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Lotreduction

Alhaugh worker s:sfation bax been advocared a3 g velich: to mmprove
orgenizational effectiventss, studies 10 daté on the subject are not yo conclusive
Literature review mlizates whiat Lntle resesrch bas been done on Lhe redetionship bemwee
job satisfectivn gnd orgenizationzl effestiveness in western countries. There ia an sbsence
of imperial studies of this topic in the Kiogdom of Saudi Arabia The rapid and
coinuous ;ocal and economic charpe in the Kingdom of Szudi Arshia wge the needs
for sedies looking imo the relationship berween emplovee ond tkeir orgasretion.
Resexrch. therefore, is oeeded to determineg the Getors prompoting or mbibitmg this
relztion. This erudy is to explore importance of certan fagtors to the relztionship berween
worker job satisfaction and their perveption of arganimtionel efectiveness for Sxudi
Arabian Compamys’ employees.

Thepretical Introduection

The thecreiical framework of whis mudy will cover the followiny three interrelsted
points. First , Orparurarional efceriveness theory  Second, job sanhisfection theory, The
foally, Studies of the refaionaip berwesn job sarisfniion and grpsmizuional
efleciveness
Organizatioaal CTectiveness Theories

Reviewing Lhe literature on o1ga. czasonsd efectreness, it was Dound rhar there
wert iixe¢ major dpproaches wiich had been used as the framevark of enalyss i
organizazonal effectivensss

The first epproach is geal mpdel  According to Mulford {1978) this epproach is
the most popular model which ditcuszes elediveness m term of goal zecomplished.
Tharefors, (ks madel eensist the idertifing an organitaion's posls snd 3ssessing how
well the grganzation has accomplished those goals. Thus, this model defines
organizrationzl effectiveness as " the degree to which an erpanizaion nalizes its godl
{Ciziemi, 1975, p.t33 ) Daft (1589} concluded that this model 15" a logical approach
becase erganzation do ry to accomplish cerlain levels ef eutout, prefit, v cliont
sangfastion. The goal approach measures progress lowed attaicment of thasc
Eoals™(p.102), Thare are two kinds of organizacicnal goals. These are officizl geals and
pperaive poals, According to Daft {1989) * the enpertant organizatioral poals 1o consider
are operalive goals Eorts to mezsure effectiveness have been more produsiove using
operaive poil than usi =z officizl goal cficial goais tend 1o be absmact and difficult
to measure. operauve Coag reflect activities the orgamzanon is actually performing
(p 102). The crines of the goal model, wha ate mary, {Geogopoulos and Tanneckaum,
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1957, Perrow, 1951, Warner, 1967, Yuchtman ard seeshore, 1957, seashore aad
Yuchtman, 1967, katr and kah=n, 1567, Hall 1570, and Price, 1972) p =t oun ibar © {a)
measnres of orgazaiional goals zre aflen not miiable, system relevar, of derived fum e
eomenon theorenal famework, (b) some organizaionel goals are quite imaogible, {2}
organizational goals changs =5 organzational behavior change, and (d) & supgested that
mdtiple messure of organzzationsl goals to be used whenever possible (Mulford

exal 1976}

A second approach is the Sveiem Resaurce Madel This model was prroducsd by
Yichrman and Seashor (1967). D% (198% | pointed out that (% gyyem resource rodei
assumes Lt ereanizaton ot be efective in oblaining resouwsce; inpuis and i
maintiineng the onganzstion 5553 in order to be effective This model defined
organizatignal efesiventss 25 “The ability of the ergamizanion, in eiiher ebsalute or
relative terms, 1o explait its envirorment in the acqisition af sezrcs end vahued
resources"{ Yuehtmen end Seashor, 1967, pp. 377-39%). Mulford eral. {1976) cited thay
Price has noted (hat Lhe reszareh of Yuehtman end S=ashore dig not consider resource
optimization, did nos woe geazral measures, and 1ha their messures violated the basic nule
of mutunl exclusiveness { p.60). Eficency and effectiveness are not separated under this
model {Price, 1972). Moregver, this model is used (0 assie organizational effectivenss
when corsidering nonprolit ofgamrations | Malnar ued Rogers, 1976),

Auctoding ta Schulz (198 2!hough the goal and gywem rzacurce models zre
amar in their focus on umtary crterion of organientional effécyuyoness. sone theorists
bave sugpesied thar an imegration and exxension of the modcls wouid pravide amore
comprehenaive assessment of orgenirasionsl efectveness(p 61}

The third appreach to orgenizanonal effectivenesy was restesented by Parsons
{1960}, Pzrsons developed a cormprehensive mnalysts of onganizional effecrivensss by
posauating thal every sociery (of social gystem) mest solbve four proYlems in arder to
fimerion. These four problems are adoprion, goel echieveme=, Etegratios, and Iatency.
Adaptation is the shility of 2n or ganicsion 1o contro] its emaronmment. Goal attainment is
the devigion-making processes, Integration is the relationships berween units and go dlong
wiih its emvironmet. Finzly, Lajency is the process of developing individua) lovalty to
arganization obyectives. Accordingly, Hage (1965) developed an “axiomeric™ ihtory of
orgamization, Eis theory based on four means and four ends of organizaiion. Thiough
these four mezans - complexdry, centralizalion, formalization and styaification - 2n
organization achieves the four ends He sdspred 1the funetional problems of Farsons as
organizational ends: adoption as adaptiveness, (ension management 25 job satidaction,
integration as efficiency, and gonl echisvemnem s production.
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Accordmg to Mulford {1978) the pystem mode is more inclusive ihan the other
tuwn Lhe goal model and sysiem resource model do et consider integration berween the
parts of the organizazion or the devcloprmem of lazert pattetns and teasion managemem
for the partcimanms as relevant faces of efeqiveness ( pp 125-127).

Joh Satisfartion Theories

Abrabam Maslow's hicrarchy of efman needs may be related 10 job satisfaction
Oastow, 1970, p. 3). This lderarchy consists of fve tevels (1) Physiological nesds, (%)
salery needs, (3) social needs, (4) esteem needs, sod (5) self-aonaalivtion needs.
According to Mumfprd (1573}, then, Matlow's theory is dymamic i (hat lomnans are seen
as infhierenily unfulAlled beings condantly striving to fuiGil needs in an ever-=xpanding
neads sysiem For Grady{ 1984 )

the orgzmirm's bebavior is dominared by ungaticfied needs
and ifs behavior orgamzed only by unoricfied nesds When
e necd 15 satisSed, the folicwing proponent oeed in the
herarchy moiboes end fends (o command the individual's
afienuon Consequemly, pratifeed nesds are 0o longer
cotsidered active motivates of behaviar since the divichea!
has gome on 10 etriving te BOf the nexd il flled peed in
the berarchy.{ pp. 12-13).

One of the most discussed theories af job satisfartion was developed by Frederick
Herzherg 1965), who tdenifed factors related 10 job salisheion and dissatishetion
emcnr 300 sccpuntams and engincers in Pistsburgh, Pennsybvania. He found that joh.
diseatiefs etiom is relered to job emaronment but that job sarisfherion o relared to work
itsell. He cherzczerized the Grst canegory as Ipgiencs, or extrinsic Guzars, and the second
c2iegory as moivalors, of inmingic fctars. The former imvelve salary, orgamizationsl
polcigs, supervison, physical working conditions, relationehips, sratus, and job secyrity.
The latier imvalve achicvemtn!, recoymition, work imscll, advancement, and responsibiliny.
In other wards, mativaiora produse job sstisfaction, whereas hygienes produce job
dizselisfaction
Studies OF The Relationzhip Berween Job Satisfaetion end Organizational
Efectiveness

Deponding o7 the basic assumpuon of scoial exchanoe, job sarisfzetion in a
fanciign of the amount of rewards thad the indis iduzl receives Tom ks job. Friedlander

{15¢5) wdertified three rypes of satisfacnons,
the return in the form of monelary rewesd : and prestige;
Iminnste satisfactign, or the pleasure in a specific activity
end in the aceomplishments of speeilic cnds, concomiant
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saniefactiony, much as dedived from veorking in a par slar
phywe emvironment or with a particuler group (p 250 .

It is helicved Lhat “the cduses of job satisfaction are not in the job nor solely i the
man, bt lie in the relationship berween them™ (Locke, 1969, p312). That is why warkers
and organirxtions have to * give a Lttle" in order o —profit fom each other” . According
to Argyris {1964) that understandings of “mcongruence” berween the individual and the
grganization could form a bass fur mereased eSectiveness both the worker and the sy<tem
of emerpe

Waorkers w2l oan §or o/ganizann- and they will ke more satisfisd with their job
because of rewar' s dertved b jofing the onganitation. The main and the most importars
benefit v4ich work ers are locking for 1s to ot o to s3tisly thear needs: Thus, by
prorviciog 1his impertant benefic and other benefins, workers will panicipate on the
areanization and they will be more suisfied with their job. Therefore, each individual tries
10 join & particwar orgamzaion thar will enhance kis personal needs {or goals) to Lhe
preatesi degres, just as the organizational body tries 1o recruit new members who will acd
1o the collective worth of the orgenizsfion Finally, Ergom {1 964) reported thar by
koowing the factors thar increase worker satisfaction and decrease dissarisfaction and by
being sensitive to change, an argaoization couwld bemer choose and place peogple 10 mes
their goals and satisfy their needs and increase the organizstional effectiveness. At e
same time i could increase job saisfaction of indivdual raiT membes, by encouragng
positive social enviranmenls in preference to “any dellberate clfoits by the orgaization to
shape personalities according to ity needs™ (p. 110),

According o Merton, the degree of integration in amy rystem is & very mporiant
component in explaining the functicn of the sysiem. This view implies tht the vanous
pants of 2 social gystem mum show a biph level of integration (Ritzer, 1788, Turner,
1986}, So the satizfaction of the worker is seen 1o be important mibeage on the
performance of the crganization, and Lhus, it has become 2ccepied ikt organization
shondd comsider the goals of their workers i relaionship to the gazly of the organirztion.
To Perke (1725) the individual comes ta the orgamntion with goals or evpectations and
needs that may or may not mesh with Lhe goals of the organize=ion He concluded that the
warkers affect Lhe systeem 2z an individual and 25 a member of a group and group culture
{p-251 On the other hand, Lthe organization or the fyztem influence the workers' sttitude
and the group eulture {Licberman and Biller, 1578},

For Perko {1985), Dzvis (1981) and Chalder and Podemeki (1982) the
interrelationships of inllucnces reswr io Formudaled work attitudes and behandor, that are
vzriables 16 be considered a5 the organzation frames goa’s, sirives o mees them, and
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addressed plans fr change or potential of the group exterprise. Pecko (1985) concluded
ihat organization is to consider kow the goais of the worker may be integrated with the
go of the ur ganization in murual benefit. Semmiltarlly, Schuiz (1985) concluded the bigh
orlow job sutisfaction ol teachers 1s related 1o their pereeptions of the organizztionel
effectiveness of the sehaol

In their study, aitermate wotk schedules, Dun®am, Pierce, and Castameds (19875
foand that the charactesistics of @ work schedies would influesce ofganizational
eMectiveness omly to the extent that the schedule met organizaiions! peeds and cosymaints
Resubs indicated thar factors reizted 1o orpmizations] effectivensss wers snbanced in
cases in which specifis urgatizalional needs were me In sddition, ororiErence with
personal agtivities was reduced Ln sinustion in which employees hsd experienced specific
diTculties. The most powerfisl eTect was on worker aftitudes toward specific work
schecules.

Daley (1988} examined the impact of performance appraisal { quetiry, feedback,
impomance, end helpfuloess) on perception of organizational success { cffectivencss,
responsiveness, and job satisfaction) He found tha 3 mederate but postive relanisnslip
berween perlormance apprausal process and percemions of orsacizalionsl success.

Elrmmi and Stephen (1991) conducted a survey of emplovess with children under
12 years of age to wvestigets the child care issue They concluded thal: {1) emplover
supported child cars programs ¢ improve eniployes job szmicfaction, orgenizatinnal
commirment, and overeld productiviry (2) most human resource menngers yieraewed
expressed smong suppon for employer-supporied child eore programs and believed tha
the child care cenless in Lheir Brms were meking a great cantribution to their
orgxuzaional clectivencss,

HYPOTHESES
Hypolhesss 1 There is a positive relationship between job satisfacnon and
meeting workers' goal by the orgesization,
Hyposhes:s 2 Workers with high job satisfacrion perecived their organizancn z
mere effective than workers with low job satisfaction

METHODS
The target po=:23ti0n for thus study was all ARAMCO employzes m Rivadh dusine
1995 The sample sclecied by mezsts of sinple random samphing , 250 employess were
randomly selecied, QO Augasy 10, 1995, the public relanon departmes: and the
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researcher disidibured ibe quemannmres The rerurned quest:onswres were 229 OF these
guattionsaires, 217 were usikle The rest { 21 questiontiemes) are not retusned,

A questionnaice was designad 1o 2ddress the (heoretical concepz identuied inrhis
rescarch The mossiionzal ¢ formar is divided ints (hrer sections The fi-51 se=tia insindes
questions un warkess perzeprizns of ergenzanona efleciveness. Questions rezed 1o b
satzhetion we cisded @ the seernd wervon Finely, questizes reised 1o & Sonadu
characenstics 2o incfrd o e thitd serte
Orgamziionad Eiectgnes:

Tz dependem variabies in the study was the woskers' pereeptions of

ogimtuny ¢fecuventas, measured by the [ndes of Qeonmyreiions Peeserved
Efectvepess (JOPT ] whose aghl iterms wog lsted:
(Producios Quamhn )

Thirkng oow of the vartius thngs pradured bt peopis vou boon 12
vour damsn, bow ruch 2 they prodeccag”
1. Thewr proehestins i wmey
1. Itws frly low
3 115 pesther bngh Aor low
4, s Gzl bagh
5 Itpsweny kiga
(Producucn Qualityl
Heow good mood yoo =0 is the qualiny of Lhe prodocs rr sen10eg
procheced by (he people vou krgw o vowr Sonem?
1 Their prodhucis o serigss e & pooe quatr
7 Thes quaiuy & oo joe good
3 Fargualh
4. Grond qualin
§ Excclienr qualey
(Produsioa Efqeary)
D (be pecgle i vowr dhasion seom Lt pot mtunee vorme fravo e
fesousres (mone) people. equpment ele b ther have malabe” The s,
kinn efaienily da ther &0 thetr weoik?
I =y demed ok eficieribe ool
2. Mot oo Sz
1 Faury efizend
4 They me very ellicen)
5 Ther axe pgsmel edicient
(Adepreusn Anmicpanny Probioms ang Solvise Them £ apdamanh g
K good 3 ko w dong by 152 peeple e your @ison in subcipeter
prubeiems g mav e g U futies 3 fre esnng tkem ffom
PEOETILE OF TRLRume g Ber ofTec®
1. Thev & 2 poer jobt ua 2o capannp pediag
T W tog pood 3 jobs
1 A fir job
+. They & a verv good g
§ They de o7 st ert Jub M 2nticmen) prabisms
VACIpELsn Awgienes of Poremuad S deisns)
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trom bme 0 Lms orwey wins 2% discverd In Srg e work aod neer
egquiymeni and leckugues are found wlih vhuch 2 do the nore How good
ajeb do the peaple 13 your dvinon do ot keepieg op whih those change<
et eoneld afEa the w thun o thesr wosk™
1. They do o poor pob of kesfang upr o date
2 Motieo good a job
3 Afzrgh
4. They do a verr good joh
5. They iy 2o exceilent jobr of kecping up 19 dus
(Acap=tion: Promprocs of Adfasreen)
Whea chaoges are mde in the routines er eraipment. bow quickly do the
people o your ¢rossn acoem nd sdiust 1o thes: chanpes?
1. Ming people accept and Sénon o them very slondy
2. Father alewly
3. Fairly rapudly
4. They adjust very rpdv, bt pot immedeely
35, Wiosl perple accem and sdjust 1o e [mmednch
{Adcpasna. Prevoience of adfustment)
What proporucs of e peaple in your divesaen readily acoem and adiusi o
ez change”
§. Congiderntly loss than half of the perple azopl and adion o
thewe changes readity
2 Slightly less thin halfdo
3. The majority do
4. Cemmdecably more (e hall do
5. Procticily sveryone aepts amd adicets to thess changes vesddy
{Flexelity)
From time 10 bns emelgenems triec. Such 35 crash piograms, sthadoles
mred ghend, or g beckdon i in the few of wore nonus. When thee
croTptrciss oot (hey cues work overioads for mam pagple. Some= ward
Eroups aope will thesy emergendss more madily s cererrfully than
othes. Fieny good @ 1ob do the peiple to yout drvision &o 21 coping with
these sitmauan?
1. They do 2 poer job ol handlmg emergencies Aoy
2. Ty o et o very well
3. Thev da a fair job
4, Therdoa good job

3. Ther da an exxliem job of Eandling duest sinsations (Mot 1872, pp 11343
The [ndex of Orpanizationy) Efectiveness was developed by Mort (1972) 1o
meagure subjective evaluations of organizational effecriveness Mot integrated the

contepts of productnaty, efficiency, adaptability, and flexibifiry to determing 1he compose
score of the effectiveness of the organization. Potentional scores range from a low of &
{connctimg low erganizatsonal effectiveness) to kigh of 40 (connotiag high crganizationsl
eTectiveness). According ro Mott {1972) , the validity cf the pereeption of organizarional
eTectiveness scale was encowraging enough 1o warmanl continusd use, Moreover, Mon
reporied a preponderance of research data on indicators of 1he validity of the pezception of

organizatignal effert veness seale m varipus sextings{ Schule, 19853 The relisbiliry
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coefficients (Cronhach's elphas) of the presem sermple were 84 [or the peroeption of
erganizalinenl efectivensss acale

Job Savighresion:
The izdmmendent vasables in the study was workeny' job sat<faztion, 05 meapured

by Minpeseta Sacisfction Questiozaare (MO0 In 1983 the University of Mimnesuia
developed its smisfaction questionnsire ecorting 1o Work Ad uoraent Theory Ths
theary bolds 15l gob sziisfe wwn 18 8 furction of individuel vusational needs gad of work
env.ronment reinforesrmom (Weiss et al,, 1967, Potentior.d geoses range from o low of 20
(ceanoting low job satisfastion) v high of 170 {eoancting high jst seriafection) This pudy
ueed e shot form of the M5, whase hoemry itemy g Lived,

1. Abitity wulizaton. The chanes t2 do somethunyg, chal meies wen of (1) shiliussy
1. Achisvememt. The feehing of accomplishment [ gt Sem ke joh

3. Actire Being abue to keep buny al the ume

4, Athuncement, The chanees for advencemend on tus b,

5. Aushori The chance 10 1ol clhey people what 1o do.

6. Compamy poisy and praciioes. The way the mpany polisies are me inio practice
7. Comoemzaban. My pere and the amees: o work [ do.

& Co-worhers. The way co-warkers pot sivog milh each giber,

? Comunaty, The chaner 1o ey my pwa methads of dnng e job,

10 Indrpendence  The chanes 1o wick glone on (be job,

11 Maoral vitlues. Being iz i do things that dea't go aptinn my constionce.
12, Fecopuuon. The prase | get for doing 2 good job

13, Remponsitnloy  The freedom to o2 £y v judemen

14, Segunity  The war @y job provides for S=ady empjovmen,

15 Socal smrace The thance 1o do tengs for other petgie

16 Sgcial stzmes. The chanoce to be “stemcbody” i (he commmanin

17 Supenssiom-human relrtons. Ths vy oy bos handtes his emsioren,

18 S ision—tecknial. The enmpeieacy of my supentset i maisag dorisions,
19 Varety, Thr chyee o dy iffrent things from Lme I dme.

0. Worldng condinens (W, pp 1-2)

Esch item or slatemam requires thar the respondent indicare salfaction with a
work rentfbreer by mezss of o Liker-type scele rioping from 1| =aery dissatisSed 1o 5=
very saiisfied. A peneral suishclion score was obaingd by srmming responses (o il
twemy ems. Weiss el (1267) reponted that "sines the short form of MSD is based cn 2
subsex of the long form wems, valicity for the shon form may in pan be ferred fiom
validiry of the lorg form” {p. 24). Relabidity cocSaems for general job satisfaction range
from .87 to .2 The reliability coeficients (Cronbach's alphas) of the present sample were

92 et 1he general job satisfaclion scale
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Bawuxe of eye Indox of Orgeniraviona! Perceived EQectivensss (TOPE) and the
Minnesota Stisfaction Questionnaire (MSQ) were developed in a highly mdustriaiived
society (USA), 2 pliot mudy was condudied to tes the suitability of these measure ta
Saudi Arabia sociery Thevefore, the relibility coctfictens {Croabac ; alphss) of the pilot
sy were .82 for the pereeprion of organiadional effectivenzss scale and . ¥3 for the
penersd job saricfzcuon scale. Moreower, By using Marmesora Sauslaemion Questionnaine,
Al-Amn (175) studisd the relyionshin berween job wicfacion and [e satigfaction
amorg Saudi workers He reponed that the reliabifity coefficients (Cronbath's alphas) of
kis sammple were 93 for the genenal job satisfaction scale,

The study alsoused personal goals question , which asks empiovees 1o nepond
ro Lhis queston . Did you meet your porsonal goals @ this orgenizenon” { ves , o}
Muoreover, Respondeny were ashed (o provide imformation abmet their 208, working
expericnce, mlary, educaticngl level; mesical starus. The statisticnl methods chosen for
tesing the comelative reraliasion and analyang the daia in this sudy wers rhe stzndardized
regression , cromsizhiation, Pearson comrelation and t-izsr

FINDING

Findings of this studhy will be discussed in oo saclions. The first section presems
the means, standard deviztions, and fequency distibotions of respondems. The second
Secton repons results penaiming 1o hypothess,
Descriptive hindings: *

Mest respondem (68 4 % ) were younger than 39 years ( table |), The smudlest age
§oup was the group { 2.8 %) of 50 yeurs or oider, and the group { 12.7% ) of 30 years
or younger. Oy 16 %4 of respondents were in the grovp of 40-40 years.
Table ). Aee of the respordemts

Age Fregquency Percent
Less than 30 27 127
330 145 634,
4049 kL 160
50 or more 6 i3
Tetal 212 100.0
Missing caseg =T
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Telle 2 indicares shar more than kol he sespondents | 80 156 j ked ?{:hm for §
to 15 yews, 20 %o for S yeusor fewer, i1 7% for 1520 years ard 5.7 % /v more (hap
2] years
Table 3 ghows respondest fequescies acewidng to safary A:m.{EE pesezm ofibe
respondent of ermproyecs had musably saianes of SR § 002-0.99% 1 II‘ %4 had salaries of
5T 10 000214 0o 10 % bz cadaries of less than 5it § 000 gnd 10 <4 kad scares afmize
than SAL15 050

Tabie 2. Workog expog o of the ree—udents

Workira Experiencs Frequensy Petoent
Less than 5 years 42 pi U]
5 years <20 yesss el el
11 yezs -15 years Bl 380
16 yzars = 20 years Fa 117
21 wyears or more n 22
Tota! 413 120

M ssing caues = 6
Tzhie? Salapy of 1he reqrondests

Ealzry Fregueney Frercent
Less then SR 5.000 2 10w
Futle 5990 139 €30
14000 - 14997 256 1nna
15,000 o mure = ico
Teal 219 1oag

Table 4 shows respomdenis frequencies according 1o educaranal hackground
Aboput 52 %% of participents kad pre-Eigh sehool fagee Only 137 % kad bacheicr's
egres. Finally, the second largest c2iegory ( 29.T6) s tkose who Esd hiuh schood degree
Takle 4. Cducational hackeround ef the respondems

tducatmral dogree Frequency Petcen
Pre-high schooi degres 15 315
High seboel depres 65 an?
Gichelor's dewres 30 137
Master's degres 1 g
Otters 7 3z
Tos 214 100 ¢
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Tebic § shows responden lrequenoes actorting 10 Mats status, Gresier 1hey 87
percent of particinenis were martied, whereas appromately 26 particparrs { 11 5551
were single Only 5 2% were wadowes
Takle 5. Mzrnal starus of the resoondanis

Baritai S5 Frem:ency Peoreent
hizned 13} b7
Single 25 1.3
widowed 1 5
Total 218 10042

Misuing cases = 1

Tahle 6 shows means ead standad deviations for the ergameanonal eTzetiveness
and forthe 8 10PE subscores Production guality, production gaanucy, and awareness of
potential soiumont scores were hish, racgng from 3.20 10 4.04  Flawdbility, anncpating
protlerns and sodving them satiefactarily, and preduction eficiency scores were moderate,
rangirg Fom 36512 377 Prevalerce of adjurmend, and prompiness of 2dustment
scores were lo'w, ramging from 294 (0 3.25
Tzble & Fanme for ike urgamizancnal efoctiveness scale

Vanahles Mizani Std = fznge

Productici gquanily 194 R

Production. quaity 164 7]

Producton: effciency 177 ai

Adzmation amiopating problems 374 81

end sulving them saiitfactony

Aduprazion Awareness of porertial 380 L2

SCALORS

Adsmianon g ompiness of 326 82

adjustpet

adapeation prevalence of adjustmen 204 132
Bewbily 39

General Qrgemizanond 2919 400 25 G0

Efiectiveness .




Table 7 presemts means end standard deviztions for the peneral job satisfaction
scale and for the 20 MSQ) subscares Compensation, eo-workery, supensgian-human
felation, moral values, Arpervizon-tetimical, indspendence, and activiry scores were fugh,
ranging from 3 460 3.63 . Abiliy wiilization, social mams, varjuy, company pcficy and
practices, authonry, achieverment, socel sorviee, and eecurity scores were maderate,
renglng from 309 15 325 Advancement, recdjgnition, wotking e-rdinien. erguth =y, and

regponsibiary seores v o
were proderan ( 6418 )

Tzhle 7 Rating (or the general ioh ssirsfacnon seale

rengine Fom 2.58 10 297 Gene: al job st refaguon soores

Yarizble Means 5id, dev Range

Advancement 258 130

Recogmition .85 i35

Working canditions 29 129

Cretivity 296 1.07

Responsbiliny 297 1.07

Abulity Unilization i 128

Sogal Szars 304 1.26

Vasiery 312 114

Compzny Policy and pracrices iz .41

Authority 3.13 125

Aczhisvernent i 129

Socusl Service 3126 121

Seouriny 3.26 124

Activity 3.46 132

Independence 348 118
Supervisica-echnical 3.49 124

Morel Values 14% 1.16
Supervision-iuman relzdion 35 1.17

Co-workers 358 1.7

Compensation_. 363 L3 g
General Suiiefacrion 18 1549 7100
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Jabie B pr-enrs <i ustiabistion berween organizationl effectiveness and job
satisfzction, It shows that there is 2 postive ndzironship berween organizational
effectiveness and job satisfaction aver 26 %5 of thase with high job satisfction a'to
dicated bigh perception of organizational effectiveness (R =40, P=1040)

Table @ presents erosnablatem berveen meeting worker's poel by the arganiztion
and job sarigfyztion. Tt shows that Lheve is a possiive refalionship berween meeting
worker's goal by the erganizaven and job eatisfaction over 40 % of those mest their goals
elsy indicaed hioh job satishaction (K =37, P=000)

Table 8. Crosstablation between orgenizational effbctiveness and job satigfzction

Joh Sxtisfagyion
_Organirational Effectivenesy  Low Middfs Hiegh Poizl
Loy 13 41 Qg £5
SMiddie 187 210 142 539
Hish 4.1 06 26.9 406
Totzl 24.2 147 4117 1000
Tuble 9 Crosstabluion berween workers' goal and job satisfaction
Ioh Sxtisfycticn
Worker's goals Low Middle Hiuh Tota]
They mee their goals, 151 29 402 1z
They not meet thair goal 9.1 128 ) 28
Toral 242 347 4al.l 1000
Reslts:

Hypehesis 1. The mare the ovsanizetion meet its workers' goat . the more
satisfied Lhe warkert with their job

Dizrain table 10 Wustrate the relation between job sanisfzetion and workers' Enal,
Mean score for worker who mest thesr goal was 67.21 and that for worker who not meet
their goal 53.94 . The hypothesis was therefor supparted (F=3242, P= 000)
Toble 10 Job satisfaction by workers' gosl

worker's grals Mean sSD N

They meet their goais 67.21 927 159

They nol meet their goals 5304 1558 0
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Hypothesis 2° Workers with high job stisfazion perceived their arganizmion
= more effective than workers with low job sadshesion.

The F-test { F=67.075, P= 000) indieames what job sz :xfzction has a
platistically signifisant pesitive effec on organization effectivensss [ t=8.150 , P = 000).
Fo each one wnid increases in job srishction , e axpecred value of grgamzation
eTectivenssy increase (15657 unit. The standardized regression coefficen indicues th,
for each standard deviation merzase in job satisfacmion the erpected value of
organizational effecriventss increases 4359 saadad deviations. Job satisfaction is
observed to have 2 moderale positive cffiecive on organimnional effectiveness. Thess
ermpirical resubs are consiglent with the sared research ypothesis,

. DISCUSSION

The fret mopothesis wes that the mare the organiration me=t its workers’ goal , Lhe
more salisfed the workiers with ither job, The sacomd bypothesis was Lhat workers with
high job satisfaction prrcaived their organization es more eEzetive than workers wilh low
job satisfiction. The daa supponted these bypothesm, and resuits agrec with those of
previous oudies '

The dirzction of th relasiceship berween job sans@etion and ovganiztions]
effectivensss was idestificd Thus, rproving the qualty of £ in the worklace afikcrs
ot only job emisfarmion bur aiso workers® porcepnon of ofganizaional efertrveness
Results imph: (hat when the orymization meets e needs of the workers, Lhe workers'
subjective evaluznion of the overall effectiveness of the erganiztion, in tarms of 2
composite view of Lia organizstion productivity, eficiency, adsptability and Bexibiliv,
iy be enhanced Thorefore, programs such as job redesign that attompt to enhance job
satisfiction will itmprove not only the quality of work [ife but also the overall the quatity of
organization fife in general .

‘Thes Ending lom further eredibility 1o the rescarch of both Bamard {1968) who
posied that the indivigual is always Lhe basic straregic factor in any orgariziion, &nd
Exmom(1944) who reparted 1hat by koowsng the factors that increzse satisfaction znd
decrease disestisfaction and by being seasitive to change or need for change, an
organiration could berar sclect and place persomel (0 meet its poal and increase ils
effzctiveness, The resulls cf this study imply 1hat sdminirators who seelc 1o implement
ehange within their etganizmion may direct their encrgies 21 impruving conditioss which
promoie 1he job ezefaction o workers, Moreover, understandin; of “incongruencs”
beswesn the workers and arganestion could form e bags for incrensed effeeyivencss both
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fhe wotker end the ¢ gamization { Argyis, 1964 ). Therefore, worker tres 12 jmaghe
panisular orgaxza:en Lhzt wul enhasce bis personal g2ais to the greaten degres, just 25
the grgamzanoral body tries t0 recnut new member who will increzse the orgarizasiozal
effecivencss. Thus the iregredion of the werker goaly and the opmizztional goals s ke
furcrmental challence ™ s ceaficting goals ere a source aljobsmess™ { Davi, 1581}
An empiovee’s sansfpetion and organirationsl effectivenass arc largely detencined by the
degree 10 which the wrrker's expeciaLans ma!ch the orgarirarion { Chider and
Podemsk, 19820

Therefcre, and tased on the Endinys, sdmininraiors of ARAMCO thowd examune
the summary of this stucly 1o becoms swere of the fherars mfusncing job £atis%ection in
criar ID Doprove coployees” gatizlcricn and organiration effecivensss. In order ta
enhance job satisfacion in thiy erganization, tey oeed 1o Cunrove 2dvancement,
recogmition, working eondirion, creativity, and responsibibry. Finslly, studens prepesing
for coreers thould exarvine the summary of 14s smudy to beoome pware of the factors
influencing employees' job saisfcton aod ikeir perceptions of onganizat:onal
elepnveness.

Rerpltication of the study with various organizarion or various groups may povide
actditonal insights co the subject. Whar other job or personal faciors may affiect the job
szisfagrion of Lhe employers end effectiveness of the arganizzion” And what would i
found if differert measures of job satishcion snd ergacizelional efedliveniss wiere ged?
Futwe research chould sttempt 10 ancwer these questions,

In sumamery, the overall conzhsion of the presert mudy indicares thar a signifeant
positive relanongkip wis found berween workens' goals &d job satisfacton and between
worker job sstisfugion and thesr perceqiions of the organizationsl efecuveness This
contelusion s2ppens the crediblliny of the eomplex interdependences in the organization
BETiNg,
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