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THe main objective of the study is to amine how job
characteristics are related to job nerfomance. It inludcd 185
employees at an educational insLitution. Job characteristics
included facuors uhat arc related 1o the work itself: employce's
perceptions conceming clarity of job rsponsibilities, availabiliry
of leAming opporunities on the job, job pressure, wheUher job is of
value, whether she is doing an imporant tAsk, and whether she is
respeeted by ouhers for the work she does. It was bypothesized that
specific perceived job characteistics would affec1 particular
aspecUs of job perfomance. This was found to be the case in a
numker of respecls. The perceptions that one was doing An
imporuant task, uhat one's work was respecاcd by other, uha! one's
job responsibilities were clcar, and hatا one's job ws 0f value, as
wel] As !ess experience of job pressure, were significantly اله
related to at lcast one dimension ofjob perfomance level.

Studies suggest uha1 cerain job charaetenistics influence
whethcr or not an employee performs Satisfactorily. These studics
have focused primariy on populations in Westem countries; bow
applicable the findings are cross-culturally reguircs continuing
rescerch,

Pumpase ofthe Study

The prescnt study examines A number of job chuaractcristics,
deemed imporuant to perfomance by previous rescarchers, to see
which migh relate to the job perfomance of women
administralive employecs a1 a higher educational institution in
Saudi Arabia.
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The Rbationsblp 1etween
Job Cbaracteristics and Perfrance.

Dr. $8reya Assad

JmportAne of tbe Study

The study provides basline daLa for evaluation and refom. It
identifies cerامin job charctenistics what affect emnployee
pعrforance. The study also yields new insighs into. possibiliاies
for further research onjob perfommance.
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Literatre REview
Jو b Chargetcristicsو ndMoristion
IHAs long besn recogizedUhar uhe cntعnt of ht jobع or kاج

aعsigned h considerableكق bening on uhe suregth of a worer's
mouivation to perfomn effecUively (Vroom I964: 236). Herbcrg
(1968: 53-62) concludes for several major studies uhat there
seem to be two diferent sets of job characteristics, one set
detemmining employee satisfarrion and ht rعht oع employee
dissauisfaction wiuh work. The primary deemminant of employee
satisfaع tion resides in a ser ofjob-related faauors inninsic To 1he
work iع lf. These eharaclensUics of the work, which relate to Lhe
values and goals uat individ au sل consider to be imporant in giving
meaning to thcir lives, are achievement, recogition, advancement,
the work iLself (vaniey, auاonomy, challenge), goذtw , and
responsibility.

Ths set of job charactetisics campnises wht are cلa led
motivaton8 because they are efective in moUivating uhe individلقu 
to suprior perfomance and efRort They are moUivating because
employees have a strong need oا satisfy ht irع esteem and self­

cds reuire developing andع ion needs at work. Esteemn pا izaل tuaعه 
mainuaining self-respect, respect from ouhers, suats, and
recognition. Self-actAlizauion needs reuire flfllling one's
poIential. Schcen and Durand (1979.58-60) indicate uhat studies by
behavioral ,ientists &ع including Hezberg, conclude what a job is
moLivationلa when it offers six major opportunities. These are  ها
feel personlly responsible for prfoming meaningful work, t0
exprience a feeling of ,a hievementع t feel that the job is
inherentIy wsefl and uhat the resuIs are worhwhile, to experience
feelings of autonomy wbile perfoming their work, to perfom a
variety of iporant uAsks uاilizing different skills, and to obاهin
feedback about what has bcen accomplished,

Lawler (1973.160) empbasizes ht majorع 1htق efee on
ennployee perfomance is not from the objectiwe state of uhe job
characterisuics but tauher from how these Are perceiwed by heا
emplGyee. Yet Herzbعrg and Mausner (1992) claim tat
moUivauion oا work can onIy spnings fom such chaacteristics As
recognition and advancement, chraetenistics related to the job
iاself. According Srlagyi ا and Wallace (1990.183) cumen!
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thنمkنng sggess arا job charactenistics affEct the "intinsie"
mouivaUion of te employee. Bamier (1996:30) iم dicates haLا
enployees may find their geatest rewerd in the work iUكelf. ln
Saudi Arabia, Al-ZAmel and Khaab (1983:57) found that bou heا
work's nature and employees' perreption of heا inporance of the
jobs they did were the to most signifcant variables inluencing
employee perfommance.

Study Metbods

THe populauion of the study included 185 Saudi women
engaged in administreDive work. They werc I04 pemanent and 8I
coDعaL t emnployees, at an educauional instittion in the Westem
Province of Saudi Arabia. Pemnanent employees are those hired nه
a pemuanent basis. They get paid according to the job gade leweإ 
assigned to uhemn. They are entiued to such govemment
employment pnivieges sه retirement pay, promotion, yearly bonus,
ten days yeary emergency leave, thiry days yearly paid vacation,
And paid sick leave for up to a year. ConLract emnployees are those
hired on a contact bAsis for six monts. They geT paid according
to their qualifcauions, They reه not usually enuitled to such
govenment emnployment privileges As reuiremEnt pay, pomotion,
yearly bonus, And emnergency teave. HoweveT, heyا may receive
sociلa insurace for retirement. They are entiLed to twenty days
yearly oF paid vacation and to pid sick leave for up to nine
1nonths. Year of work experience sه A contact employees are nt
considered in calculating benefits if uh employee later aeuuires a
pemanent position with uhe gPvemmnent. Job positions were
generةl office workers, bookkeepers, counter clerks, file clerks,
Typisاs, nدaniرib لا assisants, and secretanies. The population wus
subjected to other studies by the auuor Assad (2000, 2001).

Cuestiounaires were administrated inArabic, to the subjecLs at
he presence of uheا heir work sites, duning working hous, and inا 

research.
Par I of ue questionnaire collected demographic data about

the subjceUs in the following areas: manital sاatus, edUcauion, mlajor
field ofstudy, monthly income, Age, and years ofwork experience.
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. Part Ll of thc questiornaire includcd a sعt of guestions to
mcasure the following vaniables:

[)Employees' perceptions of he adeuacy of job
caracteristics which inchude factors that are related to uhc work
iuكeIf. The vaniable was measured hrough questions on wheuher or
not: a) workers perceive that their job responsibilities are well
defined, b) uhey think uhat there are leAming oppomunities on uhe
job, c) they expenience job pressure, d) they think that their job is
of value, e) heyا are asked to do important uAsks, and f) uhey fee1
respecued by ouhers for uhe work uey d.

2) Job perfommance. hT sن veriable measured employees' job
perfomance. Four dimensions of adequate perforance were used
in heا present study- pnctality, dependabiliTy, cooperativeness,
and professionalism. The four dimnensions were measured by uing
16 items-guestionnaire. Each item is rated on a 3-point raing
scale.

Punctality icluded the following variables: when laIe, how
laL he ع ا employee usلمu ly came t٥ wonk; how fequenty tis
bappened; when the employee lef work early, how early, and how
frequenuy this Happened.

Dependability included the following waniables: whether or no1
the employee needed to be remindcd uo geT things done, wheuher or
not she called heا office to notify her 5upervisor when she would
be absent 1or onE day, whether or not she stAyc in the office when
he bss was absent for a short period, and hether or not shEا 
needed to be told how to prioritize her job tasks.

CooperaLiveness included whether or no the employec
subsitted for a absent colleague when the boss skedه her to do
s0, heuher or not the euployee perfomed duties that were not
par of ber job responsibiliues, whether or not she callcd other
departnents when necessary to help inquirets, and wbether or not
she worked over uime when the boss skedه her to d0 s0.

Professionalism was measured by asking how freuently did
thc employec make persoلAn phone calls at work, did not go t٥
work for pcrEonal reasons, took sعAn k and tea breaks, and wisited
soci a lyل in colleagues' ofices.
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Ht was hypouhesized that thc Edcguقcy of job chaIacteristics
(such sه clarity of job responsibilities, avabillity of leAming
opportnities, erpenicncing job pessure, wheather job is of value,
eunployees doing imporant tAsقk , and feeling one's work is
respected by ouhems ) would lead to btter job perfomance. Those
who perccived their job chanactenistics more favonably would be
more likely hanا tose who perceived them less favorably to
perfor bettcr o thejob.

Chi-suares weTE cOomputed to test for relatiorships teetween
variables, using heا ،05 level to detemine stauistical sigificance.
Cramer' W was computed to deuemmine degee of aعsciation
among variables.

Findings

Dcmegraphicsharecteristics
Table 1 summnanizes uhe demogaphic charactenisuics of uhe

study poplation:
Table]. Sunmary of Demographic Characteristics of heا stdy
wlation

JobChracteristicybyEnploynentTyDg
Respondents wete asked for their perceptons of uheir job

charعcteristics. They were asked if heyا agrecd with the following
suatements: job responsibilities Are well defined, ere ا is
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opporunty to leamn on ue job, I hawe lo1s of pressure on py job,
my job is 0fvalue, 1 am doing imporant ,asksا andI feel respected
by ouhens for the workI do.

The genera] findings for hisا cluster of variables are
surmnarized in Table 2. As uhis table shows, large mAjoriuies of the
respndents indicated tat their job responsibilities wee wel
defined (73.0 percent), that there were opporuniuies to leam on
their job (70.3 percent}, uhat their job was 0f value (74.1 ,(ercentح

pcrcent), and that4.9ن d to do imporant tasks hAt ع6) they were askا 
(.1ey felt respected by others for the work they did (56.9 percentا 

Conuract employees did not difTer from pemanent eployees
in any of thesc respects except the last one. Pernanent erployees
were more liely to feel respccted for what they did (70.2 percent)
uhهn contec1 emuployees were (60.5 percent). This may result i
par from the facs that emanentع employees were ofrered more
taining opportuniuies, were promoted more ofen, And had higher
e ucalionalل lewels.

Table 2. Perceived Job Characteristics by Emplo
}eرaep EEpbyee
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Jgb Characteristies and Jم bRerforrancg

Based on previous stdy findings, it was hypoاhesized that
specific perceived job charactenistics would afrect paruicular
aspects ofjob perfornance. Table 3 shows, indeed uhis was found
to be the case in a number of respects. Employees who found their
job rcSponsibiliuies well defined and who pereive their jobs as
vلa uAble appeared to be mor cooperaLive. Employees who
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experienced less job pressure, who felt that they were asked to do
poruant tasks, and who felt respecred by others for whAt they didمن 

were more likely to be mome depcndable. Employees who
perceived that they were Asked to do imporant Asksا were more

to work. Those Who Felt respected by othersق] ly to be puncnاkiع 
for what heyا did were also more likely to demonsuate
professionalism. All of these relationships wcre sاatisuicلa !y
sigificant at heا .05 level or less and of moderate suength The
only job charactenisLic which showed no sigifIcant relationship
with any spec1ة ofjob perfomance wةs perceived availability of
leaming opporniUies on uhe job.

Each of ht sigificantع relationshiips foud between job
chAracterisics and job perfomnance will bc examnined in nm.

Table 3. Summary of Relationships Between Rerceived Job
Chanecrenistics And Job Perfomance Levels
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Rereeived Clarity gf Jوb Responsib lities ز ang
CoepcraIFcndR TaBiE sBows, 53,3 rعrccrt oFE respondens
who perceived their job mesponsibiliLics as well defined where
ofen cooperative.Table 4 alo reflects atا 34.0 percent of whe
respondenاs who did not erceiveع uheir job responsibilities As well
defined where often not as cooperauive.

Table 4. Perceived .Clarity of Job Respnsibiliuies and

X=6.44
 =عه2

L welع of Significance = .04
Cصr er's V =.19

Pereeived Job Presgure ndDe ق
 ،««هه

eRperienced less job pressure were ofen dependable. Table 5
shows, among those percciving the leas1 pressure, 58.3 percent

ercent ofع ere highly dependable s compared with oni  ن9,.32
hose perceiving more pressurE.

Table 5. Perceived Job Pressuنreand Dependability
Fererivad ه«"ه Freueiryo[ DegrndabFlity Lrwel
Job ٣rssurE
»
Icfrrguens
%

 ؟ ؟٢٣٥٥!
Totوله 

 أوه

X3=8.01
 =عه2

Level ofSignificance = ,02
Cramners V=.21

Pereeption tbgt Job isnfValeandCoopErativeness. Table
 ر،،ر

6 indicates that 53.3 percent of the respondents who fequenty
pecrceived their job as valuable cooperated ofen with their
colleagues, while only 33.3 perent of te respondenLs who
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iufrequenuy pereeiwed teir job as waluable cooperated ofen with
.heir colleagucsا 

Table 6. Job ls of Value and Cooperativeness

6

48
 ا

 ا1.4

Fr٢٩٧٤sey o٢ Jerceptioa tba1
±alw؟' oما obل 

»
JEfrcguea  لا
%
 س«

FregDnt
%

3ouals

X3=8.52
f=2ه 

Level of Sigificance = .0l
Cramer's V=.21

Perceived Freguency of Doing Lmnprant Tasks, PuNctuality
and DependabiLity. As Table 7 ±hows in more deنقا l, 49.6 percent
of the respondents who fElt that they were aske frcquently to do
imporuمnt tasks were highhy punctal, as compared wiuh only 37.5
percent of the respondents who felt tht they were asked
infrequenuy to do important uasكk . As perceived freguenGy of
doing important tasks dcclined, so too did puncnality.

Table 7. Perceived Freguency of Doing lmporant TAsks and
Punctuality
»

FreqarDey ٥ إ
lmporuaat Tج ks
Infrequcu١
%

X2= 8.48
d£=2
Level of Sigifcance= .01
Cmamer's V=.21

Rcspondent's perception uhat te uasks shc was doing were
important a soل afTected her dependability. Table 8 shows, 43.7
percent of the respondents who felt that heyا were frrquently asked
to do imporمnt tasks were highy dependable as compared wit
only 27.7 percent of heا respondents who felt Lhat 1hey were
infieqneny asked to do imporuant tasks.
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Table 8. Perceived Fregueعn y of Doing Lmporاant Tةكks and
ndabز lز t +

Lafrcqفaeu 
5
Fregue»4
%
 د

Toمل 

X= 7.64
df=2
Level ofSignificance= .02
Cramers V =.20

Pereeption_tbat ne's ت Wory_iف RespeetedbyOthe,
pepcndablity naLisp.Data زnDProfegs ق conceming hisا
subhypthesis idicate that ter is a positive relationship betwecn
feeling one's work is respected by others and dependabiliry. Table
9 shows, 44.3 crcentع of the respondents who perceived heirا work
As frequently respected by others were highly dependable sه
compared with oلn y 25.4 percent of the respondens who perceived
their wrk to be iequently respecred by othcrs. Conversely
27.0% of the respondents who perceived their work infreguently خم
respecte by oUhers showed low dependability. while only 15.,6%
of the respondents w hoن perceived their work as frequenty
respected by others refected low dependability.

Table 9. Fregueعn y 0of Perception that One's Work Is
RespectedbyOthersaع d _Dependabili

Resprrkdd By OiAer [LprnDnBiFiN' Lعvrl

 جهنم

1nfrcqweEl
%
Freو uea4
%
Toqls

X=7.22
df= 2
Level ofSignificance= .03
Cramner's V=.19

As Table 10 shows, 47.1 prcent of heا respondents who
believed that oLhers fiequcnty respectcd them for their work ofen
showrcd professionalism, while only 28.6 percent of those who
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believed that vhey marely received respec often showe
professionalism.

Table 10. Fmcguency of Percepuions uhat Cne's Wok Is
Respected by Cthers and ProfessionAlism

٤4: ٠-:
181

Respettrd by' 0hey

[afrcgvra1
%
Fregntnt
%

Tomals

X8.20ة= 
df= 2
Level of Signifcance =,02
Cramner's V.=2I

Summary and Rccomrendatiop

To sum up, with regard to employec perepion of job
chamactenistics, the majonity of uhe respondents in heا study
population indicated tha1 heirا job responsibiliuiLs were well
defined, that they had oppornunities to !eam o ue job, uat theit
job ws of value, that they were asked to do imporant tasks, and
that they felt respeced by others for the work heyا did. All of uhese
job chracueristics except ieamning opportunities, were sigificanuy
related to at leas1 one dimension of job peromance level. The
mor h ghlyن respondent estimated her job, the more likely she was
to perfom wcll in it.

The implcations ar clear manAgers secking to opuimize
employee perfomance Ghould take care to define job
responsibilities clear!y and asceruain uhat these are understood by
whe job holder as well. Banagers mus Also mعka employees feel
valued and let them know how uheir work is imponant to heا
orgAnization. Employees should be enuusted wiuh the highest lewe!
of responsibility commensurate with their demonsLrated
capabilities. A reward sysuemn for top perfomens should confir
their value. ManAgers wbo show respct for and reward good work
wil have good workers.

 ي
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