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Iotreduction

Alhaugh worker s21:sfpction bax been advocared a3 g velich: to mmprove
orgenizational effectivensss, studies 1o date on the suhject are rot yo conclusive
Literature review imilizates that Lrtle reserrch bag been done on Lhe reletipnship berwee
job satisfectivn snd orgenizaticra eflectiveness in western countries. There ia an absence
of imperial studies of Lhis topic in the ¥icpdom of Saudi Arabia The rapid and
coinuous 2062l and economic charpe in the Kingdom of Szudi Arabia wrge the needs
for sedies looking imo the relationship berwesn emplovee ond (keir orgasezetion.
Resexrch therefore, is oerded to determing the [rors prompting or mhibitng this
relztion. This srudy is to explors importance of certain fagtors to the relationship between
worker job satisfaction and thefr perception of erganemtionel efectiveness fir Saudi
Arabian Compams’ employees.

Thegretical Introduction

The thecretival frameaork of ihis mudy will cover the followinyg three interrelated
paints. First , Orparuranional efceriveness theory  Second, job satisfection theory. The
foally, Studies of the relationehip berwesn job sarizlzeion and grpemizaional
efleciiveness
Organizatioaa] Cifectveness Theories

Reviewing Lhe Lterature on oupa. czationst ofecthreness, it was ound rhar there
wert iie¢ major gpproaches wiich had been used as the framevark of enabyss in
organizazonal effectiveness

The first epproach is goal mpdel  According to Mulford {1978) this epproach s
the most popular model which diseuszes elleciveness mterm of goal zecomplished.
Tharefors, (ks medel censist thay idertifng an organization's pos's snd assessing how
well the grganzation has accomplithed those goals. Thus, this model defines
organizratioczl cfectivenass as " the depree to which an erpanizaion nalizes its godl
(Ciziemi, 1975, p.133 ) Daft (1989} concluded that this model 15 " a logical appreach
because erganzation do my to accamplish certain levels ef ourput, preft, o clicnt
sangfastion. The goal approach measures progress lowed attaicment of thase
Eoals™(p.102), Thare are two kurds of organizancral goals. These are officizl peals and
pperaive poals, Aceording to Daft {1985)  the enpertant organizatioral goals 1o consider
are operalive goals ETorts to measure eflectiveness have been more produsiove using
operxnve poil than us =z official poal cificial goxis tend 1o be absrract and difficult
to measure. pperauve Loas reflect activities the organizanon is actuslly performing ™
(p 102). The crings of Lhe goal model, wha are mary, {Geogopoulos and Tanneckaum,
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1957, Perrow, 1961, Wamnes, 1567, Yuchtman acd seashere, 19057, seashore and
Yuchtman, 1967, katz and kahzn, 1567, Hall 1974, and Price, 1572) p- -t cut thar : {a)
measnres of grgaazaiiony) goals are aflen pot miiztle, eystem relevam, or desived Fum s
tomumen theorenaal Famcwork, (b some orpanizatimel goals are quite imangible, (=}
orgenixational goals change ss organizatonal behavior change, end (d) & supgested that
pratiple measure of organzationsl goals to be used whenever possible (Mulford

el 1976)

A second approach is the Svanem Rescurce Model This model was prroducsd by
Yichoman and Seashor (1267). B2 (198% | pointed out that i eystem resource sodai
aswumes Lkt ergantzatos oo b efesive in oblaning recowsces inpats and i
mmaintdineng the organestion :5em in order fo be effective This model defined
organizagnal efesiventss 25 “The abiliry of the orgamuzanon, in either absohte or
relative terms, 10 explcit ity enviromment in the acqiusition of pearce and valued
resources{ Yuehttmen and Senshor, 1947, pp 377-358). Muwliord eral. {1976) cited thay
Price hos noted thay the research of Yucktman eod Sezshors dig nor consider resqusce
optimization, dd ros Lbe geozmal messures, and 1hat their messures viokizd the busse nle
of murual exciusiveness { p.60). Eficescy and effectiveness are not separmied under this
model (Price, 1972). Moreaver, this model is used (0 assist organizational cilectiveness
when comidsring ngmprolit argamrations { Malnar end Rogers, 1975).

Aurtading ta Schulz (1984 2ihough the goal and sywem rzavurce models are
=ity if thefr foeus oo amtary eniderion of organeticnal effscu v eness, sonle theorsts
have suggested thar an integration and exaension of the modcis wouid provide amore
comprebenaive assessment of orgenimtions] e Fectiveness(p 61

The {hed appreach te arganizztional effectivenesy was reatesented by Pamsgns
{1960}, Parsons developed a comprehensive snalysis of ovgamztional effecrivensss by
posiuating thal every sociery (of social gystem) must solve four problems in eeder to
fimicn. These fow problems are adopiion, goel sehueveme=t, miegration, zod Inency.
Adapating is the ability of 2n o ganiron 1o comtre] its emzonmen. Gonl arainment is
the derision-making processes. Integration is the relationships berwesn units and go along
wiih its esviranmet. Finely, liency is the process of developing individual loyalty to
argamzation obyestives. Actordingly, Hage (1965) developed an “axiomeric™ iheory of
orgamization, His Weufy based on four means and four ends of erganization. Through
ez four means - compledry, centralizalion, formalization and struification « an
oganization achieves the four ends He adspied Lhe funetional problems of Parsons as
organzational ends: adoption &5 adaptiveness, Lension managemen as job antisfaction,
inlegration as efficiency, 2nd gonl pehisvemen a5 production.
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Accordmg to Molford (1978) the system mode! is more inclogive ihan the other
twn Lhe goal model and gysiem resqurce model do rot consider integration berween the
parts of the organizstion or the devoloprmemm of laters patterns snd tension manag ement
for the partcimans as relevant facels of effeciveness (pp 125-127).

Joh SBatisfactipn Theories

Abrabam Matlow's hicrarchy of uman needs may be related 10 job satisfaction
(astow, 1979, p, 3). This tderarchy cansists of five levels (1) Physiological nesds, ()
salery needs, (3) social needs, (4) esteem needs, &od (5) selfacmualization needs.
According to Mumferd (1573}, then, Matlow's theary is dynzmic in (Bat Inmans are geen
as inherenily unfililled beings condamly striving to fuiGl needs in an ever-=xpanding
neads gysiem For Grady{ 1934 ):

ihe orgamism's bebavier is dommered by ungarisfisd naeds
and its behavior organized only by unodicfied nesds When
ame need 15 saiefed, the foliowing proponcnt oeed in the
Kerarchy molbess end fends to command the individual's
atienuon Congequemly, gratified nesds are oo longer
cotsidered active motivates of behavior since the mdivicoa!
by gome on to striving to A0S the nexd vnfiSlled peed in
the erarchy.{ pp. 12-13).

One of the most discussed theories af job satisfartion was developed by Frederick
Herzherg §1965), who tdenliffed factors related 1o job saliserion and dissatishetion
emnr 300 accpuntama and engincers i Pittsburgh. Pennsybvania. He found that job
diseariels tiom is relered to job emaronment but that job sarisfherinn o relared to work
itsell. He cherzczerized the Erst category as ygiencs, or extrinsic fazors, and e second
c2iegory as modvalors, of inmingic aoiors. The former imvolve malary, organizaticons]
pohciss, supervison, physical working comditions, relationehips, status, and job security.
The latier imvalve achicvement, recogmition, work imscll, advancemer, and responshbilicy.
In other wards, mativaiora produse job sausfaction, whereas hygienes produce job
dizselisfaction
Studies OF The Rodasionship Berween Job Satisfzetion and Organizational
Effectiveness

Deponding 7 ihe basic asmmpuion of scoial exchange, job saisfaction in a
fanciign of the amount of rewards that the indis idupl receives Tom his job. Friedlander

{15¢5) iderrified three rypes of satizfacnons.
the return o the form of manetary rewzrd : ani prestige;
Iminnste satisiactign, or the pleasere in a specific activity
eng in the accomplishmenis of rpeeific cnds;, concomitant
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samiefactiony, such as dedved from veorking in a par sular
phywe ervironment orwith a particuler grocp (p 250)

It is helicved Lhat “the cduses of job satisfaction are not in the job nor solely i the
man, but lie in the relationship berween them™ (Locke, 1969, p 313). That is why workers
and organirxtions have to * give a Little" in order w ~profit fom each other™ . According
to Argyris {1964) that understandings of “mcongruence™ berween the individual and the
grganization could form a bass fur increased eSectiveness both the worker and the system
of emerpe

Waorkers w2l an §or ocganizann- and they will be more satisfied wilh tiir job
because of rewar' s dertved b jofaing e onganitation. The main and Lhe most impertas
benefit v4ich work ers are locking for s bo moet o to s2tsly thedr needs: Thos, by
prorviciog 1his impartant benefi and other benefivs, workers will panicipate on the
areanization and they will be more sisfied with their job. Therefore, each individual tries
10 join & particwar orgamzation thar will enhance kis personal needs {or goals) to Lhe
preatesi degres, just as the organizational body tries 1o recruit new members who will add
10 tha collegtive worth of the orgentizstion Fimally, Ergom {1 964] reported thar by
koowing the factors thar increase worker satisfaction and decrease dissatisfaction and by
being sensitove to change, an argaaization could bemer choost and place pesgple 10 mes
Lheir goals and satisfy their needs and increase the organizvtiocal effectiveness. At 1
same time it could increase job sarisfaction of indindual stafT membes, by encouraging
positive speial enviranmenls i preference to ey deliberate elfoits by the organization to
shape personalities according to ity needt™ (p. 110),

According (o Merton, the degree of integration i amy £ystem is 3 very imporiant
component in explaining the function of the system. This view implies it the vanous
pans of 2 social system muw show a high level of integration (Ritzer, 1788, Tirner,
1986}, So the satizlaction of the worker is seen 1o be important miluedse on the
performance of the crganization, and Lhus, it has become 2ccepied 1ot organization
shondd comsider the goals of thedr workers T relsionship to the gnaly of the organirztion.
To Perke (1785) the individual comes ta the orgamntion with goals or evpeciations and
needs that may or may not mesh with Lhe poals of the orgamz=ion He concluded that 1he
warkers affect 1he systeem 2s an individual end 25 a member of 2 preap and group cunre
{p-251 On the other hand, the organization or the fystem influence the workers' sttitude
and the group eulture {Licberman and BMiller, 15978},

For Perko {1985), Dzvis (1981) and Chalder and Podemeki (1982) the
interrelationships of inlluences resw i Formudated work attitudes and behand or, that are
vzriables 16 be considered a5 the organization frames goa's, wirives o mees them, and
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addressed plans fur change or potential of the group exterprise. Perko (1985) gancluded
Lhat organization i to consider haw the goais of the worker may be integrated with the
g0 of the orgamization in muiual benefit. Srmmillarlly, Schulz (1985} concluded the kigh
or low job suxstaction of teaghers 1s related 1o their perceptions of the orpaniztionsl
effectivenass of the sehaol

In their study, alternate wotk schedules, Duntam, Pierce, and Castameda { |987;
{ound that the churameriztics of a work schediles would influexce organizational
effectiveaness ouly 10 the extent thae the schedule met organizalional peeds gnd cosyraints
Rasubs indicated that factors reizted to organization:] =Maciivensss wers efSanced in
cases in which specifiz uTganizalional needs were met In eddition, incrizzenss with
personal acuvibies was redused Lo Sinustion tn which employees had sxperienced specific
diSculties. The most powerfiel eTeet was on worker snitudes toward specific wark
schedidles

Daley (1988) examined the impact of performance appraisal { quetury, feedback,
imporance, end helpfulpess) on perception of organizstional suecass { cffectivencss,
responsiveness, and job satisfaction) He found they 3 moderate but pastive relarignstip
berween performancs sppragal process and perceprions of ofgacizalional success.

Elrnsm and Stephen (1991) conducted & survey of emmployees with ciildren under
12 years of age towoveshgete (A child careissue They concluded da: {1) employer
supported ghifd cars programs cx improve eniployes job soosfaction, orgenizational
commuiment, and overed productivity (2) mest human resource menagers uneraewed
expressed srong suppent Lo emplover-suppened child care programs and belisved thay
the child care cenders i Lieir fimns were meking a preat cantributian to their
orgaruzanconal clectiveness,

HYFOTHESES
Hypothests 11 There is a positive relavionship between job satisfacnon and
mieeting workers' ggal by the orgonizaiion,
Hyposhesis 2+ Workers with bigh job satisfacrion pereived thein organizanom as
mere effective than workers with low job satisTacton

METHODS
The target pe=:lazion for thus sudy was all ARAMCO omployees m Rivadh drim
1995 The sample selecied by mezns of sunple random sampiceg , 250 employees were
randomly selecred. Qm Augsy 10, 1995, the public relanon depariment and the
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researzher disicibured (ke quemiannnires The revurned questannmres were 229 Of these
questionsaires, 217 were usable The rest { 21 questiannzres) are mor retusned,

A questiomasise was designed to 2ddress the (heoretical eoncepic idewied mrhiy
research The quastionzaie fommat is divided ittc three sectons The fi- g1 secing inuides
Questions oa warkers persegrions of erpanzangnad efvcivenass. Questicns reizted (0 j:b
sadzfaction we wcisded wihe seeond werion Finelly, questizes relatzd jur Josdae
charamenstics 22 incfed o Be thitd seome
gzl Lrjedtegpess:

Th dependem variabies in the ttudy was the wosders' pergegtions of
opaimtiynal efrctiventss, measured by the [ndex ol Qegmnyragicns; Pes;coyed
Efectveness (JOPL), whose @ght items ¢ Listad:

(Procuction Quasnis)
Thirkng oowof the vartious Sngs praduned by e peopis you kaom i
your dovnan, bow ruch sz they producag”
). Thoy poiestuiz N sy s
I s Grly fow
2 31 15 pether Ingh mor low
4, By fRish begh
5 Ttisvem Righ
(Prodaction Quulity:
How good rowsd woo = is the qualin of L products or senaces
oocheed by (he peopde voo Eronin vour & non?
1 Their procucic or senigés I i poer gal;
7 Thesquaiuy o oo 10e good
3 Farquain
4. Good qualin
8 Excelless qualiv
(Produzinn Effqesn
Do b pegple rm yBUE dhandm seer Lt POt el rbees vetin g ke
fesouree imont people. emupthiont. & ) e havz avaulakle” The 1s,
kine efienity da her 8o bt sk
I 1= do ro nsk Efcieribe a2
2. 1ot fon 5T
3 Fauryeflizem
1 They e very efliciem)
5 Ther o pemelv e e
(A log Anrigpycnp, Prdiems and Sohone Thea Sindanenhi
Eew good x5 1 dmg by (5 perplz u your Soson o o
e g o wese e U futlurs ded freveanng them ITom
PECLCTLLE OF TRLRCAT IR (her T ™
1. The G & poey ol oy SOLoQooRE (mefi=my
T Wool g paod 3 b
1 Afgir ok
4. Thre a2 very good 25
4 The de aw meoeant Job m 2nisEgng probiers
LAipusy Aegrenes §f Parcegad S detans|
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rom e 10 Ums orwey wes e discmerd Lo ergatere work aod newer
equipmeni and lechmegues are found wlth huch o2 do the norle How good
apob do the peaple 1a yous drlnon d6 ot kegpizg op with those changes
et eonld 2 dhie Wyt do thesr merk?
L They & 0 poor gob of kespeng up o date
2 Naiteo good 4 job
3 Anir b
4 Thry do a2 very good job
4 They oo 2o exesiieet job ol kecping up s e
mﬁﬁp:um Prampass of Adsmenm)
When chioges are gk in e itutines of espipment. bow rruickdy do te
prople i your drosan acten g adjust io thess chanpes?
1. Med people acoope and S8 5 them vory slosdy
2 Batker stowly
3. Fairly rapadly
4 They adiust very apedy. bul pot unmuedaiely
3. Mos pespls acosp gad adjust 1o tem et aich
fhdcptane Prevalenze of sifusteeni)
Wha proporucs of = peaple in your divsise rzadlly sccem and adest to
(e change?

1. Conderably lees 1han half of the people 2o and adun {2
thes ehianpes readity

2 Slightly less thon halfda

3. The majnrin do

4. Cemmdecsbly more (han hallf do

5. Practictity everyone arpts amd adjons to diess changes resdly

(Flexitnlity)

From tie 10 bres conmtgeneics trice. S 35 crash pograms, statles
mired ghend, 6 2 bkt 15 we Now of work nomus Whaen hew
crTgtree gonnt., hev cues work everioady for Mo pogpie. Sonr wark
Eronpe o vl thesy emergtnis=s more feadily snd coweerfully (ha0
other. Biow grodd @ yab do the peaple to yout dnvition do 21 coping with
these sitmmuon?

1. Thevde 2 poer oy ol handlmg ewerpences Aoy

2. Tho o no o very wicll

%, Thev do 2 fair 10b

4 Ther doa goad job

$ They dg an caxlien) job of Exndling duese sinsdions (Mt 1572, pp 234
The [ndex of Orpanizations) Efectrveness was developed by Mart {1972) 1o
meagurc subjective evaluations of ergantzational effecriveness Matt integruted the

contepts of productnaty, efficiency, adaplability, and flexibility to defermmng the composae
scure of the effestivensss of the organizalion. Potentional soares range from a low of §
{eonnating low organizauenal effectiveness) 10 kigh of 40 (connoting bigh crogrizstionsl
eTectiveness). According 1 Mott {1972) , the validity of the parception of organizarional
efTeciveness scale wis Encoua@ing encugh 10 wiamanl contimued use. Moreover, Mot
reporiad a preponderance of researsh data on indicators of the velidity of the pezception of

organzational effect veness sexle m various sextingsf Sebuly, 1985} The relishiliny
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eoetficienty (Cronhach's alphas) of the present wermple were 84 or the perceptivn of
erpanuniioal eectiveness scale.

Job Serighnotion:
The =demendent vasables in the study was workeny! job satisFection, s meagured

by Migpesota Satisfction Questioznaire (MSQ). I 1963 the University of Minnesula
developed iis sisfaction questionnzre sdcorilng Lo Wark A cerment Theors Ths
themy balds i%al pob szaisfe (on s & flcction of individusl vosstional peeds pad ¢Fwork
env.ronment reiforeor-o (Weiss f al,, 1957). Potentinra toores range from a | of 20
{connoting low job satsfaction) tu high of 190 (comonmg high jst serisGolion) Ths mudy
ez i short form of the M50, whose oy nes are lined:

1. Abiliey wilizarion The chencs to do sometiung that Zoides ven of () shilises

1. Achirvement. The feefing ef sccomp| et [ go Tomitke oh

1. Actvony Bring abir (o keep bun 2 the uome

4, Ahvancement The chanees for sdvsacernend on thus job.

5. Authoric The shames 18 180 clher poople what 1o do

6, Compamy posy ood pracueed, Th: way (e campay poiisies ase pet inio practlce

7. Competsanan My g 054 Lhe amear o sork §de.

& Co-worhers, The way so-wairkers Bot sivag nuk exch ¢l

9 Communary, Thi chase oy my o mithody of by e job,

IO Independarice  Thechancs o wark zhone on (= job

11. Maral vitlues. Being abic to da (ings tha dont g9 sptinn @y constionce.

12, Pocogniion. The pracse | get o doing 3 good jon

13, Responsibstcty  The freadom to e Ey o judrmen

14, Seowrity  Theway @y jot providss for Roady emsigvmen

15. Soqal smrsce. The thance Lo do wdngs for othur pocpie

16 Social sotzs The chanee 3 be “soordody™ 10 e ceanemanine

17 Bupernsiim-heman relzuons. The vy ay bows hanedies fis emsiowecy,

I8 Sqper sion—tochnical. The compeicncy of my sypertsot in maisag decisions

19 Varety, The chasce tody Alfferenl things frem Lmr Io dme.

0. Working somditens (Whies, pr 142)

Esch jtem or slateman cegquires thar the respondent indiggre salfaction with &
work reitfbreer by means of o Liker-type scole ricping from | »vary dissatisSed 1o 5=
very saiisfied. A general suishelion score was aiained by suroming revponses (o all
twemy items. Weis et ol (1567) reported that "since the shore form of MSQ is based on 2
subser of the long fare wews, valicity for the short form may in pan be ifered fom
validity of the lorg form” {p. 24). Rebabality coclGciens far general job satisfaction sange
from 57 to .92 The reliabilty coefoents (Cronbach's wphas) of Lhe present sample were

92 fet 1he peneral job satisfaciion seale
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Becmxe of e Lndex of Orgenizational Peresived Elzenveness (JOFE) and the
Minpesaty Sutiziaction Questionmaire (M5Q) were develnped in a highty mustriaiized
society [USA), 1 piles udy was condusted 1o test the stinability of these measure 13
Saud Arabia sociery Therefore, the rellabity cosfficiens (Cronbac & dlphes) of the pitot
sy were 82 for the pereeption of oganiations] effectiveness scale md 93 for the
genersd job sariczcnon saale Momover, By using Minnesota Swislacrion Questionnaire,
Al-Amn (1754 studied the relstionstsp bﬁ“m Jjob sligfaction and life satisfiction
among Seud workers He reporied that the reliabiity coefficiens (Cranbaek's alphas) of
ks sampile were 83 for the gerenal job satisGiction scale

The study alsp used personal goals question, which asks emplovees 1o ruspond
to this quesuon . Did you meet your pecsonal goals @ this ergenizason” { yes , oo}
Moreaver, Respondems were asked 10 provide wformation about. their age; working
expericnce, Ylary; educziionsl bevel; menidal starus. The statimicsl methods chosen for
testing the comelslive peraliation snd aoalysing fhe dai2 in this mudy were the sandantized
regvession , crosstzhlation, Pearson comelation and rtes

FINDING

Findingy of this study will be disusscd in towo mecyions. The first secison presems
ke means, standard deviztiona, grd fequency disiiboticns of respandents. The second
tection repons results peraining 1o hypothews,
Diescriptive hindngs: )

Maost respondem (58 4 % ) were younger than 39 years ( table |). The smalast age
2 oup was the group { 2.8 % o 50 yeary or oider, and the group { 12.7 % ) of 30 years
or vounger. Only 16 %% of respondents were in the grove of 4095 vears,

_Table 3. Age of the respordents

. _Age Frequency __ Peteent
Less than 30 7 123
ig3n 145 &3.4,
AQAS 34 160
50 ar more & 23
Tetal ~ i _ 212 7 - 106.0
Missing cases =7




Tebie 7 indearps thar mare thas ball the isposdents { 60 17a j Red F oo fur &
to 15 yewa, 20 % for S yeaszor Tewer, §° 7% fur 15-25 years ard 5.7 % 471 more than
211 years
Tazblc 3 ghows respondent Sequenoies acgo ding to selary &Epl.{éﬂ pemeem nfibe
fespondent of empiyers had musthly saiaries of SR § 0050959, 119 % had salasies of
SR 10 000-14 969, 10 % had cares of [ess then 518 S 000 gnd 10 <4 kad salaries ofmize
thare SR 13 050

Tabie2.  Warkoag expoie e cithe re—fents )

Workira Experieace Frequensy Percem
lessthzn 5 yean 49 Do
5 years <10 years 47 ik
11 yeass -15 years El 380
1% years« 20 years pa 1.7
21 years or more n 5.2
Tory! ~ _a1y 12 0

Mhssing caues =6
Tzb.e2 Salary of the respondesrs

_ Sdlery Freguemey Percent
Less then SR 5.000 22 00
g 0.999 139 £30
16,600 - 14,907 25 1ne
18 000 or mere - ico
Total 219 1600

Table 4 shows respemdents freguendies according to sducasiang! background
Ahguat 52 %% of panticipanrs bad pre-Eich sehoo| degree Qaly 13.7 % tad bacheicr's
degres. Firally, the second largen caiegory ( 29.7Ve) is 1kose wha Bed hiuh yehnod degroe
Tatle 4 [Cducstiopal ackground ef the respandems

tducatiors] degree Frequency Percen
Pre-high school degres s 515
Hiph gcheol depres 63 2nT
Giachglor's degree 3 137
Masrer’s dew-es 2 9
Oiters 7 3z
Tt 215 10
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Tabic § shuws respondent frequences atconding 10 mamis statys, Grezicf (b 87
percert of particinancy were pussed, whereas spprosmately 26 particrparts { 11 5%4)
worsmgle Only 5 ¥owere widowea
Takle 5 Maral satus of (he resogndanig

F¥tariipi Saamas Fremiency - Pergent

Maed 17% T &
Sing'e 26 1y
widowed ! 5
Touul Z1E 1004
Miggng cases ™ 1

Table 6 shows means wod standasd deviations for she orgameanonal cFzctivencss
and forthe & 10PE nubscoces Produdlion guality, prodiustion gaantcy, 2ed awareness of
potential soiutont scores were high, racgrg from 3. 8000 404 Flaxibilry, annipating
proYleray and sciving them satiefaeranly, and production eficiency scures were modeme,
rangirg Fom 16512 3 77 Prevdlerce of adjuemen, and prompiness of adustment
scores were lotv, ramying from 2.94 (o3 25
Table & Ranng for the urgw:ig?tmnai eﬂ“c'_di‘veness»s:ale

Varighles Aieans Std D=, fznpe
Productich quan‘ity 304 Ch
Production quality i n
Producsor: elfciency kLrd il |
Aczpuation asiopating problems i1 51
eod sulving them swisactiony
Adupraion Awarenzss of porertial 350 §
0RLONE
Adamaunn pomptaess of 326 82
2djugrment
Ad=peaticn prevalerce of sdjustment 294 122
Frebiley__ o ___ 369 N S
iGeneral Qrgzmcanonal 2919 4949 2500
E fiectiveness .




Table 7 presents means end stand=rd deviztions for the peneral job darizfaction
scale and for the 20 MS0) subseores Compensation, eo-workers, supensson-iaunn
felation, moral values, spervision-tethmical, indspendence, and activity scores were fugh,
vanging from 3 4610 3.62  Abilicy wtiliration, sociad sTams, varicy, company policy aad
practices, authoriey, achieverent, soasl sorvice, and security seoces wee moderate,
renging from 303 10325 Advancement, recdgstion, werking crrdition. creatiity, and
regpontibiiey scoves o w ranging Bom 2.58 10 297, Grene:al job satrafagiion scores
were moderze (62 16 4

Tohla ¥ Rating for the general job saisficon s{;{:.’e . B
Yarizbie Means 5id. dev. Range

Advanuement 258 130

Recognitien P i35

Workiag canditiony 298 Lzg

Cresiivity 296 1.07

Reponshiliry 297 1.07

Ability Undliztion 30 12%

Socal Sarue 34 1.26

Vigiery 342 114

Company Policy and pracrices 4.1z 141

Authority 3103 125

Auhievernea 32 1.29

Socisl Service 326 121

Securiy 326 124

Aciviry 340 1n

Indspendence 348 1.18

Supervition-iechrical 3.49 124

Mo Values 149 176

Supervifion-inrman reizdon 35 1.17

Co-workers 358 1.7

Compensation_. 363 132 ~

General Ssiicfacrion &R 1542 TLO0
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Table § presenrs civsfublation berween organizaionl eifectiveness and job
satisEzetion, Jz shows that there is 2 powtive ndztonghip between organaational
effectivensss and job sutisfaction aver 26 *% of those with bigh job satisfction 2lzp
ndicared kigh perception of organzational effectiveness (R = 40, P=0{0 )

Table ¥ presents exosytabilation berween meeiing worker's goel by the crganizmlion
md job sarigazten. Fr shows ihat Lheve is a possive relziionship berween meering
worker’s goal by the erganizavion and job eaisGustion over 40 % of Lhose mest their goals
elso indicaied high job satisfaction (L =37, P=0{0).

_Table 8. Crosstablation berwesn & ional efftetiventss and job satisfacti on
Joh Satisfacy

Orpanizational Efectiveness  Low Middfs Hieh Pz
Lory 14 4] 00 55
Middie 18.7 210 142 539
Hizh ] Al 96 6.9 k]
Teel _ 343 %7 a4 100.0
Tuble & Crosstabluion between werkers” goal and job satisfaction

Ik Satisfietion
Worker's goals Lo Middle High Tow
They meet ther goaly, 181 n9 403 172
They not meet their goal o1 23 9 _ns
Total i 24.2 47 a1 1000
Resuls:

Hypothesis 1. The mare the evgznizetion meet its workens' goal | (he more
satisfied e workers with thair job

Dty table 10 Dustrate the relation between job smigfaction and workers” goal,
Mean score for worker who mest their goal was 67.21 and that far worker who nor meet
their goal 53.54 . The hypothesis was therefor supparted ( F = 3242, P= 000
Tab'e 10 Job sctisfaction b].r workers' goel

worker’s prals Mean o M

They meer their goais 67.21 927 162

They nal meet their goals 5394 i5ER 50
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Hypothesis 2 Workers with kigh job stisfucion perceived their argenizrion
as more effactive than workess with low job sadsheson

The Flest (F =67.075, P = 000) indemes that job 52 :xfzcion has 3
watistically significant pesitive effect on srganization effectiveness (= 18.190 , P = 000).
Foi each one unit increases in job mrsfction , e expeced valse of grgamzation
eTectivensss inerease 15652 enit. The standardized regression coefices indicues b,
for each standard deviation increase in job saticheion L Frpecied value of
orgznizational efeciveness increases 4839 sasded deviations. Job satisbtion is
observed to have 2 moderale positive cfizaive on organizuionsl efectivencss. These
errpinical residts are consiglent with the sared research bypothess,

. DISCUSSION

The frnt nvpothesis wes that the @are the orgameation me=t its workess' goal |, the
more saticfed the workers with ther job. The secomd bypothesis was Lhat worksrs with
high job sattefstion prroeived ther orpanizztion is mora eEzctive than workers with low
job sarisfhction. The daus suppoited these bypothesew, and resuits egree with those of
previous smdies '

The direction of the relatiorsdip berween job ssosfction and orgaciztionsl
efTectiveness wes idemtificd Thus, irmravieg ihe quality of 5 & (he work pluee aflecrs
not only job extisfasrion bur also workers” percepton of organizaionsl elfertiveness
Resukts imph, (ad when 1he organizaiion mects the needs of the workers, Lie workers’
subjective svalizrion of the overall effcetiveness of (he ersaniztion, in tams 682
composite view ol Lhe organization productivity, eficency, adspiability and Bexibilivv,
mav be grhanced. Therefore, proerame sUch & job redesign 1hat artemyt 10 efthanee job
sarisfuction will improve not enly the qualty of work Life bur also the overall ihe quatity of
arganization il & general .

Ths Ending lom further eradihificy 1o the rescarch of both Barmard {1968) who
posied that the indivigual 1s always Ihe basic sregie facior in any orpanizacion, 2nd
Exron(1944) wha repzrted 1hat by kopwng the factors that increzse satisfagtion znd
decrease digeaticfaction and by being sensitive fo chanpe or need for change, an
organiratzon could benar sclect and place persomel (0 mest its poal and increase ils
eflectiveness. The tesults of ivs study imply 1ha sdmrierators who seek 1o implemem
change within their organmion may disect their encrgies 21 impruving conditons whuch
promoie 1he job satxfaction o* workers. Morenver, understandizy; of “incangruzncs”
beswesn the werkers and arganastion could formm basss for increased eferyivenzss both
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fhe watker exd the ¢ anization { ATgyvis, 1964 ). Therefore, worker tes 19 jos the
parilgular orgaszaoon Lhet wil enhesge kis persorzl g2ais to the greatert degree, just a5
the grgasurananal body tres 1 ricmiut new member wha will incregse the organizasncal
effecziveness. Thus the rvegruzion of the werker goals gnd the crprnizztionad goalt is (ke
Buncrmentul chillenve . ™2 coaficting poals eve a s3urce of jch sress™ { Davis, 1981)
An empiovee's satsfaetion and organirational effecrvesass arc largely detensined by the
degree 10 which e worker's sapesitlans mzeh the orgarizaron { Chider and
Podemsk, 1982}

Therefire, apd based o0 the Endings, edminiersors of ARAMCO thould exarune
the summary of s stucy 1o become swzre of the facrars wluencing job satis%tion in
crieT Ip improve coployees’ gatizficrien and organiralion efecivenss:. In grder to
enhance job satisfaction i thiy crganization, tey nred 12 mpreve zdvancement,
recogrotion, working eondicion, creativity, and responsibiry. Finely, studenis prepesing
for careers should exaraing the sumauuy of 15 suady to become mware of the factars
influenemg emaloyees’ job sarafectan ded Ikeir perceptions of ergarnizatgnal
eleenveness.

Rrplication of the study with various organivarion or various groups may jrovide
nctdir:onal imsights oo the subject. Whar other job by personal factors may affiect the job
sztisfecrian af Lhe employers and effectiveness of the arganizziion” And what would be
found if duferem mensures of job satisdaction snd orgacizelional effedivensss were psad?
Futwrs reszarch chould attermpt 1o angwer thaze questians,

In summery, the overall conclusion of ithe preseey sudy indicanes thor a sipnifesai
positive relanpaskip wis found berween workers' goals and job satisfaction and between
wirkar job setisficaion and their percegiions of the organizationsl eTecuveness Tiis
conclusion supperts the credibility of e comgler interdcprndencies in the organeation
BETIMR,
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