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ABSTRACT

The aim of this study is to determine that success of a company is because of its
employees’ performance. Organizations must also ensure that there employees’
are highly satisfied with their jobs. Although, there are various factors that
effects satisfaction, one of them is training. Training is basically improvement
in knowledge, skills and abilities of an employee on continual basis. This
increases the competency level of employee as well as ensures that they are
highly employable. Flexible working shifts can lift organization’s productivity
higher. Appreciation on every accomplishment, produce new opportunities to
practice creativity and competency. This will lead to higher satisfaction. The
researcher has chosen quantitative research methodology. Quantitative
research methodology gives concrete information through data collection and
statistical analysis. Performance of employees should be evaluated to keep the
productivity increasing. The process of employee development is very essential
and should be effectively implemented. The best way to keep employee
retained in the organization is to keep him motivated.

Keywords: Organization success, Employee performance, Job satisfaction,
Performance and success.

INTRODUCTION

Background of the study:

In today’s world of competition, it is believed that teams are essential part of work
performance and increased productivity. In this regard, Hackman (1990) believed that,
‘practically everybody has been a member of performing group at any time if he has worked in
the organization’ (p.2). Regardless of near omnipresence of teams according to the
organizational structure, there is still absence of accuracy about the attributes of high
performing teams, and even lack of the experience of members of those teams.

Almost every organization battles to implement the use of team effectively (Katzenbach and
Smith, 1994). Effective implementation of teams is even more challenging when it comes to
multicultural organizations. It can be multicultural either by being operated in a country with
different cultures or by operating in more than one country (Adler, 1983). Adler further added,
being multicultural or operating in different countries increases the complexity for an
organization. It requires more mature integrated mechanisms to follow than essential for a
domestic organization following one culture. Apud, Johnson, and Lenartowizc (2006) quoted
absence of skills to deal with issues regarding multicultural organizations as main reason of
failure of global organizations.
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More specifically quoted issues with communication and lack of understanding of
communication across different cultures as barrier to success. Organizations with more
experience operating internationally do not replicate greater effectiveness in handling issues
regarding culture. Kim (1999) indicated that regardless of organization’s expansion of
international business, there are always some cultural barriers that can undermine
organizational success.

Kim further added that, regardless of challenges, the management and effective use of cross
cultural teams will be essential requirement for every organization in forthcoming time.

Lastly, Sparrow (1998) most of the challenges that organizations have with people and teams
return from managing problems and worker expectations from a mono-cultural (almost
always Western) perspective. Work related, the subject of culture has been taken from
perspective of national (Hofstede, 1980), regional (Javidan, Dorfman, de Lugue, & House,
2006), and organizational (Schein, 1992).

Problem Statement:

Less information about how much impacting effective policies and procedures can be when
implemented in multicultural organizations. It was found that the employees were scared of
introducing new ways to improve operations and even of suggesting or providing new ideas
that’s because last leadership introduced fear within the organization.

Previous administration decreased the self esteem of employees to the extent where they were
reluctant to propose any productive suggestion due to the fear of revenge. This also led the
organization to high turnover and made it extremely difficult for organization to deal with it.

Purpose of Study:
The purpose of the study is to conclude that employee performance can lead to the
organization to success in Saudi Arabia.

Aims and Objectives of the Study
The objectives include:

o Examine how team management is important in an organization in Saudi Arabia.
o Indicate how diversified management is impacting organizations in Saudi Arabia.
o Explain the challenges managers face while managing diversified teams.

Research Questions
Research question include:

o What are the factors that influence more positive interaction among Saudi managers?

o How continual improvement in performance and organizational commitment cause
motivation for managers in Saudi?

o How motivation plays its role in increased job satisfaction for employees in Saudi?

o What are the challenges faced by managers while managing diversified teams?

o What are the challenges faced by managers while they lead a multicultural team?

Rationale of the Study

The world has become a global world. Organizations are moving towards globalization by
moving towards exchange of technology, economic, politics and culture, which is result of
latest communication, transportation and open border links connecting international trade and
finance across countries. Highly interconnected businesses moving towards expansion of
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business, more effective communication and joint ventures as well as cultural mergers has
caused changes faced by Saudi business community (Shippy, 2008).

Ethical Concerns

The protection of human subject will be on priority. Several strategies will be followed strictly
in this regard. No data will be revealed more than the interviewee wished for. The responses
given by participants will also be kept confidential. Participants will be explained about how
and why the study is being conducted by the researcher. Anonymity and secrecy will be
ensured by changing the names of participants. The access to participants’ response and their
names will be only to researcher.

The participant will have all the rights to withdraw during interview or answering
questionnaire. The consent form will be read and signed before collecting the data. High
secrecy and confidentiality will be ensured.

Limitations of the Study

Ideally the sample of the research should include employees of different companies operating
in Saudi as main focus is on teamwork. To get more accurate responses in this perspective the
population of this particular research will include managers who are leading different
organizations in Saudi Arabia.

Nevertheless, the access is limited in reaching hotel managers, financial resources, as well as
time. This limits the sample size to managers of multinational giant firms in Saudi Arabia only.
Whole population may or may not get the responses and outcome of this study. The study also
contains literature review from different fields such as human resource management,
international business and others related to team work.

Hypothesis:

o Ho: Success of an Organization is not a result of Employees Performance
o Ha: Success of an Organization is a result of Employees Performance

LITERATURE REVIEW
Theoretical Framework of the Study
Bird (2002, 33) quoted the ethical behaviour of leaders, what they may or may not do, their
influence and the expectations from leaders vary from country to country due to the cultural
forces of that particular country or region.

The theoretical framework is constructed on the basis of cultural characteristics developed by
(Bhagat, 1996, 89) transformative learning theory on culture adjustment, and the leadership
challenge theory of Kouzes and Posner (2001). The five basic dimensions identified by Greert
Hosfstede (Robbins, 2003) are referenced mostly to analyze variations of cultures.

Employee Performance

To maintain and manage performance of each employee, organizations should use certain
procedures to follow and continuously monitor the performances. These performance
indicators will help the organizations to measure how efficiently and effectively the goals are
being met. There should be a well managed comprehensive system that will lead each
employee and manager to highest level of performing (Beauchamp, Bowie, 1983, 32).

As many practices have changed, firms now follow merit-based pay and some follow pay-for-
performance model. To maintain the employee perform at its higher level firms must keep
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them motivated. In this regard firms evaluate and reward their performances accordingly.
(Goodin, 2007, 24) highlighted formal management process to evaluate the degree of
employee’s performance is performance appraisals. The quality of employee’s performance is
evaluated through discussion with his/her supervisor about his/her performance as well as
the strength and weaknesses he posses along with the improvements to develop his/her
working skills (Finnegan, Schofield, Swift, 1996, 47). While this discussion the responses are
noted on history, career development, job standards and organizational goals to make people
more accountable.

Relationship between Team Attributes and Team Performance

It is essential to understand that teamwork is not only related to teams. It can be studied in a
variety of attitudes being shown by the person in a committee or group as well (Jackson, 2002,
71). For a person having teamwork skills may or may not be part of a team. A group working
towards some common goal is referred as team but it is not necessary that each team has team
working skills. There may be resistances among the group and they may not go well with each
other. While team work has benefit of sense of responsibility divided on each member equally
in a shared task (Higgins, 1994, 74). Another view is about cash based incentives although
some researchers argue that this will create some behavioural issues among employees as
well. Employees may follow unethical behaviour to get lion’s share in the pay-based
motivation. Some others argue that reward can not result in motivation. It is just the matter of
behaviour and conditioning which lead employees act in certain way.

Diversity Management

Diversification has now become an essential part of organizations in Saudi. Companies now
have realised the importance of inclusive motivation management. Different motivational
strategies to fit the approved program and the environment meeting the diverse needs of the
firm are followed by managers in regard to the diversity of employees in the firm (Likert, 1967,
85). Every employee can not be motivated by providing same reward because of their different
levels of motivation. Maslow’s hierarchy is therefore the best way to asses and fulfil each
employee’s needs and improve him/her accordingly (Leone, 2007, 93).

Culture and its Characteristics

Any particular group of people following certain same characteristics makes a culture, quoted
by (Baldwin, 1988, 63) in their research. However, another definition of culture is proposed by
(Ali, 1995, 85), he said "Culture consists in patterned ways of thinking, feeling and reacting,
acquired and transmitted mainly by symbols, constituting the distinctive achievements of
human group, including their embodiments in artefacts; the essential core of culture consists of
traditional (i.e., historically derived and selected) ideas and especially their attached values."
Kopp, (2001, 30) defines culture as "a way of life of a group of people, the configuration of all of
the more or less stereotyped patterns of learned behaviour, which is handed down from one
generation to the next through the means of language and imitation."

METHODOLOGY

Research Design

The researcher has chosen quantitative research methodology. Quantitative research
methodology gives concrete information through data collection and statistical analysis. This
approach uses models, theories and hypothesis of mathematics for the measurement of
empirical associations present in natural phenomena. Large and random samples are used in
this approach to gather data (Saunders, 2007, p.48). Reliable and valid tools are used to collect
accurate data and is analysed through application of statistical tools. This approach is based on
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numerical data which gives the research appropriate findings. The results and findings are
based on application of statistical tools and techniques to get accurate results in this study
(Saunders, 2007, p.48).

Sampling

Researcher has used random sampling for this study. The reason to this is to draw inference
about the population. The reason to this is if the sample is non random, there are chances that
sample can be biased (Saunders, 2007, p.48). Even in non random sampling it is very difficult
to draw inference. The sample is drawn from the participants on frame which should exactly
replicate the population of interest in Jeddah - Saudi Arabia . Otherwise the difference between
individuals on the frame and in population will lead to coverage of error (Creswell, 2009, p.
86).

Sample of Participants

The sample consists of 100 participants. It includes employees working at different positions
including supervisors from different organizations operating in Jeddah. The number of male
and female participants in this study was 75 and 25 respectively, ranging from 25 to 60 years
of years. Employees’ perception about their respective firm’s support was given appropriate
consideration by the researcher to measure motivation and satisfaction among team members
(Bennett, 2004, p. 21).

Instrument

Questionnaire is used as a data collecting tool in this study. Questionnaire is easy-to-use tool to
collect data. Questionnaire includes two types of questions, open-ended and close-ended. This
questionnaire also included demographic related questions. Questionnaires were sent to
employees through email and were asked to submit their responses through same medium.

Data Analysis

Data analysis is the most challenging part of any research. All the results and findings are based
on data analysis. After getting responses from participants the researcher used statistical tools
to analyse data. Descriptive and inferential statistic techniques were used. Furthermore,
regression analysis was used to check the relationship between independent and dependent
variables.

Validity and Reliability

Bennett (2004, p. 21) defined validity as the degree to which it measures what is supposed to
be measured. The two main types of validity are content validity and construct validity.
Reliability is defined as when two or more measures can measure the same variable. Mostly
used measurement for reliability in statistically analysis is Cronbach Alpha Coefficient.

DISCUSSION AND ANALYSIS

Discussion

Every organization in today’s world of competition wants their employees to get to higher level
of performance. Through the studies it is concluded that employee performance is function of
employee satisfaction. Both of factors are interrelated. The higher level of satisfaction an
employee feels, the better he/she will perform. Motivation also plays a very important role in
moving employees’ satisfaction to higher level. It also increases the productivity of employees
in organizations in Saudi Arabia (Spector, 2006, p. 49).

Improving performance and commitment in the workplace
The degree of contentment that an employee has with its job is his/her job satisfaction. The
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feeling of achievement related to his/her job is directly linked to their job satisfaction. Job
satisfaction can be effected by number of factors including the organizational relationships
among employees as well as with the boss, the environment etc (Spector, 2006, p. 49).

According to study conducted by Harvard group of professionals in the year 1998 stated that if
the employee is motivated he/she will have feeling of higher recognition and more linked to
accomplishment of organizational goals which leads to efficient and effective manner of job
performance. Job satisfaction is also effected by the motivation of an employee which leads to
the feeling of self actualization along with other factors being fulfilled.

Job design for job satisfaction

Job design includes job rotation, job enrichment as well as job reengineering. It boosts the
satisfaction to higher level. Higher job satisfaction can lead to higher performance
improvements. The management style a manager or supervisor follows has also a very large
impact on how satisfied the employees are. Other than this the empowerment and job allotted
to an employee also plays an important role in his/her satisfaction. Job design is shaped by
keeping all these factors in mind. Organizations hardly give importance to job satisfaction in
success of the firm (Lapierre & Hackett, 2007, p. 539). If organization’s competitive advantage
is their human resource, it is unbeatable in this competitive world.

Motivation for job satisfaction

Motivation can be defined as a person’s intrinsic willingness to achieve any particular goal or
task. People with higher motivation tend to have higher desire and energy to achieve goals.
That means the more motivated an employee is, the more energized and committed he/she
will be with his/her job. Employee can be less motivated if organization fails to communicate
how important they are for their organizations. Employees feel extremely motivated if they
come to know how their performance is being evaluated by the management. It is keen
responsibility of management to keep employee updated with his/her performance evaluation.
The better feedback employee gets, the more satisfied he/she will be. In other case it will
create ambiguity and will lead employees to dropped performance (Judge & Thoresen, 2001, p.
376).

Survey Analysis

Table 1: Question 1

F % Valid % | Cumulative %
Valid | Male 75| 75.0 75 100.0
Female | 25| 25.0 25 100.0
Total 100 | 100.0 100.0

The trial for this research consists of 100 Saudi individuals, employees of famous organizations
in Jeddah. The numbers of male and female participants were 75:25 ratio male employees
were 75 and female were 25.

Table 2: Question 2
F % Valid % | Cumulative %
Valid | 21-30 | 26 | 27.0 | 27.0 27.0
3140 | 24 | 23.0 |23.0 50.0
41-50 | 20 | 21.0 |21.0 71.0
51-60 | 30 | 29.0 | 29.0 100.0
Total | 100 | 100.0 | 100.0

URL: http://dx.doi.org/10.14738/assrj.14.280 184



Advances in Social Sciences Research Journal (ASSR]) Vol.1, Issue 4, July - 2014

Q2

304

Percent

T T T T
21-30 31-40 41-50 51-60
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The ages of the employees range from 25 years to 60 years. Employees working in different
positions and capacities, including supervisors were eligible to participate in this research.
While collecting the data, the researcher gives due consideration to the employee’s perception
about their organisation’s support so that it gives an appropriate measure of motivation and
satisfaction between the team members.

Table 3: Question 3
F % Valid % | Cumulative %
Valid | Yes 52 |52.0 |52.0 52.0
No 48 | 48.0 | 48.0 100.0
Total | 100 | 100.0 | 100.0
Q3
60
50
404
@ 30
o
201
1071
0 T T
Yes No
Q3

In whole, sample respondents 53 % respondents are employed in retail sector firm and 47
respondents are employed outside the retail sector firm.

Table 4: Question 4
F % Valid % | Cumulative %
Valid | Yes 39 |39.0 |39.0 39.0
No 61 | 61.0 |61.0 100.0
Total | 100 | 100.0 | 100.0
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Q4

Yes

Q4

In whole, sample respondents 39 % respondents pleased with the working environment and
61% respondents are not pleased with the working environment.

Table 5: Question 5

F % Valid % | Cumulative %
Valid | Yes 57 57.0 57.0 57.0
No 43 | 43.0 |43.0 100.0
Total | 100 | 100.0 | 100.0
Q5
60+
50
40
€
S
o 30
o
20
107
0 T T
Yes No
Q5

In whole, sample respondents 57 % respondents are agreed that their supervisor support
them and their endeavours, while 43 respondents said that their supervisor does not support

them and their endeavours.
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Table 6: Question 6
F % Valid % | Cumulative %
Valid | Salary structure 14 | 14.0 | 14.0 14.0
Cash rewards 16 16.0 16.0 30.0
Non-cash incentives 21 21.0 21.0 51.0
Growth opportunities | 10 | 10.0 10.0 61.0
Performance system |21 |21.0 |21.0 82.0
Supervisor Support 18 | 18.0 18.0 100.0
Total 100 | 100.0 | 100.0
Q6
25
20
‘E 154
S
]
o
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Salary structure Cash rewards Non-cash Growth Performance Supervisor
incentives opportunities system upport

Q6

In response to question, what motivates you about your job? 14% said salary structure, 16%
said cash rewards, 21% said non-cash incentives, and 10% said growth opportunities, 21%

performance system, and 18% supervisor support.

Table 7: Question 7
F % Valid % | Cumulative %

Valid | Always 18 | 18.0 | 18.0 18.0

Often 19 | 19.0 | 19.0 37.0

Sometimes | 21 21.0 |21.0 58.0

Rarely 23 | 23.0 |23.0 81.0

Never 19 | 19.0 | 19.0 100.0

Total 100 | 100.0 | 100.0
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Q7
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Percent
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Always Often Sometimes Rarely Never

Q7

In response to question, your supervisor recognises the efforts of employees, 18% respondents
marked always, 19% marked often, 21% marked sometimes, and 23% marked rarely, and 19%
marked never.

Table 8: Question 8
F % Valid % | Cumulative %
Valid | Strongly Agree 34 |34.0 |34.0 34.0
Agree 20 20.0 20.0 54.0
Disagree 21 | 21.0 |21.0 75.0
Strongly Disagree | 25 | 25.0 | 25.0 100.0
Total 100 | 100.0 | 100.0
Q8
40
30
E
§2o-
o
10+
0 T T T T
Strongly Agree Agree Disagree Strongly Disagree
Q8
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In response to question about working conditions, 34% marked strongly agree 20% marked
agree, 21 % marked disagree, and 25% marked strongly disagree.

Table 9: Question 9

Percent

F % Valid % | Cumulative %
Valid | Yes 56 | 56.0 | 56.0 56.0
No 44 | 440 | 44.0 100.0
Total | 100 | 100.0 | 100.0
Q9

604

50

40+

209

Yes

Q9

In response to discrimination of supervisor among employees, 56 % respondents said that,
their supervisor discriminate among employees, while 44 % said that their supervisor do not
discriminate among employees.

Table 10: Question 10
F % Valid % | Cumulative %
Valid | Strongly Agree 27 | 27.0 |27.0 27.0
Agree 28 | 28.0 | 28.0 55.0
Disagree 23 | 23.0 |23.0 78.0
Strongly Disagree | 22 | 22.0 | 22.0 100.0
Total 100 | 100.0 | 100.0
Q10
304
20
$
10
1) T T T T
Strongly Agree Agree Disagree Strongly Disagree
Q10
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27 % respondent strongly agree with the statement that, the supervisor’s support impacts the
motivational level, while 28% respondents agree, 23% of the respondents disagree, and 22%
respondents strongly disagree with the statement.

Table 11: Question 11

F % Valid % | Cumulative %
Valid | Strongly Agree 16 | 16.0 | 16.0 16.0
Agree 29 | 29.0 |29.0 45.0
Disagree 25 | 25.0 | 25.0 70.0
Strongly Disagree | 30 | 30.0 | 30.0 100.0
Total 100 | 100.0 | 100.0

Q11

304

204

Percent

T
Strongly Agree

T
Agree

T
Disagree

Q11

T
Strongly Disagree

16% respondent strongly agree with the statement that, the supervisor’s support impacts the
motivational level, while 29% respondents agree, 25% of the respondents disagree, and 30%
respondents strongly disagree with the statement.

Percent

Table 12: Question 12
F % Valid % | Cumulative %

Valid | Definitely 24 | 24.0 |24.0 24.0

Surely 22 | 22.0 |22.0 46.0

Not sure enough | 28 | 28.0 | 28.0 74.0

I don’t Know 26 |26.0 |26.0 100.0

Total 100 | 100.0 | 100.0

Q12

309

T
Definetly

T
Surely

T
Not sure enough

Q12

T
| dont Know
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In response to question, when choosing a job, you would go for the one that pays higher salary;
24% respondents said they definitely go for it, while 22% said surely, 28% said not sure
enough; and 26% said they don’t know.

Table 13: Question 13
F % Valid % | Cumulative %

Valid | Definitely 27 | 27.0 |27.0 27.0

Surely 21 | 21.0 |21.0 48.0

Not sure enough | 20 | 20.0 | 20.0 68.0

| dont Know 32 | 32.0 |32.0 100.0

Total 100 | 100.0 | 100.0

Q13

404

304

Percent

Q13
In response to question, when choosing a job, you would go for the one that pays higher salary;
27% respondents said they definitely go for it, while 21% said surely, 20% said not sure
enough; and 32% said they don’t know.

Table 14: Question 14
F % Valid % | Cumulative %

Valid | Strongly Agree 31 |31.0 |31.0 31.0

Agree 16 |16.0 |16.0 47.0

Disagree 26 |26.0 |26.0 73.0

Strongly Disagree | 27 | 27.0 | 27.0 100.0

Total 100 | 100.0 | 100.0

Q14

Q14
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In response to question, does supervisor support important as motivation, 31% respondent
strongly agree with the statement that, the supervisor’s support impacts the motivational level,
while 16% respondents agree, 26% of the respondents disagree, and 27% respondents
strongly disagree with the statement.

Table 15: Question 15

Percent

F % Valid % | Cumulative %
Valid | Strongly Agree 29 | 29.0 |29.0 29.0
Agree 28 | 28.0 | 28.0 57.0
Disagree 23 23.0 | 23.0 80.0
Strongly Disagree | 20 | 20.0 | 20.0 100.0
Total 100 | 100.0 | 100.0
Q15

304

20

In response to question,
respondent strongly agree with the statement that, their supervisor think that they are highly
productive, while 28 % respondents agree, 23% of the respondents disagree, and 20%
respondents strongly disagree with the statement.

T
Strongly Agree

Table 16: Frequencies

T
Agree

Q15

T
Disagree

T
Strongly Disagree

does your supervisor think you are highly productive, 29 %

Ql | 2| Q3 (4|56 | Q7 | @8 | Q9 [Ql0|Q1l1]|Q12|Q13|(Ql1l4 Q15
N Valid 100/ 100| 100 100 100 100/ 100| 100 100( 100( 100/ 100/ 100{ 100 100
Missing 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Mean 1.50| 2.52| 1.47| 1.63| 1.43| 3.62| 3.06| 2.37| 1.44| 2.40| 2.69| 2.56| 2.57| 2.49| 2.34
Median 1.50| 2.50| 1.00{ 2.00{ 1.00{ 3.00| 3.00] 2.00{ 1.00| 2.00[ 3.00| 3.00| 3.00{ 3.00( 2.00
Mode 1° 4 1 2 1 3° 4 1 1 2 4 3 4 1 1
SDt:\;iation .503|1.176] .502( .485| .498(1.710|1.384]1.195( .499(1.110{1.070|1.122]1.200{1.193|1.103
Variance .253|1.383| .252( .235| .248(2.925|1.916|1.427| .249|1.232|1.145|1.259|1.439(1.424|1.217
Minimum 1 1 1 1 1 1 1 1 1 1 1 1 1 1 1
Maximum 2 4 2 2 2 6 5 4 2 4 4 4 4 4 4
a. Multiple modes exist. The
smallest value is shown
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Table 17: Descriptive Statistics

N | Minimum | Maximum | Mean | Std. Deviation
Qi1 100 1 2 1.50 .503
Q2 100 1 4 2.52 1.176
Q3 100 1 2 1.47 .502
Q4 100 1 2 1.63 .485
Q5 100 1 2 1.43 .498
Q6 100 1 6 3.62 1.710
Q7 100 1 5 3.06 1.384
Q8 100 1 4 2.37 1.195
Q9 100 1 2 1.44 .499
Q10 100 1 4 2.40 1.110
Q11 100 1 4 2.69 1.070
Q12 100 1 4 2.56 1.122
Qi3 100 1 4 2.57 1.200
Q14 100 1 4 2.49 1.193
Q15 100 1 4 2.34 1.103
Valid N (listwise) | 100

Regression Analysis

Table 18: Model Summary
Model R R Square | Adjusted R Square | Std. Error of the Estimate
1 79° .76 74 1.35795
a. Predictors: (Constant), Employees Performance

The value of r square 0.76 shows that there is positive strong relationship between the
variables. Based on which it can be said that there is a significant impact of Employees
Performance on Success of an Organization.

Table 19: ANOVA®

Model Sum of Squares df Mean Square F Sig.
1 Regression 1.125 1 1.125 .610 17°
Residual 180.715 | 98 1.844
Total 181.840 | 99

a. Dependent Variable: how do you rate the brand on the following attributes
b. Predictors: (Constant), Employees Performance

The value of sig closer to zero suggests that the relationship between the variables is
significant.

CONCLUSION AND RECOMMENDATIONS
In this era of tough competition it is very important for organization to maintain and improve
employees’ performance on continual basis to remain at higher productivity. Organizations in
Saudi Arabia should also implement strong indicators of increasing employee performance as
it has now become a very important factor in success of organizations according to their
culture. It keeps employees motivated and connected with the goals of their organization. It
also creates trust and responsibility in employees about their management and job they hold.
Furthermore, the analysis outcome suggests that success of a company do depend on employee
performance. The purpose of selecting frequency distribution was simply to gather the view
point of people working in Jeddah- Saudi Arabia regarding the success of organization. This
gathering of primary data along with reviewing the existing literature enables the researcher
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to prove that success of a company is a result of significant employee performance. This study
is performed and proved in Jeddah Saudi Arabia. As per the consent of the respondents their
names will not be disclosed.

This study is about the impact of employees’ performance on success of the organization. It
also examines if employee productivity is affected by their performance management. And to
what extent these factors affect each other. According to previous studies about the
implementation of different pay models to increase employees’ motivation, this study show
more exact results about how much impacting can any of the model be. It also discusses the
work related efforts of employees, performance appraisals, opportunities for development and
their effects. The appraisal should be on the basis of the performance so that it keeps the
performance on right path towards the achievement of organizational goals. An employee can
never be productive for his/her respective organization if he has not been improved as a
person wholly as well as his job related skills. Although motivation keep employees retained in
the organization but in today’s world only monetary side motivation can not be sufficient to
retain an employee. Motivation is the combination of monetary rewards as well as other
corporate factors. A manager’s role has now become more challenging in terms of identifying
what culture organization should adopt and what it should not. If the firm has poor
environment, there are likely chances of an employee to switch the organization to get better
environment. Even he gets less wages or monetary reward.

It is priority of every organization to keep its employees’ performance at highest level. In order
to get this desired outcome from employees it should work on employees’ job satisfaction. It is
certain that job satisfaction is affected by several factors. In fact, those factors may have
different impact on different employees. One may get motivated by monetary reward while
other may seek for recognition and acknowledgement. If the organization successfully convey
the message of how important the employees are for the firm, this will create a win-win
situation for both firm and employees.

Employee satisfaction can be a crucial factor to consider. If employee is not satisfied with
his/her job he/she is more likely to leave the organization. This will result in higher turnover
for the organization. It will also increase cost of hiring new employees as well as leaves a
competence gap from the time ex employee leaves till new one is hired. Along with that
employee takes his/her expertise and experience with him to other organization. This will
affect the bottom line of the organization. Employees can also be a source of bad word of
mouth because of their dissatisfactory experience. This can hit the goodwill and reputation of
the firm very badly and can be very critical if not treated properly.

RECOMMENDATIONS

Employees are said to be true asset for the organization. If treated properly can be a very
strong source of competitive advantage for the organization which can be unbeatable.
Employees if not treated effectively and efficiently can also cause huge loss for the
organization. To identify the improvement needed areas in employee’s training and
development as well as to retain those different practices of Human Resource Management can
be followed efficiently. Many non-profit and profit earning firms were studied which proved
that HRM practices such as recruitment and selection and training and development can cause
increase in performance of employees.

HRM is not only source of hiring and attracting employees but also developing them to its
maximum level to get higher performance. It can also lead the organization to more stable level
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if appropriate practices are followed. HRM identifies suitable skills employee posses and polish
them to get maximum outcome. Providing equal opportunities keep employees highly satisfied
with their job and keep their performance and organizational goals well aligned.
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APPENDIX
Questionnaire

Q1: Your gender
o Male
o Female

Q2: You belong to age group

o 21-30
o 31-40
o 41-50
o 51-60

Q3: Are you employed in retail sector firm
o Yes
o No

Q4: Are you satisfied with the working environment?
o Yes
o No

Q5: Does your supervisor support you and your endeavours?
o Yes
o No

Q6: What motivates you about your job?
Salary structure

Cash rewards

Non-cash incentives

Growth opportunities
Performance system

Supervisor Support

O O O O O O

Q7: Do you think that your supervisor recognises the efforts of employees?

o Always

o Often

o Sometimes
o Rarely

o Never

Q8: Do you think that working conditions in the firm are good?
o Strongly agree
o Agree
o Disagree
o Strongly disagree

QO: Is there any discrimination on part of supervisor among employees?
o Yes
o No
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Q10: The supervisor’s support impacts motivational level
o Strongly agree
o Agree
o Disagree
o Strongly disagree

Q11: Individual differences are also important factor in motivation
o Strongly agree
o Agree
o Disagree
o Strongly disagree
Q12: When choosing a job, you would go for the one that pays higher salary
o Definitely
o Surely
o Not sure enough
o Idon’tknow

Q13: When choosing a job, you would go for the one that recognises your efforts
o Definitely
o Surely
o Not sure enough
o Idon’tknow

Q14: Supervisor’s support is as important as motivation
o Strongly agree

Agree

Disagree

Strongly disagree

O O O

Q15: Does your supervisor think you are highly productive?
Strongly agree

Agree

Disagree

Strongly disagree

O O O O
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