ISSN 2326-0297

\\ Mac rOth i “k Business and Management Horizons
A Institute ™ 2017, Vol. 5, No. 2

Knowledge Workers Job Performance: An Examination
of Career Values, Perceived Organizational Support and

Career Satisfaction

Muhammad Awais Bhatti
College of Business, King Faisal Univesity, Al-hufuf, Al-hassa, Saudi Arabia

E-mail: awaisbhatti 786@yahoo.com

Arift Syah Juhari
College of Business Administration, Prince Sultan University, Saudi Arabia

E-mail: asyah@psu.edu.sa

Shishi Kumar Piaralal
Faculty of Business Management for Open University Malaysia, Kuala Lumpur, Malaysia

E-mail: shishi@oum.edu.my

Niriender Kumar Piaralal
Operation Management, Raj Dulari Enterprise, No. 5 Pekan Mahang, Kedah, Malaysia
E-mail: shannil 624@yahoo.com

Received: Nov. 2, 2017  Accepted: Nov. 8, 2017  Published: Nov. 13, 2017
doi:10.5296/bmh.v5i2.12138 URL: http://dx.doi.org/10.5296/bmh.v5i2.12138

Abstract

Knowledge workers help organizations improve productivity and gain competitive advantage
in the market. Since organizations have realized the importance of knowledge workers in
organizational development, management has been focusing on the knowledge workers’ job
performance, which ultimately improves the organizational performance. The purpose of this
study is to investigate the mediating effects of the knowledge workers’ career satisfaction
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among career values, perceived organizational support and job performance. In this regard,
data was collected from 284 knowledge workers working in Saudi Arabian organizations and
it was analyzed using regression and Sobel test. The result of the analysis explain that career
satisfaction play a key role in knowledge workers’ job performance, and work as mediator
between career values, perceived organizational support and the knowledge workers’ job
performance. The findings of this study will be helpful for top management and HR
professionals to manage the knowledge workers’ job performance. Furthermore, the
mediating role of career satisfaction contribute to the body of knowledge and offer future
researchers opportunities to investigate other factors, which influence career satisfaction of
knowledge workers. This study also discussed some limitations which could be an avenue for
future research. Research on Saudi Arabian knowledge workers has never been done before.
Therefore, this study explores the effects of career values, perceived organizational support
and career satisfaction on Saudi Arabian knowledge workers’ job performance.

Keywords: Knowledge workers, Career satisfaction, POS, Career values, Saudi Arabian
Knowledge workers
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1. Introduction
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In the 21st century, organizations have been searching for new knowledge to achieve
competitive advantage in the current market and for smooth growth. Workers who carry out
these tasks, known as knowledge workers, require specialized techniques, specific knowledge,
undertake thinking, visible productivity and efficiency and ideas towards solving complex
and specific problems (Fisher & Fisher, 1998). Knowledge workers play an important role in
the organizational growth and economic development. In past research, many researchers
have highlighted the characteristics and personality traits of knowledge workers, which play
an effective role in organizational and economic growth. Knowledge workers (KWs) play a
vital role in economic development (Yigitcanlar et al., 2007) and help organizations achieve
competitive advantage in the market (O’Neill & Adya, 2007).

Past researchers have paid sufficient attention in highlighting factors that attract knowledge
workers. It has been reported that good remuneration might play an important role in
attracting knowledge workers but it has not helped organizations retain them for a longer
period of time (Horwitz et al., 2003). In this regard, Lock (2003) reported that opportunities
for career advancement play an important role for the knowledge workers’ motivation, which
can be done by offering traditional training programs. Wayne et al. (1997) argued that when
employees realized that their work and efforts for organizations have been appreciated, they
try to improve their job performance and participate more actively in forming organizational
behavior. Expectancy theory (Vroom, 1964) as stated by Wayne et al. (1997) explained that
when individuals realized that they can achieve whatever they want by doing certain work,
they feel more motivated to do that work. In addition, expectancy theory also explains that
individuals performed certain action based on their perception and beliefs, which can be
categorize in three different types. Firstly, the belief that their efforts can help them to achieve
desired goals. Secondly, expecting some rewards against their effort as outcome, and thirdly,
the value of achieving the outcome. Mohammad et al. (2008) argued that success and failure
of knowledge workers are based on their belief and attitude about knowledge sharing. They
further suggest that knowledge workers’ motivators might prompt them to engage in
knowledge sharing activities.

2. Literature Review

The concept of job performance and career satisfaction are still debatable topics for
researchers, as well as policy makers. Hassan (2007) examined the role of conflict, ambiguity,
personality traits, vocational choices, career decision and more on career satisfaction to find
out what are the major factors which effect job performance. Recently, researchers have paid
more attention on knowledge workers’ job performance (Belinda, 2007; Chen, 2010; Chen,
2011). In the last two or so decades, researchers have placed attention towards finding out the
influence of knowledge worker’s job performance on career satisfaction (Belinda, 2007,
Chen 2010; Chen 2011); few researches have been about the relationship and impact of other
variables like POS, demographics and human capital factors on job performance and career
satisfaction. In this regard, (Chen, 2010; Chen, 2011) have examined the relationship between
the knowledge employees’ career satisfaction, job performance, perceived organizational
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support and career values.

The aim of this research is to investigate the influences and contributions of career
satisfaction, career values, perceived organizational support and on job performance.
Satisfaction of knowledge workers, which lead to career satisfaction is not only a problem or
issue for employees alone; it has also been the main influence in the success of the employer
itself. Poole et al. (1991) stated that, with a course of time, if knowledge workers feel
dissatisfaction and organizations struggle to keep a hold of their knowledge employees, it will
negatively affect the commitment between knowledge workers and organizations, and finally
will effect the goals of the organization. Moreover, it is important (Gattiker & Larwood 1990)
to find out the effects of career values, perceived organizational support, and career
satisfaction on knowledge workers job performance. Generally every knowledge worker
wants to join any organization where he or she acquire basic rights like feel comfortable
within his or her work environment, have the same authority and power, mentally, materially
and physically satisfied, be contented with his or her overall achievement (Podsakoff et al.,
2007; Judge et al., 1995; Barling, 2001). Career satisfaction and job performance is a tool to
analyze and quantify the power, potential and achievement of the individual knowledge
worker, which is helpful for managers in an organization. It is also helpful to know the needs
of knowledge workers, that is, what an individual knowledge worker actually wants from
work. In other words, an individual job need might have a strong influence on job
satisfaction.

2.1 Career Satisfaction

Arthur et al. (2005) argued that an employee’s career satisfaction is a result of the employee’s
career experience. In conventional point of views, career satisfaction is considered equal to
salary increment, career advancement, and promotion (Sullivan et al., 1998). However, over
the course of time, the employee’s perception about career has changed, and that the
employee perceived career satisfaction in two different ways. Heslin (2005) explained that
the employees’ perceived career satisfaction are in terms of extrinsic career satisfaction and
intrinsic career satisfaction. Extrinsic career satisfaction refers to salary increments,
promotion or financial rewards, whereas intrinsic career satisfaction refers to appreciation,
encouragement or psychological satisfaction (Gunz & Heslin, 2005). There is no doubt that
the employee’s career satisfaction is the result of the employee’s career experience. Therefore,
researchers defined career satisfaction as an achievement of targeted work-related objectives
at any point of the employee’s work experience. In this regard, Oxford English Dictionary
(1989) explained two meanings of satisfaction as achievement of objective as per the
individual desire and progressive accomplishment of something targeted.

Juntunen et al. (2001) conducted qualitative research to find out the meaning of employee
career satisfaction and found that employee career satisfaction was measured by past
researchers based on their contribution to the well-being of others. Heslin (2005) commented
on these findings and argued that the qualitative research helped the researchers to highlight
the largely neglected facets of career satisfaction. In addition, Hannequin (2007) followed
Heslin’s (2005) suggestions and conducted another qualitative research in order to know the

16



ISSN 2326-0297

\ Macrﬂthi“k Business and Management Horizons
A Institute ™ 2017, Vol. 5, No. 2

career satisfaction of blue-collar workers. Hannequin (2007) found out that material
satisfaction (financial rewards, promotion, and incentives), psychological career satisfaction
(career satisfaction, job satisfaction, personal satisfaction and work-life balance) and social
career satisfaction (fame, and appreciation) are the main factors that satisfied blue-collar
workers. Whatever the perception of career satisfaction, what remains certain is that there are
several variables that could be used in the measurement of career satisfaction. While some
researchers use quantitative methods, others rely on qualitative research to investigate career
satisfaction. However, this research is a quantitative one and relies on two variables: career
values and POS, out of many others, to measure career satisfaction, while considering the
objective or extrinsic and subjective or intrinsic nature of career satisfaction.

2.2 Career Values and Career Satisfaction

Shapira & Griffith (1990) argued that, in the last four decades, researchers have been
focusing on investigating the effects of work values on the employee’s behavior and attitude.
In the past, many researchers have also investigated the role of intrinsic and extrinsic rewards,
work values in relationships with work commitment and job satisfaction (Wong & Chung,
2003). In order to understand the meaning of work values, it is important to understand the
meaning of values. In this regard, the noted researcher of values and the value system
(Rokeach, 1973) define values as “an enduring belief”. This definition explains that values
and the value system are somewhat related thoughts. For example, values refer to preference
for behavior and the value system refers to the importance of values given to others in the
system. There are different types of social relationships in which an individual create values,
and the workplace is one of the major social environments in which individuals create, share
and develop values. In this regard, Roe & Ester (1999) argued that values and work
differentiate the general values with values related to specific life domains. Therefore, this
differentiation is universally accepted but researchers have a lack of consensus between these
two types of values. One pool of researchers argued that work values is a subset of general
values, whereas another pool of researchers argue that “taking a more holistic view
integrating work and non-work values, may be more productive” (Elizur & Sagie, 1999) by
focusing on the structural similarity between work values and general values.

Researchers argued that employee’s values affect their behavior and attitudes (Peter & Olson,
2001). Work values explain the individual’s preferences and beliefs which they expect to
satisfy in their career choices (White, 2005). In this regard, Sagie et al. (1996) argued that
individual preferences and belief for the satisfaction of their career choice create work values
which influence their job behavior. Researchers argued that values are different from needs,
and that work values explains what an employee want from work. Therefore, researchers
defined work values as the importance in which an employee gives to outcome from work
context (Elizur, 1984). In addition, employee’s job needs strongly influence employee’s job
satisfaction. Therefore, when employees job needs get satisfied, their job satisfaction also get
increase regardless how that employee value his/her rewards. Therefore, the researcher
hypothesizes:

H1: Career values are positively related to knowledge workers career satisfaction.
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2.3 Perceived Organizational Support (POS) and Career Satisfaction

Past researches have suggested that organizational-level factors should be considered when
examining the effects on career satisfaction. This study tries to establish that perceived
organizational support relates to the knowledge employees’ career satisfaction. Eisenberger et
al. (1986) introduced the concept of Perceive Organizational Support (POS) in order to
explain employee’s perception towards organization’s commitment. Rhoades & Eisenberger
(2002) argued that leaders in the organization should take serious initiatives to discuss the
policies and programs for organizational support in order to encourage organizational support
at an acceptable level. In addition, organizations need to realize that organizational support
should be beyond the boundaries of the workplace in order to facilitate the employees’
general and interaction adjustment which will further improve the employees’ commitment
towards the organization (Aube’, Rousseau, & Morin, 2007; Gupta, Vohra, & Bhatnagar,
2010). Therefore, it can be concluded that the employee’s adjustment is not only based on the
work environment but also adjustment in the organizational culture.

Literature related to perceived organizational support highlighted that the concept influences
employees work stress, job performance, job satisfaction and affective commitment
(Hochwarter et al., 2003). In this regard, Seibert et al. (1999) reported that if employees
perceived that the organization care about their values and appreciate their contribution for
the organization, their commitment towards the organization would then increase.
Furthermore, Chen & Fang (2008) found that when employees realize that organizational
politics is at low level, performance improves. Riggle et al. (2009) argued that managers can
use “social exchange views” to explain the importance of commitment between employees
and employer. In this regard, Riggle et al. (2009) investigated the effects of perceived
organizational support job satisfaction, organizational commitment, employee’s performance
and employee’s intention to leave. The results of this investigations indicated that the
employee’s job satisfaction strongly influence perceived organizational support. Furthermore,
DeConinck (2010) investigated the mediating role of perceived support between
organizational justice and trust. The findings of this investigation indicated that perceived
organizational support mediate the relationship between procedural justice and organizational
trust.

Similarly, an employee whose perceived organizational support is high believe that the
organization appreciates their effort and their contribution for the organization. The reason
behind this belief is that employees with greater perceived organizational support are more
committed and attached with the organization, as compared to those with low level of
perceived organizational support. Furthermore, in comparison with employees having a low
level of perceived organizational support, employees with a high level of perceived
organizational support have a stronger belief that their efforts will convert to rewards. In
addition, researchers found that perceived organizational support positively influence the
supervisor and subordinate relationship (Wayne et al., 2002) and POS “appears to be an
important source of esteem, affiliation, emotional support, and approval in the workplace”
(Armeli et al., 1998). Therefore, all these factors help employees to improve his/her job
performance, which further lead to employee satisfaction (Dulac et al., 2008) and Tekleab et
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al., 2005).

Rhoades & Eisenberger (2002) found that perceived organizational support positively
influence organizational commitment and employee’s job satisfaction. Therefore, it can be
concluded that perceived organizational support is connected with employee’s job satisfaction
as well. Rhoades & Eisenberger (2002) found that perceived organizational support positively
influence promotion, pay, and recognition. In this regard, Noe (1996) argued that supportive
supervisor or management influence the employee’s willingness to participate in development
activities, which further play an important role in the subordinates’ performance and career
satisfaction. Moreover, Kirch-meyer (1998) found that supervisor support positively
influences the male and female managers’ perceived career satisfaction. In addition,
Greenhaus et al. (1990) reported that supervisor support positively influence employees’
career satisfaction. Barnett et al. (2007) examined the relationship between organizational
support for career development and employees’ career satisfaction, and reported that career
management behaviors mediate the relationship between proactive personality and career
satisfaction, and the organizational support for career development and career satisfaction.
Based on the different relationships discussed in the above paragraphs, it can be concluded
that perceived organizational support in the form of traditional training programs, mentorship,
and supportive work relationship enhance career opportunities and maximize career
satisfaction. Therefore, if perceived organizational support help the organizations to gain
some benefits in terms of the employee’s career satisfaction, then the organization should
focus and try to provide maximum support to the employees. It is acceptable that it is not
possible for all organizations to provide maximum support to the employees but these things
can be covered up by increasing work autonomy. In this regard, Aube et al. (2007) argued that
organizations can improve recruitment process in order to make sure employees with a high
level of control should be hired because these employees will be more capable of maintaining
their commitment with the organization. Therefore, this research proposed that perceived
organizational support positively influence the knowledge worker’s career satisfaction. Based
on the discussion above, a hypothesis is developed.

H2: Perceived Organizational Support positively related with knowledge workers Career
Satisfaction.

2.4 Career Satisfaction and Job Performance

In this study, job performance is the dependent variable, which is one of the frequently used
variables in the organizational psychology. IIgen & Klein (1988) stated that, researchers need
to understand the factors that affect motivation. This understanding help managers develop
the conditions in the work place where knowledge workers encourage personal behavior. Job
performance is a multi-dimensional approach and there is a major issue on how to
conceptualize this term, for example, Suliman (2001) explained the six dimensions of job
performance, namely work duties, work skills, quality of work, work enthusiasm, quantity of
work and innovative potential.

Furthermore, Farth et al. (1991), defined job performance in the form of quality and quantity,
while Yousef (1998) capture performance in terms of productivity of performance and quality.
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Moreover, Borman & Motowidlo (1997) differentiate job performance into task and
contextual performance. Task performance directly refers to quantity of goods and services
produced, while the behavior of contextual performance is not directly related to their main
task (Werner, 2000). For example, when knowledge workers cooperate with managers, helps
each other or make positive suggestions and comments about organizational processes,
employees engage in contextual performance Van Scotter et al. (2000) discuss about the
knowledge worker’ career satisfaction and job performance, the process and the theory of
social exchange, linking the former to the latter construct. Vroom (1964) coded the
expectancy theory and argued that a knowledge worker’s job performance is determined by
the available degree to attractive reward, so higher the degree of attractive reward leads to a
higher level of performance.

For the purpose of efficient production or to achieve the ultimate goal of an organization, it is
very important to analyze the job performance of a knowledge worker. By knowing the job
performance, we are able to calculate the marginal cost of production and minimize the cost
or increase production to maximize the profit. Keep importance of job performance in front,
researchers try to find out important factors which affect job performance. Osman (2012),
stated that the most important factor which affects the service recovery performance and job
performance is career satisfaction. In today’s competitive market environment, a top priority
for a firm is to deliver quality products, and job performance of a knowledge worker play a
key role in this process (Bouranta et al., 2009; Yavas et al., 2010). Career satisfaction can
play a mediating role between perceived organizational support, career values and job
performance (Muse & Stamper, 2007). Based on the theory of social exchange, knowledge
workers tend to repay opportunities and benefits given by the organization in the shape of
continued effective performance (Armstrong-Stassen & Ursel, 2009) As the knowledge
worker gain organizational support, he or she becomes satisfied with their career and improve
in their job performance (Greenhaus et al., 1990; Kong et al., 2012; Parasuraman et al., 1996).
There are many empirical studies that found significant relationship between perceived
organizational support and employee outcome, such as job performance, turnover intention,
organizational commitment (Rhoades & Eisenberger, 2002; Susskind et al., 2000).
Researchers found that, the lack of formal training in the firms and organization leads to poor
job performance and ultimately, poor service quality and delivery (Kimbu, 2011).

In another case, if knowledge workers perceive that the management of the organization do
not give any support, they would appear to view their jobs as a dissatisfaction (Susskind et al.,
2000). According to the theory of social exchange, knowledge workers tend to repay this
displeasing in the form of ineffective performance.

In empirical terms, Cable & Derue (2002) found significant and positive association between
perceived organization support and career satisfaction. In addition, a recent empirical study
found that perceived organizational support enhanced employee’s satisfaction with their
career (Armstrong-Stassen & Ursel, 2009). Such type of finding showing a correlation
between the two variables is not trivial. The same researcher investigated the influence of a
certain level of stress on job performance. Yerkes & Dodson (1982) found that a U-shaped
function between job performance and stress; they suggested that moderate level of stress can
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motivate for better performance, while too little or too much stress give insignificant
motivation to the performer. In addition, Allen et al. (1982) differentiate stress into two parts:
dysfunctional stress and functional stress, while in an organization, dysfunctional stress is
more dominant as compare to functional stress. Most probably, the knowledge worker facing
stress in an organization is more likely to be dysfunctional stress than it has negative effect on
his job performance. Jamal & Baba (1992) investigated the effects of stress on productivity,
based on four different stress factors: overload, ambiguity, conflict and adequacy of resources;
they concluded that, as much greater the stress, the less the knowledge worker’s job
performance, and that less work stress leads to greater job performance.

H3: career satisfaction positively related with knowledge workers Job performance.

H4: Career Satisfaction mediates the relationship between career values and knowledge
workers job performance.

H5: Career Satisfaction mediates the relationship between perceived organizational support
and knowledge workers job performance.

The real objective of this study is to ascertain the levels and the relationship of career values
and perceived organizational support with career satisfaction, which further leads to
knowledge worker job performance. The research framework is aimed at determining the
significant factors affecting career satisfaction which can be addressed by management in
formulating effective and efficient policies and strategies in order to maximize the policies
designed to help knowledge employees succeed.

Independent Variable Dependent Variable

H4

Career Values HI

H3 Career Satisfaction Job Performance
Perceived
rceiv H2
Organizational Hs
Support

Figure 1. Conceptual framework
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3. Methodology

This study focuses on identifying the effects of career values and perceived organizational
support on knowledge workers career satisfaction and job performance. Therefore, employees
in different Saudi Arabian organizations, government Universities and hospitals were
surveyed as the unit of analysis.

3.1 Measurements

A survey was prepared to incorporate the five instruments used for this study. The
questionnaire was divided into five parts. Career values instruments was covered on part A.
The scale to measure career values was adopted from (Chan, 2011) with fifteen items. The
second part covered instruments on perceived organizational support. In order to measure
perceived organizational support, a sixteen-item scale was used which was developed by
Rhoades & Eisenberger (2002). Part C consisted of five items to measure career satisfaction
developed by Judge et al. (1999). Part D consisted of seven items to measure job performance
developed by Babin & Boles (1998) and the final part focused on demographic details, which
included information regarding gender, nationality, age, marital status, tenure, position,
whether or not they had accompanying family and whether or not they are holding Saudi
Arabian Permanent Resident status. For sections A, B, C, and D, the respondents were
required to respond based on a 5-point Likert scale from strongly agree = 5 to strongly
disagree = 1. The questionnaire was conducted in its original English format, since the
subjects have been predetermined to have good command of English.

3.2 Data Analysis

In this research, the researcher used the Statistical Package for the Social Science (SPSS)
Version 19 to analyze the data collected from the respondents. All of the items and variables
in the questionnaire were coded before it was distributed to the respondents. Several
statistical methods were used in data analysis. The collected data were tested by using
statistical techniques as followed frequency distribution, descriptive statistics, and regression
analysis.

Frequency distribution was collected from all of the personal data (Classification variable).
The collected frequencies were computed for the analysis of the respondent’s demographic
factors of gender, age, marital status, education. The hypothesis testing was analyzed with
regression analysis with Cronbach’s Alpha values 0.60 and above. The item with low
Cronbach’s Alpha values of less than 0.59 were excluded from further analysis process.

3.2.1 Demographic Profile of Respondents

22



Business and Management Horizons
ISSN 2326-0297
2017, Vol. 5, No. 2

Macrothink
A\\Institute ™

Table 1. Respondent profile

Respondent Characteristics Frequency Percentage (%)
Gender
Male 164 57.7
Female 120 423
Age
31-41 years old 45 15.8
42-51 years old 125 44.0
52-61 years old 90 31.6
62 & above 24 8.4
Program of study
Diploma/Certificate 14 4.9
Bachelor Degree 56 19.7
Masters 39 17.2
Doctorate 131 46.1
Other 34 11.9
Marital Status
Single 54 19.0
Married 216 76.0
Divorced/Widowed 14 4.9
Years Employed
Less than 4 year 39 13.7
5-7 years 91 32.0
8-11 years 70 24.6
11 and above 84 29.5
Table 2. Reliability analysis
Variable Number of Items Alpha
Career values 15 0.86
Perceived Organizational Support 16 0.85
Career satisfaction 08 0.92
Job Performance 07 0.71

The above Table 2 shows that the reliability coefficient of all variable is higher than the
minimum acceptance level of 0.60, as suggested by Hair et al. (2013). As indicated in the
above table, Cronbach’s Alpha of career values is 0.86, Perceived organizational support is
0.85, career satisfaction 0.92 and job performance is 0.71, which indicate that the scales are
reliable.

Table 3. Descriptive analysis

Variables Mean SD Skewness Kurtosis
Career Values 35.73 5.603 0.075 -0.441
Career Satisfactions 38.30 6.704 -.153 -.806
Perceived Organizational Support | 19.24 5.328 -.336 -.407
Job Performance 10.20 2.171 -.204 -.529
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Table 3 represents the skewness and kurtosis values. All values fall within the range of (+) (-)
2.58 as suggested by Hair et al. (2006). The skewness and kurtosis values should be within
the range of (+) (-) 2.58 which shows that the data is normally distributed.

Table 4. Effects of career values, perceived organizational support on career satisfaction

Coefficients®
Model Unstandardized Coefficients Standardized Coefficients
R R Square B Std. Error Beta t Sig.
1| (Constant) 0.510 0.260 2.170 0.289 7.498 .021
Career Values 924 325 310 2.845 .006
Perceived 796 208 .348 3.822 .000
Organizational
support
a. Dependent Variable: Career Satisfaction

Table 4 shows the effects of career values and perceived organizational support on career
satisfaction. The results of the regression analysis indicates that career values (p = .006) and
perceived organizational support (p = .000) influence knowledge workers career satisfaction.
Hair et al. (2007) suggested that p value should be less than 0.05 (P< 0.05). Furthermore, the
results of the regression analysis explain that career values and organizational support
explained 26% (R square = 0.26) of the variance in knowledge workers career satisfaction.
Finally, the results of the regression analysis also indicate that between two independent
variable (career values and POS), where career values have a stronger effect on career
satisfaction, as compared to perceived organizational support.

Table 5. Effects of career satisfaction on knowledge workers’ job performance

Coefficients®
Model Standardized Coefficients
Unstandardized Coefficients t Sig.
R R Square | B Std. Error | Beta
1 (Constant) 0.610 0.372 1.745 | 0.282 6.189 0.000
Career Satisfaction .526 .073 .610 7.225 .000
a. Dependent Variable: Job Performance

The above table shows the effects of career satisfaction on knowledge worker job
performance. The results of the regression analysis indicate that career satisfaction (p = .000)
influence knowledge worker job performance. Hair et al., (2007) suggested that p value
should be less than 0.05 (P< 0.05). Furthermore, the results of the regression analysis explain
that career satisfaction explained 37% (R square = 0.372) of the variance in knowledge
workers job performance.
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3.2.2 Mediating Role of Knowledge Management

To know the mediating role of career satisfaction, we have performed the Sobel test
suggested and developed by Sobel (1982), as many researchers have used this method to
know the mediating role of the variables.

Table 6. Mediating role of career satisfaction between career values, perceived organizational
support and knowledge worker job performance

Variables P-value
Career Values 0.011
Perceived Organizational Support 0.007

According to table 6, the p-value of career values and perceived organizational support is less
than the cut of point of 0.05 which indicate that career satisfaction mediate between the
relationship between career values, POS and knowledge workers job performance.

4. Findings

Table 7. Hypothesis testing

Hypothesis P-Value Accept/Reject
There is positive relationship between career values and career satisfaction. 0.006 Accept
There is positive relationship between perceived organizational support and | 0.000 Accept

career satisfaction.

There is positive relationship between career satisfaction and job | 0.000 Accept

performance.

The above table explains the results of the hypotheses with p-value. The results of the
analysis indicate that knowledge workers career values positively influence knowledge
workers career satisfaction. The p-values is less than 0.05 (P=0.006, Hair et al., 2006), which
shows that the hypothesis should be accepted. Therefore, the result of the analysis supports
Hl1.

The results of the analysis also indicate that perceived organizational support positively
influence knowledge workers career satisfaction with p-value less than 0.05. Hair et al. (2006)
suggested that P-value should be less than 0.05 in order to accept the hypothesis. Therefore,
the results show that the relationship between perceived organizational support and
knowledge workers career satisfaction is significant with (P=0.000, Hair et al., 2006).
Therefore, the results of the analysis support H2.

The results of the analysis also indicate that knowledge worker career satisfaction positively
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influence knowledge worker job performance with p value less than 0.05. Hair et al. (2006)
suggested that P-value should be less than 0.05 in order to accept the hypothesis. Therefore,
the results show that the relationship between knowledge worker career satisfaction and
knowledge worker job performance is significant with (P=0.000, Hair et al., 2006). Therefore,
the results of the analysis support H3.

Finally, the results of the analysis indicate that knowledge workers career values, perceived
organizational support work together and positively influence knowledge worker career
satisfaction, and knowledge worker career satisfaction further positively influences
knowledge worker job performance with p-value of less than 0.05. It is in accordance with
Hair et al. (2006) that p-values should be less than 0.05 in order to accept the hypothesis.
Therefore, the result displayed in above table shows that knowledge worker career values and
perceived organizational support work together and influence knowledge worker job
performance through knowledge worker career satisfaction. (P<0.05, P=0.000, Hair et al.,
2006). In other words, knowledge worker career satisfaction mediates the relationship
between career values (effect = 0.011), perceived organizational support (effect = 0.007) and
knowledge worker job performance. Therefore, the results of the analysis support H4.

Independent Variable Dependent Variable

Indirect effect = 0.11 (p=0.61)

Career Values

P =0.006

Career Satisfaction lob Performance

1\

Mediating Variable

Perceived

P=0.000

Organizational .
Indirect effect = 0.007 (B = 0.41)

Support

Figure 2. Research framework

As discussed earlier, the findings of the study explain that career satisfaction fully mediate
the relationship between career values and knowledge worker job performance (B = 0.61).
Furthermore, career values indirectly influence (effect = 0.011) knowledge worker job
performance through career satisfaction. In other words, career satisfaction fully mediates the
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relationship between career values and knowledge worker job performance.

The findings of the study also explain that career satisfaction fully mediate the relationship
between perceived organizational support and knowledge workers job performance (f = 0.41).
Furthermore, perceived organizational support indirectly influence (effect = 0.007)
knowledge workers job performance through career satisfaction. In other words, career
satisfaction fully mediates the relationship between perceived organizational support and
knowledge worker job performance.

5. Discussion

The purpose of this study is to examine the role of career values, perceived organizational
support in career satisfaction and job performance of knowledge workers. The findings of the
study helped to answer five research questions developed in this research. Regarding research
question 2: what is the effect of perceived organizational support on knowledge worker career
satisfaction? The result of the study suggested that perceived organizational support helps
knowledge workers to achieve career satisfaction and improve their job performance. The
results of the study are consistent with Latif & Sher (2012). The possible explanation of these
findings might be the organization’s contributions towards employee development. When an
organization provides opportunities to the employees for development or provide facilities
which are important in the eyes of employees, this could develop in the employees’ mind that
their organization are supportive. If the employees perceived that their organization will
support them for personal and career development, it creates a sense of career satisfaction
among employees, which further help the employees to better focus on their job and perform
better at workplace. This practice become more critical when it comes to knowledge workers.
Knowledge workers are usually more concerned about their personal and career development,
and when they perceive organizational support, it helps them to achieve career satisfaction
and improve job performance. In this regard, supervisor support works as an indicator to
make knowledge workers realize organizational support. Normally, employees consider the
supervisor to be a representative of top management and that supervisor support creates an
impression in the employees mind that the organization cares about the employee’s
well-being and value the employee’s effort and contributions to the organization. Supervisor
support can generate a sense of career satisfaction among knowledge workers in many ways.
Kalliah & Beck (2001) argue that supervisor support helps knowledge workers improve job
performance and reduce chances of burn out and turnover. Furthermore, Yoon & Thye (2002)
suggested that an increase in supervisor support develop employee perception about
organizational support. In addition, recognition of the knowledge workers’ efforts and
contribution to the organization develop positive perceptions that the organization values
their effort and that the organization is ready to handle any stressful situation and help
knowledge workers to successfully perform their job. Therefore, perceived organizational
support plays an important role toward career satisfaction and in improving job performance
of knowledge workers.

The findings of the study explain that employees who are satisfied with their career in terms
of pay, advancement, achievement of career goals, and development of new skills have the
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capacity to improve their job performance. The findings also suggested that retention of those
employees who are highly satisfied with their career will help the organization improve
performance through the employee’s performance. The findings of this study support Judge et
al. (2001) regarding satisfaction and performance in which they argue that
satisfaction-performance correlation compares favorably with the other correlations of job
performance and should not be dismissed in future empirical studies. Finally, the results of
the study explain that perceived organizational support, career values influence knowledge
worker job performance through career satisfaction. The findings of the study are consistent
with Muse & Stamper’s (2007) and Bagozzi’s (1992).

6. Implications

This research hopes to serve two purposes: one, it is hoped that the research will contribute
socially for the betterment of leadership in organizations, particularly in Saudi Arabian and
two, the research will also contribute scientifically for future researchers to have a basis for
further investigation on knowledge employees and their career success through career values
and perceived organizational support. This study should help establish the role knowledge
employees could play in shaping their own career in accordance to their career values and to
achieve career satisfaction. The findings of the study explain that perceived organizational
support create career satisfaction among knowledge workers and help them to improve job
performance. Managers in Saudi Arabian organizations should take some initiative to develop
the knowledge workers’ perception about organizational support. Organizations should
support their knowledge workers and this support can be through their supervisor, or through
pay increase, appreciation and encouragement. Managers should appreciate the knowledge
workers’ good work and contribution on continued basis. Involving knowledge workers in
decision making processes will send a strong massage to knowledge workers that their
organization values their efforts and contributions. Furthermore, career planning will also
help the managers satisfy the knowledge workers in terms of career progression. It should
also contribute to creating awareness amongst managers and the roles organizations can play
to motivate their knowledge workers and retain them by creating and sustaining
organizational support for knowledge workers. Generally, this study will help minimize the
gap between the employers and the employees in terms of conflict management (Chen 2010)

The study contributes to research relating to career development. Ng et al’s (2005)
meta-analysis summed, that at the moment, there are four types of predictors of career
success; human capital, organizational sponsorship, socio-demographic status, and stable
individual difference. Considering the fact that there are few researches on career values
antecedents of career satisfaction, an important factor that this study explores is career values
in relation to career success. It is rationalized that those employees who reported high levels
of POS will attest to greater career success than their counterparts who do not.
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