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ABSTRACT 

The problem addressed in this study was to test for differences in job 

satisfaction of the librarians who were employed at two different library settings: King 

Abdulaziz Public Library (KAPL) and Al-Imam Muhammad Ibn Saud University Library 

(ILTL) in Eliyadh, Saudi Arabia. 

The purpose of this study was to determine if there were differences in 

perception of job satisfaction between the librariansin two types of libraries. Other 

purposes of this study were: 

1. To determine if the differences are a factor of the variables that related to the 

librarians' personal situations, such as marital status, age, education, type of library, 

nature of work, length of years working at the present library, length of years in the 

profession, position level, salary, compensation, training, and job leaving. 

2. To determine the degree of job satisfaction related to factors that influence 

the environment of the work at these libraries, such as supervision, staff development, 

social status, and pay. 

To measure the differences in job satisfaction among librarians in both 

libraries, the study utilized a questionnaire based on the work of Al-Salem. The 

population for this study is all the librarians working in the two libraries. Results were 

tabulated from the distribution of 105 questionnaires. There were sixty eight (64%) 

completed and useable questionnaires for both libraries. Of the 55 questionnaires, 32 

(58%) were returned from Al-Imam Muhammad Ibn Saud Islamic University Library. 
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Of the 50 questionnaires sent to King Abdulaziz Public Library, 36 (72%) were returned. 

The data obtained from the participants were examined and analyzed by using 

the SAS program to run the one-way analysis of variance (ANOVA) technique. If the one 

way ANOVA test revealed a significant difference at the .05 level, the t-test was used to 

find the differences in the satisfaction of the various groups of employees. The results of 

the survey revealed that among the twelve independent variables that were involved in 

this study, only three had statistically significant effects at .05 level. These were type of 

library, annual salary, and job leaving. Regarding the type of library, the university 

librarians were more satisfied than the public librarians with regard to pay. The study 

showed that librarians who fall in the middle annual salary range were more satisfied than 

the other two annual salary ranges. With regard to job leaving, it was found that this 

variable had a significant effect on the dependent variable pay. 

While there was some evidence of job dissatisfaction, some suggestions and 

recommendations are drawn. First, the employees' salaries should be raised in both 

libraries to provide a better balance with Saudi living expenses. Second, opportunities for 

training and staff development should be available. 
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CHAPTER I 

INTRODUCTION 

The relationship bet\v'een man and work is an ancient one. Work enables human 

beings to act upon their surroundings and to leam the consequences of their behavior. 

.A.part from the tangible results of work - finishing a job, collecting a paycheck - often the 

very process is humanly satisfying. Thus, by providing the basic necessities of life, work 

is essential to man's existence; by challenging man's capacity to think and to act, work is 

also a major source of human enrichment. 

From this relationship between the person and the job, organizations in different 

fields have come to realize the importance of employee job satisfaction. Therefore, job 

satisfaction has become one of the most widely discussed and studied constructs in such 

related disciplines as industrial organizational psychology, social psychology, 

organizational behavior, personnel and human resource management, and organizational 

management. It is necessary here before going any further to have a brief understanding 

of the expression job satisfaction. The term is defined in depth in 

Chapter 2. 

Job satisfaction' means: 

the satisfaction derived from a piece of work in which the person is 

engaged. It is essentially related to human needs and their fulfillment 

through work. Actually, job satisfaction is generated by an individual's 
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perception of how his job on the whole is satisfying to his various 

needs. An individual tries to fulfill his wide variety of needs through 

his work. (Nandy, 1988, p. 211) 

Indeed, employees who must spend a large part of their day at a job should be satisfied 

and enjoy what they are doing for them to have a sense of belonging, 

afTiliation, and a sense of competency and achievement in performing their jobs well. In 

this sense, job satisfaction may have many consequences. It can affect an individual's 

satisfaction with life, family and can be related to physical health, mental health and 

behavior on the job, such as turnover, job avoidance, absenteeism, and lateness. Staff 

turnover, for instance, not only affects the continuity of work, but it also results in wasted 

time in acquiring new personnel and training them in a new work setting. Therefore, the 

analysis of job satisfaction within an organization is helpful in assessing the soundness or 

health of that organization. 

In fact, job satisfaction is one of the most important variables in the working 

life of all employees. It is also of pressing and recurring interest to managers in a variety 

of settings and, of course, to those who work with and for them (Granny, 1992). The 

evidence of study accumulation reflects the magnitude of the problem. Timmons (1991) 

mentions that "over the past fifty years, numerous studies have been conducted to 

determine the source of job satisfaction" (p. 1). Indicative of this, Locke (1976) 

mentioned that as of 1976 around 3,350 articles or dissertations had been written on the 

topic. Granny estimated more than 5,000 works as of 1992. On the other hand. Fitch, 
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(1990) went above that number stating that more than 6,000 articles on job satisfaction 

had been written by 1984. The search carried out for this study shows that from 1981 to 

1999, there were 5,918 Ph.D. dissertations written on job satisfaction of which 105 

pertain to library science. The search also shows there are 6,664 studies in the Eric 

database as of 1999. 

Although the findings of the above research came out of Europe or the United 

States and may be valid for developed countries, it is not quite possible that 

generalizations can be made from them about the level of librarians'job satisfaction in 

developing or Arab countries. There may be some similarities between librarians and 

library environments in developed and developing countries, but the fact suggests that the 

differences may be more significant than their similarities. Al-Omar (1984) in research 

for his Ph.D. entitled A Comparison of Values and Job Satisfaction among American and 

Arab Managers holds that although the similarities between employees in developed and 

developing countries exist, there are sharp differences between these two groups 

regarding values. In other words, the differences were greater and more significant than 

were similarities. 

In particular, the literature reviewing the situation in Saudi Arabia shows that 

little attention has been paid to job satisfaction in the library and the information field. 

Not many generalizable findings can be drawTi from the few studies that are available. 

Recently, the first study on job satisfaction of librarians has been conducted in Saudi 
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Arabia (Al-Salem, 1997) and the facts uncovered suggest the need for more studies of job 

satisfaction of Saudi librarians. 

.A.S Al-Salem (1997) reports librarianship in Saudi Arabia is facing several 

difficulties due to the shortage of budget, library collection, services, and the librarians 

themselves. Although these difficulties have been studied and some of them treated, the 

study of job satisfaction among Saudi librarians have been largely ignored. 

This is a serious problem, especially when we know that the Saudi librarian has 

witnessed conditions of instability in the last decade. These conditions have ranged from 

the growth in size and complexity of the institutions, the information explosion, and 

budget cuts because of relatively poor economic conditions after the Second Gulf War to 

increased stress and declining status for library employees. This situation may have 

combined effectively to force librarians out of their jobs before they were ready to retire. 

Add to this what Al-Nimr (1993) mentioned in his study that some of the regulations or 

systems of Civil Service are not valid any longer because they are very old, and so they 

do not satisfy employees today. The study of job satisfaction within librarianship is still 

strongly recommended (e.g., Al-Salem, 1997; Fitch, 1990). 

Statement of the Problem 

The problem under study will determine the difference of job satisfaction of 

librarians in two settings. To date, there has been no research on job satisfaction levels 

measuring differences between an academic library and a public library in Saudi Arabia. 

Therefore, this study surveyed librarians at King Abdulaziz Public Library and Al-Imam 
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Muhammad Ibn Saud Islamic University Library, both located in Riyadh, Saudi Arabia, 

to reveal differences in job satisfaction in these institutions. 

Significance of the Studv 

Job satisfaction is an issue of the quality of working life. Over the years, social 

science theorists, researchers, and organizational management have realized the 

importance of job satisfaction and devoted a great deal of attention to it. The reason has 

been a wish to increase the performance of employees. The library is one of the many 

organizations that plays an important role in its community. Many studies of job 

satisfaction among librarians have been carried out, and almost all conclude that job 

satisfaction leads to effective functioning of the organization as a whole. It has been 

found that job satisfaction is the strongest predictors of longevity and, in general, a very 

reliable predictor of happiness. In turn, this happiness leads the librarian to be a 

productive worker. As D'EIia (1979) says, "the traditional notions [are] that a happy 

worker is a productive worker or that a productive worker is a happy worker" (p. 283). 

Indeed, the librarian, similar to other employees, has needs that should be met. People, in 

general, basically desire good opportunities, good pay, and good human relations at work. 

Attention and the recognition paid to workers provides them with feelings of belonging 

and affiliation and a sense of competency and achievement in performing their jobs well. 

Therefore, it is apparent that job satisfaction and factors affecting it are very important 

area for study in the field of librarianship. 
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As mentioned, while many studies on job satisfaction were conducted among 

librarians in developed countries, only a few studies have been carried out in developing 

and Arab countries (e.g., Al-Salem, 1997; Hamshari, 1985). A number of these studies 

found that a great number of librarians are not satisfied with their jobs. 

If the status of Saudi librarians in any type of library is considered, it is apparent 

that little or no research has been done in this area. Al-Salem's (1997) study showed that 

job dissatisfaction is present in Saudi libraries, suggesting that Saudi Arabia needs to pay 

more attention to job satisfaction for library staff. The problems disclosed in this study 

may provide human resource planners and decision-makers at both libraries under study 

with ways to improve job satisfaction among librarians. 

The Purpose of the Study 

The purposes of the study are to identify the elements of job satisfaction of 

librarians who work at King Abdulaziz Public Library and Al-imam Muhammad Ibn 

Saud Islamic University Library and to determine if there is a difference in perception of 

job satisfaction in these public and university libraries. This information may help in 

developing job satisfaction in Saudi libraries in general. The study also attempted to 

determine other important elements as follows: 

I. If these differences are a factor of variables related to characteristics of individual 

librarians: marital status, age, education, type of library, nature of work, working at 

present library, working as a professional (in career), position level, salary, 

compensation, training and job leaving. 
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2. The degree of job satisfaction regarding factors that influence the work environment 

within these tw- o libraries: supervision, staff development, social status, pay. 

3. The most important reasons for job satisfaction among the librarians of these two 

libraries. 

Rationale for the Studv 

King Abdulaziz Public Library was established in 1985 in Riyadh by Prince 

.Abdullah Bin Abdulaziz, the Crown Prince and Deputy Minister and Head of the 

National Guard. This library is controlled by the National Guard and it extends its 

sen, ices to all people in Riyadh at no cost. The National Guard in Saudi Arabia has two 

different sectors: Military and Civil. King Abdulaziz Public Library is totally controlled 

by the civil sector of the Saudi National Guard. However, all public libraries in Saudi 

.Arabia are controlled separately by one of two organizations, either the National Guard or 

the Ministry of Education. Al-imam Muhammad Ibn Saud Islamic University Library was 

established in 1975 as part of Al-imam Muhammad Ibn Saud Islamic University and is 

available to students and faculty. King Abdulaziz Public Library is different from Al-

Imam Muhammad Ibn Saud Islamic University Library in that the type of library 

necessitates different work, different clients, and even different services. 

This present study examined and determined the level of job satisfaction of the 

librarians of King .\bdulaziz Public Library and Al-Imam Muhammad Ibn Saud Islamic 

University Library. The findings of this study will provide the principle people in the 

management of both libraries under study with important information and 
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recommendations which may contribute to solving occupational problem, such as 

tumover, absenteeism and lateness, and help in developing job satisfaction among their 

employees. Therefore, it is pertinent to consider several variables in this present study to 

measure job satisfaction. The variables employed in this study have been used in various 

studies. 

The Study Questions 

The study answered the following major questions: 

la. Are there any differences in the degree of job satisfaction between the 

librarians who work at King Abdulaziz Public Library and Al-Imam 

Muhammad Ibn Saud Islamic University Library. 

lb. What is the status of the librarians of these two libraries in terms of their ages, 

level of position and other independent variables? 

2. What is the degree of librarian satisfaction in these two libraries as measured 

by variables that are directly related to their jobs, such as social status, staff 

development, supervision and pay? 

3a. Are there any plans or intentions from the librarians at King Abdulaziz Public 

Library and Al-Imam Muhammad Ibn Saud Islamic University Library to leave 

their libraries for another position, or to leave the profession of librarian? If 

yes, why would they do so? 

3b. What is/are the most attractive advantage(s) that lead them to leave their 

libraries and accept another position? 
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Hypotheses 

The null hypotheses is that there is no significant difference in job satisfaction 

between the librarians at King Abdulaziz Public Library and Al-Imam Muhanunad Ibn 

Saud Islamic University Library as measured by the following variables; marital status, 

age, education, type of library, nature of work, length of services at the present library, 

years of professional experience, position level, annual salary, compensation, training, 

and job leaving. 

Marital Status: = 3 

Hq Age: 3^ = Xj^j = x^j = 2 

Education, ^high school '^umlersraiiuiite ^graduate ^ 

Type of library: Xp^,.c = ^a„ivcrs,ty = 2 

^o Nature of work, ^technical semces ~ ^public services ^adminisoanve ® 

Length of services at present library: = x^,oyears = ^uormorcy^i. = 0 

Years of professional experience: Xsyca„ = x^,o = = 0 

HQ Position level. ^middle employment ^higheremployment ® 

HQ Annual salary: x^-gjg ̂  = Xjjss9.601-19.200 ~ ^us$i9joi or over ~ ® 

^o Compensation, ^ 

^o Training. X^q tnimng received ® 

Hq Job leavmg. Xpi^^^ x^„ 3 

Limitations 

Because this study is limited to King Abdulaziz Public Library and Al-imam 
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Muhammad Ibn Saud Islamic University Library, two libraries located in Riyadh, the 

capital city of Saudi Arabia, the results apply to these two libraries only and cannot be 

projected to other Saudi libraries in general. The results may, however, be suggestive to 

librarians in other Saudi Arabian public and academic libraries. 

Definition of Terms 

The definitions which follow have specific connotations for this study. 

Job - is a piece of work to be done, a specific task (such as cataloging, indexing, public 

service). 

Job satisfaction - refers to the feelings and emotional aspects of an individual's work is 

the consequence of the extent of his or her positive or negative job attitudes. 

Job satisfaction is not a permanent attitude nor is it a momentary attitude. It is 

only a relatively enduring state which undergoes a change with the needs of the 

individual, the capacity of the work situation which fulfills these needs, and 

the individuals own perception of the situation (Nandy, 1988, p. 211). 

Librarians - are those who work as librarians at libraries, regardless of their possession or 

lack of professional degrees.' 

Pay - the money that employees earn from their employers for the job they perform. 

Public library - support provided wholly from the Saudi government fimds, and the use of 

which is not restricted to any class of persons in the community but is freely 

available to all. 



23 

Social status - it is about the librarian's level of satisfaction with the respect they get from 

others for being librarians and with the professional status they hold 

compared to other employees in other institutions. In other words, how 

librarians perceive their professional position in work environments. 

Staff development - opportunities of in-service training and the chances to attend 

lectures or classes related to the nature of the work. 

Supervision - human relations and the way one's boss handles his employees. 

University library - established, maintained, and administered by a university to meet the 

needs of its students and members of the academic staff (Prytherch, p. 663). 

Position level - grade of worker's employment. According to Saudi System of Civil 

Service, there are fifteen position levels (or grades) classified into three 

categories: 

Executive employment - grades 1 through 5 

Middle employment - grades 6 through 10 

Higher employment - grades 11 through 15 

'For the purpose of this research and due to the limit of the study population, a special 
definition is used. The definition of librarian includes all employees who work at both 
King Abdulaziz Public Library and Al-Imam University Library, possessing a Ph.D., 
M. A, B.A., a two year diploma after high school in the librarianship field or those 

whose work assignments are library specific. 
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CHAPTER 2 

LITERATURE REVEW 

This chapter is devoted to a review of job satisfaction research. It includes the 

following sections: 

1. A discussion of the concept of job satisfaction (p. 24). 

2. A historical overview of job satisfaction research (p. 28) 

3. A description of major theories of job satisfaction. These include need 

hierarchy theory, two factor theory, value-fulfillment theory, equity theor>', reference 

group theory, perception theory, ERG theory. Theory X and Theory Y. and need for 

achievement theory (p. 34). 

4. A review of factors and their effect on job satisfaction (p. 48). 

5. A summary of studies of job satisfaction among librarians in both 

developed and developing/Arab countries with some emphasis on the situation in Saudi 

Arabia (p. 77). 

1. The Concept of Job Satisfaction 

Job satisfaction is not an easy task to define. The definition has been a real 

problem in a review of job satisfaction literature. There is no one comprehensive 

definition that can precisely identify the idea of job satisfaction. It seems that each 

investigator defines the concept of job satisfaction fi-om his or her OWTI point of view in 

which the definition is limited and modified to fit the study purposes. 
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From as early as 1968 until the present, researchers have been trying to narrow 

the definition of job satisfaction to a few variables without much success. Each previous 

theory has become a stepping stone for the next step up in the process of describing job 

satisfaction. It is necessary to start from the earliest theories and work forward to the 

future to grasp all the hypotheses that have gone into the present concept of job 

satisfaction. For instance, Jones and Jordon (1968) described job satisfaction in the 

library field in the following way: 

An individual's sense of job satisfaction (or lack of it) does not 

depend solely on his or her own motivation (since for example, the 

individual alienated in the formal organization may find fulfillment 

in union activity or in the sociability of the informal group). Nor 

does it depend only on the management styles and structures 

operating in the library. It is derived rather from the nature of the 

task to be arrived at, the qualifications and the skills and attitudes of 

the person responsible, the nature of the other people in the library, 

and the management climate (compounded from the values, styles 

and interests of those who do the managing). Environmental factors 

are also important, since the rate of change in organization puts 

stuff under stress and threatens existing job satisfaction, (p. 20-21) 
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Hoppock (1935) determined six major components of job satisfaction as 

follows: 

(1) The way the individual reacts to unpleasant situations 

(2) The facility with which he adjusts himself to other persons 

(3) His relative status in the social and economic group with which 

he identifies himself. 

(4) The nature of the work in relation to the abilities, interest, and 

preparation of the worker 

(5) Security 

(6) Loyalty 

Hoppock (1935) defines job satisfaction as "any combination of physiological, 

psychological, and environmental circumstances that cause a person to say I am satisfied 

with my job" (p. 47). 

Locke (1976) holds that there is no one universal job satisfaction definition. 

He believes in the difficulties of job satisfaction in terms of one comprehensive 

definition. He says "Since satisfaction is an emotional response, the meaning of the 

concept can only be discovered and grasped by a process of introspection, that is, an act 

of conceptual identification directed to one's mental contents and processes" (p. 1300). 

Therefore, he defines job satisfaction as "pleasurable or positive emotional state resulting 

from the appraisal of one's job or job e.xperience" (p. 1300). 
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Al-Subahi (1993) argued that organizational climate and need satisfaction 

seem to be important elements in terms of job satisfaction evaluation. He determined 

four meanings for job satisfaction: 

(1) Content and acceptance of repletion toward different needs. 

(2) This repletion should be influenced by the person's work. 

(3) Interaction between the person and his job. 

(4) Person's reaction about whether the job meets his desire. 

Brown, Berrien and Russell (1966) defined job satisfaction as "a favorable 

feeling or psychological condition of a person toward his job situation" (p. 359). Porter 

and Steers (1973) defined the concepts as the "Sum total of an individual's met 

expectations on the job" (p. 167). 

However, Diyab (1987) argues that job satisfaction could not be limited to one 

or two absolute terms. Also, it should not be merely employed for predicting of work 

performance. He believes that job satisfaction rather "was estimated in degrees, or along 

a scale, and focused upon a variety of attitudinal issues" (p. 23). 

It is important to distinguish between the two terms "satisfaction," and 

"morale" in which many researchers (e.g., see Ass'ad and Rislan, 1984; Carroll, 1983; 

Kem, 1994) believe that these two terms cause confusion because many investigators 

employ them interchangeably while other investigators defined and distinguished them 

well. In this matter tCem (1994) says, "Job satisfaction is an individual state of mind and 



refers to the response of an individual to the job whereas morale is the feeling of 

commitment to and oneness with a group and group well-being" (p. 14). 

There is also a confusion in dealing with the two terms "motivations" and 

satisfaction." Therefore, it is necessary to differentiate between them since they are 

closely connected and employed interchangeably as well. In fact, the job satisfaction 

determining factors are otherw ise variant from those of motivation ones. Yet, 

"satisfaction reflects an employee's attitude toward the job while motivation refers to 

drive to perform" (Glen, 1982/1983, p. 62). 

2. Historical Overview of Job Satisfaction 

Historically, initial studies of job satisfaction were conducted early in the 

twentieth century. Indeed, Frederick Taylor (1911) greatly contributed to the 

development of management by supplying better explanations and understanding of 

workers' needs. That was after 1910 with the development of the field of industrial 

psychology in the United States. Basically, 

During World War I, industrial psychologists were employed by the 

federal government to devise screening, training, and assessment 

procedures for military personnel. They designed the first group 

intelligence tests, the Army Alpha and the Army Beta. The prestige 

of industrial psychologists was enhanced by their contribution to the 

war effort, and private industry continued to employ them after the 

war. Their purpose was to assist in the industrial effort to increase 



productivity and they did not at this time undertake studies 

specifically on job satisfaction. (Kimmel, 1969, p. 17) 

Frederick Taylor (1911) is considered one of the earliest to test the importance 

of worker attitudes. In this research study, Taylor proposed and concentrated on the goal 

of how to help industry in its efforts to improve and increase employee productivity, 

profit and satisfaction. 

His time and motion studies analyzed worker capabilities and 

resulted in the determination of more efficient production methods 

which relied the worker of any decision-making responsibilities. 

Material rewards, in theory, provided the motivational incentives 

for workers to produce at the maximum level. (W.R.TayIor, 1993, 

p. 8) 

In fact, Frederick Taylor (1911) in this significant study characterized the importance of 

job satisfaction which eventually provided a basis for future research studies. 

The situation continued to be studied after Taylor's pioneer study even during 

World War I. In Great Britain, for instance, there was an extensive research study 

conducted by the Industrial Health and Fatigue Research Boards. The purpose of the 

study was to determine the effects of hours of work and rest pauses on fatigue and 

performance. Several researchers (e.g., see Locke, 1987; Wyatt, 1927; Vernon 1921) 

studied the effects of envirormiental condition factors, such as lighting, noise, and 

ventilation on fatigue. 
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Mayo (1927) added an important work to the job satisfaction topic by 

conducting a series of experiments. The main purpose of his investigation was to 

determine whether adjustments in the work environment or physical factors such as 

lighting and ventilation would affect and increase worker productivity. The finding 

revealed that the workers' productivity appeared to increase during the experiment in 

unexpected ways. This increase would happen even in cases of adverse physical 

conditions. As a conclusion. Mayo explained that the resulting increased productivity 

was influenced by different certain emotional and motivational factors, such as 

employees' feelings toward each other, the type and amount of attention that employees 

receive from their supervisors and the employees' attitudes toward the experiment 

(Kimmel, 1969; Miner, 1973). 

The Hawthome study (1932) is considered an important one in developing 

management and job satisfaction research. Yet, this e.xperiment changed the direction of 

industrial researchers toward American workers. The Hawthome study determined two 

important things: the role of the worker within the group and the significance of the work 

group (Carey, 1967). The workers appeared now to be an active member of the 

production system rather than as a negative one. In addition, the Hawthome study guided 

the development of the Human Relations School in organizational psychology. This 

school of thought stated that satisfied workers are more productive than those who are 

not satisfied workers, and that job satisfaction is influenced by the human relationship 

that develops within the workplace (Gruneberg, 1979). 
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[n 1933 Hoppock conducted the first systematic study of job satisfaction. He 

studied job satisfaction of the working population of New Hope, Pennsylvania. Hoppock 

did not change workers' behavior nor increase their productivity. He did not have any 

obligation to management nor special management philosophy that he could defend. All 

that he thought was that job satisfaction was a subject definitely important in its own 

right to receive substantial scientific research. In fact, Hoppock developed research 

instruments and attitude scales that are well known and still widely used in the present 

(Timmons, 1991). 

Hoppock (1935) published his job satisfaction study that included over 300 

employed workers and 500 school teachers from different communities on factors that 

affect employee satisfaction. The researcher mentioned six major factors that determine 

job satisfaction: 

(a) the way the individual reacts to unpleasant situations; (b) the facility 

with which he adjusts himself to other persons; (c) his relative status in 

the social and economic group with which he identifies himself; (d) the 

nature of the work in relation to the abilities, interests, and preparation 

of the worker; (e) security; and (f) loyalty. 

Thus, Hoppock also reported that persons dissatisfied with their job may be a 

minority group representing less that one third of adult employees. 

In spite of the progress that Hoppock made in analysis of job satisfaction, 

further development was curtailed until after World War II (e.g., see Al-Salem, 1997; 
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Glasgow. 1982, Timmons, 1991) at which time research on job satisfaction was resumed 

and developed rapidly. Later on, research took a different approach and became involved 

in several academic disciplines and in industry as an interdisciplinary approach. By the 

end of the 1940s and as of the early 1950s, job satisfaction research studies expanded on 

Taylor's (1911) study by concentrating on the relationship between the employee's 

satisfaction and performance (Brayfield, 1955). In fact, there was no strong or 

meaningful significant relationship between these two variables reported by research, so 

attention and interest in this topic became diminished (Miner, 1973). 

In 1959 a landmark study was published by Herzberg. The study is a critique 

of job satisfaction research. Indeed, Herzberg did not believe in the traditional view 

derived from Hoppock that job satisfaction is a continuous variable. While Herzberg 

rejected that traditional view, he replaced it with another suggestion that job satisfaction 

is a dichotomous variable as well as from the causes of job dissatisfaction (Herzberg, 

1957; Lindsay, 1967). His two-factor theory appears to suggest that factors connected 

especially with matters of work and workers' needs for psychological growth lead to job 

satisfaction. Also, those factors which have relations with the job environment, such as 

supervision or pay cause job dissatisfaction, if they are defective (Gruenberg, 1979). 

Actually, Herzberg seems to hold that any study on job satisfaction should analyze 

difTerent aspects of the work experience. 

Throughout the 1960s the direction of job satisfaction research method took 

different shapes and became much more sophisticated. Survey methodology 
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seemed to be the most popular method after it was refined and improved greatly. The 

method became widely used as an tool for data collection, especially with large groups. 

However, most studies were conducted to examine Herzberg's two-factor theory while 

others examined different issues ranging from the relationship between job satisfaction 

and (1) social psychological characteristics of individuals, (2) organizational structures 

and climate, and (3) employee turnover (Pallone, 1970). Job satisfaction survey research 

during this period of time continued to develop both methodologically and theoretically. 

Yet. during the 1960s and among several models, causal modeling emerged as one of 

these substantial improvements in survey research methodology. However, as Glasgow 

(1982) mentions "while job satisfaction researchers did not begin to use causal modeling 

in the 1960s, they were influenced by the overall increase in the rigor of survey 

methodology" (p. 8). 

Before the decade of the 1970s began, almost all job satisfaction theories had 

been established. During that period of time, research on job satisfaction was distinct as 

an interdisciplinary field. In addition, survey techniques were widely used. While 

Herzberg's theory was still popular, there was no single dominant theory within the field 

during the 1970s. The literature of job satisfaction shows that the scholarly studies about 

different aspects, especially of worker's needs and satisfaction have grown remarkably in 

the field. In fact, this direction remained and continued in to the 1980s (Glasgow, 1982; 

Taylor, 1993). 
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3. Major Theories of Job Satisfaction 

As mentioned previously, most of the major theories of job satisfaction had 

been established prior to the 1970s. This section, which presents a review of these major 

theories, includes need-hierarchy theory, two-factor theory, need-flilfillment theory, 

value-fulfillment theory, equity theory, reference group theory, McGregor model: theory 

X and theory Y, McClelland model: need for achievement, Alderfer's ERG model and 

theory of work adjustment. 

Need Hierarchy Theorv 

Mas low's (1943) theory of motivation has been used as a frame of reference in 

the study of job satisfaction. This model of need hierarchy theory is widely cited to 

describe human behavior in terms of motives and basic human needs. Maslow argued 

that human needs array themselves in hierarchies. These needs are: 

Physiological: the basic needs of life, such as a home, food, clothes, gender, 

etc. 

Security: The feeling of freedom from fear and anxiety. 

Social: the need for good relations with other people. 

Esteem: the recognition and honor that a person gets from other employees, 

and even outside of the workplace. 

Self-actualization and autonomy: the opportunity for self-fulfillment and 

achievement through personal growth and improvement. Pursuant to Maslow, the higher-

order needs, for example, self-actualization and love, may not possibly be satisfied 
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unless othen-vise the lower-order needs are satisfied too. In other words, in modem 

society, the attainment of lower-order needs, in Maslow's belief, will tend to be met, thus 

there is an increasing demand for satisfaction of the higher-order needs. 

Actually, Maslow explained the dynamics of human motivation in the modem 

work environment by incorporating the concepts of deprivation and satisfaction. The 

concept of deprivation was especially confirmed as a dominant and regulating force of 

needs satisfaction, and deprivation is thus reflected in one's personality (Maslow, 1954). 

In other word, Maslow believes that the most basic need will be "prepotent," that is, will 

dominate the individual attention and prevent the emergence of the higher needs. Yet, he 

realized that this process includes behavioral aspects of deprivation, domination, 

gratification, and actualization, even if the four lower-order needs have been met. 

Some researchers who have applied and tested the need-hierarchy theory in 

their studies find the results produced are often consistent with the general theory, even 

though their findings are not viewed as confirmation of the theory (e.g. see Hall, 1968; 

Suttle, 1972; Mitchell, 1976). Porter (1963) carried out his research study on job 

satisfaction using on Maslow's need hierarchy theory. He suggested that need satisfaction 

is changeable as a fimction of position level. His conclusion was that higher level 

managers placed more importance on self-actualization than did lower level managers. 

Although the finding of the study did not seem to have conclusive support for Maslow's 

position, it indicates support for Maslow's claim of the hierarchical arrangement of 
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needs—assuming that higher level managers have higher or greater satisfaction of basic 

needs. 

Hall and Nougaim (1968) conducted a study to examine predictions from the 

Mas low model in a longitudinal way by analyzing data from management trainees over a 

5-year period. The study findings revealed that no strong correlations were reported 

between need satisfaction at one level and need strength at the next higher level. The 

overall conclusion of the researchers was that there was not sufficient evidence to 

support Maslow's theory. 

Wahba and Bridwell (1976) reviewed the literature on the need hierarchy 

theory. They determined some of the problems of empirical verification of Maslow's 

theory and described several others, which may be more about the limitations of 

empirical verification itself, than with the theory under scrutiny. They reported: 

Maslow's need Hierarchy Theory is almost a nontestable 

theory....Maslow's theory is a clinically derived theory and its unit 

of analysis is the individual....Maslow's theory is based on causal 

logic, while most...studies were correlational, (p. 234-235) 

Two Factor Theory 

The two-factor theory was developed in the 1950s by Herzberg. He built the 

theory on the basis of a research strategy called "critical incidence technique." Herzberg 

theorized that the causes of job satisfaction are distinct from the causes of job 
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dissatisfaction. Although Herzberg claimed the existence of two distinct categories 

showTi below, they could also be found along a continuum. 

Hygiene - Dissatisfiers 

1. Pay or salary increase 

2. Interpersonal relations 

3. Status 

4. Technical supervision or having a competent superior 

5. Job security 

6. Working conditions or physical surroundings 

7. Administrative policy 

8. Factors in the employee's personal life. 

Motivation - Satisfiers 

1. Advancement or changing status through promotion 

2. Responsibility for one's own or other's work 

3. Recognition or being singled out for praise 

4. Achievement or finishing the duty or task 

satisfactorily. 

In light of this theory, adequate hygienes, by themselves, may not lead to job 

satisfaction; however, inadequate hygienes may lead to job satisfaction. Thus, job 

satisfaction may be reached only when both adequate motivators and adequate hygienes 

are present (Herzberg, Bernard & Bernard, 1959). Originally, the theory was derived 
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from a study in which 203 engineers and accountants were interviewed. Later Herzberg 

carried out several studies for examining the theory. He included 15 groups of 1,017 

employees between American and non-American, males and females, and hourly and 

salaried groups. The finding of those studies revealed that predictions from the theory 

were supported in 97% of the cases (Herzberg, 1966). 

In fact, Herzberg made an important contribution to job satisfaction research 

and theory which confirms that psychological growth contributes to job satisfaction and 

that opportunities for psychological growth are to be found in work itself (House, 1967). 

Nevertheless, several studies have cited supporting evidence for the two-factor theory 

(e.g., see Even, 1964; Friedlander, 1963; Graen, 1968; Hulin and Smith, 1967). On the 

other hand, other studies have criticized the research supporting the theory; for instance, 

on methodological and reliability grounds (e.g., see Burke, 1966; Dunnette, 1967; 

Malinovsky and Berry, 1965; Vroom, 1964). In 1967 Hulin and Smith carried out their 

study in which they claimed that the methodology for the two-factor theory was lacking 

due to its primary reliance on content or scale variance. Actually, the study reported no 

significant evidence to support Herzberg's two-factor theory. 

A study that involved the motivation-hygiene theory was conducted by Wahba 

and Bridwell (1976) and showed support for its use in examining motivations of job 

satisfaction and job dissatisfaction. Schmidt (1976) summarizes Wahba and Bridwell's 

perspective. 
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The motivation-hygiene theory has been criticized, challenged, and 

supported since 1959 but rarely applied on a large scale in the work 

setting with longitudinal studies to determine its validity. Major 

research needs to be conducted in this area. Certainly different 

populations, different research techniques and methods, and further 

research into the postulates of the theory should continue to be 

investigated. But the theory is well enough accepted and has been 

written about in a positive manner frequently enough to warrant its 

practical application in the work setting in education .Accurate, 

extensive longitudinal records need to be kept in such a practical 

application....The great majority of the criticism and counter-

criticisms have come from two methodological camps, the 

interview advocates and the questionnaire rating-scale advocates. 

The literature does not seem to indicate enough methodological 

sophistication to settle this question, (p. 83-84) 

An argument has been advanced by Herzberg (1966) to support his contention 

that motivators and hygiene factors are stable across various subgroups formed 

depending on age, job level, education background, or factors in the employee's personal 

life Such conclusions may appear to run counter to a considerable amount of evidence 

reported by research in the field of industrial psychology (Tuttle and Cunningham, 1972; 

Weiss, 1969). Herzberg admitted to the fact that individuals vary in terms of their 
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preference. But there is no mechanism established within the theory for these individual 

differences to be considered. 

Value-Fulfillment Theory 

The terms "need" and "value" were used interchangeably by some theorists as 

synonymous, while most theorists differentiate between the two concepts. Locke (1976) 

as a psychologist believes that needs are "objective" in that they are inborn: they exist no 

matter what a person wants. According to Locke, values are "subjective" in that they are 

acquired or learned. Values are individual by definition and are standards for evaluation 

of what is important to them in their life. Values, for instance, directly influence 

individuals' actual choices and reactions to given situations. 

A number of research studies indicate definite evidence to support the theory 

that job satisfaction results from value attainment. Katzell (1964), Likert (1961), Pelz 

(1966), Rosen and Rosen (1955) Kendall and Hulin (1966), Smith (1969), all provided 

support for the theory. 

Locke (1976) proposed that each emotional response results from two value 

judgments. The first judgment is the individual's definition of the discrepancy between 

what he wants and what he perceives himself receiving. The second judgment is the 

value that the individual assigns to what he wants. Locke reported that job satisfaction 

has both value and importance. 

Equity Theory 

The equity theory was derived and developed from an early work with the 
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concepts of relative deprivation (Merton and Kitt, 1950), and distributive justice 

(Homans, 1950. 1953. 1961; Zaleznik, Christensen and Roethlisberger, 1958). The 

equity theories assumes that job satisfaction comes from the employees' beliefs that they 

are being treated and rewarded fairly for their work. Based on this theory of equity, job 

satisfaction is determined by the level to which the workers' e.xpectations are satisfied by 

the employed system of rewards. In fact, employees expect their rewards to be equitable, 

when reward is comparable to that of colleagues and co-workers in similar positions; 

also when the reward reflects the value of their contribution to the organization. This 

kind of discrepancy between what employees get from their employment and what they 

expect to receive will be inversely related to their degree of job satisfaction. However, if 

this equitable level is not met by the actual rewards, feelings of inequity are generated. 

Although these feelings of inequity are unpleasant, the worker attempts to use different 

ways and strategies for reducing this perceived inequity. 

Vroom (1964) reported that a number of statements of the theory were made 

independently, for instance, Adams (1963), Homans (1961), and Patchen (1961). In 

addition, Vroom concluded that these statements do not reveal any testable differences. 

The equity theory was discussed by Adams (1965). He explained the concepts of "Input" 

and "Outcome" as they are basic to the equity theory. According to Adams, inputs are 

those attributes which are presented to the organization by the employee. The outcome is 

an individual's treatment from the organization. Outcomes can be positive things such as 

pay, position, convenient parking, etc. or it can be negative, such as uncomfortable work 



conditions, monotony, insecurity, etc. Adams concluded the tone of the behavioral 

consequences of inequity is expressed dissatisfaction. In the cause of underpayment, 

when workers' inputs exceed their outcomes, they will experience inequity which leads 

to dissatisfaction. Eventually, this dissatisfaction will be directed toward the person, 

organization, or system which is perceived as controlling the outcomes. Six approaches 

were mentioned by Adams in which they might help employees to reduce inequity. 

These are; 

1. alteration o f inputs, 

2. alteration of outcomes, 

3. distortion of inputs and outcomes in order to lower or raise their worth, 

4. leaving the job, 

5. acting on the input/outcome of others, and 

6. changing the object of comparison. 

Hazel and Tuttle (1974) studied the equity theory and made the case the theory 

is an interactionist one. They stated: 

It seems proper to characterize Equity Theory as an interactionist 

theory. Individuals differ in terms of the relevant inputs they bring 

to the work situation. Situations differ in terms of the outcomes they 

provide. The social aspects of the situation are represented by the 

concept of the reference person or group. Therefore, it seems that 



43 

all the ingredients necessary to consider the theory interactionist are present 

(p. 14). 

Reference Group Theory 

Some job satisfaction theorists believe in the importance of the role that 

reference groups act in developing a person's attitude toward his job. Although an 

individual my or may not precisely related to his reference group, he, at least, identifies 

with their values and standards. The reference groups deeply influence the values, goals, 

and expectations of the individual. The reference group theory assumes that workers' 

attitudes about their job will be influenced by the way that their reference group defines 

their job (Korman, 1971). 

Among researchers who predicted a relationship between job satisfaction and 

the worker's reference groups, Hulin (1966) is considered one of the first. In his research 

study, he found empirically strong support for his thought in his study of female clerical 

workers. Katzell (1961) also carried out a research study and found support of this 

theory. On the other hand, reference group theory has been criticized by other researchers 

(e.g.. Kamil and Al-bakri, 1990; Korman, 1971). They argue that the theory is limited by 

the fact that many individuals fiinction independently of the pressures and expectations 

of such groups. 

Perception Theory 

Theorists in the perception theory explain job satisfaction in terms of 

employees' perceptions of their job. Their belief is that workers "respond primarily to 
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cognitive representations of situations rather than to situations per se" (Jones, 1978, p. 

787). That means that people interpret situations in terms of their own personalities and 

experiences—not merely in terms of the objective qualities of the situation (Sargent, 

1958; Endler, 1976). According to this theory, satisfaction with employment maybe 

caused more by perception of work than by the objective conditions of the work. 

In fact, the majority of research studies on job satisfaction do not distinguish 

the actual role played by perception in the process of formation of attitudes formation. 

Those studies are always based upon the idea that job satisfaction can be predicted by 

studying the characteristics of the work satiation. Lacke (1976) believes that attitudes 

concerning job satisfaction are complex. Also, James (1978) along with Lacke consider 

perception as cognition and satisfaction as attitude and hold that perceptions function as 

intervening variables between situational factors, on the one hand, and the development 

of individual attitudes such as job satisfaction, on the other. 

Existence. Relatedness and Growth TERG) Theorv 

The ERG theory was developed in 1969 by Alderfer. Actually, this theory is a 

modified version of Maslow's need hierarchy theory. Alderfer suggested three categories, 

of human needs: (a) existence, (b) relatedness, and (c) growth. 

Existence needs are those which deal with material and physiological desires. 

Their objectives can be reduced to material substances or physical states The satisfiers of 

existence need are expected to be characterized under the condition that one individual's 

gain is another one's loss. 
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Relatedness needs are those necessary for social relationship with others. 

Mutuality is one of the aspects of relatedness need satisfaction. The satisfaction of 

relatedness need may not, necessarily, result in positive affective state for all parties 

involved, while it may include the exchange or expression of anger or even expression of 

love or friendship. 

Growth needs "include all the needs which involve a person making creative 

or productive effects on himself and the environment" (Alderfer, 1969). When an 

individual is involved in activities that require him to use his capabilities and develop 

new skills, it may lead to the satisfaction of growth needs. 

Alderfer, however, agrees with Maslow in maintaining the distinction between 

higher- and lower-order needs. On the other hand, Alderfer differs with Maslow in 

suggesting that the satisfaction of the lower-order need is a prerequisite for the 

emergence of the higher-order needs. Some researchers (e.g., see Hoy and Miskel, 1978; 

Wahba and Bridwell, 1976) criticized the ERG theory and concluded that the theory does 

not explain what the impact of higher-order frustration is on the nature and degree of 

satisfaction of the lower-order needs. 

McGregor Model: Theory X and Theory Y 

This theory was developed in 1960 by McGregor. Basically, McGregor's 

theory was built upon two different methods or "cosmologies" of management and 

motivation. He referred to them as Theory X and Theory Y. McGregor's idea is that 

managers who believe in Theory X assume that individuals are motivated by lower-order 
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needs, while the mangers who believe in Theory Y assume that individuals are motivated 

by higher-order needs for achieving satisfaction. In fact, there is a similarity or 

agreement between McGregor's theory and Maslow's (1959) theory in which they both 

placed strong emphasis on the role of the higher-order needs as essential for there to be 

satisfaction in the workplace. 

McClelland Model: Need for Achievement Theory 

Need for achievement theory was developed by McClelland in 1961 in which 

he explained the role of motivation in human achievement. In this theory, McClelland 

argued that success in modem society can be gained by individuals when they share a 

psychological trait known as "need for achievement." The model combines individual 

differences in the form of behavior expressed, as people strive for achievement. 

Individuals who appear to have a higher need for achievement are more likely to be 

innovative and dynamic, and following standards of achievement. Based on McClelland, 

three important types of behavior traits may be maintained by the higher achievers: 

(1) the preference for situations where there is either no risk or very high 

risk; 

(2) the preference for immediate feedback; 

(3) the preference for task engagement simply for the desire to accomplish. 

Owens (1981) discussed McClelland's ideas where McClelland identified 

personality characteristics of people seeking prestige and success. McClelland suggested 

methods by which supervisors can develop low achievers into high achievers. Owens 
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suggested that these type of methods may be useful to individuals interested in the 

development of the achievement motive in educators. 

Conclusion 

Not all job satisfaction research fits into one or more of the theories discussed 

above. Studies in many different disciplines have investigated the relationship between 

job satisfaction and selected demographic variables; for instance, age, gender, ethnic 

origin, education background, and marital status. Some of the theories have explained 

job satisfaction in terms of personality, stating that satisfied workers differ in personality 

from dissatisfied workers (Vroom, 1964). Actually the satisfied employee is considered 

as a more flexible, well-adjusted person who was raised in a "superior" family 

environment or is able to overcome the effects of an "inferior" environment. On the other 

hand, the dissatisfied worker is considered inflexible, unrealistic in his choice of goals, 

unable to overcome a less than satisfactory background, environmental obstacles and 

general unhappiness (Herzberg, 1957). While there is no significant relationship between 

job satisfaction and personality, most researchers believe that the concept of personality 

provides a partial explanation of job satisfaction. 

It is important to note that all theories discussed above were found and 

developed in an environment that is totally different and far from the Arab/lslamic 

environment. People differ from one nation to another. They are different in their 

cultures, history, economic system, religious belief, etc. Indeed, it may be illogical to say 

all countries in the world have the same reasons or factors of satisfaction needs. 
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In support of this point, Al-Odaily (1984) strongly disagrees with Maslow in his theory 

of need hierarchy, especially with the point that the theory is a universal one. Al-Odaily 

argued that Maslow's theory is impractical, particularly in a community or environment 

other than the United States. 

As Al-Salem (1997) pointed out there is no one concept of job satisfaction 

theory that can be generalized and applied to all countries. For example, a community 

such as Saudi Arabia is a religious/Islamic society with different concepts of moral 

philosophy, thought, and belief than Western society. In addition to economic conditions 

differing from the United States, Saudi Arabia's status is as a rapidly developing country. 

All these variables and factors can be reflected either positively or negatively on the level 

of Saudi employees'job satisfaction. 

4. Factors and Their Effect on Job Satisfaction 

Not only is the difference of cultural factors to be considered, but job 

satisfaction as a concept is a complicated phenomenon per se. This complexity is related 

to the feelings of individuals about their jobs. That is why the concept of job satisfaction 

as well as the factors of job satisfaction have been difficult to define. Factors often used 

are: employees' relation, age, gender, occupational group, length of time working as a 

professional librarian, supervision, loyalty, the department or section within the library, 

librarian's honor, training programs, workplace condition, compensation, and role of 

human relations (i.e., see Fileppo, 1961; Keith, 1962; Carroll, 1973; Al-megd, 1988; Al-

Salem, 1997). Al-Salem (1997) added "an environmental factor" as one of the most 
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affecting ones, especially in an environment such as Saudi Arabia. His argument is that 

job satisfaction can be affected by the work environment, and the work environment can 

also be affected by the whole community or society environment. 

Regardless of how scholars categorized these factors, it seems that there is an 

agreement on a certain number of factors that affect employee job satisfaction. The 

following is an e.xplanation and discussion for the effect of some distinct factors. 

Age. A number of research studies revealed the finding that older people are 

more satisfied on their jobs than younger people (e.g., see Al-Salem, 1997; Al-Otaibi, 

1991; Beverly and Lynch 1983; Niehoff, 1997). For example, Niehoff, who conducted a 

study with a survey of about 500 employees at a Catholic Jesuit university found that the 

over 60 age group demonstrated the highest satisfaction. Therefore, older people prefer 

and feel satisfied with job involving less effort, rather than those with higher Pay. On the 

other hand, a study conducted by Mirfakhrai (1991) revealed a relationship between age 

and overall job satisfaction. The study was applied on academic librarians, which 

showed that age and overall job satisfaction of the academic librarians was correlated. 

However, as people grow older, they start understanding and accepting their lot in life 

and settle their sights accordingly. Eventually their occupational objectives become 

situational reality and equilibrium is achieved. 

Gender. Although the gender of the worker has been an interesting factor on 

studying job satisfaction, it was always an arguable aspect. Gender has a significant 

effect on job satisfaction. For example, Wolverton, Wolverton & Gmelch (1998) studied 
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the interconnections between job satisfaction and work-related stress in academic deans 

at .\merican colleges and universities. A total of 579 deans from a sample of 360 

colleges and universities responded to a mailed survey. The study found that female 

deans e.xperienced higher job satisfaction levels than did male deans. Other researchers 

such as Lynch and Verdin (1987) in their study found no differences among male or 

female respondents on satisfaction. The overwhelming evidence in the study was that job 

satisfaction in libraries is unrelated to the gender of the respondent. It seems that many 

research studies during the last 15 years indicate no significant differences between male 

and female workers in job satisfaction. In Keeker's (1997) study, surveys were mailed to 

4,428 elementary teachers in 129 Ohio public schools. The surveys collected 

demographic data and measured job satisfaction using the National Follow-up Survey of 

Teacher Education Graduates. The return rate was 42 percent (N = 1877). Two-way 

ANOVA found no statistically significant interaction effects by gender in ratings of 

satisfaction. 

Marital status. Some studies revealed that married employees reported a 

higher degree of satisfaction than single ones (Al-Salem, 1997; Niehoff, 1997). Such 

findings would conclude that the more settled employees tend to be the more satisfied. 

Conversely, some other studies (Hamshari, 1985; Wolverton et al., 1998) found that 

marital status had little (or no) affect on job satisfaction. These two different findings 

suggest more research is needed on the topic. 
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Educational background. In their studies, many researchers hypothesized that 

the educational background factor affected the degree of employees'job satisfaction, and 

that employees who have higher skills and abilities working on less job difficulties seem 

to have lower satisfaction. Yet, employees who are highly educated report higher 

expectations of their jobs than those who are less educated. However, most of the 

studies, especially during the 1990s revealed the reverse. While studies such as Al-

Salem's (1997) reported no significant relationship between level of education and job 

satisfaction, the study by Niehoff (1997) found that high school and master's degree 

employees had even higher levels of satisfaction than those with doctoral degrees. 

Length of service with an organization. The longer an employee has been on a 

job, the more he/she knows about how to deal with it and to control and adjust 

equilibrium. Length of service as a factor is very similar to the age factor. They both 

correlate with higher job satisfaction. Mirfakhrai (1991) in his study found that 

experience and length of employment of academic librarians were correlated with their 

overall job satisfaction at .001 significance level. 

Organizational size. The relationship between organizational size and job 

satisfaction is not an obvious one, and sometimes, it becomes contradictory. Wolverton 

et al. (1998) reported that size of the institution had little affect on job satisfaction. Al-

Salem (1997) results come close to Fitch's (1990) study result that there was no 

statistically significant differences in job satisfaction existing between the librarians due 
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to organization size. They both recommended more studies to investigate and determine 

the relationship between Hbrary size and job satisfaction. 

Salary. It is commonly icnown that the worker who receives a high salary is 

more satisfied than the worker who receives less salary. In fact, salary seems to be one of 

the most important factors of job satisfaction. For example, Kim and Loadman's (1994) 

study investigated predictors of teacher job satisfaction. A sample of 2,054 practicing 

classroom teachers was selected from graduation lists at 10 universities, part of the 

National Database for Preservice Teacher Education. Kim and Loadman concluded that 

the factor salary for advancement is generally perceived as a source of satisfaction. Also, 

Nkereuwen (1986) in his study in Nigeria, concluded that salary is the greatest source for 

job satisfaction among Nigerian librarians. 

5. Job Satisfaction Research in Librarianship 

Although a number of researchers have mentioned that job satisfaction has 

been a subject of research in librarianship only in the 1970s (e.g., see Al-Salem, 1997; 

Glasgow, 1982; Timmons, 1991). Some studies date as far back as the 1930s. Azad 

(1978) described the early period by saying: 

The studies of the period indicated that different factors might be 

dominant at various occupational levels. Identified factors were so 

varied that it was recommended that each situation be viewed 

separately and almost independently. Another point of emphasis 

was a growing attention to the emotional life of the individual 
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worker. The period also featured a focus on methodology and the 

construction of the instrument used to measure job satisfaction, (p. 

41) 

In 1937, Mourse carried out his pioneer research study on job satisfaction in 

librarianship. He attempted to examine the main causes of librarians'job satisfaction and 

turnover. The finding was that dissatisfaction and high turnover can be caused by the 

monotony of too much work, weakness of advancement opportunities and promotion, 

low salary and fewer opportunities to take initiative. 

Bryan (1948) in her large study collected information from 1,837 professional 

librarians who were working in American public libraries across the United States. The 

main effort of this study was employed to collect demographic information including 

economic and educational statistics, while the other effort was regarding the attitudes of 

librarians toward their chosen field. The major question that the participants were asked 

was "If you had your professional career to plan over again, do you think you would 

choose librarianship as your life work?" the answer was 74 percent of the professional 

librarians would do so (Bryan, 1952). If the choice could be made again, fewer men than 

women would elect librarianship. Yet, the satisfaction degree with librarianship varied 

with the professional position of the respondents. Among mid-management rank, 73 

percent of the men and 77 percent of the women would choose librarianship again as a 

career while 82 percent of male and female top administration would choose 

librarianship again (Bryan, 1952). 
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Hoage in 1948 conducted a study dealing with factors that affect university 

library employees in the United states and cause turnover and resignations. The 

researcher studied the employees at two university libraries: the University of Minnesota 

Library and the University of Illinois Library. The study revealed that the major reasons 

for resignations among the employees in these two university libraries were salaries, 

unfair promotion system and lack of professional advancement. 

During the period of the 1950s, a number of investigators on the topic of job 

satisfaction were able to accept the fact that factors such as salaries, job security, 

workplace conditions, etc. as evidence of either job satisfaction or/and dissatisfaction 

rather than causes in themselves. Azad (1978) who discussed this point stated that; 

This acceptance led to the need for understanding the reactions of 

an individual in a group working situation and a need for 

clarification of communication between individuals, group, 

supervisors, and management. Many investigators applied factor 

analysis techniques to job satisfaction or morale data and found 

kinds of relationships that were different from those found through 

straight tabulation and circumspect observation, (p. 410) 

Herrick (1950) carried out her study on job satisfaction among library 

catalogers at several different types of libraries within the United States. The researcher's 

attempt was to determine the degree of job satisfaction among a sample of 415 catalogers 

of university libraries with over a 1,000 students and libraries with less than a 1,000 
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students. She examined factors that appeared to indicate a degree of satisfaction. Her 

conclusion was that "It is impossible at this time, without comparable data from other 

branches of librarianship to evaluate the amount of satisfaction in cataloging with 

reference to any other form of library work" (p. 39). 

In her study, Bryan (1952) tried to determine if librarians were or were not 

satisfied with their jobs. Bryan's study revealed that more than 53% of the librarians in 

the study believed that morale was excellent or good in their libraries, whereas less than 

48% believed that morale was quite fair, poor or very poor. Bryan justified these findings 

by stating: 

This is not a bad showing. But it leaves much room for 

improvement. In addition to better salaries, pensions, and physical 

equipment, it suggests a fuller use than is now the case of all the 

machinery and means of recognition of staff members [librarians] 

as partners in the library enterprise, (p. 278) 

In fact, because Bryan did not mention how she obtained these specific results or the 

methodology used in the study, it is difficult to determine the validity of her 

measurement techniques. Actually, she did not attempt to know why librarians were or 

were not satisfied, rather she wanted to know if they were satisfied or not. 

Thornton (1959) attempted to measure librarians' attitude toward their job 

using different types of libraries: school, special, public, and college and university 

within the State of Georgia. The survey consisted of forty-six statements regarding 
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professional librarians. The statements were arranged in the scale randomly to allow the 

participants to respond to the statements with one of five answers ranging from strongly 

agree to strongly disagree. Also, Thornton claims that the survey has a split-half 

reliability of .87 by the Spearman-Brown formula (1963). Copies of the survey were 

distributed to 220 librarians. From this number, 113 replied and ultimately 111 were 

utilized for a 51% return rate. The finding of the study reported that the attitudes of 

college and university librarians were significantly less positive about their jobs than 

special school and public librarians. 

In 1967 McMahon used Thornton's survey when he studied 30 Tasmanian 

librarians. McMahon found no conclusions that were statistically significant. The finding 

was that the librarians in the sample showed "a mildly favorable attitude toward 

librarianship according to the Thorton scale" (p. 103). In the study, the attitudes of the 

twelve male librarians toward librarianship were judged to be somewhat negative. 

In 1968, Ryan conducted a study to examine the effects of some librarian 

characteristics as factors that affect satisfaction in librarianship. The researcher found 

that job satisfaction was related to length of time working at the library as a professional. 

This finding has been supported by a number of job satisfaction research studies 

(Roberts, 1973; Glassgow, 1982). Although the study did not report on the relationship 

between perception, values and satisfaction, it produced a need-theory approach to job 

satisfaction. 
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Morrison (1969) studied satisfying or dissatisfying aspects of librarianship on 

university librarians. The sample (N=700) included major and minor executives and non 

supervisory librarians who belonged to the Association of College and Research 

libraries. Morrison found that one half of the public service librarians reported that 

public service was the most satisfying aspect. Twenty four percent reported that library 

collection development was considered the second most satisfying aspect of their job. 

The most dissatisfying aspect to the public service librarians reported by 25% of the 

librarians were the non-professional, monotonous tasks with which they were dealing. 

Administrative detail was reported by nineteen percent as the most dissatisfying aspect. 

.According to 15% of these librarians, the most dissatisfying task was associated with 

persormel management and referred employee problems. Fifteen percent of all of the 

librarians and 22 percent of the major executive librarians concluded that personnel 

management was the most undesirable aspect of their jobs. An interesting result found 

that this kind of fhistration was frequently complained about by men rather than women, 

while, on the other hand, only 2% of librarians took enough pleasure in personnel 

management to name it their most satisfying duty. 

As a matter of fact, the decade of the 1970s witnessed probably the most 

important period of scholarly activities dealing with the topic of librarians job 

satisfaction. This intense concern over job satisfaction in librarianship is demonstrated 

by the amount of literature of research studies and articles that were generated during 

that period of time. Marchant (1970) studied the effects of the decision-making process 
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on library employees' performance. The study attempted to determine the relationship 

between the librarians as professionals who participate in decision-making and a set of 

performance measurements thought appropriate to university libraries. The study 

included all members of library professional employees in twenty-two libraries and a 

sample of their university faculties. Marchant applied Likert's participative management 

theory to university libraries. The researcher used Likert's instrument "Profile of 

Organizational Characteristics" to measure the independent variable. The employees job 

satisfaction was one of five performance measurements. Both regression and correlation 

analysis were employed in this study as procedures in which the relationships bet\veen 

the independent variable and performance measurement were clarified by partialing out 

the effects of a group of control variables. Marchant collected data regarding employees' 

satisfaction toward their jobs, their colleagues, their positions' effect on their future 

expectations, and finally their overall satisfaction. After the scores were attained from 

overall satisfaction, the researcher concluded that librarians'job satisfaction would be 

improved by allowing librarians to participate in the decision -making process and work 

within a participative management style. 

In 1971, Sandhu studied job perceptions of 56 professional librarians from two 

Canadian university libraries and 60 senior students who were in the process of 

completing their master's degree in library and information science at a major university. 

Sandhu found that librarians' and library school students' preference for cataloging was 

much below that for reference ser\'ice. Both groups rated reference service first and 
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cataloging seventh out of ten choices given as their preference for the department when 

the ranking was done independently of each group of the sample. The study did not 

measure satisfaction of professional librarians on the job. In addition, the study did not 

define clearly job satisfaction so the findings cannot be generalized due to study sample 

limitation. 

Vaughn (1972) carried out a study of job satisfaction of professional, clerical, 

and student assistant members of North Texas State University Library employees. The 

researcher's purpose was to determine whether job satisfaction can influence the 

effectiveness of a university library. To accomplish his study, Vaughn utilized the Job 

Descriptive Index (JDI) (Appendix A), which was developed by Smith, Kendall and 

Hulin during the period of 1959-69. 

Job satisfaction was measured by the scale Job Descriptive Index (JDI)(Smith, 

et al, 1969) into five specific and one general or total measure of job satisfaction. The 

total measure is a sum of the five specific criteria: pay, promotion, people, supervision, 

and work. 

Vaughn investigated the job satisfaction of the library employees in terms of 

undergraduate major, age, tenure, location occupied, and many other variables. He 

concluded that "The job satisfaction dimensions responsible for producing the greatest 

amount of satisfaction in the library are work itself, supervision, and people" (p. 105). 

The first greatest cause of dissatisfaction among the library employees was pay, and the 

second greatest was the lack of promotion potential. Specifically, Vaughn concluded that 
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professionals and professional library assistants are in general satisfied, while the clerical 

employees were dissatisfied. 

The study's findings revealed that absenteeism is significantly greater among 

dissatisfied employees than among the satisfied ones. The findings also revealed that 

employees of higher levels are more likely to e.xperience job satisfaction than are 

employees at lower levels. Vaughn clarified this point by explaining that higher levels of 

responsibility often lead to greater motivation to succeed. 

In 1973, a study was conducted by Roberts examining the relationship 

between job satisfaction and the organizational efficiency of libraries. The study's 

population included 114 participants as graduates of the Post-Graduate School of 

Librarianship and Information Science at Sheffield employed in academic libraries. The 

study revealed that most of the academic librarians were happy and satisfied with their 

jobs and work climate. As a result, Roberts concluded that as experience was gained, the 

importance of colleagues as a factor of satisfaction diminished, while changing the 

employee's role and duties may lead to higher job satisfaction and increase his or her 

abilities and experience. Roberts also concluded that the nature of the work and 

unsatisfactory working accommodations were the most significant causes of 

dissatisfaction. 

Wahba (1973) studied the influence of job satisfaction on motivation, 

performance, and turnover among librarians. She found that satisfaction with the work 

itself, with supervision, and with opportunity for promotion correlated positively with 
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work motivated by their pay or relations with co-workers. Dissatisfaction with the work, 

superv. ision, or promotion opportunities correlated with a high willingness to leave the 

job. However, no consistent support was found for the relationship between job 

satisfaction and job performance (Wahba, 1978). 

Wahba further divided her sample by gender and by type of position held. She 

found that female librarians were significantly less satisfied than male librarians in the 

areas of esteem and autonomy needs. She also found that although both groups had 

similar levels of satisfaction in social and security needs, they both regarded security as 

the need most satisfied and autonomy was the least satisfied by their present jobs. Also, 

she reported that female librarians were more dissatisfied than male librarians in all 

categories of needs, e.xcept for social needs (Wahba, 1978). 

Wahba divided her sample by type of position; that is, administrators, public 

services, and technical services. The finding reported that administrators experienced 

greater satisfaction than either technical services librarians or public services librarians 

with work, supervision, pay, promotion, and autonomy. Technical services librarians 

were reported to have the lowest level of job satisfaction. 

Finally, it is interesting to know that Wahba's study revealed that the sample 

had lower levels of job satisfaction than the subjects in a normative sample. They were 

particularly dissatisfied with salary and opportimity for promotion. They received the 

higher degree of satisfaction from the work itself. Supervisory style was a critical 

influence on their work situation (Wahba, 1978). 
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In 1974, Plate and Stone conducted a study on librarians'job satisfaction. The 

investigators' attempt was to test Herzberg's theory among librarians. The data were 

collected from 162 American and 72 Canadian librarians. The findings corresponded to 

those of Herzberg and reported that factors causing dissatisfaction are not the same 

factors that cause job satisfaction and motivation; also, the factors that cause job 

satisfaction and motivation are concerned primarily with the actual job content (or work-

process factors). The reasons for such dissatisfaction (or hygiene) were related to job 

envirorunent. The researchers, based on the results, of their study, claim that these 

generalizations can be applied with as much force to librarianship as to the other 

occupations upon which Herzberg based his conclusion. The problems with the study are 

obvious from the sample selection and admitted difficulty in data analysis which may 

indicate some suspicions about the reliability and validity of the findings. In addition, 

Plate and Stone in their study combined all types of library employees, and they did not 

identify the types of libraries studied and the analyses of data on library departments. 

Vaughn and Dunn (1974) conducted a study to compare the satisfaction levels 

of employees of si.x university libraries in the Dallas-Fort Worth metropolitan area. The 

professional and clerical members of the respective library employees were requested to 

complete the Job Descriptive Index. The study included 265 participants. Fifly-five 

variables were used in the study. Vaughn and Dunn concluded that the effect of librarian 

satisfaction is not obvious; for a time dissatisfied librarians may be very productive. 

However, over the long term, dissatisfied librarians are led to either resist the 



63 

organization or leave. The researchers in this study compared job satisfaction on five Job 

Description Index (JDI) dimensions: supervision, salary, employee promotion, and work. 

They reported that from the six libraries, no specific one scored either consistently higher 

or lower than any other library on any of the dimensions. Thus, they found that 

managerial performance was connected to employee satisfaction. The relationship was 

not clear between a satisfied employee and organizational effectiveness. 

Vincent (1974) carried out his study to investigate the administrative style in 

five university libraries and their effects on employee attitudes as well as management 

processes. Vincent attempted to measure the individual management systems among a 

number of academic libraries to provide a better idea and remedial vision into their 

internal variations in addition to their external similarities. Vincent developed two 

instruments for his data collection. The findings of the study revealed that lower 

satisfaction scores among librarians in technical service departments was different fi-om 

those who work in public services departments. Although the researcher's main target 

was not measuring job satisfaction, the results derived fi-om both professionals and non

professionals in a combined form showed significant insights into the problem of 

librarians' satisfaction among technical and public services departments. 

Early in 1975, Wahba conducted a study of job satisfaction which included 

men and women librarians. She compared job satisfaction factors using Maslow's 

"Hierarchy of Needs" for 202 male and female librarians fi-om 23 college and university 

libraries. The researcher used Porter and Lawler's (1968) Need Satisfaction 
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Questionnaire (NSQ) (Marchant, 1976) (Appendix A) as an instrument for data 

collection. The NSQ was originally modified to reflect Maslow's hierarchy needs for 

VVahba's study to include security needs, social, esteem, autonomy and self-actualization 

needs. The study reported that both men and women attached the same importance to the 

security, social and self-esteem needs. Actually, women regarded autonomy and self-

actualization needs as having lower importance than did men. Except for social needs, 

according to this study, women were more dissatisfied than men in categories including: 

security, esteem, autonomy, and self-actualization needs. The results, however, 

suggested the need to alleviate differential treatment in the environment of men and 

women librarians. It should be noted that other than gender comparisons, no findings 

related directly to this study were available. 

The adjustment of library school graduates to the job environment with respect 

to the need gratification and expectation fulfilhnent theories of job satisfaction was 

D'Elia's (1975) topic of investigation. The study was designed to investigate whether job 

satisfaction is a function of the concomitant influence of both need gratification and 

expectation fulfillment in addition to collecting descriptive data of the reinforcers 

operating in their library job environments. The researcher distributed the questionnaire 

to 228 graduates of four library schools who had taken their first professional positions 

(Columbia University, Southern Connecticut State College, Rutgers University and 

Drexel University). Job satisfaction data were collected from 158 participants after they 

had been in their jobs for at least six months. Since the study had several purposes. 
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D'EIia employed three different measurement instruments. For measuring vocational 

needs, he used the Minnesota Importance Questionnaire (MIQ)(Gay, 1971)(Appendix 

A). The Minnesota Job Description Questionnaire (MJDQ) (Borgen, 1968)(Appendix A) 

was used for measuring job expectations when the researcher was collecting data during 

the first round, and environmental reinforcers during the second round as well as the 

Minnesota Satisfaction Questionnaire (MSQ)(Weiss, 1967)(Appendix A) was used for 

measuring job satisfaction. D'EIia focused on dealing with job satisfaction and 

academic librarianship in the two main functional areas: Public Services and Technical 

Services. He found that job satisfaction resulted from both need gratification and 

expectation fulfillment. The environmental reinforcers most account for variance in job 

satisfaction scores. His conclusion was that librarians are more satisfied with jobs that 

permit initiative, responsibility, and professional judgment and which provide 

appropriate rewards for work well done (Chwe, 1976). 

In an attempt to determine the relationship between job satisfaction and type 

of library - public, special, college or university, and to observe any differences in job 

satisfaction influenced by gender and the number of employees, Miniter (1975) carried 

out a nationwide study of job satisfaction. For the data collection, the researcher 

employed the JDI (Smith, et al., 1969) as an instrument. The study revealed that public 

librarians reported significantly higher levels of satisfaction than either academic 

librarians or special librarians. Special librarians experienced the lowest level of job 

satisfaction, which is attributed to high work stress and little opportunity for 
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advancemeni. It also was reported that statistically significant differences exist on the 

JDI Pay and Work scales between male and female librarians. In addition, the study 

revealed that women librarians seemed to be happier than men, although male librarians 

earned a higher salary and they were in higher administrative positions. However, no 

statistically significant differences were reported in job satisfaction due to the size of the 

library staff or gender. 

Chrisman (1975) conducted a study to investigate some aspects of cataloger's 

role within academic libraries. The study was carried out at Indiana University using a 

questionnaire as the primary research tool, which included attitude scales utilized in 

previous role-related studies and an original section which measured attitudes toward 

academic library catalogers and cataloging. The investigator submitted the questionnaires 

to all professional librarians at both a large academic library and a medium sized library. 

All responses were divided into three categories: catalogers, reference librarians, and 

other professional librarians. Chrisman stated that they reported a low opinion of their 

occupational role. He also reported that catalogers were significantly less satisfied about 

their jobs compared to librarians in other positions. It was revealed that catalogers 

appeared to be significantly less cohesive (i.e., less attracted to their work group and 

more likely to leave it) than other librarians. Finally, Chrisman reported that academic 

librarians ranked cataloging a rather distant third below administration. He related 

dissatisfaction of catalogers to the monotony of the work, feelings of isolation and the 
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absence of public (or client) interaction. However, due to sample size (or limited 

population), the study's findings may not be applicable to all university libraries. 

In the same area, a comparative study of job satisfaction between catalogers 

and reference librarians was conducted by Chwe (1976) in university libraries. The 

study's population contained 170 catalogers and 183 reference librarians from 94 

university libraries of several sizes. Chwe utilized the Minnesota Satisfaction 

Questionnaire (MSQ)(Weiss, 1967) as the instrument for data collection. He 

hypothesized that in university libraries, reference librarians reach a higher level of job 

satisfaction than catalogers. The study did not support Chwe's hypothesis. Although the 

investigator found no significant differences in overall satisfaction levels between 

catalogers and reference librarians in academic libraries, he reported that catalogers are 

less satisfied than service librarians, particularly on certain satisfaction aspects, for 

instance creativity, social service, and variety, however, they are somewhat less satisfied 

with working conditions. 

Marchant's (1976) investigation included academic librarians and faculty 

members, professional staff members from 22 institutions. The researcher carried out his 

study to determine the relationship between the degree of librarians' participation in 

library management and "(a) employee job satisfaction, (b) extent of library long range 

planning, (c) uniformity in library evaluation, (d) circulation of materials for home use, 

and (e) faculty evaluation of library services, facilities and resources" (p. 37). The study's 

findings revealed that managers of academic libraries may expect a higher development 
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in satisfaction of librarians, professional staff, and faculty as the level of participative 

management increases. 

Azad (1978) conducted a comparative study of job satisfaction of 

paraprofessional university librarians working in the departments of public and technical 

services of eight university libraries in three different American states: Pennsylvania, 

Ohio, and West Virginia. He applied the MSQ (Weiss, 1967) as an instrument for data 

collection, and he collected the data from a population of 64; 32 from each department. 

.\zad hypothesized that workers in public services departments reach a higher level of 

satisfaction than workers in technical services departments, and the study's results 

supported his hypothesis. All 20 independent variables included in the study appeared to 

have a strong and positive relation to job satisfaction. Because the study did not include 

all academic libraries in the area, or even represent a random sample, the results cannot 

be generalized. 

A research study was undertaken by D'Elia (1979) to identify job satisfaction 

among beginning librarians. The investigator used the MIQ (Gay, 1968) to collect data as 

to gender, the type of library, and their vocational needs. Characteristics of job 

satisfaction were collected using the MSQ (Weiss, 1967) and the MJDQ (Borgen, 1968) 

for the characteristics of their job environment. The study's findings revealed no 

relationship between job satisfaction and librarians' gender, the type of library in which 

they worked, or their vocational needs. But job satisfaction was related to the 

characteristics of their jobs environments. According to the study, the supervision 
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climate and the intrinsic characteristics of the job itself were the tvvo most important 

determinants of job satisfaction. D'Elia found that the supervisory climate which allowed 

librarians to exercise initiative and professional judgment in the performance of the job 

was conducive to job satisfaction. The finding did not indicate any differences in the 

level of job satisfaction experienced by male and female librarians. The study's findings 

do not agree with Wahba's earlier study that concluded that female librarians were more 

dissatisfied than male librarians. This kind of disagreement may be a function of 

different survey instruments. Another disagreement is between D'Elia's findings and 

those reported by Plate and Stone which showed that a positive relationship existed 

between job satisfaction and job environment. 

During the decade of the 1980s, the investigators of job satisfaction in 

librarianship seemed to focus on the study of the relationship between managerial 

matters and job satisfaction. Lindstrom (1980) in his study, compared job satisfaction of 

librarians in community colleges with that of college and university librarians in 

California, using the JDI (Smith, et al., 1969) as an instrument for data collection. He 

reported that these two groups showed different levels of job satisfaction. The study also 

revealed that community college librarians demonstrated higher levels of satisfaction 

with their work, salary and opportunities for promotion. However, both groups viewed 

their supervisors and colleagues favorably. 

Lewis (1980) studied the effects of Management by Objectives (MBO) on job 

satisr'action and performance. She examined the MBO application program to the lowest 
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organizational level in a technical service unit. She also observed at what levels can job 

satisfaction and performance be affected by the program. The study did not reveal results 

about the relationship among the three variables. 

Stead and Scamell (1980) studied supervision, colleagues, work, salary, and 

promotion as variables of job satisfaction. The population of the study was participants 

of a management program of the Special Libraries Association (SLA). The study 

revealed that role conflict and role ambiguity are inversely related to job satisfaction. The 

investigators recommended that supervisors should define and clarify job objectives and 

roles for library employees. 

The effects of library directors' theory of management upon middle 

management behavior in medium-size public libraries in the United States was examined 

by Cortez (1980). According to the study, no statistically significant relationship was 

revealed beuveen directors' management theory and middle management behavior or job 

satisfaction. Also, the study's findings reported that there was no significant relationship 

found between middle managers' behavior and satisfaction with their work. 

A study was carried out by Swe (1981) to measure the differences of 

satisfaction between bibliographers and other academic librarians. From a random 

sample of 26 libraries including 152 librarians using the MIQ (Gay, 1971), the MJDO 

(Borgen, 1968), and the MSQ-short form (Weiss, 1967) as the data collection 

instruments. The sample characteristics that the investigator analyzed were: gender, age, 

pay level, length of time working at the library, and library profession. Swe found that 
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bibliographers had a higher degree of correspondence between needs and reinforcers and 

thus found more satisfaction with the intrinsic factors than non-bibliographers. Also, 

significant differences in the demographic variables of gender and pay level were found. 

An other study was undertaken by Stead and Scamell (1981) to measure the 

relationship between assertiveness training and the individual dimensions of job 

satisfaction. The (Smith et al., 1969) was utilized by the investigators in their study as an 

instrument for data collection from 68 professional librarians. Two relationships were 

revealed as a result of this study, first, the relationship between satisfaction with work 

and assertiveness. Second, the relationship was a small, but an inverse one between 

satisfaction with colleagues and assertiveness. The findings of the study indicated some 

support for the hypothesis that job satisfaction is directly related to assertiveness. 

Hook (1981) conducted a study to investigate whether librarians perceived a 

deficiency in satisfaction of higher-degree job related needs and in what areas-

autonomy, self-actualization, esteem ~ these needs were perceived. From 33 university 

libraries within 26 states, the researcher included 400 librarians. The study's results 

revealed that none of the administrations reported lower satisfaction than any other group 

of librarians either in autonomy or/and intrinsic satisfaction. The study also revealed that 

the administrators of all libraries reported more significant satisfaction with higher level 

intrinsic aspects of their work than did other librarians. 

A study of job satisfaction which applied both perception theory and causal 

modeling was conducted by Glasgow (1982). The study's sample was 167 university 
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librarians of member institutions of the Association of Higher Education of North Texas. 

The academic librarians in Glasgow's study were surveyed, and structural models were 

developed and tested in analytic procedures. She designed her method to measure the 

effects of some variables on librarians job satisfaction as follows: selected characteristics 

of individual librarians, selected characteristics of library organizations, and librarians' 

perceptions of their job. Glasgow's findings were that the variables that predicted job 

satisfaction among academic librarians were the librarian's perceptions of their work, 

librarians' position in their institution, their perception of their opportunities for 

advancement, and finally librarians' pay. None of the individual librarian characteristics 

were found to be a contributor to job satisfaction. 

Job satisfaction within the work setting and the relationship between job 

satisfaction and other variables such as gender, age, the nature of the work, occupational 

group, career commitment, supervision, length of time working at the library, and library 

department were considered and measured in a study conducted by Lynch and Verdin 

(1983). The investigators used a questiormaire that was created by Hage and Aiken 

(1967) for data collection. They submitted the questionnaire to the study population of 

384 full-time librarians at three large university libraries in 1971-1972. Lynch and 

Verdin hypothesized that difference in job satisfaction would be found among library 

units and among occupational groups within library departments. Results of the study 

revealed that no significant difference was found between male and female in job 

satisfaction; it also was reported that higher levels of job satisfaction was reached at 
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experience increased, and higher levels of job satisfaction for those with supervisory 

responsibilities and those who worked in reference departments. It is worth mentioning 

that Lynch and Verdin's study supported D'Elia's findings in that satisfaction with library 

is not related to gender. 

•A. study of the relationship of perceived management systems and job 

satisfaction of public librarians was conducted by Bernard (1984). The main objective of 

the study was observing the relationships between degree of public librarians' job 

satisfaction and the system of management. The investigator's study population was nine 

large public libraries within the Southeastern United States using the JDI (Smith et al., 

1969) as an instrument to collect data. Bernard also attempted to measure the 

relationship between personal characteristics and job satisfaction and perceptions of 

organizational management systems. The study findings reported certain level of positive 

relationship between perceived management systems and levels of librarian job 

satisfaction. The researcher found that those librarians who were in higher positions 

reported higher level of satisfaction than those who were in a lower position, especially 

with certain variables, such as salary and work. He also did not report any significant 

differences in job satisfaction levels due to gender, age, or levels of educational 

background. 

Brich and Smith (1985) carried out their study in which they investigated the 

relationship between role conflict, role ambiguity, and burnout. They selected 547 

reference librarians fi-om different libraries. According to the study, the investigators 
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concluded that if either role ambiguity or role conflict were evident, then both factors 

would be present to about the same extent. They also revealed that strong evidence that 

burnout results from role ambiguity and conflict. 

Fitch (1990) carried out a study in which he measured job satisfaction among 

library support staff in Alabama academic libraries. The researcher utilized the JDI as an 

instrument for data collection. The JDI was developed by Smith, Kendall, and Julin 

(1969) in which they considered that the individual factors are not equally weighted and 

cannot be satisfactorily combined. Some of the variables that the researcher investigated 

were size of city, gender, variability of working hours, type and size of institution, 

employees, historic race of the institution, and automation status of the library's 

fiinctions. The institutions were chosen from member libraries of the Network of 

Alabama Academic Libraries, a consortium of public and private four-year college and 

university libraries in the state. Directors of 15 of the 17 libraries permitted their 

employees to participate and provided the investigator with lists of their library support 

staff. From these lists, a stratified random sample of 185 subjects were chosen, and 

copies of the JDI (Smith et al., 1969) were sent to them. Fitch found that demographic 

variables have no effect on job satisfaction. Also, the study revealed that the size of the 

institution appeared to have an effect on satisfaction with supervision, but not on the 

other scales. Employees in the libraries in small schools (less than 3,000 students 

enrolled) were most satisfied with supervision, while those in medium-sized institutions 

(3,000-9,000) were least satisfied. The researcher suggested the need for better 
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compensation and opportunities for promotion for academic library support staff, in 

addition to the need to relate satisfaction to quality of work-life issues. 

Parmer and East (1993) carried out their study to examine 434 responses to a 

surv ey of support staff in twelve state-supported academic libraries in Ohio. The 

researchers used the Job Satisfaction Survey (JSS)(Spector, l985)(Appendi.x A). 

Satisfaction was reported in five job dimensions (supervision, coworkers, work, benefits, 

and pay). However, workers were dissatisfied in four job dimensions (operational 

procedures, communication, contingent rewards and promotion). The study revealed that 

the most experienced workers are the most dissatisfied. Further, the study indicates that 

opportunity to work with patrons certainly influences support staff satisfaction. Yet, the 

study showed two surprising findings with respect to full- or part-time status and pay. 

Part-time workers exhibited higher level of satisfaction than full-time workers, 

particularly the issue of pay. That part-time support staff seem more satisfied with pay 

than their full-time counterparts indicates satisfaction relative to average wages for 

comparable work and to work and social interactions unique to the workplace. The 

researchers concluded that the study's results clearly demonstrate that the promotion and 

contingent rewards issues need fiulher clarification and study as well as resolution. 

Porter (1995) undertook a study to observe the role played by participative 

management (PM) in contributing to job satisfaction among community college 

librarians. The MSQ-short form (Weiss, 1967) was employed as an instrument for data 

collection in the study. The questiormaire consisted of 20 items in which five were on 
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participative management (four of which formed the PM Scale which was validated in a 

pilot study) and five demographic items. One hundred seventy two completed surveys 

were submitted to librarians in 39 states, with a subsequent return rate of 51 percent. The 

sample contained 46 percent directors, 31 percent reference librarians, 13 percent other 

librarians, and 9 percent technical service librarians. Seventy si.x percent were women, 

and 24 percent were men. Si.xty-three percent had been in their current position 10 years 

or less; 27% had been in their current position 11 to 20 years; and 10% longer than 30 

years. Of these 39% had 21 to 30 years library experience; 38% had 11 to 20 years and 

16% had 10 years or less. The study found that the mean score on the General 

Satisfaction Scale was 76.86 which was 16.86 points above the midpoint on the scale. 

Also, it was reported that the mean score on the Participative Manage Scale was 14.8 

which was 2.8 points above the midpoint on that scale. The correlation r between 

Participative Management and General Satisfaction was +.4889 with a significance level 

of .000. That led the investigator to conclude that there was statistical evidence that there 

was a moderate correlation between participative management and job satisfaction. 

Koenig, Morrison and Roberts (1996) and others conducted and designed a 

research study to evaluate the relationships between length of time on the job and job 

satisfaction among directors of academic and research libraries, and the presence or 

absence of faculty status for professional employees. A survey questionnaire was created 

by the investigators and sent to all academic ARL library directors for data collection. 

The investigators surveyed the library directors and other employees at each library 
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separately to minimize the possibility of the directors' detecting the study's interest in the 

relationship between turnover/job satisfaction and tenure and faculty status. The 

researchers hypothesized that an academic research library directors' tenure and 

satisfaction with the job would be adversely affected by having to manage a professional 

library staff The results of the study revealed that there appeared to be a positive 

relationship between the director's job satisfaction and his or her faculty status when 

release time was provided to pursue scholarly endeavors. Also, it was found that the 

provision of staff release time to pursue scholarly endeavors was correlated positively 

with the directors' reported job satisfaction, whereas "hollow faculty status," defined as 

nominal faculty status but without the provision of release time, was related negatively. 

Job turnover by itself was quite unrelated to the issue faculty status. 

Research Studv in Developine/Arab Countries 

Passing the developed countries and going by the literature of librarian job 

satisfaction in developing and Arab world, a few limited number of research studies have 

been carried out. Examples of the most reliable of these few studies follow. 

In Thailand, Limpiyasrisakul (1980) conducted his study to measure the 

relationship between participative management and library performance characteristics in 

selected public universities in Thailand. The population consisted of seven library top-

management employees with one hundred seven professional librarians and 45 faculty 

members. The rest of the population consisted of 940 students from five universities in 

Thailand. The investigator defined performance characteristics as (1) employee 
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satisfaction, (2) faculty members' evaluation of the library, an d(3) students' evaluation of 

the library. Limpiyasrisakul's study revealed that librarian job satisfaction in Thailand 

has grown through involvement in the organizational climate of the library. He also 

reported that librarian job satisfaction in the libraries was improved by involving the 

professional librarians on the staff in the decision-making process of the library. 

Another study on job satisfaction in Thailand was undertaken by Phomsuwan 

(1982) in which he investigated the factors influencing university librarians in Thailand 

in selecting academic librarianship as a career and the level of their job satisfaction. The 

investigator utilized the JDI (Smith, et al., 1969) as an instrument for data collection in 

which job satisfaction was identified with academic librarians' pay, promotion 

opportunities, professional prestige, and social status. The study revealed that high 

degrees of satisfaction were reported by academic librarians with their jobs, colleagues, 

and administrators. 

In Nigeria, three studies of job satisfaction dealing with academic librarians 

were conducted by Nzotta (1984, 1985, 1987). The first study was reported in 1984 in 

which job satisfaction was compared between academic and public librarians. Using the 

MSQ (Weiss, 1967), the investigator disclosed significant differences between the two 

groups in activity, compensation, and moral values. The study revealed that public 

librarians reported higher levels of satisfaction than academic librarians. 

The second study was conducted in 1985. The study dealt with factors 

associated with job satisfaction of male and female librarians. Nzotta employed the MSQ 
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for data collection instrument and that indicated women hold significantly higher levels 

of satisfaction with independence, security, ability utilization, working conditions, and 

social status. As the women in third-world countries, female librarians in Nigeria 

appeared to have higher degrees of satisfaction than male based on their family 

backgrounds (almost all declined relatively from wealthy families and married high-level 

professionals). It also was found that male academic librarians in Nigeria, although 

greater in number, e.xpressed a difference in the variety of their work. 

The third Nzotta study, conducted in 1987, measured job satisfaction in all 

types of Nigerian libraries. The study focused on differences in job satisfaction in 

comparing within public services departments, technical services departments and 

management librarians. Again, the investigator employed the MSQ (Weiss, 1967) as an 

instrument for data collection. According to the study's results, a difference was found 

between groups and variety and responsibility of jobs, with management librarians 

expressing higher satisfaction levels. The study also revealed significant differences 

between these two groups about independence, social status, and creativity. 

In Jordan, Hamshari (1985) undertook a study in which he applied Herzberg's 

theory to measure job satisfaction of Jordanian professional academic librarians who 

were working in technical and public service departments. The investigator hypothesized 

that Jordanian professional librarians in technical service departments in academic 

libraries would report a higher level of satisfaction than other librarians in public service 

departments; he also hypothesized that the motivator (or satisfiers) factors are more like 
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to improve job satisfaction than they are to decrease it, and the hygiene factor (or 

dissatisfiers) are more likely to cause job dissatisfaction than job satisfaction. Hamshari 

developed a questionnaire instrument to collect the data from his sample of all 

professional librarians working in the uvo major library d.epanments in Jordanian 

academic libraries. Hamshari's questionnaire consisted of 26-items of job satisfaction 

which was submitted to the participants from eight university and twelve community 

college libraries in the East and West Bank of Jordan. One hundred and nine people 

returned the completed usable questionnaires. Seventy four of them were technical 

service librarians and the other portion of 35 were public service librarians. The study 

revealed that technical service librarians reported higher levels of satisfaction than public 

service librarians Also, the study revealed additional analysis that supported partially 

Herzberg's (1959) motivator-hygiene theory and proved that both motivator and hygiene 

factors are contributors to over all satisfaction. 

Research Studv in Saudi Arabia 

Focusing on job satisfaction research studies in Saudi Arabia shows that 

although a single study in librarianship (Al-Salem, 1997), there are quite a few studies on 

job satisfaction out side of librarianship. Al-megil (1988) carried out a study which dealt 

with job satisfaction and job performance of lower ranking officers at King Fahad 

Security College in Saudi .\rabia. The purpose of the study was: (1) to examine the 

relation benveen job satisfaction and job performance and (2) to determine whether job 

satisfaction of officers was affected by their demographic characteristics. The population 
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of the study consisted of 70 subjects selected from the college. The investigator divided 

this sample into two separate lists of officers which was obtained from the college 

administration: one list of the ranks of Lieutenant and First Lieutenant, the other of the 

ranks of Captain and Major. Each officer on each list was assigned a random number. 

Then a computer program generated 35 different numbers for each list. Those randomly 

selected numbers were matched with the names on the lists as subjects selected to 

participate in the study. As an instrument of the study the MSQ (Weiss, 1967) was 

employed to measure job satisfaction and performance, the MSQ consists of 2 five-item 

categories which cover issues such as ability utilization, achievement, activity, 

advancement, authority, company policies and practice, compensation, co-workers, 

creativity, independence, moral values, recognition, responsibility, security, social 

service, social status, supervision-human relations, supervision-technical, variety, and 

working conditions. In results of the study, Al-megil found that a significant positive 

relationship was reported between job satisfaction of officers and their job performance; 

also officers of the rank of Lieutenant and First Lieutenant had significantly higher 

satisfaction levels in their jobs than did officers of the ranks of Captain and Major on 

five of the 20 satisfaction measures, and demographic characteristics of the officers were 

found to have significant impact on some of the job satisfaction measures. Finally 

independence of officers and social status were found to be significantly related to job 

performance. 
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Study of job satisfaction of Saudi employees in public and private sectors was 

conducted by Al-Nimr (1993). The purpose of the study was to measure job satisfaction 

attitudes among Saudi employees in public and private sectors. As an instrument of his 

study, the investigator created a questionnaire and distributed it to a sample of 463 

employees of which 310 were from the public sector and 153 from the private sector. 

The investigator created a questionnaire and sent it to the participants to examine factors 

related to position, co-workers, financial and stability. Findings revealed that private 

sector employees in general were more satisfied than public sector; also, differences 

were found that existed among private and public sector in some factors, such as 

financial and co-workers, while private sector employees were more satisfied than public 

sector employees. The study also revealed that public employees reported a higher level 

of satisfaction in factors relating to position and stability than private sector did. As a 

conclusion, the Al-Nimr clarified and recommended that the findings of the study should 

be viewed within the context of its sample, and these findings demand ftirther 

investigation. 

"Job Satisfaction in Academic Libraries in Saudi Arabia" is the title of a study 

conducted by Al-Salem (1997), and it is the only one done so far dealing with job 

satisfaction within the Saudi librarianship. One of the reasons that encouraged the 

present researcher to carry out his study on this topic was Al-Salem's reports of Saudi 

librarians dissatisfaction with their jobs. Also, many cases of turnover, job avoidance, 

absenteeism, and lateness among Saudi librarians attracted the author's attention. The 
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main objectives of Al-Salem's study were to investigate job satisfaction of employees of 

Saudi academic libraries to determine the levels of their satisfaction about variables were 

related to age, gender, social status, nationality, level of education, nature of the work, 

job position, length of service at the library, monthly salary, and other tangible 

compensation. Also, other variables related to the job environment, such as security, 

library policies and practices, achievement, advancement, supervision, co-workers, work 

recognition, and working conditions. The investigator hypothesized that there are 

statistically significant differences in the levels of job satisfaction between employees 

who are working at Saudi university libraries due to age, gender, social status, 

nationality, level of education, job position, length of service at the library, pay, health 

insurance, job security and others. The investigator employed the survey method by 

creating a questionnaire for data collection as an instrument. The population for the study 

included all seven Saudi university librarians at the total of 400 respondents. The 

questionnaire which included 70 items was divided into five categories. Out of the 400 

participants, 279 persons returned the questionnaire, but only 211 of them were 

completed usable questionnaires; of those, 31 were from Al-imam University Library, 60 

from King Saudi University Library, 57 from King Abdulaziz University Library, 45 

from Umm al-Qura University Library, 8 from Islamic University Library, 5 from King 

Fahad University Library, and finally 5 from King Faisal University Library. The major 

findings of the study revealed that there were no statistically significant differences (at 

the 0.05 level) between participants due to gender, social status, age, education. 
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specialization (field major), type of library department, job administrative position, 

working at public services, working at technical services, number of employees under 

supervision, size of the library, length of ser\'ice at the library, length of year working as 

professional, level of job position, pay, health insurance, advantages, overtime, and 

housing advantages. These results, here, did not support Al-Salem's hypothesis. On the 

other hand, the study's findings revealed that statistically significant differences (at the 

0.05 level) were found between the Saudi university librarians due to nationality, money 

instead of housing, training programs, and moving to another institution, and that 

supported his hypothesis. Al-Salem summarized the most important factors and ordered 

them according to their importance based on the light of the study. These factors which 

affect job satisfaction of Saudi university librarians are arranged as follows. 

1. The convenience of job location and environmental conditions 

2. The nature and type of work 

3. The relationship with the library's users 

4. Promotion system in the library 

5. The position's responsibilities and requirements 

6. Salary, bonus, or money rewards and other tangible or/and intangible 

compensation 

7. Job security (job settlement, retirement program) 

8. The opportunities to perform the job at best which gives more self-assurance 

9. The present library policies, regulations and practices 
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10. The recognition the librarians gets from his colleagues for his efforts 

11. The relationship between the librarian and other colleagues in the library 

12. The recognition the librarian gets from his supervisor for the effort 

Conclusion 

In view of the literature reviewed, it has been learned that there is no one 

comprehensive concept of job satisfaction theory that can precisely identify the idea of 

job satisfaction and to be generalized to all communities. In addition, many things make 

people different in their needs toward job satisfaction such as cultures, history, economic 

system, religious belief, etc. Therefore, librarians in Saudi Arabia, like any other 

librarians, have their needs and different job satisfaction aspects, although there are some 

common and basic aspects of job satisfaction they share with others. 

The literature shows there were many different job satisfaction variables used. 

This present study considered all these variables and focused on the most important ones 

in order to measure the level of job satisfaction of Saudi librarians at King Abdulaziz 

Public Library and Imam University Library. These dependent variables are supervision, 

staff development, social status, and pay. 

Researchers seem to agree that supervision is considered a strong aspect in the 

study of job satisfaction at any job context or community (Herzberg et al., 1959; Smith, 

Kendall, and Hulen, 1969). In a context such as Saudi Arabia, supervision is an 

important aspect to measure the degree of satisfaction. Some Saudi researchers hold 

supervision is one of the greatest aspects for determining the level of job satisfaction. 
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and they believe that the degree of satisfaction may be associated with employees' 

perceptions resulting from supervision outcomes. Especially, employees are selectively 

sensitive to supervision outcomes in terms of skills they, the employees, feel to be 

important to their work (Al-megil, 1988; Al-Salem, 1997). 

Staff development is another important aspect of job satisfaction especially for 

Saudi librarians since the status of Saudi Arabia is as a rapidly developing country. 

Libraries in Saudi Arabia are growing very quickly, with great advances made in using 

new technologies such as computer networks, online databases, etc. Therefore, the Saudi 

librarian has to meet his needs of training opportunities to convoy this development and 

perform his work correctly and confidently. 

Social Status. People motivated by a social status need received their basic 

sense of identity through relationship with others, and how people socially look at them. 

Social status is an important aspect of worker job satisfaction. Maslow's (1943) Need 

Hierarchy theory argued that human needs array themselves in hierachies. One of these 

needs is Social: the need for good relations with other people. Social status can be 

reflected either positively or negatively on the level of Saudi librarians' job satisfaction 

because people in Saudi Arabia pay more attention for social status. 

Pay is also one of the greatest and most affective factors on job satisfaction in 

any community. In Saudi Arabia, pay is very important factor as well. Saudi librarians 

need to be satisfied with their pay in order to do their job well, particularly as salary as 

shown by AI-Nimr in his 1993 study does not meet the needs of Saudi employees. Al-
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Odaily (1984) studied the relationship between pay and satisfaction in Saudi public 

sectors. He found a strong relationship between them, and that pay is an important 

indicator to measure Saudi job satisfaction. 

It can be concluded from reviewing the past studies that most of the studies 

were limited to but one type of library. This type was most often academic libraries. A 

few of them dealt with different types of library, in addition a few studies compared 

librarian job satisfaction between two or more types of libraries. This present research is 

distinguished from others by examining and determining the level of job satisfaction 

berv%een librarians in two different library systems: public and university libraries. 

Research has also shown that most library studies on job satisfaction coming 

out of developed countries which means certain geographical areas. On the other hand, 

going by the available literature from the other side of the world, specifically the 

developing countries, little attention has been paid to job satisfaction in the library and 

information field, although it is known that many librarians in developing countries are 

dissatisfied with their jobs. Since the differences exist between these two worlds in their 

cultures, especially Saudi Arabia (a developing country) and Western countries, this 

present study concentrates on studying job satisfaction within Saudi libraries. 

The foregoing review of the literature has also shown that most of the studies 

of librarians'job satisfaction concentrated on those librarians who hold certain education 

degrees, for instance masters and higher. The extent of this present study includes all 
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librarians, either professional or those who practice their job as librarians, no matter what 

degree or level of education they have. 
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CHAPTER 3 

ElESEARCH METHODOLOGY 

The purpose of this study was to investigate and determine if there is a 

difference in perception of job satisfaction among the librarians who work at King 

Abdulaziz Public Library and Al-Imam Muhammad Ibn Saud Islamic University Library. 

This chapter will describe the instrument used to measure job satisfaction, the 

modifications to the questionnaire and the procedures for the analysis of data. 

Data Collection 

An Instrument to Measure Job Satisfaction 

To investigate the differences in job satisfaction between librarians in public 

and university library systems in Riyadh, Saudi Arabia, this study has used the survey 

method. Considering the advantages of this method, survey research techniques can save 

time and money without sacrificing efficiency, accuracy and information adequacy in the 

research process. It is one of the most common research tool. About the survey method, 

Breakwell, Hammond and Fife-Schaw (1995) say: 

The humble questionnaire is probably the single most common 

research tool in the social sciences. The principle advantages of 

the questionnaire are its apparent simplicity, its versatility and its 

low cost as a method of data gathering. For many research topics, 

questionnaires provide data which are of a good enough quality to 



..both test hypotheses and to make real-world policy suggestions. 

Where people wish to make population parameter estimates, the 

cost advantage of questionnaires over interviews means that 

many more people can be sampled for a given budget than might 

otherwise be possible, (p. 174) 

The survey method is considered appropriate for this study because it 

provides greater access to more respondents and provides them the opportunity to give 

anonymous answers. It also has the capability of probing into a variety of questions about 

different groups and situations and offers a possibility of comparisons (Hamshari, 1985). 

However, since there are several well refined instruments available to 

measure job satisfaction in the area of the behavioral sciences, it was highly desirable to 

adopt one of them in order to serve the purpose of this investigation rather than risking 

the internal validity of the study by attempting to design a new tool. For this reason, 

among several instruments now being used, a questionnaire developed by AJ-Salem was 

selected for the study and permission was received to use it (Appendix B). In fact, Al-

Salem's questionnaire was found to be most appropriate for this study, particularly in the 

context of Saudi libraries. It had already been used in Saudi Arabia by AJ-Salem in his 

research (1997) to study the job satisfaction of employees of Saudi university libraries. 

Al-Salem's questionnaire is designed to measure actual satisfaction with a reinforcer. Its 

internal consistency reliability has been well demonstrated by calculating reliability 

coefficients and the validity of the questionnaire as well. Plus, the questiormaire was 
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pretested by a group of professors at different Saudi universities, who were experts in 

research methods and in the field of library and information sciences. They were asked to 

read the instructions and the items carefully and were encouraged to provide any 

suggestions for potential improvement of internal consistency, reliability and/or validity. 

Of twelve experts, ten responded that the questionnaires were understandable, organized, 

and accurate. Therefore, Al-Salem developed his questionnaire after reviewing several 

research studies which were carried out and related to the same topic of job satisfaction, 

and he reviewed several questionnaires that were used in similar studies with a 

concentration on those that were applied to the Saudi environment, such as Al-Odaily in 

his study (1984) "Job Satisfaction: A Study of Saudi Employees' Attitude toward Their 

Jobs at Public Sectors, Riyadh: Saudi Arabia." 

Al-Salem's questionnaire uses a Likert Scale which is divided into the 

following five categories: 

VD = I am very dissatisfied with this aspect of my job 

DS = 1 am dissatisfied with this aspect of my job 

N = I do not know whether I am satisfied or not with this aspect of my job 

S = I am satisfied with this aspect of my job 

VS = I am very satisfied with this aspect of my job 

The scoring system is: 

VS 5 

S 4 



N 3 

DS 2 

VD 1 

The final form of Al-Salem's questionnaire consists of five sections which 

includes seventy-item questions (See Appendix C). 

The first section covered questions 1-17 and was designed to collect 

background information on each respondent and requested responses regarding their 

libraries and job identification, such as the name of the library, gender, nationality, 

marital status, age. educational background, major, type of library, nature of the work, 

number of employees under supervision, size of the library, length of the time the 

librarian worked at the library, length of time worked as a professional in career, level of 

position, armual salary, compensation received, and attendance at professional training 

programs. 

The second section covered 47 job satisfaction questions (Question 18-65). 

These questions were designed to measure feelings about some variant aspect of the 

librarian's present job, such as pay, respect, training, supervision, security, achievement, 

library policies and practices, co-workers, and working conditions. 

The third section pertains to the importance of some aspects of job 

satisfaction. The participants were asked to arrange twelve (12) aspects in order according 

to their importance. For example, giving the number one (1) to the most important aspect 
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in satisfying the respondent and so on until he/she ends with number twelve (12). These 

12 job satisfaction aspects are: 

- The present library policies, regulations and practices 

- The opportunities to perform my job at my best which gives me more self-assurance 

- Salary, bonus, or money reward, and other tangible and/or intangible compensation 

- Promotion system in the library 

- Job security (job settlement, retirement program, and so on) 

- The recognition 1 get from my colleagues for my efforts 

- The recognition I get from my supervisor for my efforts 

- The relationship between me and my colleagues in the library 

- My relationship with the library's users 

- My position's responsibilities and requirements 

- The nature and type of my work 

- The convenience of job location and environment conditions 

The fourth section asks the participants if they have plans to move to another 

library, and what are some of the attractive elements that urge the librarians to consider 

moving. 

The fifth section is about the participant's general suggestions. In this section, 

the participants were asked to fill in the space provided with their suggestions and 

opinions that may help in improving and developing job satisfaction among the librarians 

in Saudi libraries 
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Modification of the Questionnaire 

For the purpose of this study, some modifications to Al-Salem's original 

questionnaire have been made in accordance with the nature and the size of this study's 

population (Appendix B). 

From the first section, which covered questions 1-17 regarding demographic 

data of respondents and information about their libraries, three items (questions) were 

removed (2, 3, and 7) and the fourth item (9) was adjusted. 

- Items 2 (gender), 3 (nationality), and 7 (major) were removed because Al-Salem's 

original questionnaire was designed for a very large population (seven Saudi 

university libraries and their branches), and included many demographic questions. 

This present study's population is very small and does not include females nor 

different nationalities. Because this study includes all employees who work at both 

King Abdulaziz Public Library and Imam University Library, whether they hold 

diplomas in library sciences or those whose work assignments are library specific, 

item 7 (about major) does not belong in this study. 

- Item 9 which pertains to the nature of the employee's work was adjusted as follows. 

The major divisions of positions were included in this study and the sub-divisions 

were removed. For example, A. Administrative, B. Public Service, and D. Technical 

Services are the major divisions of position. 
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Administration of the Questionnaire 

The population of this study includes all employees who work as librarians at 

King Abdulaziz Public Library and Imam University Library, Riyadh, Saudi Arabia, 

regardless of their possession or lack of professional degrees. Those who were not 

actively engaged in the field of librarianship were excluded. 

The first step was to issue a letter fi-om the Committee Chairman to the Saudi 

Cultural attache asking his assistance to carry out the research and collect the data (see 

Appendi.x C). The researcher administered the questionnaires himself. Participation was 

sought by contacting directors and heads of departments of both libraries to solicit their 

permission and cooperation in administering the questiormaire. Heads of departments 

were asked to determine the librarians in their units to insure that all who qualify as 

participants were included in the study. 

On April 30,1999, subjects were contacted and given a letter of invitation to 

participate in the study and a questionnaire for completion (see Appendix E). The letter 

described the study, assured them of anonymity, and that their names and the libraries in 

which they worked would not be linked in any form, publication or report. To maintain 

anonymity, no coding or numbering of questionnaires was done. It was not possible, 

therefore, to identify the individuals who returned the instruments. The respondents were 

asked to return the questionnaire after completion in the large envelope that was provided 

by the researcher. The researcher preferred to contact the study population directly (not by 

postal services) for several reasons; First, due to the inefficiency of the Saudi postal 
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services; second, the convenience of re-distribution of necessary questionnaires and 

follow-up letters was easy and fast; and third, to give the participants the feeling that the 

study was not at the request of the library administration. 

The researcher came to the library almost every day for a few hours to collect 

the data for this study and to answer any questions the participants might have. For more 

data, the researcher conducted personal and telephone interviews with a few random 

employees in the population to leam their opinions about developing and improving job 

satisfaction for Saudi librarian in general. 

Four days later, it was decided to distribute extra copies of the questionnaire 

with a follow-up letter to all individuals in each department who had not responded or 

had misplaced the first copy. The follow-up letter confirmed the anonymity of the 

participants' identities, encouraged them to respond and return their completed 

questiormaires, and explained to them the importance of their cooperation and responses 

for the success of the study. As was expected, some were encouraged to return the 

questionnaires within four days. 

Procedures for the Analysis of the Data 

The variables used in the analysis of this study's data consisted of two sets: 

independent variables (marital status, age, educational background, type of library, nature 

of the work, length of time at present library, length of time working as professional 

librarians, level of position, annual salary, compensation, training program, and job 
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leaving); and dependent variables (satisfaction with supervision, staff development, social 

status, and pay). 

Since Al-Salem's original questionnaire included so many questions for so 

many job satisfaction indicators (dependent variables), for the purposes of this study, the 

researcher reviewed all these questions and indicators and employed factor analysis to 

reduce the number of indicators of satisfaction as well as avoid any redundant questions 

that the original questioimaire included. Factor analysis is a statistical technique that uses 

partial correlation among the replies the researcher received from each person surveyed to 

reduce the number of dependent variables to a manageable set and to eliminate some of 

the redundancies (Kachigan, 1986). 

The raw scores for satisfaction were used to calculate correlations among the 

items. These correlations are Spearman Rho correlations and were used in the factor 

analysis, resulting in factor scores. These correlations estimate the true underlying 

correlations among the true measures of satisfaction. This procedure has the effect of 

taking multinominal ordinal level data and yielding normally distributed interval level 

data. The assumption here is that the ordinal scale measured is an approximation to an 

underlying normally distributed interval scale. The factor analysis procedure employed 

here is just a transformation to achieve this result. This is an inexact procedure and will 

add error to the data. This error is mostly likely random and should add no systematic 

bias to the data. The product is a reduced set of orthogonal variables that are interval and 
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normally distributed; lending themselves nicely to further parametric analyses such as 

ANOVA (Kachigan, 1986). 

A principal component extraction procedure with varimax rotation was used 

in the factor analysis. The factor scores resulting from this procedure were used in 

subsequent analyses. The scores are interval level data and tend to be normally distributed 

since each score is a weighted linear fimction of all the items. A Kolmogorov-Smimov 

test or normality was used to test this assumption and all of the transferred variables were 

not significantly different from a normal distribution except for the first one (p= .023). 

Although the sample size is generally considered to be too small to obtain a generalizable 

result for interpretation, the rotated solution had a factor structure with a reasonable 

interpretation. 

Four factors were extracted and explained 57 percent of the variance. The 

factors are labeled Supervision, Staff development. Social status, and Pay. The 

interpretation is based on the items that loaded most strongly on each factor. They are 

represented in the following table. The 5 highest loading items were taken as 

representitive of each factor. These loadings were all greater than 0.55. 



Table 1. Summary of A Factor Analysis of Self-description 

Factor names and the high-loading items Factor loadings 

Factor I: Supervision 
38 0.79023 
37 0.78384 
36 0.65530 
56 0.65148 
16 0.64224 

0.63696 
Factor II: Staff development 

32 0.75915 
31 0.73559 
33 0.64058 
34 0.63933 
30 0.58803 

Factor III: Social status 
60 0.72728 
52 0.70356 
50 0.65913 
51 0.64195 
61 0.62588 

Factor mi: Pay 0.80858 
49 0.72413 
48 0.71848 
29 0.55979 
28 0.55743 
27 

see appendix C for items' descriptions 

Factor analysis yields four quantitative (continuous variables) measures of job 

satisfaction called factor scores. Instead of 45 ordinal numbers measuring a person's 

satisfaction with his job, there were four numbers for each individual measuring his 

satisfaction with four different aspects of the job. A satisfied person had a positive factor 
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score toward the end of the scale and a non-satisfied person had a negative factor score 

toward the end of the scale. 

Dealing with continuous normal data, the Analysis of Variance (ANOVA) is 

the most powerfiil test in comparison with any nonparametric test that is usually used 

with ordinal data. The resulting quantitative data were analyzed using SAS Statistical 

Package employing ANOVA procedure in a search for significant differences among the 

means of each group within each independent variable (i.e., marital status, age, education, 

type of library, nature of the work, length of time at present library, length of time 

working as a professional librarian, level of position, annual salary, compensation, 

training, and job leaving). The tests were performed for four dependent variables each 

representing a different aspect of job satisfaction. An alpha level of .05 was utilized for 

the test of significance. If a one way ANOVA test indicated that there was a significant 

difference at the .05 level, Tukey Least Significant Difference (LSD), was used to find 

which group of employees are more satisfied than the other. 
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CHAPTER 4 

FINDnsrGS 

This research was conducted with librarians who were employed in King 

Abdulaziz Public Library and Al-Imam Muhammad Ibn Saud Islamic University Library 

in Riyadh, Saudi Arabia. Due to the small size of this population, this investigation 

surveyed all librarians working at these two institutions, except those who were not 

actively engaged in the field of librarianship. 

Studv Population 

The population for this study was the result of the distribution of 105 

questionnaires. The rate of retum was 64%, resulting in 68 completed and useable 

questionnaires for both libraries. Of 55 questionnaires, 32 (58%) were returned fi-om 

Imam University Library. Of 50 questionnaires sent to King Abdulaziz Public Library, 36 

(72%) were returned. Table 2 presents the composition of the study sample with the 

number and percentage of returns. 

Table 2. Composition of Study Population with Number and Percentage of Retum by 
Type (N=105) 

Name of Library Sent Returned Percent 

Al-Imam Muhammad Ibn Saud 
Islamic University Library 55 32 58 

King Abdulaziz Public Library 50 36 72 

Total 105 68 64 
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Data Presentation 

For the purpose of measuring differences in job satisfaction of the librarians at 

King Abdulaziz Public Library and Al-Imam Muhammad Ibn Saud Islamic University 

Library, the following section presents the results of effectiveness of independent 

variables (marital status, age, education, type of library, natiare of work, length of service 

at present librar>', year of professional experience, position level, salary, compensation, 

training, and job leaving) on the four dependent variables (supervision, staff 

development, social status, and pay). Each independent variable is analyzed and 

presented separately. Descriptive data are presented first, then analytical data. 

Marital status 

To measure effectiveness of marital status on the librarians' job satisfaction, two 

categories were used : Single and Married. Table 2 shows the distribution of the study 

population with the number and percentage according to marital status. 

Table 3. Distribution of Study Popu ation According to Marital status ( N = 68 ) 
Marital 
status 

lUL 
Number % 

KAPL 
Number % 

Total 
Number 

Percentage of 
total 

Singles 10 31 5 14 15 22 
Married 22 69 31 86 53 78 
Grand Total 32 100 36 100 68 100 

The null hypothesis is that there is no significant differences in job satisfaction 

between the librarians with regard to the independent variable marital status. 

The one-way analysis of variance shown in Tables 3-a and 3-b revealed no 

statistically significant differences (at .05) of marital status on the dependent variables of 

either Supervision, Staff development. Social status, or Pay. 
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Table 3a.Mean Satisfaction of Marital Status with the Four Dependent Variables 
Marital status N Supervision Staff development Social status Pay 
Singles 15 -0.127 -0.070 -0.334 -0.122 
Married 53 0.036 0.020 0.094 0.034 

Table 3b The relationship between Marital Status and Dependent Variables ANOVA 

Marital Status Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No No 

Age 

Responses to the question "What is the range of your age" are presented in Table 

4 where subjects were categorized according to their age group. 

Table 4. Distribution of Study Population According to Age ( N = 68 ) 
Age lUL KAPL Total Percentage 
Categories Number % Number % Number of total 
Under 36 25 78 24 67 49 72 
36-45 6 19 7 19 13 19 
46 and over 1 3 5 14 6 9 
Grand total 32 100 36 100 68 100 

The null hypothesis is that there is no significant differences in job satisfaction 

between the librarians with regard to the independent variable age. 

Tables 4a and 4b below show that age has no significant effects on either of the 

four dependent variable Supervision, Staff development. Social status, and Pay. These 

results came from the one-way analysis of variance tend to indicate that age is not related 

to respondents' level of satisfaction or dissatisfaction. 

Table 4a. Mean SatisI action of Age wit 1 the Four Dependent Variables 
Age N Supervision Staff development Social status Pay 
Under 35 49 -0.231 0.063 -0.119 0.047 
36-45 13 0.532 -O.IOl 0.348 -0.204 
46 and over 6 0.734 -0.299 0.221 0.058 
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Table 4b. The Relationship between Age and Dependent Variables ANOVA 

Age Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No No 

Education 

To measure differences in job satisfaction between the librarians with regard to 

education levels, participants were asked about the last degrees they had. In Table 5, 

participants were divided into three categories according to their education backgrounds. 

Table 5. Distribution of Study Sample According to Education Background ( N = 68) 
Education ruL KAPL Total Percentage 
levels Number % Number % number of Total 
High school 7 22 6 16 13 19 
Undereraduate 25 78 24 67 49 72 
Graduate 0 0 6 16 6 9 
Grand total 32 100 36 100 68 100 

The null hypothesis is that there is no significant differences in job satisfaction 

between the librarians with regard to the independent variable education. The results 

of the one-way analysis of variance presented in Tables 5a and 5b indicate that there 

were no statistically significant effect of educational background on any of the four 

dependent variables used in this analysis: supervision, staff development, social status, 

and pay. The conclusion is that education background is not related to respondents' 

satisfaction or dissatisfaction with work. 

Table 5a. Mean Satisfaction of Education with the Four Dependent Variables 
Education levels N Supervision Staff development Social status Pay 
High school 13 -0.510 0.146 0.115 0.000 
Undergraduate 49 0.042 -0.006 -0.064 0.012 
Graduate 6 0.757 -0.268 0.274 -0.102 
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Table 5b. The Relationship between Education and Dependent Variables ANQVA 

Education Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No No 

Type of Library 

For the purpose of comparing the degree of job satisfaction between King 

Abdulaziz Public Librarians and Al-Imam Muhammad Ibn Saud Islamic University 

Librarians toward the four dependent variables employed in this study. Table 6 shows 

the distribution of population according to type of library. 

Table 6. Distribution of Study Population According to Librarian ( N = 68 ) 
Librarians Number Percentage 
Public 36 53 
University 32 47 
Grand total 68 100 

The null hypothesis is that there is no significant differences in job satisfaction 

between the librarians with regard to the independent variable type of library. 

The analysis of variance was employed to test the significance of the difference 

in means of the two types of librarians. The results presented in Tables 6a and 6b 

indicate that the type of library had a significant effect on one dependent variable (pay). 

While the effect of the type of library on the other three dependent variables (supervision 

staff development and social status) were not statistically significant at the .05 level, 

although the effect on the variable social status was strong but not significant at the .05 

level. Means of Satisfaction with Pay of the two type of libraries was tested for 

significant differences using the t-test Least Significant Difference (LSD) procedures. 
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The test showed that the significant effect of the type of library on pay was due to 

differences in pay between King Abdulaziz Public Library and Al-Imam Muhammad 

Ibn Saud Islamic University Library. The university librarians are more satisfied than the 

public librarians with regard to pay. 

Type of librarian N Supervision Staff development Social status Pay 
Public 36 0.047 0.251 0.438 -0.109 
University 32 -0.053 -0.283 -0.493 0.122 

Table 6b. The Relations lip between Type of Library and Dependent Variables ANOVA 

Type of librarian Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No Yes 

Nature of Work 

To measure the effectiveness of the variable nature of work on the librarians' job 

satisfaction, three types of work were employed in the study. Table 7 shows the 

distribution of study population according to nature of work. 

Nature of lUL KAPL Total of Percentage of 
work Number % Number % Number total 
Technical 
services 25 79 14 39 39 57 
Public services 3 9 14 39 17 25 
.Administrative 4 12 8 22 12 18 
Grand total 32 100 36 100 68 100 

The null hypothesis is that there is no significant differences in job satisfaction 

between the librarians with regard to the independent variable nature of work. 
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As shown in Tables 7a and 7b the results revealed that the nature of the work had 

no statistically significant effect at the .05 level on any of the four dependent variables 

(supervision, staff development, social status, and pay). 

Table 7a. Mean Satisfaction of Nature o Work with the Four Dependent Variables 
Nature of work N Supervision Staff development Social status Pav 
Technical services 39 -0.113 -0.067 -0.225 -0.045 
Public services 17 0.043 -0.112 0.291 0.126 

Administrative 12 0.307 0.378 0.318 -0.029 

Table 7b. The Relationship between Nature of Work and Dependent Variables ANOVA 

Nature of Work Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No No 

Length of Service at the Present Library 

Respondents to the question "How long have you been working at the present library" 

were categorized into three groups as it shows in Table 8. 

Table 8. Distribution of Study Population According to Length of Service at the Present 
-ibrary ( N = 68 ) 
Length categories lUL 

Number % 
KAPL 

Number % 
Total 

Number 
Percentage 

of total 
5 vears or less 16 50 14 39 30 44 
6 - 1 0  y e a r s  1 3 12 33 13 19 
11 or more years 15 47 10 28 25 37 
Grand total 32 100 36 100 68 100 

The null hypothesis is that there is no significant differences in job satisfaction between 

the hbrarians with regard to the independent variable length of service at present library. 

The one-way analysis of variance results shown in Table 8a and 8b did not reveal any 

statistically significant effects at the .05 confidence level on any of the four dependent variables 

{supervision, staff development, social status, and pay) due to the independent variable of length 

of service at the present library. 
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Table 8a. Mean Satisfaction of Length of Service at Present Library with the Four Dependent 
Variables 

Length 
categories 

Supervision Staff development Social status Pay 

5 years or less -0.341 -0.108 0.013 0.098 
6 - 1 0  y e a r s  0.339 0.497 0.396 0.095 
11 or more years 0.232 -0.128 -0.222 -0.167 

Table 8b. The Relationship between Length of Service at Present Library and Dependent 
Variables ANOVA 

Length of service 
at present library 

Su{>ervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No No 

Years of Professional Experience 

To determine any significant difference in job satisfaction between the librarians 

with regard to year of professional experience, Table 9 presents the response to the 

question "How long have you worked as a professional librarian in your career in total" 

divided into three classes. 

Table 9. Distribution of Population According to Years of Professional Experience in 
Career ( N = 68 ) 

Years of professional 
experience 

ILX 
Number % 

KAPL 
Number % 

Total Number Percentage 
of total 

5 years or less 15 47 13 36 28 41 
6 - 1 0  2 6 9 25 11 16 

11 - 15 12 37 7 19 19 28 
16 or more 3 9 7 19 10 15 
Grand total 32 100 36 100 68 100 

The null hypothesis is that there is no significant differences in job satisfaction 

between the librarians with regard to the independent variable years of professional 

experience in career. 
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As shown in Tables 9a and 9b, none of the four dependent variables (supervision, 

staff development, social status, and pay) used in ANOVA were significantly affected by 

the independent variable of the years of professional experience. 

Table 9a. Mean Satisfaction of Years of Professional Experience with the Four 
Dependent Variables 

Years in 
profession 

N Supervision Staff development Social status Pay 

5 vears or less 28 -0.338 -0.034 -0.003 0.225 
6 - 1 0  11 -0.182 0.711 0.351 -0.170 

1 1 - 1 5  19 0.229 0.159 0.375 0.282 
16 or more 10 0.712 0.384 0.336 0.094 

Table 9b. The Relationship between Years of Professional Experience and Dependent 
Variables ANOVA 

Years in Profession Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No No 

Position Level 

For the purpose of measuring differences in job satisfaction between the 

librarians due to position level, respondents to the question "What is the level of your 

position" were presented in Table 10 where they are divided into three classes of 

employment. 

Table 10. Distribution of Study Population According to Position Level ( N = 68) 
Position levels lUL 

Number % 
K.\PL 

Number % 
Total of 
number 

Percentage 
of total 

E.xecurive 
employment 17 53 11 31 28 41 
-Middle 
employment 14 44 25 69 39 58 
Higher 
employment 1 3 0 0 1 1 

Grand total 32 100 36 100 68 100 
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The null hypothesis is that there is no significant differences in job satisfaction 

bet\veen the librarians with regard to the independent variable position level. 

The one way analysis of variance was used to test the significance of the 

differences in means of the data shown in Tables 10a and 10b. The results are also 

presented in these tables and revealed that the position level did not have any significant 

effect at the .05 confidence level on any of the four dependent variables that the 

researcher used in this study: supervision, staff development, social status, and pay. 

Position levels N Supervision Staff development Social status Pay 
Executive employment 28 -0.339 -0.065 -0.021 -0.048 
Middle employment 39 0.202 0.058 0.008 0.029 
Higher employment I 1.606 -0.460 0.272 0.210 

Table 10b. The Relationship between Position Level and Dependent Variables ANQVA 

Position Level Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No No 

Annual Salary 

To determine if there is any effect of the variable annual salary on librarians' job 

satisfaction. Table 11 shows that three categories of annual salary range were established 

for responses to the question "What is the range of your annual salary for your present 

librarv". 

Table 11. Distribution of Study Population According to Armual Salary by U.S. Dollar 
( N = 68 ) 

Annual Income ruL IC\PL Total Percentage of 
Range Number % Number % Number total 

9600 or under 8 25 12 33 20 29 
9601 - 19200 14 44 19 53 33 49 
19201 or over 10 31 5 14 15 22 
Grand total 32 100 36 100 68 100 
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The null hypothesis is that there is no significant differences in job satisfaction 

between the librarians with regard to the independent variable annual salary by U.S. 

dollar. 

The results of ANOVA shown in Tables 1 la and I lb revealed that salary had a 

significant effect on two dependent variables: supervision and staff development. 

However, the results also indicate that ±ere were no statistically significant main effect 

of salary on the other two dependent variables: social status and pay. These results tend 

to indicate that the perceptions of respondents varied by annual salary range. The t-test 

(LSD) revealed that those respondents who fall in the 59601-19,200 Armual Salary 

Range were the most satisfied group about the variable supervision. The t-test also 

indicated that librarians who fall in the same Annual Salary Range (59601-19,200) are 

the most satisfied group about the dependent variable Staff Development. 

Table 1 la. Mean Satis 'action of Annual Sa ary with ±e Four Dependent Variables 
Annual Salary Range N Supervision Staff development Social status Pay 
9600 or under 20 -0.120 -0.343 0.291 -0.431 
9601 - 19200 33 0.108 0.312 -0.054 0.211 
19201 or over 15 -0.077 -0.227 -0.268 0.108 

Table 1 lb. The Relationship between Annual Salary and Dependent Variables ANOVA 

Annual Salary Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

Yes Yes No No 

Compensation 

To measure librarians' level of satisfaction with compensation opportunities, in 

Table 12 respondents were categorized into two groups. The first group contained all 
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librarians who received any tangible compensation. The second group included all 

librarians who did not receive any tangible compensation. 

Table 12. Distribution of Study Population According to Compensation Received 
(N = 68 ) 

Compensation 
received 

lUL 
Number % 

KAPL 
Number % 

Total 
Number 

Percentage 
of total 

Yes 18 56 29 81 47 69 
No 14 44 7 19 21 31 

Grand Total 32 100 36 100 68 100 

The null hypothesis is that there is no significant differences in job satisfaction 

between the librarians with regard to the independent variable compensation. 

The data presented in Tables 12a and 12b showed that the variable compensation 

had no significant effect at the .05 confidence level on any of the four dependent 

variables (supervision, staff development, social status, and pay.) 

Compensation 
received 

N Supervision Staff development Social status Pay 

Yes 47 0.144 0.091 0.129 0.065 
No 21 -0.322 -0.204 -0.289 -0.147 

Table 12b. The Relations lip between Compensation and Dependent Variab 

Compensation Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No No 

es ANOVA 

Training 

Participants in this study were asked if they had opportunities to attend 

professional in-service training programs and/or the chance to attend lectures or classes 

related to the nature of the work they do. The respondents were divided into two groups. 

The first group contained all those who answered yes (they attended). The second group 
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contained all those who answer no (they did not attend). As shown in Table 13, the 

respondents were distributed equally between the two groups. 

Table 13. Distribution of Study Population According to Training Received 
(N = 68 ) 

Training 
received 

ruL 
Number % 

KAPL 
Number % 

Total 
•umber 

Percentage 
of total 

Yes 15 47 19 53 34 50 
No 17 53 17 47 34 50 
Grand Total 32 100 36 100 68 100 

The null hypothesis is that there is no significant differences in job satisfaction 

between the librarians with regard to the independent variable training. 

As shown in Tables 13a and 13b, the effect of training on the four dependent 

variables (supervision, staff development, social status and pay) was not significant at 

the .05 level. 

Table 13a. Mean Satisfaction of Training with the Four Dependent Variables 
Training received N Supervision Staff development Social status Pay 

Yes 19 0.246 0.099 0.084 -0.041 
No 17 -0.246 -0.099 -0.084 0.041 

Table 13b. The Relationship between Training and Depend ent Variables ANOVA 

Training Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No No 

Job Leaving 

Job leaving is an independent variable that might be an indication of job 

satisfaction or dissatisfaction. As Table 14 shows, respondents were categorized into two 

groups where they were asked if they had plans to leave for another job. They also were 

asked to mention and justify why they would leave for another job. 
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Table 14. Distribution of Study Popu ation According to Job -eaving ( N = 68 ) 
Plans to leave 
The Job 

[UL 
Number % 

K.\PL 
Number % 

Total 
Number 

Percentage 
of Total 

Yes 18 56 5 14 23 34 
No 14 44 31 86 45 66 
Grand Total 32 100 36 100 68 100 

The null hypothesis is that there is no significant differences in job satisfaction 

between the librarians with regard to the independent variable job leaving. 

Tables 14a and 14b show that job leave had no statistically significance at the .05 

level on the dependent variable of supervision, staff development and social status. But 

there was a significant effect on the dependent variables pay due to the independent 

variable job leave. This is a significant effect because of the differences between the two 

groups (those who had plans to leave for another job, and the group who did not have 

plans to leave) in their satisfaction about the dependent variable pay. As it was revealed 

by the t-test (LSD), the respondents who had no plans to leave their job were more 

satisfied about the pay than those who had plans to leave their job. 

Plans to leave N Supervision Staff development Social status Pay 
Yes 23 -0.063 -0.480 -0.312 -0.267 
No 45 0.032 0.245 0.159 0.136 

Table 14b. The Relationship between. ob Leaving and Dependent Variables ANOVA 

Job leaving Supervision Staff development Social status Pay 

Significant difference 
at the .05 level 

No No No Yes 

Some of the most important attractive elements (or reasons) that tempt librarians 

to move to another library, as they were mentioned by the librarians who had plans to 

leave their present job to go to another: 
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1. To live in the same area as their family lives in. 

2. Seeking better pay. 

3. To be work under better management. 

4. To find a places that offers better opportunities for training and staff development 

5. To work at a place that fits my specialization. 

6. The nature of the work I perform at my present library is not respected. 

7. At the present library, there is no cooperation between supervisors and employees. 

8. No compensation or benefits at the present place. 

9. No recognition for what we do (by managers) at this library. 

10. No overtime. 

1 1 .  F o r  h e a l t h  p u r p o s e s  s u c h  a s  a l l e r g i e s  f r o m  d u s t .  

12. Not enough technology to ease the workload 

13. The absence of good policies. 

The Most Important Satisfaction Aspects 

The participants were asked to rate their satisfaction aspects on a scale of 1 to 12 

in which 1 was the most important and 12 was the least important factor. The mean for 

the answers was obtained and the lower of the mean was the most important factor to the 

participants. Results are shown in Table 15 on page 110. 

As shown in Table 15, the most important satisfaction aspects as ranked from I 

to 12 are listed below: 

1. Recognition I get from my supervisor for my efforts. 

2. The relationship between me and my colleagues 

3. Library policies, regulations and practices 



116 

4. Salary, bonus, or money reward (compensation) 

5. The nature and type of my work 

6. The opportunities to perform the job at best 

7. Promotion system in the library 

8. Recognition I get from my colleagues for my efforts 

9. My position's responsibilities and requirements 

10. Job security (job settlement, retirement program) 

11. Job location convenience and environment conditions 

12. The relationship with the library's users. 

Table 15. The Importance of the 12 Satisfaction Aspects As They Appeared to the 
Participants 

Satisfaction Aspects Number Mean Standard 
Deviation 

Library policies, regulatiotis and practices 68 5.823 3.455 

The opportunities to perform the job at best 68 6.573 3.279 

Salary, bonus, or money reward (compensation) 68 5.897 4.030 

Promotion system in the library 68 6.602 3.978 

Job security Oob settlement, retirement program) 68 7.279 3.345 

Recognition I get from my colleagues for my efforts 68 6.955 3.029 

Recognition I get from my supervisor for my efTorts 68 4.941 3.031 

The relationship between me and my colleagues 68 5.823 2.875 

The relationship with the library's users 68 7.617 2.764 

My position's responsibilities and requirements 68 6.676 3.257 

The nature and type of my work 68 6.088 3.212 

Job location convenience and environment conditions 68 7.397 4.070 

Summary of Analysis of Variance (ANOVA> 

Table 16 presents a summary of the effectiveness of each independent variable on 
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the four job satisfaction indicators (dependent variables). 

Table 16. Summary of Analysis of Variance ANQVA 

Sources Suoervision 

MS' for effect 

Staff Develooment 

MS for effect 

Social Status 

MS for Effect 

Pav 

MS for Effect 

Marital status 0.55 0.26 0.49 0.20 

Age 0.04 0.33 0.95 2.21 

Education 0.23 0.27 0.04 0.90 

Type of Library 0.80 L75 3-04 6.47* 

Nature of Work 2.21 1.01 0.25 1.04 

Length of service at present library 0.57 0.62 0.03 0.20 

Year of Professional Experience 0.76 1.04 0.64 1.27 

Position Level 0.66 0.28 0.01 2.22 

Salary 3.08* 3.21* 0.67 1.01 

Compensation 0.73 0.19 0.66 0.02 

Training 0.65 0.02 0.61 0.21 

Job Leaving 0.20 2.71 0.24 6.91' 

'Mean Square 

•Ps .05 
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CHAPTER 5 

SUMMARY, MAJOR FINDINGS, 

CONCLUSION, AND RECOMMENDATIONS 

This chapter present a summary of the problem, purpose, hypotheses, questions, 

and procedures of the study. The major findings as they pertain to the research questions 

are discussed and recommendations are provided. 

Summary 

The problem addressed in this study was the determination of the relative 

differences in job satisfaction of the librarians who were employed at two different library 

settings: King Abdulaziz Public Library and Al-Imam Muhammad Ibn Saud Islamic 

University Library in Riyadh, Saudi Arabia. 

The purpose of this study was to determine if there was differences in perception 

of job satisfaction between the libraries. Other purposes of this study were; 

1. To determine if the differences are a factor of the variables that related to the 

librarians' personal situations, such as marital status, age, education, type of library, 

nature of work, length of years working at the present library, length of years working 

as a professional, position level, salary, compensation received, training, and intention 

of job leaving. 

2. To determine the degree of job satisfaction related to factors that influence the 
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environment of the work at these libraries, such as supervision, staff development, 

social status, and pay. 

The study hypothesized that there is no statistically significant difference in job 

satisfaction among the librarians at FCing Abdulaziz Public Library and Al-Imam 

Muhammad Ibn Saud Islamic University Library because of selected independent 

variables. 

The major research questions that the study attempted to answer are 

1. Are there any differences in the degree of job satisfaction among the librarians who 

work at King Abdulaziz Public Library and Al-Imam Muhammad Ibn Saud Islamic 

University Library and what is the status of the librarians of these libraries in terms of 

their age, level of position, and other independent variables ? 

2. What is the degree of librarians' satisfaction in these libraries in variables that are 

directly related to their jobs, such as social status, staff development, supervision, and 

pay? 

3. Do the librarians at King Abdulaziz Public Library and Al-Imam Muhammad Ibn 

Saud Islamic University Library have any intention or plans to leave their library for 

another job, or to leave the profession of librarianship? If yes, why would they do so? 

What is/are the most attractive advantages that lead librarians to leave their libraries 

and accept another position? 

To measure the differences in job satisfaction among librarians in both libraries 

(King Abdulaziz Public Library and Al-Imam Muhammad Ibn Saud Islamic University 
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Library), the study utilized a survey method. From several well refined questionnaires 

available in measuring job satisfaction in the area of the behavioral sciences,. Al-Salem's 

questionnaire was chosen as the most desirable one to be adopted for this study, 

panicularly in the conte.xt of Saudi libraries. The population of this study consisted of all 

employees who worked as librarians at King Abdulaziz Public Library and Al-Imam 

Muhammad Ibn Saud Islamic University Library, Riyadh, Saudi Arabia, regardless of 

their possession or lack of professional degree. Those who were not actively engaged in 

the field of librarianship were excluded. The number of the population for this study v/as 

sixty-eight participants, 36 (57%) fi-om King Abdulaziz Public Library, and 32 (47%) 

fi-om Al-Imam Muhammad Ibn Saud Islamic University Library. 

Two sets of variables were employed in the analysis of this study's data: 

independent variables consisted of marital status, age, educational background, type of 

library, nature of the work, length of time at present library, length of time working as 

professional librarians, level of position, annual salary, compensation, training program, 

and job leaving. The dependent variables consisted of supervision, staff development, 

social status, and pay. 

The data obtained from the participants were examined and analyzed by using the 

SAS program to run the one-way analysis of variance (ANOVA) technique. If the one

way .\NOVA test revealed a significant difference at the .05 level, the t-test was used to 

find the differences in the satisfaction of the various group of employees. 
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Major Findings 

The major findings of this study are the following: 

1. It was found that the majority 53 (77%) of the participants in this study were married, 

while 15 (22.05%) respondents were singles. There was no statistically significant 

difference in job satisfaction among the librarians at King Abdulaziz Public Library 

and Al-Imam University Library due to the variable marital status. 

2. Most of the study population 49 (72%) were 35 or under; 13 (19%) participants were 

between the age 36 -45. 6 (8%) participants were 46 or older. No statistically 

significant difference of satisfaction in the librarians at both libraries was found with 

regard to employees' age. 

3. Forty nine (72%) of the participants held undergraduate diplomas; 13 (19%) had high 

school; 6 (8%) participants had graduate diplomas, either an M.A. or a Ph.D. There 

was no statistically significant effect of educational background on any of the four 

dependent variables of satisfaction. 

4. The study consisted of 68 participants. Thirty six (52%) were public librarians firom 

King Abdulaziz Public Library; 32 (47%) were university librarians fi-om Al-Imam 

Muhammad Ibn Saud Islamic University Library. It was found that type oflibrary had 

a significant effect on one dependent variable (pay) in which the university librarians 

are more satisfied than the public librarians, while the results showed that the type of 

library did not have any significant effect on the other three dependent variables 

(supervision, staff development, and social status). 



5. Thirty nine (57%) of the respondents (N = 68) worked in the Technical Services 

Department; 17 (25%) worked in the Public Services Department; and 12 (17%) 

worked in the Administration Department. The natiire of work had no statistically 

significant effect at the .05 level on any of the four dependent variables. 

6. Thirty (44%) respondents (N=68) worked five or less years at their present libraries; 

25 (36%) worked at their present libraries for eleven or more years; and 13 (19%) 

worked for between six and ten years at their present libraries. The findings revealed 

that there was no statistically significant difference in the means of librarians' 

satisfaction with regard to length of service at the present library. 

7. .A. small number of the respondents had extensive professional e.xperience: 10 (14%) 

respondents (N=68) had experience of over 16 years; 28 (41%) had experiences of 5 

years or less. Eleven (16%) had between 6-10 years of professional experience. The 

years of professional experience did not have any significant effect at .05 level on any 

of the four satisfaction variables. 

8. Thirty nine (57%) respondents (N=68) were in middle employment; 1(1%) was in 

higher employment; 28 (41%) were in executive employment. The results revealed 

that there were no statistically significant differences in the means of librarians' 

satisfaction with regard to position level. 

9. Thirty three (48%) (N=68) earned between US S9,601 - US SI9,200 as annual salary; 

20 (29%) earned an annual salary of US S9,600 or under, 15 (22%) earned US 

SI9,201 or over. Salary had a significant effect on two dependent variables: 
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superv ision and staff development, indicating that satisfaction of respondents is 

varied by annual salary range. Results of the t-test indicated that those respondents 

who fell in the S 9,601 - 19,200 annual salary range were the most satisfied group 

about the variables of supervision and staff development. However, the results did not 

indicate any statistically significant effect at .05 level of salary on the other two 

dependent variables of social status and pay. 

10. Forty seven (69%) participants (N=68) revealed receiving compensation, while 21 

(30%) did not receive any compensation. The results showed that there were no 

statistically significant difference in the means of librarians' satisfaction with regard 

to the variable compensation. 

1 1 .  T h e  s a m p l e  w a s  d i s t r i b u t e d  e q u a l l y  b e t w e e n  t w o  g r o u p s  r e g a r d i n g  t h e  t r a i n i n g  

program. Thirty four (50%) respondents had attended professional in-service training 

programs and /or attended lectures or classes related to the nature of work they do, 

while the other 34 (50%) did not attend. No significant difference at .05 level was 

found in the means between librarians' satisfaction due to training. 

12. Forty five (66%) respondents (N=68) did not have plans to leave their present job 

for another while 23 (33%) had plans to leave their present job for another. The 

findings indicated that job leave had no statistical significance at .05 level on the 

dependent variables of supervision, staff development, and social status. But the 

effect of job leave was statistically significant for pay. Using the t-test, it was found 
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by that the respondents who had no plans to leave their job were more satisfied with 

the pay than those who had plans to leave their jobs. 

13. The participants rated their satisfaction aspects as follows (on a scale of 1 - 12, 1 

was the most important and 12 was the least important aspects): 

1. Recognition I get from my supervisor for my effort 

2. The relationship between me and my colleagues 

3. Library policies, regulations and practices 

4. Salary, bonus, or money reward (compensation) 

5. The nature and type of my work 

6.The opportunities to perform the job at best 

7. Promotion system in the library 

8. Recognition I get from my colleagues for my efforts 

9. My position's responsibilities and requirements 

10. Job security (job settlement, retirement program) 

1 1 .  J o b  l o c a t i o n ,  c o n v e n i e n c e  a n d  e n v i r o n m e n t  c o n d i t i o n s  

12. The relationship with the library's users. 

Sources Null Hypotheses Satisfaction Indicators Results 

-Marital status ^rtwncd ~ ^ Supervision 
Staff Development 
Social status 
Pay 

Not Sig 
Not Sig 
Not Sig 
Not Sig 

.A.ge ^o- <under J6 ~ *>(>-45 ~ 
= a 

Supervision 
Staff Development 
Social status 
Pay 

Not Sig 
Not Sig 
Not Sig 
Not Sig 
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Education ^o- ^high ichiXil 
unOergnkiiuie '^graduate 

0 

Supervision 
Staff Development 
Social status 
Pay 

Not Sig 
Not Sig 
Not Sig 
Not Sig 

Type of library ^o' '^public ^uiuvcrsiiy 
3 

Supervision 
Staff Development 
Social status 
Pay 

Not Sig 
Not Sig 
Not Sig 
Sig 

Nature of work ^o- '^ictiwical KTv-ica 
^public SCOKCS 
^admrnmrmve ® 

Supervision 
Staff Development 
Social status 
Pay 

Not Sig 
Not Sig 
Not Sig 
Not Sig 

Length of service 
at present library 

^o" ^Sjcancrleis 

wan ^ 11 or more >ean ^ 
Supervision 
Staff Development 
Social status 
Pay 

Not Sig 
Not Sig 
Not Sig 
Not Sig 

Year of 
professional 
experience 

^o- ^5 ion ~ *S-IO ~ 

11 or more >can ® 
Supervision 
Staff Development 
Social status 
Pay 

Not Sig 
Not Sig 
Not Sig 
Not Sig 

Position level ^o* ^cxccuii^c arploymcnt 

^mddle enployTnent " ̂ higher 

enpiojTncat ® 

Supervision 
Staff Development 
Social status 
Pay 

Not Sig 
Not Sig 
Not Sig 
Not Sig 

Annual salary ^o* ^t'SS9,600 or under 

^L*S59.60I.19^00 ~ ^LS 

$19^01 or over ~ ® 

Supervision 
Staff Development 
Social status 
Pay 

Sig 
Sig 

Not Sig 
Not Sig 

Compensation H  " X  —  X  **o* rtectvtsomt "^recen* 

none ~ ® 

Supervision 
Staff Development 
Social stams 
Pay 

Not Sig 
Not Sig 
Not Sig 
Not Sig 

Training ^o* ^training rccei\CTl '*no 

tmnmg received ^ 

Supervision 
Staff Development 
Social status 
Pay 

Not Sig 
Not Sig 
Not Sig 
Not Sig 

Job leaving ^3* "^pljnf ;o leave ^no 

plans to leave ® 

Supervision 
Staff Development 
Social status 
Pay 

Not Sig 
Not Sig 
Not Sig 
Sig 
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Conclusions 

Based on the findings of this study, the following conclusions may be drawn: 

Nine of the characteristics of individual librarians were not linked to librarians' job 

satisfaction. These were librarians' marital status, age, education, nature of work, length 

of service at present library, years of professional experience, position level, 

compensation, and training. With regard to the variables of age, nature of work, and 

position level, this finding was in accord with the general findings of the job satisfaction 

literature. However, they could reasonably be expected to predict job satisfaction. 

Although the results of these variables were not a significant finding of this research, the 

differences were very strong and it can be concluded that there is a need for fiirther 

research. 

Among the twelve independent variables that were involved in this study, only 

three had statistically significant effects. These were type of library, annual salary, and 

job leaving. Regarding the variable type of library, the university librarians were more 

satisfied than the public librarians with regard to pay. It is interesting to note that the 

research study about job satisfaction of Saudi university librarians was undertaken by Al-

Salem (1997) revealed that there was no statistical significance in job satisfaction among 

the Saudi university librarians due to annual salary. Although it was expected that the 

higher the annual salary of the individual librarian, the higher his level of job satisfaction, 

this does not seem to be the case in this present study, because librarians who fall in the 

middle annual salary range (US S9,601 - 19,200) were more satisfied than the other two 
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annual salary ranges. With regard to job leaving, it was found that this variable had a 

significant effect on the dependent variable pay. This significance was because the 

respondents who had no plans to leave their jobs were more satisfied about pay than those 

who had plans to leave their jobs. The result is a logical one that those who want to stay 

in their jobs and had no plans to leave are more satisfied than those who had plans to 

leave. From this finding, it can be concluded that the percentage of librarians who had 

plans to leave is not small (33%). This suggests that the principle people at both libraries 

should reconsider the status and needs of their employees. Al-Salem's study on librarians 

of Saudi university libraries also found a significant effect on librarians' job satisfaction 

due to job leaving. 

Finally, since the relative differences in job satisfaction of the librarians who were 

employed at King Abdulaziz Public Library and Al-Imam Muhammad Ibn Saud Islami 

University Library were determined in this study and it was disclosed that while the 

variables Type of library. Annual Salary, and Job Leaving had a significant effect on 

librarians' job satisfaction, the others did not. It can be concluded that there is a need for 

more research into librarians; job satisfaction in these two libraries in particular and in 

Saudi .Arabian libraries in general. This study is a step in determining the problems of job 

satisfaction between Saudi librarians fi-om different perspectives to develop 

comprehensive scientific solutions. Therefore, the study of this topic in the future is 

strongly needed and recommended. 
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Recommendations 

Although the purpose of this study was to find a correlation between the two sets 

of independent and dependent variables, causation was not studied here. From readings of 

the literature on the topic, especially the situation in Saudi Arabia, and in light of the 

suggestions of the study's participants, the following recommendations can be drawn for 

present conditions and for fliture research. First, the employees' salaries in both libraries 

should be raised to provide a better balance with Saudi living expenses. Second, more 

opportunities for training and staff development should be considered. Third, in general, 

there needs to be more cooperation beD-veen supervisors and employees. Fourth, libraries 

need more involvement in new technology to ease the work performance. 

Research Recommendations for Future Studies 

Based on the findings and the conclusions of this study, and based on the fact that 

study of job satisfaction in Saudi librarians is considered new and strongly needed, 

individuals wishing to continue job satisfaction research among librarians in Saudi Arabia 

should undertake the following possibilities for future research: 

1. The effect of job satisfaction on the role performance of Saudi university and/or 

public librarians should be studied. A substantial general literature concerning the 

relationship between job satisfaction and productivity and role performance exists, 

but in Saudi libraries no such research has been carried out. 

2. The scope of this study should be enlarged to involve other types of librarians, such as 

special, government, and school librarians. Including different types of librarians in a 
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study of predictors of job satisfaction would permit a comparative assessment of job 

satisfaction among Saudi librarians. 

3. A comprehensive research study should be conducted that includes all public libraries 

in Saudi Arabia such as the one completed by Al-Salem which included all university 

libraries in Saudi Arabia. Then a comparison of job satisfaction between these two 

types of libraries can be drawn. 

4. It would be preferable to study the differences in job satisfaction between library 

managers and non-supervisory librarians. 

5. Some other important characteristics of individual librarians, such as self-esteem, job 

involvement, level of achievement motivation, and anxiety, that this present study did 

not include, should be examined as causes of job satisfaction among university and/'or 

public librarians. 

6. A nationwide study of the relationship between job leaving (or turnout) and job 

satisfaction of Saudi librarians. That would help to know why librarians move from 

one library to another, or why librarians in Saudi Arabia leave their profession as 

librarians for another profession. 

7. It is recommended in Saudi Arabia to study and focus on two departments (with one 

or more libraries) such as Public Services and Technical Services to closely 

investigate differences on job satisfaction between these two groups of librarians. 
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APPENDIX A 

ABSTRACTS OF QUESTIONNAIRES USED 

Job Descriptive Index (JDI) 

This questionnaire was developed by Smith, Kendall and Hulin (1969) The JDI 

consists of 70-item questions (19 adjectives in the work category, 7 in the pay, 18 in the 

supervision, 17 in the co-workers, and 9 in the promotion category) which measure 

satisfaction over five areas of job (work itself, supervision, pay, co-workers, and 

opportunities for promotion on the job). In this JDI, each respondent is asked to indicate 

the applicability of a short statement with an adjective describing a particular aspect of 

his or her job. The subjects are asked to mark "y" if it applies to their jobs, "n" if it does 

not, and "?" if they cannot decide applicability of the item to their job. The scoring of the 

JDI was developed by its authors. Those items that agreed with the key were given 3 

points; those items that did not agree were given no points; question marks received 1 

point. 

Job Satisfaction Survey (JSS) 

The JSS was developed by Paul E. Spector (1985) and is composed of 36 items, 

each an evaluative statement about the job. Agreement with a statement indicates either a 

positive or a negative attitude about the job because half the items are worded positively 

(i.e., "I feel I am being paid a fair amount for the work I do"), and half are worded 

negatively ("Raises are too few and far between"). 
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The 36 items test attitudes toward nine different aspects of work. These aspects, 

which Spector calls job dimensions, cover benefits, communications, contingent 

rewards, coworkers, operational procedures, pay, promotions, supervision, and work. 

These nine job dimensions are broken down into nine subscales. Each subscale is 

composed of four items, two worded positively, two negatively. 

Each item is measured on a Likert rating scale with six agree-disagree response 

choices. The JSS provides a quantised assessment of nine identified job dimensions, 

thus, permitting the investigation of those aspects of a job a worker finds either satisfying 

or dissatisfying. The JSS also provides an overall satisfaction score. 

Need Satisfaction Questionnaire (NSQ) 

This questionnaire was developed by Lyman W. Porter and Edward E. Lawler 

(1968). The NSQ questionnaire consists of 13 items and "the key feature of the design of 

the 13 items was to try to tap types of needs that would be relevant to Maslow's theory 

concerning the relative prepotency of different needs" (Potter, 1968, p. 131). The items 

related to security, social esteem, autonomy and self-actualization needs. Subjects are 

asked to make three ratings for each item. 

(A) How much of the characteristic is there now connected with your management 

positions. 

(B) How much of the characteristic do you think should be connected with your 

management position? 

(C) How important is this position characteristic to you? 
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Each rating is made on a 7-point scale (from 1 through 7) with high values 

representing high or maximum amounts. The score of individual's satisfaction is 

calculated by subtracting the score on response. Subjects are asked to circle the number 

on the scale that represents the low or minimum amounts, and high numbers represent 

high or maximum amounts. If subjects feel that there is "very little" or "none" of the 

characteristic presented associated with the position, they would circle numeral 1. If they 

feel there is "just a little," they would circle numeral 2, and so on. If they feel there is a 

"great deal but not a maximum amount," they would circle numeral 6. One number only 

should be circled for each scale. 

Minnesota Satisfaction Questionnaire (MSQ) 

This questionnaire was designed by Weiss, David J. et al., (1967) sponsored by 

the Industrial Relations Center of the University of Minnesota in the Untied States. The 

MSQ has two different forms: the short-form and the long form. The short-form MSQ is 

made up of 20 questions which measure 21 aspects of dimensions of job satisfaction-

activity, independence, variety, social status, supervision-human relations, supervision, 

technical, moral values, security, social service, authority, ability utilization, library or 

institutional policies, compensation, advancement, responsibility, creativity, co-workers, 

recognition, achievement, working conditions and general satisfacuon. The MSQ long-

form measures one-hundred dimensions of job satisfaction. Each item in MSQ is 

measured on a scale from 1 to 5. Respondents are asked to indicate their feelings about a 

statement pertaining to that dimension - i.e.. whether they "strongly agree," "agree," "are 
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undecided," "disagree," or strong disagree" with the statement. The scoring system of 

MSQ is: Very Satisfied....5; Satisfied....4; Don't Know....3; Dissatisfied....2; Very 

Dissatisfied....!. 

Satisfaction Scale 

This questionnaire was developed by Jerald Hage and Michael Aiken (1967). The 

questionnaire was designed on the four questions that follow: 

(1) How satisfied are you with your present job when you compare it with similar 

positions in other departments or other libraries? 

(2) How satisfied are you with the progress you are making toward the goals that you 

have set for yourself in your present position? 

(3) How satisfied are you with your present job when you consider the expectations 

you had when you took the job? 

(4) How satisfied are you with your present job in light of your career expectations? 

"The index measures satisfaction in the context of the work itself. The questions 

forming the index address the respondent's attitudes toward his or her present job. 

Perceived progress toward work-related goals, as well as the comparison of the current 

job and the expectations about the job and about the career" (Lunch and Verdin, 1983, p. 

437). 
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Minnesota Importance Questionnaire (MIQ) (Evan G. Gay, 1971). 

Minnesota Job Description Questionnaire (MJDQ) (Fred H. Borgen, 1968). 

These two questionnaires were also sponsored by the Industrial Relations Center, 

University of Minnesota. The MIQ was designed to measure the vocational need of 

librarians, the MJDQ was designed to measure a librarian's perceptions of the 

characteristics of his or her job environment. Basically both instruments measure the 

same job-related dimensions They are as follows: ability utilization (AU), achievement 

(Ach), activity (Act), advancement (Adv), authority (Au), company policies and practices 

(CPP), compensation (Com), co-workers (Cow), creativity (Cre), independence (Ind), 

moral values (MV), recognition (Rec), responsibility (Res), security (sec), social service 

(SSe), social status (SSt), supervision-human relations (SHR), supervision-technical 

competence (ST), variety (Var), and working conditions (WC). Yet, the MIQ measures 

the importance of each dimension to an employee, the MJDQ measures the degree to 

which an employee perceives that dimension to be present in his job environment. In 

addition, the MJDQ measures the dimension of autonomy on the job (Aut). In fact, these 

two instruments have been used extensively in vocational research (D'Elia, 1979). 
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Memo 

To: Abdulwahab M. Abalkhaii 
University of Arizona 
School of Information Resources and 
Library Sciences 
Tucson, Az 85721 

From: Salem Al-Salem, Ph.D. 
Al imam University 
Riyadh, Saudi Arabia 

Re: Permission to use my survey questionnaire 

Date: 5/10/99 

You have my permission to use my questionnaire in you study on 
job satisfaction at King Abdulaziz Public Library and Al-lmam University. 

Salem Al-Salem, Ph.D. 
Al Imam University 
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AL-SALEM/ABALKHADL QUESTIONNAIRES 

AJ-Saicm QucauooMus Ah..ifcfc.a f^miinnwairi 

Plaaac writ* tout uawcr or ebaek ooly oo* itta 
tppropnau va you for Mcb y>wioo baJow: 

Plaaaa vriu your aiiaa «i or ebaek ooiy ooa ilam 
•pprapriaia lo you be each yinn batow: 

Fmu Gcaanl iafocmuioo Hm: Gaacial ialeniatioa 

1. nuM* tall na about 
- Saoa of Cbtmiy ia wbieb you ua »u«fciat 
- To what dapartmaet ia thia aniy do yo» baloag 
-Tha addwaa 
- P.O. Box i 
-Vtummt Fax# 

2. Sox: Mate ( ) rinwli ( ) 

1. Plaaaa taO aa about 
- Nana of Qbcaiy ia which jr"* ara wockiac 

-Thaaddwaa 
- P.O. Box t 

Fax« 

3. Natiooality; Saudi ( ) aoo^Saiidi ( } 

4. Marital Slalua: Siagia ( ) Maniad ( ) 2. Marital Suoia: Siagic ( ) Marriad ( ) 

5. A^: 
-Under 25 C } 
- 25 - 35 ( ) 
- 36 - 45 ( ) 
- 46 - 55 ( ) 
- 56 or owar ( ) 

3. Aft: 
• 35orUadar ( } 
- 3 6  -  4 5  ( 3  
- 46 - aad otrcr C ) 

6. Fducitiooal baekgrouad 4. nftiratinual hai ijinnial 

- PtioMuy ( ) 
- latatmadiaic ( ) 
- Hiflh achool ( ) 
- DiplooM c»o jraar altar hick wbool ( ) 
- B.A. C ) 
- Poat-Graduaia Dipiooa ( ) 
- M.A. ( ) 
- Ph J>. C ) 

- High acbooi or oadar ( ) 
- Uadatgnduaia ( ) 
- Gtaduata ( ) 

- rflaaam ^ariiy) _ 

7. Major: Ubooy aad iafefwoaa ( ) 

- Olhar CplaaaB ^acify^ _ 

1. Typa of libcmcy !• vkiek you an vwkiac: 
- Tba aiMoatiiiy . iMial ttmy () 
- CoUafa ttcMT ( ) 
- Wowa'a ea«nl Qbniy ( ) 

5. Typa of Iftmy ia which «au an wocfciag: 
-PuhGc ( ) 
-Uaivaniir ( ) 

. CUkv rjplaaaa i|Mcify) 

9. Yoi^pGiiaaa (Ifca aiw of yoi^^otfc): 

~  I I I  f T l n i r a i i k i f  i r i r  ( )  
- '——— r>aan of Libnnaarilip AflUn ( ) 

B. M)iic Samcaa 
C. Tachaieal Sarvicaa 
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- Section Supervisor ( ) 
- Oiicctor ( ) 
- Ofaer sdaiiniMtiive poaiiioa (jplcaie ipecify) 

B. Public Services: 
- Reforeacc specisliK ( ) 
- Rsaiicr Guide ( ) 
- Circulation desk libnnan ( ) 
• Rcseereli sad data base ooiiae ^lerialisl ( ) 
- book ilietviag ycialisi ( ) 
- Other public service (pleaaa specify) 

C. Technical Servieca: 
- CaiaJoger ( ) 
- Claaaifier < ) 
- Both eaialoger sad Clasa&er ( ) 
- InrtoTim tad absmct spar ia list ( ) 
- Periodical mwislia ( ) 
- Audio-viaual sparialisi ( ) 
- Mamiacript ^tecialist ( ) 
- Other job acx losaiioasd above (jpleaat speciiy) 

10. Number of eioployeca uadcr your snpefviaica 
- berveea 1-4 ( ) 

5 -t ( ) 
9 - 1 2  (  )  

1 3 - 1 6  (  )  
1 7 - 2 0  ( )  
20 or aofc ( ) 

11. Size of the libnry ia which you an e worioas: 
- Very sowll (1-S snployeea) ( ) 
- Small (6 - 10 eaployaai) ( ) 
- Laije (21-40 eoployeaa) ( ) 
- Very lai|c (41 or mon saaptoyeaa) ( ) 

12. Tbe laogA of Um you haw* waiti HbiB«y: 1
 

1 
j
 

J 
1 - 5  (  )  
6 - 1 0  (  )  

1 1 - 1 5  (  )  
15 or aat* yMfi ( ) 

13. The leaf* of time ya« have wotfei id aa a 
pmftaainnal lAtariaa ia your saner ia loial (jpiaaas 
i|Mcify yean) 

14. Level of your posiliaa; 
- Fierurive maaagcr (1-5) ( ) 
- Middle aaaaceaM (6-10) ( ) 
- Higher aaaageoisai (11-15) ( ) 

T.-Iteli 
Syw 
C - t O ]  
11 < 

Obimry: 
( ) 
( ) 
( ) 

ihiw«< 

9. UvtloT 

a 1-15) 

(  )  
( )  
() 
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15. The noflc and your nanlliiy salary Tor your pTMU 
library poailiaa: 
• under 1000 S.R. ( ) 
- 1001-3000 S.R. () 
-3001 -6000 S.R. ( ) 
-6001 -9000 S.R. ( ) 
-9001 -12000 S.R, () 
- 12001 - 15000 S.R. ( ) 
-15001 arovvSJL ( ) 

16. Taacibic ooaopanntiaB you rteavr far your pnaM 
librao' pfirinw 
I raocivc oDoe ( ) 
- VCooi^ ioMcad of bauainc ( ) 
- HouaiBS ( ) 
- Health iBHratKs ( ) 
- Booua or mooey reward ( ) 
• Overtime walk ( ) 
- Otfaer tangibte luuyrniatinw (plan ipaci^) 

17. Have yoa ever annwtart praftanoaal *aia^ 
propanM? 

-Yea ( ) No( ) 

Sacaad: Job SetaidaebaBQiiaabeaMMra 
Hk IbUawiBC arc daai^ad to 

ateaHc bcUaip about aona Mpaeb of ywpraaitt job. 
PUaae iodicatc your taapeaac by tekiac oaiy OMC box [pm 
(X)l far each •alMiart balow. 

youraeif; HowMdiBadaailwiikttiaaivaei'afafyjab? 

VD-V«yOHMCMM 
o -niintirfii 
N -OKtKMW 
S -SaiMM 
VS-V«ySaltfad 

\'S() D() NO S() VS() 

IS. TIK way I am aotiaad wbM I de 
• food job 

19. Tk raeo^liaa I •• from ay 
wpM-viaar fbr ay tfbra 

20. lamaporaal iiwatdt I lawiiwd fcr ay (ood 

dKatt 
:2. n* available aqttipme* I *%» do ey job 
23. The pvoB lime I have to gat ay job doH 

10. The ranfeaDd your nwotfaiysaUo'far your praoa 
Ubrary poaitioB; 
- 9600 or uader S.R. ( ) 
-9601-19200 S.R. ( ) 
- 19201 or ovtr S.R. () 

ll.TaBi>bk i.iianiinaalioM you woeiv far your 
library poaiiiaB: 

I (vceivc aooe ( ) 

I receive MDe ( ) 

12. Have you ever iwmikrl pHrfrawnnal ttaisiiic 

-Yai ( ) No( ) 

TtefcO 

t y w r  
[pul^lfaraKh 

I am I wilh Ma aipaci of my 
job? 

VS() D() NO SO VSO 

17. The availabi 
I have to my job < 
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24. The opportunity to be oeative on the job 
22. The nature of my vraric is aiiled lo my 

professiooi 
26. The opporoinity to panicipsle in makinc 

decixioos 
27. The cfaanoe to have the fi iniiini to ei^ress my opinion 

28. The chance to be reipaasibie for planniiig my 
woilc 

29. The MJibonty lo plan and direct the woffc of 
oifaen in the libr^ 

30. The chance for pranoiiaa 
31. Pramolioa of jiulics maae^ the 

asptoyM iBihia Ubnfy 
311 

dui library 
33. PcriodiGal i for f I itilii SI ilviin 

in Saudi Anbia 
34. The chanee for abroad tnininc 
33. The cfaaaoe to aaoid loenaa or 
reialad to the job 

36. The chanee to snmd eoafcreneas, book 
exhibitioBS. and saniaan 

37. The chance to amnfe visits lo infonnatioa 

I of the Ufaraiy^ prooaduras and 

inattuci* sad dinctt his 

38. The obviou 
foals 

39. The way that the 
emplovMS 
40. The way of tteaJim with 

empioy«es 
41. The way that the a^ninismiaBappiiaa its rales CB 
anployeoi 
42. Tlie way the fupcr\iaar lotvcB worfcprobUns 
43. The chance to have fiewiBm lo do my >«aric 
iadcpcod«iiy from olhan 
44. The way of my wparviaar WIMB he 
or bdps nc with diffieuk vraric 
45. Tht weriipltoe oondibaaa (air cwliiiii ai 
fianiBR} 
46. Tht avilahility aftadnsGal aqMpMBio 

47. The Kiiiliilini t£ a 
) 

4t. Availability of i 
49. The ooDwaMBoe ofttavai to i 
50. The pomibilffy of < 
31. The dBcmcy ofte salary I aara 
32. The baiaaoe banvasD my salary and tts am 

of vvortc I paifuim 
33. The oaDBwaitypanpaeuvc about my job 
34. The imwia I act 6«ai oihan for hamt a 

my poaitiaD in the library 
36. The fhannr to have cm 

with my ftniily 

19 The oppanunity U3 be creativ-e on the job 
20. The aa&jR of tny wotlc is suilad to my 

proieaaioas 
21. The opportunitv- to panicipaie in maiun( 

decuioos 
22. The to have the freedom to espreu my 

opmion 
23. The to be reipoasible for planning my 

work. 
24. The authority to plan and direct the wok of 

othon ia the librsry 
25. The chaaoe for proatotion 
26. Pummion of jusuoe amoog the employaei in 

thia lihmry 
27. Placaadin( and the oooditiaa of promotioa in 

Ais library 
2t. Paiodical ——'"f* for probl«m snlvim 

29. The Hiancr for abroad ttainins proffwiia 
30. The lo ilMnd laenvas or .lassas in Saudi 

Arabia rclalad lo the job 
31. The duaee lo socDd oaaferencea, book 

esdobitioBB. andieninan 
32. The to irrange visits to informatiaa 

33. The obviouaicas of the library's prooedurea snd 
goals 

34. The way that the manager iiMOucls and direOs 
his amployaes 

35. The way of adninisBBlioa iValing with 
employees 

36. The way that the aAnmisBaliao applies its 
rules on en^loyaca 

37. The way tte super^iaar solves work problams 
3S. The chance lo have fieaduui to do my work 

39. The way ofmy wpgviaarwfaaehe 
diraoB or heipa OK widi difBeuk worit 

40. The woricplace soadkicoa (i 
) 

41. Tte avail ability of 

42. Tte aeeaaaNity of a 

43. ••VvailabiMiy ai rsaaiy Taat food naat^ 
44. TV jaarviMce ofCBval to «td from woric 
4! ThepaaaibilfiyafaaviB(taa«idoaAeiBibe 
otfcaa 
46. Thed&aeacyafiheialaryleam 
47 The — hitu— my alary «d the smouH 

of wok I pwfuiui 
53. The tiiaiaiamity par^aciivc abow myj«b 
45. The raspact I gtl fiem olhan for bc«« a 
Ii1 
49 

! sad 
t m >  p o a t t o a a t e  l i b r a r y  

50. Tit to have oaou^ 
•tev with in>' (MBIIV 
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37. .Niy job iecunt>-
3S. The poUcica and prooadutei of reiipiaiiaa and 

tDovcrocDi in the libfiry 
S9. The coopcratioB bctuiccD tbc suptrviaar and 

toe 
SO. My rclatiooihip with cmpioyw under my 

61. The irlauoaahip between tae and my ooUeaguei 
in the library 

62. My ralaliooihip with the library uacn 
63. My i.ratf<tanrn towacdlhia Ufarify 
64. My loyalty aad M«rard thia Ufaniy 

SJ.CMmt job iali^bnioH fartnra 
(pi—ar ipaafy) 

Third: Job taliifartio 

66. Pleaae airange the fbilowiac aapaott in order 
aoeordinf lo tteir iBvaUnoe in yor IMiac 
about aaturfadioB. For caovlc, give auBta-
(1) to wfaai ia the moat inponaai aapact that 
can latafy vou; and so an unlil you md with 

•(12): 

-Tl* library poiiciea, icpilatiaa* aad 

- The oppamniitiM to parfoim my job at my 
wtakfa givaa OK marc aelt 

- Salary, booua, or 
or/aod jwangihlr 

- PraoMtiaB fyvam in te UbT«y 
- Job aeointy Qob 

- M y i  
- kfy paiiliaB% la^aaaMHim ad ra«a 
- Tlw arture ̂  type of oqr voric 

Founh: Some ameuvc 
novingto 

67. Qo vou have as iMiHtian to 
lihtiry? raa( ) 

6S. IfyourMwC 
plaaaejuatify 
rcMonCi) for iaavioc: 

No( ) 

! l .  M y  j o b  l e c i i n t y  
!2. The poiiaea and proccduRS of rtsipiatioa and 

movemecc in the library 

oe 
34. .V<y reiauooahip with employeea under my 

aipervtaary 
33. Tte reialioaahip between me aod my 

coUeaguea m the library 
S6. My tclaiiaeahip with ibe library uacn 
37. My toward this libr^ 
3t. My loyalty and hrlonginc toward thia library 

Hurd: Job tatiifartion 
iB^oftanoe. 

aapecta aocordinc to their 

39. PleaacaRange the foUowincaipeeta in order 
acoordiBC to tlnr onpartanee in your fading about 

For exaoipk. give aunbar (1) to what 
ii the moat importaa aapect that can ntatfy you; and 
to oo uKil vou end with numhrr (12): 

-The library poUcicc. rcgulatioaa and 

to paifuHB my job at my beat 

• ftnmotion ay*™ in the library 
- Job Mcuticy Qob I 

K) an) 
• Tbeianogiiticnrgetfrowfltyrrtll—tuaafermy 

dbtti 
11 •« &«a> toy MparviMr ier ay 

-tterala ihiphan— loqr 

cHbewy 

e aad type of ay taafc 
eofjob 1 

Fouith: 

60. Oo you b««c an if—w to > 
l i b r * y »  Ym(  )  

61. Ifyour «i«Mr(lbr| 
via. piaaae juau^ ai 

n^MTiart maia(*) for Ira '̂ing" 
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69. Jn CMC yoi find m (T|i<wWiily to mrtc U 
MiMte tifanty. what te mart maciive 

«iMt U— «Bcoriit to priotity 
order. 

62.1B 
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APPENDIX D 

LETTER TO THE SAUDI CULTURAL MISSION 

ft ARIZONA. 
rAxamm-ui* 

ItooMAaaaMA 

9 Aprs. 1999 

Dr. Mazyid Al-Mizyad 
CutBinl Miaioa at Rojnl Embuqr of Saudi Arabia 
2600 Virgiaia Avt: Suite i 100 
Waslmfioa. O.C NW. 20037 

Dear Or. Al-Mazyid 

I am pteased to tnfbnii you dai Mr. Abduhvitaib SL AhalWwil hM paaad his eotaprefacnsivc a«d 

gixvcy afjob apsftciioa b«n»— &«••» u Pag AbAdwrr ftibir Lteay lad At-fniim 
Lfttivcr  ̂Library ia Riyadh, Saudi Anbit' 

If you !IBV« any rpioiowi. plaaa* don': iwiaM »i warr mm. 

Siaetnfy. 

C 
Oiairnaa. Ooeoni Comnncc 

Chuitc. d-. A 
: C/ 



APPENDIX E 

LETTER TO P.AJITICIP.\NTS 

Jm»jJf ^Ot, 

_Jkl  t  T . /T/V :  

•3—5»j V*j jiSiS ). Uittjl I2j&i j||SS3 ^AB>a 

I J J j»lj Ji« -•«&>>( jJjJ A ^ 

' < ijS.>8 .«<j t uofcVl ;>• jif'ililj I rftM » ) f  

i^a-a » AaUaS Jtjici f^SMj 
.\jkj^j t • • <J 4j < »il 4Tj^Bj Jill Jjkij «Ji^Sfij 

j-e. Jb H »> 14: rxif' i .J> . I_i&>>3 ^ 

^ Y jLjbI ^ U!Ui . *1 jj3^ ;4^ jei LJjjI *j* ^jp] 

<dl »U5 ;j} ;/JjS ̂ 53 ^«iij ICtf * ;^J ' U<*.̂ U y* 14 >f 

• ^ T/3 
4T' nH "4^ J* *'' ;jt 

« 'jH ^jSL-ioa J-J " ' iTTn « Ij&j ^ JSi^ ^j'j- -* 

J (J'l* tSJLfSLaS Jli» • ̂  J*l1 Jl»i ;ji \jfx 'iw<! |7 ji 4Sj 

J* . bkU» '•*"'jl aj^ i# • «/#*• 

4 ut3 ,.a ;jl« ui»,ji^ ;ji«un u* -ajk jufl ̂  ^ 

•  » J *  ^  < T t j  ai • ^ j t J ^ j t  t  i-»>a t J A  ̂  
1*' I«I aZ •*' JM •^I't Jlk* i » , ^  U *  

Jt\j . Jt ai'ia '  •ii*'—^ M=s: J«>3 

Jf!—3 •'>- jJ J">»* 

• I ; iSfa •r'̂ Ui / 

i ••»' «1 ^ U T M .1 <• UA 

U i,aa^ jt -^ji i* 
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