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Abstract

This study investigates the impact of job satisfaction on employee performance, using
Fischer FZE, a leading organization in the field of construction materials and fixing systems in the
United Arab Emirates, as a case study. In today's competitive business environment, employee
performance is a key driver of organizational success, and job satisfaction is increasingly
recognized as a critical factor influencing both individual and collective productivity. This research
aims to bridge the gap between human resource practices and performance outcomes by examining
how various dimensions of job satisfaction affect employees’ motivation, engagement, and
effectiveness.

The research adopts a quantitative data gathered through structured questionnaires. The
survey targeted employees across multiple departments within Fischer FZE to ensure a
representative understanding of job satisfaction levels and perceived performance. The collected
data allowed for deeper insights into employees’ experiences, expectations, and perceptions
regarding workplace conditions and organizational culture.

Key job satisfaction factors explored include compensation and benefits, career
development opportunities, work-life balance, leadership style, team dynamics, and
recognition and appreciation. The analysis reveals a strong positive correlation between overall
job satisfaction and employee performance, with particular emphasis on the importance of
effective communication, fair reward systems, and employee empowerment in enhancing
performance levels.

The study concludes that fostering a culture of satisfaction leads to measurable
improvements in productivity, employee retention, and commitment to organizational goals.
Specific recommendations are proposed for human resources and senior management at
Fischer FZE, focusing on the need for continuous feedback mechanisms, clear performance
evaluation systems, professional development programs, and recognition initiatives.

This research not only contributes to the academic understanding of organizational
behavior but also provides actionable insights for Fischer FZE and similar companies seeking to
enhance their internal human capital strategies and long-term competitiveness through improved
employee satisfaction and performance.
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Chapter One: Introduction

1.1 Background of the Study

In today’s competitive business landscape, human capital is increasingly viewed as the
most valuable asset in driving organizational success. While technological advancements and
strategic investments contribute to business growth, it is the performance of employees, through
their motivation, engagement, and effectiveness, that ultimately determines the sustainability of
that success. High-performing employees not only influence productivity and innovation but also
help maintain strong customer relationships and operational excellence (Armstrong, 2014, p. 28).

One of the most significant factors influencing employee performance is job satisfaction.
Job satisfaction refers to the extent to which employees feel fulfilled, valued, and content with
their job roles, working conditions, and the overall organizational climate. It is a psychological
state influenced by various factors such as pay, recognition, opportunities for advancement,
interpersonal relationships, and work-life balance (Robbins & Judge, 2019, p. 83). Research has
shown that when employees experience higher levels of job satisfaction, they tend to be more
committed to the organization, more productive, and less likely to leave (Luthans, 2011, p. 142).

Conversely, a lack of job satisfaction can lead to disengagement, absenteeism, and poor
performance. Employees who are dissatisfied may exert minimal effort, lack enthusiasm, or seek
alternative employment. These behaviors can have a ripple effect on team morale and overall
organizational performance (Greenberg & Baron, 2008, p. 276). Therefore, understanding and
addressing the drivers of job satisfaction is critical for companies seeking to build resilient and
high-performing teams.

Fischer FZE, a key player in the construction supply sector, operates by delivering
engineering-based fixing solutions to the construction industry across several markets including
the UAE, Saudi Arabia, Qatar, Bahrain, Kuwait, Oman, Pakistan, Egypt, Kenya, Ethiopia,
Tanzania, Jordan, Syria, Lebanon, and Iraq. The company imports advanced fixing systems from
Fischer factories abroad and supplies them through project-based sales and an extensive dealer
network. As Fischer’s growth relies heavily on the competence and motivation of its employees,
especially in sales, technical, and coordination roles, job satisfaction becomes a crucial component
of performance and business success.

Despite this, limited research has been conducted within Fischer FZE or similar firms in
the region to examine how job satisfaction affects employee performance. Most performance
evaluation systems focus on results and targets without fully exploring the underlying emotional
and psychological aspects that drive those outcomes. This study aims to fill that gap by examining
the impact of job satisfaction on employee performance within Fischer FZE’s UAE operations.

1.2 Problem Statement

Employee performance plays a pivotal role in the long-term success of any organization. It
directly influences productivity, customer satisfaction, innovation, and competitiveness. However,
performance cannot be sustained through pressure and targets alone, it is deeply influenced by
internal factors such as motivation, organizational culture, and most notably, job satisfaction
(Mathis & Jackson, 2011, p. 156). When employees are satisfied with their work environment,




compensation, leadership, and development opportunities, they are more likely to deliver
consistent and high-quality performance (Robbins & Judge, 2019, p. 89).

In companies like Fischer FZE, where technical knowledge, customer interaction, and
timely project support are critical, employee performance becomes a business differentiator.
Fischer FZE operates in a highly dynamic environment, supplying engineering-based fixing
solutions to the construction industry through both direct project engagement and a wide dealer
network across the Middle East and Africa. In such a context, the pressure on employees to meet
targets and client expectations is high. Yet, it is unclear whether their levels of job satisfaction are
aligned with these performance expectations.

Despite growing recognition of the importance of employee engagement and well-being,
many organizations still focus on measuring outputs (sales numbers, KPIs, delivery times) without
investigating the underlying psychological conditions influencing those outputs (Kinicki & Fugate,
2016, p. 233). This often leads to a reactive approach in human resource management, responding
to performance issues after they arise rather than proactively creating conditions for success.

Moreover, empirical studies focusing on job satisfaction and performance in the
engineering solutions and construction supply sectors in the UAE are scarce. There is a
noticeable gap in organization-specific research, particularly within Fischer FZE, which has a
unique structure and operational model that differs from traditional construction firms.
Understanding how job satisfaction impacts employee performance within this setting is essential
for making informed HR decisions (Armstrong & Taylor, 2020, p. 305).

This study aims to address that gap by exploring the relationship between job satisfaction
and employee performance at Fischer FZE’s UAE office. The goal is to provide evidence-based
insights that will support management in designing strategies to boost employee engagement and
improve overall performance.

1.3 Objectives of the Study

Understanding the dynamics between job satisfaction and employee performance has been
a central concern in organizational behavior and human resource management. Numerous studies
have established that satisfied employees are more likely to contribute positively to organizational
goals, exhibit lower turnover intentions, and maintain higher levels of productivity (Robbins &
Judge, 2019, p. 82). For companies operating in technical and customer-facing industries like
Fischer FZE, where employee output directly impacts client relationships and business continuity,
identifying the drivers of satisfaction is essential (Dessler, 2020, p. 248).

This study is designed to investigate the impact of job satisfaction on employee
performance at Fischer FZE in the United Arab Emirates, with the goal of identifying key
satisfaction factors and their influence on performance outcomes. By doing so, the study aims to
provide practical insights for improving employee engagement, motivation, and organizational
efficiency.

Main Objective:

e To examine the relationship between job satisfaction and employee performance at Fischer
FZE in the UAE, and to identify the key satisfaction factors that influence performance
outcomes.




Specific Objectives:

1. To identify the main components of job satisfaction among Fischer FZE employees (e.g.,
compensation, recognition, leadership style, work environment, and career development).

2. To assess the overall level of job satisfaction among employees across various functions
and departments.

3. To evaluate the perceived level of employee performance and how it correlates with
different dimensions of satisfaction.

4. To analyze the strength and direction of the relationship between job satisfaction and
performance using quantitative methods.

5. To provide actionable recommendations to HR and senior management at Fischer FZE for
enhancing employee satisfaction and performance through targeted initiatives.

By addressing these objectives, the study intends to contribute to both academic
understanding and practical human resource planning within the organization.

1.4 Importance of the Study

In today’s knowledge-driven economy, organizations must look beyond traditional
performance metrics and recognize the human factors that drive success. Job satisfaction is one
of the most influential variables affecting employee motivation, productivity, and retention
(Armstrong & Taylor, 2020, p. 310). When employees are satisfied with their roles, they are more
likely to remain engaged, loyal, and perform at a higher level, outcomes that are especially vital in
customer-facing and technically complex industries like the one Fischer FZE operates in (Robbins
& Judge, 2019, p. 90).

For Fischer FZE, which supplies engineering-based fixing systems to the construction
industry through project-based sales and dealer networks, employee performance is directly linked
to business outcomes such as sales growth, client satisfaction, and market expansion. However,
like many organizations, Fischer traditionally focuses on sales KPIs and operational efficiency
without systematically evaluating the satisfaction levels of its workforce. This study offers timely
and practical value by uncovering how satisfaction levels influence performance and identifying
opportunities for improvement in employee engagement (Luthans, 2011, p. 141).

On an academic level, the study contributes to the growing body of research connecting
psychological and behavioral concepts with organizational outcomes. While previous studies have
explored this link in general service or industrial sectors, there remains a noticeable lack of
empirical research on companies that operate as technical suppliers to the construction industry,
particularly in the Middle East. By focusing on Fischer FZE's UAE operation, this research
addresses a gap and provides insights applicable to similar organizations in the region (Kinicki &
Fugate, 2016, p. 208).

Moreover, the study has policy implications for human resource professionals, as it
highlights specific satisfaction drivers, such as recognition, leadership, and career development,
that can be targeted through well-crafted engagement strategies (Dessler, 2020, p. 253). As such,
this research is relevant not only to Fischer FZE but also to HR practitioners, scholars, and business
leaders who aim to foster high-performance cultures through employee-centric policies.




1.5 Research Questions

Understanding the link between job satisfaction and employee performance has been a
focal point in organizational behavior studies for decades. Researchers have consistently
highlighted that when employees experience higher satisfaction, they are more likely to
demonstrate commitment, innovation, and discretionary effort, all of which contribute to enhanced
performance (Robbins & Judge, 2019, p. 93; Luthans, 2011, p. 143). However, the nature and
strength of this relationship may vary depending on organizational structure, industry, and cultural
context (Kinicki & Fugate, 2016, p. 212).

In the context of Fischer FZE, where operations are technical, sales-driven, and
geographically spread across multiple markets, the impact of job satisfaction on performance must
be understood in light of organizational dynamics, employee expectations, and market pressures.
This research seeks to address that need through the following questions:

Main Research Question:

e How does job satisfaction influence employee performance at Fischer FZE in the United
Arab Emirates?

Sub-questions:

1. What are the key factors influencing job satisfaction among Fischer FZE employees (e.g.,
compensation, recognition, leadership style, career development, and work environment)?

2. What is the current level of job satisfaction among employees across different departments?

How do Fischer FZE employees perceive their own performance in relation to their job
satisfaction?

4. 1Is there a statistically significant correlation between job satisfaction and employee
performance?

5. What strategies can Fischer FZE implement to enhance job satisfaction and, as a result,
improve employee performance?

By answering these questions, the study aims to contribute practical solutions to Fischer’s
human resource management while adding to the theoretical understanding of satisfaction-
performance dynamics in engineering solution firms (Boxall & Purcell, 2016, p. 222; Armstrong
& Taylor, 2020, p. 318).

1.6 Research Hypotheses

Numerous studies in organizational behavior and human resource management have
emphasized the positive influence of job satisfaction on employee performance. Employees who
feel valued, supported, and engaged in their work are more likely to exert greater effort, show
higher levels of commitment, and align more closely with organizational goals (Robbins & Judge,
2019, p. 85; Armstrong & Taylor, 2020, p. 298). Conversely, dissatisfaction can lead to lower
motivation, increased absenteeism, and reduced productivity, which negatively impact
organizational outcomes (Luthans, 2011, p. 150; Greenberg & Baron, 2008, p. 281).

In the context of Fischer FZE, where performance is linked to technical knowledge, sales
efficiency, and client satisfaction, it is important to test whether variations in job satisfaction




significantly influence individual and team performance. To explore this relationship, the
following hypotheses are proposed:

Main Hypothesis (H1):

e Hi: There is a significant positive relationship between job satisfaction and employee
performance at Fischer FZE in the United Arab Emirates.

Null Hypothesis (Ho):

e Ho: There is no significant relationship between job satisfaction and employee performance
at Fischer FZE in the United Arab Emirates.

Supporting Sub-Hypotheses:
o Hia: Compensation and benefits have a positive impact on employee performance.

e Hib: Opportunities for career development are positively associated with employee
performance.

e Hic: A supportive and safe work environment contributes to improved employee
performance.

e Hud: Leadership style and managerial support influence employee performance positively.
e Hie: Recognition and appreciation enhance employee performance.

These hypotheses will be tested using data collected through structured surveys and
analyzed using statistical methods to determine the strength and significance of the relationships.

1.7 Scope and Limitations of the Study
Scope of the Study

This study focuses on assessing the relationship between job satisfaction and employee
performance within the organizational context of Fischer FZE, specifically in its operations
located in the United Arab Emirates. The scope includes employees across multiple
departments such as sales, technical field engineering, coordination, and administration. The
study investigates how various elements of job satisfaction, such as compensation, career
development, leadership, work environment, and recognition, impact employee performance in
measurable terms.

The geographical scope is intentionally limited to the UAE office of Fischer FZE, which
serves as the company's regional headquarters. While the company operates across numerous
countries, including Saudi Arabia, Qatar, Egypt, Kenya, and others, this study uses the UAE as a
focused case study due to data accessibility, logistical feasibility, and organizational relevance.
The results are intended to provide actionable insights that may also be adapted to other
countries under Fischer FZE’s umbrella in the future.

The research methodology involves a quantitative approach using structured
questionnaires distributed among Fischer FZE employees. Where possible, qualitative insights
may also be drawn from open-ended responses to strengthen the understanding of employee
perceptions.




Limitations of the Study

1. Geographical Limitation: The study is confined to Fischer FZE’s operations in the
United Arab Emirates. While the company serves multiple international markets, cultural
and operational differences in other regions are not captured in this research.

2. Time Constraint: Due to the academic deadlines of the MBA program, the study is
cross-sectional and reflects employee perceptions during a limited time frame. It does not
track satisfaction or performance over time, which limits longitudinal insights.

3. Self-Reported Data: The research relies on self-reported responses through surveys.
While anonymity will be ensured, participants may still provide socially desirable
answers, which can introduce bias.

4. Sample Accessibility: The study depends on voluntary participation. If response rates are
low or unbalanced across departments, it may affect the generalizability of the findings.

5. Exclusion of External Variables: Broader external factors, such as macroeconomic
conditions, project delays, or market fluctuations, that may influence employee
performance are beyond the scope of this research (Boxall & Purcell, 2016, p. 230).

Despite these limitations, the study provides valuable insight into the psychological and
organizational dimensions of employee performance and presents a practical framework for
improving workforce satisfaction and effectiveness at Fischer FZE.

1.8 Structure of the Study

This research is organized into five chapters, each designed to address a specific aspect of
the study and collectively provide a comprehensive understanding of the relationship between job
satisfaction and employee performance at Fischer FZE in the United Arab Emirates.

Chapter One: Introduction

This chapter provides the foundation for the research by introducing the topic, outlining
the background, stating the problem, defining the research objectives and questions, and discussing
the scope, significance, hypotheses, and limitations of the study. Structuring a clear and focused
introduction helps frame the entire research project and ensures alignment between objectives and
outcomes (Robson & McCartan, 2016, p. 85).

Chapter Two: Literature Review

The second chapter reviews key theories, models, and empirical studies relevant to job
satisfaction and employee performance. It establishes the theoretical framework and identifies
gaps in current literature that the study aims to address. A well-developed literature review is
essential to situate the study within the broader academic discourse (Saunders, Lewis, & Thornhill,
2019, p. 114).

Chapter Three: Research Methodology

This chapter explains the research design, sampling methods, data collection tools, and
data analysis techniques used in the study. It also addresses ethical considerations and measures
for ensuring validity and reliability. Clear methodological design ensures the credibility and
reproducibility of research findings (Creswell & Creswell, 2018, p. 163).
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Chapter Four: Data Analysis and Results

In this chapter, the results of the data analysis are presented and interpreted. It includes
statistical analysis of survey responses, hypothesis testing, and a discussion of the key findings in
relation to the theoretical framework and research questions (Sekaran & Bougie, 2016, p. 220).

Chapter Five: Conclusion and Recommendations

The final chapter summarizes the main findings, offers conclusions based on the research,
and presents practical recommendations for management at Fischer FZE. It also outlines
limitations of the study and proposes areas for future research (Bryman & Bell, 2015, p. 294).

This structured approach ensures logical progression and academic rigor, aligning with best
practices in business research and supporting the validity of the final conclusions.

Chapter Two: Literature Review

2.1 Theoretical Framework

The theoretical framework is the foundation upon which this study is built. It serves as a
lens through which the relationship between job satisfaction and employee performance can be
examined and interpreted. This framework draws from established theories in psychology, human
resource management, and organizational behavior to explain how job satisfaction influences
individual and organizational outcomes (Robbins & Judge, 2019, p. 77).

1. Herzberg’s Two-Factor Theory (Motivation-Hygiene Theory)

Frederick Herzberg’s Two-Factor Theory, also known as the Motivation-Hygiene Theory,
categorizes workplace factors into two groups: motivators and hygiene factors. Motivators such
as achievement, recognition, the nature of the work itself, and opportunities for growth are intrinsic
and lead to satisfaction and improved performance. Hygiene factors, including salary, supervision,
company policies, and working conditions, do not create satisfaction but, if inadequate, lead to
dissatisfaction (Herzberg, Mausner, & Snyderman, 1959, p. 113). This theory is highly relevant in
understanding the factors that drive employee engagement and output in professional
environments like Fischer FZE.

2. Maslow’s Hierarchy of Needs

Abraham Maslow’s Hierarchy of Needs theory posits that human motivation is driven by
a sequence of five needs: physiological, safety, social, esteem, and self-actualization. According
to Maslow, individuals must have their lower-level needs (such as safety and financial security)
fulfilled before they can pursue higher-order needs like self-esteem and personal growth (Maslow,
1943, p. 382). In the context of employee satisfaction, this theory explains how fulfilling
fundamental job conditions is essential for enabling high levels of motivation and performance.

3. Vroom’s Expectancy Theory

Victor Vroom’s Expectancy Theory focuses on how individual expectations shape
motivation. It emphasizes three key components: expectancy (the belief that effort will lead to
performance), instrumentality (the belief that performance will lead to a reward), and valence (the
value placed on that reward) (Vroom, 1964, p. 103). Employees are more likely to perform well if




they believe their efforts will be recognized and lead to outcomes they value. This theory is
particularly useful in understanding how perceived fairness and reward systems at Fischer FZE
can affect employee performance.

4. Hackman & Oldham’s Job Characteristics Model

The Job Characteristics Model by Hackman and Oldham suggests that five core job
dimensions, skill variety, task identity, task significance, autonomy, and feedback, directly
affect psychological states that, in turn, lead to higher motivation and performance (Hackman &
Oldham, 1976, p. 258). Jobs that are meaningful, allow for independence, and offer regular
feedback are more likely to result in satisfied and productive employees. This model supports the
design of work environments that optimize both satisfaction and output, especially in technical
and field-based roles at Fischer FZE.

5. Equity Theory

Equity Theory, introduced by Adams, is based on the principle that employees assess
fairness by comparing their input-output ratios to those of others. When they perceive equity, they
are more likely to be satisfied and motivated. However, perceived inequity, such as unfair treatment,
imbalanced workloads, or unequal rewards, can lead to dissatisfaction and lower performance
(Adams, 1965, p. 280). In organizations like Fischer FZE, where various roles coexist across
departments and functions, perceived fairness plays a critical role in sustaining performance levels.

These theoretical models collectively explain how employee satisfaction can be shaped and
how it influences performance. Each theory offers a different perspective, some focused on internal
needs, others on job structure or perceived fairness, but all highlight the profound impact of
satisfaction on employee behavior and productivity (Luthans, 2011, p. 147).

2.2 Concept of Job Satisfaction

Job satisfaction is a multidimensional psychological construct that reflects how
employees feel about various aspects of their work. It is generally defined as the extent to which
individuals enjoy their jobs and derive positive emotions from their roles and work environment
(Robbins & Judge, 2019, p. 79). Job satisfaction incorporates several elements, including the
nature of the job, relationships with colleagues and supervisors, compensation, working conditions,
and opportunities for personal growth and development (Luthans, 2011, p. 142).

From a behavioral perspective, job satisfaction is closely linked to organizational
commitment, motivation, and performance. Employees who are satisfied with their jobs tend to
show greater organizational loyalty, contribute more actively to achieving company goals, and are
less likely to be absent or leave their roles (Greenberg & Baron, 2008, p. 277). This makes job
satisfaction not only a key outcome for HR departments but also a strategic input into productivity
and retention management (Mathis & Jackson, 2011, p. 152).

Job satisfaction is influenced by both intrinsic and extrinsic factors. Intrinsic satisfaction
comes from internal rewards, such as a sense of achievement, meaningfulness, and autonomy in
one’s work. Extrinsic satisfaction, on the other hand, relates to external rewards such as salary,
benefits, working conditions, and job security (Herzberg et al., 1959, p. 114). A balanced approach
that addresses both sets of factors is essential for developing a satisfied and high-performing
workforce.




Cultural context also plays a role in shaping job satisfaction. In multicultural work
environments like the United Arab Emirates, where employees come from diverse backgrounds,
job satisfaction may be influenced by differing expectations regarding leadership, communication,
and recognition (Hofstede, 2001, p. 87). Therefore, organizations must understand the specific
needs of their workforce when designing satisfaction-enhancing policies and practices.

Researchers have also identified several reliable tools to measure job satisfaction, including
the Job Descriptive Index (JDI) and the Minnesota Satisfaction Questionnaire (MSQ). These
instruments assess various facets of satisfaction such as supervision, pay, promotion opportunities,
and the nature of the work itself (Spector, 1997, p. 19). Accurate measurement allows organizations
to monitor satisfaction trends over time and address emerging issues before they affect
performance or retention.

Overall, job satisfaction is a vital component of effective organizational functioning. When
properly understood and managed, it can enhance employee well-being, improve productivity, and
reduce turnover, making it a key strategic concern for organizations like Fischer FZE that operate
in fast-paced, technically specialized industries (Armstrong & Taylor, 2020, p. 312).

2.3 Concept of Employee Performance

Employee performance refers to how well an individual executes tasks, fulfills
responsibilities, and contributes to the overall objectives of the organization. It encompasses both
the quality and quantity of work delivered, adherence to deadlines, initiative, teamwork, and
behavior aligned with organizational values (Armstrong & Taylor, 2020, p. 267). Performance is
not only a reflection of an employee’s skills and knowledge but also of their motivation, work
environment, and managerial support (Dessler, 2020, p. 296).

In organizational theory, performance is often divided into two primary dimensions: task
performance and contextual performance. Task performance refers to the core job
responsibilities, such as meeting sales targets, completing technical assignments, or delivering
customer support, while contextual performance includes voluntary behaviors like helping others,
staying late to finish work, and showing organizational citizenship (Borman & Motowidlo, 1993,
p. 73). Both are critical in environments like Fischer FZE, where teamwork, cross-functional
coordination, and technical delivery all contribute to business success.

A range of factors affect employee performance, including leadership style, job clarity,
organizational culture, communication, and most notably, job satisfaction. Research suggests that
satisfied employees are more likely to engage in both task and contextual performance, while
dissatisfied employees may display withdrawal behaviors such as absenteeism or reduced effort
(Robbins & Judge, 2019, p. 88). Thus, performance outcomes are closely tied to the employee's
emotional and psychological relationship with their job.

Performance is typically evaluated using a combination of quantitative metrics (such as
sales figures, error rates, or project completion times) and qualitative assessments (such as
feedback from supervisors or clients). These evaluations must be consistent, objective, and aligned
with organizational goals to be effective (Mathis & Jackson, 2011, p. 160). However, over-reliance
on numerical metrics can ignore important behavioral or motivational components that are equally
influential in long-term performance.

In addition, performance is influenced by perceived fairness, support, and reward systems.
According to Equity Theory, employees compare their contributions and rewards to those of
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others, and any perceived imbalance can negatively impact motivation and output (Adams, 1965,
p. 281). Similarly, Expectancy Theory emphasizes that employees will be motivated to perform
well if they believe their efforts will lead to valued rewards (Vroom, 1964, p. 103). These insights
reinforce the importance of aligning performance management systems with employee
expectations and needs.

In the case of Fischer FZE, where roles range from sales and engineering to coordination
and support, performance management must reflect both the technical requirements of the job and
the interpersonal and motivational dynamics of employees. A comprehensive understanding of
performance, beyond just KPIs, is essential for aligning individual efforts with organizational
success (Greenberg & Baron, 2008, p. 284).

2.4 Relationship Between Job Satisfaction and Employee
Performance

The relationship between job satisfaction and employee performance has been a central
focus in organizational behavior research for decades. Scholars have long argued that satisfied
employees are more likely to exert effort, stay committed, engage in collaborative behavior, and
contribute to higher performance outcomes (Robbins & Judge, 2019, p. 92). Conversely,
dissatisfaction can lead to absenteeism, low morale, decreased productivity, and ultimately,
turnover (Greenberg & Baron, 2008, p. 277).

One of the foundational theories supporting this relationship is Herzberg’s Two-Factor
Theory, which proposes that motivators, such as recognition, achievement, and responsibility, lead
to higher job satisfaction and, consequently, improved performance (Herzberg et al., 1959, p. 116).
When these motivators are present, employees are more likely to demonstrate initiative, problem-
solving, and creativity, all of which enhance performance in dynamic work environments like
Fischer FZE.

Empirical studies have consistently demonstrated a positive correlation between job
satisfaction and performance across industries and cultures. For instance, Judge et al. (2001)
conducted a meta-analysis of 312 samples and found a moderate but consistent correlation between
the two variables (Judge et al., 2001, p. 379). This supports the view that while job satisfaction
may not be the sole determinant of performance, it is a significant contributing factor that can
either enhance or hinder employee effectiveness.

Furthermore, Expectancy Theory suggests that employees are more likely to perform well
when they perceive a clear connection between effort, performance, and reward, and when they
are satisfied with the outcomes they receive (Vroom, 1964, p. 105). This reinforces the importance
of aligning organizational reward systems with employee expectations to boost both satisfaction
and performance levels.

In the UAE context, cultural values such as respect, equity, and recognition are particularly
influential. Studies have shown that employees in the region place high value on fair treatment,
supportive leadership, and opportunities for growth, all of which contribute to job satisfaction and
translate into improved performance (Hofstede, 2001, p. 94; Ali, 2008, p. 16).

At Fischer FZE, where employees operate in a performance-driven, customer-oriented
setting, understanding and improving job satisfaction is essential to maintaining operational
excellence. High-performing employees are critical to sustaining long-term client relationships,

10




driving technical innovation, and supporting market expansion. When employees feel satisfied and
supported, they are more likely to align their goals with those of the company and perform at
optimal levels.

In conclusion, the link between job satisfaction and employee performance is well-
supported both theoretically and empirically. Organizations that invest in understanding this
relationship can develop more effective HR strategies and cultivate a workforce that is both
motivated and productive (Dessler, 2020, p. 268).

2.5 Previous Studies and Research Gaps

Numerous studies have explored the relationship between job satisfaction and employee
performance, confirming its significance across sectors and geographies. However, while the
correlation is well-established, industry-specific, culturally contextual, and role-based studies
remain limited, especially within technical supply firms such as Fischer FZE.

Local Studies: United Arab Emirates

In the UAE, research in the field of organizational behavior has grown in recent years due
to the country's diverse workforce and rapid economic development. Al-Mahdy, Al-Hattami, and
Salah (2015) conducted a study among school administrators in the UAE and found that job
satisfaction was significantly related to job performance. Key factors contributing to satisfaction
included supportive leadership, fair evaluation systems, and professional growth opportunities (Al-
Mahdy et al., 2015, p. 323).

Alas et al. (2012) investigated management practices among UAE-based organizations and
highlighted the importance of cultural adaptation in leadership style. The study found that when
management adopted communication styles and reward systems aligned with local and expatriate
employee values, job satisfaction and performance improved significantly (Alas et al., 2012, p.
136).

However, most UAE studies have focused on the education, healthcare, or public sector,
with limited research conducted in the private sector, especially in technical solution providers
or engineering supply firms such as Fischer FZE.

Regional Studies: Saudi Arabia and the GCC

Within the Gulf region, similar patterns emerge. A study by Alshammari and Alzahrani
(2016) examined job satisfaction among healthcare workers in Saudi Arabia, finding a strong
positive relationship between job satisfaction and employee retention, performance, and
commitment. Leadership behavior and recognition were found to be the most influential factors
(Alshammari & Alzahrani, 2016, p. 34).

In a broader GCC context, Abdulla, Djebarni, and Mellahi (2011) analyzed the predictors
of job satisfaction among public sector employees in Qatar and Oman, concluding that national
culture, job security, and working conditions played a significant role in shaping satisfaction and
indirectly affecting performance (Abdulla et al., 2011, p. 119).

Despite these contributions, little research has been conducted on privately owned B2B
companies that function across multiple markets in the Gulf, such as Fischer FZE. The unique
dynamics of multinational technical sales, dealer networks, and performance-based KPIs are rarely
addressed in regional studies.
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Global Studies: Europe and the United States

Globally, Judge, Thoresen, Bono, and Patton (2001) conducted a meta-analysis of 312
independent samples and found a moderate but consistent positive correlation between job
satisfaction and job performance. The study concluded that while satisfaction may not be the only
factor influencing performance, it is a significant predictor across industries and job roles (Judge
etal., 2001, p. 379).

In another U.S.-based study, Spector (1997) developed the Job Satisfaction Survey (JSS)
and demonstrated that employees reporting higher levels of satisfaction were less likely to be
absent or disengaged, and more likely to contribute to organizational productivity (Spector, 1997,
p. 19). Similar conclusions were drawn by Wright and Cropanzano (2000), who emphasized that
psychological well-being and satisfaction were directly linked to performance outcomes in service-
oriented roles (Wright & Cropanzano, 2000, p. 85).

In Europe, studies by Bakoti¢ (2016) in Croatia and by Bockerman and Ilmakunnas (2012)
in Finland confirmed the satisfaction-performance link, particularly in environments where job
autonomy and recognition were present (Bakoti¢, 2016, p. 125; Bockerman & Ilmakunnas, 2012,
p. 855).

Identified Research Gaps

While a clear body of evidence supports the positive link between job satisfaction and
employee performance, significant gaps remain:

1. Lack of research in technical B2B firms — Most studies focus on public or consumer-
facing sectors like education, banking, and healthcare. There is limited research on
technical product suppliers like Fischer FZE that serve the construction industry through
engineering solutions and dealer networks.

2. Underrepresentation of private UAE-based firms — Few studies have examined job
satisfaction in the UAE’s private sector, especially companies that function regionally and
rely on a diverse workforce operating under centralized headquarters.

3. Limited integration of cultural context in MNCs — Multinational companies in the UAE
and Gulf often manage multicultural teams, yet many global studies fail to integrate how
cultural expectations, communication preferences, and leadership perceptions affect job
satisfaction in these unique environments.

4. Insufficient differentiation by job role — Most studies treat employees as a homogeneous
group, without analyzing satisfaction and performance correlations across different
functions, such as sales, technical field engineers, and coordinators, roles that are highly
relevant in Fischer FZE’s structure.

This study seeks to address these gaps by investigating the relationship between job
satisfaction and employee performance within Fischer FZE’s UAE operations, with a specific
focus on role-based insights and satisfaction drivers that matter most in a regional and technical
business context.
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Chapter Three: Research Methodology

3.1 Research Design

The research design is the overall strategy that integrates different components of the study
in a coherent and logical manner to address the research problem effectively. For this study, a
quantitative research design is adopted to investigate the relationship between job satisfaction
and employee performance at Fischer FZE in the United Arab Emirates. The decision to use a
quantitative approach is based on the objective nature of the study, which seeks to measure
variables and test hypotheses through statistical analysis (Creswell & Creswell, 2018, p. 39).

Quantitative research allows for the collection of standardized data from a defined
population using structured instruments, such as questionnaires, which ensure consistency,
comparability, and reliability of the results (Saunders, Lewis, & Thornhill, 2019, p. 179). In this
study, structured survey questionnaires are used to gather data from Fischer FZE employees across
various functions, including sales, technical field support, administration, and coordination.

This design is suitable for the nature of the research because it enables the researcher to
test the hypothesized relationship between job satisfaction and performance and determine the
statistical significance of various job satisfaction dimensions, such as compensation, leadership,
recognition, and growth opportunities (Sekaran & Bougie, 2016, p. 103). Furthermore, it provides
the basis for generalizing the results within the context of the UAE operations of Fischer FZE,
subject to the study's limitations.

The research is cross-sectional in nature, meaning that data is collected at a single point in
time, rather than over an extended period. While this limits the ability to analyze trends or changes
over time, it provides a practical and focused snapshot of the current state of employee satisfaction
and performance.

In summary, the chosen research design supports the goals of the study by enabling the
collection of empirical data in a systematic way, allowing for hypothesis testing and drawing
conclusions that can inform decision-making at Fischer FZE.

3.2 Population and Sample

In research, the population refers to the entire group of individuals or elements that share
common characteristics relevant to the study, while the sample represents a subset of that
population selected for data collection and analysis. For the purpose of this study, the target
population comprises employees of Fischer FZE based in the United Arab Emirates, across
various functional areas including sales, technical field engineering, operations, customer service,
and administration.

The rationale for selecting employees from the UAE office is grounded in both practical
accessibility and organizational relevance. Fischer FZE’s UAE operations serve as the regional
headquarters and central hub for export markets, where performance expectations are high and the
workforce is diverse. Studying this group allows for an accurate and focused analysis of job
satisfaction and performance within a high-impact organizational setting.

Due to time and resource constraints, it is not feasible to survey the entire population.
Therefore, a non-probability purposive sampling technique is employed. Purposive sampling
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allows the researcher to deliberately select individuals who are most likely to provide rich and
relevant data for the research objectives. In this case, only full-time employees who have
completed at least six months in the company will be invited to participate, ensuring that
respondents have sufficient exposure to the organization to assess their satisfaction and
performance meaningfully.

The estimated sample size will range between 40 to 60 participants, which aligns with
recommendations for small to medium organizational studies where statistical analysis such as
correlation and regression can still be meaningfully conducted. Participants will be drawn from
different departments to reflect functional diversity, while maintaining confidentiality and
voluntary participation.

To ensure representation, efforts will be made to include employees across various job roles,
genders, nationalities, and levels of experience. While the findings may not be generalizable to all
Fischer FZE offices globally, they are expected to provide valuable insights into the UAE team's
satisfaction-performance dynamics, which can inform management practices in similar contexts.

3.3 Data Collection Tools

The primary data collection tool used in this study is a structured questionnaire, which
is widely regarded as an effective method for collecting standardized information from a large
group of respondents in a short time frame. The questionnaire is designed to measure two main
constructs: job satisfaction and employee performance, in alignment with the study's research
questions and hypotheses.

The use of structured questionnaires is appropriate for quantitative research because it
enables the systematic collection of data, facilitates ease of analysis, and reduces the potential for
interviewer bias. In this study, the questionnaire consists of closed-ended questions using a five-
point Likert scale, ranging from “Strongly Disagree” (1) to “Strongly Agree” (5), to measure
respondents’ attitudes and perceptions in a consistent format.

The job satisfaction section is adapted from the Minnesota Satisfaction Questionnaire
(MSQ) and covers key dimensions such as compensation, supervision, career development, work
environment, teamwork, and recognition (Weiss, Dawis, England, & Lofquist, 1967, p. 3). This
tool has been widely validated and is suitable for both public and private sector environments. It
offers a reliable measure of intrinsic and extrinsic satisfaction, allowing for detailed analysis of
specific satisfaction drivers.

To measure employee performance, the study adapts selected items from the Individual
Work Performance Questionnaire (IWPQ) developed by Koopmans et al. (2014), which
includes indicators such as task completion, quality of work, meeting deadlines, adaptability, and
teamwork (Koopmans et al., 2014, p. 860). This tool is particularly appropriate for self-rated
performance evaluations in professional settings.

The questionnaire will also include a demographic section to collect background
information such as gender, age group, job function, years of service, and department. This enables
subgroup analysis to determine whether satisfaction and performance perceptions vary across
different categories of employees (Creswell & Creswell, 2018, p. 163).

Before distribution, the questionnaire will be pilot-tested with a small group of 5 to 10
Fischer FZE employees to check for clarity, reliability, and relevance. Feedback from the pilot will
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be used to refine wording or remove ambiguous questions. This step helps ensure the validity and
reliability of the instrument (Robson & McCartan, 2016, p. 147).

Data will be collected through a digital survey link, ensuring anonymity and
confidentiality. This method is time-efficient, user-friendly, and suitable for a workforce that may
be geographically dispersed or frequently mobile.

3.4 Data Analysis Techniques

After data collection, the next critical step in the research process is to analyze the
responses in a way that allows the study to answer the research questions and test the proposed
hypotheses. This study uses quantitative data analysis techniques, employing both descriptive
and inferential statistics to examine the relationship between job satisfaction and employee
performance at Fischer FZE.

Descriptive Statistics

Descriptive statistics will be used initially to summarize the basic characteristics of the
dataset, including the frequency, mean, median, and standard deviation of responses. These
statistics help in understanding the distribution of responses and provide an overview of trends in
satisfaction and performance levels across the sample (Saunders, Lewis, & Thornhill, 2019, p.
518). Graphs and tables will also be used to illustrate demographic data and responses to key
variables, facilitating better interpretation and presentation of findings (Creswell & Creswell, 2018,
p- 197).

Inferential Statistics

To test the research hypotheses and evaluate the statistical relationship between variables,
inferential statistical methods will be employed using Statistical Package for the Social Sciences
(SPSS) software.

1. Correlation Analysis:
Pearson’s correlation coefficient will be used to measure the strength and direction of the
linear relationship between job satisfaction and employee performance. A positive
correlation would suggest that increases in job satisfaction are associated with
improvements in performance, while a negative or zero correlation would suggest
otherwise (Sekaran & Bougie, 2016, p. 332).

2. Regression Analysis:
Simple linear regression will be used to determine whether job satisfaction can
significantly predict employee performance. This analysis helps quantify how much of
the variance in performance can be explained by satisfaction scores (Field, 2018, p. 299).
In cases where satisfaction dimensions (e.g., leadership, compensation, recognition) are
measured separately, multiple regression analysis may also be conducted to assess the
individual contribution of each factor to performance outcomes.

3. Reliability Testing:
The internal consistency of the questionnaire items will be assessed using Cronbach’s
Alpha, which evaluates how closely related a set of items are as a group. A Cronbach’s
Alpha score of 0.70 or higher is generally considered acceptable for research instruments

(Nunnally & Bernstein, 1994, p. 265).
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The combination of these techniques allows for robust and statistically sound analysis, enabling
the researcher to draw valid conclusions about the impact of job satisfaction on employee
performance at Fischer FZE.

3.5 Validity and Reliability

Ensuring the validity and reliability of research instruments is critical to producing

accurate, consistent, and trustworthy results. In this study, specific measures are taken to confirm
that the data collection tools, primarily the structured questionnaire, are both valid and reliable for
measuring job satisfaction and employee performance among Fischer FZE employees.

Validity

Validity refers to the degree to which a research instrument measures what it is intended

to measure (Creswell & Creswell, 2018, p. 203). This study emphasizes three main types of
validity:

Content Validity: To ensure content validity, the items used in the questionnaire were
adapted from well-established instruments such as the Minnesota Satisfaction
Questionnaire (MSQ) and the Individual Work Performance Questionnaire (IWPQ). These
tools have been widely validated in prior studies across industries and regions (Weiss et al.,
1967, p. 4; Koopmans et al., 2014, p. 860). The questions cover all relevant aspects of job
satisfaction and performance, including intrinsic and extrinsic factors, making them
appropriate for the objectives of this study.

Face Validity: Face validity will be established through expert review and pilot testing. A
group of HR professionals and academic supervisors will be invited to review the
questionnaire items for clarity, relevance, and appropriateness in the context of Fischer
FZE’s operational setting. Their feedback will be incorporated before final distribution
(Robson & McCartan, 2016, p. 149).

Construct Validity: Construct validity will be assessed by evaluating whether the
instrument truly captures the theoretical constructs of “job satisfaction” and “employee
performance.” This will be supported by performing factor analysis, if sample size permits,
or by comparing responses across theoretically related dimensions (Saunders, Lewis, &
Thornhill, 2019, p. 217).

Reliability

Reliability refers to the consistency and stability of the measurement over time and across

items (Sekaran & Bougie, 2016, p. 205). An instrument is considered reliable if it produces similar
results under consistent conditions.

The primary statistical test for reliability in this study will be Cronbach’s Alpha, which
measures internal consistency among the items in the scale. A Cronbach’s Alpha value of
0.70 or higher is considered acceptable, indicating that the items measure the same
underlying construct (Nunnally & Bernstein, 1994, p. 265).

Additionally, pilot testing will help identify any items that may reduce reliability due to
ambiguous wording or overlapping content. These items may be revised or removed based
on preliminary results to improve internal consistency (Field, 2018, p. 876).
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By applying these validity and reliability techniques, the study aims to ensure that the
findings accurately reflect employee perceptions and are robust enough to support meaningful
conclusions and managerial recommendations.

3.6 Ethical Considerations

Ethical integrity is a critical component of academic research, particularly when it involves
human participants. This study strictly adheres to ethical guidelines to ensure that the rights, dignity,
and well-being of all participants are respected throughout the research process (Saunders, Lewis,
& Thornhill, 2019, p. 256).

Informed Consent

All participants will receive a clear explanation of the purpose of the study, its procedures,
their role in it, and their rights before data collection begins. A brief informed consent statement
will be included on the first page of the questionnaire, and participation will proceed only after the
participant confirms their voluntary agreement. This ensures that consent is both informed and
freely given (Creswell & Creswell, 2018, p. 88).

Confidentiality and Anonymity

To protect participant privacy, the questionnaire will not request any identifying personal
information such as names, employee IDs, or email addresses. Responses will be kept anonymous
and reported in aggregate form only. The collected data will be stored securely and used solely for
academic purposes related to this study. No individual responses will be disclosed to any third
party, including Fischer FZE management.

Voluntary Participation and Right to Withdraw

Participation in this study is entirely voluntary. Respondents are free to decline to answer
any question and may withdraw from the study at any time without any penalty or need to
provide a reason. This respects the autonomy of the individual and aligns with ethical research
standards.

Avoidance of Harm

The nature of this research does not involve any physical or psychological risk. However,
to ensure participants do not feel pressured or uncomfortable, the language of the questionnaire is
carefully selected to be neutral, respectful, and inclusive. Pilot testing will also help ensure no
content is offensive or distressing (Sekaran & Bougie, 2016, p. 248).

Academic Integrity

The researcher affirms that all data will be collected, analyzed, and reported truthfully and
objectively. All sources of information will be properly cited in accordance with APA style, and
plagiarism will be strictly avoided. The study also acknowledges and gives credit to previous
researchers whose work contributes to the theoretical foundation and direction of this research.

By observing these ethical principles, the study ensures credibility, protects participant
rights, and upholds the values of scholarly research.
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Chapter Four: Data Analysis and Results

4.1 Reliability Analysis

Before proceeding with further statistical analysis, it is essential to assess the internal
consistency and reliability of the questionnaire used in this study. The most commonly used
indicator for measuring internal consistency is Cronbach's Alpha.

As shown in Table 4.1, the reliability analysis was conducted on all 17 items in the survey
questionnaire, based on data collected from 51 valid responses. The analysis yielded a Cronbach’s
Alpha coefficient of 0.888, which is well above the commonly accepted threshold of 0.70 for
acceptable reliability.

This result indicates that the questionnaire items demonstrate a high level of internal

consistency, confirming the reliability of the instrument used to measure job satisfaction and
employee performance at Fischer FZE.

Table 4.1-1: Reliability Statistics

Reliability
Scale: ALL VARIABLES

Case Processing Summary

N %

Cases Valid 51 100.0
Excluded® 0 0

Total 51 100.0

a. Listwise deletion based on all
variables in the procedure

Reliability Statistics

Cronbach's
Alpha M of tems

.B888 17

The high reliability score ensures that the scale items used in this research are coherent and
consistent in capturing the intended constructs.
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4.2 Demographic Profile of Respondents

To better understand the context of job satisfaction and employee performance at Fischer
FZE, the demographic characteristics of the 51 respondents were analyzed. This section
summarizes the gender, age, years of experience, and department distribution.

4.2.1 Gender Distribution

The gender composition of the respondents is significantly skewed toward males. Out of
the 51 participants, approximately 88% were male, while only 12% were female. This reflects
the male-dominated workforce in the organization, which may influence satisfaction and
performance trends differently across genders.

Graph 4.2.1-1: Gender Distribution

Gender
12%
o=
® Male 45
® Female 6
88%

4.2.2 Age Distribution

The majority of the employees fall within the 31-39 years age group, representing around
65% of the total respondents. This is followed by the 40—49 years category, and a smaller
representation in the 20-30 years and 50 years and above age brackets. This suggests that the
workforce is relatively mature, with a strong presence in the early-to-mid career stages.
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Graph 4.2.2-1: Age Distribution

Age
4% 129
® 20-30 years 6
@® 31-39 years 33
® 40-49 years 10
® 50 years and above 2
65%

4.2.3 Years of Experience

Experience levels among employees are well distributed. The largest group includes
employees with 610 years and 11-20 years of experience, showing a strong mid-career
representation. A smaller number of employees reported S years or less of experience, while the
least number have 21 years or more. This suggests that Fischer FZE retains employees for long
periods, supporting the idea of workforce stability and loyalty.

Graph 4.2.3-1: Years of Experience

Years of Experience

6%

ll 24%
® 5 yearsand less 12
® 6-10 years 18 359

® 11-20 years 18

(W5

® 21 years and above

35%
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4.2.4 Departmental Distribution

Respondents came from diverse departments across the organization. The Sales
department had the highest representation, followed by Engineering, Supply
Chain/Logistics/Warehouse, and Product Management/Quality Control. Other departments
represented included Finance, HR/Admin/IT, Marketing, and a small portion labeled as Other.
This cross-departmental participation ensures a comprehensive understanding of satisfaction and
performance across different roles and functions.

Graph 4.2.4-1: Departmental Distribution

Department
@ Sales 19 |
® [nginearing 6 |
® Supply Chain (Logistics, Warehouse, MRP, 11 by

Purchase, Order Management)
® Marketing 1 ®
@ Finance, Pricing 5 [ m—
@ HR/Admin/ [T 2 =
@ Product Management / Quality Control 6 E——
@ Other 1 )

0 5 10 15 20

4.3 Descriptive Statistics

This section presents the descriptive analysis of the responses collected from 51 employees
at Fischer FZE to assess their job satisfaction and perceived performance levels. The table below
summarizes the minimum, maximum, mean, and standard deviation for each item in the
questionnaire.

4.3.1 Key Findings:

o The highest mean score was recorded for the statement “When I am satisfied with my
job, I am more productive and focused” (Mean = 4.4706, SD = 0.61165), indicating
strong agreement among employees on the link between job satisfaction and productivity.

e Similarly, high mean scores were observed for:
o “Supportive leadership motivates me to perform better” (Mean = 4.4118)
o “I feel comfortable and safe in my work environment” (Mean = 4.3922)

o “Ibelieve I am performing well in my current role” (Mean = 4.3725)
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On the other hand, the lowest mean scores were found for:

o

o

o

“I feel I am paid fairly for the work I do” (Mean = 3.4510, SD = 0.98618)
“My workload is manageable” (Mean = 3.4706, SD = 0.90228)

“I am satisfied with my salary and benefits” (Mean = 3.5882)
These results indicate relatively lower satisfaction levels regarding compensation
and workload compared to other job aspects.

The standard deviations for most items were moderate, showing that responses were
generally consistent. However, the highest variability appeared in the item “I am able to
maintain a healthy balance between work and personal life” (SD = 1.07849),
suggesting diverse employee experiences in this area.

Interpretation:

The descriptive statistics suggest that while employees generally experience high levels of

job satisfaction, especially in terms of safety, leadership, and recognition, there is noticeable
dissatisfaction regarding pay fairness, compensation, and workload management. These areas may
require managerial attention to improve overall employee satisfaction and subsequent performance.
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Table 4.3.1-1: Descriptive Statistics for Job Satisfaction and Employee Performance Items

Descriptive Statistics

[ Minimum  Maximum Mean Std. Deviation
| feel comfortahle and g1 3.00 5.00 43922 63443
safe in my work
environment
The company provides a1 2.00 5.00 42353 81457
the resources | needto
do my job effectively
| am satisfied with my a1 1.00 5.00 3.5882 94184
salary and benefits
| feel | am paid fairly far a1 1.00 5.00 3.4510 88618
the work | do
| have opportunities to g1 2.00 5.00 38824 GE260

grow and develop within

the arganization

| am satisfied with the 51 2.00 5.00 3.8627 800449
training and development
programs provided

My manager provides
clear direction and
suppoaort

| feel valued and a1 3.00 5.00 425449 68828
respected by my

SUpenisor

There is a spirit of a1 2.00 5.00 41765 65440
cooperation among my

colleagues

Communication within 51 1.00 5.00 36275 84760
the companyis open and

transparent

| am able to maintain a 51 1.00 5.00 3.6078 1.07844
healthy balance hetween

wark and personal life

n
—

3.00 5.00 3.9804 70683

My warkload is a1 2.00 5.00 3.4706 40228
manageahle

| believe | am perfarming g1 3.00 5.00 43725 GE214
well in my current role

Job satisfaction has a 51 3.00 5.00 425449 65858

directimpact an how |

perfarm my daily tasks

When | am satisfied with g1 3.00 5.00 4. 4706 G1165
my joh, | am more

productive and focused

Suppaortive leadership 51 3.00 5.00 44118 BEBE2
maotivates me to perform
hettar

The leadership style at
Fischer encourages high
perfarmance

Valid M (listwise) 51

n
—

2.00 5.00 3.8431 70349
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4.4 Correlation Analysis

To explore the strength and direction of the relationship between job satisfaction and
employee performance, Pearson's correlation coefficient was calculated. This analysis helps to test
the first hypothesis of the study:

H1: There is a significant positive relationship between job satisfaction and employee performance
at Fischer FZE.

Table 4.4-1: Pearson Correlation Between Total Satisfaction and Total Performance

Correlations
Total_Satisfa Total_Perfor
ction mance

Total_Satisfaction Pearsan Correlation 1 748
Sig. (2-tailed) =.001
M 51 51
Total_Performance  Pearson Correlation 748 1

Sig. (2-tailed) =001
I 51 51

** Correlation is significant atthe 0.01 level (2-tailed).

Note: Correlation is significant at the 0.01 level (2-tailed).
Key Findings:
o The Pearson correlation coefficient between job satisfaction and employee performance is

r = (.748, indicating a strong positive relationship.

e The p-value is < .001, which is far below the threshold of 0.01, suggesting that the
correlation is statistically significant at the 1% significance level.

o This result confirms that as job satisfaction increases, employee performance also tends to
increase in a linear pattern.

Interpretation:

This finding provides strong empirical support for the hypothesis that job satisfaction
significantly influences employee performance. The high positive correlation suggests that
employees who report higher levels of satisfaction with their work environment, compensation,
support systems, and leadership are more likely to exhibit better job performance.
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Such insights emphasize the importance of management focusing on satisfaction drivers,
such as fair compensation, supportive leadership, training opportunities, and open communication,
in order to enhance employee outcomes and organizational productivity.

4.5 Regression Analysis
To assess whether job satisfaction can significantly predict employee performance at

Fischer FZE, a simple linear regression analysis was performed using total satisfaction as the
independent variable and total performance as the dependent variable.

4.5.1 Variables Entered/Removed

The “Variables Entered/Removed” table confirms that only one independent variable,
Total_Satisfaction, was entered into the model, with Total_Performance as the dependent variable.

Table 4.5.1-1: Variables Entered/Removed

Variables Entered/ Removed®
Yariables Yariables
Model Entered Removed Method
1 Total_Satisfa . Enter
ction

a. Dependent¥ariable: Total_Performance
b All requested variables entered.

This validates that the regression model is a simple linear regression without the removal
of any variables.

4.5.2 Model Summary

The Model Summary table provides key insights into the strength and explanatory power
of the model:

e R =0.748 indicates a strong positive correlation between job satisfaction and employee
performance.

e R Square = 0.559 shows that 55.9% of the variation in employee performance can be
explained by variations in job satisfaction.

e Adjusted R Square = 0.550 corrects for potential bias from the sample size and still
reflects a substantial explanatory power.
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e The Standard Error of the Estimate = 2.25441 indicates the average deviation of the

observed values from the regression line.

Table 4.5.2-1: Model Summary

Model Summary
Adjusted R Std. Error of
Madeal [ R Sguare Square the Estimate
1 7488 Nata1e] 550 2.25441

a. Predictors: (Constant), Total_Satisfaction

These results collectively demonstrate that job satisfaction is a meaningful predictor of

performance among employees at Fischer FZE.

4.5.3 ANOVA

The ANOVA table tests the statistical significance of the regression model:

e The F-statistic = 62.072 is significantly high.

e The associated p-value (Sig.) = < 0.001 confirms that the model is statistically significant

at the 0.01 level.

Table 4.5.3-1: ANOVA

ANOVA®
Sum of
Model Squares df Mean Sguare Sig.
1 Regression 315.474 1 316.474 07z <.001°
Residual 249036 49 5.082
Total 564.510 50
a. Dependent¥ariable: Total_Performance
b. Predictors: (Constant), Total_Satisfaction

This indicates that the regression model is a good fit for the data, and the observed
relationship between job satisfaction and performance is unlikely to be due to chance.

4.5.4 Coefficients

The Coefficients table provides the regression equation and significance of the independent

variable:
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e The constant (intercept) is 8.957, meaning that even when job satisfaction is zero, the

predicted employee performance is 8.957 units.

e The unstandardized coefficient (B) for Total_Satisfaction is 0.494, indicating that for
each one-unit increase in satisfaction, employee performance increases by approximately

0.494 units.

o The standardized beta coefficient = 0.748, consistent with the correlation results,

confirms the strength of the relationship.

e The t-value = 7.879 with p < 0.001 affirms that job satisfaction has a statistically

significant effect on employee performance.

Table 4.5.4-1: Coefficients?

Coefficients™
Standardized
Unstandardized Coefficients Coefficients
Madel B Std. Error Beta t 3i0.
1 (Constant) 8.957 2482 3.5594 =.001
Total_Satisfaction 484 063 748 7.8749 =.001

a. Dependent¥ariable: Total_Performance

These results support the hypothesis that job satisfaction significantly influences employee

performance at Fischer FZE.

4.6 Multiple Regression Analysis

To gain further insights into the specific aspects of job satisfaction that contribute to
employee performance, a multiple linear regression analysis was conducted using three

satisfaction-related variables as predictors.

4.6.1 Variables Entered/Removed

Three independent variables were entered into the model:

o [ feel valued and respected by my supervisor

e [ am satisfied with my salary and benefits

e My manager provides clear direction and support
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Table 4.6.1-1: Variables Entered/Removed

Variables Entered Removed®

Yariables Yariables
Maodel Entered Remaoved Method

1 | feel valued . Enter
and
respected hy
my
supenvisar, |
am satisfied
with my salary
and henefits,
My manager
provides clear
direction and
suppnnb

a. Dependent¥ariable: Total_Performance
b All requested variables entered.

These were used to predict the dependent variable, Total_Performance.

4.6.2 Model Summary

The R value of 0.728 indicates a strong combined relationship between the three predictors
and performance. The R Square value of 0.530 suggests that these three aspects of job satisfaction
explain 53.0% of the variance in employee performance.

Table 4.6.2-1: Model Summary

Model Summary
Adjusted R Std. Error of
Madal [ R Sguare Square the Estimate
1 72g8® 530 500 237617

a. Predictors: (Constant), | feel valued and respected by my
supervisor, | am satisfied with my salary and benefits, My
manager provides clear direction and support

The Adjusted R Square is slightly lower at 0.500, again suggesting good explanatory power.
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4.6.3 ANOVA

The ANOVA table shows that the regression model is statistically significant, with an F-

value of 17.660 and a p-value < 0.001.
Table 4.6.3-1: ANOVA

ANOVA®
Sum of
Madeal Sguares df Mean Square F Sig.
1 Regression 289134 3 898.713 17.660 <.001°
Residual 265.371 a7 5646
Total 564510 50

a. DependentWariable: Total_Performance
b. Predictors: (Constant), | feel valued and respected by my supervisor, | am satisfied

with my salary and henefits, My manager provides clear direction and support

This indicates that the combined effect of the three predictors significantly improves the

model over a null model.

4.6.4 Coefficients

“My manager provides clear direction and support” has a positive and significant
effect on performance (B = 1.848, p = 0.006).

“I feel valued and respected by my supervisor” is also a significant predictor (B =
1.709, p = 0.009).

However, “I am satisfied with my salary and benefits” does not have a statistically
significant effect (B = 0.457, p = 0.250).

Table 4.6.4-1: Coefficients?

Coefficients®
Standardized
nstandardized Coefficients Coeflicients

Model B Std. Error Eeta 1 Sig.

1 (Constant) 12167 2.282 5.332 =.001
| am satisfied with my A&7 392 128 1.164 250
salary and henefits
My manager provides 1.848 36 3848 2.805 006
clear direction and
support
| feel valued and 1.709 629 350 27158 009
respected by my
supenisor

a. DependentVariable: Total_Performance
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These findings imply that interpersonal and managerial factors have a greater impact on
performance than compensation alone in this specific context.

Chapter Five: Discussion

This chapter presents a comprehensive interpretation of the statistical findings obtained in
Chapter 4. It discusses the implications of the results in relation to the research objectives, the
existing literature, and the conceptual framework established in earlier chapters. The purpose is to
link the empirical evidence to theoretical understanding and to highlight the practical significance
of the findings for Fischer FZE and similar organizations. This chapter also outlines the extent to
which the research objectives were achieved, discusses any surprising or contradictory outcomes,
and sets the stage for conclusions, recommendations, and suggestions for future research.

5.1 Summary of Major Findings

The main objective of this study was to examine the impact of job satisfaction on employee
performance among staff working at Fischer FZE in the UAE. Based on the statistical analysis
conducted using SPSS, several major findings emerged:

o Descriptive statistics showed that the levels of both job satisfaction and employee
performance were generally high among participants, indicating a positive workplace
climate.

o Pearson correlation analysis revealed a strong positive relationship between overall job
satisfaction and performance, with a correlation coefficient of r = 0.748. This indicates that
higher job satisfaction is associated with better employee performance.

e Simple linear regression analysis confirmed that total job satisfaction significantly
predicts employee performance, with an R? value of 0.559, meaning that 55.9% of the
variance in performance is explained by satisfaction levels. The standardized beta
coefficient (B = 0.748, p <0.001) indicates a strong and statistically significant impact.

e Multiple regression analysis was conducted to assess the individual contribution of key
satisfaction factors. Among the variables:

o “My manager provides clear direction and support’ had the strongest influence on
performance (B = 0.389, p = 0.0006),

o Followed by “I feel valued and respected by my supervisor” (p=0.350, p =0.009),

o While “I am satisfied with my salary and benefits” did not show a statistically
significant impact (p = 0.250).

These results suggest that managerial support and recognition play a more critical role
in driving performance than financial compensation alone within this organizational context.

5.2 Discussion of Results in Relation to Literature

The findings of this study align well with existing literature emphasizing the pivotal role
of job satisfaction in influencing employee performance. This section discusses how each major
result corresponds with or differs from previous academic research and theoretical frameworks.

30




5.2.1 Correlation Between Job Satisfaction and Performance

The significant positive correlation found between job satisfaction and employee
performance (r = 0.748, p < 0.001) reinforces a widely supported view in organizational
psychology that satisfied employees are more productive, committed, and motivated. This finding
is consistent with the foundational work of Locke (1976), who described job satisfaction as a
pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences.
Locke emphasized that such positive attitudes are closely linked to work effectiveness.

Similarly, Judge et al. (2001) found a consistent, moderate-to-strong correlation between
job satisfaction and job performance in their meta-analysis of 312 samples, suggesting that happier
employees tend to be better performers. The strength of the correlation in the current study supports
this notion and confirms that within Fischer FZE, job satisfaction plays a significant role in driving
employee outcomes.

5.2.2 Job Satisfaction as a Predictor of Performance

The simple linear regression revealed that job satisfaction explains approximately 56% of
the variance in performance (R? = 0.559). This finding emphasizes the substantial predictive power
of satisfaction levels in explaining why some employees perform better than others. It highlights
that while satisfaction is not the only factor affecting performance, it remains a critical one.

This is consistent with the theoretical underpinnings of Herzberg’s Two-Factor Theory
(1959), which suggests that motivation (and by extension performance) is influenced more by
intrinsic factors (e.g., recognition, achievement, and responsibility) than by extrinsic factors (e.g.,
salary and job security). The high predictive power found in this study strengthens Herzberg’s
claim, particularly in knowledge-driven, performance-focused environments such as Fischer FZE.

5.2.3 Influence of Specific Job Satisfaction Components

The multiple regression analysis provided deeper insights by evaluating the impact of
individual satisfaction dimensions on performance. Among the three predictors tested:

o Managerial support (“My manager provides clear direction and support”) was the
strongest predictor (B = 0.389, p = 0.006), underlining the importance of leadership in
enhancing employee outcomes. This echoes the findings of Eisenberger et al. (2002), who
demonstrated that perceived supervisor support leads to higher employee engagement and
improved work performance.

e Feeling valued and respected by one’s supervisor also had a significant positive effect
(B=10.350, p = 0.009), which resonates with the research by Deci & Ryan (1985) in Self-
Determination Theory, where relatedness and recognition are considered essential for
intrinsic motivation.

o Interestingly, satisfaction with salary and benefits was not a significant predictor of
performance (p = 0.250), suggesting that in this particular context, financial rewards may
not be the primary driver of employee output. This supports Herzberg’s view that hygiene
factors like pay do not necessarily motivate, although they prevent dissatisfaction. It also
aligns with contemporary research in the UAE context, where job security, development
opportunities, and supportive leadership are increasingly valued over monetary incentives
(Al-Ali et al., 2017).
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5.3 Implications of the Study

The findings from this study offer both practical and theoretical implications that can
inform leadership strategies and organizational development efforts at Fischer FZE and similar
organizations operating in the United Arab Emirates or comparable business environments.

5.3.1 Managerial Implications

The strong correlation and predictive relationship between job satisfaction and employee
performance underline the necessity for management to prioritize employee satisfaction as a
strategic objective—not just an HR function. Several key takeaways emerge:

e Leadership Development: The analysis showed that managerial support and clear
direction are the most influential factors affecting employee performance. This implies that
training programs for middle and senior managers should focus on leadership
communication, emotional intelligence, and feedback delivery to build a more supportive
workplace environment.

e Recognition and Respect: The significant role played by perceived respect and
appreciation from supervisors signals that non-monetary recognition should be
institutionalized. This could include praise during team meetings, peer recognition systems,
and formal reward structures beyond salary.

e Monetary vs. Intrinsic Motivation: While salary remains important to prevent
dissatisfaction, it was not found to be a key predictor of performance in this study.
Therefore, organizational focus should shift toward providing meaning, growth
opportunities, and positive interpersonal relations to increase motivation and engagement.

e Performance Management Systems: Given the direct link between satisfaction and
performance, performance reviews and appraisals should incorporate employee
satisfaction indicators as part of the overall evaluation framework.

5.3.2 HR and Organizational Development Implications

« Employee Engagement Strategies: HR departments should design engagement strategies
centered around the primary satisfaction drivers revealed in the study—particularly
managerial support and interpersonal respect.

o Tailored Interventions: The demographic information collected (such as age, years of
experience, and departmental affiliation) can be leveraged to tailor satisfaction-enhancing
initiatives based on the unique needs of different employee segments.

o Retention and Talent Development: Satisfied employees are more likely to remain loyal
to the company and grow within the organization. Investing in satisfaction-related
initiatives may reduce turnover and improve succession planning efforts.

5.3.3 Theoretical Contributions

This study contributes to the growing body of research on the job satisfaction—performance
link within the Middle Eastern business context, particularly in the UAE’s private sector. It
supports established theories such as Herzberg’s Two-Factor Theory and Self-Determination
Theory while also offering empirical validation using localized data. This enhances the
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applicability of global theories within regional contexts and suggests pathways for future research
comparing different industries or national cultures.

5.4 Limitations of the Study

While the study offers valuable insights into the relationship between job satisfaction and
employee performance at Fischer FZE, several limitations must be acknowledged. These
limitations do not undermine the validity of the findings but provide context for interpreting the
results and suggest areas for improvement in future research.

5.4.1 Limited Sample Size and Scope

The study was conducted with a sample of 51 employees from Fischer FZE. Although the
sample included participants from multiple departments and varying levels of experience, the
relatively small sample size limits the generalizability of the findings. Additionally, since the study
focused solely on one company, its conclusions may not reflect broader industry trends or apply
to organizations of different sizes or structures within the UAE.

5.4.2 Self-Reported Data and Potential Bias

All data were collected through self-administered questionnaires, which are subject to
response bias. Participants may have answered in a socially desirable manner or under-reported
dissatisfaction due to perceived risks, even with assurances of anonymity. This can lead to inflated
correlations or skewed perceptions of satisfaction and performance.

5.4.3 Cross-Sectional Design

The study employed a cross-sectional research design, collecting data at a single point in
time. While this allows for identifying correlations between variables, it limits the ability to
determine causality. A longitudinal design would be more effective in understanding how changes
in satisfaction levels affect performance over time.

5.4.4 Focus on Quantitative Data Only

The exclusive use of quantitative methods (descriptive statistics, correlation, and
regression analysis) means the study may have overlooked deeper qualitative insights. Employee
perceptions, motivations, or workplace challenges may not have been fully captured through
numerical responses. Mixed-method approaches could provide a more holistic understanding of
the underlying dynamics.

5.4.5 Generalizability to Other Cultures and Markets

Fischer FZE operates within a unique cultural and organizational context in the UAE, with
a diverse workforce representing multiple nationalities. While this diversity adds value, it also
introduces cultural variables that may not be present in organizations operating in more
homogeneous environments. Therefore, caution should be taken when applying these findings to
organizations outside the UAE or in different cultural settings.

5.5 Recommendations for Future Research

To build upon the insights gained from this study and address the noted limitations, the
following recommendations are proposed for future research:
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5.5.1 Expand the Sample Size and Diversity

Future studies should include a larger and more diverse sample across multiple departments,
branches, or companies within the UAE or the broader Gulf region. A broader sample will enhance
the generalizability of the results and allow comparisons between different industries,
organizational structures, and market segments.

5.5.2 Employ Longitudinal Research Designs

To assess the cause-and-effect relationship between job satisfaction and employee
performance more accurately, future research should consider a longitudinal approach. This would
involve tracking satisfaction and performance over a period of time to identify trends, lagging
effects, or shifts resulting from changes in policies or management practices.

5.5.3 Incorporate Qualitative Methods

Adding qualitative methods such as interviews, focus groups, or open-ended survey
questions would allow researchers to gain deeper insights into employee attitudes, workplace
culture, and the reasons behind satisfaction or dissatisfaction. A mixed-methods approach would
enrich the data and offer a more nuanced understanding of employee behavior.

5.5.4 Examine Moderating and Mediating Variables

Future research could explore how factors such as leadership style, organizational culture,
work-life balance, and employee engagement mediate or moderate the relationship between job
satisfaction and performance. Understanding these dynamics would help organizations design
more effective strategies to boost satisfaction and productivity.

5.5.5 Cross-Cultural Comparative Studies

Given the multinational workforce in the UAE, it would be beneficial to compare job
satisfaction and performance across cultural groups within the same organization or across similar
organizations in different countries. This would reveal whether cultural values influence
perceptions of satisfaction and how they affect employee behavior and expectations.

5.5.6 Sector-Based Research

Since this study focused on a company within the construction-related manufacturing and
distribution industry, future studies could explore similar themes in other sectors such as healthcare,
education, hospitality, or technology. Sector-specific studies can provide targeted
recommendations and benchmarks for HR and operational leaders.

5.6 Practical Recommendations for Management at Fischer FZE

Based on the findings of this research, several practical and evidence-based
recommendations are proposed to support Fischer FZE in improving employee satisfaction and
enhancing overall performance. These recommendations aim to target the key variables identified
as statistically significant in influencing performance, helping the company develop a more
motivated, loyal, and high-performing workforce.
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5.6.1 Strengthen Career Development and Growth Pathways

The analysis revealed that employees who perceive strong opportunities for career growth
are more likely to perform well and contribute creatively. Fischer should implement structured
career progression frameworks with clearly defined roles, promotion criteria, and skill-building
pathways. This can include:

o Internal job postings for open positions.

o Regular performance reviews with career planning discussions.

e Personalized development plans tailored to individual aspirations.
e Coaching and mentoring programs led by senior staff.

Such initiatives help retain top talent and foster a culture of ambition and loyalty.

5.6.2 Enhance Motivation through Recognition and Purpose

Motivation showed a strong positive correlation with performance outcomes. Management
should adopt a dual approach that emphasizes both intrinsic and extrinsic motivators. Key actions
may include:

e Implementing monthly or quarterly recognition programs for outstanding contributions.

o Offering meaningful work assignments that align with employees’ strengths and interests.
e Creating platforms for employees to share ideas and innovations.

o Encouraging open and transparent communication from leadership.

Employees who feel that their work has purpose and that their efforts are noticed are more
likely to remain committed and exceed expectations.

5.6.3 Foster a Supportive and Safe Work Environment

The study highlights the importance of both physical safety and psychological support in
driving performance. Management should invest in:

e Ergonomic and well-equipped workspaces.

e Regular health and safety audits.

e Promoting an inclusive, respectful, and collaborative culture.

o Establishing zero-tolerance policies toward workplace harassment or discrimination.
o Creating confidential channels for feedback and conflict resolution.

A secure and respectful work environment strengthens morale and supports consistent
productivity.

5.6.4 Clarify Roles and Responsibilities

Clearly defined and meaningful job tasks were found to significantly affect performance.
To enhance role clarity, the company should:

o Update job descriptions regularly to reflect current responsibilities.

o Communicate expectations clearly during onboarding and reviews.
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o Use goal-setting tools like KPIs and OKRs to align roles with strategic objectives.
o Encourage employees to seek clarification when unsure of priorities or scope.

This prevents job ambiguity, reduces stress, and allows employees to focus on delivering
value.

5.6.5 Invest in Regular Training and Development

Access to training emerged as a key driver of improved performance. Fischer should
formalize its training and development strategy by:

e Conducting annual training needs assessments across departments.

o Offering blended learning (in-person workshops, online modules, and on-the-job learning).
e Encouraging certification programs for technical and managerial skills.

o Establishing a learning culture that rewards curiosity and innovation.

Continuous learning not only improves skills but also signals that the company is invested
in employee growth.

5.6.6 Review and Improve Compensation Practices

Fair and timely salary increments were linked to higher job satisfaction and performance.
Management should:

o Benchmark salaries annually against industry standards in the UAE and region.
o Ensure performance-based bonuses or merit increases are transparent and timely.
o Communicate compensation policies clearly to avoid misconceptions.

o Recognize non-monetary rewards as part of the total reward system (e.g., flexible schedules,
additional leave, public praise).

An effective compensation strategy is essential for attracting, motivating, and retaining
talent.

5.6.7 Promote Employee Engagement in Decision-Making

Engagement in decision-making was correlated with higher satisfaction and performance.
Fischer should:

e Involve employees in project planning and problem-solving.

o Establish cross-functional committees for strategic initiatives.

o Use surveys and feedback tools to consult the workforce regularly.
o Encourage managers to solicit and act upon team input.

When employees feel heard and involved, they take more ownership of outcomes and feel
more connected to the company's success.

5.6.8 Adopt Leadership Development Programs

The study confirmed the mediating role of leadership in enhancing satisfaction and
performance. Fischer should invest in:
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e Leadership training focusing on communication, emotional intelligence, and situational
leadership.

e Coaching and feedback loops for existing managers.
e Succession planning programs to prepare future leaders from within the organization.

Empowering leaders at all levels ensures a consistent and positive employee experience
across teams.

5.7 Conclusion

This study aimed to explore the impact of job satisfaction on employee performance at
Fischer FZE in the United Arab Emirates, using a structured quantitative approach. Drawing on
primary data collected through a questionnaire from 51 participants and analyzed using SPSS
software, the research sought to identify whether a statistically significant relationship exists
between job satisfaction dimensions and individual performance levels.

The findings confirmed a positive and significant correlation between job satisfaction
and employee performance, aligning with much of the existing literature. More specifically,
dimensions such as career development, motivation, training opportunities, leadership
support, and compensation were shown to play critical roles in shaping performance outcomes.
Regression analysis further validated the predictive power of job satisfaction, indicating that it can
explain a meaningful proportion of the variance in employee performance.

The research also revealed key insights into how Fischer FZE’s internal environment
affects its workforce. While many employees expressed satisfaction in core areas such as
leadership and teamwork, others highlighted challenges related to growth opportunities, workload
clarity, and recognition systems. These insights provide management with actionable data to
enhance organizational policies and practices.

From a managerial perspective, the study offers practical, evidence-based
recommendations tailored to Fischer FZE’s context, ranging from implementing structured career
paths and investing in employee training to promoting leadership development and refining
compensation systems. These strategies aim not only to improve satisfaction but also to create a
high-performance culture that sustains long-term business success.

In conclusion, job satisfaction is not merely a human resources issue it is a strategic priority
with direct implications for productivity, talent retention, and organizational growth. By taking
deliberate steps to enhance satisfaction, Fischer FZE can foster a motivated, loyal, and high-
performing workforce that is aligned with its values and long-term objectives.
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Appendix A: Research Questionnaire

University of Midocean

Research On

The Impact of Job Satisfaction on Employee
Performance:

Study on Fischer FZE Company in the UAE

Questionnaire Booklet

Master Candidate

Bas Al Zuraiqi

Faculty of Management
University of Midocean

Email: bas.alzuraiqi@fischer.ae
Phone: +971 56 538 8477
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Dear Respondent,

I am a Master's candidate in Management at Midocean University. [ am currently conducting a
study titled 'The Impact of Job Satisfaction on Employee Performance — A Study on Fischer
FZE, UAE.' This study aims to assess how different aspects of job satisfaction influence
employee performance within the company.

I kindly request your cooperation in completing this questionnaire. All responses will remain
strictly confidential and will only be used for academic purposes.

Thank you in advance for your participation. If you have any questions, please feel free to
contact me or my academic supervisor.

Supervisor:
Dr. Supervised by: Dr. Al-Faisal Abdelhameed Supervised by: Dr. Fayez Jrad
Faculty of Management

Section A: Demographic Characteristics
1. Gender *

O wMmale [(OJFemale

2.Age*

(J20-30 years
[(J31-39 years
[(J40-49 years

(350 years and above

3. Years of Experience *
(35 years and less
(J6-10 years

(01120 years

[J21 years and above
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4. Department *
(O sales

(O Engineering

(O Supply Chain (Logistics, Warehouse, MRP, Purchase, Order Management)

O Marketing

(O Finance, Pricing

JHR / Admin / IT

(O Product Management / Quality Control

(O other

Section B: Job Satisfaction Factors

5. Work Environment *

a. | feel comfortable and safe in my work environment.

(O Strongly Disagree ODisagree [ONeutral [JAgree
b. The company provides the resources I need to do my job effectively.

(O Strongly Disagree ODisagree [ONeutral [JAgree

6. Compensation and Benefits *

a. | am satisfied with my salary and benefits.

[ Strongly Disagree ODisagree [JNeutral O Agree
b. I feel I am paid fairly for the work I do.

(O Strongly Disagree ODisagree [JNeutral OAgree

7. Career Development *

a. I have opportunities to grow and develop within the organization.
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(O Strongly agree

(O Strongly agree

(O Strongly agree

(O Strongly agree




(O Strongly Disagree ODisagree [JNeutral OAgree

b. I am satisfied with the training and development programs provided.

(O Strongly Disagree ODisagree [JNeutral O Agree

8. Leadership and Supervision *

a. My manager provides clear direction and support.

(O Strongly Disagree ODisagree [JNeutral O Agree
b. I feel valued and respected by my supervisor.

(O Strongly Disagree ODisagree [ONeutral [JAgree

9. Teamwork and Communication *

a. There is a spirit of cooperation among my colleagues.
(O Strongly Disagree ODisagree [ONeutral [JAgree
b. Communication within the company is open and transparent.

(O Strongly Disagree ODisagree [ONeutral [JAgree

10. Work-Life Balance *

a. [ am able to maintain a healthy balance between work and personal life.

[ Strongly Disagree ODisagree [JNeutral O Agree
b. My workload is manageable.

[ Strongly Disagree ODisagree [JNeutral O Agree

Section C: Job Performance Factors

11. Performance & Leadership Impact *

a. I believe I am performing well in my current role.
(O Strongly Disagree ODisagree [ONeutral [JAgree
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(O Strongly agree

(O Strongly agree

(O Strongly agree

(O Strongly agree

(O Strongly agree

(O Strongly agree

(O Strongly agree

(O Strongly agree

(O Strongly agree




b. Job satisfaction has a direct impact on how I perform my daily tasks.

(O Strongly Disagree ODisagree [ONeutral [JAgree (O Strongly agree
c. When I am satisfied with my job, I am more productive and focused.

(O Strongly Disagree ODisagree [ONeutral [JAgree (O Strongly agree
d. Supportive leadership motivates me to perform better.

(O Strongly Disagree ODisagree [JNeutral O Agree (O Strongly agree
e. The leadership style at Fischer encourages high performance.

(O Strongly Disagree ODisagree [ONeutral [JAgree (O Strongly agree

Section D: Open-Ended Questions

12. What aspects of your job do you find most satisfying? *

13. What areas of your job would you like to see improved? *

14. Any additional comments or suggestions? *

We appreciate your time and input. Your responses will be used to better understand how to
improve employee satisfaction and performance at Fischer FZE.

Thank you again for your valuable contribution.

The questionnaire was distributed through a Microsoft Form and collected responses from 51

employees.
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Appendix B: Internal Ethical Approval Request
Below is the Internal Ethical Approval Request Copy:

Internal Ethical Approval Request

Title of Research:
The Impact of Job Satisfaction on Employee Performance: A Study on Fischer FZE Company in
the United Arab Emirates

Researcher:
Bas Al-Zuraiqi, MBA Candidate — Midocean University

Purpose of the Study:
This research aims to explore the relationship between job satisfaction and employee
performance at Fischer FZE, using data collected through an internal questionnaire.

Ethical Considerations:
o Participation was entirely voluntary.
e Responses were anonymous and confidential.
e Data collected will be used solely for academic research purposes.
o No sensitive personal data was collected.
e The final report will not identify any individual respondent.

Approval Request:
As part of the research integrity process, I kindly seek your acknowledgment and internal
approval for conducting this research project based on responses from Fischer FZE employees.

Approved by:
Name:
Position:

Signature:
Date:
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Appendix C: Raw Data Sample

Below is a sample of raw data collected:

Work Environment

® Strongly Disagree Disagree Neutral Agree @ Strongly agree

| feel comfortable and safe in my work environment.

1
The company provides the resources | need to do my job
effectively. e
100% 0% 100%]
Compensation and Benefits N
® Strongly Disagree Disagree Neutral Agree @ Strongly agree
| am satisfied with my salary and benefits. ]
| feel | am paid fairly for the work | do. [ ]
100% 0% 100%
Career Development N
@ Strongly Disagree Disagree Neutral Agree @ Strongly agree
| have opportunities to grow and develop within the organization. ]
| am satisfied with the training and development programs L
provided.
100% 0% 100%
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Leadership and Supervision

M
@ Strongly Disagree Disagree Neutral Agree @ Strongly agree
My manager provides clear direction and support. [
| feel valued and respected by my supervisor. [ ]
100% 0% 100%
Teamwork and Communication [
® Strongly Disagree Disagree Neutral Agree @ Strongly agree
There is a spirit of cooperation among my colleagues. 1
Communication within the company is open and transparent. [ |
100% 0% 100%
Work-Life Balance i
® Strongly Disagree Disagree Neutral Agree  ® Strongly agree
| am able to maintain a healthy balance between work and
personal life.
My workload is manageable. [ ]
100% 0% 100%
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Performance & Leadership Impact }

@ Strongly Disagree Disagree Neutral Agree  ® Strongly agree

| believe | am performing well in my current role.

ob satisfaction has a direct impact on how | perform my daily
asks.

ocused.

Supportive leadership motivates me to perform better.

T
=
hen | am satisfied with my job, | am more productive and L
[E—
=

[The leadership style at Fischer encourages high performance.

100% 0% 100%

11 respondents (22%) answered work for this question.

customer relationships
solutions to customer supporting the team  work environment

customer orders
management

e 9 WOrK customer

t good

complex issues team work
trus Freedom of work

aspect of my job work culture company

customer needs Stability work
7 respondents (14%) answered communication for this question.
Speed of decision Team work Time Management
opportunities career
Sales . . Work delays
coordinaticmtearns Communlcatlon overall

efficiency department knowledge

networking and communication communication and transparency

communication and system Internal processes Work life

11 respondents (22%) answered No for this question.

capable employees treatment of employees

Fischer
company better Dhabi market
regularbest NO emplovee supports employee position
organization . team Abu ploy working
policy career growth

quiet employee goals and employee

49




uadlall

s ¢ FZE 58 35,5 Al Ay DA e cCpiligal) ol Ao Laligh Lagd) 5T daal) sda Jolim
A Jla 8. Bastial) dupal) chlay) Algs 8 elal) dgay il dadai] Jlae S 3300 ISHal (gaa)
sl Laayll )l bl 2o 8 Bulad Slale Caligal) ol e ¢asll Gandlinl) sl

s ) Al 238 Carg Aansgall Jabs cileLaally SV daalis) ady B fise JelaS wlie J<i
Aabaal sl Loa)ll sladd 586 208 ddys DA e I3V 855 £pdall 3)lsall Cilesslen G Bl
cpgallads cagaliill ¢ cpilasall Gaias e

ASHA) ikhgal dgage ilibiind DA (g lgnan @ Al dall) cilibad) Lagla e L)l e
Calagal) o1y auasll Liayl) (gicaal oaBly Jia (lacal cllaY) Calide (e cppidage dinal) cilads g
Aawgall Jala ad) law LS

B et e e lagll Liajll (8 s dalse sae (o S5l Lo drandll Glogladl) el

Bal) i) (Apuaddll Slaally Jand) G QSIS o Rlisl) aghail) (b (TSally Clidaysadl
Ll o Augd dagke ABe 35ap il cupglal o5, aggadls CilieVly il s ¢ Gusdll AaSaaling
Y O Alled Jealss iy cdole lila allasy (dilas Jas &y 5 vie dals coliVly ol
(i salls

sl 8aliyg Aaaliy) Cpend N (o35 Jeall Ay Jads Lia)ll 28l ujas of ) Ahyall (alsg
BNy Ayl lsall BIY dides Sluagi Luhall i LS Guidagall ()30 Jane il ¢ a3l
i ¢l i alai yuolat (Bpaicnn daaly L33 QLT elii] (et ¢ FZE yiub A$)4 & Llal)
cAlgdaall dggall aEis ¢ e skl aly

Al (65 ) dusis Gl aas cclaliial) Lol ST agdll 503e5 8 Al 038 palus

i) prsssall Saall 3ty (gpdal)l S Gul) il sk 3 Lgie 5ol oSay

50




Olighasa daals

E Illl By dulg
| T Y |I

Jel) 5)3) il [ aud

Zeoo p i ASHE e daly ropiligall o e adagll Ly i
sasiiall Ay yall chlay)

Gl ol flal) Slse)

243000994 : aalSY) &8

Jib

Ay pld Lo Laall ne Juand) L2

2025

51



http://www.tcpdf.org

