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relatively similar. A moderate positive relationship between job satisfaction and
job performance was found. Job performance influences and causes job
satisfaction; job satisfaction influences and causes job performance. A
cause/effect relationship exists and job satisfaction is the strongest effective
variable.

The results indicated that more effort should be put into improving job
characteristics as the most important determinant of employees' satisfaction and
performance. Emphasis on job design and redesign, including techniques of job
enrichment should be adopted. The results of this study also indicated that
supervisory style has a major impact on employees' satisfaction and
performance. It is imperative that supervisors grasp the consequences of the
particular style of supervision that they adopt for their subordinates. To create
an organisational climate of satisfied employees, participative and considerate
styles of supervision should be adopted.

All in all, perhaps the common thread from the results of the study is to
involve employees more in their own jobs by giving them an increased sense that
warehousing jobs allow them more responsibility, achievements, ability
utilisation, the feeling of doing things for other people and a higher degree of
autonomy. It is, in fact, the management's responsibility to analyse the situation
in warehousing and its particular needs, so that the management can choose the

best possible course of action from the various alternatives.
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CHAPTER ONE
INTRODUCTION

1.1. Introduction

This chapter presents the research problem, research objectives, and
research questions. Special attention is devoted to the importance and the need
for the study. The chapter explains certain limitations that have been encountered

throughout the research, and also describes the layout of this study.
1.2. Research problem

Job satisfaction is one of the most intriguing and popular concepts found in
human resource administrator's vocabulary. Beginning in the era of scientific
management and continuing to the present, the twin goals of employees
satisfaction and organisational performance have been touted as the ultimate
managerial objective (Klingner, 1983). |

Possibly a major limitation of many organisations now is a lack of
‘understanding about what motivates their employees. Numerous organisations
cling to systems and structures that do not motivate their employees to exploit
their capabilities. An examination of studies on job satisfaction and performance
reveals that we still do not understand what motivates an individual to work.
Classifying the literature on job satisfaction, two different categories are
identified. In the first category we find researches which examine the
components of job satisfaction, their antecedents and results of each, and
assesses the relationships between personal characteristics and job satisfaction.
The second category reveals three schools of thought emphasising job
satisfaction/job performance relationship. Job satisfaction in the first schoolyis

considered as a cause of job performance. In the second school it is not directly

T



related to job performance. Finally, the third school considers it as a result of
job performance.

‘Despite numerous attempts at explaining employees satisfaction and
performance, there is still much to be learnt about the factors that lead to job
satisfaction and high performance. And that is related to the lack of agreement
over what affects employees' satisfaction with their jobs, and the impact of
various levels of satisfaction on performance. In addition, the evidence suggests
that the exact nature of the job satisfaction/job performance relationship remains
uhclear and further research is needed (Greene, 1972; Phillips & Freedman,
1985; Locke & Henne, 1986).

In Iraq, employees' satisfaction and performance in warehousing are often .
major problems in most industrial companies, and the following indicators
confirm this:

1. The turnover rate for warehousing employees is high as a result of high
mobility and transfers (Arabic Labour Organisation "ALO", 1975). This problem
remains unsolved by the majority of warehousing departments (Material
Management) in the Iraqi public sector. One main cause of this problem could be
job dissatisfaction. This view is supported by discussions held throughout the
country investigating the causes of low productivity in Iraqi industrial
companies. A manager in a manufacturing company said, "the most important
problem in my company is the high rate of employees turnover. Workers come to
my company but they do not stay. Workers are so dissatisfied with their jobs
that they quit . . . we quite understand that this problem has had a bad impact on
our company's activities" (Iraq: The discussions of the working paper on the
reasons of low productivity in Iraqi industrial sector, 1978: 8). Furthermore, the
public sector loses a large number of warehousing workers to the private sector
(Salih, 1985). A major reason for employees quitting is a dissatisfaction

generated by the lack of opportunities for better pay, fringe benefits, poor



working image and other relative to these factors found in the private sector.
High turnover rates have lead to some serious problems that range from
managerial to economic ones. On the managerial level, low morale between
management and employees has lead to poor performance and losses. For
example, losses may increase due to deterioration in the stock or materials,
greater delays in service or delivery to production or assembly
lines/customers/other departments, etc.

2. Absenteeism is high. Tardiness and falsified illness increases (Naser,
1987). This might be an indicator of employees' frustration which creates an
intention to .leave their jobs to search for other more satisfying one. The
literature has shown a negative direct effect between job satisfaction and
absenteeism ( see Steers & Rhodes 1984; Nicholson, Brown, & Chadwick-
Jones, 1976; Johns & Nicholson, 1982; Mowday, Porter, & Steers, 1982;
McShane, 1984; Brook & Price, 1989; Hackett & Guion, 1985; Hackett, 1989).
It is important to note that some employees believe that working in or
transferring to warehousing is a form of punishment. Therefore, they are not
prepared for the job, and have lost job aspirations (Al-Jassem, 1975).

3. Widespread of carelessness and poor morale among warehousing
employees result in apathy in their work and the absencevof ambition (NCCMD,
1980). These factors might effect the employees' performance.

4. Complaints about poor pay and the lack of promotional opportunities,
poor working conditions, routine work, and the routine activities with
monotonous work.

Consequently, some Iraqgi manufacturing companies have become aware of
employee dissatisfaction in general and in warehousing in particular. They have
begun to collect the necessary information to investigate this and have
encouraged studies to address such problems. Few studies exist (NCCMD, 1980;
Naser, 1987; Hazeem, 1987; Al-Taie & Halabi, 1988), so the need for further

research has motivated the present study which sets out to investigate the



widespread feeling of job dissatisfaction among warehousing employees, and to

explore the relationship between this feeling and employees' performance.
1.3. Research Objectives

The purpose of this study is threefold: first, to determine the effect of
selected variables on job satisfaction and performance of warehousing employees
in the Iraqi industrial sector. Second, to determine if there is a significant
relationship between job satisfaction and job performance, and what variables
are related to it. Third, to explain this relationship and its importance to
warehousing management. This is by providing information that may allow
management to be more effective in its warehousing activities.

More specifically it addresses the following concerns:

1. To identify significant interaction effects as well as the main effects of
the study variables (e.g., employees characteristics, work values, job
characteristics, supervisory style, and perceived rewards) on the relationship
between employee satisfaction and performance. It will determine which
variables are most important for understanding the satisfaction and performance
of warehousing employees.

2. To identify fundamental job characteristics in order to define the
relationship between these variables (job characteristics) and job satisfaction,
job performance, and employees' characteristics (e.g., age, sex, educational
level, positional level, training, length of service, etc.).

3. To investigate the work values in warehousing and identify their impact
on job satisfaction, performance, and employees' characteristics.

4. To analyse supervisory styles in warehousing (i.e., participative and
considerate supervisory styles) in relation to job satisfaction and job
performance to find the extent to which satisfaction and performance are

influenced by supervisory style.



5. To clarify the meaning and importance of these relationships for
warehousing managers. This provides great assistance to management in
interpreting and discovering better methods of satisfying the needs of its
employees.

6. To lay the foundation for future research in this area (i.e. warechousing
management) in particular and in other fields in the Arabian management in
general.

With these objectives in mind, answers to the following questions are
sought in this research:

1. What is the relationship between job satisfaction or job performance and
one of the following variables: age, sex, marital status, number of dependents
(i.e. children, parents, etc.), job position, education, pay level, experience
(Iength of service), and warehousing training programmes?

2. What is the relationship between job satisfaction or job performance and
any combination of: age, sex, marital status, number of dependents, job
position, education, pay level, warehousing training programmes, and
experienc¢ (Iength of service)?

3. What effect does the supervisory style (considerate and participative)
have on the employees' job satisfaction and job performance?

4. What is the relationship between perceived rewards and job satisfaction
or job performance? Do perceived rewards influence job satisfaction/performance
relationship, if suppose there is a relationship?

5. What is the relationship between work values and job satisfaction, job
performance, and employees' characteristics? Do work values have any effect on
job satisfaction/job performance relationship, if suppose there is a relationship?

6. What are the relationships between job characteristics (i.e., degree of
autonomy, variety, performance feedback, task-significance, opportunity for

learning, dealing with other people, and friendship opportunity) and job



satisfaction, job performance, and employees characteristics? Do these
characteristics, as a set, have any effects on job satisfaction/performance
relationship?

7. Are the employees who were initially employed in warehousing more
satisfied or do they perform better than those who were transferred in?

8. Are the employees who attended training programmes in warehousing
better satisfied or higher performers than those who have never attended such
training programmes?

The previous set of questions shows coherence in relation to measurement
of research p-roblems.

As regards questions one and two, several studies ( MacEachron, 1977;
Weaver, 1978, 1980; El-Safy, 1985) have indicated that demographic variables
such as age, sex, educational level, positional level, and length of service afe
correlates of job satisfaction. It al‘so seems logical that demographic variables
are correlates of job performance. According to Korman (1970), an ego-
enhancing work environment increases performance level. Therefore, the
relationship of these variables to job performance is questioned. Besides, several
investigations concerning correlates of job satisfaction/job performance
relationship (e.g., Triandis,‘ 1959; Abdel-Halim, 1980; Lawler & Porter, 1967)~
found that demographic variables that are correlate of both satisfaction and
performance could also be correlates of the relationship between these two
variables.

Supervisory style, including participative (or democratic) and considerate
(or supportive) is the most frequently researched factor affecting job satisfaction
and performance. Supervisory style, like job satisfaction, is considered as a
multi-faceted construct. The two most frequent used facets to identify
supervisory style are participatory and considerate styles (Srivastva et al.,
1977). However, much of the research findings indicated that participative and

considerate styles are related to job satisfaction and performance. For instance,



Solcum (1971), Stogdill (1974), Gilmore, Beehr, & Richter (1979), Tjosvold
(1984), and others who found that subordinates feel open with, want to work
with, feel attracted to, and are satisfied with a supervisor (leader) who
communicates with them warmly. The impact of supervisor behaviour reflects
positive attitudes towards subordinates' performance; a subordinate who dislikes
his supervisor may want to avoid him, or persuade him to change his ways, or
file a grievance against him, or refuse to do favours for him, or possibly quit the
job altogether (Locke 1970). Therefore, it is required to investigate the
supervisory style in the warehousing setting to find whether this style caused a
significant difference in employees' satisfaction and performance.

Reward is one of the major determinants of employees' satisfaction and
performance. According to Locke (1970), one reason why numerous studies of
job satisfaction and performance have been inconclusive was their failure to
identify and measure rewards pertaining to the individual performance. Locke
(1976) writes "among the important...conditions conducive to job satisfaction
are...rewards to performance which are just, informative, and in line with the
individual's personal aspiration”. Vroom (1964) conceptualised his expectancy
theory based on the central idea that "the strength of an expectancy is that the act
will be followed by a given consequence (rewards)". He identified both intrinsic
and extrinsic rewards as factors affecting job satisfaction. Other writers such as
Siegel and Bowen (1971) found that the validity of the prevailing notion that a
happy worker is a more productive worker, dose not stem from enjoyment of
rewards earned through prior performance, rather than from an anticipation of
future rewards or any motivational effect of rewards obtained prior to
performance. Studies have concentrated on the extrinsic rewards such as level of
pay as a measure of rewards, intrinsic rewards also play a vital role in the
satisfaction/performance relationship. This relationship seems to increase in

strength with more intrinsic rewards, which are derived from high job



performance. This means that high job performance tends to bring about higher
satisfaction or higher-order needs, given that employees possess such higher-
order needs (Abdel-Halim, 1980). It also means that low job performance tends
to bring about lower job satisfaction (Porter & Lawler, 1967). Higher order
needs such as recognition, status, prestige, self-esteem, and self actualization
are primarily derived from the job itself. Such intrinsic rewards tend to increase
with increasing positive amount of job characteristics (question six), which are
regarded as intrinsic rewards. Therefore, this study takes into consideration
perceived extrinsic as well as intrinsic rewards and their influence on employees'
satisfaction and performance.

Question five advanced the idea that work values influence employees’
attitudes toward their performance. Regardless of general theoretical and
empirical support for the view that satisfaction results from value getting.
Several issues remain and need to be addressed, namely: "What is the relation of
value importance to satisfaction? How do the various value judgments that an
individual makes combine to produce overall job satisfaction? and what happens
when an individual's values contradict or conflict with his needs?" (Locke,
1976: 1304). Further, Locke (1970) finds that the lack of a significant
relationship between job satisfaction and performance is attributable to several
factors. One of these is the failure to identify job-related values. Few empirical
studies have examined this relationship. They have found that the more important
a job component, the greater will be the level of job satisfaction. So, work
values play a role in determining job satisfaction and performance relationship.
Few studies iﬁ the Arabian managemenf have investigated the effect of this
aspect (i.e., work values) on the relationship between job satisfaction and job
performance (Musa & Stephan, 1985). It is important in this study to investigate

the influence of work values on the employees' satisfaction and performance.
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Question six is in line with the results of several investigations,
particularly in industrial settings. Empirical studies have shown that job
characteristics are a major determinants of job satisfaction (e.g., Argyris, 1957,
1964; Herzberg et al., 1959; Likert, 1967; Orpen, 1979; Kiggundu, 1980). If an
organisation manages to design jobs so that some basic psychological
requirements are met the quality of job performance is likely to increase, and
alienation is likely to decrease (Seeman, 1961; Wexley & Yukl, 1964). However,
there are few studies of public sector employees, which leave a gap in the
literature on job satisfaction/job characteristics relationships (Lee et al., 1983).
Hackman and Oldham (1976), for instance, proposed that relationships between
job characteristics and job satisfaction should be higher for workers with high
higher order needs strength than for workers with low higher order needs
strength. This research has never been replicated and cross validated with the
public sector employees (Lee et al., 1983). Public sector employees differ from
employees in the private sector because government organisations usually have a
strong service and nonprofit orientation. Therefore, an important task in this
study is to clarify fundamental job characteristics to investigate the relationship
between job characteristics and job satisfaction/ performance. Identifying job
content will greatly assist management in discovering the best methods to

increase the employees' satisfaction and improve their performance.

1.4. Research variables

In reviewing the literature on job satisfaction and performance one can
identify several categories of variables from the different schools of thought
(Srivastva et al., 1977). The variable categories included: the work itself, job
characteristics, rewards (i.e., intrinsic and extrinsic), supervisory style,
personal characteristics, internal states, working conditions, interpersonal
relationships, work values, role factors, job fit, and organisational factors etc.

However, some of these variables such as work values have been theorized but
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not empirically tested as influencing job satisfaction and performance, (Locke,
1970).

From the above categories, the following variables have been selected for
an investigation of warehousing employees attitudes in the Iraqi Industrial Public
Sector: (1) job characteristics, (2) supervisory style, (3) perceived rewards, (4)
work values, (5) Training programmes in warehousing, (6) job positional level,
(7) educational level (8) plan for future employment, (9) years of experience
(length of service), (10) employees' charact_eristics (11) job satisfaction, and
(12) job performance.

This study will be limited itself to the above variables for several reasons:

First, several studies (e.g., Herzberg et al., 1959; Likert, 1967; Argyris,
1964; Scott, 1966; and others) have indicated that job characteristics are major
determinants of job satisfaction. Thus, an important task is to identify and
measure the characteristics of warehousing job in the Iragi Industrial Public
Sector, and to investigate the relationship between these variables and both job
satisfaction and job performance.

Second, these variables could be considered as an appropriate
representation of the major schools of thought in job satisfaction theories.

Third, some of the previous variables such as work values, perceived
rewards, have been theorized but not empirically tested (Srivastva et. al., 1977;

Campbell & Pritchard, 1976; Billings & Cornelius, 1980; Elizur, 1984).
1.5. Importance of the study

The study of employees' satisfaction and performance is an area of both
theoretical and practical importance in organisational behaviour.Its importance is

reflected in the following:
1. Job satisfaction: employees work for more than one third of their lives,

this underscores the importance of job satisfaction. Although some frustration,
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anxiety, and conflict are normal experiences for all individuals, over prolonged
periods of time, and in extreme forms they may provide the basis for unhealthy
and socially undesirable behaviour, which is evidenced by alienation and a sense
of personal futility (Sneed, 1971: 4). In addition to the personal and social
values of job satisfaction, there is a value to the organisation in terms of future
profitability. Management is interested in employees' satisfaction not only
because of its intrinsic importance, but also because it has significant managerial
consequenceé. In fact, much of interest in job satisfaction has been the result of
management's desire to increase employee efficiency. A generally accepted
premise is that an employee who achieves his personal goals in work tends to
show satisfaction with the job and contributes more to the organisation success
(Costello & Lee, 1974). Therefore, it is necessary for management to answer the
fundamental question "What do the employees seek from their jobs?".
Management has very little meaning without an effective realization of the value
of human resources as a basic element. Therefore, management can benefit
materially if it knows what individual attitudes contribute to job satisfaction.
This knowledge will be used in better future selection procedures.

Employees cannot be productive if management policies and plans are not
compatible with their values and attitudes. Individuals are human beings, and
they an effective factor in the production of things. They.should be respected,
stimulated, and properly prepared to do their job efficiently. Wise managers
recognize this fact, and lead ernpldyees to greater achievement and higher
performance. It is believed that increased job satisfaction leads to increased
productivity, improved quality obf goods and services, and ultimately, increased
profitability. The study of job satisfaction is necessary and valuable for

understanding a variety of behaviour of individuals and groups in the

organisation.
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2. Job performance: the significance of this study is also seen as derived
from the impact of employees' performance on their companies' performance.
Productivity or performance is a major concern in the Iraqi economy since it is
essential for economic pregress such as, creating new jobs, increasing job
opportunities and wages, so everyone gains more when performance increases,
and consequently that leads to social prosperity. Therefore the high standard of
living can be achieved through increases in workers productivity. Changes in
productivity and factors affecting it have many implications for many facets of
the national life. Recognition of this is confirmed by the interest in productivity
in every level of manufacturing processes. Studying employee's satisfaction is
not an end in itself, but intends to understand its influence in organisational
performance. The potential value of this study is to provide specific and
meaningful aspects of employees’ satisfaction and performance to the relevant
companies. Management in these companies will then be in a better position to
understand and cope with its employees' attitudes problem.

3. Job satisfaction/performance relationship: Studies of the relationship
between job satisfaction and job performance, found in the literature, are
abundant. Several questions, however, remain unanswered due to contradictory
results. The findings fall into at least three distinct groups:

The first group—suggests that job satisfaction influences performance (This
is the oldest school of thought "Human Relation Movementv", Bernberg, 1952;
Gadel & Kridet, 1952; Baxter et al., 1953; Organ, 1977).

The second group suggests that satisfaction and performance are not
causally related, but are associated only through the effects of moderator
variables (e.g., Triandis, 1959; Dawis et al.,, 1968; Lawler & Porter, 1967;
Korman, 1970; Schwab & Cummings, 1970; Siegel & Bowen, 1971; Greenhaus
& Badin, 1974; Steers, 1975; Inkson, 1978; Orpen, 1978).

The third group views satisfaction and performance as interacting variables
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with performance as the stronger causal factor. This was widely accepted among
the early researchers (e.g., Porter & Lawler, 1967, 1968; Locke, 1970, 1976;
Sheridan & Slocum, 1975; Wanous, 1974; Fisher, 1980; Bhagat, 1982; Lopez,
1982, and others).

In summary, the picture that emerges from these findings show that
confusion exists concerning the precise nature of job satisfaction/job
performance relationship, and it seems to be complex (Jacobs & Soloman, 1977;
Gruneberg, 1979; Petty et al., 1984; Phillips & Freedman, 1985; Locke &
Henne, 1986).

4. Storage activities: the importance of warehousing for field work derives
from its importance not onlyvin the Iragi industrial sector but also because of the
general scarcity of empirical research in this area.

The warehousing function is a vital part of any industrial establishment. It
is organized to assist in the production and distribution of goods or services,
and no industrial organisation can be managed efficiently without it. In Iraq the
importance of the warehousing function is increasingly recognized, and greater
attention is now given to this function. The government is building an industrial
base to use the natural resources more efficiently. The modern industrial sector
with specialized production, increasingly complex products and processes,
requires a very high standard of organisation and performance in the
‘warchousing wdrk. Warehousing is largely inter dependent in any industry, and
any inefficiency or lack of co-operation with other departments, inside or outside
the organisation, will affect the progress and the productivity or performance of
these departments.

The importance of warehousing function in the Iragi economy can be
attributed to:

(a) Iraq, like most developing countries, depends on the import and storage
of goods. Table (1.1) shows the importance of imports in the industrial sector in

the Iraqi economy. Any goods imported or exported typically need storage
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facilities. So, warehousing function plays an additional role in thé economic life
of this country.

(b) The financial risks involved in warehousing (e.g., capital invested in
the raw materials, purchased components, intermediate manufactured parts, spare
parts, and finished products) is at least one third of the total invested capital
(Musa & Stephan, 1985: 5). Employees who deal with this investment should be
properly recognized and rewarded to carry out their duties effectively.

(c) The expansion in the Iraqi industrial sector leads to increasing demands
on the labour force (see Appendix VI), some of this will be imposed upon the

warehousing labour which needs more attention and efficient management.

Table (1.1)
The material required for production in Iraqi industry, 1983-1985.

(0001ID)
Sector 1983 ) 1985

Import Local Total Import  Local Total
Food 115606 22731 138337 115613 26520 142133
Textile 29239 12731 41970 35463 22006 57469
Engineering 22904 12713 35617 28164 9558 37722
Chemical 42999 31705 74704 45732 33175 78907
Construction 15288 17630 23918 11335 17490 28825
Total 226036 97514 314546 236307 © 108749 345056

Source: Iraq, Ministry of Industry and Minerals, Statistics and Productivity
Department, unpublished report, 1983-1985.

4. In addition, the potential contribution of this study is to test research
findings from developed countries in a developing country (i.e., Iraq). Job
satisfaction has been extensively researched in the developed countries (e.g.,

U.K & U.S.A.)). Workers included in these investigations has covered a wide



range; for instance, insurance agents, retail sales clerk, post office counter
workers, nurses, etc. (See Minnesota Studies in Vocational Rehabilitation,
Bulletin, 41-49). However, only one study has considered warehousing
employees. In the developing countries, the research lacks an empirical
foundation. This study should contribute to the literature of employees’
satisfaction and performance in developing countries.

Most of the studies on job satisfaction are conducted in western countries,
Which are characterized by a free economy, more advanced education and
professional levels, and a particular set of cultural values. Unlike most previous
research, this study was undertaken in Iraq. Iraq like most developing countries,
is still characterized by centralized planning, limited economic development,
limited educational levels, and a different set of cultural values (Salih, 1985:
12). Iraq is also a socialist country and the authoritarian aspects of the culture
imposed in the organisations may influence behaviour and attitudes towards
problems of dissatisfaction.

The potential value of this study is in providing specific information to the
the Iraqi industrial companies. In identifying real and meaningful reasons for
warehousing employees' satisfaction. The companies and their managers will
then be in a better position to coﬁe with dissatisfaction problems. It is
anticipated that management will find the results of this study helpful in reducing

employees’ dissatisfaction and increasing their productivity.
1.6. Limitations of the study

Despite its achieved results, this study did not proceed without some
drawbacks which include:

1. Limitation of pertinent statistical information: it is impossible to
determine the number of employees in warehousing due to the country's political

situation and the absence of written and published materials.



16

2. limitation of the area of the study: this study only covered the publicly
owned Iraqi manufacturing companies since they significantly contribute to the
fundamental economic and social changes in Iraq, and they have absorbed a
considerable percentage of the Iraqi labourforce (Salih, 1985).

3. The inability of visiting some industries due to security reasons.

4. Questionnaire response problems: some employees were not willing to
take the questionnaire and others failed to complete it properly. In spite of the
clarity of the instrument used and efforts made to assure the respondents that
their responses would be confidential and only for the academic purpose.

5. Limitation of the study to warehouse keepers, assistant warehouse
keepers, and clerks. This leaves out some of the employees who are working on
a part-time basis, others in related departments, and menial such as cleaners

and coolies.

1.7. Organisation of The Study

The present study is organized into nine chapters as follows:

Chapter one covers the description of the research problem and its
objectives, the questions that seek answers, a discussion on the importance and
need for the study, the limitations, and the layout of the study.

Chapter two reviews the related literature on the concepts, ambiguities in
terminology and problems with job satisfaction, and the theories of job
satisfaction.

Chapter three reviews the literature related to the different schools of
thought on job satisfaction/job performance relationships.

Chapter four deals with the research methods and procedures; the
population and the sample utilised in the study, the instruments used in
measuring and collecting data, and the statistical techniques used in the analysis.

Chapter five presents a general analysis (descriptive statistics), of all the
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study variables.

Chapter six analyses and interprets employees' characteristics in relation to
job satisfaction and job performance.

Chapter seven tackles a different problem, namely, an analysis and
interpretation of the employees reaction to work values, job characteristics, and
supervisory style.

Chapter eight analyse of the main effects as well as the interaction effects
of the study variables (employees characteristics, job characteristics, work
values, received rewards, and supervisory style) on satisfaction/job performance
relationship. This chapter concludes with an identification of the important
variables in relation to job satisfaction or job performance.

Finally, Chapter nine gives a summary and the major conclusions of the
study, with recommendations for future research, and a discussion of the

managerial implications of this work.
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_ CHAPTER TWO |
~ THE CONCEPTS AND THEORIES OF

~ JOB SATISFACTION

2.1. Introduction

_ Job slatisfécfion is a rvnajor‘ area of interéét ibn inaustrial and ofganis‘ational
: psyéhélogy. During the past five decades mﬁch research has beeh done in this
7 ﬁeld.‘ The ferfn "Tob satisfééﬁoﬁ', in particulér, has‘beéome popular in studying
_the) relationships bétween ihe vﬁforkers: and their jobs. It has ‘proliferated aboﬁt
- 335»0’arti_cles or dissertations‘prior to 1972, and this continually increases
. (Loék;:, 1976 1297). HoWevét; most‘investigations of job satisfaction have’
, Originated from fevi? basic thebriés such as: Needs Theory (Maslow, 1954), Two- '
Factor Theory (Herzberg et al., 1959), X and Y Theory (MéGregor, 1960) and
Expect’ancy Theory (Vroom, 1964), which are concerned with job satisfaction
and its psychological implications.
This chapter presents a review of major job satisfaction theories. It deals
with the concepts and the confusion in terminology, the importance of job
satisfaction, and with both historical and current perspectives dn job

satisfaction theories.
2.2. Job Satisfaction Concept and Ambiguity in Terminology

Job satisfaction is one of the oldest concepts in the field of in’dustrial
psychology; yet it is one of the most controversial concepts found in human
resourCé admiﬁistration. Beginning with Fredrick Taylor in the cra of "Scientifié
Managcment"' and up to the preSent, the twin goals of employees' job salisfac’tion
and orgénisational productivity have been confirmed as the ultimate managerial

objective (Blake & Mouton, 1964 in Klingner, 1983).
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J ob satlsfactlon plays‘a v1ta1 role in all mot1vat10n theorles it isa (iuestion
as to what extent a parucular need has been met or a goal achleved" (Thlerry & ’
| 'Koopman Iwema 1984 153) | | |
A rev1ew of the 11terature has revealed that _]Ob satlsfactton concept
exemphﬁed by the dlversuy of research is qu1te complex, due to its mulufaceted
nature A conceptual analySIS of job sat15fact10n is 1mportant to any study to

understand its nature. Locke (1976) wnteS'

Psychologists haVellong‘ been convinced that the vtray to understand a
* phenomenon was first to measure it and then to correlate it ‘with every thing
in sight. Thisvhas been the pattern followed in numerous studies of job
satisfaction. It has not worked. ... To understand a phenomenon? one must
begin with a conceptual analysis ... if one does not grasp so’methingbabout
the nature of that which one is measuring to start with, understanding will
not be achieved by correlating an arbitrarily chosen rneasures. To explain
job satisfaction ... the policy of correlation without ‘explanation must be
abandoned. The first question ... is not "How can I measure it?" but rather,

"What is it?".

Job satisfaction, in several motivation theories, .has been given a specific
meaning. In Maslow's terms (1954), for instance,‘ it decides Whether a highe‘r
level need in the hierarchy is going to evoke behaviour, while, Herzberg et al.,
(1959), in their "Two-factor Theory" have affirmed the exclusive effects that
they are assumed to cauSe: satisfiers and dissatisfiers. Smith et al.,‘ (1969: 6)

define it as

the feelings a worker has about his job...these feelings associated with
. perceived difference between what is expected as a fair and reasonable
return and what is cxperienced, in relation to the alternatives available in a

given situation.

‘Campbell ct al., (1970: 378) describe it as the "positive or negative

aspect of an individual's attitude of feceling toward his job or some specific



feature of his _]Ob" '

From an eplstemologlcal perspectlve satlsfactlon is an emouonal response
and the meaning of the concept can, therefore be 1dent1f1ed and understood
through a process of 1ntrospect10n an act of conceptual identification directed

to one's mental contents and processes" (Loche 1969) Locke (1976) continues

By introspection, man can observe that he experlences different degree of -
pleasure or displeasure on dlfferent JObS and/or with drfferent aspects of

the same job. Job satisfaction and dissatisfaction are, then, complex
emotional reactions to the job\.;. Man's consciousness.has three basic
biological functions ... a) cognition, the identification of existent (e.gt ‘
things, objects, actions, etc.); b) evaluation, the estimate of the beneficial

or harmful relationship of perceiveci existent to one self, and c) »the
regulation of action ... Man's most basic ernotions are those of pleasure =

and displeasure ... the consequences of (perceived) value achievement.

Job satisfaction can be defined as "the pleasurable emotional state
resulting from the perception of one's job as fulfilling or allowing the fulfillment
of one's important job‘values, providing these values are compatible with one's
needs" Locke (1976: 1342). Locke finds most industriali psychologists agree
with this definition, at least by implication. In practice it is common to find an
"operational definition". The most well known definitions-have been reviewed
by Evans (1969) ’and Wanous and Lawler (1972). Evans (1969) explains the
| conceptual and operational relationships between overall job satisfaction, level
of attainment, and level of importance, while Wanous and'LaWIer (1972)
reviewed nine different operational definitions. They identified three types of
definitions: (1) those concerned with overall job satisfaction as), (2) those
focusing on a particular facet of one's job calied job facet satisfaction (JFS); ‘
"~ and (3) some combination of the 1’ and 2. The different job facets include

~ satisfaction with pay, promotion, supervision, company policies, the work

itself, and co-workers.
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From the above definitions, one may conolude that the lack of a defivnition

- f"of _]ob sausfacuon makes the task of conceptuahsmg it difficult and leads to

confusmn However a survey of many studles has shown that job satlsfactlon 1s "
anything that an author chooses when he thmks that he is measuring _]Ob

satisfaction”. Blum and Naylor (1968: 364) mentioned that

some studies have dealt only with attitudes on specific job factors but have
been called job satisfaction studies. Others have other job factors and have
also been called job satisfaction research. Still others have considered the

individual factors and the job factors, and few have attempted to measure

parts of all three areas.

': As such, thié confusion is fﬁrthér compounded by the’confusion amohg the' :y»
te'_rr‘ﬁs "job attitude", "job satisfaction”, and "moréle". Althoiigh they are ofteti_
"'u‘sed interchangeably, they' are bn(’)t synohymoﬁs. An "attitude"' is ﬁot "job:
satisfaction” although it may contribute to job satisfaction since it is the résﬁli of
an individual possessing various attitudes. Similarly, job sausfacuon is not the
same as morale, although it may contribute to morale Viteles (1953: 284 as
cited by Locke, 1976) suggests that morale is "an attitude of satisfaction with,'.y
vdesire to continue in, and willingness to strive for the goal of a particular group
or organisation”. Locke points out two differences in emphasis from the concept
of job satisfaction:
First, morale is fnore future-oriented, while satisfaction is more present
and p@st—oricnted. Second, morale often has a éfoup referent (based on a
sense of common purpose and the belief that group goals can be attained

and compatible with individual goals), while satisfaction typically refers to

the appraisal made by a single individual of his job situation.

Locke (1976: 1300) adds that job satisfaction should not be confused with

job involvement since:
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: the _]ob mvolved person is one for whom work is a very 1mportant part of -
hfe, and as one who is affected very much personally by hlS whole _]ob
'.‘;; sxtuatxon the work itself, his co- -worker, the company, etc.. On the other

Ty hand, the non-_]ob mvolved worker does his 11vmg off the _]ob

Thus, an employee who is hlghly 1nvolved in hlS _]Ob should be more l1kely
to feel extremely sat15ﬁed or extremely dlssat1sf1ed wh1le umnvolved employees 3
-t would show less extreme emot1onal reactions to the same or analo gous _]Ob
‘ expenenees. o |
Other problems related to the job saﬁsfaction coneept can be summarizecl as | ,
follows: |

a. Researchers and practmoners are not sure about the causes of JOb

sat1sfact10n (Khngner 1983) Most managers tend to atlnbute job satisfaction to"‘ j

employee personality, workmg conditions, and pay, while other researchers have . |
tended to fo.cus- instead on the causes and resﬁlts of motivatlon. Herzberg's"
Theory (1959) distinguishes between motivation factors (satisﬁers) and hygiene :
factors (dissatisfiers). Maslow's need theory draw attention to a hierarchy of
causal variables which fluctuates in importance depending on circumstances.‘;
Expectancy Theory (Vroom, 1964; Lawler, 1973) assumes that each pers‘on's
imrinsic motivation is determined by his perceptions of desirability of reward
and the chances of attaining them. Although all of these theories have been the
subject of number of research, none have been convincihgly valideted by
research findings (Klingner, 1983).

b. Neither managers nor rescarchers are sure that satisfied workers will
perform better than dissatisfied ones. Several studies show low correlation
between job satisfaction and performance (Landy & Trumbo, 1980; Klingner,”"
1983). | ﬁ

c. The relatiorlship between intrinsic motivation and performance is not b'
always clear (Klingner, 1983). First, some theories particularly Expectancy

Theory, claims that intrinsic motivation correlates with increased performance



| (Pelts and Brnning, l§80). 'But. researchers failed to provide et'idence fbr thls

claim (G’reene‘ 197,2'). Second l'an alternative | relationship is that performance

causes 1ntr1n31c mot1vat1on Employees arec made happy because they denve
intrinsic satlsfactlon from domg their jobs well (Locke 1976) A third behef :

: holds that there is no dlrect relatlonshlp between mtrmsrc motlvatton and
' performance, rather extrmsrc motivation causes both present satlsfacuon and -
performance (Fossum 1979). , |
From the precedmg d1scus51on a closer look at the results of problems of |

| defining job satisfaction reveals that (Klingner, 1983)1

e

: they have instead emphasized four areas in which job satisfaction relates to
human resource management: as a focus of scientific research, as a link
between md1v1duals (employees) and organis ational productivity, as a value
emphasmmg the worth of employees, and as a symbol of human resource
administrators’ concern for the quality of the relationships between

employees and the organisation.

Klingner finds this analysis of evolution in the concept of job satisfaction
difficult in defining the concept, establishing its causes, and relating it to either
individual performance improvement or‘organisational productivity. Thus,
further research for a clearer conceptualization and operationalisation of the
concept are needed. This would lead to more methodologically rigorous
multivariate analysis of the relationships (i.e. causal, correlative, or intervening)

among relevant individual and organisational variables.
2.3. Importance of Job Satisfaction

The role of human resources in management is observed in developing
societies, where manual labour still dominates the process of management and
productivity. With this fact in mind, considerable attention has been given to the

importance of the human factor in organisation. Human beings are individuals in

1 Further details came in the following sections.



the first place, and are an ji'mportant factor in the production or performance of
things or services. Pigors et. 'a1.," (1973) argue that management means getting
effecuve results with people Management is the development of people and not
the direction of thmgs Wise managers are aware of this fact and tend to build
strong relations w1th the people they superv1se leadmg as such the people to '
greater ach1evement and hlgher performance. What must always be kept 1n mmd R
- is what people want and take pleasure in and what their leaders_ think is good for
them (Portigal 1976:7). | | L
Job satisfaction is, basmally, an individual matter. Individuals look for -
aspects of job which are related to the1r own value systems some placmg greater ,
value on secunty, some on s001al status, some on 1ncome, others on the type ovf.
‘work, etc. But, while individuals differ in their sets of values, there is at least
some moderate consistenoy rin the values of individuals within specific groups.'
An understanding of the value systems of employees can be very useful to
management in developing personnel programs (Tiffin ‘and McCormick, 1968:
358). .
From the preceding discussion, one important question could be drawn:
what is really very important to satisfy the employee? An answer provided by
Sayles and Strauss (1960: 64) in their conclusion of the importance and

unimportance of job satisfaction:

Job Satisfaction Important ) Job Satisfaction Unimportant

1.People want self-actualization. R -1.Some people prefer unchallenging work.
2.Those who don't obtain job satisfaction 2.Individual's personality becomes fixed before
never reach psychological maturity. - . people start working. Work is not to blame.
3.Those who fail to obtain I 3.Most people have a relatively low level of job

job satisfaction become frustrated. ,‘ ~ satisfaction and accept only routine jobs.
4.The job is control of the man's life. . 4.Many people focus their lives on family

and community.

5.Those without work are unhappy. - : 5.Even though there are social pressures to

They want to work even when have a job, this does not mean the job must be

‘ they don't have to. challenging.
6.Lack of challenging work leads to 6.Poor mental health may be due to low

mental health. income or low status of routine jobs.
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" Job Satisfaction Important - R Job Satisfaction Unimportant
7.Work and leisure patterns spill 7. A new bohemianism on the job will make up
into each other.Those with an uncreative S - for increasing boredom at work.

job engage in an uncreative reaction.

’ 8-Lack of job Satisfaqtion, “ : 8-We can pfo{/ide challenging work for every
alienation from work leads to lower morale, = ) Body 6ﬁly at the cost of eliminating our mass _b
lower prodilctivity, and unhealthy society. production technology and high standard - of

living, and soéiety is unwilling to pay this

price.

| Ffom all this, one can conclﬁde th:avt‘;.‘)ec‘:‘)plve’ differ not ‘o‘nly in the
importance they aséign tb work,‘ but also t}hev jobs theméelveé differ in th‘é‘ type éf
satisfaction they offer. I—Iénce, it‘ is nn‘e‘cessary for ménagement to keep all its
empioyees satisfied, and it is nec;éssary tb .ibdentify fhe causes of jo§
dissatiﬁfaction, so that fhey can' be avoided. ‘A The pr_éc‘eding discﬁssioﬁ of the
’ﬂaw's in the concept and importance of job satisfaétion, undoubtly, need
clarification in the theoretical background in order to link this background to the‘

practice of this study.
2.4. Historical Perspective of Job Satisfaction Theories

Early industrial psychologists exclude the psychological welfare of Workeré
in their studies of the organisation. Rather, emphasis was placed on improving
productivity through changes in physical environment (i.e., Scientifié
Management). Later studies marked the next phase of significance in measuring
productivity and job satisfactioh. In these studies, human relation was given a
great attention, rather than the change in physical éonditions (Hawthornc.
Studies). In the following pagés, we shall discuss the effort made in this era of

management life. ‘
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The best way to start historically reviewing job satisfaction and its effect

. on people is with Frederick W. Taylor. Taylor in the early 20th century

- proposed a way of making the conduct of work-related activities more efficient

by studying each work performance in order to ascertain scientifically the "one -
| way" bf doing each kind of work. Such approach makes thé résults of such study '
into a set of rules which each worker is obliged to follow to the letter if he is td 3 :
earn the prerhium offered for the increased outpﬁt that \%voulvdvresul_t. This theory o
detcrmineS that the most efficient way workérs can do thvéirv job depend“s upon
Tayloi"s assumption (Landy and Trumbo 1976:340); Tz‘iylor,r therefore, defines : i
scientific 'management not as an efficiency device but aé a Changed mental

. attitude (Locke 1976: 1298):

scientific management is not any efficiency device ... not a ‘sys‘tem of
figuring costs ... not a piece work system...not bound system ... nbt a
premium system ... it is not a holding a stop watch on a man and writing
things down about him...it is not time-study ... it is not motion study ... it
is not any of the devices which the average man calls to mind when
scientific management is spoken of ... in its essence scientific management
involves a complete mental revolution on the part of those on' the
managements side ... the great revolution that takes place in the mental
attitude of the two parties under scientific management is that both sides
take their eyes of the division of the surplus as the all ... important matter,
and together turn their attention toward inéreasing the size of the surplus
until this surplus becomes so large ... that there is ample room for a large
increase in ways for the workmen and an equally large increasé in Vprofits
for the manufacturer" (quoted in Bendix, 1956:276). Taylor by attitude
meant much more than just feeling; he meant the worker philosophy
concermning cooperation with management and their own self interest. He
implicitly assumed that a worker who accepted the scientific management
philosophy ahd who received the highest possible earnings with the least

amount of fatigue would be satisfied and productive.

Locke clarifies that work can be improved by providing the right tools,
selecting the right man for the job, and giving proper incentives if the job is

to be done correctly.



Researchers in the Unlted States as well as Great Brltam and Germany have
' begun to concentrate on 1dent1fy1ng the antecedents and consequences of fatlgue
(Vlteles 1932 Burtt 1931) From these early works, a new trend of thought
' has emerged the key to understandmg job satisfaction is to focus on the phys1cal
~ working condltlons and the pay of workers. This trend has been used by early
: theonsts and was known as the "Physical-Economic School" (Locke 1976). A |
: new pattern of job satisfaction studies has shifted emphasis from the economict
: and physical working conditions 1o one of "Attitudes" and "Human Relations".
242 Human YR'elation»s
Elton Mayo in- 1920s, and his colleagues (the initiator of this new
| departure in management studles) studled the effect of techmcal and physrcal
changes in the work methods and other cond1t10ns of work on the product1v1ty ofv
selected employees. In experiments (at the Hawthorne plant of the Western
Electric Company) they tested how peoples' behaviours are effected when other
variables change. These studies spanned a period over 12 years, and actually
deserve some attention for several reasons (LLandy and Trumbo, 1980: 391)
1. The authors conclude with the radical suggestion that workers have a
| feeling that affect their work behaviour. |
2. Their approach of field experimentation demonstrates both the strength
and weakness of the particular research method. |
- 3. They suggest that the way in which workers "perceive" objective reality

may be more important in understanding behaviour than the facts of objective

reality.

‘The early studies are similar in their focusingv to that of the Taylor's
 tradition. The 'impact of changes in physical conditions on productivity has been
'_ examined. The initial results indicate that the members in the experiments‘ |
improved in perfonnance as a result of changes in physical condition. This is
known as a "Hawthorne Effect”. It is one of the oldest and best established

findings in industrial psychology. It states that almost any change, even trivial
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changes in working environment or job will bring about an improvement in ..

productivity because, presumably, ‘employees respond to the interest that is

: bei‘ng taken in theni.’l‘hé Hawthbrn effect adds many Qomplications' 1o the :

scientific evaluation of ‘chang‘e‘s' in working method. This result led to other

Hawthorn studies to examine why productivity increases despite deterioration in :
physical cnnditions. TheHawthorne studie‘srsignaled the need for managémént o
study and understand the relationshipé among people and management action:
Thé most significant factor affécting organisatioh productivity was found to be:
the interpersonal relatio'nships that are dei/eloped in the job rathei than pay and
working conditions. A new departure of studies began fo emerge in the 1930s.
This is known as the so’ciall or human relation school. This departure stresses the
friendly employee-management relations, good supervision, and cohesive Wdrk‘
groups (Locke, 1976). However, these studies have been criticised. Alex Carey
(in Klein, 1971{ 137) ’clainis that the studiés' methodology is poor. The major
issue revolves around the small sample size and fundamental prediction of the
basic data. Landsberger (1958) points out that the most important economic
influences of the period are ignored - the "depression and the rise of trade
unionism", these two factors have affected workers' responses.

Despite the above criticisms, the Hawthorne experiments provide two basic
* contributions: the first is related to the informal groups, which can be a powerful
factor in employees' behaviour. The sécond, besides the fact that behavioural
research can lead to deeper understanding of the dynamics of behaviour in
organisation (Klein, 1971: 137).

Two years after Mayo’s preliminary report on Hawthorne studies began to
appear, Hoppock (1935)vpublished the first intensive study of job satisfaction.
His work marked one of the earliest studies to use survey methods and attitude
scales to examine the problem. Accordingly, if a variable in the work situation
leads to satisfaction, then its absence results in job dissatisfaction. This view
ha‘s been carried over contemporary schools of thought. Hoppock suggests that
people are not too easily satisfied. Locke (1976: 1299) argues that Hoppock's
oricntatinn is not toward any particular management philosophy; rather, his

result and interpretations emphasise the multiplicity of factors that could affect



job satlsfactton 1nclud1ng both factors that have been stud1ed prev1ously (e g o
fatlgue, monotony, working condltlon SUperv1s1on) '
In the same era Schaffer attempted another approach He gave prlonty to ‘
| 'varlables w1th1n the 1nd1v1dua1 as contr1but1ng to satisfaction and
dlssatlsfactlon Argumg on a different 11ne Hoppock suggested that certam:
vanables outs1de" the individual affect levels of satisfaction vanables as an .
. occupational group.~ Schaffer found that some psychologlcal "sets" or
- mechanisms operate to make people satisfied or d1ssatlsﬁed in general. He, ‘

- concluded that the 1nd1v1dua1 has a set of twelve basw needs (e. g recognltlon ,' :

' affectlon, mastery, and economic. secur1ty) These needs have the same

charactensues as Maslow s ﬁve needs and the Adlfer's three basic needs (these‘
two models will be d1scussed 1n the followmg section).’ Accordmg to Schaffer '
‘ the overall _]Ob satisfaction of an individual could be predicted from 1nformat10n
concemmg only the first two most 1mportant needs of that individual. If these B
two important needs are being satisfied by the job, the individual would give an
account of overall job satisfaction, if not being satisfied overall dissatisfaction
would be notified (Landy and Trumbo, 1980: 395). The importance of Schaffer‘s
study lies in its clarify of individuals' differences in their importance of needs,
rather than identification of the two 1mpoxtant needs for an individual. |

In conclusion, earher schools of thought have laid down a strong

foundation for the majority of the trends in job satisfaction and performance

studies.
2.5. Current Theories of Job Satisfaction

Campbell et al., (1970: 341) provide an interesting assessment by dividing
job satisfaction theories into two categories, Mechanic or process theories and
Substantive or content theories. This assessment will be discussed in the

following sections.



2.5.1.' Content Theories

Content theories ' try to explam and descnbe the process of how behav1our :

‘18 energlzed how 1t is directed, how 1t is sustamed and how it is stopped"

(Campbell et al., 1970:. 341). It accounts for_v factors influencing job
‘satisfaction and’its researchers are interested in identifying the factors which
result in JOb satisfaction and d1ssatlsfact1on Maslow s need theory (1954)

: ‘_Herzberg et al., Two-Factor theory (1959) and McGregor (1960) are examples '
= of these theorles The most contemporaJy views of JOb satlsfactlon have in fact'
emerged from these theories and won the w1dest acceptance among people in the

field of psychology and management research (Campbell et a1 1970).
'2.5.1.1. Maslow's Hierarchical Theory .

Abraham Maslow (1954) proposes one of the most wtdely mentioned
theories concerning human needs and their effect on} human behaviour. He states
that human motives develop sequentially accotding toa hierarchy of vfive levels
of need. These needs come in a specific order or h.ierarchy so that one level of
needs must be met before a person progresses to satisfy the higher levels. The |
five levels of needs are: (1954: 35-46): /physiological,v safety (security),
belongingness and love, esteem, and self-actualization. A dynamic relationship'
among these need categories is postulated in the association mode: a hierarchy of
prepotency, with physiological needs being most prepotent. In the application
mode Maslow suggests that facilitation of self actnaliaation leads to beneficial
consequences both for the individual and society. |
: Maslow s Need-Hierarchy has been subjected to considerable research‘
(Davis, 1946 Centers, 1948; Morse & Welss, 1955 Layman 1955; Vcroff
Atkinson, Feld, and Gurin, 1960; Pellegrin & coates, 1957; Porter 1961, 1962,
1963; Glaser, 1964; Bray & Grants, 1966; Hall & Nougaim, 1968; Alderfer,

1969, 1972; Lawler & Suttle, 1972; and others). These studies used Maslow's
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tvheo‘ryi as a frarne of feference for u’nderstanding managenient in industfy. When .
the need h1erarchy 1s translated into the behav1oural s01ence 11terature, and its -
attendant pragmanc capltahst industrial culture it becomes part of a concern . '
not w1th general human psychology, but with spec1f10 ends and outcomes. In :
other words, Maslow h1erarchy is translated into a different communleauonal ’
context. For instance, Douglas McGregor (1960) in his book "the human side of}
enterprise” typically encountered Maslow's form and presented the eonventional'
"Theory X" and "Theory_' Y" (This theory will be discussed latef in this chapter),"

Alderfer (1969, 1972) reconstructed the Maslow'?s hiei‘arohy in_to a set of
vthrvee basic needs labeled Existenee, Relatedness, and Groth needs (ERG). He
- (i 972) listed a number of vsuggestions dealing with interfelationships_ between
the desire for the objects incorporated by | a 'certain : need‘ and | the
satisfaction/frustration with those objects. These suggestions are: (1) the less a
need is satisfied the more it is desired; (2) the less a "higher-order" need is
satisfied the more lower needs are desired; and (3) the more a need is satisfied
the more higher-order needs are desired. It is clear that higher-order is not used'
in the Maslow sense but refers to the level of the concreteness in the need
objects.

Despite its popularity, Maslow's theory faced’a number of criticisms. For
example, Buchanan and Huczynski (1985: 55) nlention two main problems
related to this theory. First, "it is difficult to see how it can predict behaviour.
The amount of satisfaction that they has to be achieved before one may progress
from one step to the next in the hierarchy is difficult to define and measure".
Second, this theory is "more like a social philosophy than a psychological
theory". However, Maslow's work provided a fruitful area and has stimulated a
loi of thinking and research and, also, lead some organisations to change their
praetices for motivating employces. Therefore, Maslow is clearly correct to draw

attention to the fact that human behaviour is influenced by a number of different



- mouves (Buchanan & Huczynsk1 1985 55) and h1s efforts mark one of the most :

1mportant developments for many years

2.5.1.2. Herriberg's Motivation-Hygi_ene Theory
Herzberg et al., (1959) extend Maslow's work and developed a theory of '

work motivation that has broad implications for management a'nd; h'uman’

behaviour. Unlike Maslow, Herzberg and his associates believe that lower ‘needs_

- never get satisfied. Maslow's systern has not worked in application because the

biological and psychologlcal needs of man are parallel systems rather than one

‘or the other assummg 1n1t1al 1mportance (Rethmeyer 1975: 21). Herzberg took s

this into cons1derat10n and bu11t his well-known theory that th1s materlal and :
moral motives of human belngs are not separated. In other words, Herzberg
argued that people have two different categories of needs instead of f1ve G.e.,
Maslow's needs). These needs are essentially independent of each other and
affect behaviour in different ways. |

Two categories of causal factors have been identified: One 1s closely related
to the job content and task performance, which includes achievernent; |
recognition, challenging work, advancement, and growth in job. These variables
originating satisfaction called "motivators” or "satisfiers". If one of these
variables is not in operation, this will not lead to dissatisfaction. The other
category of variables is related to the context and the organisation of work: they
include company policy and administration, supervision, working conditions,
interpersonal relationships, salary, status, job security, and personal life. These
variables may cause dissatisfaction, but will not motivate people. They are called
"hygiene'f or "maintenance” factors. If there is a lack of these variables,‘
dissatisfaction will arise unless they are met. If there is nothing lacking about

these variables (e.g., the work is well organized), it will not lead to satisfaction.
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. In short, Herzberg et al 1nS1st that 1mprovement of hygiene factors mlghtl "'_";! 20

reduce dlssatlsfactlon but could not prov1de much satlsfacuon Thus'"

: ,_1mprovement of workmg cond1t10ns or salary m1ght serve to reducef

dissatisfaction but supposedly would not ‘cure" motivational problems duectly,; t'_

concerned with the nature of the work content and task performance Also, it has’r S '

- vbeen found that people Wlth a high need to achleve tend to (l) seek and assume

i hlgh degree of personal respon51b111ty, (2) take calculated risks; (3) set_dl

E challengmg but realistic goals for themselves ) develop comprehenswe plans :

'- to help them ach1eve their goals; (5) seek and use concrete measurable feedback S

L of the result of their actions; and (6) seek out business opportunmes where the1r .

LA

vde51re to achieve w1ll not be thwarted (McClelland 1961).

Herzberg's efforts have been heavily cr1t101zed parUcularly because the i

’research is based entlrely on what people said about good and bad work_b :
experxences. Several commentators have noted that people often attrlbute‘
unpleasant events to forces outside themselves t)vhile taking personal credit for
successes (Bolman & Deal 1984: 85). The "story-telling method" does not
descnbe the spe01flc means in jobs that lead to sattsfacﬂon but rather refers to
processes (e.g., achievement, recognition), which result from behaviour (Cooper ‘
1977: 32-33).

The research on Herzberg's theory has produced finding in disagreement '
With their basic postulates. There is no clear-cut distinction between the hygiene
and motivator factors. Herzberg arrives at this classification through the data he
collected. In a sense, the factor categories are empirically derived. However, 1t .
has been found that what is a motivator in one organisation can be a hygiene in
- ‘another (King, 1970). vLocke (1969) remarlcsi that nearly all the studies designcd :
to test Herzberg's theory, which have not used his method or his classification
| system, have failed to support the theoryk (e.g., Ewen ct al., 1966; Friedlander,

1964; Graen, 1968; Hulin & smith, 1967; Lindsay ct al., 1967; Wernimont,.



1966) A persrstent ﬁndrng of these studres 1s that factors related to the work

' 1tself (e. g ach1evement fallure) are potent determmants of both satlsfactlon ol

and dissatisfactlon However 1n a later study Herzberg (1968) developed the

' Two-Factor theory based on hlS research wrth managers and workers in the study s

of "job enrichment programme . He proposed that the only way you can glve o

people an opportunity to satisfy motivator needs is to provide them with

~interesting work, through job enrichment because "job enrichment provides the ‘

-opportunity ’for the employees p»sychological growth". Herzberg's study eXplains
hov&; to enrich an employee's job and suggests the principle and practical step.s
that have emerged from several experiments. According to Herzbe‘rg's new

approach enrrchment is not the same as "Honzontal JOb enlargement by addingv
. more dull tasks to an already dull job does not ennch it. This enrichment is by
"vertical job loading", giving the individual more freedom and authority, more
accountability, more feed back, more challenge, and the use of more skills
(Bolman & Deal, 1984: 85). Herzberg (1968) gives the main points of the

argument in his well-known phrase:

If you have someone on a job use him, if you can't use him get rid of him,
erther via automation or by selecting someone with lesser ability. If you

cant use him and you can't get rid of hrm you will have a motivation

problem.

This approach has found support, many theories point in the direction of .

job enrichment as a way to produce a better fit between the individual's needs
and the organisation. Buchanan (1979: 45), however, states that job enrichment
is not a panacea "the success of job enrichment as a managerial technique is
dependent upon correct diagnosis of’ the presenting problem to ensure that job
- enrichment is the appropriate solutio‘n".

‘Finally, employees as human beings are difficult to motivate by hygiene
factor alone, especially today's employees, who are more ecducated, more

independent, and less submissive. There is no doubt that Herzberg's effort has
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| cont‘:ribt‘ite'd subStaht'ially."to the study of moti\}ation.'It éktended and enriched
'Maslow's. Work and made it more applicable to WOfk nﬁétivatidvn.;
2513 X 'antll'qu Théor’ies_ E

Douglas Mc;Gregor's work (1 960) is one of ﬂie most influential works on.r
human rélations ahd motivation in mahagement.' He ‘establishesy two theofies
(Theory X and Theory Y) on the way i)eople should :‘he managed. He believes
that organisations should recognize'thé employeé's need hierarchy and try to
arrangeéonditioné (shch as satisfying their own needs), SO that‘the employee can
contribute fnﬁximally to thé goals bf ;herc‘)rga’nisatioh. | |

In theory X‘ McGregor }assumes that the workers 1s | just énother resource of
production which should he maniphlated by management to assuré the greateét
efficiency. This theoryv ignores motivation as ihe basic factor. Lately agreed io
be the most important one in stimulating people to work effectively. The
assumption is very similar to the view of scientific management about human
nature and human motivation. Theory X also assumes that people generally
dislike work, are lazy and must be directed, have little desire for responsibility,
are self seeking, and primarily motivated_by money, fringe benefits, and threat
of punishment, and will take advantage of the organisatipn if given too much
freedom.

Specifically, theory X is characterised by the follbwing assumptions ( aé
cited by Dalton and Lawrence 1971: 304-305):

1. Management is responsible for organizing the elements of productive
enterprise - money, material, equipment, people, - in the interest of economic
ends.

2. With respect to people, this is a procéss of directing their effort,
motivating them, controlling their actions, modifying their behaviour to fit the

needs of the organisation.



3 Wlthout this actlve intervention b‘y management people would be
pass1ve even resrstant to orgamsational needs They must therefore be
: persuaded, rewarded, punished, controlled—therr activities must be dtrected. ES

4. The aVerage man Vis‘ by nature indolent - he works as little‘ as possible. R :

5.He lacks ambition, dislikes responsibility,'prefers to be led. h

6. He is inherently ‘self-‘centered, indifferent to organisational needs.

7. He is, by nature, resistant to change.

' Under the above assumptions, top management has to directeVery single;"
movement in management. It has toiplan, organise, direct, and closely supervise |
and control the efforts of employeesr This means that employees haye only to
follow directions from above Authorlty, accordmg to theory X, is the central
indispensable means of rnanagenal control : |

McGregor went further and questioned the validity of this theory, as to -
whether this view of human nature is correct and if many practices based upon it’
are appropriate in today's society. He also asked how, if people are living in ’a‘
democratic society, with its increasing educational level and standard of living,
and capable of more natural behaviour, such assumption could be their way of
thinking. McGregor concludes that theory X assumptions, when universally
applied, are often inaccurate and that management approaches which are
developed from these assumptions may fail to motivate people to work towards
organisational goals. For these and many other reasons, he develops another
theory (i.e., Theory Y) of managing people, based on the following assumptions
(cited in Dalton & Lawrence, 1971: 310): | |

1. People are not by nature passive or resistant to organiSational needs.
They have become so as a result of experience in organisations.

2. People don't have to be threatened to work; 'people have the ability to

develop a sense of objective, which makes them more productive.
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' 3. The motivation, the potential for development, thecapacity for assuming

‘ responsibility, the readiness to direct behaviour toward organisational goals are

Call present in people Management does not put them there itis a respon51b111ty_ :

‘v'_tof management to make it possible for people to recogmze and develop these o

" : human characteristics for themselves. |

4. -The essential task of managernentis to arrange organisational conditions
- and methods of operation so that people can achieve their own goals best on the1r " _‘ .

i own ‘toward organisational objectives. | G | .

Theory Y, which is the opposite to the traditionally oriented theory X, is

co based on the assumption that people have the potential, the desire, and the"

- capablhty of doing their assigned work effecttvely 1f they are g1ven self-respect =
- ‘and recogmtlon Thus, the manger's essent1a1 task is to arrange organ1sat10na1 k
| conditions and methods of operation, SO people can best achieve their own goals
by directing their efforts toward the subjectives of the organiSation. It is clear ‘
that the assumption of this theory is similar to the contextual of the originaylf

Maslow's work.

Clearly, McGregor's theories alone can not solve all »motivational problems
any more than another approaches (Fischman, 1976). Clearly, theory Y , for
example, does not deny the need for authority, but such authority should be
recognised as merely one of several methods of managerial control, one that is -
appropriate some of time but not ali of the time. However, both theories have
provided a clear and provocative set of assumptions about the: working_ _
environment. Much depends upon the attitudes of top management, but the
manager or supervisor can play a vital role to influence the attitudes that,
‘manifest in his division, department, or section. Finally, theory X and Y have

_ provided a helpful and instructive perspective on motivational possibilitics for

modern management to consider.



2.5.2. Priocess Theories

In the former secuon the content theorles of JOb sat1sfact10n have been ». '
dlscussed Contrary to these, there are a number of theorles called process
- : theones thlch "attempt to provide an account of the process by which varlables
such as needs, values, and expectation interact with the characteristics of the
~ job, thereby, prodncing job satisfaction (Campbell et al., 1970: 341) Equlty,
Fulfillment, Dlscrepancy, and VIE (Valence Instrumentahty—Expectancy) theory, ‘

' are examples of process theones. Its classified as process theories - in contrast
. toa content theories - "pn'marily because it attempts to identify relationships
among variables in a dynamic state as they affect individual behaviour” (Steers &
Porter, 1979: 210). | |
| The following section deals with the relevant process theories to this

research.
2.5.2.1. Equity Theory

Adams (1963,1965) proposes that satisfaction is evaluated hy a person
through comparing employees' perceived inputs to outcomes. At the essence of
the theory is the idea that people seek a balance in the input-output relationship.
If the rewards from an exchange in the work situation are perceived by the
worker as exceeding the level of input provided by that individual, a feeling of
guilt will result. If, however, the reward level is perceived as not measuring up

- to the quantity of input he/she will believe they are providing a feeling of being
cheated develops. | |

In the early research, Adams and Rosenbaum (1962) extended the implication of

"cogmuve dissonance theory. They examined the pay inequities and workers'
product1v1ty They found that overpayment (perceived as more than equitable) on

an hourly basis led to increased productivity, while overpayment as a piecework
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basis led to decreased productivity. They induced feelings of equity or inequity
in their subjects by holding the pay rate constant and experimantally altering
self-perception of qualification through an attitude induction process. Later,
Adams and Jacobsen (1964) investigated the efforts of pay inequities on quality
of output and test a plausible none dissonance explanation of the observed
effects of inequity. The data of this study supports only a dissonance theory
interpretation. Specifically job insecurity or high/low job prospects do not
influence the behaviour of the subjects.

Many studies have explored various formulations of equity theory,
considered various alternative hypotheses, and used a wide diversity of
alternative research designs to empirically investigate equity consideration.?

Steers and Porter (1979: 129-133) widely review Equity Theory studies and

remark that

studies suggested general support for equity theory predictions. In the
overpayment-hourly condition, a number of studies have provided some
support for the prediction that overpaid subjects will produce higher
quantity than equitably paid subjects (Adams & Rosenbaum, 1962;
Goadman & Friedman, 1968; Lawler, 1968; Pritchard, Dunnette &
Jorgenson, 1972; Wiener, 1970)...In the overpayment-piece rate condition,
support for this theory has been found by Adams (1963), Adams &
Jacobsen(1964), Adams & Rosenbaum(1962), Andrews(1967), and
Goodman & Friedman(1969). Mixed or marginal support for the -theory was
provided by Lawler, Koplin, Young, and Fadem(1l968), and Wood and
Lawler(1970).

On the other hand, a number of writers (Campbell & Pritchard, 1970;
Goodman & Friedman, 1970; Pritchard, 1969; Lawler, 1968) criticize equity
theory studies. They, for instance, state that all experimental work on equity

theory has suffered from two major limitations. First, the various modifications

2 The wide review of literature related to equity theory can be found in Opsahl & Dunnette (1966) ;
Pritchard (1969) ; Lawler (1968) ; Goodman & Firedman (1971) ; Campbell & Pritchard (1976) ; Steers &
Porter (1979) ; Koopman-Iwema (1980)
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on Adam's work all continue to depend upon an experimental manipulation of the
subjects' perception of either his qualifications or the job requirements
depending upon this to achieve feelings of equity or inequity, as did the original
experiments. This is a relatively weak and imprecise procedure, and has a
reasonably high probability of producing artificial results. Second, the reported
experiments have generally been structured around experimental designs having
the subjects work alone (e.g. conducting on thé street interviews) and do not
consider the interactive or social effects of one's peers.

Several writers have seriously questioned the extent to which overpayment
in work organisations may lead to perceived inequity (Steers and Porter, 1979:
134). Locke (1976) for instance, argues that employees are seldom told they are
overpaid or made to feel incompetent to perform their job duties as is the case in
laboratory experiments. Campbell and Pritchard (1970) also point out that
einployer—employee relationships are highly impersonal when compared to
exchanges between two close friends. Perceived overpayment inequity may more
likely in the latter exchange relationship than in the former. Individuals may
react to overpayment inequity only when they believe their actions have led to
someone else's being treated unfairly. In sum, the theory is able to supply a
useful explanation research regarding the human tendency to evaluate itself by

means of comparison with one or more others.

2.5.2.2. Discrepancy Theory

Discrepancy Theory has been devéloped in an effort to account for
individual differences in evaluating job outcomes (Lawler, 1973). Katzell (1964)
and Locke (1969) have probably presented the most completely developed
discrepancy theory approaches to satisfaction. They maintain that satisfaction is
determined by differences between the actual rewards a person receives and some

other rewards or outcome level. Lawler states that theories differ widely in their
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definitions of this other outcome level, he points "For some theories it is the
outcome level the person feels should be received, and for other theories it is the
outcome level the person expects to receive” (pp. 66-67). Katzell (1964: 341)
also states in his version of the theory, that it "attempts to link job satisfaction,
incumbents' personal values, job environment, out-of job environment,
participation in and withdrawal from jobs and occupations, and job performance
or achievement". He understands job satisfaction as based on the discrepancy
between actual and some desired amount. With both the magnitude and

importance of the amount considered in the evaluation. Katzell's basic formula
is:
Satisfaction = 1-( [X-V]/V) (D

Where: X = actual amount of the outcome
V = the amount most desired of the outcome
Locke (1969) points out two important critiques of Katzell's formulé: first,
the formula is based on actual X-V discrepancies whereas, it is clear, the
individuals who perceived discrepancies that determined affect; second, the
formula indicates that the more one wants of some element (holding importance
constant) the less dissatisfying a given discrepancy will be. Therefore, he
embarks on a new line of research using a value-precept discrepar;cy model to
predict satisfaction. He presents a similar approach to Katzell's model, but

emphasises two important differences (cited by Lawler, 1973: 67):

first, he emphasizes that perceived discrepancy, not the actual
discrepancy, is important. Second, satisfaction is determined by the
simple difference between what the person wants and what he perceives
he receives. The more his want exceeds what he receives, the greater his

dissatisfaction.

Locke's assumption is that job satisfaction and job dissatisfaction are a_

function of the perceived relationship between what one wants from one's job
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and what one perceives it as offering. According to Locke (1969) this
assumption depends upon three elements (1) the perception of some aspect of the
job; (2) an implicit or explicit value standard; and (3) a conscious or
subconscious judgment of the relationship between one's perception and one's
value.

Another discrepancy theory is the Personality-Environment fit (P-E)
model3. Thierry and Koopman-Imewa (1984: 156) state that this model relates
satisfaction to the individual's degree of "adjustment”, this adjustment
depending on the extent to which the characteristics of himself as a person and
those of his environment (e.g., his work) are attuned to each other. This model

is applied especially in connection with research on stress on the job.

2.5.2.3. Fulfillment Theory

The preceding sections have shown that individuals differ in what they
want from their job. The essential goal of discrepancy theories is to examine the
way such differences operate in relation to job satisfaction. Fulfillment theory
determines satisfaction by the extent to which the individual's work and working
situation afford him outcomes which he holds as valuable (Vroom, 1964;
Lawler, 1973). The essential points here are, in terms of expectancy theory,
values and valence. Satisfaction is not only related to the already achieved
outcomes, but also to those which are expected to be achieved (Thierry and
Koopman-Iwema, 1984: 155). A number of researchers have adopted the
fulfillment theory to measure people's satisfaction. They simply ask the subjects
how much of a given facet or outcomes they are receiving. So, they view
satisfaction as depehding on how much of a given outcome (or group of
outcomes) a person receives (Lawler, 1973: 65).

Fulfillment theorists have considered how facet satisfaction measures

combine to determine overall satisfaction. Three types of studies provide this

3 For more details see French et al., 1974, Kahn, 1981,
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evidence. The first type has attempted to improve the prediction of overall job
satisfaction multiplying the individual's satisfactioﬁ rating for each job aspect by
his important rating for that aspect (e.g., Schaffer, 1953; Decker, 1955; Ewen,
1967; Mikes & Hulin, 1968). The second, is concerned with the relationship
between satisfaction and importance (e.g., Schaffer, 1953; Friedlander, 1965;
Decker, 1955; Ewen, 1967; Mobely and Locke, 1970; Locke, 1969). Finally,
the third type examined the shape of the relationship between the average
importance attached to a job aspect and the degree of satisfaction with that aspect
(e.g., Friedlander, 1965; Dachler and Hulin, 1969). These studies suggest that
those aspects with which there is extreme satisfaction or dissatisfaction will be
rated as more important than those aspect about which there are more neutral
feelings.

Both empirical and theoretical evidence of fulfillment theory suggest that
effect rating does reflect value importance. Empirical studies indicate that
people's satisfaction is a function of both how much they receive and of how
much they feel they should or want to receive (Locke, 1969). Lawler comments
on this view(1973: 66):

the point is that people's reactions to what they receive are not simply a
function of how much they receive; their reactions are strongly influenced
by such individual-difference factors as what they want and what they feel
they should receive. Individuals difference factors are the shortcoming
point in this theory, and this suggests that the fulfillment theory approach

is not valid to job satisfaction, since this approach fails to take into account

differences in people’s feelings about what outcomes they should received.

Moreover, Grunenberg (1979: 25) criticises this theory, by showing that it
ignores the importance of particular needs. Thus, a view of job satisfaction

which does not take into account the relative importance of needs is misleading.



2.5.2.4. Expectancv' Theory

Expectancy theorxes have created a vast quantity of empirical studies and

the most w1de1y accepted theorles among today s industrial and orgamsauonai

o psychologists:—-Therefore, itis worth paying more attention to dealmg with these
theoi'ies | o o V | ‘
The two ongmal statements and developments of expectancy theory havex;

: been made by Tolman (1932) and Lewm (1938). These theories depend on the .

conception that (Porter and Lawler 1968 9)

people have behavxour response expectatlon or antlcipanon about future
events...that take the form of behefs concerning with the likelihood that ‘

partlcular acts Will be followed by particular outcomes.

Historically, many Writers (e.g.,} Edwards, 1954; Peak, 1955; Atkinson,
1957; Davidson et al., 1959; Georgopoulos et al., 1957; and Tolman, >1959;
and later, Victor H. Vroom, 1964) contributed to the development of these
theories. The authors have explicitly formulated three basic concepts of the
theory. These concepts are: Valence, Instrnmentality, and Expectancy‘(VIE).
Vroom (1964) proposes thiee related models, the first being job satisfaction, the
second work motivation, and the third job performance. Regarding the job
satisfaction model he states that: "the valence (or satisfaction) of an outcome to a
person is a monotonically increasing function of the algebraic sum of the
products of the valence of all other outcomes and his conceptions of its
instrumentality for the attainment of these other outcomes"” (P.17). The equation

of this proposition is as follows:

VisREVex Ll | @)
Where: Vj = Valence of outcome j ‘

VK = Valence of outcome k

Ijk = the organized Instrumentality = (¥l<Ijk,1) of

outcome j for the attainment of outcome k.
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Accordlng to Vroom ’valence"’ expfes‘sesv: an. individual' “effective'
or1entat10n toward partlcular outcomes. The valence can take a wide range of |
N posmve and negauve values'between -1 and +1. Leed (1979) argues that’

| Vroom's conceptuélization of valence is t'elated to, and deriveé from, the one
postulated by Lewm (1938) and Tolman (1959), as well as the concept of
1ncent1ve (Atkmson 1958), attitude (Peak 1955), and expected ut111ty (Edward,
1954; Dav1dson Suppes and Siegel, 1957) However Vroom defined
. , 1nstrumentahty as "an outcome—outcome assoc1at10n It is the degree to which
' anvlnd1v1dual sees an outcome in quesuon as leadmg to tthe attainment of other
©outcomes. | | Chna T | |

The earlier treatment of instrumentality concept includes the "instrurnental _'
relatlon in attitude structure (Rosenberg, 1956) as well as the "Path-goal
1nstrumenta11ty" of Georgopoulose et al. (1957).

Vroom's model has been used in many studies to predict job satisfaction.
The studies include: Vroom, (1966); Graen, (1969); Mitchell and Albright,
(1972); Reinharth, (1974); Lawler, Kuleck, Rhode and Sorensen, (1975);
Schneider, (1976). In the field of occupational preference such as, Peters,
Hundert & Beer, (1968); Sheard, (1970); Mitchell & Kundsen, (1973), and
finally in good performance like,‘Pritchard & Deleo, (1973); Reinharth, (1974);
Gailbraith and Cummings, (1967).

Vroom's second model of work motivation based on the proposition that
"the force on a person to perform an act is a monotonically increasing function
of the algebraic sum of the products of the valence of all outcomes and the

strength of his expectation that the act well followed the expressed mathematical

~ proposition”, as follows:

F = fi[ZE x VI 3)



‘ Where F—force(monvauon) to perform an act }
E ‘. E—Expectancy that act i w111 be followed by outcome j.

' V—The valence of outcome j.

The force concept has been deﬁned by Vroom as the d1rect10n and strength
of the motivation for an individual to choose from alternatlve actlons 1n, ‘
expectancy energy. The expectancy has been deﬁned as "a momentary behef
concernmg the 11kel1hood that a partlcular act will be followed by a partlcular
outcome" (Vroom, 1964: 17). S

- Vroom's second equation has become known a "behav1oural Choice or Job
Effort" model (l\/htchell, 1974). This model also has gained populanty in studres'
who used it to predict effort (e.g., Hakman & Porter 1968' Lawler &’Suttle‘
1972; 3 orgenson Dunnette & Pritchard, 1973 Pritchard & Sanders, 1973;
Kopelman, 1974) and occupational choice (Arnold 1976; Solomon, Messmer &
Liddell, 1977) and to predict performance (Graen 1969; Goodman, Rose, &
Furcon, 1970; Lawler & Suttle, 1973; Pritchard & Sanders, 1973; Turney,
1974).

In the third model of job performance, Vroom prot)oses that job
performance is the function of the interaction between ability and motivyation as

in the following formula:

P = f(Ability x Motivation) : C))

Where ability= intelligence, personality, learning, skill, etc.

There are several modiﬁcations»and developments of Vroom's formulations.
Galbraith and Cummings (1967) distingu'ish between first and second order
Voutcomes.vFirst order outcomes are the direct result of an individual's effort to
act (e.g., performance, training), while seccond order outcomes, those outcomes

which are contingent upon first order outcomes (e. g., pay, promotion, self
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esteem, étc). This is t()v consider valence, inStru_rnéntality, and expectanc'y‘ CLE

5 ‘sﬁfnulancéOiisly', they chose to combine the first and the second equation, byvv’
" substituting (SIV) for (Vj), Their equation is:

W= f[E.(STj X V)] I R . @)

Where W=effort.

" Porter and Lawler (1968) further expanded the model by including the rol¢ S

I pefception about the work situation. They hypothesized that performance is a ﬁ:‘?;

- function of the three ways interaction among exerted effort (E) or motivation, .. - .

o ability (A) and role percéption (R) as in the following equationi

P=f(EXxAXR) T e (6)

House and Wahba (1972) presented 14 fstudies to test the expec,tayncy-:? 3

the‘ory. The test indicates that two claSses of predictor (expectancy II and
valehce of extrinsic rewards) most consistently yielded moderately high
regression coefficients of performance, and the multiplicative interaction of these
two predictors hold rather consistently, whereas multiplicative combinati‘ons of
expectancy I and intrinsic or extrinsic valence are seldom supported. They find
that thefe is evidence that the predictive validity of intrinsic valence associates
with work behaviour. From the evidence of their study they support the

following formulation (W ahba and House, 1974):

M=IV,, Ei, IVp + S(E, +EVp) | 1)
M=motivation to work ‘
IV g=intrinsic valence of work goal accomplishment
E;=expectancy that effort will lead to work goal accomplishment
IV p=intrinsic valence associated with work goal behaviour
- E,=expectancies that goal accomplishment will lead to extrinsic
outcome. ' -
EV ;= valence of extrinsic outcomes.

In short, Vroom's models have undergone four development (1) the
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distinction between first and second level outcomes; (2) identification of
intrinsic sources of Valence; (3) the distinction between expectancy I and
expectancy II; (4) elaboration to predict the effect of given additional variables
in the work situation (e.g., the incorporation of ability and role perception to

explain job performance, and the concept of equity to explain job satisfaction

etc.).
2.6. Summary and Conclusions

Job satisfaction is considered one of the most researched topics in the
industrial and organisational studies. One reason for this popularity is that job
satisfaction is important to every one's well-being, since a large portion of
people's lives is spent in working. Another reason is related to the increasing
belief that job satisfaction leads to an increase in productivity and ultimately an
increase in profitability and quality of goods and services. So this topic has been
the focus of numerous studies for more than five decades, beginning with
Scientific Management in the early 19205 and continuing up to the present time.

Basic job satisfaction theories have been divided into two categories:
Content Theories and Process Theories.The first one attempts to identify fhe
factors which contribute to job satisfaction and job dissatisfaction. Maslow's
Need Theory (1954); Herzberg et al., Two-Factor Theory (1959); and
McGregor's X and Y Theory (1960), have been described as content theories
because, they are primarily an "attempt to specify the particular needs that must
be attained for an individual to be satisfied with his job" (Locke, 1976: 1300).
Contrary to these theories, the Process Theories attempt to describe the
inferaction between variables in their relationship to job satisfaction. Due to
these theories, "job satisfaction is determined by the extent 6f discrepancy
between what the job offers and what the individual expects; what the individual

needs; and what the individual values" (Granenberg, 1979: 19). Discrepancy
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Theory, Fulfillment Theory, and Expectancy Theory are an example of these
theories.

According to the previous theoretical background, there is still confusion in
defining job satisfaction concept, its causes, and its relationship to job
performance due to the differences in perspective. From the perspective of
scientific research, human resource administrators are not sure what definition of
job satisfaction is. It has been defined by diversity of research as motivation,
morale, or job attitude, each term specifying but not clarifying the nature of the
relationship between an employee and his work organisation (Lawler, 1972). On
the other hand, researchers are not sure about'the causes of job satisfaction.
They have tended to focus instead on the causes and consequences of motivation.
Herzberé's theory distinguishes between satisfiers (motivators) and dissatisfiers
(hygiene). Maslow assumes a hierarchy of causal variables which fluctuate in
importance depending on circumstances. Expectancy theories, such as those
developed by Vroom (1964) and Lawler (1973), are based on the assumption that
each person's intrinsic motivation is determined by his perceptions of the
desirability of rewards and the chances of attaining them. Fulfillment theory
places the emphasis on a workers' evaluation of job-related outcomes.
Discrepancy theory developed to account for individual differences in evaluating
job outcomes. However, none of these theories have been convincingly validated
by research findings (Klingner, 1983). On the subject of its relationship to job
performance, the conclusion that can be drawn job satisfaction/job performance
is quite complex dne (The next chapter deals with this matter in detail).

Finally, what has been discussed above clearly shows that there are aspects
of implications which the present study is going to deal with regarding
employees' attitudes in warehousing. On the one hand, It has provided a useful
framework for looking at research trends in job satisfaction and productivity. On

the other hand, it has provided a basis for future research in job satisfaction and
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performance, So it shed light on how to work out through a more appropriate
band practlcal approach dependlng on the fa1lure and the success of the related
theorles However, the present study is different from the foregomg studles
since it investigates the satisfaction and performance of specific group of
' employees (warehousing employees) in a number of firms and organisations in
the industtia_l sector in a developing country (Iraq).

Asa conclusion, several approaches to satisfaction and work performance
have been dealt with in this chapter. Each approach has its own specific areas of
emphasis and implication. However, it appears that no theory of job satisfaction
.can explain- all its aspects in different organisational settings. Herzberg's
approach, for example, lies in its emphasis on satisfaction/dissatisfaction criteria
‘to the extent of neglecting behavioural criteria such as performance,
absenteeism, and labour turnover. So, it has never been successfully replicated
‘because this methodological shortcoming. This leads one to question the validity
of his findings. Therefore, this study pursues this idea further through its
results of an analysis of job satisfaction and job performance in warehouse

settings in a developing country.
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CHAPTER THREE
REVIEW OF THE LITERATURE ON
SATISFACTION/PERFORMANCE RELATIONSHIP

3.1. Introduction

In the course of the previous chapter we have considered the basic theories
in which our investigation has its roots. This chapter identifies the major schools
of thought concerning the relationship between satisfaction and performance and
focuses attention on research bearing on the efficacy of each research.

In reviewing and evaluating the literature on job satisfaction/job
performance relationship, several directions of this relationship distinguish
between these two variables. Some studies suggest that satisfaction has a low
but consistent effect on performance; others, hold that performance causes, in
effect, satisfaction (i.e., performance influences satisfaction). The third group
of studies deny any causal or direct relationship between these two variables.
They rather maintain such a relationship which is mediated by a third variable.

These schools of thought will be the major subject in the following

sections, containing the relevant literature to the present study.

3.2. Job Satisfaction Causes Job Performance

Studies in human behavior indicate that well motivated people are happy,
active, cooperative, and productive at their work place. Poorly motivated people,
show unhappiness with their jobs, are more costly to the firm in terms of
unsatisfactory performance, and tend to show excessive turnover and
absenteeism. The concept that a person's satisfaction with his job will affect his
performance level rose in the Hawthorne studies era (sec Chapter 2). The belief

that happy workers will be productive workers is a very attractive concept and
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thus has been welcomed too readily.

A number of authors claim that satisfaction contributes to improve
performance. Many researchers assume that a positive correlation between these
two variables, means that satisfaction causes performance. Some researchers
‘have also over made this assumption in the absence of significant correiational
~ data. In the fifties, for example, Bernberg (1952) finds no relationship between
job satisfaction and job performance in a sample of one-thousand industrial
workers. Although he admitted that his findings failed to confirm his hypothesis,
he still asserts that satisfaction causes performance. Similarly, in the same year
Gadel and Kriedt (1952) claim that satisfaction led to performance even though
their study failed to show any relationship between these variables. Whereas,
Baxter and his associate (1953) report a significant positive correlation between
satisfaction and performance in a sample of two hundred life insurance agents.
Therefore, these authors conclude that greater satisfaction led to better
performance. Similar findings have accumulated in the literature in that era, but
the popularity of the belief that "Satisfaction causes Performance"” has declined
since the mid 1950s.

This decline is mainly due to the findings of Brayfield and Crockett (1955).
After reviewing more than fifty empirical studies, they concluded that there is
little evidence of any simple or appreciable relationship between employees’
attitudes and the effectiveness of their performance (Vroom, 1964:181). These
authors condemn the practice of applying "satisfaction causes performance"
beliefs in organizational settings. Brayfield and Crockett's analysis does not,
however, lead to a reassessment of the belief that happy workers will be
productive workers. Rather, it resulted in further attempts to support and
provide justification for this belief. Herzberg et al. (1959) support this school of
thought by developing "two factors theory" of motivation (theoretical
background has been discussed in the previous chapter). They examine studies in

which the effect of job attitudes on productivity has been measured. Their



findings indicated that in 54 percent of the reported surveys, high morale was
associated with high productivity. Although the correlation in many of these
studies was low; they concluded that there was "frequent evidence for the often
suggested opinion that positive job attitudes are favorable to increased
productivity"”.

The work of Herzberg and his associates has been questioned in several
studies considering the relationship between job satisfaction and job
performance. Earlier in Chapter 2, it has been mentioned that the theory itself
and the research have their supporters and opponents. For example, Schwab and
Cummings (1970) argue that Herzberg's work shows that
satisfaction/performance findings of the motivation to work are being over
interpreted in the same way as Roethlisberger and Dickson's findings (1939) in
management/work relationship. However, the authors have pointed out relevant
research strategies for the study of satisfaction/performance relationship. They
have encouraged investigations into the nature of moderator variables and also
proposed similar studies on the identification of specific conditions (i.e.,
potential moderators) under which performance and satisfaction may be related.

Vroom (1964: 184-185), in a review of twenty studies relating satisfaction
and performance conducted between 1949 and 1963, found correlations ranging
from -0.31 to 0.86, with a median correlation of 0.14. He concluded that the
relationship between job satisfaction and job performance was positive, but of a
low magnitude.

Another theoretical formulation of "satisfaction causes performance” view
has been provided by Organ (1977, 1978) in an interesting application of social
exchange theory. According to Organ, workers who have gained satisfaction
through receipt of valued rewards may feel compelled to reciprocate or repay the
organisation. He (1978: 514) suggested that the most likely form of

reciprocation would be high performance, thus completing an exchange sequence
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which would result in a "satisfaction causes performance” effect. The social
exchange theory has received some attention in the literature but it has not been
empirically tested (Organ, 1978; Lorenzi, 1978; Prestwich, 1980). Therefore, it
cannot yet be considered as a major development in satisfaction studies.

Another major theoretical position is also reflected in the existence of
satisfaction/performance relationship, but it is, in fact, the reversal of assumed
causal direction. Lawler and Porter (1967), -the principal proponents of this
position, claim that the relationship between these variables depends on the

status of moderator variables.
3.3. Moderator Variables

The major departures of this school depends on an intervening variable as a
moderator between job satisfaction and performance. This school emphasises
that moderating variables have influence on the relationship between satisfaction
and performance. It is important to note that a moderator variable does not
necessarily causally affect the other variables. Rather, it is associated with
differences in the relationship between these variables (Prestwich, 1980: 10).
That is, the relationship between satisfaction and performance changes as a
function of the moderator variables.

A number of studies have tested several potential moderators such as
pressure for production (Triandis, 1959; Ewen, 1973; Bhagat, 1982); degree of
job fit (Carlson, 1969; Dawis et alh.:,' 1968); occupational group (Doll &
Gunderson 1969; Centers & Bugental, 1966); Supervisory level (Slocum, 1971;
Stogdill, 1974; Tjosvold, 1984); self-esteem (Jacobs & Sol}omon, 1977;
Korman, 1967, 1970 1974; Inkson, 1978; Terborg ct al., 1980; Alder, 1980);
need for achievement (Steers, 1975); and job involvement (Baird, 1976;

Bigoness & Grigsby, 1979).



Triandis (1959) suggested a third variable as an intervening variable,
narﬁely "pressure for high production". This variable influences the direction of
satisfaction/performance relationship. He showed that pressure for production
might 'concomitanﬂy decrease satisfaction and increase productivity. He also
suggested that performance and satisfaction should be directly and most strongly -
linked under the imaginary conditions of nob pressure to performance (Bhagat,
1982). In an attempt to test the moderating influence of pressure, Ewen (1973)
collected data from a number of students at New york University and showed
that course pressure moderated the relationship between expected grade and
satisfaction with course. The results of this study provided modest support for
the Triandis hypothesis, although, as Ewen (1973) claimed, the study was not
designed to provide a complete test of Triandis hypothesis and, therefore, was
limited in scope.

Bhagat (1982) tried to support the moderator school by testing two
hypotheses derived from Triandis notion. In the first hypothesis, he assumed
that "organisational pressure for performance will be a strong situational
moderator of the job performance/satisfaction relationship”. In the second, he
hypothesized that "the degree of experienced time pressure could be a strong
situational moderator of the performance/satisfaction relationship”. Bhagat found
varying degrees of correlation with both performance (independent variable) and
job satisfaction (dependent variable). He concluded that under the condition of
high pressure to perform, there should be external justification for performance.
However, when pressure to perform is low, external justification for
performance would be limited. Another trend of this school of thought is the
model proposed by March and Simon (1958), namely "satisfaction and the
motivation to produce”. In this model both satisfaction and performance can
serve as dependent variables. March and Simon hypothesized that performance is

not necessary for satisfaction, while dissatisfaction is necessary but not a



sufficient condition for performance. It is necessary because dissatisfaction of
some sort is assumed to be required to activate the organism toward such
behavior. It lacks sufficiency, however, because a dissatisfied person may not
perceive performance leading to satisfaction or may perceive no performance as
leading to greater perZ:éi\;éd satisfaction. The authors, apparently focued
primarily on two motivational determinants of performance. They mainly
expected the value of rewards and aspiration levels. Schwab and Cummings
(1970) stated that "March and Simon model perhaps best bridges the theoretical
gap between the satisfaction/performance view of the human relationist and the
satisfaction-performance view".

Another modérator variable has been tested by Dawis et al., (1968) in an
attempt to develop a theoretical basis for this school of thought by using work
adjustment theory. According to this theory, satisfaction and performance are
linked through the variable "worker job-fit". When the worker and the job are
well matched, the worker will perform better and be more satisfied with his/her
work. A poor match, conversely, produces both dissatisfaction and low
performance. When either of these conditions holds, a positive relationship
between satisfaction and performance is hypothesized. Few researchers have
tested Dawis et al. proposition. Carlson (1969), for instance, in a study of 500
white-collar and blue-collar employees has offered some evidence. His findings
tend to substantiate the hypothesis that "job satisfaction will be correlated with
job performance in samples of workers whose ability levels correspond closely
to the ability levels required by their job".

Lawler and Porter (1967) achieved a popular study by carrying out a study
in which they establish their theory from the approach discussed previously
(i.e., satisfaction causes performance) by including rewards as an intervening
variable. They suggested that extrinsic rewards would be imperfectly related to

performance, and that intrinsic rewards should be very directly tied to
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performance. According to Lawler and Porter, the imperfect relationship between
rewards and performance and the moderating influence of perceived equity
would be expected to produce low but positive relationships between
performance and satisfaction. Cherrington et al. (1971) attempt to test the
rewards as moderator variables depend upon how workers perceived the
relationship between performance and rewards. They assume that when
performance/rewards expectancies are positive, workers would exert greater
effort and, consequently, perform better. Moreover, since satisfaction is
* determined by rewards, greater rewards under this condition are hypothesised to
result in higher satisfaction. Conversely, when performance/rewards
expectancies are negative, workers would exert little or no effort and would
perform poorly, but would still be highly satisfied as a result of high rewards.
The results of this study strongly supported the hypothesis that the subjects’
experiences moderate the satisfaction/performance relationship and are consistent
with the predictions of Lawler and Porter's (1968) model despite the fact that
the theoretical bases of their study differ from this model. An example for this
would be Porter and Lawler's model implies that, under expectancy rewards
conditions, performance causes satisfaction. This is because performance leads
to rewards which, in turn, cause satisfaction. Cherrington et al. (1971) clarify
that their theory implies no cause/effect relationship between performance and
satisfaction, instead, it stresses the performance/reinforcing as well as
satisfaction-increasing potential of contingent reinforces.

Another line concerned with job satisfaction/job performance relationship
has investigated the moderating effects of self-esteem on the correlation between
satisfaction and performance (e.g., Korman, 1966, 1967, 1970, 1974; Gavin,
1973; Greenhause & Badin, 1974; Jacobs & Solomon, 1977; Inkson, 1978;
Lopez, 1982; and others).

Korman (1970), For example, in his consistency model, which is derived

from Porter and Lawler expectancy model, hypothesises that job performance
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should predict job satisfaction only for "high self esteem” persdns, whereas job
satisfaction should predict job performance only for "low self esteem" persons.
He assumes that there are three sources of self esteem/chronic, task specific and
socially influences/determines a person level of ‘self perceived competence and
ability for the task at hand which, in turn, directly affects the level of job
performance. The implication of these assumptions indicates that "individuals of
high self esteem would find situations of internal contrbl (implying high
competence of themselves) as being more satisfying than situations of high
external control, whereas for individuals of low self-esteem, this would not be
the case". Gavin (1973) examined Korman's assumptions. Among his findings,
however, there is a weak support for Korman's model. Greenhaus & Badin
(1974) repeat the investigation among the three sources of self esteem (as
outlined by Korman) and job performance as well as the moderating effects of
task-specific self-esteem on the relationship between satisfaction and
performance. The outlets of the test indicates that workers with high self-esteem
exhibit stronger positive relationships between task linking and performance.
The suggestion was that self-esteem may play an important role in shaping task
performance and satisfaction. In the same way, Lopez (1982) examines the
relationship among the three sources of self-esteem. His findings support the
idea that self-esteem moderates the relationship between job satisfaction and job
| performance. The findings of Jacobs and Solomon's (1977) study, at three
different levels in a national corporation, indicate that self-esteem (along with
reward contingency) serves as a moderator variable. in the
satisfaction/performance relationship. Dipboye et al., (1978) also examine
Korman's prediction on the sample of scientists and engineers. Their findings
indicate that a person with high self-esteem would exhibit a significant positive
correlation between interest and intrinsic satisfaction, while low self-esteem

persons show no significant correlation. Inkson's (1978) study findings also



agreed with Korman's model; self-esteem is found to have a significant
moderating effect on correlation between intrinsic satisfaction and performance.
In short, the reason for the interest of searching self-esteem has been clarified
by Tharenou (1979). He stated that many studies suggest that low self-esteem
persons have certain characteristics which would seem to inhibit creativity,
performance, and the cffective interpersonal relations and conflict resolution at
work. Low self-esteem persons as compared to high and medium, are more
likely to "(a) exhibit anxiety, depression, and neurotic behaviors, (b) perform
. less effectively under stress and failure, (c) exhibit poorer social skills and less
sociability, (d) be more persuasible and conforming, (e) lack initiative and
assertiveness, and (f) have lower aspiration and expectation of success".

Another series of studies have examined job involvement as a moderator
variable. Researchers like Wood (1974), Baird (1976), Ivancevich (1979), and
Bigoness & Grigsby (1979) assume that the job involvement plays a moderator
role in job satisfaction/job performance relationship. Generally, all of them note
that the satisfaction/performance relationship depends upon workers' job
involvement.

Another trend of moderator variable stressed the importance of the
"supervisory style" and effect on subordinate satisfaction and performance.
Solcum (1971), Stogdill (1974), Gilmore, Beehr and Richter (1979) Tjosvold
(1984), and others found that subordinates feel open, want to work with, feel
attracted to, and are satisfied with the leader who communicates with them
warmly. The impact of these leaders reflects positive attitudes on the
subordinates' job performance depending on whether the leader is directive or
non-directive (Tjosvold, 1984). "A subordinate who dislikes his supervisor will
want to avoid him or persuade him to change his ways or file a grievance against
him or refuse to do favors for him or possibly quit the job altogether" (Locke,

1970). Stogdill (1974: 395) concluded that the most effective leader is the one



who provides high initiating structure and high consideration for subordinates.
Gilmore, Beehr & Richter (1979) confirmed that "manipulated leaders behaviors
caused significant differences in subordinates performance”.

Occupational group as a moderator of the satisfaction/performance
relationship has gained attention among researchers such as Centers & Bugental
(1966), Doll & Gunderson (1969).

Need for achievement and autonomy has gained great attention in many
eminent studies as a moderator variable (e.g., Steers, 1975; Stone, Mowday &
Porter, 1977; Morris & Snyder, 1979; Johnson & Stinson, 1975; Farh & Scott,
1983; and others). Steers (1975), for example, hypothesizes that the need for
achievement has an important effect on the relatiohéhip between satisfaction and
performance. His study reports a significant relation for both
performance/satisfaction relations for high need achievement. He concludes that
people "high need achievement will tend to place a higher valence on the
attainment of their performance objectives than will low need achievement
people". Whereas, no significant relation was found for low need achievement
people. Morris and Snyder (1979) examine the moderating influences on need
autonomy and need achievement as well as on role perception/outcome
relationship.Their findings, however, provide little support for the general
proposition of the study. .

Other moderator variables include organisational control systems (Tucotte,
1974), cultural socialization processes (Orpen 1974, 1978) and organisational
structure (Ivancevich & Donnelly, 1975) in addition to many other variables
which have been tested as moderator variables between job satisfaction and job
performance. As a result, the satisfaction/moderator/performance school has
improved the quality of satisfaction/performance research. Compared with
"satisfaction causes performance" school, moderator variable school;

consequently, it has generated an unsystematic pattern of empirical findings.
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More important mentioning, moderator variable studies have failed to
demonstrate that satisfaction and performance are not causally related. These
deficiencies have resulted in the‘de-velopment of a third approach which, in
contrast with the "satisfaction causes performance" and "moderator variable"

approaches, has been primarily theoretical.
3.4. Mutual Causality

The performance/satisfaction approach represents an important departure
from earlier views about the relationship between these two variables. Later on,
moderator school focused on the complexity of the relationship using various
intervening variables to account for frequently ambiguous findings of empirical
studies. The third school, while it retains the idea of intervening variables,
stresses the importance of variations in effort and performance as causes of
variations in job satisfaction (Schwab & Cummings 1970). The development of
the third school which bears that satisfaction and performance are mutually-‘v
causal variables, whereas performance is a stronger cause of a satisfaction than
satisfaction of performance. Many theorists and practitioners have contributed
for developing and discussing this school (e.g., Herzberg et al., 1959; Vroom
1964; Porter and Lawler, 1967, 1968; Locke, 1967, 1970, 1976; Hackman &
Lawler, 1971; Sutermeister, 1971; Lawler, 1969, 1970, 1973; Slocum, 1970,
1971; Wanous, 1974; Sheridan & Slocum, 1975, 1977; Locke & Henne, 1986;
and others).

The first explicit theoretical framework has been developed by Vroom
(1964) in his Valence-Instrumentality Theory, when he views that "performance
causes satisfaction"”, where the effect is relatively direct while the "satisfaction
causes performance" effect is viewed as indirect. Locke (1969, 1970) has also
proposed a conceptual model which predicts that "performance causes
satisfaction”. He suggests that satisfaction is primarily a result of performance

and only indirectly a cause of performance. The strength of this relationship, he



says, "depends on the degree of which performance entails or leads to the
attainment of the individuals' important job values" (1970: 485). Porter and
Lawler (1967) have also presented a major theoretical contribution in this
school. It is worthwhile discussing this theory in more detail, because Porter
and Lawler create an attempt to integrate theories of motivation, job satisfaction
and job performance. Their model is, in fact, based on the following
assumptions (Lawler, 1973: 49):

1. People have performance among the various outcomes that are potentially
available to them.

2. People have expectancies about the likelihood that an action (effort) on
their part will lead to the intended behavior or performance.

3. People have expectancies (instrumentation) about the likelihood that
certain outcomes will follow their behavior.

4. In any situation, the action a person chooses to take is determined by the
expectancies and the preferences the person has at the time. This model is
designed to relate effort, performance, satisfaction in a circular pattern as in
Figure (3-1). This figure shows that the most direct linkage has got performance
as the causal and satisfaction as the dependent variable. The relationship is
moderated by the rewards (Extrinsic and Intrinsic rewards) and the perceived
equity of the rewards. When performance leads to rewards which are seen by
the individuals as equitable, it is hypothesised that high satisfaction will result
(Schwab & Cummings, 1970). That is, efforts and rewards are integrated
together to produce performance, and once performance is achieved, satisfaction
is assumed to be the result. These variables are included and they have an impact
on these constructs and the relationship between them. The value of rewards is
one of these variables which has been defined "to how attractive or desirable is a
potential outcome of an individual's behavior in the work situation" (Porter &

Lawler, 1968: 18). This variable is included to account for individuals’



differences in what is desired by the worker from the job. This aspect is worth
considering because it is the mediating variable in a satisfaction and performance
feedback loop. This loop indicates that satisfaction which results from received
rewards will affect the values attached to subsequent rewards. For example,
receipt of sum rewards, such as pay, could reduce the need for additional pay

decreasing, as such, its value (Belcher, 1974).
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Figure (3-1) The Porter-Lawler Model

Source: Porter & Lawler, 1968:17

Satisfaction resulting from other rewards could generate an opposite cycle, as
might be the case with feelings of achievement, where initial achievement
increases the value placed on future achievement (Sutermeister, 1971; Greene,
1972; Greene & Craft, 1977). The second feedback loop indicates that actual
performance/reward contingencies affect performance/rewérds probabilities.
Porter and Lawler (1968: 39) stated that this loop is important from a theoretical

point of view "because of the failure of most expectancy theories to deal with



past learning". This loop implies that the way in which an organisation rewards
an employee following his performance will affect his perception of the linkage
of rewards to performance, which will in turn, afféct his expectancies. That
effort, of course, leads to rewards. Porter and Lawler's model utilizes past
learning experiences as a factor in determining expectancies about the future.
Their model appears superior to alternative models for several reasons: First, it
is more clearly stated than other models and applies variables which have been
used in many previous empirical research. Second, Porter and Lawler have
presented evidence indicating general support for their models' prediction
(Lawler, 1968). Third, the model provides a theoretical framework within which
the findings of previous "satisfaction/Performance” studies may be interpreted.
All in all, Porter and Lawler's model creates a fruitful area of thinking and
practicing in the third school of thought.

Sheridan & Slocum (1975) conduct a study similar to Porter & Lawler.
They use crossed-lagged correlational design, and they found out that job
satisfaction is the result of prior job performance for managers. A global
satisfaction variable is used despite the inclusion of intrinsic and extrinsic
components in the satisfaction measure. For workers in low position levels, the
findings indicate that need definitely provided the push for the future job
performance. Siegal & Bowen (1971) examined the causal effect between
satisfaction and performance in a classroom environment. They found that
students' performance caused satisfaction. However, these researchers measured
satisfaction and performance rather than tasks. It is difficult as such, to compare
their findings to other studies. Cherrington et al.,, (1971) also in a laboratory
experiment, find that rewards are contingent on performance and satisfaction /
performance are positively related when rewards are determined randomly to
high performers and low performers. Whereas, performance and satisfaction are

unrelated negatively and correlation is obtained when low performance is
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rewarded and high performance is not. Other researchers such as Schuster,
Clark, & Rogers (1971) derive two hypotheses from Porter and Lawler's model.
The first hypothesis is "the more employees believe that performance factors
influence pay, the harder they will work to improve their performance”, and the
second is "Individual when see pay as a satisfier will try to perform more
satisfactory"”. These hypotheses are confirmed in an environment where the pay-
performance relationship is probably stronger than the case in organisations used
by Porter and Lawler. Schusster et al., conclude that effort is important
primarily because it is believed to result in performance. The individual first
sees that this performance will lead him to the desired reward. Since he feels that
effort expended leads to performance, he will, then, exert effort which, if role
perceptions are accurate, will result in the performance that will attain for him
the desired reward of pay.

The findings of Wanous (1974) add a clear picture to the causal-
correlational field study by comparing the strength of both causal relationships.
His findings indicated that performance causes intrinsic satisfaction, and
extrinsic satisfaction causes performance. However, Feldman (1975) comments
on Wanous findings and states that he does not attempt to correct the cross-
lagged correlations for changes in measurement reliability over time.
vFurthermore, Wanous also did not rule out alternative explanations for the result
(Ivancevich, 1979). |

Baird (1976) presents an interesting idea that task stimulation can improve
our standing of the performance/satisfaction relationship. In a study of 214
employees examined the relationship between satisfaction and performance. He
hypothesised that on stimulating jobs, satisfaction would be positively related to
performance. Analysis of variance an correlational analyéis revealed that the
relationships between performance and satisfaction were exactly opposite to
those hypothesised. Therefore Baird study did not address the issue of causal

inference; it relied only on static correlational analysis to draw conclusions.
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Kesselman et al., (1974) compared the relationship between satisfaction and
performance in two separate groups. The first groﬁp works under a merit reward
system while the second group is rewarded on the basis of seniority. The
findings show that performance/satisfaction are more closely related under the
merit system than under seniority system.

Sutermeister (1971) investigated the relationship between satisfaction and
performance in terms of a series of cycles. This author mentions that Porter and
Lawler do not collect data to predict how "changes in level of need satisfaction
affect the further values of certain rewards"”, and builds his framework on this
major point to describe the degree of satisfaction at the end of one performance-
satisfaction cycle. Sutermeister noticed that individual's position in his life style
or cycle (climber, coserver, slider) will affect and determine the level of
aspiration to the person raised. The value of the reward and perceived
effort/reward probability appears satisfactory to- him. However, he will be
motivated to improve his effort and performance in the new cycle. If the level of
aspiration remains the same and the value of reward and perceived of
effort/reward probability remains the same, he will be motivated to continue his
previous level of effort in the new cycle. If his level of aspiration is lowered, he
will reduce his effort in the new cycle, regardless of the value of reward and
perceived effort-reward probability. Based on this explanation, Sutermeister
proposes his cyclical model for the relationship between satisfaction and

performance as shown in Figure (3-2).
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Finally, from previous studies and the third school of thought which is well
summerised in the major studies done by Porter and Lawler, Locke, and
Sutermeister, one can conclude that the linkage between satisfaction and
performance runs from performance to satisfaction and they are in agreement that
satisfaction and performance are mutually-causal variables, but performance is a

much stronger cause of satisfaction than satisfaction is of performance.

3.5. Current Status of the Controversy

The previous literature indicates that three different approaches have been
developed to explain the relationship between satisfaction and performance. The
precise nature of the relationship now remains unclear although it seems to be

complex (Jacobs & Soloman, 1977; Gruneberg, 1979; Petty, Mcgee &



Cavender, 1984; Freedman & Phillips, 1985). Consequently, more recent studies
have focused on specific conditions under which these two variables relate
(Inkson, 1978; Fisher, 1980; Abdel-Halim, 1980). Empirical support for each of
the theoretical positions to the three schools of thought have been weak, casting
doubt on their correctness.

As regards the first school, which considers performance as a function of
satisfaction, Steers (1981: 309) stated that "the fact that workers are satisfied
does not mean they will necessarily produce more, only that they are satisfied".
Recent research indicates that this approach has acquired little empirical support.

The second school has improved upon satisfaction-performance relationship
research by accounting for the moderating influences of intervening variables.
This school has generated an unsystematic pattern of empirical findings.
Besides, the studies related to this school have failed to demonstrate that
satisfaction and performance are not causally related. Moreover, Fisher (1980)
mentioned that the relationship may be sufficient to warrant further study.

The third school views that satisfaction and performance are mutually-
causal variables with performance as the stronger causal factor. This approach
has been more accepted among recent researchers than other approaches. Such
research include Fisher's theoretical efforts (1980) and empiriéal studies of
Bhagat (1982) and Lopez (1982), which discredit the earlier belief "Satisfaction
causes Performance". Despite the arguments for this relationship, Steers (1981:
310) states that "there is no compelling argument that performance must -
necessarily cause satisfaction, particularly if performance goes unrewarded”.
Also Petty et al. (1984), by using Meta-Analysis, find that individuals'
satisfaction and job performance are positively correlated. They interpret these
findings in terms of "performance causes satisfaction", even though "satisfaction
is unlikely to lead to higher performance, dissatisfaction could result in lower

performance” (Locke & Henne, 1986: 22).
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It appears from the preceding that none of the three schools, in their
theoretical position, has received resounding empirical support yet, "the
relationship offers sufficient intuitive appeal and practical importance to remain
of interest” (Petty et al., 1984). Meanwhile, Schwab & Cummings (1970) after
reviewing the literature related to this relationship, are disappointed in the
empirical results. However, they suggest some research strategies for studying
the relationship and more consideration of the directionality of this linkage. They
encourage investigations into the nature of potential moderator variables of the
relationship. In short, Locke & Henne, 1986), in their recent review of the work

motivation theories, suggest that

much more research needs to be done, however, on the extent to which
workers actually behave in a manner which would allow for (1) the
systematic categorization of behavior, and (2) the prediction of

behavioral categories from job attitudes measures.

3.6. The role of Intrinsic and Extrinsic Rewards

Numerous studies have been carried out on whether or not individuals are
satisfied with the rewards they receive. These studies indicate that satisfaction is
a complex reaction to situation and is influenced by a number of factors. Lawler
in fact (1981: 12-15) summarizes the types of these researches in four
conclusions:

1. Satisfaction with rewards is a function of how much is received and
how much the individual feels should be received (Adams, 1965; Lawler, 1971;
Locke, 1976). |

2. People's feelings of satisfaction are influenced by comparison with what
happens to others (Patchen, 1961; Lawler, 1966; Porter e’t al., 1975).

3. People often misperceive the reward of others (Lawler, 1972, 1977).

4. Overall job satisfaction is influenced by how satisfied employees are

with both extrinsic and intrinsic rewards they receive from their job (Vroom,
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1964; Lawler, 1971; Quinn & Staines, 1979).

The importance of the rewards to the employees has been the focal point of
a great deal of controversy. One group of writers believe that money is the issue,
while another group think that interesting work is the most important (Lawler,
1981: 23). People differ substantially as to what is important to them. Some
people, because of their background and present situation, value extrinsic
rewards more than other groups, whereas for other people the value of the
interesting job (intrinsic rewards) matters more highly to them. That is, because
of the different personal and background characteristics.

In the following sections the researcher will display theoretical controversy
role of extrinsic and intrinsic rewards in the job satisfaction and performance.
The focus will be on its importance to the subjects of this study. This is to shed
light on reward and its effect on employees' attitudes and, in turn, its influence

on their productivity.
3.6.1. The Role of Extrinsic Rewards

Extrinsic rewards are "external to the job, but in the context of the job"
(Greene & Craft, 1977: 195). These rewards are bestowed to the person from
others, such as, the supervisor, other persons, or organisation, and generally
relate to the satisfaction of the lower level of needs (i.e., pay, promotion,
fringe benefits, working conditions, etc.). The giving and deducting of these
rewards has an enormous influence on motivation and satisfaction, as shown by
a sum of studies in this area (Lawler, 1973: 112). The amount of influence a
particular extrinsic reward can be determined by how important it is to the
person. Studies such as Herzberg et al., (1959) conclude that extrinsic rewards
like promotion and interpersonal relationships are high in importance. Lawler
also reviews a number of studies, and find that pay is ranked closer to third on a

scale of importance.



Research on reward importance suggests that promotion and pay are the two
most important extrinsic rewards that most organisations have to offer.
However, research also suggests that there are large individual differences in
the degree to which these rewards are valued. This could be the first in
importance for an individual because it satisfies his strong need for security, for
another individual, it might be the first because it satisfies his need for esteem.
However, pay and promotion for other individual might still be the last in
importance, because they cannot satisfy his strong social needs (Lawler, 1973:
113).

A great deal of research has been done in marketing management and
researchers have achieved a number of studies regarding the importance of the
extrinsic rewards. In a study by Darmon (1974) concerning, "saleman'’s response
to financial incentives", the findings indicate that salesman determine the level of
income they desire, and they adjust their level of effort to achieve this chosen
figure. In the same time Walker, Churchill and Ford (1977), after assessing the
available researcﬁ on compensation and incentive plans, conclude that most of
the work is based on two assumptions. The first is that monetary rewards are the
primary motivator. Second, the pay package is the basic motivator with other
financial incentives performing a lesser role.

The amount of monetary compensation a worker receives, and its
relationship to the importance of, and satisfaction with, pay is an aspect of
extrinsic rewards that is receiving increasing attention. Lawler (1971) concludes
that there is a negative relationship between workers valence for pay and their
satisfaction with it. A positive relationship is indicated between pay level and
satisfaction, with a negative relationship between pay level and valence. Lawler
(1981) states several positive aspects derived from an employee's pay and other
extrinsic rewards on the job performance of that individual regarding recruiting,

achievement-oriented individuals are more likely to be attracted to organisations



that utilise a contingent reward system.

From an equity perspective, employees who perform greater, expect to
obtain higher reward levels than low performance employees. Failure to provide
larger rewards to more productive employees may cost the organisation these
valued employees. Under non-contingent reward systems, leaving becomes
attractive to higher performance; while individuals with output levels below the
norm remain on the job. A final benefit for contingent rewards is an indication
that workers are more satisfied with their pay when they see it as being tied to
their performance. For example, in a laboratory experiment, Cherrington et al.,
(1971) find that when rewards are contingent on performance, performance and
satisfaction are positively related. When the rewards are given randomly to high
performers and low performers, performance and satisfaction become unrelated.
Negative correlations are obtained when low performers are rewarded and high
performers are not. These findings indicate for organisations using a contingent
rewards system, the potential existence of a feedback loop from extrinsic
satisfaction to performance. Other experiments have shown higher levels of
performance by subjects who are told that their earnings are contingent on the
effectiveness of their performance (Atkinson, 1958). Kesselman, et al., (1974)
also examine the relationship between job satisfaction and performance under
contingent and non-contingent reward systems. They find that in the performance
contingent sample, significant relations between performance and satisfaction
with work itself, pay, and promotions, while in the non-contingent sample
(seniority), performance also relates strongly to satisfaction with an
‘ interpersonal factor (i.e., supervisor and co-worker) than the case of
contingency sample.

A number of studies have indicated that extrinsic rewards will motivate the
performance, particularly these studies which have shown that tying pay to

performance does increase motivation. But another case study has documented
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the negative side effects of trying promotion to performance, which include lack
of cooperation among peers competing for the same promotion, tying to make
their own performance look better than it actually is" (Lawler,r 1973: 121).

Based on the former discussion in literature regarding the role of extrinsic
rewards, one might ask a question: whether or not the role of extrinsic rewards
as motivator is appropriate? Certainly, the area is an important one for future
investigation if pay, promotion, and other extrinsic rewards are truly incentives,
or if they play a different, but still an important role. This case will be the
subject of greater consideration in this study in an effort to find a sound answer

to its raised questions.

3.7.2. The Role Of Intrinsic Rewards

Intrinsic rewards refer to desirable outcomes of a person which is provided
by hirﬁself as a result of having some thing worthwhile (Lawler & Porter, 1967).
These rewards satisfy high order needs, such as need for achievement, growth,
responsibility, and recognition. Such needs have been considered as the essential
key to push approximately all individuals towards the work. Earlier
investigations (Morse & Weiss, 1955) have shown that 80% of all employees
would continue to work even if they could live comfortably without their
financial rewards from employment. A recent study by Vecchio (1980)
determines if the drive and desire to work are still alive? The findings indicate
that over 72% of the workers would still remain on the job. Thus the activity of
working is still important enough to keep nearly three out of four workers on the
job.

Peters and Waterman (1982: 72) in their book In Search of Excellence,
evaluated the importance of intrinsic rewards in the following illustration,
"...the larger context of high performance, we believe, is in motivation". The

results of their research indicate that excellent companies have focused on the
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intrinsic motivation of the workers. They also report from their interviews,
another important need to the workers: the need of the individuals to control
their own destiny, known as autonorhy, accordingly this need will cause
employees to continue the task of their job. Intrinsic motivation refers to
motivation to perform a task or activity when no apparent reward is received
except the one directly involved with itself (White, 1959). These rewards have
been the focal point of a great deal of controversy from social and industrial
psychologists’' points of view.

In the s_ocial psychology, much of the current conceptual work in
motivation is included in the 1970s work of Deci (1971, 1975; Deci et al., 1974;
Deci & Ryan, 1980) in his "Cognitive Evaluation Theory". In a Cognitive
Evaluation Theory Deci explains the change in the intrinsic motivation. It

concentrates on a person's perception of why he is doing the activity.

When the person is 'intrinsically motivated', the perceived locus of
causality of that behavior within himself. He is doing it because it
provides him with the same sort of internal satisfaction. However, when
an individual receives extrinsic reward such as money, for task behavior,

he comes to perceive that he is doing it for the money.

What is important here is that, according to Deci, providing an extrinsic
reward on an intrinsically satisfying task leads to a shift from internal to external
locus of causality (Steers & Porter, 1979: 250). Later on, thié theory has been
developed. Deci (1975: 131) suggests that intrinsically motivated behavior that
allows a person to feel competent and self deternﬁning. Rewards push people,
they are competent or self-determining, tend to increase their intrinsic motivation
to perform. But the rewards that persuade people that they are not competent or
self-determining tend to decrease intrinsic motivation. Deci's notions are
important from the aspect of both theory and application and have, in fact,
encouraged a rather large number of empirical studies into their validity, as well

as, the search for the mutual relationship between extrinsic and intrinsic



motivation and what affects job attitude and task performance. Generally
speaking, these studies reveal that the relationship between intrinsic motivation
and extrinsic rewards are much more complicated than Deci has assumed
(Thierry &Koopman-Iwema, 1984: 141). Researchers like Calder & Staw,
(1975); Kruglanski et al., (1975); Prichard et al., (1977); and Daniel & Esser,
(1980) all examine Deci's theory. Calder & Staw (1975) prove that although
monetary rewards tend to decrease intrinsic motivation on interesting tasks,
rewards may actually increase intrinsic motivation on a boring task, while
Kruglanski et al., (1975) find that if the reward is perceived as an integral part
of the work itself, the reward may lead to an increase in one's intrinsic
motivation. |

When the negative effects of a change in one's locus of causality are

minimal (as in a task of low initial interest) or prevented (as in a task in

which the reward is integral), the major effect of rewards is to associate

pleasant affect (a roused by the reward) with the task, thereby increasing

the attractiveness of the task (Daniel & Esser, 1980).

Pritchard et al., (1977) in their study strongly support Deci's hypothesis
that extrinsic reward makes contingency on performance decrease intrinsic
motivation. Daniel & Esser (1980) comment, after reviewing the literature related
to Deci's efforts, that recent findings seems to be breaking down the traditional
belief that external and internal rewards act on intrinsic motivation in an additive
fashion. In fact, evidence seem to indicate that contingent extrinsic rewards
cause a decrease in intrinsic motivation. It appears from various studies that
intrinsic and extrinsic motivation may indeed be mutually reinforcing, this,
consequently increases intrinsic motivation, While others disproved the relation
between extrinsic and intrinsic motivation (Thierry & Koopman-Iwema, 1984:
141). In spite of this support, criticism have been expressed against Deci's

theory, like Calder and Staw who blame Deci for using the piece rate in one
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condition that could result in increased performance for the pay group, and also
criticises the use of the free-time behavior as the only measure of intrinsic
motivation. Whereas, Carver & Scheier (1981: 141) (in Thierry & Koopman-

Iwema, 1984) argue that,

reinforcement concept has two components, informative and rewarding
component. The informative is often underestimated by psychologists.
Thus, if the attention is paid to the information transmitted, the result
will show that an extrinsic reward provides some knowledge as to the
outcomes so far. Then "if the individual believes that his goal has not
yet béen reached, he will continue to achieve it. If, however, the
information make evident that the goal has been achieved, the individual
will no longer exert himself. He may then regard the reward as the
motive for his efforts, and concluded from that, that the task is not really
interesting. Yet the intrinsic reward may just as well increase his
intrinsic motivation, especially if it informs him that others find him
competent, doing a good job, etc. Thus the individual may be incited to

continue his activities.

In the industrial psychology the clearest example of the intrinsic motivation
can seen in "Job Enrichment" efforts. The main argument is that providing more
challenging tasks will increase one's intrinsic desire to perform (Steers &
Porter, 1979: 249). One of the earliest efforts in this area is achieved by
Fredreck Herzberg (1968). He proposes that job enrichment is the vehicle by
which individuals could be motivated to do high quality work, and that job
enrichment would lead to increase satisfaction on the part of the employees. The
main principles of the earlier research in this area is to make the work "more
challenging”. Distinctions are made between increasing challenge (job
ehﬂchmem) and increasing diversity (job enlargement) (Landy & Trimbo, 1980:
500).

After the attack on "Two Factor Theory" (1959), Herzberg (1968) explained

the basic need of man and the need to satisfy the desire for growth. He states



i

two sets of psychological needs: the constant need for crucial stimulation and the
need for the psychological growth, the latter has six characteristics, three in a
cognitive category and three in motivational category as follows (as cited by
Buchanan, 1979: 39): Cognitive characteristics: (1) Knowing more, (2) acquiring
relationships in knowledge, and (3) creativity. Motivational characteristics: (1)
effectiveness in ambiguity, (2) Individuation and (3) real growth (perception of
reality, self perception). Buchanan (1979:43) summarized Herzberg efforts in

job enrichment as in Figure (3-3):

JOB ENRICHMENT —{ JOB SATISFACTION PSYCHOLOGICAL GROWTH
Vertical job loading principles: AND MOTIVATION Cognitive Growth Needs :
Motivator Factors

A Remove controls
B Increase accountability

1 Knowing more
2 Acquiring relationships

1 Achievement

2 Recognition

3 responsibility

4 Advancement

5 Growth in competence
6 Work itself

in knowledge
3 Responsibility
Motivational Growth Needs:
4 Effectiveness in ambiguity
5 Individuation
6 Real growth

C Create natural work units

D Grant additional authority

E Provide direct feedback

F Introduce new tasks

G Allocate a special assignments

y

IMPROVED JOB
PERFORMANCE]

Figure (3-3) Herzberg and Job Enrichment

Source: Buchanan (1979)

Herzberg (1968) concludes that job enrichment will not be a one-time
proposition, but a continuous management function. The initial changes,
however, should last for a very long period of time for a number of reasons:

1. The changes should bring the job up to the level of challenge
commensurate with skill that is hired.

2. Those who have still more ability eventually will be able to demonstrate

it better and win promotion to higher level jobs.
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3. The very nature of motivators, as opposed to hygiene factors, is that
they have a much longer-term effect on employee's attitude. Perhaps the job will
have to be enriched again, but this will not occur frequently as the need for
hygiene. Obviously, Job Enrichment redesigned jobs by incorporating the
opportunities to fulfill higher level needs (intrinsic motivation) (Newport, 1976:
184). It also gave employees more responsibility, and allowed them to do the job
freely as if it is their own job. The primary concern of job enrichment is to
introduce satisfiers into the work in order to make the task as personally
meaningful and rewarding as possible. The reinforcement of an employee's
evaluation of intrinsic aspects of the job through job enrichment has been an
important field of the study for researchers and academician alike. Lawler (1973:

152) stresses that

any studies have attempted to measure the effect of job enrichment
programmes. Almost without exception, these studies showed that some
positive gains are derived when jobs are enriched. In most cases,

productivity is higher after enrichment.

A review of the literature by the same author in 1969 reveals that in six out of
ten studies, productivity increases after the job is benriched, and in all ten
studies, job enrichment led to higher work quality. Despite these encouraging
results, the long-term benefits from job enrichment have never been a field of
inquiry.

Oldham and Hackman (1980: 249) propose that the reason for the generally
poor long-term results from attempts to enhance intrinsic rewards. Levels lie in
the implementation phase. Organisations have failed to make substantial changes
in organisational structure; even when this is a key area for modification. The
changes which are implemented many times are "safe, feasible, inexpensive, and
ineffectual”. Adjustments of the type result in job enlargement as opposed to job

enrichment. Herzberg (1968) distinguishes between job enrichment and job
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enlargement as follows: "Job enrichment provides the opportunty for the
employees' psychological growth, while job enlargement merely makes the job
structurally bigger".

The long-term success of job enrichment efforts have been binded by
organisations making employees do more work rather than making the work they
do more meaningful. Another failure with attempts to enrich jobs on intrinsic
dimensions is the mistaken treatment of job enrichment as a panacea for all
organisations.

Locke (1975) classifies two individual components affecting employees'
reactions to expansion in jobs: Cognitive complexity and higher order need
strength. According to this classification, Oldham & Hackman (1980) conclude

that

there are employees for whom job enrichment is ineffective, and in fact
its utilization can be determental to their performance level. Employees
with a weak drive for high level needs may respond negatively to efforts
directed at increasing their job responsibility and providing opportunities

for personal growth and accomplishment.

Locke et al (1976) state the following limitations which hampered job
enrichment in practices:

1.The technology. There are trade-offs between making the work varied and
interesting and making it efficient.

2.The improper implementation. Sirota & Wolfson (1972) have argued that
without such factors as careful diagnosis, proper training advance planning, and
upper management commitments, job enrichment is likely to fail.

3.The type of employees involved. A number of studies have found that
none middle-class, blue-collar, employees from urban and industrial
backgrounds who work in large organisations are more likely to value "hygiene"

factors (e.g., pay, promotion, benefits, etc.) in their job and less likely to value



"motivator" factors (e.g., achievement, interesting work, etc.) than employees
with the opposite background (Locke, 1976).

White (1978) (in Cherrington & England, 1980) strongly attacks job
enrichment approach in his review of 29 empirical investigations of individual
differences. He concludes that there is no substantial evidence showing that the
type of individual moderated the effects of job enrichment because the results are
inconsistent and subsequent studies failed to replicate the results of earlier
studies. White called for an end to this line of research "Why continue" (p: 278).
However, Cherrington & England (1980) disagreed with White's invitation,
because replication of the approach in other cultures have demonstrated
significant moderating effects of the job enrichment/job satisfaction relationship.
Orpen (1976), for example, found épositive association between job enrichment
and job satisfaction in South Africa. Anyhow, there are frequent studies of
prodigious success. Job enrichment seems to increase satisfaction, decrease
absenteeism and turnover, increase motivation, and improve the quantity and
quality of performance. (Landy & Trimbo, 1980: 500; L.ocke et al., 1976).
Furthermore, Steers & Porter (1979: 395) state that probably Herzberg's efforts
deserve a good deal of credit for acting as a stimulus to other researchers who
have advocated alternative theories of work motivation. A number of researches,
articles have been created as a result of the so-called "Herzberg controversy".
Some findings of these studies have been highly encouraging of Herzberg
position, while others criticize his efforts as have been mentioned earlier in this
chapter.

Finally and according to what have been noted from the previous
arguments in this section, both extrinsic and intrinsic rewards can have
important effects on a person's satisfaction and performance. Extrinsic rewards,
may direct and a control a person activity on a task and create an important

source of satisfaction. Besides, it can motivate task-related behavior and bring
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satisfaction. However, the joint effect of intrinsic and extrinsic rewards may be
quite complex (Steers & Porter, 1979: 265). The complexity of the joint effect
"not only may intrinsic and extrinsic factors not be additive in their overall effect
on motivation and satisfaction, but the interaction of intrinsic and extrinsic
factors may under some conditions be positive and other conditions negative.
Understanding the role of extrinsic and intrinsic rewards and its effect on job
satisfaction and performance is so important to manage and achieve the

organisational requirements and human goals through manipulating the rewards.
3.7. Summary and Conclusion

The discussion in this chapter provided an overview of the literature in job
satisfaction/job performance relationship and its relevance to this study. This has
been achieved through the focus of numerous studies for many decades. These
studies indicate that there are different approaches that have been developed to
explain this controversial relationship. The first approach, appeared due to the
early belief that "satisfaction causes performance”. It was believed that an
effective management strategy is to improve those factors that affect job
satisfaction. The net results would be increased level of performance.
Unfortunately, the majority of research in this school has used correlational
methodologies that were incapable of assessing causal relationships. Many
researchers have apparently assumed that a positive correlation between these
variables means that satisfaction causes performance, and some researchers have
even made this assumption in the absence of significant correlational data.
Therefore, this approach (school) has not been supported by empirical research.
The second approach accounts for "the moderating influences of additional
variables". The result of these researches provided evidence to support the
position that other factors (moderating variables) have influence on the

relationship between job satisfaction and performance. So this relationship
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changes as a function of the moderator variables such as supervisory style, _
occupational level, need for achievement, etc. However, this approach has not
developed a theoretical groundwork and may even be regarded as a
methodological variant on earlier work. The most recent approach has focused on
specific conditions under which these two variables relate. This approach views
satisfaction and performance as "mutual-causal variables", and the performance
is the stronger causal factor. This approach is predominantly theoretical and
reséarch testing it propositions has appeared recently only in the professional
literatures.

Despite these efforts, in recent studies, the controversy still remains. The
interest of implication this crucial relationship issue in management in general
and in the present study in particular, stems from the fact that the employees'
performance level is perceived to influence the' level of satisfaction and vice
versa through internally and externally mediated variables. Employees'
characteristics, job characteristics, supervisory style, and perceived rewards
might have an influence on the employees' satisfaction and performance. This is
to shed light on the research questions of this study and to seek a way in which

satisfaction and performance can be improved in warehousing settings.



CHAPTER FOUR
RESEARCH METHODS AND PROCEDURES

4.1. Introduction

The purpose of this chapter is to provide a description of how this study
was carried out. It deals with: (1) research design; (2) population and sample of
employees who took part; (3) criterion instruments; (4) the way in which data

was collected; and (5) the statistical techniques for data analysis.
4.2. Research Design

Research design is "the plan, structure, and strategy of investigation
conceived’so as to obtain answers to research questions and to control variance"
(Kerlinger, 1981: 300). Therefore, research design is the programme that guides
the investigator in the’ process of collecting, analysing and interpreting
information regarding a special phenoihenon. In accordance with this, it is
necessary to deal with the key design differences briefly to understand the
reason behind choices and practicalities of the design of this study. This is
because "all professionals social scientists have acknowledged research design
includes an imaginative, creative, innovative element that cannot be taught or
planned” (Hakim, 1987: 13). However, the major types of research design are:

(i) Experimental Design.

(ii) Quasi-experimental Design.

(iii) Non-experimental Design.

Understanding the basic principles and major advantages and drawbacks of

each approach is necessary to select the methodology which best suits the

purpose of this study.



4.2.1. Experimental Design

Experimental designs are those that allow for manipulation of a study's
independent variables and subsequent assessment of the impact, if any, such
manipulation have had on the study's dependent variables (Stone, 1978: 92).

Experimental designs are a widely accepted research process in uncovering
causal relationships among variables (in the physical & natural sciences as they
are applied in business). In such experiments control and randomization,
potential confounding effects can be removed from the study. They are
conclusive because they invblve principles and control randomization and
comparison.

Stone (1978: 119) points out the major advantages of this design:

(1) Measurement is generally more precise than with other research
strategies, because it takes place under highly controlled conditions.

(2) Causality can be inferred from the results of a laboratory experiment
since internal threats to internal validity can be reduced or eliminated through
the use of control groups.

(3) The independent vaﬁables can be precisely and unambiguously defined
by the experimenter through the manipulation used to produce them.

(4) Experimental studies (l1ab) can be replicated.

But experimental design has its limitation (Stone, 1978: 119):

(1) The generality (i.e., external validity) of results produced may be
limited.

(2) Some phenomena cannot be studied in the laboratory, (e.g., attitudes
and behaviour).

(3) A number of variables cannot be manipulated by experiments, (e.g.,
age, sex, race, intelligence, etc.).

(4) There are ethical and moral concerns with the manipulations associated



with some experiments (i.e., subjects may experience psychological and/or
physical pain).

(5) Laboratory setting may lack realism (i.e., a high degree of
correspondence between a laboratory setting and naturally occurring
phenomena).

The above barriers are especially true for the environment in which the
present study was conducted. Consequently, the value of the experimental design

is limited for the purposes of this study.
4.2.2, Quasi-Experimental Design

Quasi-experimental refers to "empirical inquiry in which the scientist does
not have direct control of dependent variables because their manifestations have
already occurred or because they are inherently not manipulatable. Inferences
about relations among variables are made, without direct intervention, from
concomitant variation of independent and dependent variables" (Kerlinger, 1981:
379).

The one-shot case study is an example of a quasi-experimental design; it
can be described as a study in which:

(a) The researcher intensely examines a single unit (e.g., a person, a
group, or organisation).

(b) Data are often collected by several methods (e.g., interviews,
observation, etc.)

(c) Phenomena are studied in a natural setting

(d) The strategy is suited more to the generation of hypotheses than their
testing.

In fact, not only "generalization" (i.e. external validity) is problematic
with the case study, but the certainty of what one has really discovered (internal

validity), using this research strategy is also dubious. The advantages of the



case study approach: (a) the full complexity of the unit under study can be taken
into consideration, (b) data collection is flexible, (c) it is a useful vehicle for the
generation of research hypotheses and insights. However, this approach is not
without limitations since research has shown that:

(a) Causal inferences from case study data are impossible since there is no
control over confounding variables.

(b) Hypotheses testing is not possible using case study data.

(c) Generalization from a case study's findings is not possible.

4.2.3. Non-experimental Design

In non-experimental (survey) design the investigatdr has virtually no
control over the study's independent variables. Two factors may be responsible
for this lack of control (Stone,1978:104): first, the independent variable(s) may
act upon the study's subjects before the investigator is in a position to determine
who will get the treatment and when they will get it. Second, the study's
independent variable(s) may not be manipulatable. For instance, in this study,
the researcher is concerned with individual differences, (e.g., sex, age,
education, tenure, ...etc.), influence on job satisfaction or job performance in
warchousing. This must take the study's participants as they exist. The study's
independent variables, (sex, age, education, number of dependents,...etc.), in
this case cannot be manipulated by the researcher. In non-experimental (ex post
facto) studies the researcher can commonly measure both the independent and
dependent variables. If the two are found to be related to one another, one can
conclude that the "independent" variable is responsible for changes in the
"dependent” variable. The investigator often knows little or nothing about
numerous other variables may have some impact on either or both of the study's

"independent" and "dependent” variables.



87

The non-experimental studies take one of the two forms: (1) correlational
or (2) the cross-sectional (Stone, 1978: 104).

In correlational studies the investigator gathers data on the study's
independent and dependent variables. The data are then used to assess strength
of relationship between the two variables. This relationship alone does not allow
support for arguments of causality, that is, just because two variables can be
shown to be related to one another, the argument that one causes the other is not
justified.

In cross-sectional studies the investigator compares scores on the study's
dependent variables for groups that have been differentially exposed to the
»study's independent variables. The inherent in cross-sectional studies is the
problem of lack of control over independent variables. Consequently, statements
about causal relationships between independent and dependent. variables cannot
be safely made (Stone, 1978: 105). However, this design is adopted in most
field studies, in which attempts are made to approximate experimental design
using various data analysis techniques. The design broadly involves the
following steps (Buchanon, 1986):

(1) question the sample about their properties and dispositions.

(2) divide the sample into groups at the analysis stage, according to the key
properties, such as age, sex, education, salary, and occupation.

(3) tabulate against disposition, i.e., control for the key variables.
Dispositions might include attitude to inflation, income policy, and voting
behaviour. In this way associations between properties and dispositions can be
explored by examining the various relationships in the categories.

Both types of design in non-experimental studies have been and continue
to be widely used in organisational research. Studies of this type help to extend
our knowledge about human behaviour and organisation in several ways (Stone,
1978: 108):

First, this kind of study may result in hypotheses that can be tested in a

more rigorous fashion (i.e., experimental and quasi-experimental).



Second, the findings of experimental studies are made more credible by
being corroborated in less rigorously controlled field research.

Finally, in many instances we cannot manipulate some independent
variables. If we relied exclusively on experimental and quasi-experimental
research for generating knowledge, numerous important relationships could not

be investigated.

4.3. The Study Research Design

From the above discussion it appears that one of the most important tasks
for any researcher is to select the appropriate design for his research. The
selection must consider (Campbell & Stanley, 1966):

1. Comparison. The comparison which underlies the concept of covariation,
is an association between two or more variables. An appropriate design enables
the researcher to carry out the covariation in the context of his problem.

2. Manipulation. Establishment of association is usually not enough, the
researcher being more concerned with causality. To establish causality, the time
sequence of the events studied must be clear. Where the researcher is able to
manipulate the nature and timing of the independent variables ( also refereed to
as the experimental stimulus) there is no problem. While experimental setting
permit this kind of manipulation, this can rarely be achieved outside the
laboratory (Buchanan, 1986).

3. Control. It is another feature of causality which requires that other
factors be ruled out as rival explanation of the observed association between the
variables under investigation. Such factors could invalidate the inference that the
variables are causally related (Campbell & Stanlly, 1966).

4. Generalisability. Control is a crucial aspect of social research. An
additional significant question lies in the extent to which the research findings

can be generalized to a larger population.



In the light of the previous discussion appear that experimental design is
strong on control (internal validity). The case-study design is weak on both
external and internal validity. While the non-experimental (survey) design is
weak in intemalvvalidity and strong in external validity. If researcher wishes to
be able to apply sample ﬁndings to some wider population, internal validity may
need to be sacrificed in the cause of strengthening external validity. On this
basis a cross-sectional (survey) design seems more logical and practical in
facilitating control of variance and thereby strengthens the conclusions of the
study. Because the study is considered principally the variables involved, (i.c.,
job satisfaction, job performance, work values, perceived rewards, job
characteristics, supervisory style, and employees' characteristics), experimental
or quasi-experimental approaches are found inappropriate. Therefore, non-
experimental design is employed in this study on the previous rational
explanation (section 4.2.3) combined with the following:

(a) It is an exploratory study which seeks to ’geheralise its findings for a
large population (warehousing employees in Iraqi industrial sector), a field study
offered much richer source of data as well as an increase in external validity.

(b) The study requires a natural setting. This means that independent
variables, (such as age, sex, education, supervisory style, etc.), and external
environment are not manipulated by the researcher. In other words, there is no
control of independent variables because their manifestations have already
occurred.

(c) The realism of non-experimental studies, because they are closer to real
life. Proper measurement of job satisfaction, perceived rewards, and work
values require a realistic setting because the employee usually holds a job for
some time before forming stable attitudes about it. It would be difficult to
conduct a laborafory experiment of sufficient duration and realism to

successfully measure the variables. (Kerlinger, 1981: 408).
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(d) The study intends to identify the warehousing employees' attitudes
toward their work by examining the effect of a wide array of variables.

(e) It is highly heuristic (Kerlinger, 1981: 407). Any researcher knows that
one of the research difficulties is to keep himself contained within the limits of

his problem. The field study is rich in discovery potentiality.
4.4. Population and Achieved Sample

The population of this study was made up of the warehousing employees in
the companies from the state organisations in the Ministry of Industry and
Minerals in the Iraqi industrial sector.

The companies which are selected in this study constitute the most
important part of the industrial sector. Manufacturing companies are regarded as
the key industries for stimulating and developing the economy of Iraq. In the
focus upon manufacturing compﬁnies two consideration were uppermost:

First, industrialisation is regarded as the major way of solving the problem
of under-development in Iraq. In addition, industrialisation can alter the present
economic and social structures in the country to make it more conductive to
achieve a higher level of economic development. |

Secondly, the Ministry of Industry and Minerals has been selected from the
industrial sector in the country because it covers more than 70% of the large
industﬁal companies. The companies represent a wide range of sizes of
industries, capital invested, complexity of products, and its major contribution
to the gross national income (GNI) of Iraq. This could help to study
warchousing employees in different environments.

Table (5.1) represents all Iraqi industrial sectors. The selected population
used in this study was the large-scale manufacturing companies, with the
majority of light industries due to:

1. Large-scale manufacturing companies in the public sector play a

dominant role in economic development. Therefore, the economic development
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strategy depends mainly on the public sector. Despite the Gulf War, the value of
production in this sector was 2250596 ID in 1985, while the medium and small
sectors produced 357286, 100595 respectively (Ministry of Planning, 1987:
102-106).

2. The average of employees' number per company in small, medium, and
large enterprises is 2, 13, and 606 respectively. This shows the significance of
large industries to employment.

3. the majority of the small-scale manufacturing companies are found in the
private sector, while the majority of the medium and large-scale ones are found
in the mixed and public sector. It is worth mentioning that the public sector
companies have increased dramatically after 1964. For the present, avhigh
percentage of industrial companies are controlled by public entities that are
especially set up to achieve the aims of the National Development Plans in the
country.

Moreover, the objectives in selecting warehousing employees from
manufacturing companies were:

First, to control the major differences or variance in technology and the
nature of the job, (i.e., warehousing), in an effort to minimize the confounding
influence of the variables studied.

Second, to control major differences in the scope of personnel programmes
and work environments.

Third, to control major differences in organisational goals and structure.

Fourth, warehousing in manufacturing companies are relatively similar in
working conditions.

Finally, the manufacturing operations depend highly on the storage
activities compared with other organisations.

The sample of this study has been drawn from this population in several

stages:



First, there are 28 state organisations and a number of special departments
managed by the Ministry of Industry and Minerals (see Appendix VI for more
details). For the purpose of the study, these state organisations were
categorized, according to the type of products, into six sectors: Food, Textile,
Engineering, Chemical, Construction, and Medical. The study excluded the
Mining and Extraction sectors, because the sort of warehouses in this sector
differ from those in other sectors. The storing methods depend on the nature of
the materials involved in this sector such as, phosphates, sulphur, and
limestone.

Second, a decision was made to select state organisations from each sector,
to represent all sectors in the sample as follows: initially, large-scale
manufacturing companies were selected, and factories within these
manufacturing companies were sampled. Eventually a sample of warehousing in
selected factories was reached. Then employees in warehousing in each factory
became the subjects of this study.

In modern sampling theory, a basic distinction is made between probability
and non-probability sampling. The distinguishing characteristics of probability
sampling is that one can specify, for each sampling unit of the population, the
probability that it will be included in the sample. By contrast, in non-probability
sampling, there is no wéy of specifying the probability that each unit has of
being included in the sample; there is no assurance that every unit has the same
chance of being included.

In this study non-probability convenience sample design was adbpted,
because this type of sampling is of non-random nature in collecting data from

one or more elements of the population that are available at the time.



Table (4.1)

Number of Iraqi Industrial Establishments and
Number of the Employees (1985)

INDUSTRY Small

Medium

Industry Employee Industry Employee

Large®
Industry Employee

Extraction: 12 53 - - 4 3827
Foodstuffs: 1664 5734 9 1388 49 26158
Tobacco: 6 7 - - 2 4949
Textile: 758 1999 110 1530 11 23657
Tailoring: 2799 4857 40 572 5 2542
Leather Products: 489 1730 15 181 1® 4958
Wood & Fumniture: 2467 5340 8 117 19 1687
paper products

& Printing: 156 511 9 136 19 8702
Chemical & Oil

Products: 129 558 39 569 82 27474
Metallic Products: 2514 6028 30 427 08@ 5551
Non-Metallic Minerals

Products: 830 2934 34 372 35 24589
Machines: 409 913 21 305 7(5) 12649
Other Industry:(6) - 8588 15252 08 109 --
Total 20821 45919 413 5696 242 146743
Note

" (1) Figures represent only the public sector.

(2) Only shoe manufacturing.

(3) Only Chemical product Industries.
(4) Figure includes two basic metallic industries and six Metallic product industries.

(5) Figure includes one manufacturing and repair of machinery, five manufactures of electrical
machinery, apparatus & appliances,and one manufactures of transport equipment & repairs.
(6) Figures include industrial service industries and traditional small industries such as jewels

industry.

Source: Ministry Of Planning, Annual Abstract of Statistic 1986, PP. 91-94, 105-109



Some warehousixig was excluded from the sample, though it is a part of the
relevant population. This restriction is related to the country situation, which
made some of the sampled companies less cooperative. This situation was
expected by the researcher, which was one of the reasons behind the selection of
this type of sampling. Further, convenience sampling is probably the most
frequently used sampling strategy in organisational behaviour research (Stone,
1978: 82).

Thus, the sample of this study was selected from warehousing employees in
the Iraqi industrial sector with whatever sampling units were conveniently
available. It is worth noticing that there is no way of estimating the
representativeness of the convenience sample, as well as not being able to
estimate the standard errors of the sample results (Nachmias & Nachmias, 1981:
299).

At an early stage, the investigator intended to base the analysis on a sample
of 300 employees from the various large-scale manufacturing companies, with
the assumption that this sample would be representative, though it is a
convenience sample: first, it includes the employees in warehousing in various
industrial sectors. Secondly, It covers the frame of the study by including an
proportion from the factories in each sector (See Table 4.3). Thirdly, it avoid the
bias in sampling error. Finally, this size of sample will facilitate the processes to
achieve the aim of this study.

The final sample of 267 subjects was obtained from various sectors. Table
(4.2) and Figure (4-1) summarise the various factories from which a sample of
267 subjects participated in this study.

The sample contains the "full-time" white collar employees in warehousing.
Full-time employees receive, in addition to their monthly salary, company fringe
benefit packages and technical allowances. Part-time employees (e.g., Clerks,
cleaners, etc.) however, are on temporary contracts , they do not receive fringe

benefit packages and are paid daily.



Table (4.2)

The Sample of the Study
Sector Subjects Percent

- Food 77 28.8%

Textile 56 21.0%
Construction 31 11.6%
Engineering 45 16.9%
Chemical 4?2 15.7%
Medical 16 06.0%
Total 267 100

BEONERN

RoCD

TEXTIL
CONSTRUCTION
ENGINEERING
CHEMICAL
MEDICAL

Figure (4-1) The Sample of the Study



Table (4.3)
Distribution of the Population and the Sample according to industrial state.
Type Of Organisation Companies Companies % Subjects in %

in selected in Selected selected

population  sample sample

State Organisation for

Vegetable Oil 12 3 25.0 31 11.6
State Organisation for
Drink & Food Canning 2 4 18.2 36 13.5
State Organisation for
Dairy Products (0] 2 22.2 11 4.1
State Organisation for
Woollen Textiles Manufacturing 06 2 333 21 7.8
State Organisation for
Cotton Textiles Manufacturing 04 1 25.0 07 2.6
State Organisation for
Rayon Textiles Manufacturing 03 2 66.7 19 7.1
Tailoring of Clothes State
organisation 05 2 40.0 09 3.4
State Organisation for
Battery Manufacturing 4 4 100 21 7.8
AL-Qadisiya Organisation
for Electrical Manufacturing 01 1 100 24 8.9
State organisation for
Class & Ceramic Industry 01 1 100 11 4.1
Iraqi Cement State
organisation 11 2 18.2 13 4.8
State Organisation for
Construction Manufacturing 13 1 07.7 07 2.6
State Organisation for

" Rubber Manufacturing o4 3 75.0 31 11.6
State Organisation for
Leather Manufacturing 01 1 100 06 2.2
Tobacco & Cigarettes State
Organisation o4 1 25.0 05 1.9
Medical Accessory State
Company 03 2 66.7 16 6.0
Total 103 32 31.06 267 100

Source: Ministry of Industry & Minerals,Iraq.
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The part-time employees are excluded from the sample in an attempt to
control extraneous variables. The factories or organisations considered in this
study are located in Baghdad, Babylon, Kerbala, Sammara, Anbar, Najaf, Diala,
and Qadisiya. However, the majority are located in Baghdad the capital of the
country. The sampled companies shown in Table (4.3) produce different types of
products including foodstuffs, (vegetable oils, beverages, food canning, sugars,
diary products..etc), textiles, (woolen textiles, cotton téxtiles, fine textiles,
rayon, carpets...etc), tailoring, electrical manufacturing, (televisions, electrical
boilers, refrigerators, vaﬂous fans, air cooler,...etc), batteries, (different dry
batteries, liqﬁid batteries), rubber manufacturing, (different kinds of tubes and
tires), tobacco and cigarettes, construction maten'als,‘(ordinary cement, resistant
cement, brick, thermeston brick, glass and ceramic), and medical accessories

manufacturing.
4.5.Research Methods ' \\

Research methods are a system of work used by the researcher for the
purpose of data collection. Among the various methods used in data collection
. in organisations one can list: the observation of behaviour, the personal
interview, the questionnaire, and the telephone survey. These methods can be
subsumed under the concept of survey research (Nachmias & Nachmias, 1981:
179). In any organisational study, one or more of these techniques may be
employed fo collect data (Stone, 1978: 61).

Observational methods are suitable for investigating phenomena that can be
observed directly by the researcher. However, not all phenomena are accessible
to the investigator's direct observation. This barrier is specially true for
collecting data related to phenomena like job satisfaction, work values, perceived

rewards, etc. Consequently, this method was conducted as a tool for collecting

data in this study.
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The personal interview can be recorded as face-to-face interpersonal roie
situation in which the interviewer asks respondents questions designed to obtain
answers pertinent to the research questions (or hypotheses) (Nachiams &
Nachmias, 1981:188). There are many advantages associated with data collecting
via interviewing (Stone, 1978: 68-69):

1. The interviewer can approach the discussion of the interview topic in a
wide variety of ways.

2. The interviewer can observe and record details about the behaviour of
the interviewee.

3. The interview, especially the free response type, is often a more
appropriate means of collecting data in early phases of .the study.

However, the main disadvantages of this technique are:

1. The interview allows for greater flexibility, which is its chief advantage.
However, sometimes this leaves room for personal influence and bias the
interviewer (Nachmias & Nachmias, 1981: 193).

2. The interviewer may (because of fatigue, decreased interest,etc.) alter
the manner in which questions are put to interviewees, and/or the fidelity with
which responses are recorded for interview to the next etc. As a consequence,
the validity and reliability of obtained data may suffer (Stone, 1978: 69).

3. The interview lacks anonymity, which the questionnaire typically
provides. | |

Considering the strength and weakness of these techniques, the researcher
concludes that interviews are better at obtaining rich data. But covering a wide
range of issues as it is required in this study would be difficult.

Questionnaires are probably the most frequent used data gathering device in
behavioural research in organisations. But questionnaires have their limitations:
the method givés no opportunity to probe, (answers have to be accepted as
final), and no control over who fills out the questionnaire. Although the

researcher was aware of the limitations of the questionnaire, he was also aware



of its advantages. Among the advantages are (Stone, 1978: 63):

1. The questionnaire is a relatively inexpensive mode of data collection.

2. The questionnaire reduces Biasing errors that might result from the
personal characteristics of the interviewer and from variabilities in his skills.

3. The questionnaire anonymity, the assurance of anonymity with
questionnaire is especially helpful when the survey deals with sensitive issues.

4. The questionnaire permits wider geographic contact with minimal cost.

After prolonged deliberation and analysis, bearing in mind that each
technique has its weaknesses, and given the resources available for the
researcher, a fully structured questionnaire has been selected. This is because it
reduces biasing error and covers a wide range of required issues. It can be easily
self-administered, and the validity and reliability in using this device extensively

in many languages. Therefore, its cross-validated.

4.6. Instrumentation

As a preface to study job satisfaction and its relationship with other
variables, the review of the literature indicates several approaches that may be
taken to measure these vaﬁables concerning employees' attitudes toward their
work.

Looking for the best instrument to use in this study, the researcher studied
a number of different types of techniques. The fact is that job satisfaction is a
complex concept and has received a great deal of attention. However, the
instrument should be chosen according to the following criteria:

1. It must be grounded in a theoretical understanding of job satisfaction as
a dynamic phenomenon which involves matching the individual's needs, values,
and expectations to what the job offers.

2. It must be a comprehensive measure to be able to explain the many

variables which influence an individual's overall job satisfaction.
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3. It must have been widely used and found to be both a reliable, and a
valid measure of job satisfaction.

4. It must be a more open and truthful subjects, especially on a sensitive
controversial topic like job satisfaction.

Bearing in mind the discussion in previous section (4.5), six different
types of questionnaire, (job satisfaction, job characteristics, work values, job
performance, and personal background ‘see Appendix I'), are prepared to be
fully structured and undisguised. The purpose for this particular division is to
improve the ease of self-administration for the respondent, and to ensure that the
questions, as well as the responses, are provided with an additional incentive to

respond.
In addition to the instruction for each part of the questionnaire, two
covering letters were prepared and accompanied the questionnaires, one for the

employees and the other for the supervisors.
4.6.1. Employees' characteristics

The first part of employees questionnaire was designed to obtain
descriptive data from each employee regarding, name of the organisation
(factory), occupation (job position level), age, sex, martial status, number of
children, number of dependents (parents or relatives), monthly salary,
educational level, years of experience in and outside wafehousing (length of
service), training in warehousing work, the initial recruitment (employment),
and prospects to be transferred to other departments or organisations. In
addition, two open-ended questions were designed to determine employees'
reasons for wishing to be transferred to other departments or remaining in

warehousing.
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4.6.2. Measuring Job Satisfaction

The Minnesota Satisfaction Questionnaire was used to measure study
satisfaction variables. This questionnaire has two basic forms, a short form
dealing with 20-item, and a long form dealing with 100-item. Studies of
Pritchard and Peters (1974), Katz (1978), Schriesheim (1978), and others
modified and tested the two forms. they conclude that they yield a sound answer
of overall job satisfaction. Then the short form of MSQ after modification, by
adding two additional dimensions seemed to meet the previous criteria. The
original form was used to measure intrinsic job satisfaction, (characteristics of
the job), extrinsic job satisfaction, (characteristics of conditions surrounding the
job), and general (overall) job satisfaction (Weiss et al., 1967). The MSQ has
been extensively used in past research and has proved to be a reliable and valid
measure of job satisfaction (Cook, et al., 1981: 22). The reliability of the MSQ
short and long form(s) was determined by Hoyt reliability Coefficients for
several occupational groups, including a group of 205 warehousemen, with
reliability coefficients ranging from 0.77 to 0.93 for the twenty dimensions of
job satisfaction; and 0.89 for the General Satisfaction Scale (Weiss, et al., 1967:
86). The MSQ appears to yield a sound measure of overall job satisfaction,
although some items may not represent universally valued features such as
"being able to keep busy all the time"; this is a problem which faces many scales
requiring responses to specific job features (Cook et al., 1981: 24). Some
reservations appear in relation to the assignment of items to the Intrinsic and
Extrinsic Satisfaction sub-scales. For example, "steady employment" are used as
intrinsic job satisfaction, while working condition, company policies and
practices, and sixpervision are omitted. However, the short form of MSQ which
includes three scales: intrinsic, extrinsic, and overall satisfaction was prepared
to include the original twenty dimensions plus two items, namely, working

Image and Autonomy, to elicit responses on employees’ attitudes towards their
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jobs in warehousing.

The intrinsic scale considered factors such as (characteristics of the job
itself): ability utilization, achievement, activity, advancement, creativity,
independence, moral value, social service, responsibility, autonomy and
authority. The extrinsic scale considered (characteristics of the condition
surrounding the job): recognition, company policies and practices, supervision-
human, supervision-technical, working conditions, co-workers, security,
compensations, social status and working conditions. General (overall)
satisfaction includes all the items (i.e., 1 to 22 items in Appendix I).

Respondents (non-supervisory workers) were requested to rate the degree
of their satisfaction towards their jobs on a scale where the ratings ranged in:
Very Dissatisfied; Dissatisfied; Neither; Satisfied; Very Satisfied. These

responses were assigned numeric values from one to five respectively.

4.6.3. Measuring Job Characteristics

In a study of Turner and Lawrence (1965) six measures of job
characteristics were used: variety, autonomy, required interaction, optional
interaction, required knowledge and skill, and responsibility. They formulate a
linear combination of these measures, which are found to be closely related to
each other. Hackman and Lawler (1971) developed six core job characteristics;
two of them are same as in the Turner and Lawrence study. Stone and Porter
(1975) applied a modified version of the Hackman and Lawler (1971)
instrument. Hackman and Oldham (1975) revised the Hackman and Lawler
instrument from 1971 and included the task significance dimension. This index
of job characteristics is called the Job Diagnostic Survey (JDS). This index is
widely used to measure self-perceived job content (Sims, Szilagyi, & Keller,
1976; Dunham, 1976; Pierce & Dunham, 1978; Dunham, Aldag, & Brief, 1977)
in organisational studies.

Sims et al. (1976) developed an improved measure of perceived job
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characteristics from the Job Diagnostic Survey (JDS). The authors have retained
the initial four "Core"” dimensions and the two original "interpersonal”
dimensions. The job Characteristics Inventory (JCI) is a comprehensive tool
found in the literature to measure the different dimensions of the job and to
indicate which characteristic influences the employees’ attitudes and behaviour.
This survey tool is widely used to measure self-perceived job content (Cook et
al.,1981: 186).

In deciding how to measure job characteristic, in this study, the researcher
derived guidelines on the basis of the existing tool and decided to use the JCI.
However, for the purpose of this study task identity core was omitted and two
dimensions.fhave been included, namely, task-significance from Job Diagnostic
Survey (JDS), and opportunity for learning. Although the last characteristic
(i.e., opportunity for learning) has not been widely tested except in few cases by
Rousseau (1977; 1978). The researcher selected and added this variable due to

_the expectation that this variable may affect the employees satisfaction and
performance. For example, the lack of opportunity for learning from the job may
lead to a decrease in satisfaction and to less than optimal effort. When an
individual feels that he learned from his job, his performance and satisfaction
may increase. In summary, the instrument of job characteristics, in this study,
include 21-item adopted to examine seven dimensions (Degree of Autonomy,
Dealing with other, Feedback on Performance, Task-significance, Learning
Opportunity, Variety, and the Friendship Opportunity) of job characteristics in
warehousing setting. Employees are requested to identify how much of the
characteristics are presented in their jobs. Five alternative score-answers are
provided: Very little or None, A little Amount, A Moderate Amount, Great
Amount, and a Very Great Amount. The statements of questions are reported in

Appendix 1.
4.6.4. Measuring work values

Fourteen statements were taken from Herzberg et al. (1959) study, in part,

to identify work values. The statements are worded in such a way as to use them
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in different job settings. The items are factor analyzed by Freidlander (1963) in a
study focusing on the relationship of work values to job satisfaction. The
measures were found to be valid and reliable in other studies ( Freidlander &
Margulies, 1969).

In this study, it is important to test the value of the higher and lower-order
need satisfaction to be appropriate with the instruments which are used to
measure intrinsic, extrinsic and overall job satisfaction. The higher Order Need
Satisfaction which was prepared by Hackman and Lawler (1971) was selected to
be used in this study. This scale comprises 12 items, which measures the
strength of an individual's desire to obtain higher need satisfaction. Numerous
studies used this scale or modifications of it (Cook et al., 1981: 145). For
purposes of this study, the Hackman and Lawlers' (1971) scale as well as the
statements of Herzberg et al., (1959), (recognition, achievement, possibility of
growth, advancement, salary, interpersonal relationship, supervision,
responsibility, company policy, working conditions, work itself, factor in
personal life, status, and job security), have been designed and adopted in
eighteen items (questions). The employees were requested to evaluate how
important each of these values in their jobs. On a scale where the evaluation
ranged in five multiple-choice categories: not important, little. important,

moderately important, important, very important.(see Appendix I).
4.6.5. Measuring Supervisory Style

Fourteen statements were designed to find out the feeling of the employees
towards their supervision, in relation to "Participation Scale"” (Hackman &
Oldham, 1974) and "Supportive Leadership Scale” (House & Dessler, 1974).
The statements were intended to obtain descriptions of the individuals’
leadership behavior regarding the people who supervise them. Half of these

items presents a modified version of "supportive leadership-scale" (It is directed
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toward testing a supportive supervision "considerate supervisory style"), and the
other half presents a modified version of the "participation scale" (It is directed
towards testing participative supervisory style). Both scales, (participative &
considerate), were tested for reliability and validity by many studies (e.g.,
Hackman & Oldham, 1974; House & Dessier, 1974; Teas, 1981).

The employees were requested to evaluate supervisory style in their
departments by selecting one of the five alternative categories ranged from very
dissatisfied to very satisfied, respectively. The statement of questions is shown

in Appendix I.
4.6.6. Measuring Perceived Rewards

Nine attitudinal statements in a multiple-choice, five-point scale format,
were used to operationalise perceived reward variable. These items were
developed and adopted from studies focusing on motivation and organisational
climate (for a list of these studies see Cook et al. 1981). This is in order to
include personal salary and recognition items as measure of perceived rewards.
The subjects were asked about their perceptions of each of nine statements
according the selected scale, which is ranged from 1, Strongly Disagree, to 5,

Strongly Agree, as shown in Appendix I.
4.6.7. Measuring Job Performance

Past studies show that the appraisal systems for performance criteria fall
into basically three different kinds: personality characteristics, performance
characteristics, and attainment of objective. The first two kinds are usually
applied across a variety of appraises (Stewart & Stewart, 1979: 37). Therefore,
the employees' performance is rated in several popular dimensions used in
various studies, as follows: ability to learn, quantity of work, quality of work,

knowledge of work, personal quality, initiative, accepting supervision and
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organisational procedures, amount of effort spent in work, ability to work with
minimum supervision, leadership characteristics, and overall job performance.
The supervisors were requested to evaluate their subordinates on the basis of the
actual work he/she is currently performing. This evaluation required identifying
one of the five alternative answers for each job performance dimension: Very
Dissatisfactory, Dissatisfactory, Fairly Satisfactory, Satisfactory, Very

Satisfactory (see Appendix I).
4.7. Procedures of Data qulection

The previous sections in this chapter discussed the basic measurements and
properties of measures for each variable in this study, one can now consider the
way in which data are actually collected. The procedure of collecting the study -
data as follows:

The data were gathered in June, July, and August, 1988. Thirty-two
manufacturing companies in the Iraqi public sector were involved.

The researcher had permission to do research in the country (Iraq) as well
as to visit the factories related to this study. Information on state organisations
was gathered from the annual statistical abstracts and the names and locations of
the factories were obtained from the Ministry of Industry and Minerals in Iraq.
The organisations, (factories), were selected according to their location and the
type of products. The data and time for visiting each of these factories was
planned.

Gathering information from organisations was as follows:

First of all, the personnel office in each factory was visited, in order to get
the names of the employees according to the type of warehouses they worked in.
This step was taken because the names of responding employees are needed in
their statements of questionnaire to match the respondents names in the

performance evaluation (supervisors ratings). The names of the employees were
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ignored in the statement of the quesﬁonnaire, so as to give them more confidence
in their responses.

Then, supervisors were visited next, in order to acquaint them with the
purpose of the study. They were asked to evaluate the performance of their
employees, except unskilled employees, in warehousing according to the
information requested in the performance evaluation questionnaire. The
supervisors were assured that these evaluations would be treated confidentially.

Afterwards, warehouses in each factory were visited. Warehouse keepers
and some assistants as well as clerks, if any, were met. Before distributed the
questionnaire, the employees were informed of the purpose of the study and
assured of the confidentiality of their individual responses.

It is worthwhile mentioning some constraints which faced the investigator
during data- collection.

- The minimum number of visits to each factory was two.

- A minimum of 20 minutes meeting to explain the purpose of the study
and to hand out the questionnaire were required.

- The investigator could not manage to meet some of the supervisors in the
first visit for various reasons.

- A number of employees were evaluated by their supervisors though they
unavailable when the questionnaire was delivered. This required additional visits

to the factories where these employees were absent.

4.8. Statistical Procedures for Data analysis

To analyse the data of this study, numerous statistical techniques,
(univariate and multivariate analysis), are employed. In each statistical procedure
job satisfaction is determined by the dimensions of the Minnesota Satisfaction
Questionnaire, the criterion instrument.

Frequency distribution is used to describe the demographics of each

characteristic related to the subjects, (which are obtained from the first part of
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the questionnaire: age, sex, level of education, martial status, number of
dependents, etc.). The mean is selected from the measures of central tendency to
describe the important aspects of the study variables. Percentile was used to test
the variability, or dispersion, of two or more variables around their means. The
ogives of the percentile was plotted to give a clear picture of the variability of
the variables in the analysis toward the dependent variables.

Cross-tabulation is used to examine the association between variables, and
Chi-square (X?2) is computed to assess the statistical significance of the
association in the cross-tabulation. The Pearson-Product moment correlation
coefficient test is computed between each dependent and independent variable, to
show to what extent the values in one variable are related to the values in other
variables. Analysis Of Variance is used in some cases according to the nature of
the variables, especially when the dependent variable is an interval measure and
the predicting variables, (independents), are nominal. ANOVA also allows to
study the effects of nominal and interval variables together (Hedderson, 1987:
114). In addition, more advanced statistical techniques are used in the analysis.
Factor Analysis is used to measure general variables or factors, underlying a
large set of variables. In other words, this technique is used to reduce the
number of dimensions of variables and to discover a group of dimensions having
a certain characteristic in common.

To determine the interaction effects and the main effect of perceived
rewards, job characteristics, work values, supervisory style, and employees'
characteristics on job satisfaction as well as job performance. There is really no
definite way to select the best model because practical considerations vary with
given sets of circumstances. Specific needs, means, and circumstances may enter
into the selection process. In this study theoretical consideration as well as
statistical considerations come into play. All possible multiple regression,
stepwise, and moderated regression techniques were computed. This is to
determine the effects of the combination and separation of the study variables on

job satisfaction and job performance relationship.
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Multiple regression is seledted at this stage of analysis for many reasons:
firstly, this technique shows both combined effects of a set of independent
variables and the separate effects of each independent variable by controlling
others (Hedderson, 1987: 103-104). Secondly, it has been widely used and its
rationale underlies most other multivariate techniques. Thirdly, it can handle
continuous and categorical variables, and it can handle two, three, four and more
variables (Kerlinger & Pedhazur, 1973: 3). Further, " Multiple Regression is a
very flexible data analysis system that may be used whenever a quantitative
variable, (the dependent), is to be studied as a function of, or in relation to, any
factors of interest” (Cohen & Cohen, 1975: 3). In multiple regression one can
assign relative importance to each independent variable. For example, in research
questions we want to know whether the educational level, for instance, is more
important in explaining or predicting employees' satisfaction or performance
than previous work experience or the salary the employees received. One may
want to know the role of some independent variables individually or combined in
the relationship of employees' satisfaction and performance, such work values,
supervisory style, and job characteristics. This can be found through the
regression analysis technique. Therefore, in order to test warehousing
employees' satisfaction and performance many equations, depending on the
research questions, will be solved through the appropriate regression analysis
techniques. This also enables the researcher to put his results in a one line of the
different school of thought in the satisfaction-performance relationship.

The responses of two open quéstions were not included in the statistical

computation .
4.9. Summary of Procedures

The study is a field study which analyses cross-sectional data drawn from
the selected warehousing employees from the large-scale manufacturing
companies in six of the Iraqi industrial public sector. The mining and extraction

sector are not included in the study.
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A sample of 267 warehousing employees in various Iragi industrial public
sectors are selected in a non-probability convenience sampling design.

The questionnaire was used for data-collecting approach. Six different
types of questionnaire were prepared as fully structured and undisguised, in
order to ease self-administration for respondents. Part one of the questionnaire
presents the personal historical background. Part two contains the modified
version of the short form of MSQ. The third part is prepared to examine the job
characteristics from the modified Job Characteristics Inventory (JCI) in seven
job characteristics dimensions. Part four of the questionnaire is to identify the
work values; it is derived from an instrument developed by Herzberg. et al.,
(1959) study and Hackman and Lawler scale (1971). The fifth part is set to
examine the feelings of the employees regarding their supervisors, (participative
and considerate supervisory). The final part of the questionnaire prepared to
evaluate employees' performance. The supervisors' ratings were used in several
dimensions of work (i.e., quality, quantity, knowledge, ability to learn,
initiative, accepting supervision, personal quality, leadership characteristics and
overall job performance).

The statistical techniques applied in this study are based on the types of
variables: Chi-square, Pearson correlation coefficient, factor analysis. All

possible multiple regression analyses were also used.
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CHAPTERFIVE
GENERAL ANALYSIS AND INTERPRETATION OF DATA

5.1. Introduction

This chapter presents an analysis of the following variables: (1) the Iraqi
warehousing employees' extrinsic, intrinsic, and general job satisfaction, (2) job
characteristics dimensions: degree of freedom, dealing with other people,
feedback on performance, task significance, opportunity for learning, job
variety, and friendship opportunities, (3) perceived rewards, (4) work values,
(5) supervisory style (participative and considerate) and (6) employees' job

performance.
5.2. Findings of Job Satisfaction

As mentioned in Chapter Four, the short form of the Minnesota Satisfaction
Questionnaire (MSQ) (Weiss et al., 1967) has been used to measure intrinsic,
(characteristics of the job itself), extrinsic, (i.e., characteristics of conditions
surrounding the job), and general (overall) job satisfaction of the employees in
warehousing. The Means ()—f), Standard Deviation (S.D), Standard Error of Mean
(SEyy) and the Rank have been computed for each of the 22 job satisfaction items
as well as for the extrinsic, intrinsic, and general job satisfaction aggregates.

Table (5.1) shows the X, S.D,, SEM, and the Rank of the participants’
responses. The highest mean satisfaction scores and the ranks are obtained on
scale items co-workers (3.89), social service (3.74), and supervision-technical
(3.57). This suggests that the warehousing employees are, relatively, satisfied
with the "way their co-workers get along with each other”, and the "chance they
have to do things for other people”. On the other hand, the lowest mean scores
and ranks are associated with the scale items: advancement (2.33), compensation

(2.36), social status (2.50), ability utilization (2.51), and recognition (2,67).
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(Table 5.1)

Mean, S.D., SE)\; & Ranks of warchousing Employees
Responses to 22 Job Satisfaction Dimensions

—

Scale Items X S.D. SE! Rank
1. Ability Utilization 2,51 1.11 0.068 19
2. Achievement 276 1.08 0.066 14
3. Activity 3.28 0.88 0.054 05
4. Advancement 233 1.02 0.062 22
5. Authority 333 0.67 0041 o4
6. Autonomy?2 3.13 0.99 0.061 8
7. Company Policies & Practice @ 2.96 0.82 0.050 11.
8. Compensation 236 0.99 0.061 21
9. Co-Workers 3.89 0.85 0.053 01
10. Creativity 2.69 1.03 0.063 16
11. Independence 295 0.80 0.049 13
12. Moral Values 320 092 0.056 06
13. Recognition 2.67 1.31 0.081 18
14. Responsibility 3.02 1.04 0.064 10
15. Security 3.15 093 0.057 07
16. Social Service 374 0.74 0.046 2
17. Social Status 250 096 0.059 20
18. Supervision-Human Relations 3.03 1.63 0.100 09
19. Supervision-Technical 3.57 0.82 0.050 03
20. Variety 296 072 0.044 11.
21. Working Conditions 268 1.10 0.068 17
22. Working Image? 2.75 092 0.057 15
Extrinsic Job Satisfaction 2963 .78  0.04
Intrinsic Job satisfaction 2993 .75 0.04
General Job satisfaction 71.41 18.07
N =267
S.D
ISEM= (Champion, 1970: 94)
VN

2 These two items added to the original MSQ short form.

3 29.60/10 = 2.96 (out of possible 50)
35.95/12 = 2.99 (out of possible 60)
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This indicates that the employees in warehousing are dissatisfied with their
"chance for advancement"”, "the salary is not fair with the kind of job they do",
they "can not have a definite place in the community”, and the "opportunity to
perform up to their abilities".

The extrinsic and intrinsic job satisfaction scale findings are as follows:
extrinsic satisfaction, composed of scale items 7, 8, 9, 13, 15, 17, 18, 19, 21
and 22 of Table (5.1), has a mean score of 2.96 (1< X < 5) and a standard
deviation of 0.78. Intrinsic satisfaction, which includes scale items 1, 2, 3, 4,
5,6, 10, 11, 12, 14, 16 and 20 of Table (5.1), has a mean score of 2.99 (1 <X
< 5) with a standard deviation of 0.75. From this result, one can conclude that
the subjects’ responses towards intrinsic and extrinsic job satisfaction scores are
slightly different. To prove the difference between the two means (extrinsic and
intrinsic), none parametric Wilcoxon test has been computed. The findings show
that the Z value is -1.6 which is not statistically significant ( P<.107 ) for non-
directional two-tailed test. One can concludes, from these results, that there is
no significant differences in employees responses towards extrinsic and intrinsic
satisfiers in warehousing.

Overall job satisfaction, which is composed of items scale 1-22, has a mean
of 71.41 (out of possible 110) with a standard deviation of 18.07. This can be
interpreted by usiﬁg the percentile score of the employees' satisfaction (see
Appendix II). The average score for the group should be 50 or higher to be
considered as a satisfied group. However, the score of 75 or higher is ordinarily
taken to present a high degree of satisfaction; a score of 25 or lower would
represent a low level of satisfaction; and scores in the middle range (26 to 74)
would indicate average satisfaction (Weiss et al., 1967). On this basis and as
seen from the ogive in Figure (5-1), that over 50 percent of the total score falls
in the 25th percentile. This means that the employees whose score falls into this
percentile are dissatisfied, and about 30 percent whose score falls between 26th
to 74th percentile, and about 20 percent of those whose score falls in the 75
percentile and over. From these results appear that employees in warehousing are
not highly satisfied with their work in general. The following chapters deal with
the factors that have to be investigated and the solution, if any, that can be

achieved and considered.
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5.2.1. Internal consistency and Factorial composition of
Satisfaction Sub-Scales

To test the internal consistency reliability to assure that the items within
each scale are achieving their measurement purposes, Alpha Model (Cronbach's
o) has been used.

Regarding the intrinsic satisfiers Alpha model (Cronbach's o) has been
computed to test the reliability coefficient for all sub-scale items. The findings
show an internal consistency reliability of 0.94 (Cronbach's o). This high
. coefficient shows that the proportion on internal individual scores variance, can
be reliably attributed to individual differences among the respondents. In other
words, Cronbach's Alpha shows the inter-scale reliabilities, which assure that
the items within each scale are measuring consistently the extrinsic satisfiers.

Moreover, to find whether or not these variables have something in
common or not, it is necessary to know the nature of the correlations between
each pair of variables. Therefore, the intercorrelation coefficients matrix is
computed and displayed in Table (5.2). All correlations are positive ranging
from 0.46 to 0.81 and statistically significant at P<.001 level. Some of the items
are weakly correlated with each other, such as variety with each of the
following: achievement, social service, advancement, activity, creativity, moral
values and ability utilization.

Regarding the extrinsic satisfiers, the internal consistency reliability
coefficient (Cronbach's o ) is 0.89. This shows the inter-scale reliabilities
within each scale measures consistently the extrinsic satisfaction aspects. The
correlation coefficient matrix between all the extrinsic satisfiers was computed
and presented in Table (5.3). All correlations are positive ranging from 0.23 to
0.80 and are statistically significant at the p< .001 level. "Working conditions'
is weakly correlated with the following intrinsic dimensions: recognition,

supervision, technical, social status, supervision-human relation, co-worker,
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security and company policies and practice.

The intercorrelations (see Tables 5.2 and 5.3) are factor analyzed using a
principle factor solution and the Kaiser normalization criterion for a number of
factors to extract. The resulting principal factor matrix is rotated to a varimax
solution. The results are reported in Table (5.4). Kaiser's criterion is probably
most reliable when the numbers of variables are between 20 and 50 (Child, 1979:
43). This procedure is used to ensure that the items selected as measures for
specific constructs load in that factor. The communalities of each job satisfaction
variable statements were examined.

The factor analysis yielded two common factors which accounted for about
70 % of the total variance. The communality indicates the high amount of
variance an original variable shares with all other variables included in this
analysis. Factor one is defined by the highest loading on: recognition (0.83),
supervision-technical (0.82), supervision-human (0.81), advancement (0.71),
achievement (0.76), security (0.63), co-workers (0.62), social status (0.60),
and working image (0.59).

Factor two is defined by loading on: variety (0.72), independence (0.71),
social service (0.69), moral value (0.67), authority (0.65), company polices
(0.66), activity (0.62) and working conditions (0.66). Responsibility,
compensation, autonomy, and creativity have about equal loadings on both
factors. These loadings give a clear picture of the cofrelation between the
original variables and the factor, and they are the key to understand the nature of
the particular factor. The structure of the two factors suggests that factor one
represents satisfaction related to the extrinsic aspects of the work, which
explains about 60.2 % of the total variance. Whereas, factor two appears to
represent satisfaction related to the intrinsic aspects of work, which explains 9.6
% of the total variance. This would mean that warehousing employees'
satisfaction is composed primarily of satisfaction with extrinsic and then with

intrinsic aspects of their job.



117

Table (5.2)
Matrix of Intercorrelation Among Intrinsic satisfaction Aspects

Intrinsic 1 2 3 4 5 6 7 8 9 10 11 12
JS* Sub-Scales

1. Ability Utilisa. 1.00

2.Achievement 0.80 1.00

3.Activity 0.63 0.58 1.00

4.Advancement 0.74 0.76 0.58 1.00

5.Authority 0.61 0.66 0.59 0.67 1.00

6.Creativity 0.71 0.72 0.58 0.71 0.68 1.00

7.Independence 0.63 0.65 0.58 0.59 0.65 0.68 1.00

8.Moral Values 0.66 0.65 0.62 0.71 0.67 0.74 0.63 1.00

9.Responsibility 0.80 0.81 0.64 0.74 0.72 0.81 0.68 0.76 1.00

10.Social Service0.58 0.60 0.63 0.62 0.64 0.61 0.65 0.69 0.65 1.00
11.Variety 0.53 046 0.51 050 0.55 0.51 0.55 0.52 0.58 049 1.00
12.Autonomy 0.65 0.69 0.64 0.70 0.63 0.68 0.61 0.71 0.78 0.60 0.62 1.00

* Job Satisfaction
N =267

Table (5.3)
Matrix Intercorrelation Among Extrinsic satisfaction Aspects

Extrinsic
JS* Sub-Scales 1 2 3 4 5 6 7 8 9 10

1.Company Policies 1.00

2.Compensation 0.58 1.00

3.Co-Workers 0.59 0.56 1.00

4.Recognition 0.62 056 0.63 1.00

5.Security 0.67 0.62 0.61 048 1.00
6.Social Status 054 056 0.57 064 054 1.00

7.Supervision-Human 0.55 0.53 0.55 0.70 0.62 049 1.00
8.Supervision-Techn. 047 0.46 0.54 0.68 0.58 0.47 0.80 1.00
9.Working Condition @ 0.38 043 043 0.23 0.34 0.28 0.31 1.27 1.00
10.Working Image 0.59 055 055 0.61 0.61 0.62 0.60 0.50 0.38 1.00

* Job Satisfaction
N =267
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Table (5.4)
Varimax Factor Matrix of Satisfaction Sub-Scales

Variable FactorI  Factor II Communality
Ability Utilization 0.75 0.44 0.77
Achievement : 0.76 0.43 0.77
Activity 0.41 0.62 0.56
Advancement 0.71 0.47 0.74
Authority 0.48 0.65 0.65
Company Policies & Practice 0.48 0.66 0.67
Compensation 0.51 0.56 0.58
Co-Workers 0.62 0.36 0.52
Independence 0.42 0.71 0.68
Moral value 0.47 . 0.67 0.69
Recognition 0.83 0.31 0.79
Responsibility 0.65 0.61 0.79
Security 0.63 0.51 0.66
Social Service 0.39 0.69 0.64
Social Status 0.60 0.41 0.53
Supervision-Human 0.81 0.21 0.71
Supervision-Technical 0.82 0.11 0.68
Variety | 0.21 0.72 0.56
‘Working condition 0.03 0.66 0.44
Autonomy 0.53 0.63 0.68
Working image 0.59 0.44 - 0.55
Creativity 0.61 0.57 0.70
Percent of variance 60.2 9.6

Cumulative percentage 60.1 69.6

Eigenvalue 13.2 2.1

N =267
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5.3. Findings of Work Values

The work values used are characterized as what is important to the
employees in warehousing? The Means, S.D., SEy,, and the Rank of the
participants responses for the eighteen different value aspects are displayed in
Table (5.5). The findings in this table indicate that independence "i.e., the
opportunity for independent thought and action” is considered to be a very
important value for employees in their ideal job (i =4.52, S.D = 0.52, and SEy
0.03). Similarly the case is, with the pay or the financial factor X = 4.36,
S.D.= 0.81, SEp; = 0.05). This means that the opportunity for salary increases
is important to the employees. The evidence from research on individual
behaviour in organisations has shown that pay is one of the most important job
factors to most people, pay has the power to influence their membership
behaviour and their performance (Lawler, 1981: 5). On the other hand, the less
important values, which are also important, to employees are the proper working
conditions (—X‘ = 3.08, S.D.= 1.28, SE) = .078). This means that even though
the employees regard working conditions as important, they rank it as less
important than other aspects. If one goes back to Table (5.1), it is clear from
the results that the employees are not satisfied with their autonomy in their
work, compensation, as well as working conditions.This means that employees
are not satisfied with their working conditions, but as a value constitute a little

importance.



120

Table (5.5)
Mean, S.D.,S.EM , & the Ranks of Warehousing Employees responses
to Work Values Sub-Scales

Scale Items X S.D. SE M Rank
Use of Ability 3.53 0.63 0.039 14
Achievement 3.90 0.59 0.037
Promotion 4.10 0.61 0.037 4
Indepéendence 4.52 0.52 0.032

Growth & Development 3.35 0.71 0.044 16
Company Policies 4.15 0.83 0.051

Moral Value 3.92 1.13 0.069 7.5
Co-workers 4.07 0.91 0.056
Authority 4.03 0.66 0.041

Job Security 3.34 1.05 0.064 17
Social Status 3.63 0.96 0.059 11.5
Contribution to Society 3.92 0.78 0.048 7.5
Skill Variety 3.63 1.00 0.062 11.5
Pay 4.36 0.81 0.050 2
Supervision Relationship 3.44 1.31 0.080 15
Responsibility 3.84 0.98 0.060 10
Recognition for Good Work 3.59 0.89 0.055 13
Work Conditions 3.08 1.28 0.078 18
Overall Work Values - 68.52 6.78 0.415

N =267
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5.3.1. Internal Consistency and Factorial Composition of Work Values Sub-
Scales

To test the reliability coefficient for all work value sub-scale items, the
Alpha model (Cronbach's ) was computed. The findings show that the internal
consistency reliabilities are satisfactory ﬁnd assure that the items within each
scale measures work value aspects in warechousing (o = 0.75).

To find out if these variables have something in common and to simplify
the analysis in the following chapters. Work value items are factor analysed by
using the Kaiser Normalization criterion for a number of factors to extract a
principle component solution and varimax rotation.

The findings of the factor matrix and the communalities are reported in
Table (5.6). Six dimensions of the work are differentially valued from this
analysis. The revisited content analysis of these dimensions provides results that
are in agreement with the fesult of the factor analysis, except for the working
conditions item.

Based on the different points of view, the classification of these six
factors is attributed to two major valuations: the extrinsic values which include
factor one, three and six, and the intrinsic values which include factor two, four,

and five (see Table 5.6).
5.3.1.1. Comments on The Factor Analysis of Work Values

It is worth mentioning that the most widely used approach classifies work
values as intrinsic and extrinsic, but the adequacy of the intrinsic-extrinsic
dichotomy has been questioned. Some researchers working within different
paradigms have used different definitionst of intrinsic and extrinsic (Billings &
Cornelius, 1980). Others classified work values according to the modality of
outcome (e.g., material, social, psychological) and relation to task performance

(resources and rewards) (Elizur, 1984).



Table (5.6)

Varimax Factor Matrix of Work Values Scales

12

Work Values Items FAC.1* FAC.2 FAC.3 FAC4 FAC.S FACS6
1.Supervision 0.85 0.11 -0.07 0.20 0.01 0.02
2.Recognition 0.76 0.20 0.02 0.13 -0.12 0.13
3.Company policies 0.70 -0.17 0.34 0.12 0.11 0.12
4.Job security 0.55 0.39 0.17 -0.12 0.10 -0.35
5.Responsibility 0.14 0.82 -0.08 0.15 -0.01 -0.05
6.Moral value 0.02 0.80 0.02 -0.01 0.17 0.06
7.Authority 0.35 0.55 0.40 -0.13  0.12 -0.20
8.Social Status 0.03 0.15 -0.79 0.02 0.07 0.14
9.Work conditions 0.14 0.13 0.63 0.14 0.12 -0.03
10.Co-Workers 0.43 0.15 0.45 0.02 0.02 0.05
11.Achievement 0.16 -0.07 -0.14 0.71 -0.24 0.00
12.Growth & Development 0.18 0.03 0.31 0.69 0.33 -0.04
13.Contribution to society -0.04 0.31 0.37 0.60 0.28 0.07
14. Ability Utilization -0.44 0.01 -0.01 0.52 0.15 -0.14
15.Variety 0.01 0.04 -0.12  0.00 0.85 -0.18
16.Independence 0.02 0.21 0.30 0.14 0.60 0.14
17 Pay 0.20 -0.07 0.02 -0.24 0.01 0.82
18.Promotion -0.08 0.08 -0.40 033 -0.15 0.63
Eigenvalue 4.21 2.98 1.73 1.67 1.16 1.00
PC of Variance 234 16.50 9.60 9.30 6.50 5.60
Cumulative Percentage 23.4 39.9 49.6 58.9 65.4 71.0

*FAC: Factor
N =267
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Kalleberg (1977) factor analysed 34 work value dimensions, and only six
factors accounting for 85.9% of the total factor variance. These factors are
classified according to their importance (loading) as intrinsic valuation,
convenience valuation, financial valuation, co-workers valuation, career
valuation and resource adequacy valuation.

The factors of the work values scope in this study are classified
systematically and named according to the nature of the items and the content
analysis of the literature on work values in various studies. The findings show
that the cumulative percentage of the total variance accounting for the underlying
factors of work values is 71%. The factor analysis suggests dimensions that
replicate those defined by Kalleberg (1977) and Quinn & Shepard (1974) by
means of the cluster analysis of similar items. The authors labeled their
dimensions as: challenge, financial, relation with co-workers, comfort,
promotion and resource adequacy. Some of these items have been included in the
six factors of the findings in the present study. Some of the items same as those
included in the corresponding scales utilized by the Kalleberg and Quinn &
Shepard.

Factor one is identified by supervision, recognition, company policies, and
job security. These dimensions refer to those aspects of work that are "extrinsic”
to the work itself. They all represent the extrinsic organisational environment
valuation. The eigenvalue of this factor is 4.21 and the percentage of total
variance explained by this factor is 23.4.

The second factor is identified by the high loading of the following items:
responsibility (0.82), moral value (0.80), and authority (0.55). They are all
related to the intrinsic (psychological) values. However, item 7 (authority) also
has a relatively high loading on factor one (0.35) and two (0.40). The eigenvalue
of this factor is 2.98 and the cumulative percentage of the total variance explains
by this factor is 39.9.

Factor three refers to an extrinsic valuation of the social environment. This

factor is identified by the following high loading items: social status (-0.79),
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working conditions (0.63), and co-workers (0.45). Item 10 (co-workers) also
has a high loading (0.43) in factor one. This item goes well with the items in
factor one in terms of content. The eigenvalue of this factor is 1.73 and the
cumulative percentage of the total variance explained by this factor is (49.6).
The negative factor loading in social status (-0.79) simply means that this item is
negatively correlated with other items responses in this factor. However, one
item in this factor, can not go with the other items (i.e., working conditions),
while other items, (i.e., social status, and close friendship with colleagues),
went well together in terms of content as a social valuation. However, the
working conditions which represent convenience valuation creates pleasant
physical surroundings, and this may permit chances to make friends. Therefore,
the valuation of this factor reflects a worker's desire for the satisfaction of
social needs from work activity. So the nature of this factor indicates that it is
an extrinsic-social (relational) factor.

The fourth factor identified by the following high loading items:
achievement (0.71), growth and development (0.69), social service (contribution
to society) (0.60) and ability utilization (0.52). The eigenvalue for this factor is
1.67 and the percentage of the cumulative variance is 58.9. However, item 13
(social service) and 14 (ability utilization) are also loaded on an other factor.
Item 13 is loaded in factor 3 (0.37), and item 14 is loaded in factor 1
(-0.44). The items in this factor are all related to high intrinsic psychological
values, so they all go together well in terms of content. Therefore, this factor
refers to the intrinsic valuation of the work because it contains characteristics
associated with the work itself. Whether the warehousing job allows the
employee to develop his abilities, or to be in service to the other people
(contribution to society), or achieve something important in his work; so the
valuation of this factor reflects the employees' desire to be stimulated and
challenged by their jobs and to make them able to use their abilities in the work.

Thus, this factor represents challenge valuation.
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The high loaded items in factor five are variety (0.85) and independence
(0.60). The eigenvalue of this factor is 1.16, and the cumulative percentage of
the total variance explained by this factor is 65.4. These two items are intrinsic
values and they go together well. They refer to job characteristics that provide a
degree of freedom in doing the job, or provide a variety of jobs. It is clear that
these dimensions represent intrinsic valuation of the convenience (comfort
valuation).

The items which have high loading in the sixth factor are pay (0.82) and
promotion (advancement) (0.63). The eigenvalue of these two items is 1.0 and
the cumulative percentage of the total variance explained by this factor is 71%.
This factor represents the financial values, which include items such as salary,
fringe benefits, and promotion, etc. Its values reflect the employees' desire to
obtain present and future monetary rewards from a job.

Finally, the loading of the items’ scales on factor one and two are strong,
as in the amount of variation explained by these factors. The general conclusion
suggests that the six factors are discriminably different from one another and
these factors present the constructs that they are intended to measure. However,
organisational environment values and psychological values account for 39.9 of
the common variance, which indicates that these two factors have the highest

variance in work values.
S.4. Findings of Perceived Rewards

Table (5.7) shows employees' responses toward their perceived rewards.
As can be seen from this table i S.D., SE,,, and the Ranks indicate that: (1) the
employees strongly disagrees with the rewards and encouragement they get (3-( =
1.78, S.D.= 0.94, SE; = 0.05); (2) the recognition they deserved when they do
a good job ()_( = 2.18, S.D = 0.93, SEy; = 0.05); and (3) the way of punishment
when they make a mistake (i = 2.19, S.D.= 0.98, SE ,= 0.06). On the other
hand, the employees' perceptions are almost in agreement with the promotion

system in warehousing ()_( = 3.43, S.D.= 0.91, SEy, = 0.05).
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Table (5.7)
Mean, S.D., SEy; & the Ranks of Perceived Rewards

Perceived Rewards X S.D SEpy  Rank
Promotion system 3.43 0.91 0.056 1
Fringe Benefits 2.38 1.15 0.071 5
Encouragement 1.78 0.94 0.058 9
Fair Salary 2.76 0.99 0.061 4
Rewards Vs Performance 2.22 0.84 0.052 6
Gain good promotion 3.06 0.95 0.058 3
Deserved Recognition 2.18 0.93 0.057 8
Criticism 3.38 0.65 0.040 2
The way of punishments 2.19 0.98 0.060 7
Overall Perceived Rewards 2341 6.65 0.407
N =267

Usually, employees appreciate being praised for doing their jobs according
to the standards of the company and for being given the recognition they
deserve. By the same token employees disagree with the way of criticism and
punishment, for instance, when a job is performed incorrectly. Therefore,
employees perceive these aspects in their working life as a sort of reward or
outcome for their competence in doing this job. The findings give a general
notion that in the warehousing setting, there is an element of luck to such
rewards. On the other hand, employees view the promotion system in
warehousing as relatively fair, even if some of them are dissatisfied with this
system. This is because an individual's perception standards depend upon his
personal ambitions and career aspirations (Locke, 1976). This result explains the
desire for promotion or the desire for higher earning: all this aims at satisfying
of personal ambitions and advancement. Therefore, the employees' perception
regarding this aspect is consistent with the promotional system in warehousing

departments. This is because the department gives more benefits to its employees
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in this job more than their counterparts in other departments ( 25 % of the
employees' salaries added to their monthly pay level as allowances). In
conclusion, their perception towards the promotion system is satisfactory, while
their perception towards encouragement and recognition is dissatisfactory. The
reason is mainly due to the fact that working in warehousing is downgraded by
employees in other departments. On the basis of these findings, the conclusion
is: the greater the rewards, obtained from the specific dimension of the job, are

perceived the greater the satisfaction with the job in general will be.

5.4.1. Internal Consistency and Factorial Composition
of Perceived Rewards Sub-Scales

The internal consistency reliabilities of the cases was found through the
computation of Alpha model which is 0.92 (Cronbach's o). This high coefficient
shows that the proportion of the internal individual scores variance for these
sub-scales can be reliably attributed to individual differences among the
respondents. The intercorrelation between the sub-scale items, as shown in Table
(5.8), are positively associated with each other in the P<.001 level of
significance, with a range of 0.38 to 0.87 for the total sample. The
intercorrelation among the rewards scales in Table (5.8) is factor analysed using
a principle factor solution, in an attempt to discover a "higher-order" dimension
of rewards that may account more closely for the covariation among them. The
resulting principle factor matrix is a single factor solution, and the solution
cannot be rotated. The factor analysis findings (see Table 5.9), ensure that the
items selected as a measure for perceived rewards load in one factor which
accounts for about 62.7 % of the total variance. This suggests that the perception
of the rewards dimensions are most usefully considered as consistituting

separate dimensions of work that are source of satisfaction.



Table (5.8)

128

Intercorrelation Matrix Among Perceived Rewards sub-scale items

Perceived Rewards Items 1 2 3 4 5 6 7 8 9
1.Promotion System 1.00

2 Firings Benefits 0.65 1.00

3.Encouragement 0.55 0.58 1.00

4.Fair Salary 0.57 0.55 049 1.00

5.Rewards according Performance 0.61 0.60 0.65 0.68 1.00

6.Gain good position 0.83 0.58 0.56 049 0.60 1.00

7.Deserved recognition 0.50 040 0.59 042 0.58 0.56 1.00
8.Criticism 0.64 051 038 045 047 0.62 044 1.00
9.The way of punishments 0.53 044 0.60 040 0.58 0.60 0.87 0.45 1.00

Table (5-9)

Varimax Factor Matrix of Perceived Rewards Scales

Variable Factor 1 Communality
Promotion system 0.81 0.66
Fringe Benefits 0.77 0.60
Encouragement 0.80 0.64
Fair Salary 0.75 0.57
Rewards Vs Performance 0.84 0.71
Gain good promotion 0.81 0.65
Deserved recognition 0.80 0.65
Criticism 0.68 0.47
The way of punishments 0.81 0.66
Percent of Variance 62.7
Eigenvalue 5.6
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5.5. Findings of Supervisory Style

The sub-scale contains 14 items, which are concerned employees' feelings
toward supervision in warehousing. The Mean, S.D., and SE,, of the subjects’
responses are displayed in Table (5.10). This table gives a clear picture of the
subjects feelings towards supervisory style. As can be seen in this table there
are slight differences in the employees' responses towards the considerate style
(which is composed of friendship, mutual trust, respect, and warmth) style
cdmpared with the participative (democratic). To confirm this indication,
Wilcoxon none parametric test was computed and reported in Table (5.11). This
table shows that the considerate style Mean is 3.23, (S.D = 0.98, SEy4 = 0.06),the
participative style Mean is 3.05, (S.D. = 0.90, SEy; = 0.05), and the Z value
shows that there is no significant differences exist between two means ( Z =
8.26, P<0.15). Accordingly, supervisory style as a one "criterion" instead of the

participative and the considerate style will be used in the following chapters.

5.5.1. Internal Consistency and Factorial Composition of Supervisory Style
Sub-Scales

The intercorrelation among the sub-scale items, (seven of them related to
the participative and the other seven related to the supportive supervisory style),
as in Table (5.12), are positively and strongly associated with each other. The
correlation between considerate style items ranges from 0.46 to 0.95 and from
0.59 to 0.88 between participative style items. The items in both sub-scales
reach a high level of significance (P<.001). These results support the internal
consistency reliabilities of these sub-scales in testing the employees' attitudes
toward their supervision through the computation of Alpha model (Cronbach's o

= 0.95).
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Table (5.10)
Mean, S.D., SE) and Ranks of Warehousing Employees Responses
to Supervisory Style Sub-Scales

—

Supervisory Style X S.D. SEpm Rank

PARTICIPATIVE SUPERVISORY STYLE

Put suggestions made by employees into practice 2.85 1.05 0.065 10

Offer new approach to solve problems 3.44 1.02 0.063 3.5
Ask for advice to develop the work 275 1.06 0.065 11

Take employees opinions toward any problems 2.62 1.18 0.073 13

Give advance notice of changes : 3.59 0.74 0.046 01

Gives serious consideratioﬁ to what the

employees have to say 2.54 1.22 0075 14

Make job more pleasant 3.55 1.01 0.062 2

Overall participative supervisory style 21.37 6.30 0.38

CONSIDERATE SUPERVISORY STYLE

An employee is important as an individual 3.44 1’.06 0.065 3.5
Friendship and approbation 3.35 1.16 0.071
Openness 3.37 1.19 0.073 05
Mutual trust 3.36 1.21 0.075 06
Close supervision 3.28 1.09 0.067 08
Take care of complaints 2.71 1.16 0.071 12
Backs the subordinates up with top management 3.24 1.28 0.079 09
Overall considerate supervisory style .22.67 6.88 0.42

N=267

The intercorrelations of Table (5.12) are factor analyzed to ensure that the
14 items selected as a measure for specific constructs load on that factor, the
results are reported in Table (5.13). An examination of the communalities of

each supervisory style sub-scale statement is made. The rotating factors (varimax
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rotation) is also made for simplifying factors, so that each variable loads highly
on only one factor. Interpretation of the results is simplified because each factor
is more clearly identified by a subset of variables that load high on one factor
but low on the other.

The varimax rotation yields two orthogonal factors. The scale loading is
higher on factor one, which includes 'supervisory style' variables such as,
‘openness’, 'mutual trust', 'close supervision', 'friendship and approbation'.
Factor two is defined by variables such as, making the job more pleasant,
putting employees' suggestions into practice, and giving serious consideration to
what the employees have to say. By structuring the two factors it appears that
factor one represents a considerate supervisory style, which explains the high
percentages of the total variance (Percent of variance 73.9, eigenvalue 10.35).
Factor two appears to represent participative supervisory style, which explains a
less variance (percent of variance 7.5, eigenvalue 1.04). However, these
findings suggest that warehousing employees' perception towards supervision is
composed primarily of the considerate and then the participative Supervisory

style.

Table (5.11)
Wilcoxon test for Participative & Considerate Supervisory Style

Variable Mean S.D. SEy Z-Value!

Participative 3.052 090 0.05
8.26
Considerate 3.233 0.98 0.06

N =267
1p<.15
2 21.37/7
3 22.67/7
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Intercorrelation Matrix Among Supervisory Style Sub-Scales
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Participative items 1 2 3 4 5 6 7
1.Make job more pleasant 1.00
2.Put suggestion made by the
employees into practice 0.71 1.00
3.Offer new approach to solve problems 0.64 0.68 1.00
4.Ask for advice to develop the work 0.70 0.71 0.82 1.00
5.Take employees opinions toward
any problems 0.74 0.75 0.84 0.88 1.00
6.Give advance notice of changes 0.65 066 0.86 079 0.80 1.00
7.Give serious consideration to what
the employees have to say 0.63 0.68 0.63 0.59 0.67 0.62 1.00
Considerate Items 1 2 3 4 5 6 7
1.Employee is important as individual 1.00
2.Friendship and approbation 0.72 1.00
3.0Openness 0.73 095 1.00
4.Mutual trust 0.70 0.89 0.88 1.00
5.Close supervision 0.72 0.87 0.85 0.84 1.00
6.Take care of complaints 0.70 0.86 0.85 0.84 0.82 -1.00
7.Supervisor backs his subordinates
up with top management 0.57 049 048 047 0.51 046 1.00

N =267
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Table (5.13)
Varimax Factor Matrix of Supervisory Style Scales

Variable FactorI Factor I Communality
Put suggestions made by employees into practice 0.53 0.64 0.70
Offer new approach to solve problems 087 -+ 0.32 0.80
Ask for advice to develop the work 0.80 042 0.82
Take employees opinions toward problems 0.79 048 0.87
Give advance notice of changes 0.78 0.38 0.77

Give serious consideration to what the employees

have to say 042 0.72 0.71
Make job more pleasant 041 0.77 0.76
An employee is important as an individual 0.54 0.76 0.75
Friendship and approbation 0.89 0.33 0.91
Openness 0.88 0.35 0.90
Mutual trust 0.86 0.34 0.86
Close supervision 0.82 0.38 0.82
Take care of complaints 0.83 0.37 0.84
Backs subordinates up with top management 0.16 0.38 0.74
Percenf of Variance 73.9 7.5

cumulative percentage 73.9 81.4

Eigenvalue 10.53 1.04

5.6. Findings of Job Characteristics

The Means, S.D., SEy; and ranks of scores on the 21 job characteristics
scales are tabulated in (6.14). As can be seen from this table the lowest mean
occurs on the 'opportunity for learning' ()—E = 7.85, SEp; = 0.14), 'degree of
autonomy’ (5(- = 8.13, SEp; = 0.11), and 'task-significance’ (i = 8.19, SEpm =

0.13). These characteristics represent the "core dimensions".
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Table (5.14)

Mean, S.D., SEj; & Ranks of Warehousing Employees Responses

to Job Characteristics Sub-Scales

Items X S.D. SEm Rank
Freedom in organising the job 2.85 1.02 0.062
Personal initiatives 3.37 0.73 0.045
Independence in doing the job 2.91 1.00 0.062
Overall Degree of Freedom 8.13 2.38 0.117 6
Co-operative with others 3.70 0.79 0.049
Extent in dealing with others 3.83 0.72 0.044
Feedback from others 2.89 0.75 0.046
Overall Dealing with others 1043 1.61 0.099 2
Quality & quantity of feedback 3.92 0.80 0.049
Experience from the job itself 2.77 0.83 0.051
Feedback from the supervisor 3.02 1.12 0.069
Overall Feedback on Performance 9.715 2.27 0.139 3
Task-Significance 2.60 0.82 0.050
Effect on other departments 2.55 0.80 0.049
Impact on company service & products 3.03 0.79 0.049
Overall Task-Significance 8.19 2.19 0.134 5
Developing skills & knowledge 2.69 0.78 0.048
Personal growth & development 2.69 0.85 0.052
Acquiring skills & information 2.46 0.79 0.060

rall L in niti 7.85 2.40 0.147 7
Variety in job 2.94 0.80 0.050
Repetitious duties 2.76 0.55 0.034
Variety in skill & Talents 3.08 0.73 0.045
Overall Variety 8.79 1.71 0.105 4
Building close friendship 3.66 0.78 0.048
Chatting & socialising informally 3.11 1.09 0.067
Getting to know others 3.80 0.83 0.051

rall Friendshi niti 10.57 2.13 0.131 1
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On the other hand, t