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Abstract:

This study made an attempt to investigate the nature of relationships between
job satisfaction and knowledge sharing. Furthermore, the relationships between
various factors of job satisfaction and knowledge sharing were studied and examined.
The subject of the study was the employees of Abu Dhabi National Oil Company and
its group of companies. Several hypotheses reflecting the relationship between job
satisfaction and knowledge sharing and their factors were developed and examined.

A total of 975 self-administrated surveys were distributed randomly between
employees of ADNOC group of companies. The number or returned and useable
surveys was 488. Based on the analyses of the gathered data, the study was able to
prove the existence of positive and significant, yet weak relationships, between
knowledge sharing and job satisfaction and their factors. Job itself and the supervisory
style were identified as the factors of job satisfaction which have the largest influence
on employees' knowledge sharing behavior. The study results revealed that
employees' job satisfaction levels have a direct positive relation to their knowledge
sharing behaviors. Besides establishing appropriate knowledge management systems,
organizations should work hard to increase employees' job satisfaction and minimize
sources of dissatisfactions. Supervisory style and job itself are influenced by
organization management, and thus, organization management plays the largest role

in motivating employees to involve in knowledge sharing.
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Chapter 1:

Introduction
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Chapter 1: Introduction

Adopting an effective knowledge management process presents a challenge
to all organizations. Maintaining organization knowledge within the organization
boundaries and making it available across the organization is a serious concern to
organizations’ managements in their effort to enhance performance of their
organizations and to enhance effectiveness of their resources. The human factor is a
critical success factor in the knowledge management system. The knowledge
management system in any organization cannot succeed without the contribution
and commitment of the employees within the organization. Thus, understanding
knowledge management systems and the importance of the human role in its success
is critical. Abu Dhabi national company (ADNOC) and its group of companies were
selected to be the subject of this study. Abu Dhabi national oil company and its
group of companies are considered one of the biggest economy drivers in Abu
Dhabi and the whole UAE. Revenue of the oil produced through ADNOC group is
considered as the major income source for UAE. Oil was commercially produced
since the late sixties; most of the major oil fields in Abu Dhabi are more than 25
years old. Oil fields and reservoirs are moving toward the mature stage if their lives
with all the associated complications. In one hand, certain experience and
knowledge is required by the ADNOC group of companies to be able to face these
challenges. And on the other hand, new technologies are being introduced
continuously to maintain a certain production rates. The new technologies require

the oil companies to have a high level of knowledge of the production process and
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facilities, in order, to be able to select the new technologies, evaluate them and
finally implement them to the best of the company interest.

Knowledge management process, and knowledge sharing in particular, is
affected by the commitment, dedication and behavior of organization's employees
(human beings). The knowledge sharing was defined by some scholars as a social
act (Luthens, 2005). The way employees feel about their work, their satisfaction
with their works, is thought to have an impact on their behaviors. This study aims to
investigate the nature of relationship between employees' job satisfaction and they
knowledge sharing behavior. The study shall examine different factors of job

satisfaction and knowledge sharing and the possible relationships between them.

1.1 Aims and Objectives of the Study

1.1.1 Aims of the Study

This study aims to investigate the nature of the relationship between
employees’ job satisfaction and employees’ knowledge sharing behavior. The study
aims to address the issue through literature review and randomly distributed
questionnaires. The study shall analyze the impact of job satisfaction on knowledge
sharing behaviors. The subject of the study are the employees of ADNOC (Abu Dhabi
National Oil Company) group of companies. The result of the analysis shall be
presented and a comprehensive conclusion would be presented. In addition, the report
shall provide recommendations and techniques to enhance employees’ knowledge

sharing practices and behaviors.
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1.1.2 Objectives of the Study:

This study examines the relationship between employees' Job satisfaction and
their contribution to knowledge sharing within their work environment. Its purpose is
to define the extent to which knowledge sharing behavior is bonded to employees’ job

satisfaction within work environment.

The study objectives of this study are summaries as follow:

e Investigate the nature of the relationship between employees Job satisfaction
and their knowledge sharing behaviors.

e Define the extent to which the knowledge sharing behavior is related to
employees' Job satisfaction.

e Indentify the main factors if job satisfaction influencing knowledge sharing
behaviors.

e Provide practical suggestions for enhancing knowledge sharing practices.

10
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1.2 The Problem

The last economical recession had notable effects on the economical state of
companies worldwide. The economical recession was preceded with an increase in
the oil prices. The high oil prices encouraged oil companies to expand and explore
area and activities which were not economical or attractive before. Such expansions
created a high demand for professionals of the oil industry. Therefore a broad
movement of professionals between the oil companies was noted globally. The more
experience a professional is, the better chances he would have to get a higher paid job
in another company. As experienced professionals or employees leave a company,
the company loses his knowledge and experience related to the company history and
activities. The importance of knowledge to organization and companies cannot be
argued. All companies' and organizations' activities are related to certain knowledge
and experience. ADNOC oil companies had to face the risk or losing knowledge that
are critical to its operations with the departure of some of its experience employees.
Several knowledge management systems were introduced within the different
companies in ADNOC. Knowledge managements systems play a central role in
managing knowledge within organizations, yet a key factor to the success of any
knowledge management systems or programs is the human involvements and

contributions.

Job satisfaction was identified as to have a great influence on employees'
behaviors. Several studies have highlighted the influence of Job Satisfaction on Job
performance, retention, and commitment. The changes in the economical conditions,
before and after economical recession, were believed to have an effect of employees'
job satisfaction level. And between the expected changes in employees' job

satisfaction and the importance of knowledge sharing, raised the importance of

11



Job Satisfaction and Knowledge Sharing in Oil and Gas Industry

investigation the nature of the relationship between employees' job satisfaction and
their knowledge sharing behaviors. This paper shall examine the Job satisfaction
influence on knowledge sharing behaviors of employees within the oil sector in Abu

Dhabi.

1.3 Need for the Research

The study aims to investigate the relationship between employees' job
satisfaction and their knowledge sharing behavior. Despite its importance and
possible implications on knowledge managements systems, the area of study was not
addressed or investigated thoroughly in the literature. The relationship employees' job
satisfaction and their knowledge sharing behaviors, within the oil sector in Abu
Dhabi, was not addressed in the literature. The oil sector in Abu Dhabi is considered
as one of the main contributors to UAE economy. The performance of the oil
companies is of high importance. Understanding how employees job satisfaction
would affect employees' willingness to sharing their knowledge and experience, shall
have a big impact on the design of knowledge management systems and human
resource policies and issues related to employees job satisfaction. This paper shall

attempt to address this issue within the ADNOC group of companies.

12
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Chapter 2:

The Literature Review

13
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Chapter 2: The Literature Review

Knowledge is a vital and important resource, which provides organizations
with a sustainable competitive advantage in our highly competitive economy (Noe
and Wang, 2010). Successful distribution of the organizational knowledge resources
would ensure that the required knowledge, at specific time, would be available to
right people to take the right decision, and therefore enhance the quality of the
decisions taken by an organization (Holsapple, 2001). According to Cardoso and etc
(2008), the links between Knowledge managements and Human related issues are not
well understood in the literature. Avital and Hansen (2005), quoting von Krogh
(2003), have noted that although knowledge sharing is considered as to have a central
role in knowledge management, knowledge sharing behaviors were not sufficiently
addressed in research in the area. The organizational critical knowledge, held by its
employees, is only available to the organization as long as the employees are welling
to release it and share it with the organization ( Riege, 2005).

As a continuous process, people join an organization, work for the
organization, and then at some point, leave the organization. Employees usually join
the company with previous education and experience, and leave the company with
more knowledge and experience that is related to the company work, activities and
culture. The more time an employee spend in an organization, the more this loss can
be noticed. When old employees leave the workplace; valuable experience related to
the organization, technical knowledge, and networks of professional contacts leave
with them (Koc-menard, 2009). According to Lahaie (2005), the knowledge loss or
knowledge gap is most felt with the exit of knowledgeable, skilled and experienced

workers.

14
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Organizations tried to address the issue of maintaining critical knowledge
within their boundaries through the implementation of Knowledge management
systems and practices. A key factor to the success of knowledge management system
is the human factor. IT systems can support and enhance knowledge management, but
they cannot achieve knowledge management without the involvement and support of
people.

This paper aims to investigate the effect of one of the human Characteristics,
namely Job satisfaction, on employees' knowledge sharing behavior. Very few
literatures exist on the nature of the relationship between employees Job satisfaction
and their knowledge sharing behaviors. The effect of Job satisfaction on knowledge
sharing within the employees of the oil companies in Abu Dhabi was not addressed in

the literature.

15
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2.1 Knowledge management

The subject of knowledge was addressed heavily in the literature. Knowledge
was defined differently by different researchers in the area. Knowledge has been
identified as the most important and strategic resource for organizations to achieve
competitive advantage and best performance (Ismail and Yusof, 2009). Alvesson and
Karreman (2001) argued that knowledge is difficult to manage because it is made of
complex, unspecific phenomenon that is related meaning and understanding process.
Boyd and etc, stated that knowledge can be seen as the set of tools and skills that are
used by people or employees to solve problems. According to Laszlo and Laszlo
(2002), knowledge is an organization resource that is embedded in people or process
or routine within the organization and integrated in rules, procedures, tools and even
stories. Bender and Fish (2000) defined knowledge as information understood by the
individual and used where it is needed. They also define knowledge as the mental
state stored in an individual memory of facts, data, ideas, techniques and concepts.
Boyd and etc also added that knowledge consist of theoretical views as well as

practical daily rules and guidelines.

A lot of researchers have used the terms information and knowledge to define
the same thing. Some other researchers differentiated between information and
knowledge. Riege (2005), in his article "Three-dozen knowledge-sharing barriers
managers must consider” had quoted Einstein statement that knowledge is experience
and everything else is information. Riege, (2005) has defined Information as a flow of
messages and defined knowledge as something that is created and organized from the

messages, and shaped by the commitments and beliefs of the individuals. Riege's

16
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definition was in line with Bender and fish (2000) definition when he stated that
Knowledge is created in the head of an individual based on information that is
tailored, enhanced and deepened by personal values, beliefs. Therefore, different
knowledge would be formed by different individuals receiving the same information
based on their past experience, thoughts, values and believes. (Bender and Fish,
2000).

Examining the above literature's definitions, it is clear that the subject of
knowledge was heavily addressed by researchers. Definitions, although describing
one thing, represented different levels of though and insights and elements. The term
“knowledge” in this paper, borrowed from Jain, Ling and Sandhu (2009), is defined as
the boundaries encompassing entities (such as standard operation procedures,
behaviors, organizational routine, and operational thoughts) and their past working
experience, in addition to their individual’s insights which is relevant to their current

job.

17
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2.1.1 Types of knowledge

Knowledge resides in many different places such as: databases, reports,
people’s head, filing cabinets (Boyd and etc, Ali, Pascoe and Warne (2002), Ismail
and Yusof (2009), Lee and etc. (2007) ). Bender and Fish, in their “The transfer of
knowledge and the retention of expertise” Article, argue that data, information,
knowledge and expertise can be organized in to a hierarchy (figure 1 below). They
stated that knowledge and expertise is developed from data to information, then to

knowledge and finally to expertise.

individualised

Enriching through
experience, training,

Expertise education

Transforming
through personal
application, values

and beliefs
/ Information \
Adding meaning,
understanding,
relevance and purpose
Data

Figure 1: Knowledge Hierarchy (source: Bender and Fish, 2000)

Knowledge

transferred

Knowledge is created and applied or used in the mind of knowers (Goh and
yahya, 2002). The basis form of information or knowledge is presented by data which
can be thought of as the building blocks of knowledge. The data are put together to
create information. Based on the individual values, believes, past experience and
knowledge, the new knowledge is created from the new information. When the

knowledge in certain fields is enriched by training, education and experience, a deep

18
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knowledge of that specific field is created. Expertise is the term used to describe the
deep knowledge in a certain field (Bender and fish, 2000). In other words, Expertise
can be expressed as a deep understanding and knowledge in a certain field that is far

above average.

knowledge was classified into two types. (Goh (2002) citing Havens and
Knapp (1998), Davenport & Prusak (2000), Milton (2005), Nonaka (1994); Takeuchi
& Nonaka (2001), Cardoso and etc (2008) ). Knowledge is divided to explicit
knowledge and tacit knowledge based on expressiveness and visibility (Sang and etc,
2007). Tacit knowledge is used to describe knowledge that is subjective, personal,
hard communicate to others or formalize ((Goh, 2002) and (Riege, (2005)). Tacit
(implicit) knowledge is usually complex knowledge that exists in the individuals
mental models (Goh, 2002). ‘‘Embrained knowledge’’ and ‘‘Procedural knowledge’’
are terms sometimes used for Tacit knowledge (Yang (2008). Tacit knowledge tends
to be deeply embedded in commitment, action, and involvement in a specific context

(Riege, (2005). It is difficult to see and express knowledge (Lee and etc, 2007).

On the other hand, explicit knowledge is a term that is used to define
knowledge that is visible and expressible (Lee and etc, 2007). Explicit knowledge can
easily codified, articulated, and captured or recorded in databases, manuals,
documents, and reports (Goh, 2002). Explicit knowledge is the type of knowledge that
can be simply expressed in numbers or words and can be transferred between
individuals systematically and formally (Takeuchi (2001) ,Jain, Ling and Sandhu
(2009), Riege (2005)). This type of knowledge is less valuable and can be quickly and

easily disseminated to a large number of people. And although the classification of

19 |
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knowledge is important when designing a knowledge management system or
knowledge transfer process, it is worth mentioning that the total separation is not

possible and knowledge will have difference aspects of tacit and explicit knowledge.

20
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2.1.2 Importance of knowledge

Knowledge is a potential source of competitive advantage for organization
because it is unique, hard to imitate nature (Herting and etc (2008) and Nanda
(1996)). Companies and organizations activities work around processes and services
which are managed and maintained by their staff. Having certain knowledge and
experience, the staffs are considered as the moving power of the organizations. Each
employee represents certain importance to his company, based on his contribution and
the tasks he is handling. With the changes happening in societies, economy and
lifestyles, people attitude are noticed to be changing. According to Ali, Pascoe and
Warne (2002), organizational knowledge can literally” walks out the door", as
employees are not likely to stay in one organization throughout their careers. The
knowledge can move to competing organizations or sometimes remain with the
employee' for some time' as he retires. Any task handled by an employee would be
affected when he leaves, unless the knowledge and experience required to carry out
that tasks is available within the organization, for any task being it small or major.

The importance of the knowledge and experience is obviously felt with the
departure of old-timers or highly experienced people. Such people not only posse
huge knowledge that is related to the company's activities , but they also carry the
history of the company and critical information about how things are done, and how
they can be done, a process that is not articulated or defined in the company manuals

or routines.

21
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2.1.3 Knowledge management

The development of knowledge management discipline corresponded to the
development of the global knowledge based economy which shifted the
organizational focus to knowledge rather than capital or production (Jasimuddin,
2008). Knowledge management processes cover knowledge related activities such as
knowledge creation, capturing, sharing and applying knowledge at different levels of
the organization (Kriksciuniene and Sarkiunaite, 2005)._As the term itself implies, the
knowledge management is concerns with how knowledge can be managed and made

available to organizational decision makers (Avital and Hansen, 2005).

Knowledge management was defined differently by researcher according to
their purposes and prospective (Noe and Wang, 2010). The definition of knowledge
management as articulated by Schultze & Leidner (2002): “Knowledge management
is the generation, representation, storage, transfer, transformation, application,
embedding, and protecting of organizational knowledge (p213)”. A comprehensive
approach to defining knowledge management that is useful here is Rowley’s (2000).
He stressed on identifying, sharing, creating and storing of knowledge in pursuit of
organizational learning:

"knowledge management is concerned with the exploitation and

development of the knowledge assets of an organization with a view to

furthering the organization’s objectives. The knowledge to be managed

includes both explicit, documented knowledge, and tacit, subjective

knowledge. Management entails all of those processes associated with the

identification, sharing and creation of knowledge. This requires systems

for the creation and maintenance of knowledge repositories, and to

22
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cultivate and facilitate the sharing of knowledge and organizational

learning. "(p. 11)

23
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2.1.4 Knowledge transfer

Companies to assure success and continuity of their operations, have to assure
knowledge retention within its boundaries. Goh (2002) said that Knowledge transfer
is a continuing problem in organizations. A way to achieve this is through transfer of
knowledge between its employees. In this sense, Prusak (1996) states that knowledge
and expertise is built up and exist in a person's mind and consequently both remain
person-bound. According to Davenport and Prusak (1998), the process of knowledge
transfer includes both the transmission of knowledge by the knowledge owner to the
receiver and the absorption of the knowledge by the knowledge receiver. Therefore,
the knowledge transfer is greatly affected by the relationship between the knowledge
owner or the knowledge recipient (Albino and etc., 2004). The success of knowledge
transfer would require the willingness of employees to work together and share their
knowledge for their joint benefit (Goh, 2002). In addition, knowledge recipient lack
of the correct qualities, such as motivation, knowledge retention capacity, experience
and background, can result in inadequate knowledge transfer (Goh, 2002). Further
qualities might include, having appropriate education, background and experience.

Soft mechanism and hard mechanism are two different mechanisms which are
utilized for the transfer of knowledge. According to Jasimuddin (2008), The soft
mechanism refers to the transfer tacit knowledge through face-to-face interaction.
Davenport and Prusak (1998) suggested that social interaction between "smart"”

employees is where the transfer of tacit knowledge takes place.

The transfer of explicit knowledge through Information and communication
technology (ICT) is what is referred to as hard knowledge transfer mechanism

(Jasimuddin, 2008). And although, according to Albino and etc.(2004), the use of
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information technology can enhance the efficiency and effectiveness of knowledge
transfer through decreasing costs and increase speed, Bender and Fish (2000) argued
that Information and communication technology shall not be seen as a knowledge

transfer process rather than a tool.

2.1.5 Knowledge Sharing

Knowledge sharing is one of the activities of knowledge management.
Understanding what makes up knowledge transfer might vary from organization to
another based on the knowledge transfer approach adopted by the specific
organization (Avital and Hansen, 2005). According to Bock and Kim (2002) and
Jasimuddin (2008), knowledge sharing is the most important and critical part of
knowledge management for organizations to be able to response to fast changes in the
market, to achieve competitive advantage over its competitors. Knowledge sharing is
a conscious act that makes the shared knowledge reusable by other people.( Ismail
and Yusof, 2009). The ultimate goal of sharing employees’ knowledge is to transfer
the knowledge to organizational resources and assets (Dawson, 2001). Knowledge
sharing is defined as a process where individuals exchange knowledge (tacit or
explicit) and together create a new knowledge (Ismail and Yusof, 2009). Knowledge
sharing is a human act that is essential in knowledge management systems and critical
to organizations. Knowledge sharing takes place when a knowledgeable individual
supports other individuals develop a new capabilities or experience. McDermott
(1999) describes the process of “knowledge sharing as enabling sharers to guide
sharers’ thinking and/or using their insights to assist sharers to examine their own
situations”. Bartol and Srivastava (2002) defined knowledge sharing as the action in
which employees release relevant information to other employees across the

organization.
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2.1.5.1 Importance and role of knowledge sharing

The importance of knowledge sharing within the knowledge management can
hardly be emphasized more (Avital and Hansen,2005). Several definitions for
knowledge sharing exist within the literature. Knowledge sharing can be simply
explained as the method by which organization knowledge ( critical and specific) are
passed from individual to individual and from generation to generation to assure the
availability of the organization's important information within the organization
boundaries and in the correct place in the organization. Knowledge sharing composes
of hard mechanism and soft mechanism. Knowledge transfer is about creating
channels for the knowledge to be shared between individuals in the organization and
guiding and encouraging that sharing behaviors. Building the channels for the
knowledge transfer can be through providing the different databases for procedures,
manuals and best practices (hard mechanism) and through establishments of coaching
programs, mentoring programs, discipline forums, gathering and other social

networks (soft mechanism).

Knowledge sharing within organization is a must for its survivals.
Organizations' activities are dependent of people who will never last in their positions
for different reasons. Knowledge sharing is the mean to maintain the organization
process and to improve it. Knowledge sharing can be seen as the tool to change
individual competitiveness, increase organization intellectual capital, reduce cost,

change organizational competitiveness (Ismail and Yusof, 2009).
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2.1.5.2 Factors effecting knowledge sharing

For knowledge management system to be successful, organizations should
encourage their employees to share the knowledge they have (Avital and Hansen,
2005). Previous studies indicated that employees in general are reluctant to share
knowledge (Ismail and Yusof, 2009). On the one hand, the workers are valued for
their personal competencies, which they bring and share with the organization. And
on the other hand they risk to be replaced, if the unique knowledge they have
possessed becomes available to other workers (Kriksciuniene and Sarkiunaite, 2005).
A lot of employees view holding knowledge as a job security tool. According to Jain,
Ling, and Sandhu (2009), Employees fear to share knowledge with other co-workers
as they are not clear on the objectives of knowledge sharing and the intention of their
senior management. They have also added that status inequality and Knowledge
power are potential barriers to Knowledge sharing”. Riege (2005), have wrote on the
barriers of knowledge transfer. Some of the main barriers identified by Riege (2005)
were low awareness on the benefits of knowledge sharing, lack of trust in people, fear

for job security, and lack of time to share knowledge.
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2.3 Job Satisfaction

Employees were identified as the major contributors to overall organizational
effectiveness (Guthrie ,2001). Inspiring individuals to share the knowledge that they
have is crucial to organizational survival, and organizations have to create a healthy
climate for knowledge transfer based on cooperation (Yang, 2007). Job satisfaction is
an important measure of the worker’s utility derived from the job (Skalli, and etc,
2008). Employees job satisfaction is believed to create loyalty to the organization and
enhance the quality of the output obtained from the employees (Myers and Tietjen,
1998).

Job satisfaction was the subject of countless articles and researches by
researches who wrote about the job satisfaction of professionals, each in his field.
Researchers have used their knowledge of their fields, such as human resource
management, psychology, medicine, to define measure and explain the importance of
job satisfaction in their fields and disciplines (Murray, 1999). Job Satisfaction has
been defined as "A positive emotional state resulting from the appraisal of one's job
or job experiences" (locke, 1976). It was also defined as "a positive emotional state
resulting from the pleasure a worker derives from the job™ (Abou-Zaki and etc, 2003).
Job satisfaction was also defined as, “all characteristics of the job itself and the work
environment which employees find rewarding, fulfilling and satisfying” (Boles and
etc, 2009). Overall job satisfaction was also practically defined by the question, “How
likely are you to leave your job within the next 2 years?” (Buchbinder and etc. ,1997).
According to Oshagbemi (2000), job satisfaction is an emotional response given by
the worker to his job as a result of the interaction between what the worker believes
that he gains from doing his job and his professional judgments for his job. Job

satisfaction can be viewed as the result of employee's view or believe of how well
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their job provides them with things which they view as important (Ayeni and etc.,
2007). In the same line, Job satisfaction is often established by comparing how well
the job outcome meet or exceed employee's expectations of the job (Luthens, 2005).
In other words, Job satisfaction is an emotional reaction to the job , resulting from the
comparison of perceived outcomes with the desired outcomes by the employee

(Dogan, 2009)
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2.3.1 Importance of Job satisfaction

Organization's critical knowledge is stored within its employees, and this
information is available to the organization if the employees are willing to release it
(Jain and etc, 2009). Job satisfaction is recognized to be the most important and most
studied attributed within the field of organizational behavior. It is generally
recognized in the organizational behavior field that job satisfaction is the most
important and most studied attitude (Ayeni and etc.( 2007), Mitchell and Lasan,
(1987)). Job satisfaction is very important. Lack or absence of Job satisfaction
usually reduce employees' organizational commitment and considered as an early sign
of quitting a job (Jamal, 1997). Early researchers of human behaviors had viewed the
relationship between job satisfaction and productivity simply as: higher morale would
lead to improved productivity (Bono and etc., 2001). Some scholars have proposed
that increasing employee satisfaction leads to greater employee and organizational
performance and decrease tardiness and absenteeism ( Raab and etc (2010), Lawler
and Porter (1967)). Judge and Saari (2004), supported this proposed relation and
indicated that job satisfaction is directly related to. Judge (1993), stated that the
empirical work on job satisfaction has clearly indicated the important role of job
satisfaction in predicting employees turnover. In her study, Judge talked about
employees with positive and negative disposition and suggested that employees who

are dissatisfied with their job likely to quit.

Since a job fills a significant part of employees' life, establishing a relationship
between job satisfaction and life satisfaction is reasonable, therefore what employees
experience within the job might be carried out to their own lives (Judge and Saari

(2004) and Mc Neely(1988)). Job dissatisfaction might lead employees to provide
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inferior services; and in the same time, might have an effect on their physical and
mental status (Mc Neely,1988). And although it might vary based on employees'
personality traits, the job satisfaction is suggested to have an influence on employees

life at home (llies and Judge, 2004).

2.3.3 Elements of Job Satisfaction

Lawler and Porter (1968) classified factors that might influence employees' job
satisfaction into external and internal satisfactory factors. According to them, internal
satisfactory factors are related the work itself and the external satisfactory factors are
not related to the job itself. Internal satisfactory factors might include the feeling of
control, independence and self-esteem. Whereas, external satisfactory factors might
include: salary and relationships with colleges and manager. Factors affecting job
satisfaction can also be classified into work-related and employee-related factors

(Glisson and Durick, 1988).

Luthans (2005) proposed that job satisfaction can be presented by several
related factors. These, to Luthans, are: work itself, pay, promotion opportunities,
supervisory style and relationship with co-workers. The work itself refers to the
characteristics of the job and how much the job is providing the employee with
interesting tasks and learning opportunities. The Pay factor refers to the amount of
salary or benefits received by the employee in return of his work. Promotion
opportunities factor refer to possibilities of advancement within the organization.
Supervisory style factor refers to the manager ability to provide behavioral support

and technical assistance to the employees. And finally, the co-workers factor refers to
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the relationship between the employee and his colleges and their technical

capabilities.
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2.3.2 Factors affecting Job satisfactions

There are a lot of theories about what can motivate employees. Glisson and
Durick (1988) argued that major factors affecting employees' job satisfaction are the
characteristics of the employee himself and the characteristic of the organization.
According to Slagter (2007), Maslow's theory (1954) was one of the first theory
which addressed employees motivation. Maslow presented a hierarchy of five levels
of human needs (figure 2 below). The summary of the theory was that if you wanted

to motivate employees, you have to satisfy their needs.

morality,

creativity,
spontaneity,
problem solving,
lack of prejudice,
Self-actualization acceptance of facts
self-esteem, confidence,

achievement, respect of others,
Esteem respect by others

. friendship, family, sexual intimacy
Love/belonging

security of: body, employment, resources,
Safety morality, the family, health, property

breathing, food, water, sex, sleep, homeostasis, excretion

Figure 2: Maslow's hierarchy of human needs
Source: http://en.wikipedia.org/wiki/File:Maslow%27s Hierarchy of Needs.svg
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2.4 Relationship between Job Satisfaction and Knowledge sharing

The literature shows that job satisfaction was the subject of several studies.
The relationship between Job Satisfaction and performance, turnover, and
absenteeism were the main studied relationships. According to Murray (1999),
Researchers have attempted to correlate job satisfaction with performance, turnover
and absenteeism. The relationship between job satisfaction and knowledge sharing
behavior were not heavily discussed in the literature. According to Oshagbemi (2000),
the relationship between knowledge management and job satisfaction was not been
clearly discussed in the management literature.

One of the recent researches on the subject was by Bektas, Koseoglu, and
Soylu. The study has examined the relationship between knowledge management and
Job satisfaction among employees of a five-star hotel in Turkey. The study has
concluded that there was no significant relationship between Job satisfactions. To the
best of the researcher knowledge, the subject of the relationship between Job
satisfaction and knowledge sharing was not addressed within the oil sector in Abu

Dhabi, UAE, or even in the Middle East.
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Chapter 3:
The Study methodology
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Chapter 3: The Study methodology

The aim of the study is to investigate the nature of relationship between Job
Satisfaction and Knowledge Sharing. The area of the research was the oil companies
working within the emirates of Abu Dhabi (ADNOC group of companies). The target
populations of the study were the employees of the oil companies in Abu Dhabi.

This chapter shall describe the date sample characteristics, the study model
and variables, the study hypotheses which are examined, data collection methods
used, and conclude with research limitations.

The study shall examine the relationship between Job Satisfaction and
Knowledge sharing and their factors. The questionnaire survey was conducted in early
2011. The date was collected through self-administrated questionnaires. The
questionnaires were divided into three sections: general information of the
respondent, Job Satisfaction, and Knowledge sharing.

The data processing was executed using the SPSS statistical data analysis
software and Microsoft Excel. SPSS stands for Statistical Package for the Social

Sciences, which is software that provides statistical analysis of data.
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3.1 Sample of study

For the purpose of the study, data were collected from employees working
within ADNOC group of oil companies located within the emirate of Abu Dhabi
(ADCO, ZADCO, ADMA, GASCO, Takreer and Bouroge) in 2011.

The study questionnaires were randomly distributed to full time employees
with ADNOC oil companies. The questionnaire was prepared with a cover sheet
stating the purpose of the study, asking for the assistance of the person who is filling
the questionnaire to be as open, fair and honest as possible and finally assuring that no
individual will be identified from their response and that no confidential information
is requested in the questionnaire. The questionnaire was prepared in both Arabic and
English to maximize the response to the questionnaire and to minimize the
possibilities of people misunderstanding the questions in the questionnaire. The
questionnaire was translated from English and they the translation was reviewed and
revised by legal translator to assure the accuracy of the translation. Respondents were
asked to indicate the level of their agreement with a certain statements. The scales
ranged from strongly agree, agree, undecided, disagree, and strongly disagree.

The number of distributed surveys was 975, never the less, 488 surveys were
returned and were valid for the analysis. The response rate after deducting the
unusable questionnaires was 50%.

The total sample size was 488 employees from different companies with
ADNOC Group of Companies. Male employees represented 78.3% (382 respondents)
and female employees represented 21.7 (106 respondents). Majority of the
respondents were married (74.8%), unmarried employees represented 21.7% (106
respondents). The sample included 267 respondents from UAE (54.7 %), and 221

respondents (45.3) from other nationalities. 40.5 % (198 survey) of the 488 surveys
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where answered in English, and 59.5% (290 surveys) were answered in Arabic.
Tables and figures below provide more details of the study respondents. Table A

below, shows the description of the sample study.
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The details of the survey respondents are presented below:

Table 1 shows the gender status of the 488 respondents. Majority of the respondents

were married (74.8%), unmarried employees represented 21.7% (106 respondents).

Table 1: Gender Status of the respondents

Cumulative
Fregquency | Percent | Valid Percent Percent
Valid  Male 382 78.3 78.3 78.3
Female 106 21.7 21.7 100.0
Total 488 100.0 100.0

Figure 1: Gender Status of the respondents
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Table 2 shows the marital status of the 488 respondents. 365 respondents were

married (74.8%) and 123 respondents were unmarried (25.2%).

Table 2: The marital status of the respondents.

Cumulative
Freguency Percent Yalid Percent Fercent
Yalid Married 365 748 748 748
LInmarried 123 252 252 100.0
Total 433 100.0 100.0
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Table 3 shows the education status of the 488 respondents. 26 respondents (5.3%)
have graduated from high school, 90 respondents (18.4) have college degree, 251
respondents (51.4% ) have graduated from Universities, 52 respondents (14.1%) have
higher diploma and the remaining 69 respondents (14.1% ) have master degree or

higher. The distribution of the respondents' education level status showed a normal

Job Satisfaction and Knowledge Sharing in Oil and Gas Industry

Figure 2: The marital status of the respondents.
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distribution with the majority of the respondent being university graduates.

Table 3: The education status of the respondents

Cumulative
Freguency Percent | Valid Percent Percent

Valid High School 26 53 5.3 5.3
College degree 90 18.4 18.4 23.8
Graduate degree 251 51.4 51.4 752
Higher Diploma 52 10.7 10.7 85.9
Master or ahove 69 141 141 100.0
Total 488 100.0 100.0
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Table 4 shows the age status of the 488 respondents. The distribution of the
respondents' age status showed that the majority of the respondents are between 25

and 35 years old representing 56.1% followed by the group of participants between 36
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Figure 3: The education status of the respondents
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and 46 years old which is representing 24.6% of the total respondents.

Table 4: the age status of the respondents

Cumulative
Freguency Percent | Valid Percent Percent

Valid Less than 25 29 59 7.9 59
25-35 years 274 56.1 86.1 62.1
36-46 years 120 246 246 86.7
47-57 years a4 111 111 97.7
58 years or ahove 11 2.3 2.3 100.0
Total 488 100.0 100.0
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Figure 4: the age status of the respondents
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Table 5 shows the distribution of the respondents' experience in their current
organizations. The majority of the respondents have between 2-7 years of experience
in their current organization representing 43.3% of the total sample. 22.3% of the
sample spent less than one year in their organizations. Respondents with more than 20

year of experience represented only 5.7% of the total respondents.

Table 5: Respondents’ experience in their current organizations

Cumulative
Freguency Percent | Valid Percent Percent

Valid QOne year or less 109 223 223 223
2-7 years 212 43.4 43.4 65.8
8-13 years 105 215 215 ar.3
14-19 years 34 7.0 7.0 943
20 vyears or ahove 28 A7 A7 100.0
Total 488 100.0 100.0
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Figure 5: Respondents’ experience in their current organizations
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Table 6 shows the distribution of the respondents experience or number of years spent
in their current positions. Majority of the respondents (45.1%) spent between 2 to 7
years in their current positions. 26% of the respondents stayed less than one year in
their current positions. 8.4% of the respondents spent 20 years or more in their current

positions.
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Table 6: Respondents experience in their current positions.

Cumulative
Freguency Percent Valid Percent Percent

Valid One year or less 127 26.0 26.0 26.0
2-7 years 220 451 451 711
8-13 years 74 15.2 15.2 86.3
14-19 years 26 5.3 5.3 91.6
20 vears or ahove 41 8.4 84 100.0
Total 4388 100.0 100.0

Figure 6: Respondents experience in their current positions.
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Table 7 shows the distribution of the Job or career Status of the 488 respondents. The
distribution of the respondents Job Status showed normal distribution with the
majority of the respondents in the middle management presenting 66.2 % of the total

respondents.
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Table 8 shows the nationality of the respondents. 54.7% of the respondents were UAE
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Table 7: The Job or career Status of the respondents.

Cumulative
Freguency Percent | Valid Percent Percent
Valid First level 69 141 141 141
Middle level 323 66.2 66.2 80.3
Lower level 96 19.7 19.7 100.0
Total 488 100.0 100.0
Figure 7: The Job or career Status of the respondents.
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national, whereas 45.3% where of different nationalities.

Table 8:The nationality of the respondents.

T
Lower level

Cumulative
Fregquency | Percent | “alid Percent Percent
Valid UAE National 267 547 4.7 54.7
Non UAE National 221 453 453 100.0
Total 438 100.0 100.0
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Table 8:The nationality of the respondents.
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3.2 The study model and variables

The study has two main variables; Job Satisfaction and Knowledge Sharing.
Each of the variables has several factors. Job satisfaction is a variable and its factors
are: pay, co-worker relationship, the job itself, Promotions opportunities, and

supervisory style. Knowledge sharing is a variable and its factors are:  Knowledge

collecting and knowledge donating.

While studying the relationship between the Job Satisfaction and Knowledge

Sharing, the study assumes the followings:

1. There is a correlation between Employees' Job Satisfaction and their

Knowledge sharing.

2. The Job Satisfaction, as a variable, has an impact on knowledge sharing as a

dependant variable.

3. The factors of Job Satisfaction have an impact on Knowledge sharing factors

as dependent factors.
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Job
Satisfaction

— Pay

|| Co-worker
Relationship

—  lobitself

Promotion
Opportunities

|| Supervisory
Style
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Knowledge
Sharing

Knowledge
Donating

Knowledge
Collecting
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3.3 Study Measurements

For the purpose of the study, the data were collected through 42 items
questionnaire. The questionnaire was made of three sections. The first section
collected the general information about the respondents, the second and third sections
collected the required information to evaluate the variables of interest in the study.
The Job satisfaction questions were adopted from the work of Suliman (2007), and the
knowledge sharing questions were adopted from the work of Hooff and Ridder
(2004).  The second section contained the 21 items of the Job satisfaction variable
and the third section contained the 13 items of Knowledge sharing variable. The
questionnaire used a scale of five points or steps ranging from 1 to 5. The number 1
stands for strongly agree and 5 stands for strongly disagree. The reliability test was
run for the global variables and their different factors. Tables below show the

reliability test of the items of each variable.

e Reliability test for Knowledge sharing variable and factors.

The Knowledge Sharing variable is made of two factors: Knowledge donating and
knowledge collecting. The Cronbach's Alpha value for Knowledge donating is 0.71

(higher that 0.6) which is adequate and does not require further improvements.

Reliability Statistics - Knowledge donating

Cronbach's Alpha N of Items

71 7

The table below shows the Mean, Standard deviation and the Cronbach's

Alpha value for Knowledge donating factor when a specific item is deleted.
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Cronbach's Alpha if Item
Mean Std. Deviation Deleted
Knowledge Donating 1 element 1.9 0.65 0.67
Knowledge Donating 2 element 24 0.82 0.70
Knowledge Donating 3 element 25 0.86 0.71
Knowledge Donating 4 element 1.8 0.72 0.66
Knowledge Donating 5 element 24 0.91 0.68
Knowledge Donating 6 element 2.3 0.85 0.65
Knowledge Donating 7 element 19 0.79 0.64

The Cronbach's Alpha for Knowledge collecting is 0.65 which is higher than 0.6 and

is adequate and does not required further improvements.

Reliability Statistics - Knowledge collecting factor

Cronbach's Alpha

N of Items

.65

6

The table below shows the Mean, Standard deviation and the Cronbach's Alpha value

for knowledge collecting factor when a specific item is deleted.

Cronbach's Alpha if
Mean Std. Deviation Item Deleted
Knowledge Collecting 1 element 2.1 0.82 0.66
Knowledge Collecting 2 element 1.98 0.68 0.54
Knowledge Collecting 3 element 2.04 0.76 0.54
Knowledge Collecting 4 element 2.16 0.92 0.61
Knowledge Collecting 5 element 231 0.86 0.64
Knowledge Collecting 6 element 2.23 0.83 0.63

The Overall Cronbach's alpha for the knowledge sharing is 0.78, which is

adequate and does not require further improvements.
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Reliability Statistics - Knowledge Sharing factor

Cronbach's Alpha N of Items

.78 13

¢ Reliability test for Job Satisfaction and its factors.

The Job satisfaction variable is made of five factors: Pay, Coworkers relations,
Job itself, promotion opportunities, and supervisory style (adopted from Luthens
(2005) and Suliman (2007)). The reliability of each factor is tested separately and then
the overall reliability of the job satisfaction is tested. The Cronbach's Alpha for the
pay factors is 0.57 which lower than 0.6. The tables below shows the mean, standard
deviations and Cronbach's alpha value for the pay factor when certain item is deleted.

The overall Cronbach's alpha of the pay factor was not adequate and required some

improvement.
Cronbach's Alpha if
Mean Std. Deviation Item Deleted
Pay 1 element 25 11 0.47
Pay 2 element 2.7 1.0 0.47
Pay 3 element 2.7 1.0 0.38
Pay 4 element 24 0.97 0.62
Pay 5 element 3.6 1.0 0.57

As per the table above, deleting the fourth item of the pay factor would increase the
Cronbach's Alpha value to 0.62. Therefore the fourth item was deleted and the
reliability test was run again for the pay factor. Tables below show the results of the

second run.

Reliability Statistics — pay factor

Cronbach's Alpha N of Items

.62 4
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Cronbach's Alpha if Item
Mean Std. Deviation Deleted
Pay 1 element 25 1.0 0.58
Pay 2 element 2.7 1.0 0.54
Pay 3 element 2.7 11 0.41
Pay 5 element 3.6 1.0 0.64

The Overall Cronbach’s alpha for the pay factor after deleting the fourth items
is 0.62, which is adequate and does not necessitate further improvements. The

Cronbach's alpha for the promotion factor is 0.71, which is adequate and does not

require further improvements.

Reliability Statistics - Promotion factor

Cronbach's Alpha

N of Items

71

4

The table below shows the Mean, Standard deviation and the Cronbach's Alpha value

for the promotions factor when a specific item is deleted.

Cronbach's Alpha if Item
Mean Std. Deviation Deleted
Promotion Opportunities 1 element 3.3 1.2 0.72
Promotion Opportunities 2 element 2.9 11 0.60
Promotion Opportunities 3 element 3.2 1.0 0.68
Promotion Opportunities 4 element 2.9 1.0 0.57

The Cronbach's alpha for the Supervisory style factor is 0.83, which is adequate and

does not require further improvements.

Reliability Statistics - Supervisory style factor

Cronbach's Alpha

N of Items

.83

4
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The table below shows the Mean, Standard deviation and the Cronbach's Alpha value

for the Supervisory style factor when a specific item is deleted.

Cronbach's Alpha if Item
Mean Std. Deviation Deleted
Supervisory Style 1 element 2.2 0.99 0.81
Supervisory Style 2 element 2.3 1 0.76
Supervisory Style 3 element 2.4 1.1 0.79
Supervisory Style 4 element 2.2 0.99 0.77

The Cronbach's alpha for the Coworkers relationship factor after is 0.55, which is
below 0.6. The tables below shows the mean, standard deviations and Cronbach's
alpha value for the Coworkers relationship factor when certain item is deleted. The
overall Cronbach's alpha of the Coworkers relationship factor was not adequate and

required further improvements.

Std. Cronbach's Alpha if Item
Mean Deviation Deleted
Co-workers relations 1 element 1.8 T 43
Co-workers relations 2 element 2.9 1.0 .54
Co-workers relations 3 element 1.9 .68 44
Co-workers relations 4 element 2.4 1.0 .52

As per the table above, deleting any single item would not improve the overall
reliability of the factor. Therefore, the second items was deleted and followed by the

fourth item. The tables below showed the results after the run.

Reliability Statistics - Coworkers relationship factor

Cronbach's Alpha N of Items

.70 2
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The Overall Cronbach's alpha for the Coworkers relationship factor after deleting the
second and fourth items is 0.70, which is adequate and does not necessitate further

improvements. Two items is the minimum number of items required to run the
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Cronbach's Alpha if

Mean Std. Deviation Item Deleted
Co-workers relations 1 element 1.8 i
Co-workers relations 3 element 1.9 .68

reliability test for the coworker relationship as a variable.

The Cronbach's alpha for the job itself factor is 0.81, which is adequate and does not

require further improvements.

The table below shows the Mean, Standard deviation and the Cronbach's Alpha value

Reliability Statistics - job itself factor

Cronbach's Alpha

N of Items

81

4

for the Job itself factor when a specific item is deleted.

Cronbach's Alpha
Mean Std. Deviation if Item Deleted
The Job itself 1 element 2.1 1.0 .84
The Job itself 2 element 2.0 9 71
The Job itself 3 element 1.9 .81 .73
The Job itself 4 element 2.1 .95 .73
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The Overall Cronbach's alpha for the Job Satisfaction variable is 0.82, which

is adequate.

Reliability Statistics — Job Satisfaction variable

Cronbach's Alpha N of Items

.82 18

The table below shows the Mean, Standard deviation and the Cronbach's Alpha value

for the Job Satisfaction when a specific item is deleted.

Cronbach's Alpha if
Mean Std. Deviation Item Deleted
Pay 1 element 25 1.1 .81
Pay 2 element 2.7 11 .82
Pay 3 element 2.7 1.1 .81
Pay 5 element 3.6 1.0 .82
Promotion Opportunities 1 element 3.3 1.2 .82
Promotion Opportunities 2 element 2.9 11 .80
Promotion Opportunities 3 element 3.2 1.0 .81
Promotion Opportunities 4 element 2.9 1.0 .81
Supervisory Style 1 element 2.2 .98 .81
Supervisory Style 2 element 2.3 1.0 .80
Supervisory Style 3 element 2.4 11 .80
Supervisory Style 4 element 2.2 .98 .80
Co-workers relations 1 element 1.8 T .82
Co-workers relations 3 element 1.9 .68 .82
The Job itself 1 element 2.1 1.0 .81
The Job itself 2 element 2.0 9 .81
The Job itself 3 element 1.9 81 .81
The Job itself 4 element 2.1 .95 .81
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3.4 Study hypotheses

The main purpose of the study is to investigate the nature of the relationship
between Job Satisfaction and Knowledge Sharing. The relationship between some of
Job Satisfaction and Knowledge Sharing factors were also studied hereby. Several
hypotheses were developed to investigate these relationships. Job Satisfaction and

Knowledge Sharing are the main variables.

The following is a list of the hypotheses considered in the study.

e HI1: The Relationship between Job Satisfaction and knowledge Sharing
[Global variable to Global variable].
s Hla: There is a relationship of statistical evidence between Job
Satisfaction and knowledge Sharing.
s H1b: There is no relationship of statistical evidence between Job
Satisfaction and knowledge Sharing.
e H2: The Relationship between Job Satisfaction and knowledge Donating
[Global variable to factor].
s H2a: There is a relationship of statistical evidence between Job
Satisfaction and knowledge Donating.
s H2b: There is no relationship of statistical evidence between Job
Satisfaction and knowledge Donating.
e H3: The Relationship between Job Satisfaction and knowledge Collecting
[Global variable to factor].
« H3a: There is a relationship of statistical evidence between Job

Satisfaction and knowledge Collecting.

57



Job Satisfaction and Knowledge Sharing in Oil and Gas Industry

s H3b: There is no relationship of statistical evidence between Job
Satisfaction and knowledge Collecting.
H4: The Relationship between Job itself and knowledge Sharing [Factor to
global variable].
¢+ Hd4a: There is a relationship of statistical evidence between Job itself
and knowledge Sharing.
«+ H4b: There is no relationship of statistical evidence between Job itself
and knowledge Sharing.
H5: The Relationship between Supervisory style and knowledge Sharing
[Factor to global variable].
s Hb5a: There is a relationship of statistical evidence between
Supervisory style and knowledge Sharing.
% H5b: There is no relationship of statistical evidence between

Supervisory style and knowledge Sharing.

Job Knowledge

Satisfaction o Sharing J
y
‘{ Pay H3 | Knowledge
Donating

Co-worker | H4 ’. Knowledge
[ Relationship Collecting
——  Jobitself

H5

| Promotion

Opportunities

| Supervisory
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3.5 Data Collection methods

The research site was ADNOC group of companies. Employees of different levels
participated in the study. The questions in the questionnaire used in the study were
developed by Suliman(2007) and Hooff and Ridder (2004). To collect data, the
questionnaire was printed and attached with a colorful coversheet. The questionnaires
were sent to several "focal points™ within the different ADNOC group of companies.
The questionnaire was distributed and collected through the selected focal points. The
questionnaire cover sheet described the objective of the questionnaire and asked for
the respondent response and agreement to statements. All respondents were assured

the followings:

1. Their identity would be protected.

2. There is no wrong answer.

3. The questionnaire would be used to collect data for the study purpose only.

4. There is no request for confidential information in the questionnaire.

5. The results of the analysis will be strictly used by the researcher for the study

purposes only.

The questionnaire was in both Arabic and English. A copy of the questionnaire is
attached in Appendix I. Out of the 975 questionnaires distributed, 554 were
collected. Of the returned questionnaires, 66 questionnaires were unusable due to
missing data or multiple answers to the same questions. These responses were
discarded. The number of the usable surveys was 488, representing around 50% of

the distributed surveys.
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3.6 Research Limitation

This research examines the relationships between Job Satisfaction and
Knowledge sharing with some limitations. Bias in self-reporting or political
correctness might have had an influence on responses. Job Satisfaction and
Knowledge Sharing are related to human behaviors. Some people might decide to
report, when answering a question, what they should be doing rather than what they
are actually doing. This might be true for this research and any other research that is
based on people feedback. Another limitation to the research was the time of
questionnaire distribution. The questionnaire was distributed in the first quarter of the
year 2011, where majority of oil employees are on leave to clear their leave carryover
from 2010. Any leave carryover from a year should be cleared within the first quarter
of the next year or it would be confiscated. This fact might explain the low return
ratio of the questionnaires. The research focused on employees within ADNOC group
of oil companies. The results might not match the behavior of employees of other oil

companies in UAE or in another country.
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Chapter 4:

Data Analysis and Results
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Chapter 4: Data Analysis and Results

This study investigates the relationship between job satisfaction and
knowledge sharing. This chapter presents the data analysis and the findings of the
study. Table 1 below shows the correlation results between the global variables and

factors of Job Satisfaction and Knowledge Sharing.

62



Oil and Gas Industry

ing in

Job Satisfaction and Knowledge Shar

‘(palte1-g) [9A8] GO0 dY3 Ye JuedIubis SI uolIe[RIO0D “x
"(pajte1-g) [9A3] TO'0 dY3 ¥e JUBDIHIUBIS SI UOIIR[BII0D “xx

8’

08’

=

€000

41

6500

60°0

L16°0

T00'0

(pajre;
-2) ‘Bis

uone|a1io)d
uosread

Buireys-abpajmoud|eqol|o

ve

8T’

9000

€T’

1890

¢00-

(pajres
-2) ‘bis

uolea1iod
uosiead

1010} Buloa||09'abpajmoudy

124740

00

9€8°0

100

€890

¢0'0

(pajre:
-2) ‘bis

uolne@1io)
uoslead

J010e) Buireuop abpamouy

.00

800

74

0

(pajre:
-z) ‘bis

uolea1iod
uoslead

jes'qoreqo|o

2000

4%

T000

6€0°0

60°

(pajre;
-2) ‘Bis

uole@1io)
uosiead

10108} 1981 qor

8¢

9¢

(pajrey
-2) ‘bis

uonea1io)d
uosread

10108)'SI9X}IOM 00" MaU

9T¥'0

¥0°0-

000

(4%

(pajre:
-2) ‘bis

T CIEN )
uosiead

10108y Alosinladns

o€’

(pajre:
-z) ‘bis

uolea1iod
uosliead

lojdoej uonowold

(pajre;
-z) ‘BIs

uole@1io)
uosiead

10108} Aed mau

Bulreys
‘abpajmouy
‘eqo|o

10108}
*6u1109]]109
‘abpajmouy

10108}
‘Buireuop’
abpajmouy

fes'qor
‘eqo|o

10108}
‘Jlesurqor

10108}

"SI9X}I0M 00

10108}
‘Alosiniadns

10108}

‘uonowold

10108}
‘Aed

T 3lqelL

63



Job Satisfaction and Knowledge Sharing in Oil and Gas Industry

Table 1 presented the correlation results between Job Satisfaction and
Knowledge Sharing. The correlation table showed several significant correlations. In
general the Pearson correlation values are low. The correlations coefficients varied

from 0.001 to 0.29.

H1 hypothesis is about the relationship between job satisfaction and
knowledge sharing behavior. The correlation results, in table 1, indicated a significant
correlation between job satisfaction and knowledge sharing. Although the relationship
is weak, but it indicates that there is a relationship between job satisfaction and
knowledge sharing. A regression test was run on the relationship between the global
variable of job satisfaction and the global variable of knowledge sharing (results

presented in table 2).
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Table 2 : The regression test results on the relationship between Job Satisfaction and

Knowledge Sharing global variables.

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 .289° .084 .082 3.71015
a. Predictors: (Constant), Global.Job.Sat
ANOVA®
Model | Sum of Squares df Mean Square F Sig.
1 Regression 611.836 1 611.836 44.448 .000?
Residual 6689.883 486 13.765
Total 7301.719 487
a. Predictors: (Constant), Global.Job.Sat
b. Dependent Variable: Global.Knowledge.Sharing
Coefficients®
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 20.884 1.967 10.619 .000
Global.Job.Sat .226 .034 .289 6.667 .000

a. Dependent Variable: Global.Knowledge.Sharing

The test results indicated a significant relationship, where the adjusted R®
value was 0.082 and the F value was 44.45 ( with Sig= 000). The Above results
indicate that Job satisfaction has a significant influence on the knowledge sharing
behavior. As per correlation and regression tests results, the job satisfaction was able
to explain 8.2% of the knowledge sharing behaviors. There is a relationship between
Job satisfaction and knowledge sharing, and therefore, Hla was found to be valid and

H1b was found to be invalid.
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H2 hypothesis is about the relationship between Job itself and knowledge
sharing behavior. The correlation results, in table 1, indicated a significant correlation
between Job itself and knowledge sharing. Although the relationship is weak, but it
indicates that there is a relationship between Job itself and knowledge sharing. A
regression test was run on the relationship between the Job itself factor and the global

variable of knowledge sharing (results presented in table 3).
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Table 3 : The regression test results on the relationship between Job itself factor ( a factor
of Job Satisfaction) and Knowledge Sharing global variable.

Model Summary

Std. Error of the
Model R R Square |Adjusted R Square Estimate

1 .264° .070 .068 3.73896

a. Predictors: (Constant), Job.itself.factor

ANOVA"®
Model Sum of Squares df Mean Square F Sig.
1 Regression 507.526 1 507.526 36.304 .000%
Residual 6794.193 486 13.980
Total 7301.719 487

a. Predictors: (Constant), Job.itself.factor

b. Dependent Variable: Global.Knowledge.Sharing

Coefficients®

Standardized

Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 29.049 .831 34.973 .000
Job.itself.factor 493 .082 .264 6.025 .000

a. Dependent Variable: Global.Knowledge.Sharing

The test results indicated a significant relationship, where the adjusted R?
value was 0.068 and the F value was 36.3 ( with sig= 000). The Above results indicate
that Job itself has a significant influence on the knowledge sharing behavior. As per
correlation and regression tests, the Job itself factor was able to explain 6.8 % of the
knowledge sharing behaviors. There is a relationship between Job itself and
knowledge sharing, and therefore, H2a was found to be valid and H2b was found to

be invalid.
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H3 hypothesis is about the relationship between supervisory style and
knowledge sharing behavior. The correlation results , in table 1, indicated a
significant correlation between supervisory style and knowledge sharing. Although
the relationship is weak, but it indicates that there is a relationship between job
satisfaction and knowledge sharing. A regression test was run on the relationship
between the supervisory style factor and the global variable of knowledge sharing

(results presented in table 4).

Table 4 : The regression test results on the relationship between supervisory style factor (a
factor of Job Satisfaction) and Knowledge sharing global variable.

Model Summary

Std. Error of the
Model R R Square |Adjusted R Square Estimate

1 1947 .038 .036 3.80226

a. Predictors: (Constant), supervisory.factor

ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 275.516 1 275.516 19.057 .000%
Residual 7026.204 486 14.457
Total 7301.719 487

a. Predictors: (Constant), supervisory.factor

b. Dependent Variable: Global.Knowledge.Sharing

Coefficients®

Standardized

Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 28.184 1.332 21.166 .000
supervisory.factor 490 112 .194 4.365 .000

a. Dependent Variable: Global.Knowledge.Sharing
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The test results indicated a significant relationship, where the adjusted R?
value was 0.036 and the f value was 19.06 ( with sig=000). The Above results
indicate that supervisory style has a significant influence on the knowledge sharing
behavior. As per correlation and regression tests, supervisory style factor was able to
explain 3.6% of the knowledge sharing behaviors. There is a relationship between
supervisory style and knowledge sharing, and therefore, H3a was found to be valid

and H3b was found to be invalid.

H4 hypothesis is about the relationship between job satisfaction and
knowledge donating behavior. The correlation results, in table 1, indicated a
significant correlation between job satisfaction and knowledge donating behaviors.
Although the relationship is weak, but it indicates that there is a relationship between
job satisfaction and knowledge donating. A regression test was run on the relationship
between the global variable of job satisfaction and the factor of knowledge donating

(results presented in table 5).
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Table 5 : The regression test results on the relationship between Job Satisfaction and
Knowledge donating factor ( a factor of knowledge Sharing variable).

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 .196% .039 .037 2.19962

a. Predictors: (Constant), Global.Job.Sat

ANOVA"
Model Sum of Squares df Mean Square F Sig.
1 Regression 94.419 1 94.419 19.515 .000°
Residual 2351.417 486 4.838
Total 2445.836 487
a. Predictors: (Constant), Global.Job.Sat
b. Dependent Variable: Knowledge.donating.factor
Coefficients®
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 14.655 1.166 12.568 .000
Global.Job.Sat .089 .020 .196 4.418 .000

a. Dependent Variable: Knowledge.donating.factor

The test results indicated a significant relationship, where the adjusted R?
value was 0.037 and the F value was 19.5 ( with Sig= 000). The Above results
indicate that Job satisfaction has a significant influence on the knowledge sharing
behavior. As per correlation and regression tests results, the job satisfaction was able
to explain 3.7% of the knowledge sharing behaviors. There is a relationship between

Job satisfaction and knowledge sharing, and therefore, H4a was found to be valid and

H4b was found to be invalid.
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H5 hypothesis is about the relationship between job satisfaction and
knowledge collecting behavior. The correlation results, in table 1, indicated a
significant correlation between job satisfaction and knowledge collecting behaviors.
Although the relationship is weak, but it indicates that there is a relationship between
job satisfaction and knowledge collecting. A regression test was run on the
relationship between the global variable of job satisfaction and the factor of

knowledge collecting (results presented in table 6).

Table 6 : The regression test results on the relationship between Job Satisfaction and
Knowledge collecting factor ( a factor of knowledge Sharing variable).

Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 273° .075 .073 2.39713
a. Predictors: (Constant), Global.Job.Sat
ANOVA”
Model Sum of Squares df Mean Square F Sig.
1 Regression 225.552 1 225.552 39.252 .000°%
Residual 2792.659 486 5.746
Total 3018.211 487
a. Predictors: (Constant), Global.Job.Sat
b. Dependent Variable: Knowledge.collecting.factor
Coefficients®
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 6.230 1.271 4,902 .000
Global.Job.Sat 137 .022 273 6.265 .000
a. Dependent Variable: Knowledge.collecting.factor
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The test results indicated a significant relationship, where the adjusted R?
value was 0.073 and the F value was 39.25 ( with Sig= 000). The Above results
indicate that Job satisfaction has a significant influence on the knowledge collecting
behavior. As per correlation and regression tests results, the job satisfaction was able
to explain 7.3 % of the knowledge collecting behaviors. There is a relationship
between Job satisfaction and knowledge sharing, and thus, H5a was found to be valid

and H5b was found to be invalid.
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Chapter 5:

Study Conclusion and Recommendations
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Chapter 5: Study Conclusion and Recommendations

5.1 Conclusions

The subject of job satisfaction and its effect on employees' attitude and
behavior have been the subject of several studies. Correlates of job satisfaction lave a
long research history (Mathieu and Farr,1991). This study aims to investigate the
effect of job satisfaction on employees' knowledge sharing behaviors within the oil
sector in Abu Dhabi. The subject of job satisfaction and its relationship with the
knowledge sharing was not address by researchers within the region and more

specifically within UAE.

This study makes an attempt to investigate the nature of a relationship between
Job satisfaction and knowledge sharing. The studying focused on several hypotheses
reflecting the relationship between job satisfaction and knowledge sharing and their
factors. As illustrated throughout the methodology section and the data analysis
section, the study was able to prove the existence of positive and significant, yet not
very strong relationships between knowledge sharing and job satisfaction and their
factors. The study proved the following hypotheses:
e There is a positive relationship of statistical evidence between Job
satisfaction and knowledge sharing.
e There is a positive relationship of statistical evidence between Job itself and
knowledge sharing.
e There is a positive relationship of statistical evidence between supervisory
style and knowledge sharing.
e There is a positive relationship of statistical evidence between Job

Satisfaction and knowledge Collecting.
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e There is a positive relationship of statistical evidence between Job

Satisfaction and knowledge Donating.

Although they have indicated the existence of a relationship, the correlation
values obtained were low in general. The data analysis was able to provide a figure or
a feeling of how much of the behavior was explained by job satisfaction. The results
of the study have indicated an important and significant positive effect of the
employees prospective, of issues related to their job satisfaction and knowledge
sharing, would have the largest effect on the employees' willingness to contribute to
knowledge sharing.

The data analysis puts in focus a few interesting observations regarding the job
satisfaction and knowledge sharing. Job satisfaction has a positive influence on
employees' knowledge sharing behavior. Job itself and the supervisory style were the
factors of job satisfaction which came to have the largest influence on the knowledge
sharing behavior of employees. Although, pay was expected to have a bigger impact
on employees' behavior, the impact was minimal on the knowledge sharing behaviors
within the ADNOC group of companies in Abu Dhabi.

It worth mentioning that the running surveys within the employees of the oil
companies is not very common, and therefore people tend to be reluctant to freely
express their feelings and opinions. In addition, providing support to others,
knowledge sharing in our case, is considered as a high moral and socially honorable
act within the gulf area and Arab region in general. Very few people are expected to
say that they do not share information with others, people tend to give political, or

socially accepted answers. In the case of the distributed questionnaires, it was
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observed that at some certain questions, the answer was mainly " Undecided" or a "
socially positive acceptable answer".

The results of the study came to be in line with the results of the study carried
by Bektas, Koseoglu, and Soylu on job satisfaction and knowledge sharing within the
hotel industry in turkey. In both studies, the relationship between job satisfaction and
knowledge sharing was proved to be positive and of statistical evidence. In addition,
in both studies, the job satisfaction was able to explain around 10 percent of the

knowledge sharing behavior of the participants.

5.2 Recommendations

This study has proved the influence of job satisfaction on knowledge sharing
behavior of employees of the ADNOC group of oil companies within Abu Dhabi.
And as a consequence of the increase in oil demand internationally and the gas
demand locally, companies of the oil sector in Abu Dhabi are forced to increase its
operations and expand its organizations and in the same time maintain the knowledge
resources. As a result, knowledge management and particularly knowledge sharing is
critical to maintain certain standard and level of performance while expanding.
Although some of the companies within the ADNOC groups is less than 10 years old,
the oil fields and critical facilities within the group have a range age of 25 years, the
matter which adds additional emphases on the importance to leveraging experience
and knowledge between different parts of the organization. Taking into consideration
the study findings, and conclusions, several recommendations can be presented
regarding the job satisfaction and knowledge sharing. Recommendations can be

summarized as follow:
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Knowledge sharing and job satisfaction are very important and should be
addressed by mangers. Many researchers now agree that knowledge
management is a process which requires employees’ commitment and
dedication to maintain, create and diffuse the organization knowledge within
the organization ( Gupta, 2008). The commitment of managers and top
management specially, is essential to support job satisfaction and knowledge
sharing efforts and initiatives. Employees would generally give extra attention
to what they think is important and valued by their managers. Directly or
indirectly, managers will take part in supporting Knowledge sharing and job

satisfaction within their organizations.

Knowledge transfer is a social activity taking place within the organization.
(Lucas and Ogilvie, 2006). Knowledge sharing is influenced by the
employees' believes or perceptions of different matter around them. The
success of knowledge sharing in business is strongly related to behavioral
factors (Cheng and et al, 2004). Employees Job satisfaction is subject to
employees believes, perceptions and expectations. Managers within the
organization have to take the responsibility of observing how their employees
evaluate their jobs and to fine ways which might improve their job satisfaction
levels (Suliman, 2007). And while doing that, managers shall keep in mind
that how employee see or perceive their jobs, organization supervisory style,
co-workers, promotion chances within the organization and pay, is expected to

influence their job outcomes (Suliman, 2007).

Mangers shall eliminate or minimize any sources or causes of dis-satisfaction

for their employees. The job satisfaction has proven to have an effect on
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employees' job performance, commitments, and loyalty to their companies.
The more satisfied the employees, the more likely they are to be highr
performers (Suliman, 2007). Satisfaction creates confidence, loyalty and
ultimately improved quality in the output of the employed (Myers and Tietjen,
1998). In the same time, the absence of satisfaction at work might have a
negative effect on the employees overall physical and mental conditions.
According to Judge and Saari (2004), taking continuous steps to tackle the
employees low job satisfaction is not only important to organizations, but it is
also important to prevent employees low job satisfaction from spilling over to

their personal lives.

The job itself is the term used to "describe the variety of tasks involved, the
interest and challenge the job generates, and the clarity of the job
description/requirements” (Hayat et al, 2010). Couger (1988) , while
investigating the motivating factor for the system analysts and programmers,
concluded that job itself was the main motivating factor (Chen,2008).
Organization and managers can attempt to increase the employees' job
satisfaction, related to job itself, through adopting techniques such as job
enrichment and job enlargement, and where possible, job rotation. No specific
method or technique can be used with all jobs; the design of the job

enhancement should consider the work environment and job requirements.

Supervisory style ( which refers to process of leadership, motivating factors,
communication, process of decision making, and characteristics of the control
process) is important for knowledge sharing process. It was found that

democratic or participatory management style resulted in a good team spirit
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and job satisfaction among staff (Newstrom and Davis, 1992) and therefore
improves knowledge sharing activities. Mangers can increase their employees'
job satisfaction, related to supervisory style, by creating a participatory work
environment in the organization. Furthermore, organization leaders could
consider increasing staff's job satisfaction by establishing a two-way top-
down and bottom-up flow communication in order to make the employees feel
that their leader as close to the employees and they appreciate their work and

concerns (Esfahani et al, 2008).

Oil companies in Abu Dhabi are multi-national companies. Although the
official language of communication is English, people skills and level of
knowledge of the language vary greatly. Managers are encouraged to assure
the availability of the appropriate people within the knowledge transfer cycle.
Having a sufficient level of English language should be considered for
knowledge owner and knowledge receiver. Sometimes, this is difficult, and
especially if the knowledge owners is old and believes that his language skills
is adequate where it is not. Bearing in mind that knowledge itself is not
bonded to certain language, assigning "knowledge receiver”, with similar

mother language skills will be very efficient to overcome this problem.

In addition, Cultural differences play a role in the effectiveness of knowledge
sharing between employees. According to Slagter (2007), the cultural
differences between nations would influence the implementation of knowledge
managements systems. Establishing a multicultural work environment were
awareness of the differences in cultures is promoted and therefore tolerance

for differences is built, is important for the success of knowledge sharing.
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Several studies have highlighted that employees job satisfaction and needs
varies with age (Ayeni and etc., 2007). In order for managers to insure
effective contribution to knowledge sharing from their employees, should
consider these changes and differences while motivating their employees to
participate in knowledge sharing activities. Managers should keep this
differences and changes in mind in order to be able to utilize their employees
as effective and efficient as possible. Keeping employees satisfied with their
jobs over years is critical to organization success although it is not an easy
(Suliman, 2007). As people grow older they find it essential to attain a certain

balance between their work and their private life (Slagter,2007).

The implementation of encouragement methods is needed to achieve the
desired level of knowledge sharing within organizations. Some employees are
hesitant to share their knowledge, because often there are no visible rewards
for sharing knowledge ( Goh, 2002). Compensation and reward systems and
performance appraisal systems can be used by managements to implement and
enhance knowledge sharing within organizations (Goh and Yahya, 2002). The
most effective method to promote Knowledge sharing would be to link it with
rewards and performance appraisal (Jain et al, 2009). Therefore, Knowledge
sharing activities can be added to the performance appraisal of employees to
assure that the knowledge sharing is taken seriously by employees and, in the
same time, to monitor the process of knowledge sharing by identifying
employees contributing to knowledge management systems and employees
who are not. The appraisal can also be accompanied with a reword system.

The employees or knowledge owners who demonstrate an active behavior or
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effectiveness in sharing the critical knowledge which they posse with other
employees, can be recognized and rewarded. In addition, Monetary incentives
can be used to start knowledge management systems and to give incentive to
users from time to time (Jain et al, 2009). In the long run, Employees should
be prepared by organizations and mangers to consider knowledge sharing as
one of the basic requirements of daily business and culture. Knowledge
sharing should not be only integrated into job descriptions, but it should be
also integrated into the value system and cluture of organizations (Jain et al,

2009).

10- Employees' retirement is one of the ways where organization knowledge is
lost. The implementation of some proactive measures can reduce the negative
impact of employees' retirements. Planning and mentoring were highlighted
by Fabian and et al (2007) as some of the measures to reduce the impact of
experience staff leaving the organization. Some additional strategies were
defined also by Lahaie (2005) as methods which can be utilized to minimize
the loss of corporate knowledge. Lahaie ( 2005) suggested the use of pre-
retirement planning, casual employment (additional contract period),

networking, term/specified period employment, and succession planning.

11- As highlighted in the literature review section, some employees are not keen
to share the knowledge they have because they are not sure of their
management intention. Critical information is seen as a source of power and
employees are normally are reluctant to share it ( Goh, 2002). Therefore,

developing a culture of trust is required for the success of knowledge sharing
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and knowledge management systems. Building trust within the organization
culture will increase the tendency of employees and teams to share important

knowledge and information ( Goh, 2002).

12-1t is also worth mentioning that knowledge transfer is a process that takes
time. Several methods can be used to speed it up, but availability of adequate
time remains essential to its success. Involving in knowledge sharing might
have an effect on other activities handled by employee, to promote knowledge
sharing, adequate time shall be assigned for the activity. Allowing adequate

time for employees to socialize and exchange information is essential.

13- The relationship between the knowledge giver or owner and the knowledge
receiver is important and shall be given appropriate attention by organizations
(Goh, 2002). Employees are more likely to share knowledge and exchange
information with "reputable colleagues” (Lucas and Ogilvie, 2006) .The nature
of the relationship between the knowledge recipient and knowledge owner can
be a barrier to effective knowledge transfer (Goh, 2002). Therefore, managers
shall consider this factor when designing a specific knowledge sharing system
or assigning a "knowledge receiver" to "knowledge owner".

14- The study findings and conclusions suggest that further investigations of the
nature of the relationship between job satisfaction and knowledge sharing
within different organizations within Abu Dhabi, UAE, and the Arab region
would be needed; before generalizing conclusions about the nature of the
relationship between job satisfaction and knowledge sharing. Government

sectors, oil sectors in the other emirates, construction sector or the other
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industries within the region might be subject of future researches. Researchers
may also investigate the possibility of other variables affecting both
employees' job satisfaction and their knowledge sharing behavior such as

work climate or organization culture.
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QUESTIONNAIRE

Dear Sir/ Madam,

This questionnaire gives you the
opportunity to express your views on a wide
range of issues related to the work
conditions. Please note that there is no right
or wrong answer.

The questionnaire will be used to collect the
primary data needed for a research study.
Therefore, we seek your assistance to be as
open, fair, honest as possible as you can in
your responses.

The researcher assures you that no
individuals will be identified from their
responses and there are no requests for
confidential information included in the
questionnaire. The results of the analysis
will be strictly used by the researchers for
study purposes only.

The questionnaire comprises of three parts:
General information
Job satisfaction

Knowledge Sharing

Thank you

Researcher

Ameen Al-Hosani

Important Notice : Please do not write
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dsa @ohideas gl da Al (i) 13 clilaey
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your hame on the questionnaire.
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PART ONE: GENERAL INFORMATION

Please tick one box for each question:

dale claglea s JgY) 5l

e JS) D g sla )

Sex

Male

Female

Marital Status:

Married

Unmarried

delaayl Al -
da 5 efz 55 (1)

das e nefz s 5ie 2 (2)

Education:

Less than high school
High school

College degree
Graduate degree
High Diploma

Masters or above

tAgaglail) dda jall -

4, 5800 salgdll (e 81 (1)
40 Bl (2)

LS A 3/ A (3)
= (4)

Slall 4 sl (5)

el 5l sieald (6)

Age:

Less than 25

25 - 35
36 - 46
47 - 57

58 or above

el o
lile 25 (e Jil (1)
35-25 (2)
46 — 36 (3)
57 — 47 (4)

JSi5 58 (5)
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No. of years worked in current organization:

One year or less

2 -7
8 -13
14 - 19

20 years or above

Al A Lgtiuad AN < giad) dae -
YN

Bl 5l A (1)
7-2(2)
13-8(3)
19— 14 (4)

S0 44as 20 (5)

No. of years worked in the position or job:

One year or less

2 -7
8 -13
14 - 19

20 years or above

) Aida gl (il A Aasdl) Cl gl 22 -
1dand)

il 5l A (1)
7-2(2)
13- 8 (3)

19 — 14 (4)

ST i 4w 20 (5)

Job Status:

First level

Middle level

Lower level

i gl (s shnal) —
e 30 (1)
.GEM} T:J\.J\ (2)

s s ol (3)

Nationality:
UAE National

Non UAE National

Luiall — 7
sasiall A pall eyl A go il 54(1)

d ) LY Ao il e e (2)
saaiall
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PART TWO: JOB SATISFACTION

Please tick one box for each item:

Al La i o ALY ¢ 5l

: Jigms JS) Adle g £la )

statement

strongly
agree

Agree

undecided

disagree

strongly
disagree

e 38 5 B Ll
Gilse Bl
sy | dlaa | Gl
B 5

| feel | am being paid
a fair amount for the
work | do

Jae (e 43 o 58l Ll Yile

| am not satisfied
with the benefits |
receive.

o Al /bl y cud 2
lalalsl ) adliall

| am un-appreciated by
the organization when
| think about what
they pay me

slaldl Lo Sél Lanic 3
W A sall b e

| feel satisfied with
my chances for
salary increases

o Ll =il 4
OYLas

4.5‘:“) BJ\:’J'

There are few

e JalE 2ae dlla 5

rewards for those La Jary el S
who work here
There is really too S As a6
little chance for
laa Al Sk

promotion on my
job

Those who do well
on the job stand a
fair chance of being
promoted

s alas 29 (0.7
Aile daHsy Jasysan
Sl

People get ahead as
fast here as they do
in other places

iy U (58l gal) 28 8
Sl b LS el
A
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| am satisfied with
my chances for
promotion

0o Al o=, U 9
RPN

My supervisor is
quite competent in
doing his/her job

e deall (& (855 10
0 3elaSl) e da

Lelae falec

My supervisor is
unfair to me

o daall B 8,0 11
G&Ad.ﬁl.c

My supervisor shows
too little interest in
the feelings of
subordinates

& P i Y 12
sy e eliay Jasl

I like my supervisor

Jarll & 8 pie cal 13
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PART TWO: JOB SATISFACTION

Al gl Lda gl 3 A ¢ )

(contd.) (&4)
. 48
statement e .| e & f 3 Ll
strongly Agree undecided disagree s.trcngly BN ‘)5‘; e EJ&:}:\
agree disagree dﬂ‘y . dﬁ‘y
L | B
By
| like the people | ) el 14
work with Jaall A
| find | have to e 4l il 15
work harder at my ST agas Jaall
job than | should 8elaS axal | Hla
because of the Ol palasy)
incompetence of pere Jacl
people | work with
| enjoy my co- daally wiaind |16
workers e
ezl ;).AJ
There is too much Oe SN lua 17
bickering and S il g s glaal)
fighting at work Janll Jaias
| sometimes feel ol blal =l 18
my job is A e Y e
meaningless
| like doing the sl lecaal 19
things | do at work Jee (e
| feel a sense of Ll adl il 20
pride in doing my dac (e 43 a8l
job
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My job is enjoyable

e of il 21

@AA

PART THREE: KNOWLEDGE SHARING

Please tick one box for each item:

43 pal) g il glrall A4S Léa 1 G ¢ Al

: Jlipes JS) Aadle g sla )

statement

strongly
agree

strongly
disagree

338 50

Bl

"E‘)L.ud\

When | have learned
something new, | tell
my colleagues within
my department about it

s Ll aladl Leie -1
pull (B 3k @l ild
ale

-

When they have
learned something new,
my colleagues in my
department tell me
about it

& ke alaty Ladie -2
peld s Und )
OsSOLED of 4 i sS Ly

Knowledge sharing
among colleagues is
considered normal in
my company

ol 5 Cla glaall 48 jLia -3
fad Jasll el g
) AN A Lol ) L

A el

I don’t share the
information | have with
colleagues within my
department

S il sheall & HLaT Y U4
R

When | have learned
something new, | tell
my colleagues outside
of my department about
it

s Ul Al Lexie -5
YR PR P PR ERE v g
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I share my skills with
colleagues outside of
my department

e g ke LS -6

I don’t share my skills
with colleagues within
my department

el B (e

I share the information
I have with colleagues
outside of my
department

S il laall & HLET L8
s S

Colleagues within my
department share
knowledge with me
when | ask them to

pudll (& (SO -9
ol 5 A8 jaall 5 S Ly
Al agie Cillaf Lavie

Colleagues within my
department share their
skills with me when |
ask them to

pudll (B (S5 -10
Lodie agil jlga (o558 Ly

Social software and
communication tools
which support
information and
knowledge collection
are used in our
company

G yll PREGREY
Juaiy) &l gl 5 e laialy)
e slaall pan ae i
LS )3 8 48 el

Colleagues outside of
my department don’t
share knowledge with
me when | ask them to

Y (mél\ TIOB e ) -12
(s 5l ) GBS
agie calbl Laxie e sleally
JEIN
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pllll = A e (SO -13
Lodie agil e (258 )Ly

Colleagues outside of
my department share
skills with me when |

ask them to
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