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ABSTRACT 

The major purpose of this study was to determine if 

there are significant differences between work motivators 

for Saudi Arabian employees and American employees. After a 

review of the various motivation theories it was decided 

that McClelland's theory of motivation based on need theory 

provided the best framework for this study. McClelland's 

three types of needs have been used in cross-cultural 

studies of motivation by McClelland and others. 

A sample of 60 subjects completed a projective 

test, 30 Saudi and 30 American, that was developed based on 

the concept of the Thematic Appreciation Test that 

McClelland developed for his studies. 

The results of the study indicate that Saudi 

employees report higher levels of need for affiliation, 

achievement, and higher levels of need for power. An 

explanation for these findings is proposed and discussed, 

which says that the Saudi Arabian society is moving very 

fast towards a modern business environment. 

vii 



CHAPTER 1 

INTRODUCTION 

Since World War II (1945) the business arena has 

been expanding and today that arena is international in 

scope. While the business arena has steadily expanded due to 

new technologies in travel and communication, the world has 

shrunk to the point where all people in the world are 

neighbors. For the manager this means that he/she must have 

an understanding of the work environment in cultures other 

than his/her own. All people are ethnocentric in terms of 

their culture, but the demands of the international business 

environment requires that managers develop an awareness of 

the basic differences in work patterns which are greatly 

influenced by different cultural processes. 

Two countries that have in the last 20 years become 

close neighbors in terms of doing business are the United 

States and Saudi Arabia. There is a strong business 

relationship between these two countries that arises out of 

the exchange of imports and exports: An example—Saudia 

Arabia exports oil to the United States and imports weapons, 

cars and clothes. In addition, Saudia Arabia sends many of 

its students and employees to the United States to get more 

1 
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education and knowledge. There are many American workers in 

Saudi Arabia and American managers who have Saudi employees. 

As Saudi Arabia expands its economic base to include 

companies in other countries including the U.S., there will 

be Saudi managers who will have American employees. 

The beginning of the trade relationship between 

Saudi Arabia and America began in the thirties, in Saudi, 

thirty-five years ago, the gross national income was 

dependent only on agricultural production and the breeding 

of livestock on poor pasture. But when oil was discovered by 

the Arabian/American Oil Company in May 1938 {Al-Sabhan, 

1972, p. 24), the relationship between these countries 

became even closer. Because of this there is a good 

relationship between Saudi and America. On May 29, 1933, the 

Saudi government signed an agreement with Standard Oil 

Company of California, which was a sixty-year concession 

(Al-Farsy, 1978, p. 44). In 1936, the Standard Oil of 

California agreement went into effect when it sold half of 

its concession interest to the Texaco Oil Company. The two 

companies emerged as the California-Texaco Oil Company. In 

1944, the California-Texaco Oil Company was renamed the 

Arabian American Oil Co. (Aramco) (Al-Farsy, 1978, p. 46). 

In 1948, Aramco reached another agreement with Standard Oil 

of New Jersey (Al-Farsy, 1978, p. 55). At this point there 

is Texas Oil Company (Texaco), California Standard, Exxon, 
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and Mobil Oil doing business in Saudi Arabia. There is U.S. 

military aid to Saudi Arabia which has also impacted on the 

management interchange between the countries. As part of the 

military relationship between the two countries the Saudi 

government has allowed the United states to construct and 

use an air field in Saudi Arabia for maintenance, repair and 

other technical services for allied planes (Nawwab, 1980, p. 

146). This has increased the number of Americans living and 

working in Saudi Arabia, in 1942, an American foreign office 

was opened in Saudi Arabia and in 1944 a Saudi Arabian 

foreign office was opened in Washington (Nawwab, 1980, p. 

146). In 1945, King Abdulaziz met President Roosevelt aboard 

an American ship in Egypt to discuss ways of increasing 

communication and trade between the two countries (Al-Farsy, 

1978, p. 38). This opened up even more the cultural and 

business exchange between America and Saudi. More and more 

there would be people from both countries being employed in 

the other's companies. These activities have led to the 

relationship between Saudi Arabia and the United States 

being a good one with a great deal of communication between 

the two countries. As the level of business exchange 

between the two countries has increased, the importance of 

cross-cultural management style becomes increasingly 

important. One consequence of this is the fact that the 

government of Saudi Arabia is sending many of its employees 
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and students to the United States to gain experience and 

seek higher education in a wide variety of fields including 

management. This is due to the fact that the United states 

has advanced technologies and the best facilities for such 

training. By the same token, there are many American 

employees in Saudi, either working for an American company 

or working for a Saudi company. 

In Saudi Arabia, economic development has been rapid 

and continues because the government is moving the country 

more and more into the international business arena. For 

example, the Saudi government initiated many education 

programs very quickly in order to bring the general 

population up to the level of the rest of the international 

business arena. As already mentioned, the Saudi government 

has sent many students to the United states to get their 

education. These students have learned management and 

business practices in the American tradition and brought 

this knowledge back to Saudi Arabia where they have applied 

their new skills and knowledge in the Saudi culture. 

Another example of the increasing need for knowledge 

of cross-cultural management is the exchange program between 

the two countries in which managers from organizations in 

both countries went to the other country to practice. This 

provided for cross fertilization of the manager's 
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experiences and for a hands-on experience in the other 

country. 

There are many American technicians working in Saudi 

Arabia as employees of Saudi organizations, who teach the 

Saudi employees both technical and management skills. From 

the Saudi point of view the impact of this will be that the 

government of Saudi Arabia will have developed its people 

into modern managers. 

From the information presented above, it can be seen 

that it has become increasingly important for managers to 

understand the work motivators of the employee for each 

country. As the business relationship between the countries 

increases it becomes more and more important for managers to 

have an understanding of work relations in different 

countries. Work motivation is greatly affected by several 

factors, such as religion, culture and environment. This 

research focuses on culture because it has been virtually 

ignored as a topic for analysis. 

Culture is defined in many ways. Some of these are: 

culture is the way of life of a specific group. So it 

includes everything which is socially learned and shared by 

the members of society. Culture is an integrated system of 

behavior with its supporting ideas and values. The 

definition to be used here is taken from Sathe (1985,:10), 

"a set of important assumptions (often unstated) that 
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members of a community share in common." These assumptions 

affect all aspects of a person's life including his/her 

motivation to work. It is interesting to note that 

McClelland's (1961) achievement drive can even be taught to 

people in different or varying cultures. In an experiment 

with people from different countries he found that training 

people and giving them programs and practice brings about 

changes in their motivators. This implies that work 

motivators are influenced by a person's culture. 

Culture "is transmitted from one generation to the 

next by those within its scope of influence" (Berelson & 

Steiner, 1967; Webber, 1969). In addition, Kluckhohn (1865) 

states that culture is a distinctive way of life for a group 

of people. Thus it is different from one society of humans 

to another and from one geographical location to another. 

These differences may have a significant impact on how 

employees are most effectively managed. Most people are 

ethnocentric and therefore tend to relate to all people as 

if they were from the same cultural background. This can be 

a serious mistake for a manager who is operating in an 

organization which has employees from a different culture 

than his/her own. Therefore, it may be that one of the most 

important areas impacted by culture may be that of work 

motivators. 
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The meaning of motivation was originally taken from 

the Latin word moveene, which means to move. Motivation is 

concerned with the "why" of human behavior. Work motivation 

refers to the desire of the individual to put forth his/her 

best efforts in doing their work. Included are such matters 

as productivity, efficiency, technical innovation, wages, 

profit sharing and other forms of financial incentives, 

including the desire to acquire property The purpose of 

financial incentives is to induce people to be as 

productive, creative, and efficient in their work as 

possible in order for them to obtain high financial rewards 

which can be used to acquire private property. All of this 

allows the individual to increase his/her comforts in life 

and provide security for the future. 

In 1961, McMillan and Gonzales said that management 

is a philosophy or is process of "culture" and that managers 

should adapt their managerial style to the culture and 

social norms of a given system. They identified and studied 

the cultural factor and its effects on the employee in the 

work environment. They found a better understanding of 

culture would lead to appropriate adjustments in policy and 

strategy. Culture is considered to be one of the factors in 

understanding the elements of human behavior and motivation. 

Culture "theorists explain that it is important for 

management to understand and recognize culture as a factor 
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that is external to, and as such, uncontrollable by the 

organization" (Obeng, 1963). These theorists emphasized that 

culture must be related to and appreciated as a factor that 

affects work motivation. 

McClelland (1953, 1955, 1961, 1962) is considered by 

many to be one of the best known and leading authorities 

among the substantial group of theorists who have performed 

scientific research leading to a recognition of the basic 

needs which motivate people to work. McClelland uses the 

concepts of the need for affiliation, power and achievement 

as the driving forces of behavior. Each of the three basic 

needs identified by McClelland (1953) will be examined next 

using the concept of the Thematic Appreciation Test (TAT) 

(Appendix A) as the basis for determining the differences 

between Saudi and American employees. In general, there is 

need for achievement (n-ach), need for power (n-pow) and 

need for affiliation (n-aff) with each providing the 

stimulus for a person to behave in such a manner as to 

reduce the stress created from one of the needs not being 

fulfilled. The definitions of these motivations are: 

Achievement Motivation: The need for achievment is 

seen as coming from a person having a need to feel 

successful in terms of comparison with some standard of 

excellence. 
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Power Motivation: McClelland and others define the 

need for power as those forces which provide satisfaction to 

individuals which are contingent upon the individual being 

able to control the means of influencing another person. 

Affiliation Motivation: This is defined as feeling 

satisfaction from a relationship with another person. The 

relationship is best described as one of friendship, thus it 

would appear that there is an element of security involved 

in the need for affiliation. 

The Research Problem 

The problem being addressed in this study is the 

lack of a manager's ability to effectively deal with 

employees in another culture other than his/her own. As the 

business arena increasingly becomes international in scope 

the issue of cross-cultural management (international 

management) will become more significant. This study is 

focused on two countries, Saudi Arabia and the United 

States. If Saudi and/or American managers are going to be 

successful in working with employees from the other country, 

then a greater understanding of the respective country's 

work motivators needs to be developed. 

Scope of Research Study 

The total data base of 60 respondents for the 

research will be composed of 30 Saudi employees and 30 
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American employees from different departments within the 

University of Arizona. The Saudi sample will be selected 

from Saudi students attending the University of Arizona, but 

who have worked in Saudi organizations in Saudi Arabia. The 

American sample will be selected from employees in different 

offices at the University of Arizona. 

Summary 

The study will attempt to determine what work 

motivators are the same for the Saudi and the American 

employee and which are different. This will be accomplished 

through the testing of three hypotheses which use 

McClelland's need for achievement, power and affiliation. 

It is expected that the Saudi and American employee will 

report different levels of these needs, with these needs 

derived from their respective culture milieu. As the 

interchange of business between the two countries increases 

it becomes increasingly important for managers to understand 

the work motivators in the two countries. 

Specifically, this study will be designed to test 

the hypotheses which predict that Saudi employees will have 

higher needs for affiliation, but lower need for power and 

achievement and that the American employee will have higher 

need for power. 



CHAPTER 2 

REVIEW OF LITERATURE 

Culture 

Culture is the refinement of morals, mind and taste 

as accepted by a majority of a group. Basically, the idea of 

culture arises from the observation that what human beings 

do and what they refrain from doing is, in part, a 

consequence of being brought up in one group as opposed to 

another. In other words, culture is the way of life of a 

specific group. It differs from one society of humans to 

another and from one geographic location to another. Culture 

is a technical term which is now widely employed in 

psychology, psychiatry, sociology, philosophy, economics, 

human biology, and other subjects dealing with man and his 

work. 

Importance of Cultural Values to individuals 

Each person is unique, and is bringing to the job 

certain beliefs, attitudes and lifestyles. Culture, as 

Flippo (1966) defined it, is composed of the human-created 

elements of life—customs, beliefs, habits, codes, mores, 

and laws. Some cultural practices are solidly developed and 

cautiously adhered to by the majority of employees. Other 

11 
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customs may be accepted by most employees, but not practiced 

by an ample minority. Some of these definite standards of 

what constitutes propriety are arrived at through force of 

habit, with little pressure toward conformity to the 

particular practice. For example, it may seem unusual that 

an individual would not know how to operate an automobile, 

but such knowledge is by no means a cultural requirement. 

If the employees of a firm place an emphasis or value on 

certain patterns of culture, these customs will also be of 

consequence to the management of that firm. A company 

located in Saudi Arabia must operate within the general 

Saudi Arabian culture. A firm in Phoenix, Arizona must 

function within the culture of the United states, including 

modifications peculiar to the state of Arizona and the city 

of Phoenix (Rokba, 1980). 

Saudi Arabia: Distinguishing Points of Culture 

A vast and ancient country, Saudi Arabia has 

developed a complex culture, replete with seemingly 

cumbersome rituals of etiquette. However, with workers from 

so many cultures around the world living in Saudi Arabia, 

these rules of behavior have been derived so that all may 

live and work together in harmony. 

As many holidays and patterns of work during the 

week reflect the Christian influence on business in the 
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United States, so does islam determine the nature of the 

work week and even work hours in Saudi Arabia. During the 

month of Ramadan when people are fasting until sunset, for 

instance, business hours are from 10:00 a.m. to 3:00 p.m., 

because people become physically tired more quickly, islamic 

religion, in addition to the holidays, teaches that a person 

must be honest in their job and that one's fellow workers 

are your brothers. 

The culture of Saudi Arabia is centered on the 

concept of the family and/or the social group being more 

important than the individual. Closely tied to this is the 

concept of status, for the Saudi it is very important to 

achieve and maintain one's status within the social unit. 

Finally, the Arabian culture stresses seniority of 

individual in business, as seniority is perceived as 

giving one unique knowledge that is to be respected. 

United States: Distinguishing Points of Culture 

The culture of the United states comes from the 

mixing of many different cultures, but if there is a central 

theme it is that anyone can be anything they want, if they 

work hard. Closely related to this is the fact that the 

individual is seen as more important than the group. The 

culture of the United States has evolved around a belief in 

independence and individualism. The individual gains 
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social status through his/her accomplishments, and while 

the American loves his/her family, the family is clearly not 

a part of their worklife. 

Like Saudi Arabia, religion has had a major impact 

on the worklife of the American. American workers have been 

influenced by the Protestant work ethnic, by the religious 

holidays that are observed, and in terms of how one should 

relate to their fellow man. But for most Americans there 

is a very clear separation of religion and work. 

Motivation and Culture 

Because of the high incidence of U. S. businesses 

expanding into overseas labor markets, managers in America 

have developed an interest in ways that national origin and 

cultural differences affect relationships in management of 

their foreign-based operations. Spot-lighting the managerial 

levels of their overseas operations, it was felt that U.S. 

executives could better develop programs for their 

companies, and successfully implement them, by having an 

adequate understanding of the motivational forces behind 

their foreign-based managers. Besides enhancing 

productivity, the success of these programs would also 

provide personal need satisfaction. 

There were two schools of thought, however, in how 

American management practices and technology should be 
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applied in the overseas-based operations. The 

"universatility of management" theory states that universal 

management principles could be used in any culture or 

country effectively (Harbison and Meyers 1959; Likert 1963). 

Gonzales and McMillen (1961), on the other hand, stress that 

management is "culture-bound" and that the accepted social 

customs of a particular country must dictate the style of 

management. It was felt that once a country's culture was 

defined, the fine-tuning of management directives could 

occur. In addition, once these studies were completed, that 

culture's affects on employees in the work force would 

become more apparent. 

Motivation Theory 

Maslow's Need Hierarchy Theory 

Psychologist Abraham Maslow's often unaccepted "need 

hierarchy theory" of human motivation addressed individual 

need satisfaction. Maslow postulated five needs classes, 

which are popularly acknowledged, stating that the first, or 

lowest, need must be satisfied before an individual 

considers the next higher need. The classes of ascending 

need, as Maslow listed them, are physiological, security (or 

safety) needs, social (or love) needs, esteem, and the need 



16 

for self-actualization. Maslow (1954) stated that the order 

of needs satisfaction varies from person to person. 

Van Fleet (1961) offered two qualifications which 

are significant to fully understanding Maslow's theory: 

1. Those who are inherently creative, those who are 

psychopathic or who are chronically deprived, and 

those whose needs have been satisfied extensively 

for a long time are exceptions to the universality 

of application of this theory. 

2. Every person may not be satisfied or motivated by 

what will motivate and satisfy another individual. 

Another consideration that Maslow did not account 

for is that of affects of culture on the individual's 

motivation patterns. It may be that persons from different 

cultures will be motivated by different factors. For 

instance, it may be that in countries with a very strong 

religiously based culture, the need for self-esteem gained 

through religious activity will override the physiological 

security, and social needs of the individual. Thus, a 

manager in that country would want to develop a motivational 

system based on the high need for self-esteem rather than on 

the lower order needs. 
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Herzberg-The Motivation-Hygiene Theory 

In a considerable modification of the need 

satisfaction approach, Herzberg, Mausner and Snyderman 

(1959) presented the "two factor theory" or the 

"motivation-hygiene theory." Those job characteristics which 

produced satisfaction were labeled "motivators" and those 

which produced dissatisfaction were termed "hygienes." 

Herzberg recognized five factors or "motivators": 

achievement, recognition, challenging work, growth in the 

job and advancement. The "hygienes" whose presence will not 

motivate people, but will discourage job satisfaction, were 
. . .. -XAifjPP-

company policy and administration, supervision, salary, 

interpersonal relationships, status and working environment. 

It is important to note again that some individuals viewed 

the "motivators" with satisfaction while others preferred 

the "hygienes", and neither is universally applicable in its 

recognized role. 

The work of Herzberg and his associates provides an 

exposition of the specific incentives that operate to 

motivate an individual in the work environment positively or 

negatively. Davis (1967) states that the Herzberg and Maslow 

theories both emphasize the same set of relationships and 

Maslow centers on human needs of the psychological person at 

work or anywhere else. Herzberg focuses on that same person 
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in terms of how job conditions affect his basic needs. A 

major determinate of these affects may come from the culture 

of the employee. As Herzberg says, the individual will be 

motivated, i.e., activated to behave in such a way as to 

achieve a desired goal, by things like achievement, 

recognition, etc. These constructs are determined for the 

individual through his/her learning and social development, 

thus it would appear that the individual's perception of 

what is a "motivator" would be largely culturally defined. 

Alderfer's ERG Theory of Needs 

In contrast to Maslow's hierarchy of needs theory of 

motivation, Clayton P. Alderfer has proposed what he calls 

his ERG theory of needs, in which there are three basic 

human needs. The first need Alderfer recognizes is the 

existence need, which includes food, water, salary and 

working environment—physiological and material wants. Next 

are relatedness needs, encompassing interactions with 

friends, co-workers, relatives, supervisors and foes. Last 

are the growth needs, which are responsible for an 

individual's productivity and inventiveness. 

Among other differences between Alderfer's ERG 

theory and Maslow's is that Alderfer found that whether or 

not one need is sated, another need might remain powerful. 
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Alderfer's findings that are similar to Maslow's 

are: 1) the less existence needs are satisfied, the more 

they will be desired; and 2) the less relatedness needs are 

satisfied, the more they will be desired. Alderfer's 

findings that are unlike Maslow's include: 1) the less 

growth needs are satisfied, the more relatedness needs will 

be desired; and 2) the less relatedness needs are satisfied, 

the more existence needs will be desired. 

Like Maslow, Adlerfer does not deal with differences 

in motivators across cultures. Some cultures may focus on 

growth; while in others the focus may be on relatedness and 

still others the focus may be solely on existence needs. So 

rather than assume that these needs are universal for all 

people, a manager may need to know the culture of a country 

before devising a motivational system. 

McClelland's Needs Theory 

Another theorist identified three types of basic 

motivating needs. David C. McClelland (1953) of Harvard 

University, one of the better known motivational psychology 

experts, classified these as need for Achievement (n/ACH), 

need for Affilliation (n/AFF), and need for Power (n/POW). 

McClelland*s research on achievement need (the Achievement 

Theory) has been so successful that psychologists often use 

it as a prototype for research in the behavioral sciences. 
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Achievement Motivation 

A strong desire for success marks those individuals 

who have a high need for achievement. This need requires 

competition with some established standard of excellence. 

The formula (Atkinson and Feather, 1966) for need for 

Achievement may be expressed as follows: 

n.ACH = Ms _ map 

The strength of the motive to succeed (Mg) is established 

first, with the motive to avoid failure (MAp) subtracted 

from it. 

Further clarification of the principle is offered by 

Atkinson, Bastian, EarlyP and Litwin (1960), who note that 

those with a high n. ACH are more strongly pushed toward 

achieving success, while those who have a stronger need to 

avoid failure are low in n. ACH. 

The development of Achievement motivation occurs in 

very young people. Studies done by Kagen and Moss (1962) 

give evidence of variations and strength in n. ACH among 

children as young as five years of age, and note relatively 

stable achievement motivation thereafter, through adulthood. 

Studies by Strodtbeck (1958), Winterbottom (1958), Rosen and 

D'Andrade (1959), and McClelland (1961) point out that to 

provide the raw material for children to learn need for 
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achievement, parents must set high standards, promote skill# 

and encourage independence. 

Those with a high need for Achievement ensure 

success for themselves by setting goals that are reasonable 

and realistic (Atkinson and Feather, 1966). This is why, 

according to Stringer (1966), the highest motivational drive 

is noted when these individuals choose a goal that is not 

only challenging, but only moderately difficult. He says 

that personal responsibility is usually sought by those with 

a high need for achievement. These are people who work long 

hours, take risks and responsibility and like specific 

performance critiques. Research done by Morgan (1966) listed 

other characteristics of these individuals, which included 

1) supervising other people; 2) being college graduates; 3) 

being married; 4) having more education than their spouses; 

5) being attracted to skill-requiring jobs; and 6) showing 

greater upward mobility. 

Entrepreneurs, according to McClelland's research, 

showed a very strong achievement need as well as a high 

power requirement. Their need for affiliation, however, was 

quite low. In comparison, managers followed a similar 

pattern of highs and lows, although not to the extremes of 

entrepreneurs. 
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McClelland's findings showed the high achievement 

motivation of presidents to be obvious among small 

companies. The chief executive officers of larger companies, 

curiously enough, have more intense needs for affiliation 

and power, while usually being average in achievement need. 

In the same companies, managers still working hard for 

growth and advancement rated higher in achievement 

motivation than the presidents who had attained most of 

their goals. 

One of the most fascinating discoveries arising from 

McClelland"s research was that training programs could 

successfully "teach" the achievement drive to people from 

various countries and cultures. The emphasis in these 

training programs was on prestige, transmitting evidence on 

the drive for achievement, the sharing of experiences among 

classmates and teaching the language and thinking patterns 

of high need achievers (1965). 

Affiliation Motivation 

The establishment or restoration and maintenance of 

positive relationship between people is the need for 

Affiliation (n/AFF). This desire to be approved or socially 

accepted is also known as friendship. 

Rather than being measured by the pleasure of being 

accepted (Shipley and Veroff 1958), the need for 
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Affiliation is measured by the fear of rejection. Humans, 

from birth, need some form of social connection (Berelson 

and Steiner 1964). "The normal physical and personality 

development of the human infant" will otherwise be slowed, 

they say. 

There is apparently a relationship between 

affiliation and conformity (Tewari 1980). These people who 

are seeking approval have learned that "submission, and 

conformity entail the fewer risks of social recognition and 

threats to self-esteem. Furthermore, approval seeking 

individuals agree with the -judgment of the group, and seldom 

exercise independent judgments" (p.202), according to Crowne 

and Marlow (1964). 

Pointing out a basic difference between the 

achievement and affiliation motives, "'ewari (1977) says, 

"Whereas the need for affiliation governs the interpersonal 

relationship, the need for achievement is an individualized 

need" (p. 20). 

Those with a high need for affiliation usually are 

most concerned with the welfare of their social ties, eager 

to help others in time of need, and seem to enjoy a strong 

sense of warmth and closeness. 

While the managers with the higher needs for 

achievement usually advance more rapidly, the qualities of 
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those with strong affiliation needs are quite important for 

dealing with diverse personalities in the work place. 

Working with groups of individuals to achieve a common goal 

requires the contributions of those to whom social 

relationships are important. 

Power Motivation 

The need for Power (n/POW) is the third basic need 

or motive identified by McClelland and those in the 

Achievement theory school. Veroff (1958) defines n. POW as 

the directing of behavior toward satisfactions contingent 

upon the control of the means of influencing another 

person(2). This n. POW is more often the desire for power 

over a system or process or organization, rather than over a 

specific individual. 

People with a high need for power, McClelland found, 

are stubborn, vociferous, forceful, and demanding. They 

usually seek leadership positions, often in public speaking 

and teaching, where they can exercise control and influence. 

According to Tewari (1977), "people with this need are 

argumentative, aggressive and stubborn to convince or 

influence others; and it legitimizes the goals of power and 

thus increased the salience of power motive syndrome" (p. 

24). 
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McClelland endeavored to select the best ideas from 

opposing psychological schools of thought at that time to 

closely examine motivation—a perplexing subject. Although 

there were a variety of problems with McClelland's 

experimental design, other experimenters usually duplicated 

his test results. Using the TAT was an imaginative idea, 

but experimenter-bias was a possibility, due to the 

difficult method of scoring. The chance of discovering 

another kind of trend, perhaps of value, was thwarted by 

ignoring data that had no bearing on the subject. An 

uncontrolled factor was the impact of current events on the 

stories written by the subjects. 

Summary 

The literature on motivation reveals some 

consistancies across motivation theories and some 

differences. Maslow, Aldenfer, Herezberg, and McClelland all 

indicate that people have a need for social interaction with 

other people and for the need to achieve. But McClelland 

indicates that some people have a need for power, while this 

construct of need is not dealt with directly by the other 

theorists. Though one could look at Maslow's need for 

self-esteem as being related to a need for power. The main 

point of all of these theories of motivation is that 
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motivation can be categorized into a few general constructs 

which define the motivators for the individual. 

Though there is a basic universality of motivation, 

McClelland recognized that motivators may differ in 

different cultures, an important issue for the 

cross-cultural manager. What may be a physiological need in 

one culture may be a need for achievement in another. Most 

of the needs that require fulfillment in these theories can 

be fulfilled through work activity, but only McClelland 

takes into account the possible effects of culture on what 

motivates an individual to work. 

Maslow, Alderfer, and Herezberg provide a basic 

theory of motivation which allows for a general 

understanding, but they are less useful in understanding 

motivation in cross-cultural organizations. McClelland has 

found that the need for achievement, power and affiliation 

are universal, but vary in importance over different 

cultures. McClelland has collapsed the categories of needs 

provided by the other theorists into his three categories 

and allowed for external influence on the individual. Thus 

we should be able to predict what needs are most important 

in a particular country by knowing that country's culture. 

The United States is a fiercely independent country. 

The people see the individual as more important than the 
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group, hard work is the way to success, and power is a prime 

way of getting one's goals and/or is the reward of success. 

While Saudi Arabia is more group oriented, religious, and 

only recently business oriented. Thus, using the various 

theories of motivation and relating the culture of the 

United States and Saudi Arabia, the following hypotheses are 

proposed: 

The Saudi employee will report a highe level of 

need for affiliation than the American employee. 

H2. The Saudi employee will report mid-level need 

for power, while the American employee will report high 

levels of need for power. 

Hj. The Saudi employee will report the same level of 

need or achievement as the American employee. 



CHAPTER 3 

METHODOLOGY 

This chapter presents the methods and the procedures 

of the study. The subjects were 30 Saudi Arabian employees 

from Saudi organizations who are presently studying at the 

University of Arizona and 30 American employees from 

different colleges and offices at the University of Arizona, 

Tucson, Arizona. Random selection procedures were used to 

develop a list of the respective groups and then each 

individual was asked to complete the questionnaire. Out of 

the total of 40 Saudis and 40 Americans the response rate 

was 30 for each or a 75% response rate. The subjects ranged 

in age from 20 to 62, from Freshman level in college to 

Ph.D., from 1 year of experience to 15 years and there were 

33 males and 27 females. 

As we were measuring work motivation perceptions of 

the subjects, a projective type of questionnaire was 

designed, based on the methodology developed by McClelland 

in the Thematic Appreciation Test (TAT) (McClelland, 1953). 

In this type of test it is assumed that the individual will 

project their own biases into their responses to an 

ambiguous stimulus, in this case a "fuzzy" picture of people 
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at work (See Appendix A). It was decided to use a more 

direct approach than that used by McClelland in the TAT 

because we were interested in a specific type of motivation, 

i.e., work. 

After selecting the pictures, i.e., the ambiguous 

stimulus, the questions were developed. These response items 

were developed using a Likert type of scale (1 to 6) rather 

than the open-end responses used by the TAT concept, again 

because we were interested in limiting the perceptual frame 

of the subject to that of work motivation. The subjects 

recorded their responses to the questions on the six-point 

Likert scale ranging from 1-strongly Disagree to 6-Strongly 

Agree. Three foils were developed to test for each of 

McClelland's need to achieve, need for power, and the need 

for affiliation, making for the nine responses to each of 

the pictures. 

As a manipulation check the subjects were presented 

with a vague story of a work situation in which they were 

asked to respond by completing five foils, again set up on a 

Likert scale. In addition to asking about achievement, 

affiliation and power, the subjects was asked to respond to 

their perceived need for security and autonomy (See Appendix 

B). 

Prior to administering the questionnaire a pilot 

test was conducted to determine if the respondents would 
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have any difficulty in completing the instrument. Several 

problems were identified and corrected on the final 

instrument. 

The subjects were told that the researchers were 

surveying the opinions of employees about motivation to work 

in a variety of situations. They were also told to read the 

instructions very carefully and then to complete the 

questionnaire as rapidly as possible, this was to increase 

the probability that their responses would reflect their own 

motivators rather than an answer that would reflect what 

they thought they should answer. The researcher was very 

careful not to provide the subjects with any other 

instructions or possible biasing stimuli. 

The collected data were analyzed using the pairwise 

differences in means test to determine if there was a 

significant difference between responses of the Saudi 

employees and the American employees. As this study does not 

purport to test causal hypotheses it was determined that the 

differences in means tests would provide the best measure of 

any differences between the two groups. 



CHAPTER 4 

RESULTS 

This chapter presents the statistical findings of 

the research project. The statistical results substantiate 

the view that the Saudi and the American employee differ, in 

terms of needs, in some areas and not in others. 

An examination of these differences and similarities 

will be presented in this chapter along with the data 

analysis of the measures of motivation used in the study. 

Statistical Analysis and Findings 

The statistical analysis of choice was the t-test. 

Two groups, Saudi employees and American employees, were 

compared in terms of their reporting of levels of 

motivational needs. Three hypotheses were presented and 

tested in this study. The hypotheses predicted levels of 

need for achievement, power, and affiliation for the Saudi 

and American employees. Means were computed for each of the 

variables for each of the two groups and are presented in 

Tables 1, 2, 3, 4, and 5. 
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Table 1. Averages of four separate measures on the need 
for achievement: Saudi and American. 

Variables Saudi American T-value Probability 
Mean Mean 

Achievement 1 12.47 11.6 1.11 0.273 

Achievement 2 12.03 10.10 2.73 0.008 

Achievement 3 12.27 9.63 4.62 0.000 

StoryOl 4.57 5.57 3.24 0.002 
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Table 2. Averages of means for four measures of the 
need for power: Saudi and American. 

Variables Saudi American T-value Probability 
Mean Mean 

Power 1 11. ,80 10, .06 1.99 .05 

Power2 10. ,60 10. ,67 .08 .958 

Power3 12. .10 10, .20 3.02 .004 

Story02 4. ,00 4. .00 

o
 

o
 1.000 
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Table 3. Averages for four measures of the need for 
affiliation: Saudi and American. 

Variables Saudi American T-value Probability 
Mean Mean 

Affiliation 1 13. 53 10 .43 4. 10 

Affiliation 2 13. 30 11 .37 3. 49 

Affiliation 3 13. 07 9 .00 5. 58 

Story03 4. 53 3 .9 2. 26 
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Table 4. Difference in means tests for committee 
measures of achievement, power and 
affiliation: Saudi and American. 

Variables Saudi American T-value Probability 
Mean Mean 

Achievement 5 34.84 33.07 1.22 .028 

Power 5 34.36 30.70 2.21 .031 

Affiliation 5 37.24 33.03 2.30 .025 
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Table 5. Differences in means tests for composite 
measures of Achievement, Power and 
Affiliations Saudi and American (Ach6, Pow6f 

Aff6).* 

Variables Saudi American T-value Probability 
Mean Meab 

Achievement 6 41.33 36.9 3.20 .002 

Power 6 38.50 34.9 1.98 .05 

Affiliation 6 44.4 34.5 1.9 .001 

•Composite measure includes "story" measure. 
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There are three variables with 18 sub-variables in 

this study. The sub-variables are combinations of responses 

to the instrument measuring the need for achievement, power 

and affiliation. Each variable was determined in the 

following manner: 

tive result from question 

x A2). 

tive result from question 

x A3). 

Achievement 1 is the add] 

(3,6,9) on Picture 1 (See Append: 

Achievement 2 is the add] 

(2,5,9) on Picture 2 (See Append: 

Achievement 3 is the additive result from question 

(3.5.6) on Picture 3 (See Appendix A4). 

Story 01 result 1C for the story, See Appendix Al. 

Achievement 5 = Acl^ + Ach2 + Acl^. 

Achievement 6 = Ach,. + story 01. 

Power 1 is the additive result from questions 

(2.5.7) on Picture 1 (See Appendix A2). 

Power 2 is the additive results from questions 

(1,4,7) on Picture 2 (See Appendix A3). 

Power 3 is the additive result from questions 

(2,4,7) on Picture 1 (See Appendix A4). 

Story 02 Result l.D for the story (See Appendix Al). 

Power 5 = Power 1 + Power 2 + Power 3. 

Power 6 = Power 5 + Story 02. 
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Affilitation 1 is the additive result from questions 

(1.4.8) on Picture 1 (See Appendix A2). 

Affilitation 2 is the additive result from questions 

(3*6,8) on Picture 2 (See Appendix A3). 

Affiliation 3 is the additive result from questions 

(1.8.9) on Picture 3 (See Appendix A4). 

Story 03. Result l.E for the story (See Appendix 

A l )  .  

Affiliation 5 = Affl - Aff2 + Aff3. 

Affiliationn 6 = Aff5 + Story 03. 

As there were four separate questions related to 

need for achievement, Table 1 presents the means for each 

question for both Saudis and Americans. The T-values and 

probability levels are presented. The comparison being made 

here are differences in means between Saudis and Americans 

for each of the four measures. As can be seen, the Saudi 

employee seems to have a higher need for achievement than 

the American employee, as every mean is significantly higher 

than the American employee, except for StoryOl. 

Table 2 presents the means for measures of the need 

for power. Here the differences between the two groups are 

less significant. Only Power3 shows a statistically 

significant difference between the two groups, though Powerl 

is very close with a p of .051. Power2 and Story 02 show no 

difference between the two groups. 
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Table 3 presents the means for measures of the need 

for affiliation. As predicted, the Saudi employee seems to 

have a higher level of need for affiliation than does his 

American counterpart. The Saudi group generated 

statistically different results in need for affiliation in 

all four tests. 

Table 4 presents the variables Ach5, Pow5, and Aff5 

which are variables created by adding the scores for 

measures of Achievement, Power and Affiliation, 

respectively. The scores for "Stories" do not form part of 

these composite measures. 

As can be seen, the Saudi group indicated higher 

needs for each of the motivational needs at a statistically 

significant level. 

Table 5 presents the variables, Ach6, Pow6, and Aff6 

which are the same variables as Ach5, Pow5, and Aff5 but 

adding the results from the test named StoryOl, Story02. and 

Story03, respectively, once again the Saudi group shows a 

higher level of motivation in each of the areas than does 

the American group. Though the addition of Story03 (Power) 

does weaken the statistical difference between the two 

groups for need for power, with a p value of .054. 

Summary 

To summarize this chapter there is a difference in 

the level of need for achievement, power, and affiliation in 
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American and in Saudi employees. There seems to be a 

substantial difference in the levels of need for achievement 

and affiliation with the Saudi group, indicating 

consistently higher need levels. Though the Saudi group does 

express higher levels of need for power, it is less 

convincing in a statistical sense than the other two needs. 



CHAPTER 5 

DISCUSSION OF FINDINGS 

This research tested hypotheses which predicted that 

Saudi employees would report having higher needs for 

affiliation than American employees, but lower needs for 

power. Finally, it was projected that the Saudi and American 

employee would report the same level of need for 

achievement. The Thematic Perception Test (TAT) concept was 

used to design a projective instrument to test the 

hypotheses. The instrument provided vague situations of work 

and then asked the respondents to answer questions about 

what they perceived to be motivating factors in the work 

situation. The respondents used a Likert type scale to make 

their response. This format was chosen over the pure 

projective technique due to wanting to focus on specific 

motivations and due to having respondents for whom English 

is a second language. 

From the results presented in the previous chapter 

it appears that only one hypothesis (Hypothesis 1) was 

confirmed. Both the Saudi and the American employee have 

high levels of motivation in their jobs with both groups 
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reporting high levels of need for achievement, power 

and affiliation. 

The Saudi employee reported a greater need for 

affiliation than American employees. This finding supports 

our view that Saudi employees would show the greater need 

for affiliation but not for power. These findings may be 

explained in several ways. Each hypothesis will be discussed 

in turn. 

Hypothesis 1 states that the Saudi employee will 

report a higher need for affiliation than the American 

employee. This hypothesis was based on the different levels 

of emphasis on the importance of social relationships in the 

Saudi culture and the American culture. The Saudi group in 

the study highlights the need for the relationship between 

the employee and also the people outside of the 

organization. It is very important for the Saudi employer 

to have good relations with his employees because of the 

religious belief that all Muslems are brothers and the 

religion insists that they are to be together either within 

the job or outside the job. For the American employee there 

is less emphasis on belief in the relationship within the 

job. Americans are less concerned with knowing everyone and 

they do not delve into where the person comes from or what 

is his/her religion. Thus a manager in a Saudi organization 
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or one that has Saudi employees would be wise to work with 

groups of individuals to achieve a goal in the job and to 

solve problems. The Saudi employee needs affiliation with 

the manager. The manager can provide this affiliation by 

giving the employee authorization or responsibility which 

conveys the message that the manager trusts the employee. 

The manager in Saudi can have the employee in his house for 

parties away from the job environment as another way of 

demonstrating affiliation. In the United States it is very 

rare for the manager to have the employee to his house 

outside the job. In this way the Saudi employees also keep 

in touch with each other outside the job, but in the United 

States the employees usually do not maintain these relations 

outside of the job. 

Hypothesis 2. The Saudi employee will report a 

middle level need of power while the American employee will 

report a high level need for power 

It is very important for employees to have power in 

their job, be they Saudi or American employees because power 

provides the employee with feelings of significance and with 

the ability to make an impact on their world, thus providing 

motivation to work. 

For the Saudi employee who works in government, 

power usually comes from the general manager and that 



manager has the authority from the government to do whatever 

the job needs. The manager delegates that responsibility to 

the employee if he chooses. The employee in Saudi comes from 

a historical culture in which central power has prevailed. 

But in the United States the historical culture has been 

focused on individually focused norms, thus it was expected 

that the Saudi employee will report less need for power than 

the American. But the results show the Saudi employee 

reporting higher levels of need for power, higher than the 

American. This was a surprising finding in that Americans 

are often perceived as being "power hungry". The focus of 

individualism in the American culture would seem to promote 

the need for power and in societies where affiliation is a 

significant social force (motivator) the social group is 

important. The need for power would seem to be less 

significant as a motivator. The explanation of this finding 

may lie in the fact that all of the Saudi employees in this 

study are in the United States. Thus they may not have the 

same attitudes as other Saudi Arabians. They may be 

assimilating the values of the American and thus think power 

in the job is more important than other motivators. In their 

job most of these employees work in the private sector and 

may believe that power is very important to be successful. 
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Another explanation for this finding may lie in the 

historical development of Saudi Arabia. Some years ago the 

government pursued increased development and got bigger, 

organizationally. As this happened the employees began to 

gain in awareness of the possibility that they could change 

their status roles, both in the business world and in their 

social world. As the Saudi employee became more important to 

the successful operation of a business the potential for 

increased status became known to the employee thus 

increasing the saliency of power. As power became a vehicle 

to increased status, a very important aspect of Saudi 

culture, the need for power as a work motivator may have 

also increased becoming more significant to the Saudi 

employee than to the American employee. 

This finding does not imply that the need for power 

is not important to the American employee. This study shows 

that both Saudi and American participants have a need for 

power. The American employee has a need for power in the job 

in both the private sector and public sector. The American 

employees reported a mean score of 34.9 for n-power and the 

Saudi's a mean of 38.5. Though the Saudi's are higher, the 

Americans also have a relatively high need for power. 
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Hypothesis 3. The Saudi employee will report the 

same level of need for achievement recognition, 

accomplishment, increased responsibility, growth, 

development, and self-esteem as the American worker. 

Previous research shows that the need for 

achievement of Saudi employees in general was either higher 

than or the same as that of American employees. The writer 

suggests that American employees may have a much higher 

drive to achieve than the Saudi employee because of two 

possible reasons, 1) the American employee has to overcome 

much more than the Saudi employee to get his job, and 2) the 

government does not find jobs for most of the people; but in 

Saudi Arabia there are several government offices one can go 

to when they are unable to find a job. 

The results show that the Saudi employee has a 

higher need for achievement than the American employee. 

Again there may be two possible explanations for the 

finding. First, as was stated above, the Saudis in this 

study are in the United States and may be assimilating the 

values of the American culture and thus not truly reflecting 

the attitude of the Saudi employee in Saudi Arabia. 

The second, and more interesting explanation, comes 

from the newness of the present Saudi economy, which has 

very recently entered into the modern age. Working in 
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organizations is very new to Saudis, thus there was no real 

need for achievement, as we think of the concept today, 

prior to 15 or 20 years ago. But suddenly employment in 

organizations became an important aspect of people's lives, 

opened new vistas of opportunity for employees, and 

achievement became an important aspect of the people's need 

to work. Successful organizations and economics in this age 

depend heavily on people's need for achievement. As Saudi 

Arabia educated its people, either abroad or at home, there 

may have been subtle emphasis placed on increasing the 

individual's need for achievement. Thus the finding that 

Saudis have a high need for achievement. 

Though the research findings indicate that the Saudi 

employee has higher levels of all three needs than does the 

American employee, there are interesting variations if we 

compare the levels of each need for the Saudi and the 

American employee. Table 6 presents the priority that each 

group placed on each need. For the Saudi employee they 

ranked affiliation first, achievement second and power 

third. While the American employee ranked the need for 

achievement first, with power and affiliationn tied for 

second. It would appear that the Saudi employee is most 

concerned with affiliation, which fits with Hypothesis 1 and 

Power which fits with Hypothesis 2. A manager of Saudi 



Table 6. Priority rankings for the Saudi and American 
groups. 

Saudi American 

Affiliation 44.4 34.5 

Achievement 41.33 36.9 

Power 38.5 34.9 
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employees must be aware of this ordering of these needs in 

order to be successful as a manager. While the manager of 

American employees needs to be cognizant of the American 

employee ranking the need for achievement above power and 

affiliation. 

Future Research 

Need for achievement has been shown to have a major 

impact on the success of both profit and non-profit firms. 

(McClelland, 1961). Unlike this study there has not been a 

study which compares the effects of culture on motivation 

using groups from different countries. Some writers like 

Freeman (1976) and McClellan (1961) have reported finding a 

connection between the need for achievement and economic 

growth of nation, but again, they did not compare cultures. 

Most studies have not made comparisons between two countries 

utilizing two different groups. This study confirms one can 

compare different countries in making comparisons of the 

need for achievement, need for power and affiliation. 

Additional research would be useful in comparing 

motivation needs of Saudi and American employees to the 

general population or to conduct the study of Saudi 

employees in Saudi, i.e., not using Saudis living in the 

United States. 



50 

Another recommendation would be to test the effects 

of training and to determine how it effects the employee's 

work motivators. It would also be interesting to determine 

if and/or how job satisfaction is affected by the three 

motivators n-ach, n-pow, and n-aff. 

As this was an exploratory study, there are several 

areas that could be improved, if the study were to be 

redone. First, the Saudi employees should be in Saudi Arabia 

due to the fact that the Saudi employee in the U. S. may not 

reflect attitudes of Saudi employees in their country and 

most of these employees worked in private sectors not in the 

public sector. Secondly, the American employees should be 

taken from different parts of the country, not from just one 

location. It may be that employees in one location are not a 

true reflection of the culture of the United States. 

Recommendation for the Managers 

Based on the findings from this research it would 

appear that most cultural management in Saudi Arabia and in 

the United States should be based on the following: 

1. In Saudi Arabia the employee is primarily motivated 

by the need for affiliation because the people in 

Saudi Arabia are taught very early to be socially 

close to each other. Thus the employee/manager 

relationship is very important because the employee 
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can work very well and achieve his goals if they 

know the manager gives him respect and tries to be 

with him as much as possible. As shown in Table 6, 

the Saudi employee ranks the need for affiliation 

above the need for achievement and power. Thus a 

manager of Saudi employees must always be aware of 

this need in the Saudi employee and be working to 

assure that the organization provides the means for 

meeting the need. 

The second thing the Saudi employee needs is a 

source of achievement in his job. The employee in 

Saudi Arabia has a higher need for achievement than 

American employees and it is the second need for the 

Saudi employee after the need for affiliation. 

Assuming the need for affiliation has been met, the 

manager of Saudi employees must provide similar 

means of fulfilling this universal need. 

The need that is ranked third (see Table 6) for the 

Saudi employee is power. In the Saudi employee the 

need for power may be important because the person 

who has the power will have a good position, 

therefore, he/she will be more able to get and give 

the affiliation that is so important to the Saudi 

culture. The manager must be aware of the Saudi's 



need for power and provide viable means by which it 

can be satisfied within the work setting. 

4. For the American employee the need for affiliation 

is not as important as the need for power or 

achievement. The mean value for this study for 

Americans is 34.5 (see table 6) which is the lowest 

of all the mean values, though very close to the 

need for power. Americans commonly view the job as 

different from their social life, thus the need for 

affiliation may be less of a work motivator than the 

other two needs. 

5. The American employee has a higher need for 

achievement. Americans are very concerned with being 

successful in their jobs. 

6. The American employee in this study reported a 

relatively low need for power. This may mean that 

the American employees have found that power in 

their job is not as important as the need for 

achievement. 

This study provides a better picture of what the Saudi 

employee needs, relative to American employees. This will 

help any person who works in either of these countries to be 

aware of what is important for the employee in the 
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respective countries. The manager can use this information 

to understand how culture effects work motivators and how 

culture and motivation interact. As the world moves more and 

more to being an international business arena, it becomes 

more important that managers understand the effects of the 

interaction between culture and motivation. 



APPENDIX A 

LETTER 
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First I want to thank you for participating in this study. 
Your participation will help us to gain a better 
understanding of people at work. It should only take a very 
small amount of your time to complete the questionnaire. 

Please read the instructions that are provided very 
carefully. They are very short, but very important. Most 
importantly, you must answer with how you really feel, not 
with how you think you should answer the items. There are no 
right or wrong answers. There will be no way that anyone 
will be able to identify you from the questionnaire, so we 
request that you respond with how you really believe rather 
than what you perceive someone else might think you should 
say. The best way to achieve this is to mark your responses 
very quickly, once you have read the instructions and you 
understand the situation. 

Again, thank you for your participation in my study. Now, 
turn the page and follow the instructions. After completing 
each page go on to the next page. Please do not leave any 
of the questions blank. I do need complete responses. 

Al Kahtani Ali 



Please answer the following: 

Nationality 

Age Male 

Years of Work Experiences 

0 1-5 6-15 

Level in College: 

Freshman Sophomore 

Master's Ph.D. 

Female 

over 15 

Junior Senior 
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Please read the paragraph on the following page and then 
respond to the question by marking a rating for each of the 
five needs presented. 
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A worker in a company has a good work record, has worked for 
the company for five years, and gets along well with his 
co-workers and with his supervisors. The worker likes his 
present job, but feels frustrated as a result of not being 
promoted. 

1. How important is each of the following in explaining 
the worker's behavior in the above situation? 

a. The employee's need for security 
1 2 3 4 5 
Very little Very much 

b. The employee's need for autonomy 
1 2 3 4 5 
Very little Very much 

c. The employee's need for achievement 
1 2 3 4 5 
Very little Very much 

d. The employee's need for power 
12 3 4 
Very little Very much 

e. The employee's need for affiliation 
1 ' 2 3 4 5 
Very little Very much 
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Following are three scenes. Use each picture to evaluate 
Pach of the nine statements under the picture. Please 
respond with what you believe to be true as represented by 
the scene in the picture, not by what you believe should be 
true. Please mark your responses quickly, rather than taking 
a long time to think about your response. There is no 
correct or wrong response. 
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Strongly Diaagraa < • strongly Agraa 

Tha aaployaaa work hard baeauaa tbay bava a lot of 
eobaalvanaaa. 
1 2 3 4 S 6 

Tha aaployaa/a ia/ara intaraatad In showing tba oebar 
aaployaaa tbae tbay bava a lot of lnfluanca. 
12 3 4 S « 

Tba aaployaa/a ia/ara coneacnad with daaonatrating how 
aucb ability tbay bava. 
1 2 3 4 5 « 

Tha priaary work focua tor tbia group.of amployaaa la 
on davaloping and Maintaining a good ralationahip with 
aaeb otbac. 
1 2 3 4 5 6 

Tha aaployaaa ara attaapting to daaonatrata tbair 
poaltlon In tbia group of aaployaaa. 
1 2 3 4 S « 

Tha aaployaa/a ia/ara doing aoaathing apacial in an 
affort to gat a good dlaeuaaion of tba iaaua. 
1 2 3 4 5 « 

Tba aaployaaa ara eonearnad with thalr atatua aaong tha 
otbar aaployaaa. 
1 2 3 4 S 6 

Tha aaployaaa in tha pictura ara eonearnad about 
kaaping thla group of aaployaaa aa a tight-knie group. 
1 2 3 4 S S 

Tha aaployaaa in tbia pictura ara willing to taka riak 
in ordar to gat tba jab dona. 
1 2 3 4 S 6 
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Strongly Disagree 6 - Strongly Agree 

The woman in the picture Is demonstrating her ability 
to tha othar employees. 
1 2 3 4 5 6 

The woman in the picture is concerned with giving the 
other employees the impression that she is very good at 
her work. 
1 2 3 4 S 6 

An important part of these employees work is the 
relationahip they have with each other. 
1 2 3 4 5 6 

The woman in the picture is attempting to convince the 
other employees that she is correct and that they 
ahould follow her directions. 
1 2 3 4 5 6 

The employees in the picture are most concerned with 
achieving their goals. 
1  2  3  4  5 - 6  

The woman in the picture ia attempting to establish a 
good relationship with the other employees. 
1 2 3 -4 5 -6 

The other employees are waiting for the female employee 
to give them the authority to start their jobs. 
1 2 3 4 5 6 

The woman in the picture is very concerned with being 
able to adapt to this group of employees. 
1 2 3 4 5 6 

The female employee is attempting to show the other 
employees that they should change what they have been 
doing. 
1 2 3 4 5 6 
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Strongly Disagraa 6 • strongly Agra* 

Tha amployaa/s is/ara intarastad in having a good 
ralationship with tha othac amployaas in tha company. 

.1 2 3 4 5 6 

Tha amployaa/s is/ara eoncarnad with gatting tha 
attantion of tha othar amployaas in tha company. 
1 2 3 4 5 6 

Tha anployaa/s is/ara intarastad in damonstrating to 
othar amployaas his suparior abilitias. 
1 2 3 4 5 6 

Tha aoployaa/s would lika to show tha othar amployaas 
that ha has a lot of control. 
1 2 3 4 S 6 

This anployaa/s is nost intarastad in showing othar 
amployaas his status in tha organization. 
1 2 3 4 5 6 

Tha amployaas is/ara taking parsonal rasponsibility for 
tha task at hand. 
1 2 3 4 5 6 

Tha anployaa/s is/ara attampting to concluda tha task 
h« has b««n working on. 
1 2 3 4 5 6 

Tha anployaa/s is/ara intarastad in giving halp to tha 
othar anployaas. 
1 2 3 4 5 .6 

Tha amployaa/s in tha pictura wants to ba closa to 
othar anployaas. 
1 2 3 4 5 6 
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