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CHAPTER FOUR

FINDINGS

Introduction Y'
The primary purpose of this study was to identify image a@s of the

Jordanian ministries by determining their importance and satisfaclion‘&s_ The study
adopted a mixed methods approach proposed by Schuler (2004)4ln t{¥s light, the study
was conducted in two phases. The first phase was the awm.ve phase while the
second phase was the quantitative phase. This chapter ides hws of both the
qualitative and quantitative phases of the study. Afil™dentiffi @d image
attributes in the qualitative phase, the importa?%ttabbgd th \X-rlbuteq and

satisfaction of the participants with the attr we v‘n red‘g the quantitative

phase. The findings of the study on t%o eT légmfactlon with image

N
or@nagers in the ministries.

Basically, the ultimate aim of th / 1 vfy the attributes that ideally

characterize the ministries anc%atl fagh &
The attributes scoring h; }m@;e a@ow on satisfaction should be the

!
primary focus of pubh t onf ma tds “

attributes would help in directing ett

4.1 Qualitative Re oY Find

';;k
KM”C

Quallt search for thl@udy provides a significant beginning for the

survey Resealcher was able to identify important attributes for public

relation ects and the appropriate model to answer the statement of problem.

However those attributes were wide and not specific to the Jordanian environment. In



87

order to identify specific and relevant attributes qualitative interviews provided
important tool to the researcher. Researcher used this tool to identify and segregate
most important attributes and variables in the context of Jordanian study.
4.2 Demographics for Qualitative Phase Participants Y.
The qualitative phase used fourteen participants (8 male) an@male) that
were equally obtained from the two ministries. In the ministri s%icipants were
working as employees, head of department or managers. Niw icipants (64.3%)

were employees while two (14.3%) said they were dgot"Departmems_ Ten

respondents (71.4%) were married while four respondeMg, (24.6° e unmarried.
| >
Three respondents (21.4%) belonged to the 26-35 X Old’aL up ‘?gae only one

participant was aged over 46 years. The most pop§ar > he 36-45 years

Participants were asked to rep. cational level attained.
Nine respondents (64.3%) held Ba by two respondents each
holding a 2 year-college degr anta M respectively. One respondent

had a doctoral degree. On 1 hly irl I .3% of the 14 respondents were

carning JD 251-500 e i rﬂ?
750 per month. Par’t&ﬂs y e s a to report on the duration they had been

4

working at th \nistry. Seven K ) respondents had been working in their

respective '\les for at least 12 years. Three participants (21.4%) had been

workin@ ministries for 4-7 years. Table 2 provides detailed demographic

information for the 14 participants who took part in the qualitative phase of the study.
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Table 2: Qualitative Phase Participant 1 demographics

(z\" 14)

Demographic

Frequency Percent c\:
3 2.

Feature
Age in Years 26-35 3 A
36-45 10
46 or older 1
Educational 2-Year College Degree 2
Background Bachelor’s Degree 9
o

Master’s Degree
Doctoral Degree

Job Title Employee 9
Head of Department

Manager 3 ¥ _
Monthly 250 or Under \}: \ 2
Income in JD 251-500 9 ‘1 e

501-750 \ 2
Duration of 4-7 % \T A
Employment 8-11 e 4 c}
in Years 12 or above : lr 4 <$

Y\' -
(
4.3 Analysis of Interview Dala% J &
S @
Data analysis wa\& ed ulezo%(2004) model which recommends

N
: i O
content analysis for terfiew Xrahser

s. Content analysis of the interview
N3
transcripts identifi ‘@qttritﬁ t p@:ipams associated with the ministries.

&

ion of image attriDutes. There were 29 attributes identified in the

N

E==

™

Identi

interview s, as opposed to 34 attributes identified by Schuler (2004). These

attributes were assigned with values on the order of occurrence and frequency. The

product of these provided order value. Higher the order value of an attribute, more
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significant and important that attribute is for the respondent. Table 3 provides the
attributes identified in this study and values assigned to the same.

Table 3: Attributes and their Total Value

Order Citation Total
Interviewees (N=14) value* frcqucnc_\"\ value

(OV) (FV) % (TV)
A (OV+F
. V)
Attributes
1. Ability to maintain political stability St e 3 71
2. Employment 54 12 66
3. Ability to generate good fiscal and monetary 51 V 63
policies '
4. Decency 50 2 62
5. Advertisement and publicity 49 I 60
. ~ o g .
6. Social welfare and responsibility 4 h ,3' 56
7 External Communication dynamics 2 ' i’) 54
4

8. System stability c s S 33
9. Ministries performance v \ N 50
10. Fast communication networks V 0
11. Sense of responsibility \% 35

32

12. Commitment of employees

13. Effective internal communication \? d‘ 41
14. Motivation of employees : 3 3
g T > -

-
~

15. Employee training
16. Openness to suggestions ideas \

U]
9 A‘S—
17. Execution of on-paper projects T , 28 &S 6
2 8
uj :

18. Reward and incentives
19. Strategic process management 2

e BN |
W

NN =

0
BN W W W
e

20. Well derived vision \ \

21. Evaluation of c:mplo_\'ccs"&orc ancc' e 20 8 8
22. Alignment of goals and % S WG (§’ 21 6 g
23. Clarity of goals ¢ ! 1) 20 6 2%
24. Quality of control 1 seffient \(J 17 5 22
25. System flexibility ? ) Q\ 8 2 10
26. Process innovaﬂl 4 X 7) 2 9
27. Workspace \f—}' D 4 9
2 4 2 6

3

8. Indoor (pha Nclinmlc
29. Sound (Bgsikysound) : 1 4
Ny determining the frequency and order of appearance of each of the

* The data process involved : 4 : :
attributes alerivalvirom the interviews. A list of such attributes is prepared with the help of responses
received fro interview process. Numerical values are assigned to the event attributes. In the event

that an attribute is mentioned first, it is assigned the value of 5 while that which is mention the fifth
¢ mentioned after the fifth does not receive any value. High citation

receives a value of 1. Any attribut _ ! :
frequency value and high order value constitute the most important attributes of the image (Schuler,

2004).
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**For Example This attribute was mentioned eight times in the first place, which gives it 40 points (8*5),
three times in the second place, giving it 12 points (3*4). and twice in the third place, giving it 6 points

(2*3).The sum of these points’ results in an order value (OV) of 58.

The attributes and their total values in this study can be compared to the

attributes identified by Schuler (2004). Schuler (2004) reported 34 attributes a

total values, with the total values ranging from 1 to 96, as shown in Table

Table 4: Image Attributes Identified by Schuler (2004)

Attributes

W N

N

=)

o0

10.
59

12

13.

14.

13

16

g
18.

19

o

NN NN
4+

N

W N =

[nvolvement and commitment of employees
Present salaries
Personal wellbeing in the workplace

Personal and professional valorisation of employees

Continuity of the initiated projects
Quality of services

Pride in working for the organization
Quality of products

Involvement and commitment of managing board

Number of employees

Clarity of goals, mission and objectives
Employees” autonomy in the workplace
Computerization

Significance of the job

Consumer satisfaction
Modernization
Clarity of internal communication \

Salary and career plan

Hope and confidence in t
Acceptance of suggesti

Performance
. Job condition equality
Form of charging rcsp011s1bililics 4
i L\N

Social commun
Clarity of ext
Acquisition

Employee training \ |
(onsldumuonofu% oroﬂ\ S 2 cj

nmungcaior é
Ire an £t X

I hiring \
Promo#giWtem for employees

of goals, mission and objectives
ion of the directing board about the
>s” performance

ement of quality of the products

&

eir

Total value

96
74
72

hn

PO P SO Sy )
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4.4 Comparison of Image Attributes Identified with Schuler’s Model

Image attributes of Schuler’s Model and the identified attributes in the

research finding are listed in Table 5. The relevant and specific attributes a uced

N

to 29 in research findings as compared to 34 in Schuler’s model. !%

Table 5: Comparison of Image Attributes in Schuler’s Model ansudggge Attributes

Identified in this Study
Research Fir )V

Schuler’s Model
Personal wellbeing in the workplace 1. AWty to maintain  political

Personal and professional valorization of

!
employees 2. loyme
3. Acceptance of suggestions, ideas and criticisms 3 pty tq gen woﬁﬂscal and
4. Salary and career plan nonetary poli cs' N
5. Promotion system for employees .i”

N

6. Present salaries SNy Advegt t and\gmblicity
7. Number of employees W W vfTiare ¢ esponsibility
8. Clarity of goals, mission and objectives 718 Ve exteugt Communication
9. Achievement of goals, mission and objectives V 8. stahiiw
% 9 mc&formzmcc
nMdnication networks

10. Continuity of the initiated projects \
11. Involvement and commitment of employees 10. co
révcsponsibility
'ment of employees
ve internal communication

12. Involvement and commitment of mm%
board Py
3. Modernization o
\E vation of employees

14. Quality of products
ployee training

15. Performance

16. Consumer satisfaction i [ ~§Dpcnncss to suggestions ideas

17. Employee training % 2 I Execution of on-paper projects
(‘JQ 8. Reward and incentives

19. Strategic process management

20. Well derived vision
O 21. Alignment of goals and objectives

ces and di
f wrlt d fl' (') with vision

18. Quality of services

19. Computerization \
20. Acquisition of furniture #dNguip!

21. Integration between €
22. Consideration of eval

3. Social communic \(;) 22. Clarity of goals
24. Job condition eqgfaliiy s % 23. Quality of control management
25. Hope and c in th e V'lhc 24. System flexibility

organimlimIA (_}: 25. Process innovation
26. Form ofpcw lring ~ 26. Evaluation of employees’
27. Manifesta the directing board about the performance

emplgy ormance 27. Workspace
28. Signi cc¥of the job 28. Indoor (physical) climate

29. Sound (Positive sound)

autonomy in the workplace
30. Clarity' 91 internal communication

1. Clarity of external communication

2. Form of charging responsibilitics

3. Measurement of quality of the products
4. Pride in working for the organization
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4.5 Similarity of Image Attributes of Schuler’s Model and Research Finding
The similarities of the image attributes of the Schuler’s model and research
findings are listed below. Broadly these attributes were categorized in ten identified
categories and compared with the Schuler’s model. The fmdmns of Yn.lparlson
are given in Table 6.

Table 6: Similarities between Image Schuler's Model and /rm% ributes Identified

in this Study
!z(lm
e

n gg ions ideas

Schuler’s Model Resea
1. Acceptance of suggestions, ideas and

criticisms.
2. Promotion system for employees. o1 l\%\v
3. Clarity of goals, mission and objectives.
4. Continuity of the initiated projects. pr0|ccls
5. Involvement and commitment of employees. nployees

"fﬁ‘?

6. Employee training.
7. Clarity of internal communication.
8. Clarity of external communication

9. Measurement of quality of the products. \

10. Performance :

i
4.6 Different Image Attributes bet ¢ No nd Research Findings

N
The image atmbucs z tifie h}d @rence in terms of order of

&

than the pre-established model of

ml al communication
rnal communication
ntrol management
es Performance

b

significance and 1mp0rtanc ong T]

'-“4%

Schuler. Table 7 shows w §i1 ttl (ﬁs identified in this study.
Table 7: Schuler's /L ¢ ;71 gc tributes in this Study
Schuler’s Modcl Research Findings
\ (New image attributes)
1. Personal ¥ ing in the workplace 1. Ability to maintain political stability
2 professional valorization of 2. Employment
B career plan 3. Ability to generate good fiscal and
monetary policies
4. Present salaries 4. Decency
5. Number of employees 5. Advertisement and publicity
6. Achievement of goals. mission and objectives 6. Social welfare and responsibility

7. Involvement and commitment of managing 7. System stability
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board
8. Modernization 8. Fast communication networks
9. Consumer satisfaction 9. Sense of responsibility
10. Quality of products 10. Motivation of employees
11. Computerization 11. Strategic process management
12. Acquisition of furniture and equipment 12. Well derived vision
13. Integration between employees and 13. Alignment of goal\
direction with vision
14. Consideration of evaluation of work done 14. System flexibilily
15. Social communication work 15. Process innove
16. Job condition equality 16. Evaluation f employees’
pcrformzmccq
17. Hope and confidence in the future of the 17. Workspge
organization
18. Form of personnel hiring 18. 00 vsical) climate
19. Manifestation of the directing board about 19. (Wositiye sound)

the employees’ performance

20. Significance of the job

21. Employees’ autonomy in the workplace

22. Form of charging responsibilities ' (—)

23. Pride in working for the organization Y‘.\
V

The 29 attributes identified are most @Yh : p H&ossible attributes
that form the image of ministries among the iIcg As 23 attributes reported
by Schuler (2004) but not identified in th sadyﬂ e 1

in the quantitative phase, the impoN e Mﬁc' level of all known image

attributes were measured. Ta rovi afid @t e 23 attributes obtained from

.
w2

Schuler’s (2004) study and

Table 8: The 23 Image 4IMNQuies

Study
Image attributes of. w”s Mode
1. Present sglari®e

Total value

NN 74
2. Persor ellbeing in the workplace 72
3 professional valorization of employees 64
4 [ products 45
5 working for the organization 43
6 ement and commitment of managing board 34
7. Number of employees 31

8. Employees’ autonomy in the workplace 21
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9. Computerization 19
10. Significance of the job 19
11. Consumer satisfaction 15
12.Modernization 14
13. Salary and career plan .
14.Job condition equality

15.Form of charging responsibilities

16.Hope and confidence in the future of the organization %

17. Consideration of evaluation of work done 6
18. Social communication work A 6
19. Acquisition of furniture and equipment T 5
20.Integration between employees and direction 5
21.Form of personnel hiring V 4

1

1

22. Achievement of goals, mission and objectives T
23. Manifestation of the directing board about the employees’ per - '

4.7 Final Image Attributes for the Survey

Table 9: Final Image @ s
Quantitative Phase q
Clarity of%

D

1

2. Sense of bility

3. Welld vision

4. Alig Nof goals and objectives with vision
5 ¢ 0Cess management

6 10n of on-paper projects

7 svement of goals, -mission and objectives

estation of the directing board about the employees’ performance
gration between employees and direction
10. Involvement and commitment of managing board
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11. Motivation of employees

Personal well-being in the workplace

13. Salary and career plan

14. Present salaries

15. Pride in working for the organization

16. Significance of the job

17. Employees’ autonomy in the workplace

18. Hope and confidence in the future of the organization

19. Process innovation %\
20. Commitment of employees
21. Employee training

22. Reward and incentives
Number of employees T
Personal and professional valorization of employees V

_ Job condition equality

. Form of personnel hiring T

Form of charging responsibilities

Fast communication networks l

* Effective external Communication \d
Effective internal communication ® Y.
Advertisement and publicity é ' (}
Social communication work -\
Openness to suggestions and innovative ideas P 4 Y'

Ability to maintain political stability i \ Y\.,

Ability to generale good fiscal and monetary polw é

System stability % 0‘

Employment \

Social welfare and responsibility
Decency %
System flexibility E Py

b
QN &= Wt

~J

S o w

W N

S b WWwWw

— - e o e J L

SO 09 s W W W W NN NN NN
A \O

Modernization

. Ministries performance A‘U
Acquisition of furniture and cquiyke N

. Computerization v ‘e

. Workspace P :l 0’
Indoor (physical) climate \ é‘,

~ Sound (Positive sound) \ I

. Quality of control mn&:l ‘Q%

Quality of services \ O
‘n P | S

in-l—-&—-‘—.&...;_,;_,
'VI\’:"JIJ—‘JJI‘:

Publics satisfactio }{
Consideration gpeyalugrion Of W Q. ") (J
Evaluation ol‘:n cs‘Pc ornmyng !\
4.8 Attribute PA' {%&br Term (Jordanian Ministries)
Fxm@ attributes identified in this study, the attribute with the highest total
d. 23 image attributes from Schuler’s (2004) study

V) Jid 71. As already note

¥ Y I
DO

.

ity from the Ind

value

were included in this study to ensure that this study investigated all known image
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attributes. Among the 23 attributes, the attribute with the highest TV from Schuler’s
(2004) study had 74, as shown in Table 8. Consequently, the highest TV among the 52

attributes used in the quantitative phase of the study was 74. Researcher conceived a

scale ranging from 1 to 74 (see Figure 5), which corresponded to the TV ol&gof\the

59 attributes. As shown in Figure 5, the scale consisted of four interva]és 7444 (image

central nucleus), 53-36 (image first periphery), 35-18 (image secorﬁWiphery) and

ntral nucleus to

17-1 (image outermost periphery). As the attributes move fi

periphery, the value assigned decreases. The proximity o% 1@ the central
nucleus should be of vital concern to the PR manager §Schufer, J00 n fhigfhodel,

cemal

~ucleus

1

1))
4.9 Quantitative ﬁ‘;ﬁh FindBed

&
For t \amitative phase, p}ticipants were obtained from the Ministry of

Sport an \s and Ministry of Interior completed the questionnaires. Data were

analvzed using SPSS version 20. From the two ministries, 383 members of staff (204
C [e “ h 5 - (S g\ -
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from the Ministry of Youth and Sports; 179 from the Ministry of Interior) completed

the surveys.
4.10 Participant Demographics for the Quantitative Phase Y.
This section describes participant demographics such as gender, x%\ status,
age. and educational level. Among the 383 participants, (57.4%) wer while the

remaining (42.6%) female members of staff. Majority of the partii%z (65.3%) were

' i - (33.4% single. Furthermor W) said they were
married while another (33.4%) were single. Fu (Ym y

) or widowed (3). Most of the participants (3 ) werdageddp6-45 years

L ]
year} old a'd.{%v As
W !a -(>—§,Vcars old.
\ <

divorced (2

5 +1C1 3 0/ o
while a small number of participants (8.9%) were age

shown in Table 10, a high number of participants (V

Participants were asked to report ' ¢ WV £ @tion et

%Qdegree while only

ha@ high school or less

<Q
m@es. heads of departments,

Qre employees while a few of

[
e
O

them (10.7%) were mana@him@er ofmrticipants (45.4%) had worked for

pond ? _3‘?®ere earning JD 251-500 per month while

less years. Most Of ©
ly 28 particuganteswere earning Jlli}{ and above. Table 10 provides details of the
on \ & { SV o

participab ographics.
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Table 10: Demographic Information for the Participants Used in the Quantitative Phase

(N = 383)

Demographic
Feature
Age in Years

Educational
Background

Job Title

Monthly
Income in JD

Duration of
Employment
in Years

4.11 Importance of the Allrib%

Schuler’s model requf¥&es
general importance of

ranged from a mea

mir 3059 t0 2.3
% el
Sit ries performa

\

d (positive sound). The general average for the importance of the

impommcc W

O

3

rating was t

attributes

Groupings

25 or Under
26-35

36-45

46 or older

Less than High School
High School

2-Year College Degree

Bachelor’s Degree
Master’s Degree
Doctoral Degree

Employee
Head of Department
Manager

250 or Under
251-500
01-750
51 or Above

S

~J

3 or Under
4-7

8-11

12 or above

/4

ttripjites
’
)

Frequency

34
142
147
60

X [y
i

&

“CE) d. The importance of the attributes

ortance of each attribute and the

XIE 1e attribute that received high rating on

while the attribute that received the least

9495. Attributes whose average importance was above the general

average were termed as high importance attributes, according to Schuler’s model.
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There is a total of 28 high importance attributes, according to the information given in

Table 11 Attributes whose average score was below the general average were termed

as low importance attributes according to Schuler’s model. As shown in Table 11

there is a total of 24 low importance attributes. Y.

Table 11: Average Importance Score of Each Attribute and General A WSQ" All

Attributes

Attribute Mean d. Deviation
4.3053 92840

Ministries performance

System stability

Decency

System flexibility

Ability to generate good fiscal and monetary policies
Ability to maintain political stability

Modernization

;
33 \) 1.03149
7

1.10935
' 1.02308

Wm
:éﬁ-
1

Employment 170683

Pride in working for the organization X319

Public’s satisfaction N38713
&.()()I 16

& 97300

Commitment of employees CV

Significance of the job

Quality of control management \ O 1.00996
Salary and career planning % 1.17046
Social welfare and responsibility 1.10498
Computerization 1.09465
Employees™ autonomy in the workplace \ Aj 98942
Effective internal communication Y- , 1.10801
Present salaries 1.31938
Effective external communication , \XJ (3, 1.04230

Evaluation of employees’ perfopMgee l O e 4.0000 95171
Hope and confidence in the fugigof the Qfgar non<Q 4.0000 1.14636
®) 3.9948 1.13487

Motivation of employees \ § | ’
Fast communication nct\\‘o% 2 ) 3.9896 1.21073
Advertisement and publ% \SJ 3.9765 1.08631
Consideration of cval% f weekld ‘é 3.9739 1.03567
Personal well-being 3 tWAvorkplad \’Y' 3.9739 1.18646
Clarity of goals \(‘.) 39713 1.05190
Employee traini \ 3.9478 1.17004
Quality of serm 3.9478 1.16556
Achieveme ls. mission and objectives 3.9243 1.01404
Acquisiti niture and equipment 3.9138 1.09992
Well derived Vision 3.9034 1.02511
Integration between employees and direction 3.9008 1.07595
Process innovation 3.8956 1.18655
3.8851 1.19876

Social communication work
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Number of employvees 3.8773 1.23139
Form of personnel hiring 3.8747 1.31243
Sense of responsibility 3.8747 1.09016
Personal and professional valorization 3.8721 1293792
Involvement and commitment of managing board 3.8564 1.10816

3.8433 1.09568

Alignment of goals and objectives with vision
Reward and incentives

Form of charging responsibilities

Openness to suggestions and innovative ideas
Job condition equality

Strategic process management

> W W
~ o0 o0 00
oo O —_— N
LD et O N
W O\ o0 W
L W
D i
b @)
S 4

LS I

3.783: 5
Manifestation of the directing board about the employees 34733 20735
Execution of on-paper projects 3.6919 zl 07767
Workspace 3.5718 V 1.12303
Indoor (physical) climate 3.45] 7?' 1.16545
Sound (positive sound) 3.3 ' 1.21626
TOTAL 4 2 \d

b] s T

AVERAGE o
| | S
4.12 Satisfaction with the Attributes A
4 \IT

Schuler’s model requires that the avera%gre o‘\!ﬁclpan Ytisfaction with
each of the attributes be calculated and pla % table’ att@te with the highest

satisfaction average was sound (positive Gyi), whi ?d @erage of 3.4648. The
)

(]
e u. : :
attribute with the lowest satistactior § pre sgar hich had an average of
N : A
2 1958 Schuler’s model furthegrreqires that t e@f average for the satisfaction
, P 2

/s
with all attributes be calcu&d. A@( lné&le 12, the general average for
74

satisfaction with all at vz: ) tributes whose average scores for
3.
av}r u&/high satisfaction attributes. As shown in

es
satisfaction fall abov ne’r

’ Ll .
Table 12, there age s Ngh satisfactio@?butes and 24 low satisfaction attributes. It is

important to no at high importance attributes are not necessarily high satisfaction

attribute@ﬂhat low importance attributes are not necessarily low satisfaction

attributes



Table 12: Average of Satisfaction with Each Attribute and General Average for

Satisfaction with All Attributes
Attribute

Sound (positive sound)

Indoor (physical) climate

Well derived vision

Clarity of goals

Workspace

Commitment of employees

Computerization

Sense of responsibility

Alignment of goals and objectives with vision
Significance of the job

Integration between employees and direction
Acquisition of furniture and equipment :
Achievement of goals, mission and objectives
Involvement andvcommi[mcm of managing board
Effective internal communication

Publics satisfaction

Strategic process management

Employees” autonomy in the workplace
Consideration of evaluation of work done
Advertisement and publicity

Effective external communication
Manifestation of the directing board about the

employees \
Execution of on-paper projects

Pride in working for organization
Ability to maintain political stabilit]
Evaluation of employees’ pcrfon{cc

Quality of services :
Hope and confidence in the fyfur the.

Quality of control managemgn

Fast communication netwy,

System stability

Employee training ’ e
Personal w cll-bcinwc workplace NV
Process innovatio
Form of charging
Modernizati
Social corgmuMggtion work
System fleXYagly

Salary and career planning
Social welfare and responsibility
Ministries performance
Employment

%

nsibilities

Mean

3.4648
3.4125
3681
3029
2350
2298
2167
1984
1958
1775
1540

W W W W W W w w

UL L W W

2.8198
201907
2.7702
2.7624
21232
2.6997
2.6971
2.6789
2.6371
2.6345
2.6266
26214
20927

Std.
Deviation
1.10125
1.11019

1.105
1.1 ﬁo
0()

1. ipl%4* X~
1125 oc}
I 1“;‘

101
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Form of personnel hiring 2.5849 1.1812]
Number of employees 2.5849 1.24172
Motivation of employees 2.5587 1.16496
Ability to generate good fiscal and monetary policies 2.5587 11619
Decency 2.4987 1.18427
Openness to suggestions and innovative ideas 2.4621 1.19467
Personal and professional valorization 2.4360 1.1144 z
Job condition equality 24125 l_I(ﬂ%
Reward and incentives 2.3708 1. 19483
Present salaries 2.1958 AZ

TOTAL 149.6236 :
AVERAGE 2 8774 i

Attributes that scored high on importance but s m ly on satisfaction

should be of particular concern to public affairs manMers. \wdnx, the most

important image attribute was ministries perfo, c€® wit 1!a4‘:?>f 4.3055.
However, this attribute scored poorly on 9ati<fa& n b N its n% was 2.6214,

making it a low satisfaction attribute. @
satisfaction attributes should be the focu(of ﬂvl

4.13 Data Reduction: Exploratory F%A ? sisy 4 ‘3'
~\
\ 1t N

The second stage in the tr nt gf qu aE data, according to Schuler, is

‘ z l
exploratory factor analysis. Q rp ls‘.@tment i1s to identify the strongest
relationships between att&s 0 ges uler, 2004). The above data was put

N {' &’

——

/§.

through an explorato or n S ©y2e sested by the Schuler Model. Figure 6
\

shows the scre ameﬁ fho 'n Figure 6 and Table 13, seven factors had

an eigen \alu re than 1, nnpl}m y that they qualified for extraction under latent

root crit ) e\tractlon
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Scree Plot

t
l
S

Eigenvalue

ompSneNjum
<
Figure 6: Scree Plot \ g

q
ik
Table 13: Exploratory Fg clwm‘\: s V! iI 13&1 Reliability

KMO and B,q: T \{ q;éy
)

Kaiser-Me in \‘cas e of Shpling 958

Adequag \ g ‘ O = :
Bartle %l ot/ ‘ptl)%? Chi-Square 1.851
sphv@' 'q-) NS E4
<</ fo’s 1326
\A \‘—}ﬁug 000

roMNI Sble 13, it can be noticed that the Kaiser-Meyer-Olkin Measure of

Sampling Adequacy (KMO-test) is 0.958. which indicates a very strong fit of the
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extracted model. Therefore, the sample size was adequate. Additionally, given that the
significance value of 0.000 is less than the conventional 0.05 for Barlett’s test of
sphericity, the extracted model is highly reliable. The information in Table 14 shows
that the six factors can explain 68.39% variability in all the 52 original attributes
together. This percentage is higher than the 60% threshold %\Y~

=

Table 14: Exploratory Factor Analysis Total Variance Fxplained

Total Variance Explained z

Extraction Sums of S(Illierdw‘m“ Sums of Squared

Factor [nitial Eigenvalues
Loadings adings
Total % of Total - Total A of
Variance Variance
I 25288  48.632 24.960 1(
2 3.599 6.921 3.209
) 2.429 4.670 2.143
4 1.746 3357 1.409
2 1.411 2.713 1.083
3] 1.090 2.096 782
7 1.040 2.000 717
8 935 1.797
9 825 1.586
10 788 1.515
11 762 1.466 %
12 667 | 282
13 632 3. 215
14 598 1.151 \
15 547 1.052 T
16 542 1.042
17 497 956 %

18 480 924 \ \
19 460 884 l
835

20 434 :

2] 411 791 \ .

22 390 749 % ?’
24 367 ’t% ’ f4 é
25 353 5 \’Y.
26 347 \")
27 ' Q 31

\x )

29 572

30 566

31 531

32 504

33 456

34 455



)
S

YO
38
39
10
41

42
13
44
45
46
47
48
49

S50

o)

226
218
209
200
194
181
168
156
152
148
137
130
122
117
107
094
089
079

435
419
402
384

Extraction method: Principal

Axis Method

attributes under the various factors tha
factor loadings of the attribut

substantial enough in this stuly

J

\Ioa

Q
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Table 15: Exploratory Factor Analysis Rotated Factor Matrix

Rotated Component Matrix”
Component
| 2

Clarity of goals

Sense of responsibility

Well derived vision

Alignment of goals and objectives with vision
Strategic process management

Execution of on-paper projects

Achievement of goals, mission and objectives
Integration between employees and direction
Manifestation of the directing board about the
employees’ performance

Involvement and commitment of managing board
Commitment of employees

Employee training

Reward and incentives

Number of employees

Personal and professional valorization of employees
Job condition equality

Form of personnel hiring
Form of charging responsibilities \

Fast communication networks \
Effective external communication % A
Effective internal communication % ]
Advertisement and publicity \

Social communication work
Openness to suggestions and innovatiy idc‘q ( Q
Motivation of employees % 2 2 ‘Q: *
Personal well-being in the workplagg \ (J 4605
Salary and career plan & Q ‘e 471
Present salaries {Q 511
Pride in working for the orgu% 8 " (_)(463
Significance of the job (J
Employees” autonomy i1 cpla N3
Hope and confidence i %urc of’tivgefs li/i@ 464

R s 488

Process innovation
Quality of control %1{., nent .
Quality of service 536
Public’s satigg
Consideragyl
Evaluation
Acquisition of furniture and equipment
Computerization

Workspace

Indoor (physical) climate

loyees’ performance

471

-

485
664

448
.634
607

523

44

599

497

562
840
877

106

470
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Sound (Positive sound) 860
Ability to maintain political stability 7
Ability to generate good fiscal and monetary policies i
System stability 7
Employment

Social welfare and responsibility
Decency

System flexibility ; %\
Modernization 788 &

Ministries performance

Extraction Method: Principal Component Analysis. Yv

Rotation Method: Varimax with Kaiser Normalization. '

a. Rotation converged in 7 iterations. \d
’ t

. . 1S
As observed in Table 15, seven attributes 4qgStantiallyf lo%fle o more than
= 4 \y.

\the&@lem presented
leﬁé-s and treated the

oading. However, this

. “ ~
strategy was only used for six of&gl 1ve§l}es@a of the seven complex

i
attributes (hope and confidegte z the }utu p@: organization) was treated
iy A
differently because it \Vﬂg{@l y i N th% ded substantially on component

47®while the same for factor 1 was 464

(factor) 7. Its loading OEMO ey 'j &

These two loadings %ot thit At cﬁds such, researcher judged that instead of
)y ’
s b

4 . .
treating this attri'bse elonging to‘g@z)r 7 alone, it should be treated as belonging
o & \

to factor 1 \pmally, this attribute appears to belong to factor 1. Therefore,

researcher YW icnore the seventh component (factor) and treat the extraction as
SCa 5

having given six factors.
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The naming of the factors was done based on the attributes that were grouped
under them. Although not all attributes would be including in naming the factors, a

majority of the grouped attributed would be accounted for in the naming s the

following six attributes were extracted from the exploratory factor ana%\l'able 16

provides the six factors together with their importance levels, from the 1¥Wst important

to the least important. Table 17 provides the extracted factqgs. t¥ether with their

attributes and arranged from the factor with the highest sa ‘st‘w to the one with the

lowest satisfaction. The importance and satisfactio% r%ine by the
s o

average score for the attributes that loaded on a partic factor, ' oW

Table 16: The Six Factors from the Most Importan Leas k 'Ium\?.

Factor Attributes V g Attribute
% W 4‘ Averages
Factor 1 ¢ social communication work (SY -\O 3.8851
Systems and e pride in working for the o%m’on (S\? 4.1018

Quality (SYQ) e  process innovation (SY:E C} 3 8956
e quality of control ma \%4) 4.0783
e quality of services ( : 3.9478
e acquisition of fur W ¢ 3.9138
e  ability to mai j :?:::3

e ability to ger 42533
LI
e system stability ( 4' 1044

e ecmployn \S‘YQH) 4.0392
e social &( 1d rgsbonsiiflity (€ 11) 4‘70«\7
AP (\‘ x -

o 4.1854

- 4.1253

e 4.3055

x 4.000

ks

4.087475

Factor 4 \ significance of the job TSJA1) 4.0783
Significance of employees” autonomy in the workplace (SJA2) 4.0104
Job and publics’ satisfaction (SJA3) 4.0992
A\ppraisalS consideration of evaluation of work done (SJA4) 3.9739

¢ cvaluation of employees’ performance (SJAS) 4.0000

AVERAGE: 4.03236
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Factor 5: o effective external communication (COM1) 4.0026
Strength of o effective internal communication (COM2) 4.0078
Communications o advertisement and publicity (COM3) 3.9765
(COM) o openness to suggestions and innovative ideas (COM4) 3.8146
AVERAGE: 3.950375
Factor 2: Human e employee training (HRM1) 3.9478
Resource e reward and incentives (HRM2) \ 3.8225
Management e Motivation of employees (HRM3) % 3.9948
(HRM) e number of employees (HRM4) s 3.8773
e personal and professional valorization of employees (HRMS) 3.8721
e job condition equality (HRM6) 3.8016
e form of personnel hiring (HRM7) z 3?3747
e form of charging responsibilities (HRMS) V ::\ l,:)‘\
e fast communication networks (HRM9) Yv ;;:ig
e personal well-being in the workplace (HRM10) ' i()ilx
e salary and career plan (HRM11) 40078
e present salaries (HRM12) \d‘

AVERAGE: E I .3' 3.918642
Factor 3: e clarity of goals (MANI) - 3.9713
4 J' 3.8747

Management e sense of responsibility (MAN2) X
(MAN) o well derived vision (MAN3) z \ s 3.9034
e alignment of goals and objective Nﬁlon( (AN % 3.8433
e  strategic process managemen h) Q 3.7833
e execution of on-paper projects ( 6) O :“‘91‘)
e achievement of goals, missgnand objc \NT @ ':'()gfﬂ’
e manifestation of the direcgg rd a e np@g s’ performance ‘:'(7” ]
(MANS) % :.)(_)1)(\
" 3.8564
e integration between € . €S ¢ 4.0862
e involvement and ¢ N10)
e commitment 0
AVERAGE: 3.869936
Factor 6 o Comp \ 4.0261
Physical Work o \\'or&( ) 3.5718
Environment o i1 Nl\j v e : ] 3.4517
(ENV) stgj;osu e 3.3681
3.604425
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Table 17: The Satisfaction Level of the Six Factors in a Descending Order

Factor Attributes Attribute
Averages
Factor 6: o Computerization (ENVI) 32167
Physical Work o Workspace (ENV2) 3.2350
Environment o indoor (physical) climate (ENV3) 3.4125
o sound (positive sound) (ENV4) \i 3. 4648
AVERAGE: 3% 3.33225
Factor 3: e clarity of goals (MAN1) 3.3029
Management e sense of responsibility (MAN2) T 3.1984
(MAN) e well derived vision (MAN3) V 3.3681
 alignment of goals and objectives with vision (MAN 3.1958
e strategic process management (MANS) v 3.0366
e execution of on-paper projects (MANG) ' g()(’“x
e achievement of goals. mission and objective 3.1279
e manifestation of the directing board about tl 5 9608
(NSO :\.Ii-H()
e integration between employees and dire i
e involvement and commitment of managine N :lg:\
e commitment of employees (MAN11) % \ Y. 3.2298
AVERAGE: \, g‘ 4\ 3.150945
Factor 4: e significance of the job (SJA l@ O“ 31775
Significance of o  employees’ autonomy in thg workace &JA2 3.0026
Job and e publics’ satisfaction (SJ % ? ,é 31097
Appraisals (SJA) o consideration of evaluatio orkgdone (SPA4) C} 30026
e evaluation of employgE rmagce ( ’)AQ? 29112
AVERA N 3.04072
I~
Factor 5: o effective exterigl commgiefOgY 1) 2.9661
Strength of o effecti %nmlj N ation 2) 3.1201
Communications © nd\'r&D t zu@l}' (CONGS) 2.9791
(COM) o OpKCS SUNRON landi ative ideas (COM4) 2.4621
’
AG :?f (j" 2.88185
N
Factor 1: . % omnﬁth WO YQI) 2.6789
Systems and o \urid¥in working for thearanization (SYQ?2) 2.9582
Quality (SYQ) A)ccss innovation (S&Z¥) 2.7232
\]unlil\‘ of control management (SYQ4) 2.8486
Sele ENAT 05 2.8903
é quality of services (SYQ5) 3 1488
acquisition of furniture and equipment (SYQ6) 77.94’?()
e ability to maintain political stability (SYQ7) 3%%527
e ability to generate good fiscal and monetary policies (SYQ8) 2:271702
e system stability (SYQ9) 2 5927
e cmployment (SYQ10)
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e social welfare and responsibility (SYQ11) 2 6266
e decency (SYQI2) 7 4987
2.6371

e system flexibility (SYQ13)

e modernization (SYQ14) 2.6971

e ministries performance (SYQ15) 26214

 hope and confidence in the future of the organization (SYQ16) 2.8799

AVERAGE: 2.754563
Factor 2: Human e employee training (HRM1) \z 2 7702
Resource e reward and incentives (HRM2) % 5'«‘7“‘;
Management e Motivation of employees (HRM3) s 2‘§X4t)
(HRM) e number of employees (HRM4) 2::;537

e personal and professional valorization of employees (HRI\YV 2.4360

e job condition equality (HRM6) 2.4125

e form of personnel hiring (HRM7) V 2.5849

o form of charging responsibilities (HRM8) Y 2.6997

e fast communication networks (HRM9) ' 2.8198

« personal well-being in the workplace (HRM 2.7624

e salary and career plan (HRM11) \dt g 3'6345

e present salaries (HRM12) ,‘\‘—} .1958
AVERAGE: 2.569183

4.14 Graphical Representation

Based on the above results and a\ r (2004), the graphical
representation for the ministries’ % e as n in Figure 7. For public

relations officers, the basic strz@\o it

=
<
o
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-
=5
o
=
=
=
w2
2
= 1
93
w
o
b
o
3
¢}
=
w

on those factors with mor@ut *lc10‘ nucleus. Within the factors, special
attention should be giy th att?@s scored high on importance (basically
high importance atgh 3 blfVQ&j pQ¥ly on satisfaction (basically low satisfaction

attributes). ;\
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= FACTOR 1
ol o B SYSTEMS AND
: QUALITY
-

o

00 TOR 2
e - Z .\\-
FACTOR 6 g OURCE
PHYSICAL _ b o , AGEMENT
L

wi

ENVIRONMENT
v o

FACTOR § T~
STRENGTH OF -
COMMUNICATIONS

‘ s High Satsfaction Atmbute
TOR 4 Low Satisfaction Attribute
SEQ\I!’I(‘.\% p 3 )ﬁl SALS

Figure 7: Graphical Representation of the ltmzlribulcs X

\ .
: N

The above ranking implies 1€ iwgern f)'u&@' are most satisfied by
Management (Factor 3) but leasf sa wigh h nr rce management (Factor 2).
: 'S

For public relations officers, the b Stsﬂ\&b i{@ove the image of the ministries is

to focus on those factors v&\ore ibigf's ck& o the nucleus. In addition, attention
|

: ’ -
should be given to the legfthat (fed(} ¢h on importance but scored poorly on
\
satisfaction. For ir ¥ pred ipries ribute (MOT 4) is extremely important as it

) . : ; : . :
is closest to th tor term. Howe\i&)the satisfaction with this attribute is low. Thus,

the PR ma would attempt to improve the satisfaction with this attribute.

As FShown in Figure 7, effective external communications (COMI),

advertisement and publicity (COM3), fast communication networks (HRMS), personal
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wellbeing in the workplace (HRM10), ability to maintain political stability (SYQ?7),
ability to generate good fiscal and monetary policies (SYQ8), system stability (SYQ9),
employment (SYQI10), social welfare and responsibility (SYQ11) m\gi.stries’
performance (SYQI15) are in the central nucleus. However, all ofthe.s@)utes have

high importance. Thus, the PR manager should aspire to move closer to the
organizational image. In other words, the PR manager shouldmpt to have top of
mind recall for such attributes. Also, since these are alreadiiNg ze sicond periphery, it

should be relatively easy to move them to the central n s zbne. hes%_there is
high satisfaction only with advertisement and p 3

N
ﬂlzei@ external
Y'

abilitgXSYQ7). The

communications (COM1) and ability to mainmo M

manager should aim for high satisfaction

zone, as they are important attributes. \

Another observation is t

aini% attributes in this

O

al@nmunications (COM2),
N2

g f goals (MANI1), sense of

Evaluation of employees’ perf; he
responsibility (MAN2), mo of employ .Sl(‘y‘ﬁ'g) and pride in working for the
organization (SYQ2) ar N secbl\ripheg} ut have higher importance than the
&
average importancecmatt jbygtes: :hllS manager should attempt to move these
closer to the cer @tle}s_ f gt eééfral nucleus, the manager should attempt to
b 4
move them inNy th¥ first periphery ax' Also, only motivation of employees (HRM9)

o

of these \Iow satisfaction. Again, the manager should aim to increase the

satistamgomYfor this attribute, although it is not critical given that this attribute is in the

second periphery zone.
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With regards to importance, Hope and confidence in the future of the
organization (SYQ16), modernization (SYQ14), system flexibility (SYQ13), Quality
of control management (SYQ4), salary and career plan (HRM11), sigl@ of the
job (SJA1), employees’ autonomy in the workplace (SJA2), con! %Sﬂlisfacli(m
(SJA3), consideration and evaluation of work done (SJA4) aNpessaportant. but are
farthest from the central nucleus. For these, the manager can M‘ moving them into
the first periphery zone, if other zones closer to the cefggal cle'.xs_ Amongst these,
salary and career plan (HRM11), Quality of contro nag IMY(‘_”‘ system
flexibility (SYQ13) and modernization (SYQM@OW % ¢
could aim to improve the satisfaction for these wwteg, ‘.[

Finally positive sound (ENV4), ir% hysi

(ENV2), Manifestation of the directing Wpardsabo

(MANS), Integration between emgas an%mon AN9). Achievement of

u &
) sitia&()t‘ furniture and equipment
N
(SYQG6) are least importgfit nave high til;fa@on. Thus the manager should be
' &
concerned about et‘%the N &M these attributes, as they are not
important to the or%a on’s™ . Sin®f deduction can be drawn for Quality of
: :
services (SYQQ’\I)]’ megt ofedals @ objectives with vision (MAN4), Execution
of on-pape %\s (M{x ,&tratvlc process management (MANS), Well derived
N
b}

e
vision 7& and Sense ofresp%hsnbnhty (MAN?2) attributes

S

goals, mission and objectives

q)



4.15 Summary of the Chapter

In conclusion, this chapter has provided findings for this study. The study was
a mixed methods research study that was conducted in two phi chudm“
qualitative and quantitative phases. In the qualitative phase, a totd of &9 attributes

were identified with total values ranging from 4 (for sound (p sound)) to 71

(ability to maintain political stability). This is different from Y er’'s model (2004)
where the total values ranged from 1 to 96. Researc % 23 attributes from
Schuler’s model not identified in this study to the tion aw to makc the
attributes 52. Among the 23 attributes, the on ¥ h thvjclt_@' had 74
Consequently, the intervals were 74-54 (i c al CIC@Y'“_% (first
periphery), 35-18 (Image second penphe%V 57
from Schuler’s model where image cen%cle waY

W

t[e ' am&“{ the purposes of developing
i

sl @ the quantitative phase was
tnbﬁ‘%y measuring the importance of the

intended to add more ir mallonl
n@ epresentative sample of the ministries’

attribute and their s %on (')
%

employees. Q'
The 'whoweﬁ 1l a$1te% had a mean importance score of 3 9495

and a mw sfaction score of ’% 774. Attributes whose mean scores were above the

angcan score were considered as high importance factors while attributes with a

hei\a vhich is different
Q\ercas the qualitative

r@lgml/atmn s image and

approach was intended to identify

determine their value or swmth

the graphical rcpresentate izhe m

s

-~
1*}

€

U

m ore below the general satisfaction average for all attributes were considered as
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high satisfaction attributes. The implications of public relations departments is that
attributes with high importance but low satisfaction are considered as ideal for
defining the organizational image; and therefore special focus should be gv) such
factors. Another interpretation is that high importance factors represet f%\eal image
of the organization while the satisfaction with attributes, wi [h%

ow or high,

represent the actual situation with organizational image. Hiw ortance and low

w

satisfaction attributes should be of particular concern to P 1azg -
Importance and satisfaction levels were measurcMyfor 2M.which might

Ny
have measured similar underlying concepts. There tNerefofe ¢ eli.&(ﬁdentif_v the
4 N

\h.Ls an a!\p‘foraton' factor

N

n giéeibutes. The findings

showed there were seven underlying 1"1‘3%\‘ meat \e&x\ tributes. However, one
o >
factor had only one attribute Iha\ ¢

IsoyJoad "wbs;!mall_v on another factor.
AN

i Soué\\acmrs had as many attributes
(

Researcher therefore ignored the nth Fact
as sixteen while others had as 1‘3' %

the order of importagfe“wpd

isifgafify. The six factors were arranged in

on QJshown in Tables 14 and Table 15

|(,§J

&c@}\' slices of the graphical representation of

the ministries’ w 4 f 4 $

S &
N

’
respectively. ThesesacCtgls ogcupié
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