is clearly the satisfaction with pay factor. Variables "pay 16", 46pay 17", 9'pay 18", (Apayl 9", 

and "payl5" are loaded significantly and highly on factor 1, so this factor will be named 

satisfaction with pay (Satpay). Looking at Table 7.12 again, one sees that variable "F. Recog 27" 

significantly loads on factor I and factor 4, but it loads higher for factor 4, therefore it loaded on 

factor 4. 

Factor 2: 
Variables "feedback 23", "delegation 22 ...... .. competence 21", "help 25", and "sup. rel 24" are 

loaded on factor 2. This is a clear satisfaction with supervision factor, so factor 2 is named as 

satisfaction with supervision (Satsup). Although variables 22 and 23 are significantly loaded on 

factors I and 4 also, they were much higher for factor 2 and therefore loaded onto that factor. 

Factor 3: 
This is clearly the satisfaction with work factor, so it is named satisfaction with work (Sativork). 

Again, some variables load onto other factors, but are highest in this factor. 

Factor 4: 
By looking at the highest loading, it is clear that this factor is the satisfaction with recognition 

(Satrccg). Variables "F. Recog27", "praise 28", "praise 29", "praise 30" are loaded on this 

factor. 
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Factor 5: 
Variables "fairprom 13" and "promotion 12" have the highest loading on factor 5. Since these 

two variables intended to measure satisfaction with promotion, then this is clearly the satisfaction 

with promotional opportunity factor (Satprom). 

Factor 6: 
By looking at the highest loading, it is clear that this factor is the satisfaction with colleagues 

(Satcoll). Variables "subordinate 3", "colleagues 2", and "subordinate I" have the highest 

loading on this factor. 

After presenting the results of the Saudi sample using an oblique rotation method in the last 

section, results using an orthogonal rotation method will be presented. 

6.7.3 Orthogonal Rotation 

In orthogonal rotation, the factor structure matrix and the factor pattern matrix are identical 

(Kline, 94). Varimax is the best rotation method in orthogonal rotation (Kline, 94; Hair et al, 98). 

In orthogonal rotation, correlation between the factors is ignored, only correlation between 

variables and factors are calculated. 

The results of the Saudi sample using Varimax as rotation method and principal component as an 

extraction method are given in Appendix 5. The factor structure is almost identical to that in 

table 6.12, although some loadings vary in magnitude. 

To summarise, both factor structures show six overall job satisfaction factors for the Saudi 

sample shown in Table 6.13. 
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Table 6.13: Factors extracted for the Saudi samnle and their names 

Factors Name of the factor 

Factor I Satisfaction with pay (Satpay) 

Factor 2 Satisfaction with supervision (Satsup) 

Factor 3 Satisfaction with work (Satwork) 

Factor 4 Satisfaction with recognition (Satrecg) 

Factor 5 Satisfaction with promotion (Satprom) 

Factor 6 Satisfaction with colleagues (Satcoll) 

In conclusion, the above results indicate that construct validity is obtained for the main construct 

of overall job satisfaction for the Saudi sample. The results from the two rotation methods are 

similar. The correlation among most of the variables appears to be high. So, from data 

surnmarisation prospective, factor analysis has provided us with a clear understanding of which 

variables may act in concert together and how many variables have impact in the analysis. 

6.8 Factor Analysis for the UK Sample 

A Scree plot for the UK sample is presented in Appendix 6. The Scree test suggested six factors, 

or possibly one or two factors more. According to Kline (1994), when there is a disagreement on 

the number of factors the Scree test suggests, it is sensible to compare the Screc test with another 

method like the Eigenvalues. The Eigenvalues suggests six factors. The selected factors were 

rotated first to oblique simple structure using Direct Oblimin, and then they were rotated to 

orthogonal by Varimax. 

Table 6.14 presents summary information of the results for the extraction of component factors. 

Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy (MSA) and Bartlett Test of 

Sphericity are presented in Table 6.14 also. 
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Table 6.14: summary information of the results of the extraction of component along with 
KMO test and Bartlett's tests (UK samnle). 

Factor Eigenvalue %of Variance Cumulative 

Factor 1 9.970 39.881 38.881 

Factor 2 3.498 13.991 53.873 

Factor 3 1.769 7.077 60,950 

Factor 4 1.573 6.293 67.243 

Factor 5 1.132 4.528 71.771 

Factor 6 . 981 3.925 75.696 

KMO Measure of Sampling Adequacy =. 875 

Significant of Bartlett test of Sphercity =. 000 

From Table 6.14, we can see that the six factors together that have been extracted explain 

75.696% of the variation in the data, and the KMO measure of sampling adequacy is . 875, along 

with a significant Bartlett test of Sphericity. 

6.8.1 Oblique Rotation 

Table 6.15 presents the factor pattern matrix for the UK sample using Direct Oblimin as rotation 

method and maximum likelihood as an extraction method 
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Table 6.15: the factor pattern matrix (UK sample) (all loadings > 0.5) 

Variables Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 

Pay 16 . 950 . 719 
Pay 19 . 899 
Pay 15 . 863 
Pay 17 . 857 
F. Recog 27 . 817 . 815 
Pay 18 . 773 
Help 25 . 915 . 522 . 

541 
Sup. rel 24 . 858 . 530 
Feedback 23 . 795 . 511 
Competence 21 . 770 
Delegation 22 . 606 . 503 
Variety 6 . 590 . 910 
Responsibility 10 . 583 . 850 
Responsibility 9 . 833 . 607 
Challenge 8 . 618 
Learn new 7 . 610 . 512 
Skills 5 . 589 . 502 
Praise 29 . 529 . 889 
Praise 28 . 710 
Praise 30 . 

625 . 518 
Fairprom 13 

. 635 . 773 
Promotion 12 

. 529 . 
627 

Colleagues 1 . 518 . 706 
Subordinate 3 . 586 
Subordinate 2 . 511 . 583 

_Eigenvalue 
9.970 3.498 1.769 1.573 1.132 . 981 

Extraction Method: Maximum likelihood. 
Rotation Method: Direct Oblimin 

6.8.2 Interpretation of Factors 

Starting from the first variable moving horizontally from left to right looking for the highest 

loading for that variable on any factor, and doing that for the entire variables, the results are as 

follows: 

Factor 1: 
Variables "pay 16", 66pay 19", "pay 15", "paylT', and "payl8" all load significantly and highly 

on factor 1, named satisfaction with pay (Satpay). Item 16 loads highly on factor 3, but is high in 

this factor so that it is included here. Variable "F. Recog 27" loads highly on factor I and factor 4 
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and their loading value is almost the same (. 817 and . 815). Since this factor related more to 

recognition than to pay, then it will be included in factor 4. 

Factor 2: 
Variables "help 25", "Sup. rel 24", "feedback 23", "competence 21", and "delegation 22" are 

loaded on factor 2. This is a clear satisfaction with supervision factor, so factor 2 is named as 

satisfaction with supervision (Satsup). 

Factor 3: 
This is clearly the satisfaction with work factor, so it is named satisfaction with work (Satwork). 

The highest loading of variables "Varity 6", "responsibility 10", "responsibility 9", "challenge 

8", , "learn new 7", and "skills 5" are on factor 3, therefore they were loaded on factor 3 only. 

Factor 4: 
By looking at the highest loading, it is clear that this factor is the satisfaction with recognition 

(Satrccg). Variables "F. Recg. 27", "praise 29", "praise 28", "praise 30" are loaded on this factor. 

Factor 5: 
Variables "fairprom 13" and "promotion 12" have the highest loading on factor 5. Since these 

two variables intended to measure satisfaction with promotion, then this is clearly the satisfaction 

with promotional opportunity factor (Satprom). 

Factor 6: 
By looking at the highest loading, it is clear that this factor is the satisfaction with colleagues 

(Sateoll). Variables "subordinate P, "subordinate 3", and "colleagues 2" have the highest 

loading on this factor. 

6.8.3 Orthogonal Rotation 

The results of the UK sample using Varimax as rotation method and principal component as an 

extraction method are included in appendix 7. The factor structure remains very similar to that in 

Table 6.15, although loadings vary to some extent. It can be concluded that the orthogonal and 

oblique rotations yield the same factors. 
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To summarise, the six overall job satisfaction factors for the UK sample using oblique and 

orthogonal rotation methods are shown in Table 6.16 

Table 6.16: Factors extracted for the UK sample and their names 

Factors 
Name of the factor 

Factor I Satisfaction with pay (Satpay) 

Factor 2 Satisfaction with supervision (Satsup) 

Factor 3 Satisfaction with work (Satwork) 

Factor 4 Satisfaction with recognition (Satrecg) 

Factor 5 Satisfaction with promotion (Satprom) 

Factor 6 Satisfaction with colleagues (Satcoll) 

In conclusion, the above results indicate that construct validity is obtained for the main construct 

of overall job satisfaction for the UK sample. The results from the two rotation methods are 

similar. The correlation among most of the variables appears to be high. So, from data 

surnmarisation prospective, factor analysis has provided us with a clear understanding of which 

variables may act in concert together and how many variables have impact in the analysis. 

6.9 Comparing Results of the Two Samples 

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. 

6.10 Reliability Analysis 

Table 6.17 presents alpha coefficients for each factor extracted by factor analysis, and for all the 

variables taken together for the two samples, the Saudi sample and the UK sample. A high score 
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implies more reliability in the measurement scale. Nunnally (1978) suggests that a reliability 

score approaching . 80 is desirable. However, in exploratory work, a value over . 60 is often 

reasonable. 

Table 6.17: The results of the reliability test for the Saudi sample. 

Factors Cronbach's Alpha 
Saudi UK 

Factor 1 . 9355 . 9374 

Factor 2 . 9201 . 8864 

Factor 3 . 9240 . 8843 

Factor 4 . 7918 . 7614 

Factor 5 . 8765 . 8650 

Factor 6 . 7668 . 7005 

All variables loaded to a factor . 9529 . 9309 

Table 6.17 shows that all the reliability coefficients are over . 60, which mean that they are 

acceptable. This indicates that the measurement scales are acceptably reliable, and provides 

support for the statistical analysis. 

6.11 Comparing the Overall Question with the Averages for each Job Facets 

As mentioned in section 5.6.1, overall questions of each job facet will be compared to the 

average response to the questions related to this job facet. Table 6.18 and 6.19 present the 

correlations of the overall questions and the averages of each facet for the Saudi and UK 

samples. 
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Table 6.18: overall questions and averages correlations for the Saudi sample 
Average sat. Average sat. Average sat. Average sat. Average sat. Average sat with 
with co-worker with work with promotion with pay with stipervision recognition 

Overall Sat. 0.769** _ 

with co-worker 
Overall sat. with 0.811** 
work 
Overall sat. with 0.897** 
promotion 
Overall sat. with 0.909** 
pay 
Overall sat. with 0.893** 
supervision 
Overall sat. with 0. 

recognition 
** Correlation is significant at the 0.01 level (2-tailed). 

Table 6.19: overall questions and averages correlations for the UK sample 
Average sat. Average sat. Average sat. Average sat. Average sat. Average sat with 
with co-worker with work with promotion with pay with supervision recognition 

Overall Sat. 0.743** 
with co-worker 
Overall sat. with 0.834** 
work 
Overall sat. with 0.925** 
promotion 
Overall sat. with 0.950** 
pay 
Overall sat. with 0.853** 
supervision 

- Overall sat. wit 
I - 70.835*ý 

recognition - -- 
** Correlation is signiricant at the 0.01 level (2-tailed). 

Table 6.18 and 6.19 showed us that each overall question and the average response to the 

questions related to this job facet are very strongly correlated and all the correlations are 

significant at the 0.01 level (2-tailed). These results give us an indication that subjects in our 

samples have truly conveyed what they really feel about each variable in the questionnaire. The 

strong correlations between the overall questions and the averages lead us to treat them as equal 

responses, which gives us the chance to choose either one for the analysis without affecting the 

results. In this study, the researcher has chosen the overall questions to be used for data analysis. 
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6.12 Summary 

This chapter presented an aggregate analysis of the data and the statistical findings of the survey. 

It contained four parts. The first part presented the response rate and the assessment of the non- 

response bias. The result of the assessment suggested that non-response bias was not a concern in 

this research. The second and third parts presented the descriptive analysis for the demographics 

variables and the motivation needs descriptive statistics respectively. The objective of such 

analysis was to provide a general view of the characteristics of the managers surveyed in this 

research. The fourth part factor analysis was employed. Factor analysis gave us similar structure 

in the two samples. Cronbach's alpha coefficients indicate that the measurement scales are 

acceptably reliable. 
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Chapter Seven: Results of the Study 
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7.1 Introduction 

This chapter presents the overall research results and will be presented in several sections. The 

first section will present the job satisfaction findings for the Saudi and the UK samples. The 

second section will present the consequences of the level of job satisfaction. The third section 

will present the motivation needs findings. The fourth section will present the demographic 

findings in relation to overall job satisfaction. The fifth section will present the research's 

hypotheses testing. The sixth and last section will contain a summary of the chapter. 

7.2 Job Satisfaction 

Job satisfaction and the factors associated with it were measured by a six-item scale. 

Respondents indicated their degree of satisfaction by selecting the most appropriate answer to 

their feelings, for instance; "very satisfied (1), satisfied (2), rather satisfied (3), rather dissatisfied 

(4), dissatisfied (5), very dissatisfied (6)". Means, Standard Deviations and Inter-item 

Correlations for the Job Satisfaction variables for the Saudi and UK samples are presented in 

appendices 8 and 9. 

7.2.1 Satisfaction with co-worker 

Table 7.1 presents the frequencies and cumulative percentage of the satisfaction with work group 

factor for the Saudi and UK samples. 99% of the Saudi subjects were rather satisfied or more 

with their working group compare to 91.6% of the UK subjects. Table 7.2 presents the means 

and the Std. deviations. 
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Tablc 7.1: Satisfaction with co-workers 
Frequency Percent Cumulative Percent 

Saudi sample Very satisfied 94 23.2 23.2 
Satisfied 245 60.3 83.5 
Rather satisfied 63 15.5 99.0 
Rather dissatisfied 3 

.7 
99.8 

Very dissatisfied 1 .2 100% 
Total 406 100% 

UK sample Very satisfied 35 22.7 22.7 
Satisfied 73 47.4 70.1 
Rather satisfied 33 21.4 91.6 
Rather dissatisfied 13 8.4 100% 
Total 154 100% 

Table 7.2: Means and Std. Deviations for the satisfaction with co-worker 
Mean Std. Deviation 

Saudi sample 1.95 0.67 

UK sample 2.16 0.87 

One of the research questions under consideration in the present study is: Is there a significant 

difference on satisfaction with the work group between the two samples? A two-sample West 

was performed to investigate the mean differences between the two groups. Table 7.3 reports the 

results of the t-test. 

Table 7.3 T-Test results based on satisfaction with co-worker 
Levene's Test for 

Equality Variances t-testfo Equality of Means 
95% Confidence 

Interval of the 
Mean Std. Error Difference 

F Sig. t df Sig. (2-talled) Difference Difference Lower Upper 
sat-w-group 4 Equal variances 

assumed 22.432 
. 000 -2.990 558 . 003 -. 21 6.94E-02 -. 34 -7.12E-02 

Equal variances 
not assumed I I -2.668 I 

225.842 
I . 008 

I -. 21 
I 

7.78E-02 
I -. 36 -5.43E-02 

The findings suggest that there is a statistically significant difference in the average satisfaction 

with work groups between the two samples. Table 7.1 shows that, on average, Saudi subjects are 

more satisfied with their work group than UK subjects. 
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Satisfaction with the work group was the first factor in this study to be considered in ýelation to 

overall job satisfaction. Respondents were asked to indicate their level of satisfaction to the three 

statements related to the satisfaction with the work group, which are: the personal relations with 

colleagues, the work relation with subordinates, and the personal relations with subordinates. 

A comparison of correlation coefficients of the two samples will be conducted to see if there are 

any significant differences between correlations in the two samples. AZ value will be calculated 

using the following formulas: 

ZI 
- 

Z2 

Z (calculated)= 

((1/ni-3) + (1/n2-3)) 

Where: 
Zi=1.1513 logi o ((I + ri) / (I - ri)), 
Z2= 1.1513 logio ((I +r2)/ (I -r2)). 

Then, the Z calculated will be compared to Z=2.576 (a = 0.0 1). If Z cal. > 2.5 76, then there is a 

significant difference, and if Z cal. < 2.576, then there is no significant difference. 

Table 7.4 shows that the satisfaction with work group factor has a significant correlation at the 

0.01 level (2-tailed) with all the three statements in both the Saudi and UK sample. There are no 

significant differences at the I% level in the colleagues and subordinate- I correlation, but a 

significant difference in the subordinate-2 correlation. The high correlation between the 

satisfaction with work and the three statements means that they co-vary. Since the correlation is 
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positive, this means that the more highly the managers are satisfied with the three variables, the 

higher the chance that they will be satisfied with the work group. All the three variables are 

significantly important for the satisfaction with the work group in the two samples, but the 

personal relations one has with subordinates is significantly more important for the Saudi 

managers than for UK managers. 

Table 7.4: Satisfaction with co-worker correlations and test for signiflcant differences 
between correlations. 

Variables Saudi UK Z calculated compared to Z table Significant differences 
Colleagues . 666** . 684** 0.35 < 2.576 Not significant 
Subordinate-I . 593** . 503** 1.36 < 2.576 Not significant 
Subordinate-2 1 . 707** . 508** 3.38 > 2.576 Significant 
** Correlation is significant at the 0.01 level (2-tailed). 

7.2.2 Satisfaction with work 

Table 7.5 presents the subjects responses to the satisfaction with work question and table 7.6 

presents the mean and Std. deviation for the Saudi and UK samples. 

Table 7.5: Satisfaction with work 
Frequency Percent Cumulative Percent 

Saudi sample Very satisfied 46 11.3 11.3 
Satisfied 185 45.6 56.9 
Rather satisfied 121' 29.8 86.7 
Rather dissatisfied 40 9.9 96.6 
Dissatisfied 13 3.2 99.8 
Very dissatisfied 1 2 100% 
Total 406 100% 

UK sample Very satisfied 38 24.7 24.7 
Satisfied 72 46.8 71.4 
Rather satisfied 31 20.1 91.6 
Rather dissatisfied 10 6.5 98.1 
Dissatisfied 2 1.3 99.4 
Very dissatisfied 1 .6 100% 
Total 154 100% 
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Table 7.6: Means and Std. Deviation for the satisfaction with work 
Mean Std. Deviation 

Saudi sample 2.49 0.95 

UK sample 2.15 0.96 

Another research question under consideration in this study is: Is there a significant difference in 

satisfaction with work between the two samples? A Mest was performed to investigate the mean 

differences between the two groups. Table 7.7 reports the results of the Mest. 

Table 7.7: T-Test results based on satisfaction with work 
Levene's Test for 

Equality o Variances West fo Equality of Means 
95% Confidence 

Interval of the 
Mean Error Std Diffe nce 

F Sig It df Sig. (2- ailed) Difference . Difference Lower Upper 
sat. w. work 11 Equal variances - 1.952 163 3 765 558 

, 
000 . 34 8,99E-02 . 16 . 51 

assumed . . . 
Equal variances 3 751 274 072 000 . 34 9.02E-02 . 16 . 52 
not assumed . . . 

The Mest said yes there is a significant difference between the average satisfaction with work 

between the two samples. Table 7.5 shows that 71.4% of the UK subjects were satisfied or more 

with work while only 56.9% of the Saudi subjects were satisfied or morc with work. 

In exploring the satisfaction with work itself in this study, respondents were asked to indicate 

their level of satisfaction to six statements related to the work factor, which are: the opportunity 

to use skills, the variety of the work, learning new things, the challenge of doing tile work, the 

responsibility in planning the work, and the responsibility in doing the work. Table 7.8 shows 

that the satisfaction with the work itself factor has a signiflcant correlation with all the six 

statements in both the Saudi and the UK samples. Also it shows that there are no significant 
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differences at the 1% level in all work factor correlations. The significant positive correlations 

mean that these variables play a positive role in shaping up the satisfaction with work. The more 

managers are satisfied with the variables, the better the chance that they will be satisfied with 

their work. Results also demonstrated that these variables are of equal importance for managers 

in the two samples. 

Table 7.8: Satisfaction with work correlations and test for significant differences between 
correlations. 

_ 
Variables Saudi UK Z calculated compared to Z table Significant differences 

_Skills . 637** 
. 594** . 726 < 2.576 Not significant 

_Variety . 681** 
. 753** 1.57 < 2.576 Not significant 

Learn new . 649** 
. 596** . 916 < 2.576 Not significant 

_Challenge . 685** 
. 698** 

. 253 < 2.576 Not significant 

_Resp. -1 . 794** 
. 
724** 1.75 < 2.576 Not significant 

_Resp. -2 . 773** 
. 744 ** 

. 716 < 2.576 Not significant 
** Correlation is significant at the 0.01 level (2-tailed). 

7.2.3 Satisfaction with promotion 

Table 7.9 presents the frequencies and cumulative percentage of the satisfaction with promotion 

factor for the Saudi and UK samples. Means and Std. deviations for the two samples are 

presented in table 7.10. 

Table 7.9: Satisfaction with promotion 
Frequency Percent Cumulative Percent 

Saudi sample Very satisfied 7 1.7 1.7 
Satisfied 58 14.3 16.0 
Rather satisfied 126 31.0 47.0 
Rather dissatisfied 114 28.1 75.1 
Dissatisfied 67 16.5 91.6 
Very dissatisfied 34 8.4 100% 
Total 406 100% 

UK sample Very satisfied 12 7.8 7.8 
Satisfied 44 28.6 36.4 
Rather satisfied 36 23.4 59.7 
Rather dissatisfied 31 20.1 79.9 
Dissatisfied 15 9.7 89.6 
Very dissatisfied 16 10.4 100% 
Total 154 100% 
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Tahle 7.10: Means and Std. Deviation for the satisfaction with promotion 
Mean Std. Deviation 

Saudi sample 3.68 1.20 

UK sample 3.27 1.44 

One of the research questions under consideration in this study is: Is there a significant 

difference in satisfaction with promotion between the Saudi and UK samples? A t-test suggests 

that there is a statistically significant difference in the average of satisfaction with promotion 

between the two samples. Table 7.11 reports the results of the Mest. Table 7.9 shows that, on 

average, more UK subjects were satisfied with promotion than Saudi subjects. 

Table 7.11: T-Test results based on satisfaction with promotion 
Levene's Test for 

Equality o ariances t-test fo Equality of ans 
95% Confidence 

Interval of the 
M Std Error Difference 

- 
F Sig. t df Sig (2-tailed) 

ean 
Difference . Difference Lower Upper, 

sat. w. prom 14 Equal variances 9 359 . 002 3.482 558 . 001 . 42 . 12 '18 . 65 
assumed . 
Equalvariances 

I 

3.213 238.372 . 001 . 42 . 13 . 16 . 68 
not assumed I I I I I I I ---j 

Satisfaction with promotion was a third factor in this study to be considered in relation to the 

overall job satisfaction. Respondents were asked to indicate their level of satisfaction to two 

statements related to the satisfaction with promotion, which are: the opportunity for promotion 

and the fairness of the promotion system. Table 7.12 shows that the satisfaction with promotion 

factor has a significant correlation with the two statements in both samples. No differences were 

found between correlations in the promotion factor at the 1% level. These results mean that the 

two variables play a major role in forming the overall satisfaction with promotion. Any increase 

in these two variables is more likely to be accompanied by an increase in the overall satisfaction 

with promotion. The importance of the two variables is equal in the two samples. 
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Table 7.12: Satisfaction with promotion correlations and test for significant differences 
between correlations 

Variables Saudi UK Z calculated compared to Z table Significant differences 
_ App. promotion . 836** . 795** 1.32 < 2.576 Not significant 

_Fair 
promotion . 860*; -- . 881** . 950 < 2.576 Not significant 

** Correlation is signiricant at the 0.01 level (2-tailed). 

7.2.4 Satisfaction with pay 

Table 7.13 presents the Saudi and UK subjects' responses to the satisfaction with pay question 

and table 7.14 presents the means and Std. deviations for the two samples. 

Table 7.13: Satisfaction with pay 
Frequencv Percent Cumulative Percent 

Saudi sample Very satisfied 22 5.4 5.4 
Satisfied 165 40.6 46.1 
Rather satisfied 97 23.9 70.0 
Rather dissatisfied 69 17.0 86.9 
Dissatisfied 42 10.3 97.3 
Very dissatisfied 11 2.7 100% 
Total 406 100% 

UK sample Very satisfied 11 7.1 7.1 
Satisfied 53 34.4 41.6 
Rather satisfied 46 29.9 71.4 
Rather dissatisfied 22 14.3 85.7 
Dissatisfied 12 7.8 93.5 
Very dissatisfied 10 6.5 100% 
Total 154 100% 

Table 7.14: Means and Std. Deviation for the satisfaction with nav 
Mean Std. Deviation 

Saudi sample 2.94 1.20 
UK sample 3.01 1.30 

One of the questions this study is investigating is: Is there a significant difference in satisfaction 

with pay between the Saudi and UK samples? The independent samples Mest that was conducted 

said no. Table 7.15 presents the results of the t-rest. We observed no statistically significant 
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difference on the satisfaction with pay factor. This means that, on average, subjects on both 

samples were similar in their responses. 

Table 7.15: T-Test results based on satisfaction with pay 
Levene's Test for 

Equality o Variances t-test Equality of Means 
95% Confidence 

of the C, 

j 

Interval of the 
Mean Std. Error once ,c Difference 

F Sig. t df Siq (2-tailed) Difference Difference Lower Ue Ur er 
sat. w. pay 20 EZFual variances 007 933 - 542 558 . 

588 -6.31 E-02 . 12 -. 29 . 
17 

assumed . . . 
Equal variances 

- 525 259 188 . 
600 -6.31 E-02 

. 12 -. 30 . 17 
not assumed II . I . I I I I 

Satisfaction with pay was the fourth factor in this study to be considered in relation to the overall 

job satisfaction. Respondents were asked to indicate their level of satisfaction to five statements 

related to the satisfaction with pay, which are: pay in relation to the cost of living (payl), pay in 

relation to the work one does (pay2), pay compared to expectations when joining the 

organisation (pay3), pay compared to others' pay holding similar positions in the organisation 

(pay4), and pay compared to others' pay in different organisations (pay5). Table 7.16 shows that 

the satisfaction with pay has a significant correlation with all the five statements in both samples. 

A significant difference was found in the pay2 correlation at the 1% level, but no significant 

difference in all other correlations. 

These results demonstrate that these variables co-vary with the satisfaction with pay. A high 

satisfaction with these variables is more likely to lead to a high satisfaction with pay in both 

samples. Results also demonstrated that these variables will significantly have the same effect in 

the overall satisfaction with pay in the two samples except the satisfaction with pay in relation to 

one does, which may have a higher effect in the UK sample than in the Saudi sample. 
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Table 7.16: Satisfaction with pay correlations and test for significant differences between 
correlations 

Variables Saudi UK Z calculated compared to Z table Significant differences 
Payl . 779** . 848** 2.21 < 2.576 Not significant 
Pay2 .. 854** . 911** 2.76 > 2.576 Significant 
Pay3 . 833** . 830** 0.11 <2.576 Not significant 
Pay4 . 812** . 792** 0.58 < 2.576 Not significant 
Pay5 . 801** . 853** 1.79 < 2.576 Not significant 

** Correlation is significant at the 0.01 level (2-tailed). 

7.2.5 Satisfaction with Supervision 

Table 7.17 shows the frequencies and cumulative percentage of the Saudi and UK samples 

regarding the satisfaction with supervision factor. The means and the Std. deviations are 

presented in table 7.18 for the two samples. 

Table 7.17: Satisfaction with supervision 
Frequency Percent Cumulative Percent 

Saudi sample Very satisfied 69 17.0 17.0 
Satisfied 182 44.8 61.8 
Rather satisfied 113 27.8 89.7 
Rather dissatisfied 35 8.6 98.3 
Dissatisfied 4 1.0 99.3 
Very dissatisfied 3 .7 

100.0 
Total 406 100.0 

UK sample Very satisfied 27 17.5 17.5 
Satisfied 41 26.6 44.2 
Rather satisfied 46 29.9 74.0 
Rather dissatisfied 25 16.2 90.3 
Dissatisfied 9 5.8 96.1 
Very dissatisfied 6 3.9 100.0 
Total 154 100.0 

Table 7.18: Means and Std. Deviation for the satisfaction with sunervision 
Mean Stý Deviation 

Saudi sample 2.34 0.99 
UK sample 2.78 1.29 
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One of the questions this study is trying to answer is: Is there a significant difference in the 

average satisfaction with supervision between the two samples? Table 7.19 presents the results of 

a Mest. We observed a statistically significant difference in the average of satisfaction with 

supervision between the two samples. 

Table 7.19: T-Test results based on satisfaction with supervision 
Levene's Test for 

Equality Variances West f Equality of Means 
_ 95% Confidence 

Interval of the 
Mean Std Error Difference 

F Sig t df Sig (2-tailed) Difference . Difference Lower Upper 
sat. w. sup 26 Equal variances 22 516 000 -4 420 558 . 000 -. 44 9.94E-02 -. 63 -. 24 

assumed . . . 
Equalvariances 

843 .3 243 217 . 000 -. 44 . 11 -. 66 -. 21 
not assumed I I . I . I I I I 

Satisfaction with supervision was the fifth factor in this study to be considered in relation to the 

overall job satisfaction. Respondents were asked to indicate their level of satisfaction to five 

statements related to the satisfaction with supervision factor, which are: the competence of the 

supervisor in making decisions, the supervisor's delegation and responsibilities, the feedback 

you get from your supervisor, the personal relations with the supervisor, and the help you get 

from the supervisor. 

Table 7.20 shows that the satisfaction with supervision has a significant correlation with all the 

five variables in both samples. All correlations are significantly different at the 1% level except 

the relation correlation. The positive correlation between the overall satisfaction with supervision 

and the five variables indicates that any increase in any variable, or all of them, an increase in the 

overall satisfaction with supervision is highly expected. Results also demonstrated that the five 

variables had different effects in the two samples in shaping the satisfaction with supervision 
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except the satisfaction with the personal relations one has with the supervisor had a similar effect 

in the two samples. 

Table 7.20: Satisfaction with supervision correlations and test for significant differences 
between correlations 

Variables Saudi UK Z calculated compared to Z table Significant differences 
- Competence 

. 824** 
. 657** 4>2.576 Significant 

Delegation . 827** . 570** 5.6 > 2.576 Significant 
Feedback . 851** . 716** 3.79 > 2.576 Significant 
Relation . 786** . 769** . 432 < 2.576 Not significant 
Help . 816** . 910** 4>2.576 Significant 
** Correlation is significant at the 0.01 level (2-tailed). 

7.2.6 Satisfaction with recognition 

Table 7.21 presents the subjects of the Saudi and UK samples responses to the satisfaction with 

recognition factor and table 7.22 presents the means and std. deviations for the two samples. 

Table 7.21: Satisfaction with Recognition 
Frequency Percent Cumulative Percent- 

Saudi sample Very satisfied 13 3.2 3.2 
Satisfied 150 36.9 40.1 
Rather satisfied 170 41.9 82.0 
Rather dissatisfied 45 11.1 93.1 
Dissatisfied 15 3.7 96.8 
Very dissatisfied 13 3.2 100.0 
Total 406 100.0 

UK sample Very satisfied 6 3.9 3.9 
Satisfied 60 39.0 42.9 
Rather satisfied 41 26.6 69.5 
Rather dissatisfied 27 17.5 87.0 
Dissatisfied 11 7.1 94.2 
Very dissatisfied 9 5.8 100.0 
Total 154 100.0 

Table 7.22: Means and Std. Deviation for the satisfaction with recounition 
Mean Std. Deviation 

Saudi sample 2.85 1.01 
UK sample 3.03 1.24 
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Another research question this study is trying to answer is: Is there a significant difference in the 

satisfaction with recognition between the two samples? The results of the t-test as it shown in 

table 7.23 say that there is no statistically significant difference in the satisfaction with 

recognition between the Saudi and UK subjects. 

Table 7.23: T-Test results based on satisfaction with recognition 
Levene's Test for 

Equality of ariances West fo Equality of Means 
95% Confidence 

Interval of the 
I 

Mean Std Error Difference 
F Sig. It df Siq (24ailed) Difference . Difference Lower 

- 
Upper 

sat. w. rec 31 Equalvanances 
11 434 001 -1 749 558 . 081 -. 18 . 10 -. 38 2.20E-02 

assumed . . . 
Equalvariances 

.1 596 
1 234.146 . 112 -. 18 11 I 

-. 40 4.19E-02 
not assumed . , 

Satisfaction with recognition was the sixth and last factor in this study to be considered in 

relation to the overall job satisfaction. Respondents were asked to indicate their satisfaction with 

four statements related to the satisfaction with recognition, which are: the financial recognition 

from top management, the praise from top management, the praise from the supervisor and the 

praise from the colleagues. Table 7.24 shows that satisfaction with recognition has a significant 

correlation with all of the four statements in both the Saudi and the UK samples. All correlations 

are not significantly different at the 1% level. These results demonstrate that these variables co- 

vary with the satisfaction with recognition. A high satisfaction with these variables is more likely 

to lead to a high satisfaction with recognition in both samples. Results also demonstrated that 

these variables will significantly have the same effect in the overall satisfaction with recognition 

in the two samples. 
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Table 7.24: Satisfaction with recognition correlations and test for significant differences 
between correlations 

Variables Saudi UK Z calculated compared to Z table Significant differences 
F. recog . 549** . 559** 0.116 < 2.576 Not significant 
Praise-I . 663** . 736** 1.50 < 2.576 Not significant 
Praise-2 . 653** . 838** 0.43 < 2.576 Not significant 
Praise-3 . 607** . 651** 0.80 < 2.576 Not significant 

** Correlation is significant at the 0.01 level (2-tailed). 

7.2.7 Whole Satisfaction 

Table 7.25 presents the frequencies and cumulative percentage of the job satisfaction factor. The 

means and Std. deviations for the whole satisfaction factor for the Saudi sample and the UK 

samples are presented in table 7.26. 

Table 7.25: Whole satisfaction 
Frequency Percent Cumulative Percent 

Saudi sample Very satisfied 45 11.1 11.1 
Satisfied 193 47.5 58.6 
Rather satisfied 92 22.7 81.3 
Rather dissatisfied 49 12.1 93.3 
Dissatisfied 18 4.4 97.8 
Very dissatisfied 9 2.2 100.0 
Total 406 100.0 

UK sample Very satisfied 16 10.4 10.4 
Satisfied 78 50.6 61.0 
Rather satisfied 35 22.7 83.8 
Rather dissatisfied 15 9.7 93.5 
Dissatisfied 6 3.9 97.4 
Very dissatisfied 4 2.6 100.0 
Total 154 100.0 

Table 7.26: Means and Std. Deviation for the satisfaction with the whole iob satisfaction r Mean Std. Deviation 
Saudi sample 2.58 1.11 
UK sample 2.54 1.10 
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One of the research questions under consideration in the present study is: Is there a significant 

difference on the whole satisfaction between the Saudi and the UK samples? The results of the t- 

test in table 7.27 indicate that there is no statistically significant difference in the average of the 

whole satisfaction between the two samples. 

Table 7.27: T-Test results based on satisfaction with whole satisfaction 
Levene's Test for 

Equality of ariances t-test fo Equality of Means 
95% Confidence 

Interval of the 
Mean Std. Error Difference 

F Sig. I df Sig. (2-tailed) Difference Difference Lower Upper 
wholesat 32 Equalvanances 

assumed . 306 . 580 . 379 558 . 
704 3.99E-02 

. 
11 -. 117 . 25 

Equalvariances 
not assumed . 382 

1 
279.919 

f . 
703 3.99E-02 

I . 10 
I 

-. 17 . 25 
__j 

Another research question under consideration in this study is to find out if there are any 

differences in the importance of job factors for managers in the two different cultures. Table 7.28 

presents the correlations between the overall satisfaction and job facets along with r squares for 

the two samples. Significant correlations were found between all job facets and overall job 

satisfaction in the two samples. R squares indicate that co-worker, promotion, and recognition 

were found to explain more the variability in the relationship with the overall satisfaction in the 

UK sample than in the Saudi sample; pointing out that managers in the UK sample may value 

these factors more than the Saudi managers. On the other hand, factors like work itself, pay, and 

supervision may be valued more by the Saudi managers. 

Table 7.28: Overall satisfaction correlation with the six factors in the two samnles 
Variables Saudi (r) Saudi r square UK (r) UK r square 
Co-worker 

. 333** 0.111 . 417** 0.174 
Work itself 

. 766** 0.587 . 696** 0.484 
Promotion 

. 654** 0.428 . 663** 0.440 
Pay 

. 692** 0.479 . 590** 0.350 
Supervisor 

. 619* 0.383 . 434** 0.188 
Recognition 

. 709** 0.503 
. 711** 1 0.537 

*1 
t-orrelation is significant at the 0.01 level (2-tailed). 
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7.3 Consequences of the Level Job Satisfaction 

The consequences of job satisfaction are one of the topics that attracted researchers. In the 

literature review, we talked about some of these consequences such as turnover, absenteeism and 

resigning from jobs. To evaluate the impact of the degree of job satisfaction on some behaviour, 

subjects were asked in this study to indicate their agreement and disagreement with some 

statements. Each statement was measured by a six-item scale. Respondents indicate their degree 

of agreement by selecting the most appropriate answer to their feelings as: "Strongly agree (6), 

agree (5), rather agree (4), rather disagree (3), disagree (2) and strongly agree (1). " 

The first statement sub ects were presented with was "I am thinking of finding ajob outside this j 

organisation". A Pearson Correlation Test was conducted to test the relationship between the 

level of job satisfaction and subjects' responses to the first statement. The findings suggest that 

there is a significant strong relationship between the level of job satisfaction and subjects' 

responses. In the Saudi sample, r--0.763 and r--0.618 in the UK sample. This means that, in this 

study, there is a significant strong relationship between a high level of job satisfaction and a 

strong disagreement to thinking of finding a job outside the organisation. 

The second statement was "I am thinking of resigning from my job". In the Saudi sample 

r--0.610 and r=0.485 in the UK sample. This means that there is a significant strong relationship 

in the Saudi sample and a moderately strong relationship in the UK sample between the high 

level of job satisfaction and a strong disagreement from resigning from work. 

The third statement was: "I hate going to work". Since r--0.500 in the Saudi sample and r--0.553 

in the UK sample, this means that there is a significant moderately strong relationship between 

the high level of job satisfaction and high disagreement of the above statement. 
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The last statement was I feel happy when I am at work". This statement has a reverse scoring 

given (1) to strongly agree and (6) to strongly disagree. The findings suggest that there is a 

positive correlation between the level of satisfaction and happiness at work. The correlation 

coefficient (r) =0.595 in the Saudi sample and (r) =0.644 in the UK sample means, in this study, 

that there is a significant moderately strong relationship in the Saudi sample and significant 

strong relationship in the UK sample between the high level of job satisfaction and strong 

agreement with happiness at work. 

Table 7.29 presents the test for significant difference between correlations. There is a significant 

difference at the 1% level in the "finding ajob outside the organisation" correlation; all other 

correlations are not significantly different at the 1% level. 

Table 7.29: Test for significant differences between correlations for consequences of tile 
level ofjob satisfaction 

Correlation Z calculated compared to Z table Result 
Finding ajob outside the organisation 2.96 > 2.576 ýiignificant 

Resigning from job 1.88 < 2.576 Not significant 
Hate going to work 0.77 < 2.576 Not significant 

Feel happy when I am at work 0.842 < 2.576 1 Not significant 
_j 

7.4 Motivational Needs 

This section includes a descriptive analysis of the strengths of the four motivational needs for the 

participating subjects. Frequencies, percents, cumulative percentage, means and Std. deviations 

for each group will be provided. Norms for each of the need's strength are as follows :6= very 

low need strength, 5= low need strength, 4= rather low needs strength, 3= rather high need 

strength, 2= high need strength and 1= very high need strength. T-test results will also be 

presented in this section to try to answer the research questions regarding the significant 
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differences of the average strength of each motivational need between the Saudi and UK 

samples. Hypotheses regarding the relationship of the motivational needs and job satisfaction 

will be tested in the hypotheses testing section (section 7.6). Further discussion of results will be 

presented in following chapter (section 8.3). 

7.4.1 The need for achievement 

Table 7.30 presents the frequencies, percents, and cumulative percentage of the strength of the 

need for achievements for subjects in the two samples. Table 7.31 provides the means and Std. 

deviations for the two groups. 

Table 7.30: Frequencies and percentages of the need for achievement 
Frequency Percent Cumulative Percent_ 

Saudi sample Very high 1 60 49.4 39.9 
High 193 47.5 86.9 
Rather high 53 13.1 100% 
Total 406 100% 

UK sample Very high 32 20.8 20.8 
High 65 42.2 63.0 
Rather high 51 33.1 96.1 
Rather low 6 3.9 100% 
Total 154 100% 

Table 7.31: Means and Std. deviations for the need for achievement 
Mean Std. Deviation 

Saudi sample 1.74 0.675 

UK sample 2.20 0.812 

Table 7.30 shows that 86.9% or more from the Saudi subjects have a high need for achievement 

or more, while 63% of the UK subjects have a high need for achievement or more. One of the 

research questions under consideration in this study is: Is there a significant difference in the 

average need for achievement between the two groups? An independent sample Mest was 

conducted; results are presented in table 7.32. Results show that there is a statistically significant 
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difference in the average need for achievement between the Saudi sample and the UK sample. 

Table 7.31 shows that, on average, Saudi subjects have a higher need for achievement than UK 

subjects. 

Table 7.32: T-test results based on the need for achievement 
Levene's Test for 

Equality of Variances t-test fo Equality of Means 
95% Confidence I id I 

: 

e 

] 

Interval of thel e 
Mean Std. Error Differe nce 

F Sig t df Sig (2-tailed) Difference Difference Lower Ue r U er 
N. ach 37 Equalvariances 

assumed 6.144 . 013 -6.866 558 . 000 -. 46 6.77E-02 -. 60 -. 33 

Equalvariances 
not assumed I I -6.326 I 

237.784 
I . 000 

I -. 46 
I 

7.35E-02 
f -. 61 -. 32 

7.4.2 The need for affiliation 

Frequencies and percentages for the two samples regarding the need for affiliation are presented 

in table 7.33, and table 7.34 provides the means and Std. deviations. 

Table 7.33: Frequencies and percentages for the need for affiliation 
Frequency Percent Cumulative Percent 

Saudi sample Very high 10 2.5 2.5 
High 28 6.9 9.4 
Rather high 191 47.0 56.4 
Rather low 167 41.1 97.5 
Low 10 2.5 100% 
Total 406 100% 

UK sample High 18 11.7 11.7 
Rather high 67 43.5 55.2 
Rather low 66 42.9 98.1 
Low 3 1.9 100% 
Total 154 100% 
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Table 7.34: Means and Std. deviations for the need for affiliation 
Mean Std. Deviation 

Saudi sample 3.34 0.749 

UK sample 3.35 0.710 

Table 7.33 shows that more than half the subjects in both samples have a rather high need for 

affiliation or more. The averages for the need for affiliations in the two groups are almost the 

same as table 7.34 shows. Another research question under consideration in this study regarding 

the motivational needs is: Is there a significant difference on the average need for affiliation 

between the two samples? T-test results presented in table 7.35 show no significant differences 

between the two samples. 

Table 7.35: T-test results based on the need for affiliation 
Levene's Test for 

Equality o Variances t-test f Equality of Means 
95% Confidence 

Interval of the 
Mean Std Error Difference 

F Sig t df Sig (2-tailed) Difference . Difference Lower Upper 
Kaff 38 Equalvanances 

assumed . 002 . 961 -. 119 558 . 906 -8.28E-03 6.99E-02 -. 15 . 13 

Equal variances 
not assumed I I 121 I 290.150 I . 903 I 8.28E-03 I 6.82E-02 I -. 14 . 13 

7.4.3 The need for autonomy 
In table 7.36, frequencies and percentages of the need for autonomy for the two groups are 

provided. Table 7.37 provides the means and Std. deviations. 
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Table 7.36: Frequencies and percentages for the need for autonomV 
Frequenc Percent Cumulative Percent 

Saudi sample Very high 10 2.5 2.5 
High 22 5.4 7.9 
Rather high 101 24.9 32.8 
Rather low 182 44.8 77.6 
Low 91 22.4 100% 
Total 406 100% 

UK sample High 2 1.3 1.3 
Rather high 30 19.5 20.8 
Rather low so 51.9 72.7 
Low 38 24.7 97.4 
Very low 4 2.6 100% 
Total 154 100% 

Table 7.37: Means and Std. deviations for the need for autonomy 
Mean Std. Deviation 

Saudi sample 3.79 0.933 

UK sample 4.08 0.771 

Table 7.36 shows that the majority of the subjects in the two samples have a rather low need for 

autonomy, 44.8% of the Saudi subjects and 51.9% of the UK subjects. 32.8% of the Saudi 

subjects have rather high need for autonomy or higher compared to 20.8% of the UK subjects. 

One of the questions this study is investigating is: Is there a significant difference on the average 

need for autonomy between the Saudi and UK samples? Table 7.38 presents the results of a West 

conducted to investigate this issue and the results show that there is a significant difference 

between the two samples. 

Table 7.38: T-test results based on the need for autonomy 
Levene's Test for 

Equality of ariances West fo Ecluality of Means 
IDS% Confidence 

Interval of the 
Mean Error Std Diffe nce- 

F Sig. t df Sig. (2-tailed) Difference . Difference Lower Upper 
Kaut 3v Lqual variances 

assumed 10.084 . 002 -3.375 558 . 001 -. 28 8.44E-02 -. 45 -. 12 
Equal variances 
not assumed I I -3.674 331.354 . 000 

I -. 28 I 7.7SE-02 -. 44 -. 13 
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7.4.4 The need for dominance 

Table 7.39 presents the frequencies and percentages of the need for dominance for subjects in the 

Saudi and UK samples. Table 7.40 provides the means and Std. deviations for the two groups. 

Table 7.39: Frequencics and percentaacs for the need for dominance 
Frequency Percent Cumulative Percent 

Saudi sample Very high 15 3.7 3.7 
High 81 20.0 23.6 
Rather high 191 47.0 70.7 
Rather low 103 25.4 96.1 
Low 16 3.9 100% 
Total 406 100% 

UK sample Very high 18 11.7 11.7 
High 48 31.2 42.9 
Rather high 58 37.7 80.5 
Rather low 25 16.2 96.8 
Low 5 3.2 100% 
Total 154 100% 

Table 7.40: Means and Std. deviations for the need for dominance 
Mean Std. Deviation 

Saudi sample 3.06 0.870 

UK sample 2.68 0.988 

The majorities of subjects of the two groups fall in the rather high category, 47% of the Saudi 

and 37.7% of the UK subjects. While there are 80.5% of the UK subjects having a rather high 

need for dominance or higher, there are only 70.7% of the Saudi subjects. A difference in means 

is noticeable in table 7.40. Another research question under consideration in this study regarding 

the motivational needs is: Is there a significant difference in the average need for dominance 

between the two samples? T-test results presented in table 7.41 show a significant difference 

between the two samples. 
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Table 7.41: T-test results based on the need for dominance 
Levene's Test for 

Equality of Variances t-testf EaualitvofMeans 
95% Confidence 

Interval of the 
Mean Std Error Difference 

F Sig It df Sig (2-tailed) Difference . Difference Lower Upper 
N. dom 40 EqUalvanances __ 

assumed 11.471 . 001 4.410 558 . 000 . 38 8.56E-02 . 21 . 55 

Equalvariances 
not assumed I 

4.165 248.099 
I . 000 

II . 38 
I 

9.06E-02 . 20 . 56 

Table 7.42 presents the test for significant difference between correlations of whole job 

satisfaction and the four motivational needs. There is no significant difference at the 1% level. 

Table 7.42: Test for sienificant differences between correlations 
N. Ach. I N. A ff. I N. Aut. N. Dom. 

Whole satisfaction Not Significant Not Significant I-I Not Significant Not Significant 

7.5 Job Satisfaction and the Demographic Variables 

In this section the results of the relationship between job satisfaction and the demographic 

variables are presented. To test the direction and strength of such relationships, the Pearson 

Product-Moment Correlation (r) was used. Table 7.43 provides us with the results for the two 

samples plus tests for significant difference between correlations. There is a significant 

difference at the 1% level in the annual salary, education, and number of dependents factors. All 

other correlations are not significantly different at the 1% level. 

Table 7.43: Test for sianificant differences between correlations 
Variables Saudi UK Z calculated compared to Z table Result 

Age . 249** . 041 2.24 < 2.576 Not significant 
Annual salary . 452** . 105 4.10 >2.576 Significant 

Samejob 
. 073 . 042 0.33 < 2.576 Not significant 

Same org . 178** . 091 0.94 < 2.576 Not significant 
Education 

. 154** -. 194* 3.75 > 2.576 Significant 
Dependents 

. 254** -. 117 3.97 > 2.576 Significant 

,, . ýorre lation is significant at the 0.0 1 level (2 - tailed). 
* Correlation is significant at the 0.05 level (2 -tailed). 
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The results indicate a positive significant moderately weak relationship between age and job 

satisfaction for the Saudi sample. A non-significant positive very weak relationship is shown for 

the UK sample. 

The age categories, as mentioned in section 6.6.4, are as follow: 

The age 
Categories 

Up to 30 I 1 3140 I 41-50 I 51-60 61 or more 

The code 51 41 31 2 1 

Job satisfaction varies from I= very satisfied to 6= very dissatisfied. Looking at figure I which 

presents the scatter of job satisfaction and age for the Saudi sample, one cannot decide exactly 

what shape the relationship between age and job satisfaction is. Table 7.43 showed that job 

satisfaction and age has a significant positive moderately weak relationship, and figure 7.1 shows 

that all managers who are 50 yeas of age or above are either satisfied or very satisfied with their 

jobs. This may give an indication for a positive pattern. 

Figure 7.1: Scatter of job satisfaction and age for the Saudi sample 
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Figure 7.2 presents the scatter ofjob satisfaction and age for the UK sample. No clear pattern can 

be detected from this relationship. This ambiguous pattern is presented in the non-significant 

very weak correlation between age and job satisfaction in the UK sample. 

Figure 7.2: Scatter of job satisfaction and age for the UK sample 
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Annual salary has a significant positive moderately strong relationship with job satisfaction in 

the Saudi sample. On the other hand, it has a very weak positive non-significant relationship in 

the UK sample. 

The length of service in the current job for managers in both samples has a very weak 

relationship withjob satisfaction. Job satisfaction correlates positively with the number of years 

working for the current organisation in the Saudi sample. The relationship between the two 

variables is significant but very weak. In the UK sample, the relationship between the two 

variables is a positive, non-significant very weak relationship. 
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Education correlates positively with job satisfaction in the Saudi sample, and it is a very weak 

but significant relationship. Education, on the other hand, correlates negatively with job 

satisfaction in the UK sample. This relationship is significant and also considered as a very weak 

relationship. 

In the Saudi sample, the number of dependants has a positive, significant moderately weak 

relationship withjob satisfaction. The relationship between the two variables in the UK sample is 

a negative, non-significant very weak relationship. 

7.6 Testing the Hypotheses 

The basic theme of the hypotheses was to examine whether there is an association between the 

whole satisfaction with factors associated withjob satisfaction which had been clarified 

previously. There have been several studies conducted in the West which have revealed the 

association but no such study has taken place in the private sector in Saudi Arabia. The 

researcher is intending to demonstrate whether Western theories are applicable to a developing 

country like Saudi Arabia despite the differences of cultural values, beliefs and standard of 

living. 

Hypothesis One: 

H There is a significant relationship between the respondent's satisfaction with tile work 

group and the whole job satisfaction. 

Ho There is no significant relationship between the respondent's satisfaction the with work 

group and the whole job satisfaction. 
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A Pearson Correlation Coefficient was performed and it was found that r=0.333 for the Saudi 

sample and r=0.417 for the UK sample. Both were significant at the 0.01 level (2-tailed). 

Therefore, the null hypothesis that there is no significant relationship was rejected. 

Hypothesis Two: 

H There is a significant relationship between the respondent's satisfaction with work itself 

and the whole job satisfaction. 

Ho There is no significant relationship between the respondent's satisfaction with work itself 

and the whole job satisfaction. 

A Pearson Correlation was conducted and it was found that r=0.766 for the Saudi sample and 

r--0.696 for the UK sample. Both were significant at the 0.01 level (2-tailed). Therefore, the null 

hypothesis that there is no significant relationship was rejected. 

Hypothesis Three: 

H There is a significant relationship between the respondent's satisfaction with promotion 

and the whole job satisfaction. 

Ho There is no significant relationship between the respondent's satisfaction with promotion 

and the whole job satisfaction. 

A Pearson Correlation was performed and it was found that r=0.654 for the Saudi sample and 

r-- 0.663 for the UK sample. Both were significant at the 0.01 level (2-tailed). Therefore, the null 

hypothesis that there is no significant relationship was rejected. 

152 



Hypothesis Four: 

H There is a significant relationship between the respondent's satisfaction with pay and the 

whole job satisfaction. 

Ho There is no significant relationship between the respondent's satisfaction with pay and 

the whole job satisfaction. 

A Pearson Correlation was conducted and it was found that r =0.692 for the Saudi sample and r 

=0.590 for the UK sample. Both were significant at the 0.01 level (2-tailed). Therefore, the null 

hypothesis that there is no significant relationship was rejected. 

Hypothesis Five: 

H There is a significant relationship between the respondent's satisfaction with supervision 

and the whole job satisfaction. 

HO There is no significant relationship between the respondent's satisfaction with 

supervision and the whole job satisfaction. 

A Pearson Correlation was performed and it was found that r--0.619 for the Saudi sample and 

r--0.434 for the UK sample. Both were significant at the 0.01 level (2-tailcd). Therefore, tile null 

hypothesis that there is no significant relationship was rejected. 

Hypothesis Six: 

H There is a significant relationship between the respondent's satisfaction with recognition 

and the whole job satisfaction. 
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Ho There is no significant relationship between the respondent's satisfaction with recognition 

and the whole job satisfaction. 

A Pearson Correlation was performed and it was found that r--0.709 for the Saudi sample and 

r--0.733 for the UK sample. Both were significant at the 0.01 level (2-tailed). Therefore, the null 

hypothesis that there is no relationship was rejected. 

Hypothesis Seven: 

H There is a significant positive relationship between the need for achievement and job 

satisfaction of managers in the two samples. 

Ho There is no significant positive relationship between the need for achievement and job 

satisfaction of managers in the two samples. 

This hypothesis was tested correlating the degree of need for achievement and tile whole job 

satisfaction for managers in the two samples. A Pearson Correlation was performed and it was 

found that r= -0.092 for the Saudi sample and r=0.002 for the UK sample. Both were non 

significant and the correlation in the Saudi sample is negative as the sign indicates. Therefore, 

the null hypothesis that there is no significant relationship was accepted. 

Hypothesis Eight: 

H There is a significant positive relationship between the need for affiliation and job 

satisfaction of managers in the two samples. 

Ho There is no significant positive relationship between the need for affiliation and job 

satisfaction of managers in the two samples. 
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A Pearson Correlation was performed to test this hypothesis and it was found that r=0.040 for 

the Saudi sample and r= -0.00 1 for the UK sample. Both were non significant and the 

correlation in the UK sample is negative as the sign indicates. Therefore, the null hypothesis that 

there is no significant relationship was accepted. 

Hypothesis Nine: 

H There is a significant positive relationship between the need for autonomy and job 

satisfaction of managers in the two samples. 

Ho There is no significant positive relationship between the need for autonomy and job 

satisfaction of managers in the two samples. 

This hypothesis was tested using a Pearson Correlation and it was found that r= -0.134 for the 

Saudi sample and r= -0.065 for the UK sample. Only the correlation in tile Saudi sample was 

significant at the 0.01 level (2-tailed) but negative as the sign indicates. Therefore, the null 

hypothesis that there is no significant positive relationship was accepted. 

Hypothesis Ten: 

H There is a significant positive relationship between the need for dominance and job 

satisfaction of managers in the two samples. 

Ho There is no significant positive relationship between the need for dominance and job 

satisfaction of managers in the two samples. 

A Pearson Correlation and was conducted to test this hypothesis and it was found that r= -0.168 

for the Saudi sample and r= -0.004 for the UK sample. Only the correlation in tile Saudi sample 

was significant at the 0.01 level (2-tailed) and both correlations were negative as the signs 

155 



indicate. Therefore, the null hypothesis that there is no significant positive relationship was 

accepted. 

7.7 Summary 

Job satisfaction findings were presented in this chapter. Significant differences were found 

between the Saudi and UK samples in the average satisfaction with work groups, average 

satisfaction with work itself, average satisfaction with promotion, average satisfaction with 

supervision. No significant differences were found between the two groups in the average 

satisfaction with pay, average satisfaction with recognition, and the average of the whole 

satisfaction. 

Consequences of the level of job satisfaction were investigated in this chapter. The findings 

correspond with several previous findings reported in the literature review which stress that 

satisfaction with the job accompanied favourable consequences and vice versa. 

Job satisfaction relations to motivation needs were investigated in this chapter. It was found that 

job satisfaction has a very weak relationship with the four motivation needs in the two samples, 

rolling out motivation needs as an important factor in determining the level of satisfaction for the 

managers surveyed in this study. Demographic variable and its relationships to job satisfaction in 

both samples were also presented in this chapter. Hypotheses of this research were tested and 

results were presented. 
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Chapter Eight: 

Discussion, Conclusion and Recommendations for Future Research 
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8.1 Introduction 

Six main themes emerge from the findings of this study. The first theme is that the factor 

structures are the same for the two cultures. The second theme is that the four motivation needs 

did not play a major role in determining job satisfaction in the two cultures. The third theme is 

that consequences of the level of job satisfaction are the same in the two cultures. The fourth 

theme is that similar variables affect job satisfaction in the two cultures but with different 

strengths. The fifth theme is that demographic variables correlate slightly differently in the two 

cultures. The sixth theme is that the findings of this study are consistent with cross-cultural 

studies of job satisfaction. 

This chapter is presented in three sections. The first section will be devoted to discussion of tile 

six themes. The second section will draw conclusions based on the findings of the study. In the 

third section, recommendations are made for future studies. 

8.2 Factor Analysis 

The primary purpose of factor analysis is to define the underlying structure in a data matrix (I lair 

et al, 1998). An exploratory factor analysis was utilised in this research to scarch for structure 

amongjob satisfaction variables. Factor analysis gave us similar structure in tile two samples. 
The two sets of factors contain exactly the same items, suggesting that using tile items in this 

survey, managers in the two countries conceptualise job satisfaction components in tile same 
Way. 

This finding suggests that Saudi managers, to some extent, have adopted Western values. These 

results are fairly consistent with the traditionalism or modernity values structure proposed by 
Barrett and Bass 0 976). According to this values structure, the more the country is open to 
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Western nations, the more likely individuals from the developing world are to take on Western 

values. In Saudi Arabia, Western work theories are taught in universities, multinational 

companies have existed in Saudi Arabia for a long time, business and trade with Western nations 

have been established for decades, and overseas training is one approach that many companies 

use to train employees. All these factors helped Saudi managers to imbibe Western values and 

thoughts about jobs. This is clear in this study when factor analysis gave us similar structure in 

the two samples. 

8.3 Motivation Needs and Job Satisfaction 

The needs for achievement, dominance, autonomy, and affiliation have been given considerable 

attention as possible determinants of person-occupation fit. In spite of some methodological 

concerns, it has been shown empirically that levels of these needs predict job satisfaction in a 

number of occupations, particularly management (Chusmir, 1985; House, 1988; McClelland & 

Boyatzis, 1982; Medcof, 1985,1990; Medcof & Wegner, 1992). 

Results regarding the need for achievement showed that managers in Saudi Arabia havc a profile 

that is high in need for achievement, which is consistent with Yasin and Stalil (1990) findings. 

Managers in the UK have a rather high profile. T-test results showed that, on average, the two 

groups are statistically different in the strength of the need for achievement. The need for 

achievement was found in this study to have no significant relationship with job satisfaction in 

the Saudi sample and in the UK sample, which did not support hypothesis seven. These results 

are inconsistent with what has been found in the literature such as Etuk (1980), Obi (1981), and 

Yasin and Stahl (1990). Based on this finding, it can be concluded that the need for achievement 

is not an important element to be considered when evaluating job satisfaction for managers 

surveyed in this study. 
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The majority of the subjects in both samples had a rather high need for affiliation as results in 

chapter 7 showed. No significance differences were found in the average need for affiliation 

between the two groups indicating a similarity between the two samples. It was also found in this 

study that job satisfaction has no significant relationship with the need for affiliation in the Saudi 

and the UK sample. These results are incompatible with the literature (e. g., Etuk 1980; 

Nkereuwem, 1992). So, based on the findings, it can be concluded that the need for affiliation is 

not an important element in the job satisfaction of the managers surveyed in this study and that 

increasing the need for affiliation for subjects surveyed in this research may not lead to an 

increase in job satisfaction. 

While the majority of the subjects in the two samples have a rather low need for autonomy, 

32.8% of the Saudi subjects have rather high need for autonomy or higher compared to 20.8% of 

the UK subjects. Differences in the means are noticeable between the two samples. T-test results 

statistically confirm these differences. A very weak, negative relationship was found in this study 

between job satisfaction and the need for autonomy in the Saudi sample, but no relationship was 

found in the UK sample. These results are in conflict with what has been reported in tile 

literature such as Etuk (1980), Obi (198 1), and Nkereuwem (1992). Based on these findings, it 

can be concluded that the need for autonomy does not play a major role in managersjob 

satisfaction surveyed in this study. 

Results regarding the need for dominance showed that managers in Saudi Arabia have a profile 

that is high in need for dominance, which is consistent with Yasin and Stahl (1990) findings. 

Managers in the UK also have a high profile. A difference in means is noticeable between tile 

two groups. This difference was statistically confirmed by West. The need for dominance was 

found in this study to have a significant but very weak, negative relationship with job satisfaction 
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in the Saudi sample, and none for the UK sample. These results are incompatible with what has 

been found in the literature (e. g., Etuk 1980, Parker and Chusmir 1991). These findings suggest 

that increase in the need for dominance for managers surveyed in this study may not lead to 

greaterjob satisfaction. Based on these findings, it can be concluded that the need for 

dominance is not an important element to be considered when evaluating job satisfaction for 

managers surveyed in this study. 

8.4 The Consequences of the Level of Job Satisfaction 

The consequences of the level ofjob satisfaction are one of the topics that have been investigated 

in this study. Absenteeism and staff turnover are areas on which attention is focused in this 

subject. Absenteeism and turnover often viewed as reaction to noxious work environments 

(Bartel, 1979; Gupta & Jenkins, 199 1). Nicholson et al (1977) in a review of 29 studies 

concluded that job satisfaction and absence from work are tenuously related. On the contrary, 

Shaw and Gupta (2001) found that job satisfaction significantly predict job search intention and 

absenteeism. Eby et al (1999) and Nagy (2002) found a significant, negative relation between job 

satisfaction and turnover. Oliver (1998) imposed an ability to secure employment elsewhere for 

the negative relation betweenjob satisfaction and turnover. Branch (1998) and Tello & Greene 

(1996) have asserted that it is not only money that makes employees happy and stay in the 

organisation, there are other things like job satisfaction and the ability to balance life and work. 

All studies reported in the literature review support the notion that satisfaction with the job 

accompanied favourable consequences and vice versa. 

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

employee's attitude towards the job and the organisation. Job satisfaction was found to have a 

strong positive correlation with the disagreement of thinking to find a job outside the 
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organisation, disagreement of resigning from work, disagreement of hating to go to work, and 

the agreement of feeling of happiness while at work in both samples. 

Tests for significant differences between correlations in the two samples were conducted in the 

last chapter. No differences were found except correlation between job satisfaction and thinking 

of finding ajob outside the organisation. Saudi managers scored significantly higher than UK 

managers. Saudi managers may have more jobs openings in the labour market than the UK 

managers so that the Saudis are more sensitive to job dissatisfactions than UKs. 

These findings demonstrate the resemblance of the importance of job satisfaction and the impact 

that it has on employees' attitudes and behaviour towards their jobs and organisations in the two 

different cultures. 

The findings of this study correspond with previous findings reported in the literature review 

which stressed that satisfaction with the job accompanied favourable consequences and vice 

versa. 

8.5 Discussion of Job Satisfaction 

Results for overall job satisfaction and job satisfaction factors of both the Saudi and UK samples 

revealed interesting information in terms of their relationships. At ajob facet level, although 

there are differences in the average satisfaction with some job facet (co-worker, work itself, 

promotion, and supervision), both samples show a correlation between job facet and variables 

associated with it. Differences in the strength of the correlation do exist between the two 

samples. 
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Again, when correlating job facets satisfaction and overall job satisfaction, a strong correlation 

between ajob facet and overall job satisfaction was shown in each sample, but with different 

strengths. The rest of this section will be devoted to discussing job satisfaction results. 

8.5.1 Satisfaction with work group 

Satisfaction with the work group was the first factor in this study to be considered in relation to 

overall job satisfaction. This study suggests that personal and work relations are highly related to 

the satisfaction with the work group. It is self-evident that people have social characteristics, and 

they enjoy being with others. Maslow (1970) considers this need as one of the third category "the 

social needs". In this category, Maslow meant the need for belonging and love that employees 

pursue to be fulfilled; which draws attention to the importance of interpersonal relations and 

socialisation on the overall job satisfaction (Armstrong, 1996). Leppa (1996) stated that 

interpersonal relations are an important part ofjob satisfaction. 

This study proved that the personal and work relations a respondent has in the work place 

contribute significantly to his satisfaction with co-workers. It was found that the overall 

satisfaction with co-workers correlates significantly in both samples with the variables associated 

with this factor in this study. However, tests for significant differences between correlations 

showed that Saudi managers scored significantly higher than UK managers in the personal 

relation with subordinates variable. This indicates that this variable plays more role in the 

satisfaction with co-workers in the Saudi sample than in the UK sample. 

The findings of this study imply that the variables that have been investigated in this study in 

relation to the satisfaction with co-workers are good predictors to the satisfaction with the co- 

worker factor in two different cultures. 
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8.5.2 Satisfaction with work itself 

This factor has been widely discussed by many researchers in this field and considered a major 

factor in detemining job satisfaction (Gruneberg, 198 1). The findings of this study indicate that 

satisfaction with the work itself requires the satisfaction with different aspects of the job such as: 

the autonomy, the variety of the job. In this study, satisfaction with the variety and the autonomy 

of the job was found to contribute significantly to the satisfaction with the work itself. Dale et al 

(1997) and Evans & Lindsay (1996) stated that employee satisfaction can be enhanced if a job 

incorporates task significance, autonomy, skill variety, task identity, and feedback about 

performance. The findings of these studies correspond with other previous studies such as: 

Hackman & Oldham (1976), Hackman & Lawler (197 1), Locke (1984), Jaffe et al (1994), and 

Dodd & Ganster (1996). Locke (1976) added that ajob has to have a sense of challenge. 

This research finding coincides with the previous research findings. Employee satisfaction with 

the work itself was found to have strong correlations with all the variables associated with this 

factor in this study in both samples. The research findings also support the notion which believes 

that jobs have to be designed to fulfil the human/mental needs of the employees, which will 

increase the morale and motivation leading to improvement of quality and productivity 

(Dahlgaard et al, 1998). 

It was found in the literature that it is important for managers in low PD culturcs (like the UK) to 

have a great deal of power over work assignments and conditions of work while it less important 

for managers in high PD (like Saudi Arabia) (Adler, 1997; Cole, 1989). It was found in this study 
that the responsibility one has in planning one's work and the responsibility one has in doing 

one's work variables had a significant correlation with the overall satisfaction with work itself. 

But this significant correlation was stronger in the Saudi sample than in the UK sample, which 
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means that these two variables explain more of the variability of the relationship in the Saudi 

sample than in the UK sample (Hinton, 1995; Sekaran, 1992). This is inconsistent with what has 

been found in the literature. 

Also it was reported in the literature that employees in individualistic cultures (such as UK) 

place more importance on freedom and challenge in their jobs and initiative is usually 

encouraged in the job, while it is the opposite in a collectivistic culture (such as Saudi Arabia) 

(Hofstede, 1991). It was found in this study that satisfaction with challenges one faced in doing 

the job had a stronger correlation with the overall satisfaction with work itself in the UK sample 

than in the Saudi sample, indicating its importance for managers in the two samples. This result 

is consistent with Hofstede's report. 

Tests for significant differences between correlations in the two samples found no significant 

differences. One could conclude that managers' perception of the work itself factor is the same in 

two different cultures. This implies that, significantly, the same variables are good measures for 

the satisfaction with work itself in two different cultures. 

8.5.3 Satisfaction with promotion 

Satisfaction with promotion was the third factor in this study to be considered in relation to the 

overall job satisfaction. Satisfaction with promotion was examined in this study from two angles: 

the opportunity one has for promotion in one's job, and the fairness of the promotion system in 

the organisation. It was found in the literature that opportunity for promotion wasconsidcred as 

favoured motivating items by employees (Ahmad, 1989; Quarles, 1994; Vinokur-Kaplan ct al, 

1994). Fairness issues are important factors in any organisation (Greenberg, 1990). Tyagi (1990) 

found that inequity in promotion has a negative association with the extrinsic motivator. 
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The finding of this study corresponds with what been found in the literature. It was found that 

satisfaction with promotion has strong correlations with satisfaction with the opportunity for 

promotion in the job and the fairness of the promotion system in the organisation in both 

samples. Also, no significant differences between correlations were found. 

These results imply that managers in the two samples perceive the two variables investigated in 

this study in relation to promotion in the same way despite the cultural differences. 

8.5.4 Satisfaction with pay 

Satisfaction with pay was the fourth factor in this study to be considered in relation to overall job 

satisfaction. Pay is arguably one of the most critical, if not the most critical, outcome of 

organisational membership for employees (Gupta & Shaw, 1998). The trend of investigating pay 

has moved from studying actual pay and people's attitude about it towards concentrating on the 

precursors of different kinds of pay attributes such as pay satisfaction and perception of pay 

fairness (Shaw & Gupta, 2001). The Equity theory (Adam, 1963) and tile Discrepancy theory 

(Lawler, 1971,198 1) postulate that pay satisfaction is the result of social comparison with 

respect to relevant referents. Inequity in pay was found to be associated with low pay satisfaction 

(Carr et al, 1996; Perry, 1993; Summers & DeNisi, 1990; Sweeny, 1990). Employees could have 

internal or external referents when judging pay fairness. 

The findings of this study are in the same domain of those in the literature. Satisfaction with pay 

in the Saudi and the UK sample was found to correlate significantly with satisfaction with pay 

compared to the pay of others holding similar positions in the same organisation and in different 

organisations, pay compared to one's expectation when joining the organisation, and pay in 

relation to the cost of living in the two samples. However, Saudi managers scored significantly 
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higher in pay in relation to work one does than UK managers; indicating that Saudis are more 

sensitive to these variables than UK managers. 

From these results, one could conclude that the variables investigated in this study in relation to 

the satisfaction with pay factor are good predictors for the satisfaction with pay in two different 

cultures. 

8.5.5 Satisfaction with supervision 

Satisfaction with supervision was the fifth factor in this study to be considered in relation to 

overall job satisfaction. Vroom. (1964) stated that the supervisor who is competent, democratic, 

considerate to his subordinates, and has a good relationship with his employees will cause the 

workers to have positive feeling towards their jobs. In the literature, it was found that 

relationship between supervisors and subordinates, feedback from supervisors, supervisor 

support, and fair treatment were among the most influential variables to the satisfaction with 

supervisors (Bruce & Blackburn, 1992; Bettencourt & Brown, 1997; Deluga, 1998; Gerstner & 

Day, 1997; London & Larsen, 1999). 

In this study, the results were consistent with what have been found in the literature. The overall 

satisfaction with the supervisor correlate strongly with the competence of the supervisor, the 

delegation of responsibility, the feedback, and the personal relations and the help one gets from 

one's supervisor in the two samples. However, significant differences between correlations were 

found in the two samples, which could be due to the respondents' preferences. 

It was found in this study that the supervisor's delegation of responsibility to one to do the work 

had a significant correlation with the overall satisfaction with the supervisor in the two samples 
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(r = 0.5 70 for the UK sample, the lowest amongst the five variables, and r=0.82 7 for the Saudi 

sample, the second highest amongst the five variables); then r square is 0.33 for the UK sample 

and 0.67 for the Saudi sample. This indicates that this variable is more important for managers in 

the Saudi sample than in the UK sample for overall satisfaction with the supervisor. This result 

contradicts what has been found in the literature. It was found in the literature that subordinates 

in low PD countries (like the UK) prefer managers who consult them and delegate responsibility 

for them to do their work. In high PD countries (like Saudi Arabia), subordinates' preference for 

a manager's decision-making style polarized between autocratic-paternalistic and majority rule 

(Hofstede, 1991). 

The significant correlations between satisfaction with supervision and the variables associated 

with it in both samples imply that these variables are good measures of the satisfaction with 

supervision in two different cultures. 

8.5.6 Satisfaction with recognition 

Satisfaction with recognition was the sixth and last factor in this study to be considered in 

relation to the overall job satisfaction. Recognition of a job well done or full appreciation for 

work done from supervisors and top management is often among the top motivator of employees 

(Koch, 1990; Stuart, 1992), and involves feedback. Positive feedback follows the principles of 

the Reinforcement Theory, which states that behaviour is contingent on reinforcement. Examples 

of positive reinforcement in this context include a thanks letter from top management, a bonus 

pay, verbal acknowledgement from supervisor or colleagues (Blegen et al, 1992; Knippen & 

Green, 1990; Steele, 1992). 
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The findings of this study correspond with what has been found in the literature. It was found 

that satisfaction with recognition correlate significantly in both samples with the satisfaction with 

the financial recognition from top management, the satisfaction with praise from top 

management, the satisfaction with praise from the supervisor, and the satisfaction with praise 

from colleagues in both samples. No significant differences between correlations were found. 

These results imply that managers in both samples seek similar requirements or needs from their 

organisation regarding the recognition factors. 

8.5.7 Overall job satisfaction 

Researches on job satisfaction have revealed several job facets or factors that have significant 

effect on the level ofjob satisfaction. Six factors were examined in this study in relation to the 

overall job satisfaction, which are: co-worker (workgroup), work itself, promotion, pay, 

supervision, and recognition. 

In the literature, it was found that satisfaction with the workgroup has a positive impact on the 

level of overall job satisfaction (Gruneberg, 1981; Lawler, 1973; Leppa, 1996). Overall job 

satisfaction was found in this study to have a significant correlation with the satisfaction with the 

work group factor in both samples implying the importance of this factor for managers in both 

samples although they came from two different cultures. 

The result of this study regarding the relationship between the overall satisfaction with work 

itself and the overall job satisfaction corresponds with what has been found in the literature. 

Satisfaction with the work itself is considered, in the literature, as a major factor in determining 

job satisfaction (Gruneberg, 1981; Locke, 1984; Zeffan, 1994). In this study, a strong significant 
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correlation was found between the two variables in the two samples, indicating the role this 

factor plays in relation to the overall job satisfaction regardless of the cultural differences. 

Previous studies about satisfaction with promotion reported that this job facet has a direct effect 

on job satisfaction (Quarles, 1994; Wiley, 1997). Lack of status and promotion could result in an 

employee's job dissatisfaction (Travers and Cooper, 1993). The finding of this study corresponds 

with previous ones. Job satisfaction was found to have a strong, significant relationship with the 

satisfaction with promotion in the two samples, which leads one to realise the important of this 

factor across cultures. 

Pay is considered a predictor of job satisfaction (Kadushin and Kulys, 1995). Lawler (1973) 

believes that pay satisfaction is one of the strongest factors in job satisfaction. The importance of 

pay in relation to job satisfaction was clear in this study. Overall job satisfaction has a significant 

correlation with the satisfaction with pay in the two samples asserting the important of this factor 

in relation to the overall job satisfaction in the two different cultures. 

Supervision was found to be one of the most influential factors in determining the overall job 

satisfaction (Lawler, 1973; Locke, 1976). This study support previous findings. Overall job 

satisfaction was found to have a significant correlation with the satisfaction with supervisors in 

the two samples, which implies that this factor is a major contributor to the overall job 

satisfaction for managers despite the different counties. 

Recognition is considered as one of the important factors affecting the level of job satisfaction 

regardless of the occupational level (Persson et al, 1993; Starcevich, 1972). In this study, 

recognition was also found to be an important factor in determining overall job satisfaction since 
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there was a strong correlation in the two samples, underlying the importance of this factor in 

relation to job satisfaction in the two different cultures. 

One of the research questions under consideration in this study was to find out if there are any 

differences in the importance ofjob factors for managers in the two different cultures. In 

deciding the importance of a correlation, one has to consider how much of the variability of the 

scores in one variable can be explained by the variability of scores of the other variable. There 

may be a significant correlation, but if it only explains a small amount of the variability then it 

may not be of much importance. The square of the correlation coefficient, called the coefficient 

of determination, is used to explain the proportion of the variability in a correlation (Hinton, 

1995; Sekaran, 1992). Based on this, results presented in the last chapter showed that co-worker, 

promotion, and recognition have explained more the variability in the relationship with the 

overall satisfaction in the UK sample than in the Saudi sample, pointing out that managers in the 

UK sample may value these factors more than the Saudi managers. On the other hand, factors 

like work itself, pay, and supervisions may be valued more by the Saudi managers. 

These results are consistent with what has been found in the literature to a great extent. In 

Hofstede's Masculinity cultural dimension, employees in high MA cultures (such as Great 

Britain) regarded recognition, advancement, and challenge relatively more important than did 

employees in lower MA cultures( such as Saudi Arabia) (HoEstede, 1991). It has been suggested 

(e. g., Kilby, 1960) that employees in developing countries (like Saudi Arabia) place more value 

on factors such as pay, supervision, and relations with the work group, and those in developed 

countries (like UK) value factors such as work itself, promotion, and recognition. Results of this 

study are consistent with other studies except the co-worker and work itself factors have 
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deviated. It was found that these two factors are relatively more important for Saudi mangers 

than for UK managers. 

The last chapter demonstrated a significant difference between the two samples in the average 

satisfaction with co-worker, work itself, promotion, supervisor; but no significant difference in 

the average satisfaction with pay, recognition, and overall job satisfaction. Also, tests for 

significant differences between correlations revealed no differences except in the supervisor 

factor. The strong relationship between each factor and the variables associated with it in both 

samples suggest that the difference/no difference may be a result of the subjects' personal 

preference towards the variables. These results are in agreement with Adler's (1997) opinion that 

human needs may have universal form, but their importance and the ways in which they show 

themselves differ across cultures. 

8.6 Job Satisfaction and Demographic Variables 

Demographic variables fall in the third category of (Glisson and Durick, 1988) classiricd 

categories that correlate or contribute to job satisfaction. Third category variables describe 

characteristics of the workers who perform the tasks. Six factors were selected to be examined in 

relation to overall job satisfaction: age, annual gross salary, length of service in current job, 

length of service for current organisation, education, and number of dependants (family sizc). 

Age is considered one of the important factors that influence job satisfaction (Weaver, 1980). 

There is no agreement on the shape or pattern of the relationship between age and job 

satisfaction. Three patterns were found: a positive (Doering et al, 1983; Rhodes, 1983), U-sliape 

(Clark et al, 1996; Warr, 1992), and curvilinear relationship (Zeitz, 1990). In this study, age was 

found to have a significant correlation with job satisfaction in the Saudi sample, and a non- 
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significant, very weak relationship in the UK sample. Age and job satisfaction relationship in the 

Saudi sample may support the positive pattern of the kind of relationship between age and job 

satisfaction; while in the UK it may support the U-shapc one. However, tests for significant 

differences between correlations show that there are no significant differences implying that age 

has the same influence in job satisfaction in the two samples. 

Annual gross salary was found in the literature to be related to job satisfaction (Sheider & 

Vaught, 1993; Sweeny et al, 1990). In this study, job satisfaction and annual salary were found to 

have a moderately strong, significant relationship in the Saudi sample, and a very weak non- 

significant in the UK sample. A significant difference between the two correlations was found, 

this indicate that annual salary in this study has played a more important role in tile Saudi sample 

than in the UK sample in shaping the satisfaction with the job. 

Length of service in the current job was found to have a very weak or non-significant 

relationship withjob satisfaction in both the Saudi and UK samples. The number of years 

working for the same organisation correlates significantly with job satisfaction in the Saudi 

sample, but this relationship is very weak, and a non-significant, very weak positivc relationship 

was found in the UK sample. However, no significant differences were found between 

correlations, indicating that these two variables significantly have the same influencc on job 

satisfaction in the two different cultures. These findings do not correspond with Shokry's 

finding (199 1) who reported a very strong, significant relationship between the timc onc spends 

in the job and in the organisation and job satisfaction. 

It is interesting to notice the relationship between education and job satisfaction in the study. 

Although the relationship is significant in the Saudi sample, it is a very weak, positive one. In the 
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UK sample, the relationship is significant but a very weak negative one. Test for significant 

differences between correlations show a significant difference, implying that education influence 

job satisfaction differently in the two samples. These findings support the conclusion from 

previous studies that there is no seemingly reciprocal relationship between educational levels and 

job satisfaction (Al-Helelah, 1993; A -Saa 1,1996, Glenn & Waver, 1982). 

Numbers of dependants played a significant but weak role in the level of managers'job, 

satisfaction in the Saudi sample, and a non-significant, very weak role in the UK sample. This is 

clear from the relationships that this factor has with job satisfaction in each sample. It has a 

positive and moderately weak correlation with job satisfaction in the Saudi sample, and a 

negative very weak correlation in the UK sample. Significant difference between correlations 

was reported in the last chapter implying that the number of dependants has different influences 

in the two cultures. 

8.7 Cross-Cultural Comparison in Job Satisfaction 

Comparisons have been made of the job satisfaction of employees from different countries. 

Feelings about the job are likely to differ across different countries. In a 1995 Gallup 

Organisation poll, countries differences in life satisfaction, which include job satisfaction, were 

found. Overall, eighteen country were included in the survey, 46% of the people reported bcillg 

satisfied with their job. What factors or variables affect job satisfaction across countries? The 

Hugick & Leonard (1991) survey included 16 aspects of work, as well as overall satisfaction. 

They reported that Americans overall like theirjobs, but they did not feel the same about all 

facets of work. Spector & Wimalasiri (1986) found that Americans and Singaporeans had 

approximately the same overall job satisfaction, but the facets satisfaction profiles wcre differwit. 

Similar results were reported by Marion-Landais (1993) when he compared Dominican and 
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- Americans. Adigun &Stephenson (1992) reported that the same variables affect British and 

Nigerian employees'job satisfaction but with different strength. Results of this study correspond 

with previous research in this area. Both samples have the same factor structure, but significant 

differences were found in the average satisfaction in some job facets and the influence these 

variables has on a job facet or overall job satisfaction. This implies that the same variables affect 

Saudi and UK managers but with different strengths. 

All these studies utilised almost similar aspects of work. These studies show clearly that there are 

differences in job satisfaction and in patterns of facets satisfaction across countries, which could 

be caused by different cultural experiences and different needs strength. Results found in the 

literature and in this study lead to the conclusion that culture has an effect on the importance and 

strength of the factors related to job satisfaction. As Adler (1997) stated; 

"Human needs may well includejundamental or universal aspects, bill their 
importance and the ways in which they express themselves differ across cultures 
p. 160 

8.8 Conclusion 

Understanding and studying job satisfaction is a complex issue; many factors may contribute to 

the overall level ofjob satisfaction either directly or indirectly. The results of tile study agrce 

with the idea that different people have different attitudes towards their job despite tile similarity 

of the circumstances surrounding them. In other words, respondents are not always alike when it 

comes to their emotional feelings towards theirjob even when they sharc similar charactcristics 

such as age or education. 
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Satisfaction with co-workers was found to be a significant factor in determining the overall level 

of job satisfaction for managers in the two samples of this study. Organisations should pay close 

attention to variables such as the personal and work relations between employees because they 

correlate strongly with the satisfaction with co-workers. These findings are consistent with other 

previous studies and with what has been discussed in the literature review. 

In the present study, satisfaction with the work itself has played a significant positive role in 

constructing the overall job satisfaction in both samples. Variables such as the opportunity to use 

one skill, the variety of the work, the degree of challenge, and the responsibility of planning and 

doing the work are variables that organisations should look at when designing jobs because such 

variables correlate strongly with the satisfaction with work itself. These findings agreed with 

several previous studies presented in the literature review. 

With regard to satisfaction with promotion, it was found that it has played a significant role in 

the overall level of job satisfaction in the Saudi and UK samples. Tile fairness of the promotion 

system and opportunity for promotion affect significantly the chance for a manager to get ahead 

in the future. These findings are consistent with previous studies. 

In this study also satisfaction with pay was found to correlate positively and strongly with tile 

overall job satisfaction in both samples. This means that satisfaction with pay plays a significant 

role in determining the overall job satisfaction. These findings are consistent with previous 

studies. It was found also that the same variables affect managers' satisfaction with pay in both 

samples. 
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Supervision was found to be a key factor in determining the overall level ofjob satisfaction in 

this study for the Saudi and UK samples. The findings in this study are consistent with other 

studies which found that commitment to do well in the work place and to increase the level of 

job satisfaction are related to the supervisory treatment, trust and feedback. It was found also that 

the variables that have been studied in relation to the satisfaction with supervision correlate 

positively and strongly with it in both samples. 

Satisfaction with recognition was found to be a major factor in determining the overall job 

satisfaction in our study. Recognition satisfaction was tested against variables that measure 

tangible recognition like financial recognition, and intangible ones like praise. Strong positive 

correlation was found between satisfaction with recognition and all the other variables in both 

samples. Our findings are consistent with similar previous studies. 

I \ýA statistical significant difference was found between the Saudi and UK samples in the avcr,, lgc 

satisfaction with work groups, work itself, promotion, and supervision. No statistical significant 

difference was found between the two samples in the average satisfaction with pay, rccognition 

and overall satisfaction. 

The findings in this study in both samples correspond with several previous studies reported in 

the literature review chapter which stress that satisfaction with the job accompanied favourable 

consequences and vice versa. 

,,, / Job satisfaction was found in this study to have a very weak or almost no rclationship with four 

motivation needs in both samples. This leads us to conclude that need for achicvcmcnt, necd for 
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affiliation, need for autonomy, and need for dominance did not play an important role in the job 

satisfaction of managers surveyed in this study. 

Age was found to have a positive moderately weak relationship with job satisfaction in tile Saudi 

sample and a positive very weak relationship in the UK sample. These findings tend to support 

the notion that job satisfaction increases with age. One should notice the different minor effect 

that age has on job satisfaction in two different cultures. 

Annual gross salary was found to have a moderately strong positive relationship with job 

satisfaction in the Saudi sample and a positive very weak relationship in the UK sample. The 

positive effect of salary onjob satisfaction that was found in the literature is obvious in the Saudi 

sample, but it is not the same in the UK sample. 

Length of service in the current job was found to have a very weak or no relationship with job 

satisfaction in both the Saudi and UK samples. Number of years working for the same 

organisation coffelate significantly with job satisfaction in the Saudi sample but this rclationship 

is very weak. A non-significant, very weak positive relationship was found in the UK sample. 

It is interesting to notice the relationship between education and job satisfaction in the study. 

Although the relationship is significant in the Saudi sample, it is a very weak positive one. In the 

UK sample, the relationship is significant but a very weak negative one. These findings support 

the conclusion from previous studies that there is no seemingly reciprocal relationship betwecn 

educational levels and job satisfaction. 
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Numbers of dependants played a Modcrately weak role in the level of managers'job, satisfaction 

in the Saudi sample, and a very weakrole in the UK sample. This is clear from the relationships 

that this factor has with job satisfaction in each sample. It has a positive and moderately weak 

correlation with job satisfaction in the Saudi sample, and a negative very weak correlation in the 

UK sample. It is interesting to see how the number of dependants affects job satisfaction 

differently in two different cultures. 

8.9 Limitations of the Study and Lessons to be learned 

Generalizing on the basis of this study which is done within a limited data and time constraint is 

difficult and might well be risky to make. However, we have found something which might 

usefully be leamed from this study. 

As has been mentioned in previous chapters, the scope of this study is limited to middle 

managers working in the private sector in Saudi Arabia and the North East region in the UK. In 

this case, a generalization of the results can only be made, cautiously, if they are limited to 

similar respondents. 

In this study it was not possible to do analysis of participating organisations and make interviews 

with respondents Owing to the full access denial by the organisations, as mentioned in earlier 

chapters. It is recommended that a full analysis of organisations and interviews to be included in 

future researches. 

There are other points to be considered from this study. First, the application of the motivation 
theories that go beYond the laboratory 

should recognise the factors that apply in a rcal lifc 
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context, where behaviour is influenced by social values, group and family pressure, job 

requirements, and other mandatory conditions. 

Second, it is important to remember that the level of satisfaction with the overall job satisfaction 

or with a job factor may vary from time to time depending on the degree of satisfaction with the 

variables associated with it. The main concern of this study was to explore the variables 

associated with job satisfaction, not only measuring the job satisfaction. 

Third, the idealistic situation, employees are motivated to do their work to benefit from this work 

in fulfilling some needs and get compensation from this job such as pay. If the outcome frorn the 

work is less than what one desires, negative behaviour such as absenteeism and turnover are 

likely to occur. 

Fourth, doing research in a developing country is a difficult task. Researchers may be faced with 

some obstacles such as the lack of consciousness of the importance of research and time, the 

shortage of data bases, and the deficiency of the communication system. One obstacle that tile 

researcher encountered in doing this research was the bad status of tile postal service in Saudi 

Arabia, as mentioned in the methodology chapter, forcing the researcher to del ivcr the 

questionnaires personally. One may question the differences in the methods of distributing the 

questionnaires between the two samples. This could be justified by asserting that the rcsearclier 

was working as a "Post-Man" only, and it was the only way to deliver the questionnaires and 

carry on with this research. 

Finally, it is important to indicate that the overall job satisfaction has significant relationships 

with job content factors (such as work itself and recognition) and job context factors (such as pay 
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and interpersonal relations) in both samples. These findings underline the importance of these 

factors in relation to job satisfaction in two different cultures. 

8.10 Recommendation for Management Practice 

The purpose of this section is to highlight several recommendations derived from the present 

study. The aim of these recommendations is to find ways to boost job satisfaction among middle 

managers. The researcher would like to propose the following recommendations: 

1. Management practitioners should treat job satisfaction as a key measure of the quality of 

life in organisations. People spend part of their lives at work; therefore, the topic of job 

satisfaction is relevant and important to organisations and to society in general because of 

the humanitarian perspective which suggests that people deserve to be treated fairly and 

with respect. Thus, job satisfaction is, perhaps, a reflection of good treatment. 

2. An overall job satisfaction does exist amongst managers surveyed in this research; 

however, there are certain areas of job dissatisfaction. 

3. The factor which provides the most dissatisfaction and might, therefore, warrant attention 

is the promotion factor. More than half of the Saudi sample and about 41% of the UK 

sample were rather dissatisfied or more with this factor. A positive change may be 

needed to bring about positive satisfaction with the promotion factor. 

4. Maintaining good work and personal relationships among employees in the organisation 

are big incentive forjob satisfaction. 

5. Financial recognition was not the only recognition contributing towards the overall job 

satisfaction, but the praise one gets from colleagues, supervisors, and top management 

were also important. Management practitioners should be aware of this point. 
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6. The responsibility one has to do and plan one's own job was found to have a major 

influence on the overall job satisfaction. So, these variables have to be taken into 

consideration when setting tasks. 

7. Employees always compare their pay with others in their organisation or in other 

organisations. Therefore, pay has to be fair in the organisation and competitive compare 

to other organisations. Also, the pay system has to take the cost of living into 

consideration. 

8. A dissatisfied employee may leave the organisation at anytime. It was found in this study 

that job dissatisfaction has a strong positive correlation with looking for another job, 

hated of going to work, and thinking of resigning from work. Turnover and absenteeism 

were found to be not only costly, but also cause disruptions for organisations. Therefore, 

maintaining employees and making work appealing is a major task facing management. 

9. Measuring job satisfaction regularly is a good way of detecting any deficiency in the 

organisation, and it is a good method of communication between top management and 

employees. 

8.11 Recommendations for Future Research 

Recommendations are made in this section for researchers who are interested in cross-cultural 

study, international management, and those studying attitudes of workers in developing countries 

such as Saudi Arabia. Based on the findings, discussion, and conclusions of this study, the 

following areas of research are recommended for future study: 

1. As with most studies, replication of this study is suggested for cross validation purposes. 
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2. A replication of the present study using a different sample of non-managerial and supervisory 

ranks would help to improve our knowledge regarding the impact of motivation and job 

satisfaction in a non-western work environment. 

3. A comparison of private versus public institutional managers using a national sample to 

determine the level of overall job satisfaction of these managers and their impact on 

motivation and cultural variables. 

4. A replication of the present study using samples of public managers. 

5. A case study form of research among a wide variety of industries would give a strong 

indication of what the results findings would mean when compared with the present form of 

basing the degree of relationship of job satisfaction, motivation, and cultural factors on 

quantitative factors. 

6. A study to determine whether differences exist in motivation and job satisfaction of 

managers in Saudi Arabia and their counterparts in other related developing Arab countries. 

7. Future research should look at the non-westem culture to expand motivation theories. Non- 

western cultures such as the African, Asian, Middle Eastern, South and Central American 

cultures many have different interpretation of instruments based on the western theories and 

cultures. Therefore, it is recommended that follow up studies be conducted to address this 

issue. 

8.12 A Final Comment 

Having reached the end of this section, the researcher may say that all the research questions 

have been addressed and hopefully the present research has been able to provide some insights 

into job satisfaction in the Saudi and UK organisations, and to the field of job satisfaction in 

general. It is also hoped that this study has fulfilled a gap particularly in the field of job 

satisfaction and has opened the gates to new thought and studies. 

183 



REFERENCES 

184 



Abu Naba'a, A. (1984). Marketing in Saudi Arabia N. Y.: Prager. 

Adams, J. S. (1963). Towards an understanding of inequity. Journal ofAbnormal and Social 
Psychology. 67,422-436. 

Adams, J. S. (1965). Inequity in social exchange. In L. Berkowitz (Ed. ), Advances in 
Experimental Social Psychology. (pp. 267-299). New York: Academic Press. 

Adigun, 1.0., & Stephenson, G. M. (1992). Sources of job motivation and satisfaction among 
British and Nigerian employees. The Journal ofSocial Psychology, 132,369-376. 

Adler, N. J., and Boyacigiller, N. (1996). Global management and the 21st century. In B. J. 
Punnett and 0. Shenker, eds. Handbook of the International Management Research. Cambridge, 
Mass.: Blackwell. 537- 555. 

Adler, N. J. (1997). International Dimensions of Organizational Behaviour. 3 rd Ed., Cincinnati, 
OH, South-Western College Publishing. 

Ahmad, S (1989). Perceived importance of job factors by woman workers, Journal of the Indian 
Academy ofApplied Psychology. 15 (2) pp 93 -99. 

Al-Abduqader, A. (1995). Suggested standards for suitable foreign manpower. Al-Yamamah 
Weekly Magazine. Issue 13 3 8,46-49. (In Arabic). 

Alderfer, C. (1969). An empirical test of a new theory of human needs. Organisational 
Behaviour and Human Performance, 4,142-175. 

Al-Eqtisadiah Newspaper (1999). Manpower in the private sector. No. 2280, p 20-21. 

Al-Eqtisadiah Newspaper (1996). The fifth development plan's figures. No. 1185, p 11-12. 

Algaber, N. (1995). The Financial and Management Accounting Practices ofBrijish and Saudi 
Arabian Universities. PhD thesis, University of Wales, College of Cardiff. 

Al-Helelah, A. (1993). Correlates ofJob Satisfaction among Private Sector Employees in Saudi 
Arabia. Unpublished master's thesis, Western Michigan University, Kalamazoo, MI. 

AlKassim, A. (1996). An Evaluation ofManagement Development in Arab Countries With 
Special Reference to the Private Sector's Companies in Saudi Arabia. PhD thesis, University of 
Wales, College of Cardiff. 

Al-nimr, S. A (1993) Job satisfaction of Saudi Employee in public and private sector. The 
Journal ofKing Saud University. Vol. 5,120-13 2. 

Alqonabet, M. (1998) National Economy and The private Sector. Alyamamah, No. 1506,94-95. 
(In Arabic). 

AI-Saadi, K. (1996). The Roots of Satisfaction. The Case of Sultan Qaboos University, a New 
University in a Developing Country. Unpublished Doctoral Thesis. Extern University. 

185 



Al-salamah, A. H. (1994). Employee Perceptions in Multinational Companies: A Case Study of 
The Saudi Arabian Basic Industry Corporation. PhD thesis, University of Durham. 

Alsenanee, A. (1997) The Role of Managers in the Private Sector. Alyamamah, No. 1473,34-37. 
(In Arabic). 

Alsouhern, K. (1996). The Attitudes ofSaudi Managers towards Human Resource Management 
in Selected Firms. PhD thesis, University of Wales, College of Cardiff. 

Annual Business Inquiry (2001). One North East Publication, Newcastle-Upon-Tyne. 

Armstrong, Michael (1996). A Handbook ofPersonnel Management Practice. 6"' Ed., London, 
Kogan Publisher. 

Aryee, S. (1999). A cross-cultural test of a model of the work-family interface. Journal of 
Management. July, 234-245. 

At-Twaijri, M. I. (1989). A cross-cultural comparison of American-Saudi managerial values in 
U. S. related firms in Saudi Arabia: An empirical investigation. International Studies of 
Management and Organizations, 19,5 8-73. 

At-Twaijri, M. L, Al-khursani, S. A., & Abdulwahed, F. A. (1995). An empirical investigation of 
the job design motivating factors: The Saudi case. International Journal of Commerce and 
Management. V5, N4, p 24-32. 

Babbie, E. (1998). The Practice ofSocial Research, 8th Ed, Belmont, CA Wadsworth Publishing 
Company. 

Badawy, M. K. (1979). Managerial attitudes and need orientation of Midwestern executive: An 
empirical cross-cultural analysis. Academy ofManagement Proceedings, 39,293-297. 

Badawy, M. K. (1980). Styles of Midwestern Managers. California Management review, 22,51- 
59. 

Bagozzi, R. P. (1996). Measurement in marketing research: Basic principles of questionnaire 
design. In: Bagozzi, R. P. Principles ofMarketing Research. Oxford: Basil Blackwell, 1-49. 

Bannister, B. D., and Balkin, D. B. (1990), Performance evaluation and compensation feedback 
messages: An integrated model. Journal of Occupational Psychology, 63,97-111. 

Barnouw, V. (1963). Culture and Personality. Homewood, III: Dorsey Press. 

Baron, R. A. (1983), Behaviour in Organisation: Understanding and Managing the Human Side 
of Work. Boston: Allyn and Bacon. 

Barrett, G. V., & Bass, B. A (1976). Cross-cultural issues in industrial and organisational 
psychology. In Dunnette, A D. (Ed). Handbook of Industrial and Organisational Psychology. 
Chicago: Ran McNally. 

186 



Bartel, A. P. (1979). The migration decision: What role does job mobility play? American 
Economic Review. 69,775- 786. 

Berry, J. W. (1980). Introduction to methodology. In Triandis, H C. and Berry, J. W. (Eds. ). 
Cross-Cullural Psychology. 2, Boston: Allyn & Bacon. 

Berry, L. M. (1998). Psychology at Work: An Introduction to Industrial and Organisational 
Psychology. 2 nd Ed., Boston, Mass: McGraw-Hill. 

Bettencourt, L. A. and Brown, S. W. (1997). Contact employee: relationships among workplace 
fairness job satisfaction and personal service behaviours. Journal of Retailing. 73 (1), pp 3 9-6 1. 

Blegen, A A., Goode, C., J., Johnson, M., Maas, A L., (1992). Recognizing staff nurse job 
performance and achievements. Research in Nursing and Health. 15 (1), pp 57-66. 

Blum, A L. and Nylor, J. C. (1968). Industrial Psychology; Its Theoretical and Social 
Foundation. Harper and Row, Publisher, New York. 

Bockman, V. M. (1971). The Herzberg controversy. Personnel Psychology, 24,155-189. 

Branch, S. (199 8). The new economy: You hired 'Em. But can you keep 'Em?. Fortune. Nov 9, 
p 247. 

Brislin, R. (1993). Understanding Culture's influence on behaviour. Fort Worth: Harcourt Brace 
Jovanovich. 

Brislin, R. W. (1983). Cross-cultural research in psychology. Annual Review of Psychology. 34, 
363-400. 

Bruce, W. M., and Blackburn, J. W., (1992), Balancing Job Satisfaction and Performance, A 
guidefor Human Resource Professionals. Quorum Books, Greened Publishing Group, Inc., 
Westport and London. 

Buera, A., & Glueck, W. (1979). Need satisfaction of Libyan managers. Management 
International review, 19,113-123. 

Business International S. A. (1981). Saudi Arabia issues for growth: inside view of an economic 
power in the making. In: Manpower Problem in Saudi Arabia. University of Pittsburgh. 

Callahan, R., Fleenor, C., and Kundson, H. (1986), Understanding Organisational Behaviour. 
Columbus: Bell and Howell Company. 

Caff, S. C., McLoughlin, D., Hodgson, M., and Maclachlan, M. (1996). Effects of unreasonable 
pay discrepancies for under- and overpayment on double demotivation. Genetic, Social, and 
General Psychology Monographs. 122,475-494. 

Carrell, A R., and Dittrich, J. E., (1976), Employee perception of fair treatment, Personnel 
Psychology. 55,523-524. 

187 



Carrol, M. P. (1982). Culture, In Anonymous, Introduction to Sociolqgy: A Canadian focus. (Pp. 
19-40). Scarborough, Ont., Canada: Prentice-Hall. 

Cattell, R. B. (1978). The Scientific Use ofFactor Analysis. New York, Pleum. 

CCIR - Council of the Chamber of Commerce and Industry. (1998). The Private Sector Capacity 
Regards Training and Development ofSaudi Manpower. The paper is proceedings of a 
symposium entitled "The National Manpower in the Private Sector" which held at the Institution 
of Public Administration, Riyadh. (In Arabic). 

Cherrington, David J., (1994). Organisational Behaviour. Allyn and bacon, N. H., 
Massachusetts. 

Child, J. C. (1981) Culture contingency and capitalism in the cross-national study of organisation, 
in L. L Cummings and B. M. Staw, eds. Research in Organisational behaviour, vol. 3, Greenwich, 
Conn., 303-356. 

Churchill, G. A. (1987). Marketing Research: Methodological Foundations. Chicago: The 
Dryden Press. 

Chusmir, L. H. (1985). Matching Individuals to Jobs. New York: Amacom Books. 

Clark, A; Oswald, A, & Warr, P. (1996). Is job satisfaction a U-shaped in age? Journal Of 
Occupational and Organisational Psychology, Vol. 69, pp. 57-8 1. 

Cole, R. E., Strategiesfor learning: small group activities in Americans, Japanese, and Swedish 
industry. Berkeley: University of California Press. 1989. 

Cook, J. D., Hepworth, S. J., Wall, T. D. and Warr, P. B. (1981). The Experience of Iyork; A 
Compendium and Review of249 Measures and Their Use. Academic Press. London. 

Cosier, R. A., & Dalton, D. R. (1983), Equity theory and time: A reformulation. Academy of 
Management Review. 8,311-319. 

Crabs, R. A. (1973). Work motivation in the culturally complex Panama Canal Company. 
Academy ofManagement Proceeding. 119-126. 

Cranny, C. J., Smith, P. C., & Stone, E. F. (1992). Job Satisfaction: How People Feel about their 
Jobs and how it Affects their Performance. New York: Lexigton Books. 

Curning, Maurice W, (1993). The Theory and Practice ofPersonnel Management. Seventh 
Edition, Butterworh-Heimnann Ltd, London, Oxford. 

Daft, R. L, and Steers, R. M (1986) Organisations: A MicrolMacro Approach. Illinois: Scott 
Foresman. 

Dahlgaard, J. J., Kristensen, K. and Kanji, G. K. (1998). Fundamental of Total Quality 
Management. London, Chapman & Hall. 

188 



Dale, B. G., Cooper, G. L., Wilkinson, A. (1997). Managing Qualily and Human Resources. 
Oxford, Blackwell. 

Deci, E. L., & Ryan, R. M. (1985), Intrinsic Motivation and seýf-determination in Human 
Behaviour. New York: Plenum. 

Deluga, R. J., (1998). Leader-member exchange quality and effectiveness ratings. Group and 
Organisation Management. 23,189-216. 

Dillman, D. A. (1978). Mail and Telephone Surveys: The Total Design Methods. New York: 
John Wiley & Sons. 

Dodd, N. G., and Ganster, D. C. (1996). The interactive effects of variety, autonomy, and 
feedback on attitudes and performance. Journal ofApplied Psychology. 81,142-152. 

Doering, M., Rhodes, S. R., and Schuster, M., (1983). The Ageing Worker. Sage Publications, 
Newbury Park, Ca. 

Douglas, S. and Carige, C. (1983). International Marketing Research. Prentice Hall. 

Drucker, P. F. (1972). Technology, Management, and Society. New York: Haper & Row. 

Dubrin, A. J. (1972). The Practice ofManager Psychology. Pergamon Press Inc, Toronto. 

Dwyer, D. J., & Ganster, D. C. (1991), The effects of job demand and control on employee 
attendance and satisfaction. Journal of Organisational Behaviour. 12,595-608. 

Early, P. C. (1993). East meets West meets Mideast: further explorations of Collectivistic and 
Individualistic work groups. Academy ofManagement Journal, 36,319-348. 

Ejiofor, P. N. Q. (1987). Management in Nigeria; Theories and Issues. Onitsha, Nigeria: Africana. 

England, G. W. (1978). Managers and their value systems: A five country comparative study. 
Columbiaj . ournal of World Business, 13,3 5 -44. 

Epy, L. T., Freeman, D. M., Rush, M. C., and Lance, C. E. (1999). Motivational bases of effective 
organisational commitment: A partial test of an integrative theoretical model. Journal of 
Occupational and Organisational Psychology. 72 (4), 463-488. 

Erez, M. and Zidon, 1. (1984), Effect of goal acceptance on the relationship of goal difficulty to 
performance. Journal ofApplied Psychology. 69,69-7 8. 

Erez, M., & Earley, P. C. (1987), Comparative analysis of goal-setting strategies across cultures, 
Journal ofApplied Psychology. 72,658-665. 

Erez, M., Earley, P. C., & Hulin, C. L. (1985), The impact of participation on Goal acceptance and 
performance: A two-step model. Academy ofManagement Journal. 28,50-66. 

Etuk, E. J. (1980). An empirical study of motivational factors in Cross River State public service. 
The Nigerian Journal ofEconomic and Social Studies. V 22. No 2,267-284. 

189 



Evans, JR, and Lindsay, W. M. (1996). The Management and Control of Quality. St. Paul, West 
Publishing Company. 

Family Spending (1999-2000). Historical and Future Publication. Office for National Statistics. 

Fons van de Vijver and Leung K (1997). Methods and data Analysisfor Cross-Cultural 
research. Sage Publications Inc., Thousand oaks. CA. 

Fox, M. L.; Dwyer, D. J.; & Ganster, D. C. (1993), Effects of stressful job demand and control on 
physiological and attitudinal outcomes in a hospital setting. Academy of Management Journal. 
April, 289-318. 

Franzdn, H. and Hardaker, M (1994). How to Manage Managers. McGraw-Hill. 

Frijda, N. and Jahoda, G. (1966). On the scope and methods of cross-cultural research. 
International Journal ofPsychology. 1,109-127. 

Furnham, Adrian (1994). Personality at Work: The role of The Individual Differences in the 
Work Place. London; New York: Routledge Publisher. 

Gallup Organisation. (1995, June). People throughout the world largely satisfied with personal 
lives. Gallup Organisation International Newsletter. 

Gannon, M. J., (1993). Cultural metaphors: Capturing essential characteristics of l7divers 
societies. Chicago, Sage Publishing. 

Ganster, D. C., & Fusilier, M. R. (1989). Control in the workplace. In C. L. Cooper & IT 
Robertson (Eds. ). International Review of Industrial and Organisalional Psycholoýy. (pp. 235- 
280). Chichester, England: Wiley. 

Gerstner, C. R., Day, D. V., (1997). Meta-analytic review of leader-member exchange theory: 
Correlation and construct issues. Journal ofApplied Psychology. 82,827-844. 

Gilmer, Beverly VonHaller, (1966). Industrial PsychologT. Second Ed., McGraw-Hill, NY. 

Glenn, N., and Waver, C. N. (1982). Further evidence on education and job satisfaction. Social 
Forces. 61 (1), p 46-55. 

Glisson, C., and Durick, M. (1988). Predictors of job satisfaction and organisational commitment 
in human service organisation. Administrative Science Quarterly. 3ý (1), p 61-81. 

Goodstein, L. D. (1981). American business values and cultural imperialism. Organizalional 
Dynamics, Summer, 49-54. 

Gordon, J. (1996). Organisational Behaviour. Upper Saddle River, N. J. Prentice Hall, Inc. 

Grabrenya, W., Wang, Y. J. and Latane, B. (1985) social loafing in an optimizing task: Cross 
cultural differences among Chinese and Americans. Journal of Cross Cultural Psychology. 16. 
223-242. 

190 



Greenberg, J. (1990). Organisational justice: Yesterday, today, and tomorrow. Journal of 
Management. 16,399-432. 

Gruneberg, M. M. (1981). Understanding Job Satisfaction. Macmillan Press Ltd, London. 

Gupta, N., and Jenkins, G. D., Jr. (199 1). Rethinking dysfunctional employee behaviours. Human 
Resource Management Review. 1,39-59. 

Gupta, N., and Shaw, J. D. (1998). Let the evidence speak: Financial incentives are effectiveH 
Compensation and Benefits Review, 30 (20), 28-32. 

Furnham, A., Bond, M., Heaven, P., Hilton, D., Lobel, T., Masters, J., Payne, M., Rajamanikam, 
R., Stacey, B., & Van Daalen, H., (1993). A comparison of protestant work ethic beliefs in 
thirteen nations. The Journal ofSocial Psychology, 133, (2), 185-197. 

Hackman, J. (1980). Work redesign and motivation. Professional Psychology. 11,445-455. 

Hackman, J.; and Lawler, E. (1971). Employee reaction to Job Characteristics. Journal of 
Applied Psychology. 55,259-286. 

Hackman, J. R., and Oldham, G. R. (1980), Mork Redesign, Reading, MA. Addison-Wesley. 

flackman, J. R., and Oldham, G. R., (1976). Motivation through the design of work. Journal of 
Organisational behaviour and Human Performance. 16, pp 250-279. 

Hair, J., Anderson, R., Tatham, R., and Balck, W. (1998). Multivariate Data Analysis 1vilh 
Readings. Englewood Cliffs, NJ: Prentice-Hall. 

Haire, M., Ghiselli, E. E., & Porter, L. W. (1963). Cultural patterns in the role of the manager. 
Industrial relations, 2,95-117. 

Hall E. T., (1989). Beyond culture. Garden City, N. Y.: Doubleday. 

Hall E. T. and Hall MR, (1990). Understanding cultural differences: Germans, French, and 
Americans. Yarmouth Maine: International Press. 

Hall, R. H. (1986). Dimensions of Work. Beverly Hills, CA: Sage. 

Hammer W. C. (1979). Motivation Theories and work Applications. In K. S., ed. (Ed. ), 
Organizational Behaviour. (Pp. 41-58). Columbus, Ohio: Grid Publishing. 

Hay, W. K., & Mescal, C, G. (199 1). Education Administration, Theory, Research, and Practice. 
New York: McGraw-Hill. 

Herzberg, F. (196 8), Work and the Nature ofMan. London, Staples Press. 

Iferzberg, F. 1. (1987) Workers' needs: the same around the world. Industry TVeek. September 2 1, 
29-32. 

191 



Herzberg, F., Mausner, B., & Snyderman, B. (1959), The Motivation to Mork. 2"d Ed., New 
York: John Wiley and Sons, Inc. 

Heskett, J. L., Sasser, W. E., Schlesinger, L. A. (1997). The service profit chain: How Leading 
Companies Link Profit and Growth to Loyalty, satisfaction, and Value. New York: Free Press. 

Hines, G. H. (1973a). Achievement, motivation, occupations and labour turnover in New 
Zealand. Journal ofApplied Psychology, 58,313-317. 

Hines, G. H. (1973b). Cross-cultural differences in two-factor theory. Journal of Applied 
Psychology, 58,375-377. 

Hinton, P. R. (1995). Statistics Explained: A Guidefor Social Science Students. London, 
Routledge. 

Hodgetts, R. M. and Luthans, F., (199 1). International Management, New York: McGraw-Hill. 

Hodson, R. (19 8 5). Workers' comparisons and job satisfaction. Social Science Quarterly. 66 (2), 
p 266-280. 

Hofstede, G. (1980). Motivation, leadership and organization: Do American theories Apply 
abroad? Organizational Dynamics, Summer, 42-63. 

Hofstede, G. (1984). Culture's Consequences. Beverly Hill, CA. Sage. 

Hofstede, G. (1991). Culture and Organizations. London: McGraw-Hill Book Company. 

Hofstede, G and Bond M. H. (1988). The Confucius connection: From cultural roots to economic 
growth. Organisational Dynamics, Vo16, pp5-21. 

House, R. J. (1988). Power and personality in complex organisations. In B. Slaw & L. Cummingd 
(Eds), Research in Organisational Behaviour. 10,305-357. 

House, R. J. and Wigdor, L. A. (1967), Herzberg's dual-factor theory of job satisfaction and 
motivation: A review of the evidence and a criticism. Personnel Psychology. 20,369-390. 

Howell, J. P., Dorfman, P. W., Hibino, S., Lee, J. K., & Tale, U. (1995) Leader in Western and 
Asian Countries: Commonalities and differences in effective leadership processes and substitutes 
across cultures. Las Cruces: New Mexico State University. 

Howell, J. P., Strauss, J., & Sorensen, P. F. (1975). Research Note: Cultural and situational 
determinants of job satisfaction among management in Liberia. Journal of Management Studies, 
may, 225-227. 

Hucynski, A. A. and Buchanan, D. (2001). Organisalional Behaviour: An Introductory Text. 4"' 
Ed., Prentice Hall International. London. 

Hugick, L., and Leonard, L. (1991). Job satisfaction grows; "moonlighting" on the rise. Gallup 
Poll news Servic. 5 6,1 -11. 

192 



Hui, C. R. and Triandis, H. C. (1985). Measurement in cross-cultural psychology: A review and 
comparison of strategies. Journal of Cross-Cultural Psychology. 16,131-152. 

Hulin, C. L. and Smith, P. (1967), An empirical investigation of two implications of the two- 
factor theory ofjob satisfaction. Journal ofApplied Psychology. October, 396-402. 

Hunt, J. W. (1992). Managing People at Work Third Ed., McGraw-Hill. 

Hunt, J. W. (1981). Applying American Behavioural science: Some cross-cultural problems. 
Organizational Dynamics, Summer, 55-62. 

Huo, Y. P., & Steers, R. M. (1993). Cultural influence on the design of incentive schemes: the 
case of East Asia. Asia Pacific Journal ofManagement, 10,71-85. 

Huseman, R. C., Hatfield, J. D. and Miles, E. W. (1987), A new perspective on equity theory: The 
equity sensitivity construct. Academy ofManagement Review. 12,232-234. 

laffaldano, M. T., & Muchinsky, P. M., (1985). Job satisfaction and job performance: A meta- 
analysis. Psychological Bulletin, 97,251-273. 

111man, P. E. (1980). Motivating the overseas work force. In Developing Overseas Managers and 
Managers Overseas. New York: AMACOM. 83-106. 

Iverson, R. D. and Roy, P., (1994). A causal model of behavioural commitment - evidence from 
a study of Australian blue-collar employees. Journal ofManagement. 20 (1), pp 15-41. 

Jackofsky, E. F., Slocum, J. W., and McQuaid, S. J. (1988). Cultural values and the CEO: Alluring 
companions. Academy ofManagement Executive, V2 N 1, pp3 9-49. 

Jackson, W. (1995). Methods: Doing Social Research. Prentice-Hall Canada Inc., Scarborough, 
Ontario. 

Jaffe, W. F., Almanza, B. A., and Chen, C. C. (1994). A study of factors affecting job 
satisfaction among university foodservice employees. Journal of College and University 
Foodservices. 2 (2), 35-49. 

Jaggi, B. (1979). Need importance of Indian managers. Management International review, 19, 
107-113. 

Johany, A. D., Berne, M., and Mixon, W. (Jr) (1986). The Saudi Arabian Economy. London: 
Croon Helm. 

Judge, T. A., & Watanabe, S. (1993). Another look at the job satisfaction-life satisfaction 
relationship. Journal ofApplied Psychology, 78,939-948. 

Kadushin, K. and Kulys, R., (1995). Job satisfaction among social work discharge planners. 
Health and Social Work. 20, (3), pp 174-186. 

Kast, F and Rosenzweig, J (1979). Organisation and Management: A System and Contingency 
Approach, third edition, McGraw-Hill. 

193 



Kelley, L., Whatley, A., & Worthley, R. (1987). Assessing the effects of Culture on Managerial 
Attitudes: A Three-Culture Test. Journal ofInternational Business Studies, Summer, 17-3 1. 

Kiely, J. (1986). The dynamics of job satisfaction, a longitudinal study. Personnel Review. 15 
(4), p7-13. 

Kilby,, P. (I 960). Some determinants of industrial productivity in Nigeria. Proceedings of the 
Nigerian Institute ofSocial and Economic Research. December, 171-180. 

Kline, p., (1994). An Easy Guide to Factor Analysis. London, Routledge. 

Knippen, J. T., and Green, T. B. (1990). Reinforcing the right behaviour. Supervisory 
Management. 35 (4), p. 7. 

Knoop, R. (1994). The relationship between importance and achievement of work values and job 
satisfaction. Perceptual and Motor Skills. 79,595-605. 

Koch, J. (1990). Perpetual thanks: its assets. Personnel Management. 69 (1), 72-73. 

Kopelman, R. E. (1977). Psychological stages of careers in engineering: An expectancy theory 
taxonomy. Journal of Vocational Behaviour. 10,270-286. 

Krober, D., & Kluckhohn, C. (1963). Culture: A Critical review of Concepts and Definitions. 
New York: Vintage/Random House. 

Labour Force Survey (1984-200). Historical and Future Publication. Office for National 
Statistics. 

Landy, F. J. and Becker, W. S. (1987), Motivation theory reconsidered. Research in 
Organisational Behaviour. 9,1-3 8. 

Langan-Fox, J., Roth, S., (1995). Achievement motivation and female entrepreneurs. Journal of 
Occupational and Organisational Psychology. 68 (3), 209-219. 

Larson, J. R. (1984). The performance feedback process: A preliminary model. Organisational 
Behaviour and Human Performance. 33,42-76. 

Latham, G. P. and Locke, E., (1979), Goal-setting: A motivational technique that works. 
Organisational Dynamics. Autumn, 68-80. 

Latham, G. P. and Yukl, G. A., (1975). A review of research on the application of goal setting in 
organisation. Academy ofManagement Journal. 18,824-845. 

Laurent, A., (1986) The cross-cultural puzzle of international human resource management. 
Human Resource management. 25: 1,91-102. 

Lawler, E. and Suttle, J., (1972). A causal correlation test of the need hierarchy concept. 
Organisational Behaviour and Human Performance. 4,265-287. 

194 



Lawler, E. E., (1973), Motivation in Work Organisation. Wadsworth Publishing Company. 
Belmont, CA. 

Lawler, E. E. III (197 1). Pay and Organisational Effectiveness: A Psychological Review. New 
York: McGraw-Hill. 

Lawler, E. E. III (19 8 1). Pay and Organisational Development. Reading, MA: Addision- Wesley. 

Leavitt, W. M., (1996). High pay and low moral, can high pay, excellent benefits, job security, 
and lowjob satisfaction coexist in a public agency? Public Personnel Management 25 (3), pp 
333-341. 

Leppa, C. J., (1996). Nurse relationships and work group disruption. Journal offursing 
Administration. 26 (10), pp 23-27. 

Liden, R. C. and Mitchell, T. R., (1985). Reaction to feedback: The role of attributions. Academy 
ofManagement Journal. 28,291-308. 

Locke, E. A., (1976). The Nature and Causes ofJob Satisfaction; in Handbook of Industrial and 
Organisational Psychology. Pp 1297-1350. Edited by M. D. Dunnette. Skokie, IL. Rand 
Mcnally, Chicago. 

Locke, E. A., (1984). Job Satisfaction in Social and Organisational Behaviour. Edited by 
Gruneberg, M and Wall, Toby. John Willy & sons. Chichester. 

Locke, E. A. (1968). Toward a theory of task motivation and incentives. Organisalional 
Behaviour and Human Performance. 3,152-189. 

Locke, E. A. and Latham, G. P., (1990). A Theory of Goal-Setling and Task Performance. 
Englewood Cliffs, N. J. Prentice-Hall. 

London, M. and Larsen, H. H. (1999). Relationships between feedback and self-development. 
Group and Organisation Management. 24 (1), 5-27. 

Lord, R. G., & Hanges, P. J. (1987). A control system model of organisational motivation: 
Theoretical development and applied implications. Behavioural Science. 32,161-178. 

Luthans, F& Thomas, L. T., (1989). The relationship between age and job satisfaction: 
Curvilinear results from an empirical study- A research note. Personnel Revieiv, Vol. 18, No. 1, 
pp. 23-26. 

Luthans, F., (1995). Organisational Behaviour. 7"' Ed., New York: McGraw-Hill. 

Machungwa, P. D., & Schmitt, N. (1983) Work and motivation in a developing country. Journal 
ofApplied Psychology. 68,31-42. 

Malpass, R. (1977). Theory and methods in cross-cultural psychology. An7erican Psychologist. 
32,1069-1079. 

195 



Marion-Landais, C. A. (1993). A cross-cultural study of leader-member exchange quality and 
job satisfaction as correlates of intra-dyadic work-value congruence. Unpublished master's 
thesis, University of South Florida, Tampa. 

Maslow, A. (1943). A Theory of Human Motivation. Psychology Review, July, 3 70-3 96. 

Maslow, A. H, (1970). Motivation and Personality. Second Ed. Harper and Row. NY. 

Matsumoto, D. R. (2000). Culture andpsychology: People around the world. 2"d ed, Belmont, 
CA., USA. 

McClellan, D. C. and Boyatzis, R. E. (1982). Leadership motive pattern and long term success in 
management. Journal ofApplied Psychology. 67,737-743. 

McClellan, D. C., and Burnham, D. H. (1995). Power is the great motivator. Harvard Business 
Review. January-February, 126-136. 

McClelland, D. C., Atkinson, J. W., Clark, R. A., & Lowell, E. L. (1953). The Achievement Motive. 
New York: Appleton-Centaury-Crofts. 

McCormick, E. J., and Ilgen, D. R., (1992). Industrial and Organisational Psychology. 
Englewood Cliffs, NJ: Prentice-Hall. New Jersey. 

McDaniel, C. and Gates, R. (1993). Contemporary Marketing Research. 3 rd Ed., Minneapolis: 
West Publishing Company. 

Medcof, I W. (1985) the power motive and organisational structure: A Micro-macro connection. 
Canadian Journal ofAdministrative Science. 2 (1), 95-113. 

Medcof, J. W. (1990). The need for dominance scale of the Manifest Needs Questionnaire: Its 
reliability and validity. Applied Psychology: An International Review. 39,307-322. 

Medcof, J. W., and Wegener, J. G. (1992). Work technology and needs for achievement and 
nurturance among nurses. Journal of Organisational Behaviour. 13,413-423. 

Miller, L. E. and Grush, J. E., (1988). Improving prediction in expectancy theory research: Effects 
of personality, expectancies, and norms. Academy ofManagement Journal. 31,107-122. 

Miner, J. B. (1992). Industrial Organisational Psychology. McGraw-Hill Inc., New York, USA. 

Mitzberg, R (1979) The nature of managerial work, 2 nd ed, Englewood Cliffs, N. J.: Prentice- 
Hall. 

Mitchell, T. R. (1988). Expectancy-value models in organisational psychology. In N. T. Feather 
(Ed. ), Expectation and Actions: Expectancy-value Models in Psychology. (pp. 293-312). 
Hillsdale, NJ: Erlbaum. 

Miyajima, R. (1986). Organization Ideology of Japanese Managers. Management International 
Research, 26,73-76. 

196 



Muchinsky, P. M., (1993). Psychology Applied to Work: An introduction to industrial and 
organisational psychology. Wadsworth, Inc., Belmont, CA. 

Mullins, L. J. (1996). Management and Organisational Behaviour. London: Pitman Publishing. 

Muna, F. A. (1980). The Arab Executive. New York: Macmillan, Table 6.2. 

Murray, H. (193 8). Exploration in Personality. New York. Oxford Press. 

Nachmias, C. F., and Nachmias, D. (1996). Research Methods in Social Sciences. 5 th E 
London: Arnold. 

Nagy, M. S. (2002). Using a single-item approach to measure facet job satisfaction. Journal of 
Occupational and Organisational Psychology. 75 (1), 77-87. 

New Earnings Survey (2000). Historical and Future Publication. Office for National Statistics. 

Nicholson, N., Brown, C., and Chadwik-Jones, K. (1977). Absences from work and personal 
characteristics. Journal of, 4pplied Psychology. 62,319-327. 

Nkereuwem, E. E. (1992). The correlation between job satisfaction, job attitudes and work 
behaviour among the staff in academic libraries in Nigeria. Information Services and Use. 12(3), 
253-261. 

Nunnally, J. (1978). Psychometric Theory. New York: McGraw-Hill. 

Nzelible, C. O. (1986). The evolution of African management thought. International Studies of 
Management and Organizations, summer, 7. 

Obi, H. U. (1981). A study ofJob Satisfaction in Two Nigerian Establishments. Unpublished 
paper, National workshop on organisation behaviour and management. University of lbadan, 
Nigeria. 

Oliver, J. (199 8). High staff turnover - find out why your staff are leaving. Management Today. 
January, p 84. 

Olson, G. (1989). Saudi manpower trends: the new economic reality. Middle East Executive 
Reports. 12 (2), 19-20. 

O'Rilly, C. A., & Roberts, K. H. (1973). Job satisfaction among whites and nonwhites. Journal of 
Applied Psychology, 5 7,295 -299. 

Orpen, C., & Nkohande, J., (1977). Self-esteem, internal-control and expectancy belief of white 
and black managers in South Africa. Journal ofManagement Studies. May, 192-199. 

Oskamp, Stuart (1977) Attitudes and Opinions. Prentice-Hall, Inc. New Jersey. 

Ouchi, W. (198 1). Theory Z. How American business can meet the Japanese challenge. Reading, 
MA: Addison-Wesley. 

197 



Parasuraman, A. (199 1). Marketing Research. Reading, Mass.: Addison-Wesley. 

Parker, B., and Chusmir, L. H. (199 1). Motivation needs and their relationship to life success. 
Human Relations. 44 (12), 1301-1312. 

Perry, L. S. (1993). Effective of inequity of job satisfaction and self-evaluation in a national 
sample of African-American workers. The Journal ofSocial Psychology. 133,565-573. 

Persson, I., Hallberg, 1. R., Athlin, E., (1993). Nurse turnover with special reference to factors 
relating to nursing itself. Scandinavian Journal of Caring Sciences. 7 (1), pp 29-36. 

Petty, M. M., McGee, G. W., & Cavender, J. W. (1984). A meta-analysis of the relationships 
between individual job satisfaction and individual performance. Academy ofManagement 
Review, 9,712-721. 

Porter, L. W. (196 1) A study of perceived need satisfaction in bottom and middle management 
j obs. Journal ofApplied Psychology. V 45, No 1, pp I- 10. 

Porter, L. W., (1962) Job attitudes in management: 1. Perceived deficiencies in need fulfilment 
as a function of job title. Journal ofApplied Psychology. V 46 No 1, pp375-384. 

Quarles, R. (1994). An examination of promotion opportunities and evaluation criteria as 
mechanisms for affecting internal auditor commitment, job satisfaction and turnover intentions. 
Journal ofManagerial Issues. 6 (2), pp 176-194. 

Quarstein, V. A., McAfee, R. B. and Glassman, M.; (1993). The situational occurrences theory of 
job satisfaction. Human Relations. 45,859-873. 

Regional Facts and Figures (2002). One North East Publication, Newcastle-Upon-Tyne. 

Reitz, H., & Grof, G. (1973). Similarities and Differences among Mexican Workers, in Attitudes 
to Worker Motivation. Bloomington, Ind. Indiana University. 

Rhodes, S. R., (1983). Age-related Differences in Work Attitudes and Behaviour: A review and 
conceptual analysis. Psychological Bulletin, Vol. 93, pp. 328-367. 

Ribeaux, P. and Poppleton, S. E. (198 1). Psychology and work An Introduction. The Macmillan 
Press Ltd, London. 

Riggio, R., E., (1990), Introduction to Industrial Organisation Psychology. 2"d Ed., Harper 
Collins College. Publishing, New York, USA. 

Rosen, H and Weaver, C (1960) Motivation in management: a study of four managerial levels. 
Journal ofApplied Psychology. V 44, No 6, pp3 68-3 92. 

Rosnow, R. L, and Rosenthal, R. (1996). Beginning Behavioural Research, A conceptual Primer. 
2 nd Ed., Prentice-Hall, Inc., New Jersey. 

198 



Salancik, G. R. and Pfeffer, J., (1977). An examination of need-satisfaction models of job 
attitudes. Administrative Science Quarterly. 22,224-256. 

Scase, R and Goffee, R (1989) Reluctant managers: their work and lifestyles, R Scase and R 
Goffee. 

Schaubroeck, J., Ganster, D. C., and Fox, M. L. (1992). Dispositional affect and work-related 
stress. Journal ofApplied Psychology. 77,322-335. 

Schneider, B., Gunnarson, S. K., and Wheeler, J. K. (1992). The Role of Opportunities in the 
Conceptualisation and Measurement ofJob Satisfaction. In C. J. Cranny, P. C. Smith, and E. F 
Stone (Eds. ), Job satisfaction. P. 53-68. New York; Lexington Books. 

Schultz, Duane P., (1998), Psychology and work Today: An Introduction to Industrial and 
Organisational Psychology. 7 th Ed., Upper Saddle River, N. J.: Prentice-Hill. 

Sekaran, Uma (1992) Research methodsfor business: a skill building approach. 2"d ed., Gohn 
Wiley and Sons, Inc. 

Shaw, J. D., and Gupta, N. (2001). Pay fairness and employee outcomes: Exacerbation and 
attenuation effects on financial need. Journal of Occupational and Organisational Psychology. 
74 (3), 299-328. 

Sheider, D. S., and Vaught, B. C. (1993). A comparison of job satisfaction between public and 
private managers. Public Administration Quarterly. P. 68-83. 

Shokry, S. A, (1991). The relationship of educational qualification and teaching experience and 
job satisfaction among mathematics teachers. Bulletin of the Faculty of Education. 8(8), p277- 
309. 

Smith, P. B., Dugan, S., & Trompenaars, F. (1996). National culture and values of organisational 
employees. Journal of Cross-Cultural Psychology, 36(1-2), 57-77. 

Smith, P. C. (1992). In pursuit of happiness, why study general job satisfaction? In C J. Cranny, 
P. C. Smith, & E. F. Stone (Eds), Job Satisfaction. 5-19. New York: Lexington Books. 

Smith, P. C., Kendall, L. M., & Hulin, C. L. (1969). Measurement ofsatisfaction in work and 
retirement. Chicago: Rand McNally. 

Spector, P. E. (1985). Measurement of human service staff satisfaction: Development of the Job 
satisfaction Survey. American Journal of Community Psychology, 13,693-713. 

Spector, P. E (1997). Job satisfaction: Application, Assessment, Cause, and Consequences. 
Thousand Oak, CA, Sage. 

Spector, P. E., and Wimalasiri, J. (1986). A cross-cultural comparison of job satisfaction 
dimensions in the United States and Singapore. International Review ofApplied Psychology. 35, 
147-158. 

199 



Starcevich, M. M., (1972). Job factor importance forjob satisfaction and dissatisfaction across 
different occupational levels. Journal ofApplied Psychology. 56(6), pp467-471. 

State of the Region Profile Report (2001). North East Assembly Publication, Newcastle-Upon- 
Tyne. 

Statistical Yearbook (199 1). Ministry of finance and National Economy, Central Department of 
Statistics, Kingdom of Saudi Arabia. 

Statistical Yearbook (1998). Ministry of finance and National Economy, Central Department of 
Statistics, Kingdom of Saudi Arabia. 

Steele, R. A., (1992). Awards energize a suggestion programme. Personnel Journal. 71 (10), 96- 
99. 

Steers, R. M., (199 1). Introduction to Organisational Behaviour. 4 th ed., New York: Harper- 
Collins. 

Steers, R. M., and Braunstein, D. N. (1976). A behavioural based measure of manifest needs in 
work settin s. Journal o Vocational Behaviour. 9,251-266. 9 )f 

Steers, R. M., & Porter, L. W. (199 1). Motivation and Work Behaviour. 5"' ed. New York: 
McGraw-Hill. 

Steers, R. M., and Rhodes, S. R. (1978). Major influences on employee attendance; a process 
model. Journal ofApplied Psychology. 63, p 391-407. 

Stewart R(1985) The reality of management, second edition, R Stewart. 

Stuart, P. (1992). Fresh ideas energize reward programmes. Personnel Journal. 71 (1), p. 102. 

Summers, T. P., and DeNisi, A. S. (1990). In search of Adams' other: Re-examination of 
referents used in the evaluation of pay. Human Relations. 43,497-511. 

Sweeney, P. D. (1990). Distributive justice and pay satisfaction: A field test of an equity theory 
prediction. Journal of Business and Psychology. 4,329-34 1. 

Sweeney, P. D., McFarlin, D. B. and Inderrieden, E. J. (1990). Using relative deprivation theory to 
explain satisfaction with income and pay level: A mulistudy examination. Academy of 
Management JournaL 33,423-436. 

Tabachnick, B. and Fidell, L. (1996). Using Multivariate Statistics. 3'd Ed, New York: Harper 
Collins College Publisher. 

Tello, M. P., and Greene, W. E. (1996). US managerial strategies and applications for retaining 
personnel in Mexico. International Journal ofManpower. 17 (8), 54-95. 

Tepstra, V., & David, K. (1985). The Cultural Environment of International Business. Dallas: 
South-Western Publishing. 

200 



The Labour Agency, M. of L. (1998). Role and Viewpoint ofthe Ministry ofLabour and Social 
Affairs Regards Increasing Saudi Manpower Employment in the Private Sector. The paper is 
proceeding of a symposium entitled "The National Manpower in the Private Sector" which held 
at the Institution of Public Administration, Riyadh. (In Arabic). 

Thierry, H. and Koopman, I. A. (1984). Motivation and Satisfaction. In Handbook of Work and 
Organisational Psychology. edited by Drenth, P. J. D., Thierry, H, Willems, P. J. and Wolff C. 
J., John Wiley & Sons, Ltd., Chichester. 

Travers, CJ and Cooper, C. I., (1993). Mental health, job satisfaction and occupational stress 
among UK teachers. Journal of Work and Stress. 7 (3), pp 203- 209. 

Triandis, H. C. (1982). Review of culture's consequences: international differences in work- 
related values. Human Organization, 41. 

Triandis, H, Brislin, R., and Hui, C. (1988) Cross-cultural training across the individualism- 
collectivism divide. International Journal ofInternational Relations. 12,269-289. 

Trompenaars, F. (1993). Riding the Waves of Culture. London: The Economist Book. 

Tull, D. and Hawkins, D. (1993). Marketing Research: Measurement and Methods. New York: 
Macmillan. 

Tuncalp, S. (1988). The marketing research scene in Saudi Arabia. European Journal of 
Marketing. 22 (5), 15-22. 

Turner, A., & Lawrence, P., (1965). Industrial Jobs and the Worker. Boston: Harvard Graduate 
School of Business Administration. 

Tyagi, P. K. (1990). Inequities in organisations, salesperson motivation and job satisfaction. 
International Journal ofResearch in Marketing. 7,135-148. 

Vinokur-Kaplan, D., Jayaratne, S., and Chess, W. A., (1994). Job satisfaction and retention of 
social workers in public agencies, non-profit agencies, and private practice: The impact of 
workplace conditions and motivators. Administration in Social Work 18,83-95. 

Vroom, V. H., (1964), Work and Motivation. Second Edition. John Willey & Sons Inc. New 
York. 

Wahba, M. and Bridwell, L., (1976), Maslow reconsidered: a review of research on the need hierarchy theory. Organisational Behaviour and Human Performance. 15,212-250. 

Wanous, J. and Lawler, E. E. (1972). Measurements and Meaning of job satisfaction. Journal of 
Applied Psychology. 56 (2), 95-105. 

Warr, P. B., (1992). Age and occupational well being. Psychology and Ageing, 7,37-45. 

Weaver, C. N., (1980). Job Satisfaction in the United States. Journal ofApplied Psychology. 65, 
pp 364-367. 

201 



Weiss, D. J., Dawis, R. V., England, G. W., & Lofqquist, L. H. (1967). Manualfor the 
Minnesota Satisfaction Questionnaire (Minnesota Students in Vocational Rehabilitation, No. 
22). University of Minnesota, Minneapolis. 

Wiley, C. (1997). What motivates employees according to over 40 years of motivation surveys. 
International Journal ofManpower. 18 (3), 263-28 1. 

Yasin, M. M., & Stahl, M. J. (1990). An investigation of managerial motivational effectiveness 
in Arab culture. International Studies ofManagement and Organisation. 20(3), 69-78. 

Zeffan, R. M., (1994). Correlates of job satisfaction and their implication for work redesign: A 
focus on the Australian telecommunications industry. Public Personnel Management. 23 (1), pp 
61-76. 

Zeitz, Gerald (1990). Age and work satisfaction in government agency: A situational 
perspective. Human Relations, Vol. 43, Nurn. 5, pp. 419-438. 

202 



APPENDICES 

203 



Appendix 1: English Questionnaire 

204 



Dear Sir/iMadam 

UN IVERSITY OF 
N EWCASTLE 

School of Management 
Armstrong Building 

University of Newcastle 
Newcastle upon Tyne NE-1 7RU 

Chief Executive 
Dr Roger Vaughan FEng 

I am a doctoral student in the School of Management at Newcastle University. I am 
conducting a study for my Ph. D. research to investigate the relationship of motivation 
needs, job satisfaction and some demographic and cultural factors in the private sector 
in both the UK and Saudi Arabia. 

I am hoping that you will be able to assist me in my study. My research depends 
totally on this questionnaire you are holding, so I would bc grateful if you would 
spend 7 to 10 minutes to complete it for me. I guarantee that it is completely 
anonymous and all information will bc held in strictest confidencc. 

There are two measurements in this questionnaire. The first one, which I constructed 
myself, is to measure the level of satisfaction with various aspects of your job. Tile 
second measure is a published one, and it measures the motivational needs. For each 
staternent or question on the following pages, please tick tile box that describes your 
feeling or opinion. There are also some biographical questions about you, which are 
needed for comparison reasons only when I do the analysis. 

You will see that no names are required, and no one will be able to identify the names 
of participants. All responses will be kept strictly confidential, and will be used for 
research purposes only. Nobody other than the researcher will see any responses that 
you have given in your completed questionnaire. 

Your participation is very important. Your reply is vital to complete this study. 
Please do not put down and forget it, I need a high response rate if my findings are to 
mean anything! 

Your co-operation in this research effort is deeply appreciated. 

Yours faithfully 

AJ 

Fahad Alnoeim 

Oirect dial - 0191 222 8010 
Switchboard - 0191 222 6000 

Fax - 0191 222 8131 
e-mail - rogenvaughanOncl. ac. uk 
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This part concerns with your satisfaction/dissatisfaction at present with various aspects of 
your job. Please tick on each line the level that you feel to express. 

Vecy Satisfied Rather Rather Dissatisfied Very 
satisfied satisried ilksatisfied dissatisfied 

1. The personal relation you have with your colleagues. 

2. The work relations you have with your subordinate. 

3. The personal relations you have with your subordinate. 

4. All in all, how satisfied are you with your work-group? 

5. The opportunity to use your skills in doing your work. 

6. The variety of your work. 

7. The opportunity to learn new things at work. 

8. The degree of challenge you are faced with in doing 
0C 

your work. 
9. The responsibility you have in planning your own work. 

10. The responsibility you have in doing your own work. 

11. All in all, how satisfied are you with the work you do? 

12. the opportunity for promotion in your job 

13. The fairness of the promotion system for all employees. 
14. All in all, how satisfied are you with your chance for 
vromotion in this oreanisation in the future? 

15. Your net pay in relation to the cost of living in the city 
you live in. 
16. Your pay in relation to the work you do. 
17. Your present pay compared to your expectation when 
you joined the organisation. 
18. Your pay compared to others' pay holding similar 
positions in the organisation. 
19. Your pay compared to others' pay holding similar 
positions in different organisations. 
20. All in all, how satisfied are you with your pay? 

2 1. The competence of your supervisor in making decision 
at work. 
22. Your supervisor's delegation of responsibilities to you 
to do your work. 
23. The feedback you get from your supervisor regarding 
your performance. 
24. The personal relations between you and your 
up r isor. 

25. The help you get from your supervisor when you are 

_faced 
with any problem at work. 

_26. 
All in all, how satisfied are you ith your ; upervisor? 
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Very Satisfied Rather Rather Dissatisfied Very 
satisfied satisfied dissatisfied disatisfied 

27. The financial recognition you get from top management 
for a job wel I done. 
29. The praise you get from top management for a job well 
(lone. 
29. The praise you get from your supervisor for a job well 
done. 
30. The praise you get from your colleaoues for a job well 
done. 
3 1. All in all, how satisfied are you with the recognition you 
, et in this organisation? 
32. On the whole, how satisried are you with your job? 

* Please indicate your agreement or disagreement with each of the following statements: 

Strongly Agree Rather 
agree 

Rather 
disagree 

Disagree Strongly 
disagree 

33.1 am thinking of finding a job outside this organisation. 
34.1 am thinking of resigning from my job. 

_ 
_35.1 

hate goingg to work. 
1 36.1 feel happy when I am at work. 

Below are listed some statements that describe various things you might do, or try to do, in 
your job (or the way you feel about it). Please indicate below by marking the appropriate box 
how much you agree with each statement. 

Strongly 
agree 

Agree Rather 
agree 

Rather 
disigree 

isagree Strongly 
digagree 

37.1 do my best work when my job assignments are fairly 
difficult. 
39.1 try very hard to improve my past performance at work. 

39.1 take moderate risks and stick my neck out to get ahead 
at work. 
40.1 try to avoid any added responsibility in myjob. 

4 1.1 try to perform better than my co-worker. 

42. When I have a chance, I prefer to work in a group 

_instead 
of by myself. 

43.1 pay a good deal of attention to the feeling of others at 
work. 
44.1 prefer to do my own work and let others do theirs. 

45.1 express my disagreement with others openly. 

46.1 find myself talking to those around me about non- 
business related matters. 
47. In my work assignments, I try to be my own boss. 

207 



Str6ngly Agree Rather Rather Disagree Strongly 
agree agree di%agree disagree 

48.1 V my own way at work, regardless of the opinions of 
others. 
49.1 disregard rules and regulations that hamper my 
personal freedom at work. 
50.1 consider myself a "team player" at work. 

5 1.1 try my best to work alone at work. 

52.1 seek an active role in the leadership of any group with 
which I am involved. 
53.1 avoid trying to influence those around me to see things 
my way. 
54.1 find myself organising and directing the activities of 
others. 
55.1 strive to gain more control over the events around me 
at work. 
56.1 strive to be "in command" when I am working in a 
group. 

This part contains some biographical questions about you. It is needed for comparison 
reasons only when I do the analysis. Plpase tick the appropriate box. 

ý=to 30 :: 1--- 31-40 1 41-50 51-60 1 61 or over 
1. your age is: 

Up to 
12000L 

12001 
18000; 

'E 18001, 
24000E 

24001 
30000f- 

3006-1--- 
36000E 

More than 
36000L 

2. Your annual gross salary is: 

Less than 1 1-3 years 4-6 years 7-9 years More than 9 years 
year 

3. You have been doin- this a job in this o ganisation for: 

Less than 1 1-3 years 4-6 years 7-9 years More than 9 years 
year 

4. You have been doing this 
job in this organisation for: 

II High school Diploma Bachelor Master PhD 
15. your level of education_ I 

II None 1-5 4-6 7-9 More than 
1 6. Number of dependants: I 

1 7. Name of your organisation II 

i 
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Appendix 2: Arabic Questionnaire 
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Appendix 3: Letter from the Dean 

KIPIt:, hon )I %umb Arahia 
Minist ry of Higher Educalion 
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Appendix 4: Scree plot for the Saudi sample 
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Appendix 5: Scree plot for the UK sample 
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Appendix 6: The factor matrix Saudi sample (Orthogonal Rotation) 

Variables Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 

Pay 16 . 852 
Pay 17 . 836 
Pay 18 . 821 
Pay 15 

. 808 
Pay 19 . 763 
Competence 21 . 830 
Delegation 22 . 808 
Feedback 23 . 773 
Help 25 . 761 
Sup. rel 24 . 636 
Variety 6 . 839 
Learn new 7 . 812 
Skills 5 . 770 
Responsibility 10 . 634 
Responsibility 9 . 621 
Challenge 8 . 584 
F. Recog 27 . 751 . 792 
Praise 28 . 754 
Praise 29 . 724 
Praise 30 . 502 
Fairprorn 13 . 672 
Promotion 12 . 

647 
Subordinate 3 

. 844 
Colleague 1 

. 839 
Subordinate 2 

. 600 
Eir-envalue 12.204 2.357 1.695 1.406 1.124 . 830 

Extraction Method: Principal Component. 
Rotation Method: Varimax. 
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Appendix 7: The factor matrix UK sample (Orthogonal Rotation) 

Variables Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 

Pay 16 . 932 
Pay 19 . 904 
Pay 15 . 877 
Pay 1517 . 859 
Pay 18 

. 805 
F. Recog 27 . 765 . 683 
Help 25 

. 878 
Sup. rel 24 

. 828 
Feedback 23 

. 771 
Competence 21 

. 757 
Delegation 22 

. 549 
Variety 6 

. 817 
Responsibility 10 . 807 
Responsibility 9 

. 759 
Challenge 8 

. 
630 

Skills 5 
. 586 

Learn new 7 
. 582 

Praise 29 
. 811 

Praise 30 
. 719 

Praise 28 . 
524 

Promotion 12 . 801 
Fairprom. 13 . 

793 
Colleague 1 

. 
789 

Subordinate 2 
. 745 

Subordinate 3 
. 
687 

Eigenvalue 9.970 3.498 1.769 1.573 1.132 . 981 

Extraction Method: Principal Component. 
Rotation Method: Varimax. 
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