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CHAPTER 1V
FINDINGS AND DISCUSSION

4.0 Introduction \q

This chapter reports and discusses the findings of the study. Tﬁfore, Based

on the data that was collected from sample of Yemeni industRl companies by

perception of top management and quality managers, t& dy analyzes the

relationship ot the variables of study which can lead t er fhe four research

questions and investigate the four objectives of this sttMygthatp Wd earlier.

D[ g
Nabilidar ysi%%llowed by

out Qgﬁvestigate the
y, hexdhinedhe relationship of

l%l ' oﬁ 6 %(@fmance. Secondly,
gy ;ana ent@?d quality improvement

C
practices. Third, it evaluated the N nshi

The analysis began with factor analysis a

descriptive of study, next correlation anal)ﬁs\’z S
]

relationship between the variables of st

?

human factors of quality manageme

the relationship of human factors of

ali <ﬁ‘hpr0vement practices and

o N N
organization performance. c T , ?l 0.%

Structure Equatlon& lin 'was Iso ¢mied out to examine the hypotheses

of this study. The re%w f‘ Ecgg-}on Modeling were provided through
four structure mo@, he a¢/model examined the impact of human
factors of qu wanag vﬁh quality improvement practices and
organizatio Armance, while ifév other three structure models examined each

ately; the first model evaluated the direct impact of human factors

hypothesis
of qualn agement on organization performance, the second model assessed

the dir

practices, the third model examine the direct impact of quality improvement

W impact of human factors of quality management on quality improvement

practices on organization performance.
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4.1 Demographic information

This section shows the background of the demographic data of the

respondents who participated in the current study, which 1s an essential a\vful
0

aspect to understand the data segmentation. A questionnaire was é 87
industrial companies in Yemen. A total of 210 completed surveys eturned
out of 261 surveys questionnaire, for a response rate of 80 % h considered

acceptable. The questionnaire was answered by three quality

t the respondents

Y.

company. The following shows sample characteristics 1n ter

(gender, age, experience, and qualification). é

In the sample, there were 74.3% male whrle@ femaje. b’eiﬁ? shows

demographic information of the gender. Actua 1S c f resptndents 1S

rk the than%nven. The age
~yars <‘tl 29% from 26-

35, while 29% from 36-45, and 0.7 agl Gasove. Demographic
7 o | c}
« ’ Q_

14 8% under 5 years, and

information of the age is shown 1 m
j <‘51-?7 1% were between 16 to 20,

hls@lstlcs clearly shows that most of
!i kﬁ%‘é been working 1n their organizations

revealing the Yemeni culture that prefers m

The experience of respedez rang
23.3% were from 6-10 ygﬁ
finally 15.7% have 21

e e%
valsh

f

the respondents are

for many years Wweraphic information of the experience.

w

Regar A\e quallﬁcatloﬁc\o the respondents were divided into five
categon A; of whom have high school, 31.4% have higher diploma, 34%
hav 26.2% have master, and 1.4% have doctorate. The qualification

bac .. , .
mfo$of the age 1s provided in Table 4.1.




Table 4.1: Demographic information
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Frequency Percenth
Male 156 74.%\
Female 54 m
Total 210 W%
Age | V
Frequency % ercent
under 25 years 25 w %
26-35 years 01 1&
36- 45 61
46-55 | 49 z N
56 years and above 14 c V: %
Total 21N \

Percent
under 5 years 14.8%
6-10 23.3%
11-15 ® J _ - _29.0% B
16-20 N B 0 - 17.1%
21 years and above .e 3 . Y
Total % ”g],‘ é\O | 100.0%
= s ~
* ‘é"ualiﬁcation
Frequency Percent
high sode? | T T T
higher diploma | . A -~ 31,4%
Bachelor Ca [ 2 R S ..
Master A __‘_____ .~ DR i - 26.2%
Doctorate At B e =EF = RN V.
Total 210 100.0%
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4.2 Descriptive statistics

The mean and standard deviations for each variable of study have been
calculated. A summary of descriptive statistics of information of variables of

human factors of quality management, quality improvement & Ices and

organization performance were provided below. Table 4.2 reve descriptive

statistics of human factors of quality management variables (leadet®hip, customer

tocus, employee involvement, supplier relations, traini%% education, and

reward and recognition). Y.

Table 4.2: Descriptive statistics for human @s of Jqual

Ragement

A
\}"

Human Mean | Median is (Minimum | Maximum

factors

Leadership | 35.17 | 35.00 - 17.00 40.00

Customer | 55 52| 26,00 1400 | 30.00

focus e | - _

SUPPLET 55 30| 22.00 | 16.00 | 30.00

elation | | i

Employee '

involvementf 33.41 | 34 . 2.62 | 16.00 45.00
sl 4 X | N A N

raining & i

anfcigticon %5.25. Sp00 -_1.48 L 8.22 6.00 30.00

Reward & 1 (S i

recopaition 1 24.4 Ih .00 -1.55 | 5.83 9.00 30,00_

N
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Table 4.3 shows the descriptive statistics of quality improvement practices

variables (top management support, teamwork, customer involvement, process

control and improvement, product design, and quality system improvemey

3
O

Table 4-3: Descriptive statistics for quality improvement prq&riables
N

(Quality | Std.
improvement Mean | Median | Mode

yractices

op 21.87| 22.00 [25.00| 2.55
anagement

Statistics
' @l‘Maximum
Cy

%0 25.00

Deviation

eamwork 2948 | 30.00 |30.00 35.00

customer 20.58 | 20.00 |20.00 25.00

involvement

YTOCESS
control &
improvement

39.00

sroduct 33 4() 39.00

design
quality
system
improvement

©25.00

Furt’g, Table 4.4 pres}ns the descriptive statistics of organization

perform stomer satistaction, employee morale, productivity, defects, and
delivbl)




Table 4-4: Descriptive statistics for organization performance
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Statistics

.. Std. _ _
Organization | Mean | Median | Mode Skewness | Kurtosis Maximum
performance Deviation
customer 331 | 3.00 | 4.00 84 -.953 5.00
satisfaction
employee 361 | 4.00 | 400 | .69 -1.43 5.00
morale _
productivity | 3.62 | 4.00 | 4.00 5.00
defects 3.66 | 4.00 | 4.00 5.00
deliveryin | 344 | 4.00 | 4.00 5.00
full

Y. % N
In other words, the ‘eSEE that a@e reveal

mode and standard degtio fq \Q& afabte of human
management, quality&) CINE

P

e&ié, and minimum and

the mean, median,

factors of quality

tices ARd, organization performance.

maximum of each

fwihanagement, quality improvement practices

variable of Myl ““
and orgamgzatioh performance als&}arovided in Tables 4.2, 4.3 and 4.4.

&

N
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4.3 Factor analysis

To measure the direct and indirect impact of human factors of quality

management the instrument was divided into three sections, each sechdes
d

several factors and each factor includes several items. First sectio

items of human factors of quality management divided into six su factors;

they are leadership, customer focus, employee 1nvolvement,?@1er relations,
r

epresent the

training and education, and reward and recognition,

independent variables of this study. Y~

Second section represents the mediator variable 1S ptu

management support, teamwork, customer w

* ce%vontrol and
nt. QT
®)

r pnixation performance as

uc@y, defects, delivery 1n

improvement, product design, and quality

Third section includes seven h

dependent variable; they are emp
full time, cost of quality, and ty
questionnaire were used to d

study (—)
N

The explorato %r ar™
B{ ;
items to scale 1 10p1

shown 1n Ta 4
o‘

management @Efity improvement practices and organization

ost %ere were 83 items in the

a@' indirect relationship of this

] 0

pras @-ned out to evaluate the assignment of
1r£tre§%nt of this study. The results that were
%Sent respectively factors loading of human

factors of 11t

perfo ﬁer removing the items with low factor loading or double loading.

ardmg the variables of human factors of quality management, there were
4 out of 40 items removed after factor analysis; one of whom was belonging to
leadership factor, thus, seven items of leadership factor remained. Another two

items were removed from employee involvement factors; thus, six items of

employee involvement only were survived. The fourth item was removed out of
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the six items of reward and recognition factor. The findings of this technique show

that the loading of remaining items ranged from .510 to .904.

The relative explanatory power (Eigen values) for each factor o

T an
tactors of quality improvement is 3.550 for leadership, 3.210 for cust, N cus,
%f )

3.193 for supplier relationship, 3.234 for employee involvement, 3.5§

) for each

ramning

and education, and 3.266 for reward and recognition. The value

oo |

factor of human factors of quality management 1s respectivel or leadership,

822 for customer focus, .685 for supplier relationshi @/ for employee

involvement, .799 for training and education and .817 foly Mggird 1nd recognition.

lalysis was
S1gn] >
enificapily bugpprts the

Or jact

Actually, these results indicate that sampling adequa
appropriate. Bartlett's Test of sphericity for each \@
factorability of correlation matrix.

Table 4.5 reveals factor analysis forgl




115

Table 4.5 Summary of factor analysis on human factors of quality management

. ] L i
| Factors Items c; - |
[ ! Loading
| (1) Top management actively participates in quahty" 0.770
| management and improvement process. |
(2) Top management learns quality-related co and 0.756
| skills. |
' (3) Top management strongly encourages 0.739
| ' involvement 1n quality management and 1 % |
Leadershlp | activities. = ' \Ne
| | (4) ‘Top management empowers em@ ] alit;\ - 0.820 |
| ' | problems. w , AN : |
: | (5) Top management arranges adm Qs 0.720
' employee education and train N
(6) Top management disc s% 0.510
| | 1n top management meetm |
(7) Top management foghses on 0.623
yields. % | |

0772

0.705

' 655
Customer 0.655

focus.

e Our companyh i
N -m¢-¢

Been customer focused' for a long




Table 4.5... Continued
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| (4) Our company always glves

ed m:o%
P~ J
Al ,' (6) Our company re N
—__ : l l) Our comp - oss— nctig nal
5 _ | (2) Ourco y_S \EﬂLC Cl
i ,\“"* o

| function) 4 .
' I,Iin‘é#edin quality-related

| performance of suppliers' p

l (5) Our company has detgy

performance.

0)

ppli gquahty audit.

(w1th1n one

| ) Emlades afe
_ . : | ac'@ r o
Employee | P . 4\
, involvement | (4)Sy compan lengnts suggestlon activities

.

, s1vely
~ ) Employees are encouraged to ﬁx problems they find.

. W (6) Reportmg work problems 1S encouraged In our

. | company

Factors Items
| . I : |
| | (1) Our company has established long-term co-opOgti
| | relations with suppliers. Y'
(2) Our company regards product quality
important factor for selecting suppliers.
Supplier | (3) Our company always participates 4
relations | related to quality.

l 0.745

0.639

‘ 0.761

0.692

0.722

0.748

- 0.684




Table 4.5... Continued
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Factors xctors
Items oading |
| 1) Employees are encouraged to accept education 0.729
training 1n our company.
(2) Resources are available for employee 0.759
training in our company. '
Training | (3) Most employees in our company ' N0 844
. duacna(:ion use quality management methods (%
(4) Quality awareness educatlon 0.751
(5) Specific work-skills tran@ 0.787 |
(6) Employees are regard‘k 0.736
resources worthy of re |
| throughout their c‘a@‘ A -l
_ | % % — |
(1) Our com Vove‘ 1p@d1tlons n order to 0732 L_
recognize empl ylj];f@ement efforts. '
(2) Pom@m@ on work quahty m bur B 0.703
Reward and ; ) i _
recognition | (3 on ﬁnan01ally rewarded. 0.904
w dﬁg penalties are clear. _ 0.829
el Recognition anc&\ﬁvard activities effectlvely stlmulate_ 1 0856

' mployee commitment to quallty 1mprovement
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For the variables of quality improvement practices, three items related to

product design out of 38 items were removed after factor analysis; they were
removed due to the reason that two of them were double loaded and g Ws law
loaded (443). Thus, the findings of this technique show that t 3 g of the

remained 1tems was ranging from .543 to .922.

The relative explanatory power (Eigen values) for wfactor of quality

| oq : 3.?67 for teamwork,

improvement practices is 3.127 for top management s

2.902 for customer involvement, 5.126 for pro

2.771 tor product design, and 3.097 for quality $

The values of KMO for each factor of hihglan fagless ¥t quakgy’ management

were 784 for top management SUpporthfor ork, % for customer

involvement, .828 for process control 7€8)tor product design,

prove -

ent%
sampling adequacy for factor %13 artl@tis
x&o

variable significantly supports t%mb,l rrel

Y

0’ séﬁe appropriateness of
IQ of sphericity for each

and .791 for quality system imp

U?

n matrix.

provement practices.
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Table 4.6 Summary of factor analysis on quality improvement practices

——— = —

Factors

Factors Items

| 1) All major department heads within our plant accept th§r

| responsibility for quality.

| 2) Plant management provides personal leadershl

quality products and quality improvement,
: g‘;a[;lagement : 3) The top priority 1s evaluating plant managigh
Support quality performance.

—r=

| 4) All major department heads within %nt wark
! |
| towards encouraging just in time prod

: oyeév |

5) Our top management strongly encOyrag

involvement 1n the productlon
l e i 1) Our plant 1S orgamzed into a

!s \iCt eams. 0.7-15 I

| 2) During problem solvigg'se io&‘n% effortto | (g g43
| get all team member _ORLNI0ONS pas bi@ e making a |

| decision. ‘ é\ |
3) Our plantf sto olv p H&xs . ' 0738
4) In the pa athree ye - ﬁms have been solved | (g4
Teamwork | f f L

through ghalNgroupyes {0 |

oy O
prouje wtﬁf}ny job, my supervisor tries | 4 789

5) Wheﬁ-)a /
NN
e )
\'1O¥lems are suallgrved by supervisors.

When I have a prob¥m on the job, I try to solve it

"‘ nyself.
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Table 4.6... Continued
[ I -
Factors
| Items F actors
| | 1) We frequently are in close contact with our customA 0.655
2) Our customers seldom visit our plant. 0.691
3) Our customers give us feedback on quality andNgligery | 0.914
| Customer performance.
Involvement _ :
| 4) A very important objective 1s to obtai
| customers.
l 5) Our customers buy from us just-1
| needs.
| (1) Our company 1s kept fc N @s
| (2) Process capability % tfon r@rements. 0.879
| (3) Production equip fided wa ccording to 0.758
N \’F\é%
| maintenance p | | |
| (4) Our com ple ot t&mspectlons l 0.666 ’
| | effectivel ye. 1ncolmn proce nal products). |
| Process (5) OU% SS qre | s@n@be "fool proof" in order 0.920 |
control and i théﬁh 1C of @ployee erTor. -
Improvement % _
6% s t@vem QC tools extensively for 0.839
apr8cess control and ghaYovement.
%) Our company uses SPC extensively for process control | 0.913
N\ and improvement.
(8) Our company uses PDCA cycle extensively for process | 0.812

control and improvement.




Table 4.6... Continued
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Factors

| Product
Design

improvement | (3) O

Items

[
| Factors

| (1) The design engineers are required to have some

shopfloor experiences.

(2) The design engineers are required to have S(%V |

marketing experiences.

| (3) The customer requirements are thoro

in new product design.

(4) Various departments participate 1n

development.

&

-

0.778

V COnsidse

progu
O,

(5) New product designs are t 0.645 '
production. | |
S\
8 |
s * 3. AL b
, N | |
. AN
(1) The quality ysm ouico _‘ @n’unnously | 0.546
improved. ; , R b o (4)0 |
(2) Our copgbar us@ 00 asguideline for 0.683
. AN N
establis ?@Qur uglitys s;elag_/

/A

le

d

CO

3

ality manual.

L£om ?cleﬁrocedure documents.
Qur company has @r working instructions.




122

For organization performance there were two of seven items removed after
factor analysis. The findings of this technique show that the loading of remaining

items ranged from .587 to .844.

The relative explanatory power (Eigen values) for the factor of c%\ation
performance was 3.004. The value of KMO for organization peﬁk@ance was

7181, which presents that sampling adequacy for factor analysis bpropriate.

Bartlett's Test of sphericity for each variable 1s signiﬁcanw.\pporting the

tactorability of correlation matrix. Table 4.7 below preseggs tiW tactor analysis for

organization performance.

|
- Factors
actors Loading
| 1) Customer satist™ 0.844
| 2) Employ moz le. | 0.836
Organization -
performance | ) Pl‘OdUt%Vlt - 0.782
| 4) De&a ap 0e 0\ duction volume. 0.587
=) @-—y * }‘m(é/customer. 1 0.798
_ @ |

&

reveals the factors before and after removing items during the

f factor analysis. As well as, 1t shows the number of the deleted 1tems

and the reason behind their removing.
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Table 4.8: The factors before and after removing items

— —_—— —_—

| . |
¢ | No. of items Items I.\IO' .- Reason for
actors tems
Before Deleted \eleted
After 37
_J o == e T — - _ ——e
| Leadership R I 7 - oaded
. — N PRI T (Sl i N .
Customer focus 6 0 6 gl “None
Supplier relations l‘ 6 0 | 6 None |
Employee involvement 3 Double loaded |
Training and education 6 None

[Reward and recognition 6 & ny L oub\l?loaded

Top management support l 5 - _ % | W
[Teamwork | 7 A N N None

Customer involvement

Process control and
improvement

Double and low |

0)
> loaded
5
5

Product design

Quality system improvement

' _
2
&

Double loaded

T% iity analysis was conducted to provide information about the
relatl between individual items in the scale and their internal consistency, in

ad to examine the properties of measurement scale and the questions that

made 1t. Wuest et al. (2006), however, considered the calculating estimates of

reliability as an essential prerequisite for the instrument’s validation.
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In this research, internal consistency was adopted to estimate the

reliability of instrument. Internal consistency was measured by Cronbach's

coetficient alpha, and the higher the Alpha value or the closer reliability

coefficient to 1.0 was considered the higher of the measurement items.

rgresent

ntirely

Therefore, in this study, Cronphach's Alpha values exceed O.

acceptable rehability, while any Alpha values over 0.8 conside e%
good (Nunnally, 1978; Cronbach, 1951). A

The results of Cronbach’s coefficient alpha of the&an factors of

quality management are shown in Table 4.9. Meas esY'Human factors were
ly digagree to 5=

carried out based on five point Lekirt scale from 0

an dactors of

7l fhi'}employee
T

strongly agree. The instrument has an acceptable, relr.

quality management, the Cronbach alpha rangas

involvement to 0.871 for reward and recognit

é

Table 4.9: Cronbach’s Alpha for hu

No Fact? ‘ , - Alpha

1. _I Le?dil‘ship \ N\ 0.824

mE—a % e

f g wrela | 6 0777
g R e

B raining and education 6 0.860

Reward and recognition 5 0.871
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Table 4.10 below shows Cronbach’s coefficient alpha of the six quality

improvement practices (top management support, teamwork, customer

involvement, process control and improvement, product design, and quality

system 1mprovement). Measures of this factors were carried out based on five

point Lekirt scales from 1= strongly disagree to 5= strongly agree. \Q |

The strument has an acceptable reliability for quality §\mp#vement

practices, and the Cronbach alpha ranged between 0.700 for

0.860 for teamwork.

Table 4.10: Cronbach’s Alpha for quality improvefjagnt pracgices\

\
.

| S

Wct design to

No Factor
1 Top management support \
2. Teamwork Eco |
3. Customer involvemen | ~
4 ' Process controlane 'zpr V;Len '
| d ™ r - | — —
5 Product de ' ' * - 5 0.700
NG
' P S PR WL B R
6. Quahty(#ﬁ ifhpro 5 | 0.829

N

4.11 shows Cronbach’s coefficient alpha of five dimensions of

a
4

.-
&

)\

performance

(customer

Qrga?t n
prodUctivity, detects, delivery in full) of interest in this study:.

satisfaction, employee

morale,
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The instrument has an acceptable reliability for organization performance,

and the Cronbach alpha was 0.827.

G}Y'

Table 4.11: Cronbach’s Alpha for organization performance

\J
No | Factor | No of itemss \ Alpha score
1 Organization performance | 5 |  0.827

4.5 Major findings

The current section focuses on th
were organized according to the
study; the results explained the

follow:

1. The direct impact

performance.

2. The direct - l h *
mprovedy AV A
1mprove actices X

l &Y
\

3. The ®xfct impact of quality improvement practices on organization

@ ance

4. Indirect impact of human factors of quality management on organization

Qors of quality management on quality

performance through their direct impact on quality improvement practices.
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[n order to investigate the hypotheses and answer the research questions,
the tollowing procedures took place: firstly, the direct impact of human factors

of quality management on organization performance was analyzed, then the

direct impact of human factors of quality management on quality improvement

practices followed by the direct impact of quality improvement pxtlies on

organization performance were examined respectively. After t%t e full

structural model that examined direct and indirect impact of hum® factors of

quality management on quality improvement practices aq organization
performance was discussed. Finally, the mediation role of Ny improvement

practices for the relationship of human factors of nagement and

organization performance was evaluated.

In this study, the correlation analysis was,

linear relationship between the variables o
relationship between human factors 1t

improvement practices and orgam erfo *
'%\on performance.

relationship ot quality improvement ractice&?a
) 4 S

According to Bolboaca 3 an Swf kbé,b’alue of this test ranges
g

between (-1 to +1). In other w y th f +1Yeveals that the variables are

strongly linear related b%\ B&n!hp and the value of -1 reveals
that the variables are N{gly h\r; ated n decreasing relationship, while
the value of 0 shoyVs Mat the 163(5%! not linear related at all. There 1s

1 Ifc%ejmcient 1s more than 0.8, it refers to the

@ile if the correlation 1s less than 0.5, 1t
ak.

dete t}le .ﬁ‘f@n gth of

w.hlf< tOJ mine the
ma gem%b and quality

'O%ddltlon to the

reasl

consideration tha

existence of %
é&

means that elations ve

1 Equation Model (SEM) includes measurement model and
model. Measurement model refers to the relationships between latent
ervable variable, while structural model specifies linkages between
different latent variables (Bollen, 1989). Structural equation model was used in
this study to evaluate the structural model and hypotheses of study. There are a
variety of tools to Structure Equation Model such as LISREL, AMOS, OR
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MPLUS (freeware). In this study AMOS 16.0 was chosen due to its powerful

graphic representations and easy-to- use interfaces.

There two steps to estimate structural model (Anderson and Gerbing,

1988). The first step acts to assess the fit of the proposed model to Ryyen

data and the goodness of fit tests determine since the tested deNgan be
accepted or rejected. Second step examines the statistical ﬁhfgant and
magnitude of the structural parameters together with the vﬂity of the

structural equations.

The current research considered the goodness o
model with various statistics such as y2, P-value

(CFI), and Root Mean Square Error of Appr0x1m

N

43.

rformance

Gt "L
hum%ﬁ?rs oéi{uahty management
elafion plo mvolvement training

r
M a@ the five dimensions of

organization perform z usto er Sﬂt
fe@/ are shown in Table 4.12. The

siXx human {factors of quality

4.5.1 Direct impact of human f

The correlation between the

(leadership, customer focus, s

and education, and reward

ction, employee morale,

productivity, dehvery o cu

correlation results out

with any 1s10n of orgamz&&On performance.

% esults reveal that leadership is significantly related to four
Ons of organmization performance; they are customer satistaction (r =
206, p =.003), employee morale (r =.303, p = .000), productivity (r =.334,p =
.000), and delivery to customer (r = .139, p =.044). The results also show that
the customer focus is significantly related to four dimensions of organization

performance; they are customer satisfaction (r = .224, p = .001), employee
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morale (r = .249, p = .000), productivity (r = .345, p = .000), and delivery to
customer (r = .199, p = .004). Employee involvement also significantly related

to four dimensions of organization performance; they are customer satisfaction

(r =.222, p = .001), employee morale (r = .415, p = .000), productivity (r =

469, p = .000), and delivery to customer (r =.216, p = .002). \z
e; to four

dimensions of organization performance; they are customerVaction (r =
236, p=.001), employee morale (r = .332, p = .000), prodw (r=.423,p=
.000), and delivery to customer (r = .198, p =

Furthermore, training and education are significantly

Iso, reward and

(e 233 p = .001),

recognition are significantly related to customer satj
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Table 4.12: Correlations of human factors of quality management and
organization performance

Customer

Defects ™ zhvery

mstomer

satisfaction

[

Leadership p

Customer
focus

Supplier rela
tions

Employee
involvement

Training and
education

Reward and
education

** Correlation 1s si
* Correlation 1s si1

% tt g llev@? tailed).

it affthe G SﬂebcRZ tailed).

? N
?
.J'

S
As\viously discussed there i1s a positive relationship between human

fac f quality management and organization performance, which human

fa

discussion that was provided earlier led to formulate the following hypotheses:-

of quality management directly impact organization performance. The
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Hlo: Human factors of quality management have no direct impact on

organization performance.

Hla: Human factors of quality management have direct impact on or

performance.

-

Analytically, structural model establishes the eism of the causal
xt

relationship between human factors of quality ma ind organization

the e%elationship
_ @

between the variables, and the magnitude of thifagelationghip 1, beoﬂg?served

g
¥

The estimated model fit shows a w 1t ™BHVN mé‘ﬁble 4.13 and

Figure 4.1. As results of the goodn\ *
(94.118), degree of freedom d,f we ;36),

P- value (.000) were significant. ?

performance. A significant y coefficient would

from the value of this coefficient.

aly %f chi-square was
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Table 4.13: Fit indices for the structural models of the relationship of human
factors and organization performance

Human factors---->

Organization

performance

X
' 'Q‘cl r tha({the human factors

Q

hi R with organization

As shown 1n Table 4.14 and Ej
of quality management have

' /\nent directly impact

performance and human fact rlan

ed oef pnt was .432, effect size

IR

pe{'@wance was explained by human

erc mge is considered as large effect size

: lles G&o’ported first hypothesis (Hla), which

organization performance; t

(R2) was .186, and signiﬁc

That means 19% of a
factors of quality rp@n |

(Cohen, 2003).

claimed a pai} , man factors of quality management on
organizatigingej led to accept the first null hypothesis (H1o),
which d no direct 1mp.@ of human factors of quality management on

performance.

O
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Table 4.14: Structural parameters of the relationship between human factors and

organization performance

Unstandardized | Standardized P
186 | 000
‘1 .
Performance | <--- glé:gfé 108
Reward and 3 { 000 836
recognition factors |
Training & Human 085 .822 | 000
education S| factors |
Employee 2 S— as 735 | 000
Involvement S factors |
Supplier o 211 | 000
relation S| factors
Customer Human 460 | 000
focus S| factors
336 | 000
Leadership | ~___ ?u??;l -
acto
Customer 315
. . <--- | Performan
Satistaction
Employee 9.620 | .900 | 000
morale
Productivity | 899 095 | 9.164 | .809 | 000
Delivery 612 145 | 5.870 | .374 | 000
Customer "
.100 | 000
Defects 410 316 95 | 4371 |

Performance
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The results clearly show that the human factors of quality management
have an important role in the implementations of total quality management

which directly impact organization performance (Motwani et al. 1994)

these factors must get enough attention when the companies reeng

process to implement total quality program (Wilkinson et al. 1992: s

In fact there are lacks of studies emphasize on human fa wfof quality

management while many studies were carried out to con e the design

development and application of the total quality syste (L? and Idris, 2001).

Furthermore, at the knowledge of the current resea th&Fe 1\0262&‘0}1 to
1d '

date in Middle East countries interests on the Sl

management and its contribution to the 1

81{3_ in the

1cie@'entlon for
ucéd. orientation of

' klgﬁon, 1992: Louise,
A

management and organization performanc

implementation of total quality manage
the human factors of quality managege L N0
the gurus of total quality manage hll,ﬁ y
1996). % o “ Q'
Lau and Idnis (2001) su%ed Aje@ary to study the cnitical
soft factors (or human w quilty 5 nt due to their important

role to the implementation

addition to their &\Mtlonl
;t?tm of toia Qua&l)(wmanagement throughout the whole

ng b TFgmymi @ Sebastianelli (1998) 48 per cent was

arNers qually management due to human factors of
1 et al. (1994-4}3;n51dered that human factors of quality

it¢ @nagement implementations in

' angl he thinking of managers and

employees and

organization.

identified

quality. w

mana Nt such as leadershlp, organizational skills, and culture as a key

acting to achieve quality performance.

Previous studies brought evidence that the human factors of quality
management have an important role in the implementation of total quality
management (Flynn et al., 1994; Rahman and Bullock, 2005; and Abdullah et
al., 2008). Following this same logic, the first hypothesis in this research

established causal relationship between human factors of quality management
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and organization performance and structural equation model was estimated to

test this hypothesis.

The results of this study confirmed that there 1s significant relationship

between human factors of quality management and organization perime

which human factors of quality management directly impact ation

performance. Moreover, Five out of the six human factors hav gznificant

relationship with organization performance; these factors eadership,

customer focus, employee involvement, training and educatio d reward and

recognition which make this research consistent with e\‘? studies such as
Flynn et al. (1994), Ho et al. (2000), Rahman and B | QWbdullah
Y

N
15
a%?ﬁositive

nce; these

et al. (2008).

1
serto

d Déw et al. (1999)

(
id nb

On the other hand, the results of this g

relationship between supplier relation a

result agrees with the results obtainedb
h’w

who suggested that a factor such as suppNer r% segould™only be context-
dependent. However, this research %m%d%u sstion that claimed
the important role for hun@or Of uﬁli&gfﬁnanagement In the
implementation of total qualit age or@ization performance.

[’\ent _

'S

&
N O

4.5.2 Direct impa& a@s on\ lity improvement practices

O

\ I
¢ | . ..
: ' . g?evea] a positive correlation between

e@nd quality improvement practices. The

results shw all six umara’@%;ors of quality management (leadership,
custom ws, suppler relation_}afnployee involvement, training and education,

_ %ﬂnd recognition) are significantly related to the six factors of quality
ent practices (top management support, customer involvement,

teamwork, process control, and improvement, product design and quality

system improvement).
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The results reveal that leadership significantly related to top management
support (r = .535, p = .000), teamwork (r = .498, p = .000), customer
involvement (r = .437, p = .000), process control and improvement (r = .354, p
= .000), product design (r = .266, p = .000), and quality system improv (r
= .164, p = .017). Also, Customer focus related to all quality 1 g.
practices; top management support (r = .505, p = .000), teamworh.@%, p =
.000), customer involvement (r = .502, p = .000), proc ontrol and
improvement (r = .512, p = .000), product design (r = $:0 000), and

lations are also

ment

quality system improvement (r = .369, p = .000). S p

TTIQP) u‘port (r=.339,
lve Nﬂ%p =

related to all quality improvement practices; top mana
p = .000), teamwork (r = .249, p = .000), customer 1

.000), process control and improvement (r =

324, p = .000), and quality system 1mpr0ve1

Moreover, employee mvolvement@te

improvement practices; top managementagpp (r= ‘

(r =.602, p = .000), customer inv n (&V —.{iQOO) process control
and improvement (r = .598, p , preduct eﬁg%ﬁ‘?— 460, p = .000), and
quality system 1mpr0vement \11

)
related to all six factor

%‘{ rs of quality
-{QOOO) teamwork

ing and education 1s also

ln@practlces top management
Q‘}é S71, p = .000), customer

€SS %rol and improvement (r = .478, p

H @%’){ and quality system improvement (r
@lnd education are significantly related to
Mty 1mpr elfféntﬁractices; top management support (r = .557,
s work (r = .61 1,*5’:’ .000), customer involvement (r = .612, p =

ss control and improvement (r = .539, p = .000), product design (r =

support (r = 520,

involvement (r = .52

=¥(00) and quality system improvement (r = .371, p = .000).
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Table 4.15: Correlations of human factors quality improvement practices

- Quality
system

Process

tomer
Lus control and

involvement Improvemen

improvement

3197
000
441"
.000
4117
000
371
000

Training and
education

Reward and
education

**. Correlation is signiﬁr%
*. Correlation is signifidgn

<

terature of quality management discussed the relationship between

human and technical factors of quality management and their role in the

. . . . .. SRR
implementation of total quality management in addition to their contributio

the effort of quality improvement. Literature of quality management suggested

that there is a positive relationship between human factors of quality

management and qualily 1Mproveiicit practices. Besides, literature also
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claimed that human factors of quality management have direct impact on
quality improvement practices. In short, to investigate this relationship in the

current study, the following hypotheses were formulated:-

« H20: Human factors of quality management have no dz'recA
impact on quality improvement practices. Q

o H2a: Human factors of quality management havevt

4\

impact on quality improvement practices.

~3'
.{')

Structural model was established to 1n

alitfymprovement

' sh®<1< in Table 4.16
dé?‘ree of freedom d,f

N
G@OO) were significant.

between human factors of quality m

practices. The estimated model fit sho

and Figure 4.2. The value of chi-s q

was (46). CFI was (.943), RMSE%@
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Table 4.16 Fit indices for the structural models of the relationship of
human factors and quality improvement practices

Model Chi-square df P
Y 2

Human tactors ---> 139.530 46

Quality improvement

practices |

The results that shown in Table 4(6E
positive relationship between humanm

improvement practices. These resu%so pres\% @n factors of quality
management have positive direaggess®nct S quatit iﬁwememt practices; the
standardized coefficient was .%eff i s .632, and significant at

.001 level (P =.000). c z

That means 63 Nn qujal

ment practices. While, the second null
NHQO), which claiméi no direct impact of human factors of quality

nt on quality improvement practices, was rejected.

hypot
m
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Table 4.17: Structural parameters of the relationship between human factvd

quality improvement practices

N

Unstandardized | Standardized
Quality <. | Human 529 295
Improvement tfactors
ﬁeward.‘? G | SRS 1.000 837
ecognition factors
Trall]lqg& ~___ | Human .804 000
Education factors
?mployee o Human a4 looc
nvolvement factors
Supplier Human
L , 0C
Relations b factors Al
Customer ~__ | Human 475 100C
Focus factors
Leadershi <--- Eimn 347 00C
P factors
Top |
Management 611 |
SUOI‘t
Teamwork 868 096 : 15.170 | .753 |00G
Customer 809 088 | 11.962 | .655 00C
Involvement
Process |
N :
?Ontrol and Improvement 175 159 | 11.420 | .600 |00
Improvement | | }_
Product Quailly 579 526 077 | 7.476 | 277 |00C
design improvement |
Quality - B [
System <. | Quality 569 510 074 | 7.709 | 260 |00C
improvement
Improvement
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Wilkinson (1992) started to make highlight emphasis on human factors of

quality management. He divided quality management practices into two

aspects; soft aspect interests on human side of quality management and hard

aspect interests on work process. Actually, quality improvement

tices
consist of both technical and human factors, in which human factor x g ality
ma

management act to create a suitable environment to implement teﬁ aspect

of quality management. Abdullah et al. (2008) suggeste%t ettective

a¥a central role

implementations of human factors in organization act and p}

to quality improvement which aimm to 1mprove thYﬁrfom]ance and

productivity. é
To evaluate the relationship of human fac@quali
was established and structural model was estimatdg. Theg résu o{:thls study
reveal a positive direct impact of human fact§ys o \'}ity m¥igement on
3

quality improvement practices, which n@is
previous studies that brought eviden m d thag
human factors of quality manage@ (au%n
as Flynn et al., 1994; Motwani &199%.}1’30 ¥ al., 1994; Dow et al.,
1999: & Abdullah et al., 2008. , N

Ay S

N S
4.5.3 Direct in@ ,]U'3 My 5

@ément practices on organization
performanQ'
2 <>

s the corre

a@' test results of the relationship between

Table 4.18§
o | -,
quality 1m Nement practices (t@ management support, teamwork, customer

is(eonsistent with

05'1@ relationship of
éhent practices such

le

rocess control and improvement, product design and quality

Employeé moral, Productivity, Defects, Delivery customer).

The results show that top management support factor is significantly related

to four dimensions of organization performance; they are customer satistaction
(r = .264, p = .000), employee morale (r = .382, p = .000), productivity (r =
420, p = .000), and delivery to customer (r =.157, p = .023). Also, teamwork 1s
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significantly related to four dimension of organization performance; they are
customer satistaction (r =.280, p = .000), employee morale (r = .372, p = .000),
productivity (r = .431, p = .000), and delivery to customer (» = .215, p = .002).

Process control and improvement factor is also related to four dimensions of

organization performance; they are customer satisfaction (r = .313,\ 000),

employee morale (r = .361, p = .000), productivity (r = .470, p-! ‘0p0), and

Furthermore, product design 1s related to four dimensw)f organization

R= .?46), employee

000N anddiclivery to

delivery to customer (r = .221, p = .001).

performance; they are customer satisfaction (» = .1

morale (» = .175, p = .011), productivity (» = .28

customer (r =.177, p = .010). Quality system imment s al§e iigﬁ'sﬁantly
LN aNnGe; e~customer
o g

.g'p = .008),
e (rq. 53, p = .027).
While customer involvement significantly' e omly rekd &Qree dimension of

c@mg,%a ti@,ﬁn = 210, p = .002),
K _

nd pregdu i?iﬁ= 330, p = .000).
$

satisfaction (r = .144, p = .036), emplo

related to four dimensions of organization ge

CC ora

productivity (» = .249, p = .000), and del#gay X0 Ccw

organization performance; they ar

employee morale (= .304, p = .
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Table 4.18: Correlations quality improvement practices and organization
performance

Customer | Employee

: _ P .
satisfaction | moral roductivity | Detects

Top 264 382
management .000 .000
support

¥ 280" 32
Teamwork  p .000 .000

Customer

involvement

Process
controland p

improvement

N\

-, Conelatio?\lgniﬁcant at the 0.01 level (2-tailed).
¥, Correldgng significant at the 0.05 level (2-tailed).
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Literature of quality management suggested that quality improvement

practices play a key role in the effort of total quality management

implementations from one hand and have a significant impact on organizational
performance from the other hand. Due to the important role of quality

improvement practices in the implementation of quality manageme& their

positive impact on organization performance, this study analyg e direct

impact of quality improvement practices on organization performance through

generating and then examining the following hypotheses:- V

\Y

on organization performance.

e H3a: Quality improvement practices

organization performance.

Structural model wa%;ﬁsh f

quality improvement pragli m
model fit reveal a gogg T@f 4.19 and Figure 4.3. The value of

|
chi-square was @ “of @c? om d,f was (39), CFI was (.952),
RMSEA (.081)% -V Nre si

O)QEre significant.




ueuLioLd uoneziued.ao pue sd3ddead judwdAoxdurr A3rjenb usamiaq digysuoneaa jo epout [2aAn3dNI}S €' 1n31H]

70
\:xw

180'=V3ISINY
266'=149
000'=d
6€=4P

9G ¢ C=3puUlld
mgmscw._:u
. W,
\,U JJoddns
% .3). abeuew ao._.Arte

| .

. oMilgyL |+

\NNW/G SSETNETe lmmm . BB YoA|OAU @
P ) S _ ¥ 1ayio)snn
5195 —AlAoNpPOIe—UOl I/
| T | - aoidwi pue
i S : .
- | ;mz\ M&_EOE LL é
\ ,,,,_u\ﬂl,,,,i 2aAo|dwg ! -
\ ,__Nm..ll. ) -
\Tod UOTOESHES % m
.511@& 01SNA awaAoldull
oy émuw>w Alenp

6¢

/i



148

Table 4.19: Fit indices for the structural models of the relationship of quality
iImprovement practices and organization performance

Model

Quality
improvement --->

Performance

performance. The standardized coefﬁN

and significant at .001 level (P = .00

That means 16% of orgar% E n

Chi-square
Y 2

91.897

d.f

39

000

S

2k

improvement practices and thw\sid red Qs

practices

impa

@_
In smm%

!

4

o

These results support the thi

O;h

gan
h

Ythe results s

hype
direct impact of qual&ﬁiﬂarovmeK

and rejects the thir(tN
es’on

improvement pr

Zht10 rformance.

N

@Xhe important role of quality improvement
&

¢ 1mplementation of total quality management and their positive

el

CFl

1

RMSEA

. 3

031

e pelf&lance, in
, S
@@ h organization
ect@e (R2) was .157,
A
N
ey

S&s explained by quality

? effect size (Cohen, 2003).
S& @a), which claimed a positive

pra&s on organization performance,
;‘W}@"claimed no direct impact of quality

organization performance, which make this study is consistent with

the®ggevOus researches, which evaluated the relationship between quality

improvement practices and organization performance.



Table 4.20: Structural parameters of the relationship between quali%

improvement practices and organization performance

149

;-
Unstandardized | Standardized | S. R. R* |P
Performance | <--- Quahty 139 5.219 157 [00C
Improvement
Top |
Management | <--- _Quahty 681
improvement
Support
Teamwork ... | Quality 799 100C
improvement
Cu |
| stomer _ Quallty 614 100C
Involvement improvement
Process | * |
control & <. | Quality 608 000
: improvement
Improvement _
l‘) :
ro_duct - Quallty 231 (00C
design improvement
Quality .
System L Quallty 294 100C
. improvement
Improvement
Cu
§t0111§r o Performanc 781
Satistaction | B )
Em |
s | | Fechae \ 8.165 | .589 |00C
Morale
Productivity | _ Perf‘ﬁ) d 628 087 | 7.055 | .394 |00C
Delivery | %ﬂnce
W g ¥ §
——— < f ¢ 716 103 | 9.831 | .512 |00
l
Defects rformance 527 106 | 6.594 | 278 (00C

O

Literature of total quality management suggested that quality improvement

practices lead to higher level of organization performance (Badri et al., 1995;

quazi et al., 1998; Dow et al., 1999; Roa et al., 1999; Abdullah et al., 2008).

According to Abdullah et al. (2008), effective of quality improvement practices

lead to increase organization performance.
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Structural model that established to evaluate hypothesis 3, which claimed
carlier a positive mmpact of quality improvement practices on organization

performance, shows a positive relationship of quality improvement pr

ejmuy

mprovement

and organization performance since quality improvement practic

impact organization pertormance.

These results contirmed the positive direct impact of qualit

practices on organization performance. Thus, these results n™g€ this study in
line with previous studies (Flynn et al., 1994; Badri

1998; Dow et al., 1999; Roa et al., 1999; Abdullah

al X1995; quaz et al.,

4.5.4 Final structural model

N

fs\.u> cturz@?gdels were
established to examine the hypothes % first tf muﬁal models were
established separately to evaluate he%ﬁ?m i/pqyl the variables of
study: the first model examined%' ecp Mipa lMc:) hgfsan factors of quality
management on organizatio prmarft ' se& model evaluated the
direct impact of human facigrengf

practices, and the third %
practices on organizadQn per
discussed the gen&Q\eat'
1\th f
iatij

To 1nvestigate the objectives of tht

age@ﬁt on quality improvement
the ‘ixlech}pact of quality improvement
egﬁp\%g the fourth structural model, it
etw@ the variables of this study. This

1p between the variables of study; in

model also exa

addition to tipnsigythrough evaluate the indirect impact of

| re
human fi wf quz‘l‘liﬁna ¥ient on organization performance through

their d npact on quality inﬁ;rvovement practices.

%13 section the results of final structural model is shown; it reveals the

y fit the coefficient values (y) of this model as shown in Tables 4.21 and 4.22

and Figure 4.4.
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Analytically, each structural model established the existence of a causal

relationship between human factors of quality management, quality

improvement practices and organization performance. A significanc

coefficient would indicate that the causal relationship exists bet\w% he

variables. The magnitude of the relationship can be observed by S ' %ue of

this coetficient. |
L1t 1 ;ices and the

yflect the direct

The estimated model shows a good fit as shown by th

significance of y2 (see Table 4.21). The coefficients t

impact of human factors of quality management o itylimprovement

practices and organization performance, and indirect 1Mgact of h actors of

¢
quality management on organization performance be anplyzeg. ra@jﬂ
shows the structural parameters (y) and the p waluespth® | dicatw' of the
* N

reliability of the structural equations. Vi \

\J
Model Ch RMSEA
square
%2
Human factors --> \ )
Quality 8.909 923 085
improvement -
Performance g -’ ¢

3
N
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Table 4.22: Structural parameters of the full relationship between human
factors, quality improvement practices and organization performance

- - Tl | rondarde
Quality » Human 207
improvement tactors |
: ualit
Performance | <--- Q Y _ 706
Improvement
. Human
Performance |<---| .
factors

Reward &

S

k" 5

-
N
@)

B =1

!
4
4 .

74

Human
factors

recognition

Traming &

Human
factors

education

Employee

Human
factors

065 116.848
089 16.867
055 |13.216 M

076 19.546

involvement

Supplier Human

relation

033

Customer

focus

oS!
~J
Lo

672

15.192

.820

8835

b‘\ .
—

\O

S

N
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Unstandardized | Standardized | S.E. = ’ I
\75 ¥12.956|.622

Table 4.22: continued...

Quality
improvement

Customer
involvement

Process

Quality

control & |
Improvement

improvement

Product

Quality
Improvement

design

Quality
system

Quality

| improvement
improvement

Customer

Performance

satistaction

Employee

morale

Productivity

Delivery
customer

Detects

16 [5.317 |[.120
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The results presented in Table 4.22 and Figure 4.4 show a positive

relationship between the variables of study which reveal a positive direct impact

of human factors of quality management on organization performancg; the
standardized coefticient was .282 and the significant was at .05 level (P\EE)

These results support Hla that claimed a positive direct impact.! man

factors of quality management on organization performance.

Also, the results that shown in Figure 4.4 and Table 42 presents direct

impact of human factors of quality management on improvement
significant was at .001 level (p = .000). This meamm
improvement practices were accounted b

management, which considered as large effect S1

results support H,, that mentioned earlier ation of

human factors 1n organization plays a ce
act to improve performance and produc

Furthermore, the results of

mpact of quality

improvement practices on or 1 % ear in Figure 4.4 and

Table 4.22; the Standardlzed 1gmﬁcant at .005 level (P

=.0.26). This results su !1 p&tlve direct 1mpact of quality
improvement practices
organization perfo

the strongest

secondary c

allty management suggests that the
1vely impact organization performance

11994),
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4.5.5 The mediation role of quality improvement practices for the

relationship between human factors and organization performance

The previous sections discussed the direct relationship betw@
variables of study which evaluate direct impact of human factors 1ty
management on quality improvement practices and organization A ance,
and the direct mmpact of quality improvement practices o nization
performance. According to Holmbeck (1997), to test the Jmpact, a

, Tut significant
' 1st fbetween the

direct 1mpact model should be estimated. Actuall

coefficient 1n direct models, no mediation impact c

gement

1S section

anc
gEs féﬁe relationship

m.aQtlon performance

discusses the mediator role of quality #

between human factors of quality granag

through testing the following hyp

o H,: Human factors%

impact on organiz@gon perj

/e hve no indirect

g}: their impact on

l
'
»

S
3
@,

nanagement have indirect

e H,: H ctor
impact %amzan
qua\ rovement practiceg, (')

; formnce through their impact on
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As mentioned earlier, to test the mediator effect, a direct-effect model

should be estimated. This model examined the direct impact of the independent

variables, which represented in this study by human factors of 1t
management, on the mediator variable, which represented % ity
iProy

improvement practices. Hence the direct impact of quality i Jement

practices as a mediator variable on dependent variable that represen®d in this

study by organization performance. Finally, this model evaluatg the mediator

role of quality improvement practices for the relationship ween human

factors of quality management and organization perfo ncq

l

po iw};s model
as shown in Table 4.23. It makes possibility to somefinitl 10@310113
about the mediating role of quality improvement Phcticegrail th rel{?nship of
human factors of quality management and orgzizati Zperormagg, As can be
observed in Table 4.23 and Figure 4.4 t Nnd' edt 1gfact iorporate the

actices a .n\@ation variable.

elat@in écn human factors of
(ﬂ/em ty p@eg and organization

ndi(é impact of human factors

The analyses of the structural parameters are c

consideration of quality improveme

of quality managementgen %aniz:t‘ﬁn
quality improvement practig

an
NS
Fi

Therefore, 1in this model, direct

quality management and qu

performance were analyzed. Fu

wnce through their impact on

ed &
.
gﬁtm also suggest that human factors

! L .
I }:i?@ quality improvement practices; the
)

standardize % ' P77

Ls &W‘nrganization performance; the standardized
as (.296). Thus, ~é')discussed earlier, to evaluate mediation effect

Iso these findings show direct impact of

elationship between variables should be tested. Hence, based on the

the §1§
v direct relationship between the variables, the mediation effect of

aalty improvement practices for the relationship of human factors of quality

management and organization performance was examined, and the findings that

shown in Table 4.23 reveal a significant relationship, and also show that human

factors of quality management indirectly impact organization pertformance
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through their impact on quality improvement practices; the standardized

coefficient was (.236) and significant more than (.08).

g

Table 4.23: Structural parameters of the mediation role of qualim vement

practices for the relationship of human factors and organization s

| Direct | Indirect Total
Model effect | effect effect
Human factors ---> |
197

quality improvement

N | |
Quality improvement ---> |

Organization

performance

Human tactors --->
Organization

performance

Via Quality

improvement

A

£y

Mor %e}l r }e

ormance

N/

nificant of indirect
l effect

significant more than
(.08)

oﬁ@lality management claimed that quality

imprmmt ractices are d‘i%QEIy aftected by human factors of quality
\

mangPagent although; quality improvement practices in turn directly affect

ion performance. Besides, the human factors of quality management
create suitable environment to the implementations of quality
improvement practices, which quality improvement practices act as a mediator
factor for the relationship of human factors of quality management and

organization performance (Flynn et al., 1994; Ho et al., 2001; Rahman and
Bullock, 2005; Abdullah et al., 2008).
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Abdullah et al. (2008) highlighted the mediation role of quality

improvement, and to date, as the best knowledge of the researcher of current

study there 1s no more study has formed any linking mechanism betvigh e

-

human factors of quality management, quality improvement pr M an
organization performance. Moreover, Abdullah et al. (2008) xas
eme

attempt to evaluate the mediator role of quality impr

a first

% for the

relationship between human factors of quality managem% organization

Miman factors of

quality management on organization performance @igotgh ti‘neir impact on
quality improvement practices. é \d

K.
chnical fagibré &?}Xality
et ' maQ?Tactors of
ls\ds Fléﬂg't al. (1994),
ctudldy, they brought
em 9 indirectly 1mpact

performance. They found a significant indirect impa

Other studies evaluated mediator rol

improvement (hard factors) for the relaty

quality management and organization pgrfo

Ho et al. (2000), and Rahman Q
evidence that the human factors o aliw

“ &
&

The results of thj stﬁnﬁn’ns tl r@ claims of the mediator role
of quality improvem%’actice‘f . bb@'ationship of human factors of
quality manage Nd 0@1’1 P& ance, which make this study 1s
consistency wi@ousﬂIl I |suc | Q”Flynn et al. (1994), Ho et al. (2000),
+ (Z(fS) 1 &b lflgh et al. (2008).

Rahman & %{
N
fdisézion and based on the work that have been

I “wg€wp of thg
donAotal quality marx@\!nent gurus (such as Deming, Grosby, Juran,
Fe

1T

é

organization performance thro ac!@a technical factors of

quality management.

um, and Ishikawa) besides the previous studies that interested on

&%"fying the critical factors for the implementation of total quality

nagement (such as Saraph et al., 1989; Porter and Parker, 1993; Tamimi and

Gorshon. 1995: Badri et al, 1995; Black and Porter, 1996: Yusof and
Aspinwall, 1998; Quazi et al., 1998; Zhang, 2000; Antony et al., 2002; Sharma
and Kodali, 2008; Wahid and Corner, 2009; Fotopoulos et al., 2009, and
Guion; 2010) and the studies that concentrated on the human side of total qualiy
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management (such as Wilkinson, 1992; Louise, 1996; Demirbag et al., 2006;
Tan, 2007; Gadenne and Sharma, 2009; Fotopoulos and Psomas, 2009; Kumar
et al., 2009) this study confirms the important role of human factors ofvty

management 1n the implementation of total quality management. Cf@intly,
this study 1in somewhat consistent with previous empirical stu&[ at were

carried out to investigate both of direct impact of human

of quality

management on quality improvement practices and organagatioj¥ performance,

gYs on organization
8l pr:ftices (such as

Bullg IWAbdullah

and indirect impact of human factors of quality mana

performance through their impact on quality impro

Flynn et al., 1994, 1995; Ho et al., 2001; Rahman
et al., 2008).

4.6 Summary

The results obtained 1n this sg§ of the current study

&anization performance.
A\

w%\eollected from 87 Yement

that claimed a positive rela factors of quality

management, quality improe\

Based on the data of cu¥

industrial companies, ' nal s‘ks| w@' carried out to investigate the
purpose of study. Thygs, A INGSTS, re@{ty analysis, descriptive statistic,

and correlation z@ ‘ & oucf.J&.?pectively.

<F
N
n fi s of quality management except supplier

variables% o | A
relationﬁa /€ positive relatio%l;; with organization performance, and also all

an factors of quality hnagement have positive relationship with quality

| a positive relationship between the

ment practices. Moreover, quality improvement practices have positive

éonship with organization performance.

In this study, structural models were established to evaluate hypotheses of

study. The results that shown in this chapter support hypotheses of study that
claimed earlier a significant direct and indirect impact of human factors of

quality management on quality improvement practices and organization
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performance. It have been found by researcher a significant direct impact of

human factors of quality management on organization performance, and also a

significant direct impact of human factors of quality management on Qpraty
improvement practices, in addition to a significant direct impac% lity

A

Furthermore, the results in this chapter show a signiﬁcanW'ect impact

improvement practices on organization performance.

of human factors of quality management on organization Mance through
their direct impact on quality improvement practices. Q

\




